manager’s privilege if he wants to ponder the bigger
issues of society, but his real concern should be this: Half
the population is female, and the genetic pool for talent is
equally distributed across both sexes. You double your
chances of having better business by opening up your
management cadre to females as well as males. We have
been excluding half the population and therefore half the
talent pool. Business is very difficult, and you have to
surround yourself with the best people you can get, for
the good of the company.

Middle manager, conglomerate: ] think the economy

probably cannot absorb everybody who wants to work.
What's going to happen is that different kinds of people
are going to end up not working. I personally see absolute-
ly nothing wrong with men staying home and cooking and
cleaning and whatever, If the best person for a particular
job happened to be a woman, and that freed up a man to
go write a book or do something else, that could only
benefit society. There are those who think that that much
flexibility is really not good because most people can’t
deal with it. But I think we’re headed along that path.
And if I had the ability to either stop it or to encourage it,
I would encourageit. V '

Books

Two-marriage careers

Corporate Bigamy: How to
Resolve the Conflict between

Career and Family by Mortimer
R. Feinberg with Richard F. Dempe-
wolff. William Morrow and Compa-
ny, Inc. 264 pp. $12.95.

by James Basche

CB Management Research

ime, in general, is infinite,
but every mature person
soon learns that time as it

applies to a particular individual is
finite. To the extent that a corporate
executive gives most of his available
time to work, time left for the family
is limited, and vice versa. With loyal-
ties and obligations both to job and to
family, the corporate executive is
bound to face conflicting demands on
available time, and the executive
must learn to balance these conflict-
ing demands if personal peace and
the fulfillment of personal needs are
to be achieved. This is the main mes-
sage of Corporate Bigamy, a new
book by industrial psychologist Dr.
Mortimer Feinberg with science
writer Richard DempewoHT.
Corporate Bigamy, an easy-to-
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read book, is filled with anecdotes,
references to studies by Feinberg and
others of corporate executive experi-
ences, and quotations from pumerous
famous persons in all walks of life.

But the reader should be wary of
accepting too easily what is written.
Although the book has an extensive
bibliography, none of the references
in the text have specific citations, so
statistics, quotations, and study refer-
rals must be accepted on faith, and in
some instances the authors have been
careless with their facts.

" For example, one point is made by
reference to a quotation attributed to
the late Charles Revson of Revlon,
Inc., made at a company board meet-
ing, during a visit of Pope John
XXIII to New York City. Every
New Yorker should know and every
American Catholic probably will
know that Pope John XXIII never
visited New York. The facts of the
story are wrong. That does not neces-
sarily mean the quotation or point is
wrong; but it raises doubts about the
carefulness with which the authors
have done their research and home-
work.

The failure of the authors to give

authoritative support to many of their
generalizations can be annoying to
the reader who has doubts about what
they are writing. The reader might
like to check those doubts and he can-
not. In one paragraph the authors
write: “According to executive re-
cruiters, more and more companies
are specifying a preference for di-
vorced or single people, particularly
among women executive candidates.”
Since such specification seems con-
trary to obscrvable practice in most
companies, the reader is obviously
interested in some supporting data,
but none are given. Furthermore, two
paragraphs later the authors seem to
undercut their own generalization by
writing: “Recently one international
corporation instituted a ‘married
managers only’ policy when their sin-
gles in top management positions
overseas began chasing the wives of
married executives and making off
with the company jet every weekend
to live it up in European capitals.”
Again, a generalization criticizing a
whole group of executives without
exception is made without any sup-
porting data other than the authors’
doubtful word,
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ho is this ‘“‘corporate
bigamist” about whom
the authors are writing?

“Qur bigamist,” they write, “(he or
she these days) usually is a top-eche-
lon professional or business person
who is married to both 2 job and—
often incidentally—a human mate,
And the corporate bigamist of most
interest here is the one for whom the

number-one mate in the company-

homestead harem is the job.”

