Viewer/Discussion Leader Guide

Dear Viewer:

W e all like the benefits of the new economy but it’s taking a toll. Making a living has gotten
out of sync with making a family and having a life. The harder we work, the richer we may get, but
the poorer we feel in our personal lives.
It’s gotten this way over the past 30 years as millions of mothers joined the job market.
Once upon a time there was a clear division of labor: The men went to work and earned the family
paycheck while women took charge of the home front. But today, it takes two paychecks to
support a family. And so in most families there’s no one at home full-time raising the children and
managing the house. Everyone is racing the clock.
As work has gotten more intense, it has squeezed the family. Since 1969, the government
estimates, family time for a working couple has shrunk an average of 22 hours a week. Every day
people face agonizing choices—between getting ahead and getting to share the joys of a new
child, caring for aging parents, or time for each other. Our society pays a price. The American
family is shrinking—fewer people getting married, having fewer kids, and having them later in life.
That means fewer young workers to help finance Social Security and take care of Baby Boomers
in retirement. Two working parents also mean seven million latchkey kids.
But can we do anything about it? The answer is yes.
In this guide and our PBS documentary, Juggling Work and Family, you’ll learn not only
why so many of us feel that our lives are out of control, but also about progressive companies and
labor unions which are finding ways to ease the stress on families. You’ll also hear experts say
that if we as a nation want the benefits of working parents to boost our economy, then we need to
change how we organize work, the length of the work week, and in public policies like paid family
leave and day care in order to support workers in
caring for their families, young and old.
As Regina Pisa, the head of a big Boston law
firm, put it: “This isn’t an issue that’s going to go
away…We need to respond or else we’re not going
to be able to develop and retain the talent we’re
going to need.”
This guide and our video are intended to help
you, your family, your employer and your community
find practical answers and to join the debate over
what new state, local and federal policies should be
on our national agenda.

Hedrick Smith
Correspondent and Executive Producer
(Photo credit: Susan Zox)

(Cover photos: Susan Zox)
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Juggling Work and Family
by Jenny Smith

T he traditional family with a stay-at-home mother and working father has been replaced by
single parent families, whose numbers are growing, or families where both parents work outside the
home. In this fast-paced new economy, Americans are feeling the stress of working more and having
less time than ever for their children and for each other.
From hourly employees to managers, from production line workers to professionals, this
program looks at how people in various industries across the country are trying to juggle work and
family. The show explores how companies and unions are seeking to ease the work-family conflict
with childcare centers, subsidies, and alternative work schedules that include part-time work, jobsharing, and telecommuting. Experts analyze the problems, address solutions, and pose the question: What else can be done?

Boston Lawyers—Discovering “You Can’t Have It All”
When Claire Smith was in law school, she
part-time because many fear it would jeopardize their
thought she could “have it all”—pursue an ambitious
careers.
legal career and raise a family. But shortly after her
“If people were able to work what they really
first child was born, she discovered it was impossible. wanted, the percentage of part-timers would be at
Her career prospects dimmed, pressures increased,
twenty-eight percent,” claims Nancer Ballard, chair of
and she felt she had to choose between the two. In
the task force that researched the BBA report. “These
frustration she stopped practicing law entirely.
reports point to a phenomenon of the way we
Smith is part of a hidden but large-scale
structure work, which is incompatible with having a
exodus of talented and highly-qualified women from
personal life.”
demanding professions where they are expected to
When his son was born, Rajeev Balakrishna
produce at their maximum during exactly the same
was able to pursue his career at the big Boston firm,
time they are producing and
Goodwin Procter, because
raising offspring.
his wife, also a lawyer,
Recent reports by the
gave up her career at
Women’s Bar and Boston
another big law firm and
Bar Associations describe
took a job working in the
the clash between the
legal department of a
changing demographics of
company where she could
the legal profession (50
better control her hours.
percent of law school
“The expectation
graduates today are women)
here is about getting work
and the culture of big city law
done in the time frame the
firms which puts a premium
client wants it, even if it is
on 24/7 availability where
unreasonable,” says
lawyers easily work 50-65
Balakrishna. “If you have
Nancer Ballard, task force chair of the Boston Bar
hours a week. Although most Association report. (Photo credit: Susan Zox)
two people working, I don’t
of the big firms have part-time policies on the books,
think both can become partners or get to the top of
on average only four percent of lawyers actually work any profession and raise a family.”
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Regina Pisa, managing
partner at Goodwin Procter,
explains that the legal field faces
increasing pressure from
corporate clients to be available
and responsive around the
clock. Like most firms, Goodwin
Procter offers part-time, though
Pisa herself admits they fall
short.
“All the firms say the right
things and intend the right
things, but we fail in the execu- Hedrick Smith with Regina Pisa. (Photo credit: Susan
Zox)

tion of them,” Pisa says.
The traditional work
culture makes it an uphill battle
for parents who want to
participate in their children’s
lives and have a meaningful
legal career at a big firm. Many
are choosing to sacrifice
money and ambition and to opt
out of big-time careers or to
step down to less stressful
work for more reasonable
employers.

