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Kathie Lingle discusses the components/characteristics of workplace flexibility.
Graphic of flexible work arrangements and job satisfaction, organizational commitment, retention, and
work-family interference.
Announcement of a new Sloan Center at Boston College and the Emory Center for Myth and Ritual in
American Life Newsletter are featured in this month’s Sloan Corner.

Sloan Network Updates and Announcements
•
•

“A Historical Perspective on Social Change” by Jessica DeGroot and Tina Armando is a new entry
that has been added to our Work-Family Encyclopedia.
This summer, the Sloan Work and Family Research Network is in the process of adding new
definitions to our Work-Family Glossary.

Workplace Flexibility and Human Capital
Bio: Ms. Lingle serves as Director of AWLP (Alliance for Work-Life Progress),
the professional association of work-life practitioners and a wide variety of other
professionals who specialize in creating strategy or providing services that help
people navigate the turbulent waters of work-life conflict.

Kathie Lingle

Prior to her current position, she served as National Work-Life Director at KPMG
LLP where she had primary responsibility for creating and implementing
workplace strategies that support the work/life effectiveness of KPMG’s 18,000
U.S. firm members. She was chief architect of the Work Environment Initiative,
which has provided direction for the firm’s multi-year culture change initiative.

Prior to KPMG, she spent six years as a management consultant, including KPMG’s World Class HR consulting
practice and several years as an organization effectiveness consultant at Watson Wyatt Worldwide. Before joining
KPMG, she was Director of Work/Life Training at the Families and Work Institute (FWI) in New York, where she
assisted in the design and delivery of work/life training for managers at both First Horizon National Bank (formerly
First Tennessee) and Chase Manhattan (now J.P. Morgan Chase). While at FWI, Ms. Lingle oversaw the project
management of a three-year evaluation study of Johnson & Johnson’s work/family initiatives, the results of which
were published by the Institute in 1993.
She has spent over a dozen years as director of various corporate marketing and sales functions, including the
strategic business planning function at Applied Data Research, once the largest independent developer of IBM
mainframe software outside of IBM itself. Ms. Lingle is a member of the Conference Board’s Work/Life Leadership
Council, of which she served as co-chair for several years. She is a member of the Executive Committee for WorkLife and Women’s Initiatives of the American Institute of Certified Public Accountants (AICPA), and has served on
the Steering Committee of the Boston College Work/Life Roundtable.
She served in the Peace Corps in South America, speaks Spanish, and has lived in Spain, France, Chile,
Venezuela, and England. She earned a B.A. in Diplomacy and World Affairs at Occidental College in Los Angeles,

and holds an M.S. in Child Development and Family Systems (now “Human Ecology”) from Ohio State University.
Editors Note: The Sloan Network recently spoke with Kathie Lingle, Director of Alliance for Work-Life Progress. AWLP’s mission
is “To provide premier professional membership services to individuals and organizations that are focused on creating healthy work
environments that value people and support personal life and family issues. We are committed to the development and
advancement of the field of work-life effectiveness and promote these issues through publications, forums and professional
development strategies.”
In this interview, Kathie shares her perceptions of workplace flexibility based on her experience as a work-life practitioner and a
business executive. She discusses how workplace flexibility often is confused with the tools that support it (e.g. flexible work
options), the components/characteristics of workplace flexibility, and how it can influence organizational effectiveness.
Visit the Alliance for Work-Life Progress website at http://www.awlp.org/