That seems clear enough. But is it?
The term “corporate” as an adjective
means a united or combined group,
and in the United States is almost
always used to mean a business or
similar incorporated association.
Many of the examples used by the
authors, however, are drawn from
individuals who are not regular em-
ployees of business firms—entertain-
ers, authors, musicians, sports stars,
politicians, doctors, lawyers, and oth-
er professionals. The book’s subtitle,
How to Resolve the Conflict between
Career and Family, is a more accu-
rate description of its contents than
the jazzy main title.

To many readers the authors’ cor-
porate bigamist is going to appear to
be just another workaholic, and the

authors conclude “virtually all corpo-
rate: bigamists are workaholics to
some degree.”” At the same time, they
point out: “Not all workaholics are
necessarily corporate bigamists.”
That is easy to accept because some
workaholics are undoubtedly single,
and single executives are excluded
from the authors’ definition of “cor-
porate bigamists.” Apparently, they
feel that single executives whose fam-
ilies may consist of parents, siblings,
or former wives and their children do
not have the same problems of con-
flict between careers and families as
do married executives.

Feinberg has four major classifica-
tions of corporate bigamist: the mon-
ster, the Janus, the need-achiever,
and the Abraham. The monster “is a
monk of industry; a father to every-
one except his own family.” As the
book goes on, the monster is the true
villain, as the name readily.reveals,
who sacrifices his family’s well-being
to the promotion of his job interests
whenever there is a conflict.

The Janus type “is a creature with
two faces fooking, somewhat deceit-
fully, in opposite directions. He con-
siders himself a great executive and
entrepreneur, as well as a great- fa-

September 19580

ther, husband, and lover.”” He is “ba-
sically a monster who thinks he's a
good enough salesman to convince his
family that his job deserves his full
commitment.”

The need-achiever “is almost what
the Janus thinks he is—a balanced
executive . . . financially acquisitive,
competitive, a male heterosexual. He
wants {o be a good family man,
though this achievement may escape
his grasp.” (Apparently women, mar-
ried homosexuals, as well as singles of
either sex don’t qualify for this classi-

fication.)

The Abraham type “is the male
counterpart of the Virgin Mary; the
universal father, His business is justi-
fied only as it serves his family.”
Because the Abraham type tends to
resolve career-family conflicts in fa-
vor of the family and, in their defini-
tion of the corporate bigamist quoted
above, the authors emphasize their
concern for the bigamist who favors
the job, the Abraham type is identi-
fied, but not discussed in any further
detail.

Throughout the book, women ex-
ecutives are given short shrift; the
discussion is almost totally about
men. Indeed, the authors’ view of
women seems peculiarly out of date
for the last quarter of the 20th centu-

ry. That view is probably best sum--.

med up by Feinberg’s statement that
“I happen to believe that most wom-
en basically want to be mothers and
that a few are gifted enough to
achieve other goals as well.”

) mplifying his view of the
role of woman as mother,
Feinberg, in his chapter

“The Making of a Corporate Biga-
mist,” attributes to a strong, driving
mother much of the corporate execu-
tive’s drive towards achievement and
success that leads him to give higher
value to his job than to his family. A
few quotations will illustrate: “In
endless surveys, almost all dedicated
top executives have described their

55




Books

mothers as the guiding force in their
early lives. It is usually the mother
who was the aggressive, competitive
factor in their development.” Again:
“What we've seen in the mother of

such men is a burning desire for the

power and success of their offspring.
It does not appear to be a compensa-
tory mechanism, but'a really calcu-
lated drive.” And finally: “And so it
wént—mother, mother, mother.”
Does all this emphasis on mothers,
the reader may well ask, permit the
failed executive to blame his mother
rather than his own shortcomings? -

In only two of 18 chapters do the
authors consider women as persons
more than mothers or helpmate-
wives taking, and sometimes accept-
ing, neglect and abuse from “mon-
ster” type husbands who are more
concerned with work than family.
These are chapters on two-career
marriages and on “Corporate Bigamy
Female Style,” in which examples of
each are described with very little
analysis of the woman’s achievement
as both executive and family mem-
ber.