Hewlett-Packard—Making High Tech More Family Friendly
A decade ago, it was rare for hard-driving
advancement to spend more time together. “I don’t
computer nerds or rising corporate managers to work feel ambitious,” says Shaun. “My priority right now
part-time or to job share. But in today’s battle for
and for always is my family.” Shaun telecommutes;
high-priced talent, Hewlett-Packard is willing to give
Karyn works three-fourths time. Recently, they
these flexible workday alternatives a try. And, it finds
decided to cut their costs and the pressure on Karyn
plenty of takers, like Shelly Smith and Suzanne
to work so many hours by moving out of high-priced
Thomas, two highly-skilled,
Silicon Valley to an HP
high-powered marketing
facility outside Sacramento
managers and young
where housing and living
mothers.
are much cheaper. Karyn
Initially, each feared
plans to cut back further on
having to give up the Silicon
her work and have another
Valley fast track to take care
child.
of small children. But over
Hewlett-Packard’s
the past three years they
family-friendly policies are
have worked out the wrinkles
largely the creation of
of job sharing and won the
former CEO Lew Platt, who
trust of co-workers and their
suddenly discovered the
boss. Each works three 10- HP project manager Shaun Collins takes a break from his
pressures of parenting
to 14-hour days each week, virtual office located in his home. (Photo credit: Michael Anderson)
when his wife died of
earning three-fourths pay and
cancer, leaving him with
benefits. That gives them two days off for family, and
two daughters, then 9 and 11.
still, they’ve kept moving up the corporate ladder.
“Like everybody else I thought that these were
Karyn and Shaun Collins, both long-time
women’s issues,” says Platt. “And suddenly I found
technical project managers at Hewlett-Packard, took
out firsthand that these were not women’s issues;
the opposite strategy. They got off the fast track and
these were issues of being a parent.”
put family first. Two years ago, after the birth of their
As CEO, Platt pioneered flexibility in the
son Michael, both sacrificed higher pay and career
workplace. “There’s a war underway for talent,” he
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explains. “And clearly
lives to forging ways to
there’re a lot of really, really
work together better as a
capable women out there, so
team and share the
you’d better build an environburden of their crazy
ment where they can really
schedules.
thrive.”
Yet another
Platt’s epiphany still
strategy is enabling
reverberates throughout HP
parents to work opposite
today, where Carly Fiorina is
shifts. At HP’s plant in
chief executive officer and
Roseville, California,
both men and women take
many of the 800 workers
advantage of flexible work
have flexible start and
hours, job sharing and
stop times that are the
Hedrick Smith (right) talks to former HP CEO Lew Platt. (Photo
telecommuting.
result of creative managcredit: Michael Anderson)
But it’s not always easy
ing of the production
carrying out Platt’s strategy. Customer service
process. Workers are cross-trained in many skills so
engineers, for example, are on call round-the-clock,
that each one can build a computer individually. They
seven days a week, rescuing crashed and ailing
are not tied to an assembly line.
computers for HP’s big corporate customers.
Dave Tresham, a computer assembler in
Charmaine Crumer says she is constantly torn
Roseville, took advantage of HP’s flexible approach
between heroic 911 calls and raising her two daughto avoid the high costs of childcare for his two
ters, Caitlyn and Caren. “For me I feel it’s conflict, it’s preschool children. Tresham works the night shift
a struggle,” Crumer says. “I’m torn between whether
while his wife, Nancy, works as a corporate travel
I’m going to be a team player or am I going to be a
agent during the day. “He’s single mom during the
mother.”
day,” she explains, “and I’m single mom at night.”
Confronted with high attrition and low morale
That’s been crucial to caring for their children.
among its customer service engineers, HP manageBut there’s a price: Nancy and Dave don’t get to see
ment turned to Barbara Miller, a work-life troubleeach other during the week. So periodically, they
shooter, to run a workshop. The workshop provided a have a family meal during Nancy’s lunch break. But
safe haven where the engineers could move from
experts caution that working split shifts over the long
complaining about how work is ruining their private
run takes a toll on marriages.

Baxter International—The Challenge of Making Flexi-hours
Work on the Assembly Line
Baxter International, a global leader in developing treatments for people with life-threatening
conditions, has also become a leader at institutionalizing flexible work arrangements. Today a growing
number of Baxter’s more than 40,000 employees
work alternative schedules.
“Ten years ago there were two to three percent
using alternative work arrangements,” says Alice
Campbell, director of Baxter’s Work-Life Department.