An Interview with Kathie Lingle, Director of Alliance for Work-Life Progress
Pitt-Catsouphes: How do you define the term workplace flexibility?
Lingle: Workplace flexibility is a large, complex notion that often gets confused with the tools that support it,
especially flexible scheduling. It is so deeply rooted in core beliefs about the nature of people and of work that
it has become the conundrum of the work-life portfolio. By that I mean that it beguiles and entices at the same
time that it eludes our grasp. Here is the dilemma: Flexibility is one of the most powerful drivers of retention
and engagement today, it has no fixed cost; it is the work-life initiative most sought after by employees
(especially top performers); it is empirically linked to higher levels of productivity, resilience and shareholder
value; it is ubiquitous within “employers of choice” who are significantly more profitable than their more rigid
peer group; hundreds (if not thousands) of companies have policies and tools to support it; it continues to be a
predominant topic at all three national work-life conferences – YET achieving workplace flexibility is the most
difficult task the work-life professional engages in, and success often requires an organization to reinvent its
culture. For it can only thrive where trust and respect for the whole person are in abundant supply. Alas, those
values are not yet widespread. Fundamentally, it is a business strategy that recognizes flexibility in a holistic
sense as a powerful enabler to achieve the increasing speed, nimbleness, innovation and creativity demanded
st
by customers in the 21 century.
Flexibility practices are a response to the psychological desire for what Robert Karasek (specialist in the
psychosocial aspects of work and work redesign processes) describes as job autonomy – an optimal sense of
control over one’s job and working conditions. Karasek’s research has shown that job control lowers stress and
even health risks, while increasing job performance. This virtuous cycle of positive business outcomes is what
gives workplace flexibility its power, and has led to the implementation of workplace flexibility as a talent
management philosophy that takes a long-range perspective on acquiring, developing, motivating, retaining
and managing human capital.
Pitt-Catsouphes: What is human capital from a flexibility perspective?
Lingle: Human capital implies that people (the workforce) are an asset, a form of capital that deserves
investment and continual stewardship like all other forms of capital available to an organization. Almost all
senior leadership teams assert that people are their most important asset, but many fewer behave as if that
were true. Instead, it is more common to focus on the cost side of the ledger when it comes to people, since
that is where traditional accounting principles teach us to look. By contrast, a human capital approach to
management takes a more balanced approach, seeking new ways of maximizing organizational performance
by listening and responding to what it is that employees genuinely need to be successful. Over the past
several years, a growing body of empirical evidence points to flexibility as one of those universal needs.
Pitt-Catsouphes: Could you explain how the workforce values of today are different from the workforce values
of the past?
Lingle: The ideal worker of the past was a man who put work before everything else in life. One of the most
significant changes in the workforce over the past decade is the rise in the proportion of “dual-centric” workers
– women as well as men -- who are able to shift their priorities fluidly between work and personal
responsibilities. Research from Families and Work Institute suggests that dual-centric workers are mentally
and physically healthier, more productive, more satisfied, and are less likely to feel overworked than their workprimary colleagues.
However, the old definition of the ideal worker is proving difficult to eradicate. It is not uncommon to have
three or four generations co-existing within one enterprise today, each one operating under differing
assumptions about the nature of work and its proper place in the scheme of things.

