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.STX 

 

MS. ERBE:  This week on “To the Contrary,” a special edition on changes in the 

workplace.  We looked at how women are getting back to work after taking time off to 

have children.  For men, flex time is changing the quality of life at work and at home.  

And for all of us, new ways to ease into retirement. 

 

(Musical break.) 

 



MS. ERBE:  Hello.  I’m Bonnie Erbe.  Welcome to this special edition of “To the 

Contrary,” a discussion of news and social trends from diverse perspectives.  This week 

we’re looking at changes in how we work and how we stop working.  Up first, how 

women are restarting their careers. 

 

More and more women in today’s multitasking world temporarily drop out of the 

workforce when their children are young.  Census Bureau data show the percentage of 

working mothers of infants fell to 55 percent in 2000 from 59 percent in 1998.  This trend 

is likely to continue. 

 

PAGE BOWLER:  (From tape.)  I’m going to miss you, but I’m going to be back 

in a couple hours. 

 

CHILD:  No. 

 

MS. BOWLER:  And you’re going to have fund with Deirdre, okay? 

 

CHILD:  Uh-huh. 

 

MS. ERBE:  Page Bowler was a hard-charging executive, but while pregnant with 

her third child she gave up work for family.  Now she’s ready to return, but is work ready 

for her?  Former captains of industry such as Page don’t usually return to work without 

major career costs. 

 

KAREN LYNESS:  (From tape.)  Managers who’ve taken a leave of absence 

receive fewer subsequent promotions and smaller salary increases than managers who 

have not taken leaves of absence. 

 

MS. ERBE:  Nevertheless, Page is resolute that she will rejoin the workforce. 

 

MS. BOWLER:  (From tape.)  My fight is to find a position where they’re going 

to appreciate my talents and at the same time I will have my personal job satisfaction and 

offer a company a great work ethic, but I want to be there for my kids. 

 

MS. ERBE:  J.P. Morgan Chase is one company that is keeping pace with the 

ways in which the workforce is changing.  Recruiting and keeping top young workers has 

a whole new set of rules. 

 

MS. PATRICK HALL:  (From tape.)  Young professionals are interested in doing 

work that matters.  And they actually have what for me at least is surprisingly traditional 

goals and values.  They want to get married.  They want to have kids.  And they want to 

be able to spend time with the kids. 

 

MS. ERBE:  This day Page is attending a seminar sponsored by Women at Work 

in Fairfield County, Connecticut. 

 



(Begin video clip.) 

 

MS. :  Hi, Page. 

 

MS. BOWLER:  Hi. 

 

MS. :  Nice to meet you. 

 

MS. BOWLER:  Nice to meet you. 

 

MS. ERBE:  There’s so many former executives in her position.  Seminars such 

as this are designed specifically to help women build so-called on-ramps back into the 

workforce. 

 

ELIZA SHANLEY:  We serve members like yourself, women who are returning 

to the workforce or looking for a new position that will allow them to strike a greater 

degree of balance between work and the rest of their life. 

 

MS. :  Page is the mother of three young children. 

 

MS. :  When women are out of the workforce for a number of years, they lose 

their confidence, they lose their focus, they start to feel insecure about who would really 

want them in a position. 

 

KATHRYN SOLLMANN:  I think that companies are very receptive to women 

who’ve been out of the workforce, but again, they have to package themselves properly. 

 

MS. ERBE:  To help these women package themselves, the seminars train them to 

think creatively.  Part of that is bringing them up to speed on technology, which upgrades 

rapidly.  Years away from the workforce can leave some women way behind in 

understanding the latest technology tools.  They also learn to translate life experiences 

into corporate qualifications. 

 

MS. SOLLMANN:  For example, they might say, I chaired the book fair for two 

years at the local school, but they won’t say, I managed 14 committed and 350 volunteers 

and we raised $50,000 more than we did last year.  And so we tell them that you have to 

constantly be thinking in business terms and be conveying that you’ve continued to 

develop your business skills. 

 

MS. :  Ann is the mother of two children, age – 

 

MS. ERBE:  Anne LeBourgeois spent 21 years in international banking.  She left 

when she felt her teenage daughters needed more of her time.  Getting back into the so-

called game is now more of a challenge. 

 



ANNE LEBOURGEOIS:  It’s still hard to make that first step to start a job search 

in earnest, I think.  And the reason for that is when we no longer have an office structure, 

I’ve found in my own case my days become very fragmented. 