“Now there are fifteen to sixteen percent.”
In the finance department, Corporate Treasurer
Steve Meyer has replaced the traditional 40-hour
week with custom-made schedules for most of his
staff. Only eight of his 20 employees work regular 9to-5 days, the other 12 have flexible, custom-fit
schedules, some work part-time, some telecommute,
some do a combination of both.
When Marguerite Fernandez handed Meyer a
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resignation after her third child was born, Meyer
would not let her quit. She had become an expert at
handling high stakes financial transactions on global
money markets, yielding important savings for
Baxter. So they struck a deal that she would work no

McMillan. “We have to have x amount of people to do
that. If we don’t have x amount of people, we’ll not
be able to complete that. We don’t complete that, we
don’t stay in business.”
So year-in, year-out, there’s not much flexibility
for production workers like Betty Olsen,
who has the chronic problem of caring
for a 28-year-old son, partly paralyzed by
Spina Bifida and tied to a wheel chair. In
years past, Olsen worried frequently
about losing her job when she had to
miss work on short notice to care for her
son. Today, Olsen sings the praises of
the Family and Medical Leave Act,
passed by Congress in 1993, for
protecting her job and insuring that she
can get time off when her son’s medical
needs demand it.
“The flexibility piece is clearly
working better for white collar jobs.
Marguerite Fernandez with her boss, Steve Meyer. (Photo credit: Susan Zox)
Hourly is still a challenge because of the
line you have to fill,” admits Work-Life Director Alice
more than 22 hours a week from her home. For
Campbell. But Campbell and other good managers
Meyer there is no question that the inconvenience of
know that allowing workers some degree of flexibility
allowing staff flexibility in work schedules is far less of is essential to maintaining a productive, attentive
a problem than losing talented employees.
workforce that has its mind on the job and not on
Laptops, the Internet, faxes and voicemail
worries at home.
make it easier for
people to work from
home. But, for 40
percent of Baxter’s
16,400 U.S. employees
in production plants,
these high tech
advances don’t help
them balance work and
family. They are tied to
assembly lines with
critical time deadlines.
At Baxter’s plant
just north of Chicago,
Jim McMillan oversees
the production of IV
bags used in hospitals.
Betty Olsen and her son, Jim Clark (left), with Hedrick Smith. (Photo credit: Susan Zox)
“We start to fill those
bags at 7:30,” says
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Marriott International—Special Ways to Help Hourly Workers
Enter a Marriott hotel and the first person you
WorkLife Services, the company that helped create
meet is a bellhop or front desk clerk. These front-line and staff the Marriott hotline. By offering this service
employees, along with housemaids, waiters and
in several languages to cope with Marriott’s culturally
other hourly workers earning roughly $9.50 an hour,
diverse workforce, the hotline has been used by
are Marriott’s public face. Marriott relies on their well- almost 10 percent of Marriott’s 135,000 employees
being and high morale. So when work-and-family
nationwide.
problems showed up ten years ago in difficulties with
Carmen Pizarro, who had trouble concentrating
recruiting and with housekeepers walking off the job
on her job at the Renaissance Hotel front desk in
in the summer because they had no childcare, that
Times Square because she couldn’t find childcare for
got management’s attention.
her baby, says the hotline
“The issue was surfacing
rescued her. For six
as a major business issue for
months she and her
the first time, rather than a
husband scoured the yellow
personal life issue,” recalls
pages and kept running into
Donna Klein, vice president of
long waiting lists and other
Workforce Effectiveness.
problems. Within a week
One Marriott approach
after trying the Marriott
was to build community
employee hotline, Pizarro
childcare centers. The one in
found a childcare provider
Washington, D.C., is a boon for
two blocks from her home.
employees like a couple from
But Vice President
Ethiopia—Abraha Meaza, a front
Donna Klein says there is
doorman, and his wife Etinish, a Marriott Vice President of Workforce Effectiveness
still a long way to go. “As a
Donna Klein. (Photo credit: Susan Zox)
housekeeper. With a subsidy
country we still don’t know
from Marriott, they pay only $52
what the long-term solutions
a week for their three-year-old daughter’s childcare.
are for our working families. We recognize that we
Because other agencies share the cost of the childcorporations cannot do it alone. We have to have a
care center, Marriott’s staff has a limited number of
lot of other kinds of support services available in the
slots at the center. It barely begins to meet the need.
country in order to continue to rely on working
With employee surveys and focus groups, Klein families for our productivity.”
discovered that Marriott’s hourly workers, many of
whom are foreign born, have vastly different needs
from the predominantly Anglo, upper-middle-class
management. So Marriott switched its strategy.
Instead of spending millions on childcare centers, it
created an employee hotline staffed by trained social
workers to help its hourly workforce with a multitude
of problems ranging from housing and transportation
to substance abuse, childcare, and legal issues.
“It may be finding them a resource in the
community and then acting as an advocate to help
Hedrick Smith (left) with Marriott employees Abraha Meaza and
them obtain that,” says Heidi Guy at Ceridian
his wife, Etinish. (Photo credit: Susan Zox)
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Local 1199 and the New York Hospitals—A Daring
Approach from an Imaginative Union
The college
The rank and
mentoring program
file employees who
at New York
make hospitals
University has
operate—medical
given a boost to
technicians, admistypical teens like
sions clerks and
Dwane Jones,
health aides—
whose mother is a
experience some of
single parent and
the toughest workregistered nurse
family problems. With
with two jobs.
patients needing care
Dwane received
24 hours a day, these
academic help,
employees not only
assistance with
have to work odd
Hedrick Smith (left) talks with Local 1199 union officials Dennis Rivera and
college application
hours but also
Debbie King. (Photo credit: Susan Zox)
forms, plus
frequently cannot
individual attention from teachers. To his surprise
leave at the end of their shifts because of medical
Dwane got caught up in the program, enjoying the
emergencies. The lack of affordable, reliable
childcare when they need it, makes juggling work and camaraderie as well as a 200-point jump in his SAT
scores. “I’ve gone up in every subject,” he proudly
family an acute problem for these working parents.
reports. With increasing self-confidence and acaComplaints about childcare by workers in New
demic success, Dwane found college doors opening
York City’s hospitals forced their union to make an
for him.
unprecedented demand to establish an employee
Gloria and Sheref Eroglu saw their two schoolchildcare fund in 1989. At first, management said no.
age boys blossom last year at a summer camp partly
With 200,000 members, Local 1199 had clout, but it
subsidized by the childcare fund. The jolt for the
took the late Cardinal John O’Connor, the Catholic
Eroglus came when they learned that this summer
Archbishop of New York, to bless the idea and give
they would not get the same subsidy because the
orders for the 17 Catholic hospitals in his Archdiofund can only afford to finance approximately 12
cese to accept the union demand.
“If you are working poor, if you are middle-class percent of the union membership’s 55,000 eligible
children. Settling for poor quality childcare is what the
in this country, you’re basically left to fend for
yourself,” says Carol Joyner, executive director of the Eroglus and many other working parents face, adding
daily stress to their work day.
childcare fund. “No one cares that the childcare
Union President Dennis Rivera believes that it’s
expenses you pay represent about twenty percent of
clearly in the best interest of both employers and the
your take home pay. It’s a huge chunk.”
state to help these working families be productive,
Today the fund receives almost $10 million
contributing members of the community. So he is
annually in employer contributions, which supports
gearing up to tap state resources and to press
8,000 children a year. Union members receive
employers to increase their contribution to the
subsidies for infant childcare, after-school and
childcare fund so that every union member who
Saturday programs for school-age kids, summer
needs this benefit can have it.
camp, and college prep classes for teenagers.
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The Work Life Dilemma
F