Pitt-Catsouphes: What are additional tools that can support workplace flexibility?
Lingle: Workplace flexibility requires the application of a number of tools as well as very specific linkages
with a variety of other existing HR and business systems in order to be successful. The scope of this work is
often underestimated, which in my experience is another reason why the implementation of workplace
flexibility doesn’t always go smoothly or meet initial expectations. It takes time and attention to myriad details.
Some of the tools I am referring to are:
! Flexibility needs/readiness assessment
! Flexibility training for senior leadership, HR professionals, supervisors and employees
! Flexible career management practices
! Job analysis/job descriptions
! Flexible scheduling
The systems, policies and/or processes that need to be re-engineered or retrofitted to support workplace
flexibility include:
! Decision-making cycle times/authority (these always require “de-layering” to support a flexible, nimble
workplace)
! Performance management system
! Human resource information system (technology)
! Absenteeism, time-tracking, scheduling, headcount and other relevant policies and practices that
weren’t originally designed to account for less than full-time or virtual work
! Operations and facilities practices (these often control how information can be distributed to
employees within buildings; HVAC policies can be out of synch with 24 X 7 staffing policies, etc.)
! Continual work redesign/streamlining
Pitt-Catsouphes: How are the workplace assumptions of dual-centric workers related to human capital and
workplace flexibility?
Lingle: Flexibility is especially important to dual-centric workers because they require support and respect for
the new ways they are working. People work an average of one month more today than their parents did two
decades ago, and three quarters of them have no one at home during the day to take care of the household.
In return, they expect reciprocity in the form of greater flexibility as they juggle the demands of work, family,
and the chores that arise in both domains. They understand (sometimes better than their supervisors) that
modern technology allows work to be done from virtually anywhere at any time, so they may be more impatient
with rigid practices. These new workplace realities require new ways of managing, responding, and
motivating.
What we do know is that employers who collaborate with their employees to adopt flexible workplace practices
can have very positive results. Furthermore, the evidence shows that workers are more attracted to
organizations with flexibility policies, there are higher retention rates, higher productivity levels, and workers
are healthier in general.
Pitt-Catsouphes: If research supports the positive outcomes of workplace flexibility, why aren’t more
organizations implementing these kinds of policies?
Lingle: That’s the question I ask myself every day, because it’s so obvious to those of us in the work-life
profession that the benefits far outweigh the drawbacks.
The obstacles distill down to fear (of change, of new ways of working, of loss of control over the workforce),
lack of trust, lack of specific skills training, a reliance on extrinsic rewards (money, power), and the prevalence
of a number of strongly-held myths and misconceptions about empowering employees with flexibility that
today’s overwhelming preponderance of data and empirical evidence to the contrary sometimes can’t shake.
[Maybe use an analogy? If you tried to convince me with a lot of facts that spiders are good for me and I
should welcome them into my house with enthusiasm for all the good that would ensue, you would find me
similarly unreceptive, because I have spent my entire life being terrified of spiders and the harm they are sure
to cause.]
Pitt-Catsouphes: What can we learn from organizations that have supported workplace flexibility?
Lingle: There are so many positive case studies today that it would take another column in your newsletter to
document them all. Let me conclude with some verifying evidence that comes from outside the work-life field,
lest your audience accuse me of being self-serving by focusing exclusively on our own industry’s findings.
Watson Wyatt’s research that is described in the book Human Capital Edge by Ira Kay and Bruce Pfau, links