 

MS. SHANLEY:  We met a lot of women who had very impressive backgrounds, 

both in terms of their education and the jobs that they had left.  And we knew that 

employers would be interested in tapping into this resource that was otherwise untapped.  

And we were right. 

 

MS. ERBE:  Women at Work also acts as an employment service, putting women 

in touch with perspective employers, but it stresses the importance of networking with 

other prospective employees for contacts and information. 

 

MS. SHANLEY:  I think that it’s very powerful the way that women network 

with one another at the seminars and work through the issues that they have think about if 

they are going to return to the workforce. 

 

MS. LEBOURGEOIS:  And one of the things on my to-do list is to really draw up 

my list of contacts, of which there are many, and really start actively pursuing them and 

networking again. 

 

MS. ERBE:  Catherine Onyemelukwe has children who are now grown.  She 

worked mainly in the nonprofit sector and wants to return. 

 

CATHERINE ONYEMELUKWE:  I think we’ve always heard about the old 

boys network.  And we have an old girls network, and we haven’t used it as much as we 

could or should, so I’m really happy to see that happening now. 

 

MS. ERBE:  A recent study shows how much employers really need these high-

skilled workers.  Nearly 43 percent of females professionals with children voluntarily left 

the workforce, compared with 24 percent of men.  For women it was usually to raise 

children.  Men more often took medical leave.  Fifty-eight percent of top-tier women 

describe their careers as nonlinear.  But just taking a leave of absence from a company 

can be seen as a lack of commitment. 

 

KAREN LYNESS:  This is often the case with women, that they’re stereotyped as 

being less committed to their careers than their male counterparts. 

 

MS. ERBE:  Some companies are trying to stamp out this view.  One major 

accounting firm, for example, is allowing senior managers unpaid leave for as long as 

five years just to lure them back. 

 

MS. HALL:  The trick is not to have to have people drop out entirely to start with, 

and to get much more creative about providing workable value propositions for women. 

 



MS. ONYEMELUKE:  I think it’s particular important for employers to be aware 

of these findings if they are serious about enabling their employees to balance work and 

family, then they have to have a culture that supports these decisions and doesn’t penalize 

women who take advantage of the family-friendly benefits that are offered. 

 

MS. BOWLER:  Companies need to understand that they need to build positions 

where a woman can be happy and get the job done.  I work extremely hard and I can 

probably get done as much in 20 hours as somebody could in 40 hours, as long as I am 

satisfied and happy. 

 

(End video clip.) 

 

MS. ERBE:  Whether reentering the workforce or staying on the job, more and 

more of us are struggling to balance careers and home life.  Women were the first to seek 

job flexibility, but today more men want it, too.  A recent University of Chicago survey 

shows more than 30 percent of men want flexible schedules. 

 

(Begin video clip.) 

 

JOHN BALES:  Hey, girls? 

 

GIRLS:  Yeah? 

 

MR. BALES:  You guys ready? 

 

GIRLS:  Yeah. 

 

MR. BALES:  Can you come down, please?  Let’s have some breakfast. 

 

MS. ERBE:  John Bales, a consultant for a communications company, has an 

employer who’s sensitive to work/family issues. 

 

MR. BALES:  It’s a combination of the kind of work that I have to do and an 

employer that is very helpful and flexible about that.  It cuts both ways.  I work at a 

consulting firm, and you have to do what you need to do to make the client happy, and 

that means that while they’re flexible about my hours, I also have to be flexible about 

getting the work done, working evenings, weekends, switching off with Jean when that 

needs to happen. 

 

MS. ERBE:  During the past two decades women have certainly led the charge 

toward flex time and job sharing, but men are also taking greater advantage of part-time 

or flexible work, though not as much as advantage as they tell pollsters they’d like to. 

 

LONNIE GOLDEN:  We know pretty much from census data about the 

proportion of the workforce that has the ability to influence the starting or ending times 



of their workday, and that’s about 28 percent, according to the last survey.  We don’t 

know precisely how many people actually use this on a daily basis. 

 

MS. ERBE:  That 28 percent figure is nearly twice what it was when researchers 

first asked the question in the mid-1980s.  Twenty years ago, only 15 percent of 

Americans had flexible work schedules.  Joan Williams is a law professor at American 

University who also studies employment trends, particularly among lawyers.  Surveys 

she has done show firms that offer flex time often draw the best recruits and have 

satisfied clients. 