After identifying and describing
the types of corporate bigamists, the
authors give the bulk of the book to
describing the family problems for
wives and children when the father
gives much higher priority and much
more time to getting ahead in his job
than to his family. Some of the chap-
ter headings well indicate their con-
tents: ““The Fragile Structure of Ex-
ecutive Marriage; Prescription for a
Better Domestic Bottom Line; The
Troubled American Family; Some
Family Solutions to Corporate Biga-
my Problems; Survival for Corporate
Wives; and The Children of ‘God,””
“God” in this case being the corpo-
rate bigamist father,

In several of these chapters the
authors offer suggestions to family
members for living successfully with
husbands and fathers who are corpo-
rate bigamists. Most of the sugges-

_tions are simple, often make good
sense, and are usually rather obvious.

36
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In “Survival for Corporate Wives,’
for example, the authors suggest:

O “Don’t demand more of your hus-
band than he can afford to give you
during years of career growth. A
] “Encourage him to spend time
with the children.

O “ ... don't shrivel up inside
your domestic shell and brood over
your misfortunes. :

[(1 “Don’t worry about arguments,
O “Be a goed listener. -

] “Most important, be patient.”

Many of these suggestions are use-
ful for anyone, whether part of a cor-
porate bigamist family or not.
eading this lively book can
be entertaining, should do
no harm to the alert, ques-
ioning reader, and may do some
ood for the executive who 1s faced
ith an unbappy family life because
of excessive devotion to the job. Bur-
ed beneath the lists, the dubious
necdotes, the references to other
tudies, and the quotations from golf-
rs, generals, movie actors, and TV
talk show hosts, the authors do have a
number of worthwhile points to
make. For example, the family of the
married workaholic (the person the
authors label the corporate bigamist)
is bound to suffer problems from the
neglect of a parent/husband who is
obviously an essential part of the
family. If the family is to stay togeth-
er and develop successfully, all family
members must learn to adjust.

Early in their book, when describ-
ing the various types of corporate
bigamists, the authors make a point
well worth remembering. They de-
scribe the corporate bigamist who so
compartmentalizes his life that he
often leaves his management talents,
his skills at decision-making and
problem-solving at work and finds
himself at a loss when confronted
with family problems. They con-
clude: “Successful family life needs
managing, too.”

In their final chapter, the authors -

indicate that corporations themselves

are going to have to change their
demands on the time and services of
their executives and allow their exec-
utives to spend maore time with their
families on matters of family interest.
They state: “Enlightened manage-
ments are beginning to realize that
the total dedication-to-the-job ap-
proach simply will not work any
more.” They give several reasons: un-
happy wives, dissatisfied children
who are turning against business in
general, young executives who turn
down transfers for their family’s
sike, and so on. They conclude:
“Companies need people who are
emotionally healthy and not subject
to the constant stress of trying to bal-
ance job against family. . . . And it
is becoming increasingly clear to
managements that the organization
can no longer require destructive per-
sonal sacrifice as a condition for
advancement; that even the most ded-
icated employee must be allowed to
exist in the family dimension without
strain or guilt.” To support this con-
clusion, they present another list of
things the corporation can do “to
establish healthier and more produc-
tive company-employee relation-
ships”~a list ranging from recogni-
tion by the company that a problem

exists to not neglecting the widows of-

ex-executives.
Do such changes, if made success-
fully, mean that corporate bigamy

will end? Certainly not. After all,-
‘many of the characteristics that lead

to the “monster” corporate bigamist,
like those of many workaholics, are
inherent in the individual and not in
the institution. But the relationships
among individuals, their jobs, and
their families are changing and are
bound to change more. As Feinberg
and Dempewolff conclude, “Whatev-
er happens, there is little doubt that
the atmosphere that fosters corporate
bigamy will diminish.” The future
will determine the accuracy of their
prediction. B

“Books™ column continues on page 73
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CORP: .RATE EIGAMY
TH €: &ME,THE CURE