over 40 specific human capital practices to shareholder value. These individual practices were then clustered
into larger patterns which were evaluated by their overall contribution to shareholder value. One of these
clusters is labeled “creating a collegial, flexible work environment.” It is composed of 8 discreet human capital
practices, one of which has to do with providing enough flexibility to balance personal and professional
demands. The entire cluster was shown to contribute 9% to shareholder value, which ranked it second overall,
after “total rewards and accountability.” What is striking is the fact that this individual flexibility practice by itself
contributes more than any other (except one) to the bottom line. This speaks volumes about the power of
flexibility in today’s workplace.
To contact Kathie, please e-mail her at klingle@awlp.org.
Work Family Book!
Leveraging the New Human Capital: Adaptive Strategies, Results Achieved, and Stories of
Transformation (Burud & Tumolo, Davies-Black Publishing, 2004)
Our book identifies powerful core beliefs that are behind how organizations manage people. It suggests
these deeply held, unarticulated beliefs about business, people, and work are a primary source of the
resistance we often encounter as we attempt change. The good news is that it’s possible to recognize, reexamine and change these beliefs and therefore change organizational behavior.
The book also presents a new framework for defining work-life, asserting that the work-life agenda is as
integral to managing people as human capital. It explores what it means when humans have replaced other
forms of capital as the driver of organizational results. When the contributions that are uniquely human
create advantage (the ability to have and share knowledge, to create and to have relationships), managing
people as whole and unique individuals is essential to organizational performance. In the Industrial Era
standardization, synchronization and centralization were essential to success – everything done in the same
way, at the same time, and in the same place. Nine-to-five work schedules, one size fits all policies, and
work done at a central location made perfect sense. These ‘right ways of doing things’ are deeply
embedded in our work cultures. But in the Knowledge Era, when uniqueness, customization, and mobility
are the cornerstone of success, these old notions are outdated and even dangerous.
The book offers a set of principles suited to this new era, which are the basis for human capital-oriented
work cultures. One particularly relevant to Kathy Lingle’s interview is individuality, which must replace
standardization as an operating principle. Individuality results in practices that are customized, instead of
standardized. We have chosen the term customization, instead of flexibility, because flexibility -- as in
‘flexible work schedules’-- although conceptually correct, has taken on a distorted meaning. It has often
come to mean exchanging one fixed schedule with another. Instead we suggest customized work
schedules, customized work locations, and customized career paths – that vary over time and across
individuals. The bigger point is that this new operating principle is a requirement if businesses are to
accomplish their business goals. Sure, it recognizes a structural shift in the work force (to what we call a
‘dual-focus’ work force, that manages two major responsibilities at once). But it also is the principle that will
yield a customized response to customers and the marketplace, which is what business survival depends on
today.
About Sandy Burud, Ph.D.
Sandy Burud, Ph.D., is a Visiting Scholar at the Peter F. Drucker and Mashotoshi Ito School of Management
at the Claremont Graduate University in Claremont, California and a consultant on human capital and worklife. Her latest book, Leveraging the New Human Capital: Adaptive Strategies, Results Achieved, and
Stories of Transformation (Burud & Tumolo, Davies-Black Publishing, 2004) received the 2004 Outstanding
Book of the Year Award from the Academy of Human Resource Development, a global academy of HRD
scholars. The research for the book, which redefines work-life in the context of human capital and includes
a synthesis of over 500 studies of the impact of human capital management practices on organizational
performance, was funded by the David and Lucile Packard Foundation. Dr. Burud has spent more than
twenty-five years in the work-life field as a consultant and researcher. She co-authored an earlier book:
Employer-Supported Child Care: Investing in Human Resources (1984), based on national study of child
care as an emerging employee benefit. As President of the Alliance for Work-Life Progress, she led the
effort to create a professional certification for work-life practitioners. She holds a Ph.D. from Claremont
Graduate University.
Sandy can be reached at sandy@burud.org or 626-256-3423.

Flexible Work Arrangements and Job Satisfaction, Organizational Commitment, Retention, and WorkFamily Interference in 2002
Source: This chart has been adapted from Bond, J.T., Thompson, C., Galinsky, E., & Prottas, D. (2002). Highlights of the National Study
of the Changing Workforce, no. 3. New York: Families and Work Institute. Figures 27-“Flexible Work Arrangements Related to Job
Satisfaction in 2002 page 33; Figure 28-Flexible Work Arrangements Related to Commitment to Employer in 2002, page 34; Figure 29Flexible Work Arrangements Related to Retention in 2002, page 34; and Figure 36-Flexible Work Arrangements Related to Interference
Between Job and Family Life in 2002, page 38.

Additional Resources: Related to Workplace Flexibility
Alliance for Work-Life Progress: AWLP’s mission is, “To provide premier professional membership services
to individuals and organizations that are focused on creating healthy work environments that value people and
support personal life and family issues. We are committed to the development and advancement of the field of
work-life effectiveness and promote these issues through publications, forums and professional development
strategies.”
• Visit the homepage at http://www.awlp.org/
Global Perspectives - Flexibility: “Flexibility aims to inform and stimulate debate about the changing
world of work. Flexibility brings together research and opinion about innovations in employment practice,
organisational development, technological change and public policy.”
•
•

Visit the homepage at http://www.flexibility.co.uk/
View flexible work case studies at http://www.flexibility.co.uk/cases/index.htm