 

JOAN WILLIAMS:  This trend that we say of increasing use of flex time by men, 

it’s impossible to exaggerate how important this is. 

 

MS. ERBE:  Because as more men take advantage of flex time, it becomes more 

acceptable and available for women.  Beth Berkstrand-Reid is a young lawyer who 

studied with Professor Williams.  She’s now an associate at a big law firm and works a 

flexible schedule. 

 

BETH BERKSTRAND-REID:  I have had a lot of men ask me about what I do 

recently, which is not something that I had six months ago even, but within the last six 

months I have had a lot of young associates, a lot of men who are dads, come up and ask 

me about a reduced schedule. 

 

MS. ERBE:  Beth and her husband, Brian Reid, faced the issue of family time 

when she became pregnant while still law school. 

 

MS. BERKSTRAND-REID:  I said, what are we going to do?  Because I have to 

finish law school.  I had a federal clerkship already lined up, and frankly, I didn’t want to 

stay home.  And he said, I will quit.  And I said, and do what?  Because with me in 

school we had no income.  And he said, I’ll freelance.  I’ll be a freelance journalist. 

 

BRIAN REID:  Tracy’s hero is Amelia Earhart, the first woman to fly a plane by 

herself.  When my daughter was born three-and-a-half years ago the company I worked 

for offered paid paternity leave, so I had almost four months off with my daughter, and 

went back straight from there into ten, 11, 12-hour days.  And I realized then that I was 

going from one extreme to another, and while I really enjoy what I do – I find a great deal 

of joy in it – there is simply no way to be the kind of family guy that I had learned to love 

to be. 

 

MS. ERBE:  And the kind of family person other workers told pollsters they 

would like to be, but sometime in the future.  Fifteen percent of those surveyed say they 

would trade time off for less money right now.  An astounding 42 percent say they would 

make the same tradeoff later.  But Professor Williams says there’s still big hurdles, 

particularly for men to overcome in the workplace when they make use of family-friendly 

work policies. 

 



MS. WILLIAMS:  We have been documenting the really severe stigma that often 

is associated with care-giving in general and with use of flex time in particular.  With the 

stigma goes lack of promotions, all of a sudden you don’t get the good work, you may be 

the first to be laid off.  And if that’s what going on flex time means, most men won’t go 

on flex time.  The average father in the United States earns 70 percent of the family 

income.  He can’t afford that kind of stigma. 

 

MS. ERBE:  And in fact, that’s why polls show more Americans want flex time, 

that is, full-time jobs with flexible schedules, than part-time work, because they need the 

income. 

 

MR. GOLDEN: The problem with going to part-time status for men in particular 

or anybody, is it comes with the whole baggage of reduction in status.  Maybe you don’t 

have coverage for various employee benefits or contributions to a pension plan or 

coverage for unemployment insurance. 

 

MS. ERBE:  John Bales overcomes that potential stigma by working a full 40-

hour week or more.  He doesn’t just work 9:00 to 5:00 at the office. 

 

MR. BALES:  It’s kind of a constant juggle really.  My wife has taken a new job 

and we’re going to have to be sort of re-balancing things now.  You want to be with your 

kids, you want to have a family life, but you don’t want to completely neglect the career 

side of things either or you’re not going to be very happy with that.  So we’re trying to re-

juggle those things.  And the options are – you’re just always thinking about different 

options.  Okay, if you go up, is it possible that I go down a little bit, or we shift things 

around or what – you’ve got spreadsheets with hours on them and juggling things around 

just trying to make things work. 

 

MS. ERBE:  And flex time works better for men in some occupations than for 

others. 

 

MR. GOLDEN:  Not surprisingly, it’s mostly white collar professional type of 

jobs.  Within those, we can get some detail about the classification of jobs, and it’s 

lawyers, college professors, people in computer sciences and other types of sciences, 

certain sales jobs, a couple of tech jobs, but there are some that have more flexibility. 

 

MS. ERBE:  Formal corporate flex time programs are rare.  Census data show 

nearly 30 percent of workers say they have some kind of flex-time arrangement, but only 

one-third of them work at companies that offer flex time on a formal basis. 

 

MR. GOLDEN:  That’s where men get their relative advantage over women.  

Women are no less likely than men to have access in their workplace to the formal type 

of programs.  But men seem to be able to, for whatever reason, and there probably are 

many, to be able to negotiate individually or as part of their workplace supervisor 

supporting that relationship, they’re able to negotiate a little more flexibility than women 

are able to. 