Any corporate executwe orf career profes-

sional:worth his. or her salt knows that a
7 continuous twomway channel of communi-
i eatidn ot one-way pontification, is the
* Heblood “of business. Somehow. though,
I Fé or she too often ignores the fact that the
- “sarrosmutiial solution of problems applies
te conmunication with mates and children.
: esult, ithére has been a serious de-
ration in family life-—a relationship that
wid be cherished at least as thuch as’a
illion dollar ‘coniract.
L Thzs is the message of "Corporate
Bigamy,™. subtitled ' How to Resclve the
Conflici between Career and Family,”
Morti ner R Feinberg. with  Richard F.
Derr:ewolff. (William Morrow, $12.95).
% The authdrs” definition of corporate
_'-_'bzgamy “Usually, a top-echelon profes-
. stona} or business person; but not necessar-
" ily a'bic wheel; who is married to both a job
-.:._.andwoften ‘ifcidentally—to  a human
“ate.  The ‘eorporate bigamist of most
" inierést here is. the one for whom the
" fumber-one mate is the job. Obviously,
"~ tHe dichotorny between job and famnily
'spells stress. The corporate bigamist, at
best, is devoted to one and dedicated to
the othief” At worst, he has completely ab-
 dicated-the family role for the more {to
him} “stimulating and challenging excite-
ment of the business battlefield.” -
" An additional description:
workaholics  dre necessarily corporate
bigamists but wvirtially all corporate
bigamisis are workaholics to some degree.
Habitually. they put in 60 to 100 hours a
week on the job. A briefcase goes home
with this type of fellow on the few nights a
week he gets home,-and he may read, dic-
tate into a machine or bumn up the long-
distance phone lines half the night and all
weekend.”

Surveys conducted by BFS ameng
corporate wives indicate a high percentage
of intact first marriages. But that's a deceiv-
ing statistic. The majority of these mar-
riages are dreary, a far cry from “happy”
or “successful” by any definition. Appar-
ently, they have endured because most
chiel executives of old-line corporations
are conservative and still hew to the image
of “the solid family man as a reflection of

" responsible stability in the business world.
.~ Such men will do everything in their power
~ to’ avoid ‘any public hint of a domestic

By

“Not all

background that is anything but tranquil.”
The corporate bigamist “always has a
bagful - of excuses or, more properly
‘rationalizations.” One is ‘I'm really doing it
for you and the kids’ Nonsense..He
wouldn’t have any other life. He thrives on
long hours and.hard work. He picked this
kind of life to satisfy an inner need.,
Another alibi is, T'm a very busy man. The
company demands every working moment
| can spare. | just can’t give you and the
children the time you insist that 1 should
spend—much as I'd like to.” That lastis a
lie, of course. He wouldn't ‘like to" at all.
Feinberg has divided corporate

_ bigamists into four major dassifications:

1. The “monster’ type—in any con-
text other than work or career. the person
is “monstrously impossible to live with.”
Charles Revson was an example of the
“monster” type. He would call a meeting
for all his top brass for 8 p.m. on July 3.
The only item on the agenda would be:
“Why do we have so much trouble holding
on to key executives?’

2. The “Janus” type--—a creature with
two faces Jooking to opposite directions.
Like the *“monster,” he has an instinet for
the jugular that may serve him in business
but can be self-destructive in the family
sifuation.

3. The “Abraham” type---he is the
counterpart of the universal father.

4. The ‘“need achiever’ type—
because he sets goals for himself at home
aswell as on the job, there is more hope for
him than for the others.

Most top-echelon women fit into the
“need achiever” category. One of these
women is Jane Cahill Pleiffer, chainman of

the National Broadcasting Co. She once':

retary of Commerce because "My mar. . '
riage is my first priority.” '
vice-president of IBM.

More and more corporatlons are com-

ing to an awareness of the conflict between
job and home and are taking such relief.

steps as permitting executives, without . g

penalty, to decline to relocate or postpone

vacation plans. 3
“A man who loves hxs family can al

ways find time for them,” the authors as-

sure, '‘To build a lasting relationship—orto-. - B

repair a-deteriorating one—time must be .
found. lt is there for the finding. The corpo-
rate bigamist can always stretch his day to
see an important customer or handle a’
major deal.” :
Prescriptions for proper allocation of -
job and home responsibilities: o
[1Be openminded and tolerant of crit-

Jjcism. You have tobe able to evaluate the

positives and the negatives in dealing with
your mate and be willing to take criticism.