When Work Works: “When Work Works is a nationwide initiative to highlight the importance of workforce
workplace effectiveness and flexibility as a strategy to enhance business’ competitive advantage in the global
economy and yield positive business results. When Work Works is a project of the Families and Work Institute
(FWI) sponsored by the Alfred P. Sloan Foundation in partnership with The Center for Workforce Preparation,
an affiliate of the U.S. Chamber of Commerce, and The Center for Emerging Futures.”
• To learn more, visit http://familiesandwork.org/3w/index.html
• To view current reports about workplace flexibility, click here

•

http://familiesandwork.org/3w/research/index.html
For case studies of flexibility initiatives, visit http://familiesandwork.org/3w/profiles/index.html

World at Work: “WorldatWork is the world's leading not-for-profit professional association dedicated to
knowledge leadership in compensation, benefits and total rewards. Founded in 1955, WorldatWork focuses on
human resources disciplines associated with attracting, retaining and motivating employees.
• Click here http://www.worldatwork.org/ to view the homepage.

Work-Family Newsletter
“Families that Work,” A Newsletter of the Emory Center for Myth and Ritual in American Life
The Center on Myth and Ritual in American Life ("MARIAL") is located at Emory
University and is funded by the Alfred P. Sloan Foundation. Since fall 2000, MARIAL
has focused its research on the functions and significance of ritual and myth in dual
wage-earner middle-class families in the American South.
“Families that Work” is a newsletter of the Center on Myth and Ritual in American Life.
The most recent issue, Spring 2005, features several interesting articles. For instance,
articles include a comparison of rituals in Japan and those in the American South, global family life ideals,
the intersection of work and family among middle-class entrepreneurs in Barbados, and emotional
conversations in families with adolescents.
To learn more about MARIAL, visit the homepage at
http://www.marial.emory.edu/index.html.
To download the Spring 2005 issue of “Families that Work”, click here:
http://www.marial.emory.edu/newsletter/Spring%2005/index.htm

Announcement of New Sloan Center at Boston College!
We are pleased to announce that the Alfred P. Sloan Foundation has awarded a 3-year grant to Marcie PittCatsouphes and Mick Smyer to establish the Sloan Center on Flexible Work Options and Older Workers at
Boston College. This new Center began its research activities on July 1, 2005. Marcie Pitt-Catsouphes, the
current Director of the Sloan Work and Family Research Network will continue to be the Principal
Investigator of Network. In the coming months, we will introduce you to the new staff members who will be
joining the Network.

Call for Papers
Alliance for Work-Life Progress (AWLP)
Deadline for Submission: August 1, 2005
th

The 10 Anniversary of the AWLP conference will be March 1-3, 2006 in Austin, Texas. Visit
http://www.awlp.org/ for further information.
Global Perspectives - International Sociological Association World Congress of Sociology
Deadline for Submission: September-November 2005
This conference will take place in South Africa on July 23-29, 2006. The theme of the conference will be “The
Quality of Social Existence in a Globalising World”. Click here for more submission information
http://www.ucm.es/info/isa/congress2006/
Special Issue on Consumer Finances in Journal of Family and Economic Issues