 

MS. WILLIAMS:  We see increasingly strong evidence that younger men, so-

called Gen-X, Gen-Y men, they don’t want to be these 24/7 ideal workers for 40 years 

straight and then realize they didn’t know their children and they’ve hardly seen their 

wives who raised their children as single moms.  They don’t want that. 

 

MS. ERBE:  There’s evidence there’s also a generational change in men’s work 

attitudes. 

 

MR. REID:  I feel like our numbers are on the rise, but certainly I don’t 

necessarily look around and find a lot of guys who are living the same lifestyle.  It’s 

obviously worked out very well for me.  And when I talk to guys about my schedule, the 

reaction is almost inevitably one of jealousy. 

 

MS. ERBE:  The benefits to employees of flexible work schedules are obvious, 

but there are advantages to employers, too. 

 

MR. GOLDEN:  To an employer it’s very important to try to time the scheduling 

of work to meet with the peak time of customers or the demands of clients, so that type of 

flexibility is very important to employers.  And it’s only by coincidence that that matches 

up with the flexibility that employees need. 

 

MR. REID:  I don’t think there’s any doubt that when you scale back like this 

there’s a salary hit, that there’s a financial hit, but I think both Beth and I have come to 

the conclusion that essentially when you take that salary hit what you’re really doing is 

buying time with your family, and that’s an investment both of us are more than happy to 

make.  And that’s not to denigrate financial security, but I think we’ve realized that trying 

to clutch the brass ring at work is not sufficient to – (inaudible) – lives. 

 

(End video clip.) 

 

MS. ERBE:  No matter what the work schedule, at some point you turn 65.  Your 

company throws a congratulatory luncheon and gives you a gold watch.  Retirement?  

That form is so 20
th

 century.  With baby boomers approaching retirement age, employers 

are facing an unprecedented brain drain.  Government and industry are looking for ways 

to minimize the blow to productivity at the same time many boomers are interested in 

cutting back.  The solution may be phased retirement, a new trend helping employers and 

employees adjust to changes in the workplace. 

 

(Begin video clip.) 

 

MS. ERBE:  David Taylor is practicing being retired. 

 

MR. DAVID TAYLOR:  What I did is I asked and received permission to work a 

32-hour week.  And I thought that what that would do is to sort of give me an idea of 

what the additional time – the use that it could be put for. 



 

MS. ERBE:  Taylor works for CALIBRE Systems, a management consulting 

firm.  He joined CALIBRE nearly 13 years ago after 25 years in the Army. 

 

MR. TAYLOR:  The work is fine, and of course the people here are great.  But 

there’s things that I would like to do in terms of working with charities and do hunting 

and fishing.  I like outdoor type of work.  And just to have the free time to travel more, 

going out to visit our sons. 

 

MICHELLE YOISNET CAYLOR:  We do not have an official phased retirement 

program.  We have a work/life balance program.  Even that is not a defined program.  

What CALIBRE is about is a balance between employees’ needs and CALIBRE’s needs. 

 

MS. ERBE:  David Taylor and CALIBRE are in the vanguard of a new corporate 

American trend: phased retirement.  Why?  Census data show a mere five years from now 

80 million baby boomers will begin to reach the age of 65.  Today, one in three workers 

is more than 45 years old.  In the early 1960s, the median age of America’s workforce 

was 30.  In 2006, it will be more than 40 years old.  Industries such as nursing and 

manufacturing are already facing a tremendous loss of talent and expertise from 

downsizing and a rapidly-aging workforce.  The federal government employs about 1.8 

million people.  Nearly 70 percent of them will soon be eligible to retire; at least 40 

percent are expected to do so.  By the year 2030, the skilled labor shortage may be as 

high as 35 million workers.  That loss of highly-skilled workers could dovetail with two 

other trends: companies turning to new types of pensions and a growing emphasis in the 

workplace on work/life balance. 

 

ROBERT HUTCHENS:  Phased retirement was more likely at establishments 

where there were flexible hours where the employer permitted the – part time or job 

sharing or something like that. 

 

MS. ERBE:  Phased retirement has existed for some time at universities, but is 

just now entering the corporate arena.  Robert Hutchens of Cornell University surveyed a 

national sample of companies on phased retirement. 