14 you travel a great deal, call home
frequently. Brief but frequent contacts that
show concem are better than rare, grumpy
visits that grate. Don't wait for a reason to
call.

Share business successes and fail-

‘ures as they,occur. The idea that wives

don't understand business, find it dull, or
aren’t interested is a commeon fiction often
employed by the corporate bigamist to ex-

- cuse himsell from any obligation to com-

municate.

T1Don’t be a perpetual Santa Claus to
the children. Too many gifts are often re-
garded by bright youngsters as an atternpt .
to buy their affection. An occasional gift,
justified by an achievement or event, is
fine.

mises. Some minor changes in your work- .

ing habits will be necessary in order to *

wanm up a cooling domestic front You
don't have to give up all business trips or
evening work. But, perhaps, you can cut
down on the number of trips you take.

DOMake really significant use of your
family time. 1f you are really good at work,
then you are a good planner. Organize
time with your family the way you would
business time and make it meaningiul
Mast important, be INVOLVED.

In the last analysis, “the ultimate ob-
jective in any well-lived life is the achieve-
ment of @ sense of unity in all the major
spheres of activity, B '

turmed down an offer to become U8, See- - -

[1Begin by making small compro- -
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 March 6, 1980

'u_’Gsﬁma Goams"'

;Mortlmer R. Felnberq
.=_Psycholog1ca1 Assoclates_'
666 5th Avenue: . :
New Xork, New York 10019

Dear Mort.-'*'

oot I spoke w1th Wallace last night and was vexry.
Hunhappy to learn that your son Stu and his wife were

'jlnvolved in a serious accident which will require them:
to remain in traction for six months. I hope the out~’

”“3look for their eventual full recovery is favorable and

;iwe send them our best wishes durlng thls time of trlal,'

RN As you pxobably know, Wallace passed hls re—
'Dcent physical exam with- flying colors and is looking
“‘and feeling excellent. I understand Grace has had a
 few health problems and I hope she Wlll be able to get
FZthem behlnd her : thls year. '

: S You were very nice. to send coples of your
book €6 us in the office with personal ‘inscriptions.

. from: the dlstlngulshed author. I had already listened

" ‘some:time ago to the tapes. on corporate bigamy but en-
fjoy hav1nq a copy of the blble for further reference.

- Thankq agaln and I hope you and Gloria have
;a_flne year 1n 1980. ' :

Very truly'youts,

"“‘""*w-«.,.,,,

T Dl

Rlchard J. Plgott

- nop/pse
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_' @ only half-as hard to establish
S umwand omaintain - a . continuous

two-way channel of communica-

=2 tion with their wives and ¢hildren
..%-as/they do with their business as-
“-osoctates, a most serjous problem

4 of family life could be alleviated,
ZH ot solved. . :

""" 'This is the burden of a book,

A “Corporate Bigamy,” subtitled
“7*'How to Resolve the Conflict be-

ween Career and Family” by -
‘Mortimer R. Feinberg with Bi- .
-chard F. Dempewolff (245 pages, 1

= ‘William Morrow, $12.95).

2 " Feinberg, a Ph.D. and pro-
- fessor eémeritus at Baruch Col- =

~lege, City University of New York,
‘15 chairman of BFS Psychological
‘Associates, executive counseling

2 Dempewolff is a freelance writer,

““The” authors’ definition of .

corporate bigamy: “Our bigamist
(he or she these days) usually is a
‘top-echelon professional or busi-
‘ness: persont who is married to

- hoth‘a job and — often incidental- -

=1y =10 a’human mate. And the

:‘corporate bigamist of most inter-  ly, . _ S a
: ~week on the job. A briefcase goes
hiome with:this type of fetlow on-
-the few hights a week he gets
- home, . and-he may read, dictate
- into-a’machine “or ‘burn up - the
*Jong-distahce phone lines half the