Deadline for Submission: February 1, 2006
This special issue of Journal of Family and Economic Issues will be published in June 2007. The
suggested topics are, but not limited to, as follows: Financial planning, Financial counseling, Financial
education, Money management, Trends of consumer finance industries, Consumer behavior in financial
services, Family relations and financial issues, Human development and financial issues, Health and financial
issues, Cultural comparisons of financial management, Financial behaviors in diverse populations. For more
information about submission guidelines, please contact So-Hyun Joo, Ph.D., Guest Editor at Sohyun.joo@ttu.edu
Conferences
2005 Take Back Your Time North American conference
Where: Seattle University, Seattle, WA - When: August 4-7, 2005
Visit this website for more conference information http://www.simpleliving.net/timeday/default.asp
Academy of Management Conference
st
Theme: “A New Vision of Management in the 21 Century”
Where: Honolulu, Hawaii - When: August 5-10, 2005
Click here for more details http://meetings.aomonline.org/2005/ConferenceTheme.html
American Sociological Association
Theme: “Comparative Perspectives, Competing Explanations: Accounting for the Rising and Declining
Significance of Sociology"
Where: Philadelphia - When: August 13-16, 2005
For more information, please visit http://www.asanet.org/convention/2005/
American Psychological Association
Where: Washington, D.C. - When: August 18-21, 2005
Click here for more conference details http://www.apa.org/convention05/
Global Perspectives - International Sociological Association
Theme: “Social Stratification and Mobility”
Where: Los Angeles, CA – When: August 18-21, 2005
Click here for more details, http://www.ccpr.ucla.edu/isarc28/Program.htm
Global Perspectives- Second Household, Income and Labour Dynamics in Australia (HILDA) Survey
Research Conference
Where: Melbourne - When: September 29-30, 2005
Visit this website for more information http://www.melbourneinstitute.com/hilda/conf2005.html
2005 Working Mother 100 Best Companies Work Life Congress
Where: New York, NY – When: October 17-19 , 2005
Click here for more conference information http://www.workingmother.com/congress.html
Global Perspectives -The 6th European Work-Life & Diversity Conference
Theme: “Connecting Diversity and Inclusion to Business Innovation”
Where: Paris, France – When: October 19-20, 2005
View this website for more information http://www.conference-board.org/conferences/conference.cfm?id=935
Health, Work & Wellness Conference
Where: Montreal – When: October 20-22, 2005
Click here for more details http://conferences.healthworkandwellness.com/index.php

White House Conference on Aging
Where: Washington, D.C. – When: October 23-26, 2005
Visit this website for more information http://www.whcoa.gov/about/about.asp
Global Perspectives - The Sixth Biennial Conference of Asian Consumer and Family Economics
Association (ACFEA)
Where: California State University, Sacramento - When: November 3-5, 2005
Visit this website for more conference details http://www.socialsciences.nccu.edu.tw/acfea/
2005 NCFR Conference
Theme: “The Multiple Meanings of Families”
Where: Phoenix, Arizona - When: November 16-19, 2005
Click here for more information http://www.ncfr.org/pdf/Future_Conferences.pdf
Gerontological Society of America
Where: New Orleans, LA - When: November 18-22, 2005
View more conference information at http://www.eshow2000.com/geron/speaker_guidelines.cfm
Global Perspectives - Fourth International Congress on Women, Work, and Health - WWH 2005
Theme: “Women and Development”
Where: New Delhi – When: November 27-30 2005
Visit this website for more details www.societyforworkinglife.org/wwh2005.html

Each month, we select up to 10 publications from those that have recently been entered into this database.
The Sloan Work and Family Research Network maintains an online database which contains the citations and
annotations of work-family research publications.
A year ago, there were 6,065 citations in the Literature Database. As of July 2005, we now have over 6,534 citations.
To Bookmark a direct link to the Literature Database please click here.

•

This month, 4 of the publications we have selected for the “Literature Updates” section of this
issue of The Network News are publications relevant to the topic of workplace flexibility.

Avery, C., & Zabel, D. (2000). The flexible workplace: Sourcebook of information and research.
Westport, CT: Quorum Books.
Contents include: (1) “An introduction to Flexible Work,” (2) “Scheduling Options,” (3) “Telecommuting,” (4)
“Companies,” (5) “The Future of Workplace Flexibility,” (6) “Resources,” and (7) “Strategies for Locating
Information.”
Bond, J.T., Galinsky, E., Hill, E.J., & IBM (n.d.). Flexibility: A critical ingredient in creating an effective
workplace. New York: Families and Work Institute.
Download this report at http://familiesandwork.org/3w/research/downloads/3w.pdf
Global Perspectives Kauffeld, S., Jonas, E., & Frey, D. (2004). Effects of a flexible work-time design
on employee-and company-related aims. European Journal of Work and Organizational Psychology,
13(1), 79-100.
Based on a flexible work-time design introduced in a service company in Germany in which employees were
allowed to decide how their work-time will be allocated over a period of time, this article studies the effects of
flexible work-time on employee- and company-related aims. The findings indicate that allowing a flexible worktime design in which employees are faced with high demands but also increased autonomy and selfdetermination leads to “positive effects on employee’s personal development and learning opportunities”
(Kauffeld, Jonas & Frey, 2004, p. 79).