 

MR. HUTCHENS:  If you follow an age group of people as they move from 

being full-time employees to being full-time retired, you’ll see only maybe 10 percent of 

them taking some kind of phased retirement.  Interestingly enough, we found that on the 

order of 75, 80 percent of the employers were saying yes, in fact, something like phased 

retirement could be worked out. 

 

MS. ERBE:  Different pension plans make phased retirement harder or easier.  

With traditional defined benefit plans, phased retirement is much harder.  Pension 

regulations, as well as tax and age discrimination laws, are all designed to protect 

employees, but they also make reducing hours a nightmare for older workers, as many 

plans and some tax laws deny retirement, healthcare and other benefits to those still 

getting even a partial paycheck.  Defined contribution plans, although they may be riskier 



for the employee, allow more flexibility, including continuing contributions to the plan 

while making withdrawals and drawing a paycheck. 

 

MS. CAYLOR:  A defined benefit plan says to an employee, you’re guaranteed to 

receive X amount of money upon retirement.  CALIBRE’s plan is a defined contribution 

plan, which means we contribute a defined amount to the plan and the benefit is returned 

to the employee based on the market or based on the value of our current stock at the time 

of their retirement. 

 

MS. ERBE:  David Taylor is still contributing to his 401(k) retirement plan and 

an employee stock ownership plan.  So is Dave Johnson.  He chose to work the minimum 

number of hours, 1,000 per year, so he could keep participating as an employee-owner. 

 

DAVE JOHNSON:  It occurred to me, gee, maybe I should stay at least one more 

year because the company appeared to be doing so well.  So I talked to my boss about 

that, and he said, well, why don’t you just become a part-time variable employee and you 

can then work on projects as we need you. 

 

BILL ALBRIGHT:  It really hasn’t cost us anything. 

 

MS. ERBE:  Bill Albright is in charge of one of the earliest phased retirement 

programs at the Mitre Corporation. 

 

MR. ALBRIGHT:  Giving them this option allows the company to maintain its 

intellectual capital, gives employees options.  They still maintain connectivity with and 

social arrangements with both the company and their colleagues, so it’s really a win-win. 

 

TOM PENDER:  I went to work when I was 16, and I have hardly missed a day’s 

work since that time, and there comes a point where it gets tiresome.  But the three days a 

week I can welcome. 

 

MS. ERBE:  Tom Pender is 69.  He’s been at Mitre for 20 years following a Navy 

career.  For the past 7 years at Mitre he’s been working part time. 

 

MR. PENDER:  I like the idea of having someplace to go, to have a challenge of 

the mind, to keep my mind active and those kind of things, and I find that appealing.  

Right now I’m not just ready to totally say I’m gone. 

 

MS. ERBE:  Pender now has more time to golf, travel, and visit his grandchildren.  

When he turns 70 he’ll have to begin taking withdrawals from his 401(k) plan even if 

he’s still working and contributing to it.  As phased retirement evolves, one thing is likely 

to stay constant.  Management will retain the right to approve who is eligible based on 

the company’s needs. 

 

MR. TAYLOR:  Usually what employers are saying is that they want to do this 

informally.  Now, informal arrangements are something where you can be selective.  I 



mean informal arrangements are situations where the employer can say, well, certain 

types of people, certain professions, can be included in phased retirement; others cannot. 

 

MS. ERBE:  Mitre and CALIBRE agree, their outlook on retirement is the wave 

of the future for older workers. 

 

MS. CAYLOR:  I think we’ll see the number increase as their population 

increases and we have more and more employees getting ready to retire. 

 

MS. ERBE:  And for those who follow them. 

 

MR. ALBRIGHT:  It provides them with access to very experienced individuals 

who can serve as mentors and help to transition their knowledge and experience and so 

forth to those of us who are still working on a full-time basis. 

 

MR. TAYLOR:  What’s nice, your deck, it comes out about where the tree is and 

comes all the way across to here, and then have a hot tub area out in here. 

 

The few dollars that I’ve – it’s cost me are more than worth it in having the extra 

day off.  I can retire any time I want to.  It’s just sort of a question of when the time is 

right and when I have enough activities lined up to keep my retired time gainfully 

employed.  And that’s when I’ll make the decision.   

 

Come on, time to go. 

 

(End video clip.) 

 

MS. ERBE:  That’s it for this special edition of “To the Contrary.”  Next week, a 

look at men, women and ambition.  Whether your views are in agreement or to the 

contrary, please join us next time. 

 

(End of program.) 