" night-and all weekend.”" -

-est here is the one for whom the
numbeér-one mate in the company-

omestead harem is the job. Obvi- -

If corporate " executives. tried

- ‘Corporat
Bigamy’:
the crime,
the cure

ously, the dichotomy between job
and family spells stress. The cor-

: " porate bigamist, at best, is de-
Afirm: Forthe past 25 years, he has -
tured all over the world on cor-
- porate bigamy, a term he coined.

voted to one and dedicated to the
other. At worst, he has completely

abdicated the family role for the .

more (to hini) -stimulating and

" challenging excitéement  of the

budiness battlefield.”
A further deseription: “Not

.all -workahelics are ‘necessarily
corporate bigamists but virtuatly

all -corporate higamists are work-

- aholics. to some degree; Habitual- -

Iy, they put in 60°to 100 hours a

“Surveys ‘conducted by BFS

among corporite wives indicate a

high ‘percentage of ‘intact first

marriages. - But:the -majority of

these -marriages are & far cry

from “happy’’ or ‘‘successid” by
‘any definition. -Apparently, they
-‘have endured because rmost chief
-executives.of old-lire corporations -

are conservative and still hew to
‘the image of “the 'solid family -
. ‘man as a reflection of responsible’
“stability -inthe business. world.’

Such men will' do everything i
-their power to ‘aveid any public:
Hint: of.'a domestic baekground -

that is anything bt tranquil

- dor't exist >

Teer, the person is ‘‘monstrously

Amonster” type. He would call a

R corpora gam

authors continue, “always has a
bagful of excuses or, more prop-
erly,
add, “One is ‘I'mreally doing it
for you and the kids.” Nonsense.
He wouldn't have any other life.
He thrives on long hours and hard
work. He picked this king of life to
satisfy an inner need. Another al-

ibi is, ‘I'm a very busy ma}:. The

company demands every working -

-moment I can spare. I just can't

give you and the children the time

. you insist that I should spend —
" much as I'd like to.” That last is a

lie, of course.'He wouldn't ke to’
at all. One wife says: “The kids
and I are not really like a family
but are more like the retinue of a
championship fighter. Everything
is geared to getting daddy ready
to go back to the war on Monday -
morning. Apart. from that, we
i .

Feinberg has divided cor-
porate bigamists into four major
classifications:

any context other than work or ca-

impossible to live with.” Charles
Revson was an example of the

igamist, the -

‘rationalizations.’”  They

meeting for all his top brass for 8
p.m. on July 3. The only item on

the agenda would be: “Why do we:

have so much trouble holding on

to key executives?” 2) The “Jan- |
us” type — a creature with two

faces looking to opposite direc-

tiens. Like the *“motister,” he hag
‘an instinet for -the jugular that

may serve him well in business
but can be self-destructive in the

-tamiy situation. 3) The. “Abra-

ham’’ type — he s the counterpart
of the universal father. 4) The

“need achiever” type — because
- he sets goals for himself at home

aswell as on the job, there is more

‘ " hope for him than for the others.
1) The “monster" type —in - .

Most tap-echolon women fit
into the *need achiever” catego-

.Ty. One of these women is Jane

Cahill ‘Pfeiffer, chairman of the

~National Broadcasting Co. She
once turned down an offer to be-

- ecutive should: treat the

corne U8, secretary of commetce
because, “My marriage is my
first priority.” Her husband is a
vice-president of IBM.