Kornbluh, K., Isaacs, K., & Waters Boots, S. (2004). Workplace flexibility: A policy problem (Issue Brief
No. 1). Washington, D.C.: New America Foundation.
Download this report at http://www.newamerica.net/Download_Docs/pdfs/Pub_File_1584_1.pdf
The following list is a selection of some of our most recent additions to the Literature Database.
Behson, S.J. (2005). The relative contribution of formal and informal organizational work-family
support. Journal of Vocational Behavior, 66(3), 487-500.
Drawing on data from the 1997 National Study of the Changing Workforce published by the Families and Work
Institute, this article examines the effectiveness of informal and formal work-family support in organizations.
The findings indicate that job satisfaction, lower rates of absenteeism, employee commitment, and lower levels
of work-family conflict are associated more with informal, rather than formal, organizational work-life supports.
Global Perspectives Pocock, B., & Clarke, J. (2005). Time, money, and job spillover: How parents’
jobs affect young people. Journal of Industrial Relations, 47(1), 62-77.
This article studies the perceptions of parents’ jobs among 10-12 year olds and 16-18 year olds in Australia.
More specifically, the authors are interested in children’s awareness of positive/negative spillover, their opinion
about having more money or time to spend with parents, and their future plans for work. The results suggest
that in general, children prefer to spend time with parents instead of having more money. Although these
results vary according to household income, there is not a difference among children with single parents,
single-earner parents, or dual-earner parents. Other findings are that children are observant of both positive
and negative spillover and the long/untraditional hours some of their parents work. Children’s future work plans
include working traditional hours and spending time with own family. The authors provide suggestions for
policies, such as restricting work hours, greater job flexibility, and increasing access to leaves (paid and
unpaid).
Reitman, F., & Schneer, J.A. (2005). The long-term negative impacts of managerial career interruptions:
A longitudinal study of men and women MBAs. Group & Organization Management, 30(3), 243-262.
This article examines income and job satisfaction of MBAs with and without career interruptions in 1987, 1993,
and 2000. The results indicate that although men were more likely to have experienced involuntary career
interruptions, women experienced more career gaps in general. In addition, men’s income and job satisfaction
were negatively affected by career interruptions.
Tiney, C. (2004). Job share: Can this work in management? International Journal of Retail and
Distribution Management, 32(9), 430-433.
The current paper offers a practitioner’s perspective on job-share as a mode of workplace flexibility. The
author draws upon her experience as the HR Director of a UK-wide retail company, which has a high majority
of women in its workforce. In an attempt to investigate the apparent glass ceiling effect for part-time workers to
progress to senior roles, the author describes two successful cases of job-share in senior management. The
paper considers the benefits and potential drawbacks of job-share. The author recommends job-share as a
tool for retaining talented workers in management as their personal circumstances change, including enabling
employees facing retirement the flexibility to reduce their working hours while still maintaining their
occupational status.

Take Part in The Network News
Upcoming issues of The Network News will focus on the following topics:
- 35-Hour Laws in France
- Older Workers
- Workforce Diversity
Is your work related to any of these topics? If so, please contact us.
The Sloan Work and Family Research Network appreciates the extensive support we have
received from the Alfred P. Sloan Foundation and the Boston College community.
E-mail: wfnetwork@bc.edu - Phone: 617-552-4033 / 617-552-1708 - Fax: 617-552-1080
www.bc.edu