"~ More and more corpora--
tions are coming to an awareness
of the conflict between job and
home and are taking such relief
steps as permitting executives,
without penalty, to decline to relo-
.cate or postpone vacation plans, _

‘A man who loves his fami
ty can always find time for them,’
the authors assure. “To build ‘a
lasting relationship — or to repai
a deteriorating one — time must
be found. It is there for the find
ing. The corporate bigamist can
always stretch his day to.see an
important customer or handle a

. major deal. We make time for the

things we enjoy. The problem i
not lack of time but lack of moti-

-vation to get involved in the af

fairs of the home.” _ -
When the psychologist ques-
tioned a corporate head about the
effect of job pressures on his home -
life, he replied: 1 have no pres-
Sures on the job. I take no ¢alls -
from home.” C s
_._._The concluding advice: “If
.an executive is to provide'a warm,
personal image to match the thore
easily communicated.. image -of
stréngth and success, 'he  miust
WORK at béing a hushand and fa-
ther, she at béing a wife and moth-
er.. Any. corporate executive or
‘areer professional person kisows
Etbat'__.t-ht_e;_flifia‘bl_oocj -of . business ‘is-

cutive should treat the family
with as much careasa multimilij-

ori-dollar contract.”




| sin ag mSi your far

. By Mark Fans R
Knsghﬁaﬂiddez Roawspapers . .
 AKRON, Ohio ~~ You return home from

@ hard day at work, vibrating like a tun- -

" ing fork, still keyed up. thh the rxgors of

I earnmg a living. -

‘You have’ sub_}ected yourself to the
daxly tribulations of ‘the job fo improve
the quality of life for your family., .

-The furthest thing from: ‘vour mind is -
makmg small talk with your wife and-
kids, listening o what took place in the
" household during. the day — ‘and thus
- improving the quality of family life. ~
7+ According to Mortimer Feinberg, & 58-
year«eld industrial pyschelogist, this isa’

common problem faced by North Amerx- =
; ' sure time - if possible - with his chil-

‘gan fam:hes,

‘{1 He caiis the prob}em Corporafe Bfg~
-amy — at least that’s the name of the

- book (published by Wﬂham Morrow) he 5.
g wratten about it. S
. Feinberg, chairman of the board of
. New York’s. B.F.S. Psychological Associ-
ates Ine. dnd -professor emeritus at the
City University of New York, says that-
corporate bigamy is by no means pecu--
- liar to executives.
B i affects' people on ati levels,” he -
sald “doctors, lawyers, truck drwers,
_ rubber workers, steel workers salesmen
everybody. . 0o
> “You can detect it in the tradltzonal,
farmly when the guy keeps coming home-
and complalmng to his wife that Tm
soivmg this big-rig problem and I'm run-
. hing this big truck and I come home and
- you complain that the kid totalled the car
‘and he’s smoking pot and you can’t han-
- dle this-chicken coop when I'm out han-~
* dling all these big; important things.’
" “Those are the first signs,” Feinberg
o the man isn’t deaimg with

the reahfles when he s nct brmgmg lus- '
preblemsoivmg skills to the home, but .
ieavmg them on the doorstep, instead.”.

The first'step in dealing with corporate
bigamy, Femberg says, is recogmzmg the-
problem exists. - -

~“The next step sﬁould be mltiated by'

the spouse.. N

-“The wife can pomt out the reahty that
“his busifiess career is 1mp0rtant but that -
it is transitory and that his family is his.
responsibility and becomes ‘his perpetu- -

-ity and fhat the children need more of Ius
. time,”’ Feinberg said. :

T think she should encourage hlm to'-

' 'taite trips with his children. 1 think she"

should encourage him to spend more lei- |

dren, to involve his son in his golf game .
or his tennis or whatever. " .

“I'm not saying the guy shoul g;ve up ,
. his own personal leisure time. I just think
he should learn to involve his family

more.

“I think 1ts also 1mpor£ant that the
wife point out that he is a good provider
and that he is helping the family econom-
~ ically but -that the children need him
-emotionally as well,”™

A working' person shouid aiiocate a -

: ..certain amount of time as farmly time. .

“1'think,” Feinberg said, “that at least"
one day over the weekend and at least |
one evenmg durmg the week isa mlm«
mim.: -
“And this should be umntermpted fam-
ily time, a time of high-quality inter--
action among members of thé family.

“It 1s also important during this time
not to expect perfection from the family;

“especially ‘the children. The home is'a

place where, you' shouiﬂ be abie te be
imperfeet. ». 7 iz
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