women in this country
rom our
are really caught
stories, you see that
between two very
some individual
closely held ideals.
employers and their
One is the ideal
workers have made
worker, the responprogress in easing the
sible committed
pressures of work on
worker, and the other
the family. But much
is the way we define
more remains to be
the responsible
done. Throughout the
committed parent or
program, specialists
family member.
who study work-family
People really feel a
issues assert that the
clash between these
great majority of
two ideals.”
workers with major
This conflict is
family obligations get
built into how work
very little relief from
was organized in the
the demands of work. Eileen Appelbaum of the Economic Policy Institute. (Photo credit: Susan Zox)
first half of the 20th
“This is not a
matter of individual choice, individual priorities, this is century, says Eileen Appelbaum, director of Research
at the Economic Policy Institute in Washington. Men
a structural problem,” says Joan Williams, law
moved from the farms into the factories, while women
professor at American University. “Men as well as
ran the household and
cared for children. But after
1970, when millions of
women—especially
mothers—joined the
workforce and took full-time
jobs, no one was left in
most homes to care for the
family. That had to be done
before or after both parents’
jobs, creating what scholar
Arlie Hochschild calls the
Time Bind. Former Labor
Secretary Robert Reich
says the American family is
shrinking—literally fewer
children—because of work
pressures.
There’s no going
back, the experts say, not
Business consultant Phil Mirvis (left) and author Ann Crittenden talk to Hedrick Smith. (Photo credit:
only because most families
Susan Zox)
now need two paychecks,
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of benefits or career prospects.
Many corporations now say they cannot
shoulder the whole burden of supporting working
parents. Business consultant Phil Mirvis advocates
public-private partnerships. A few states like North
Carolina have launched public-private programs like
“Smart Start” to provide early learning centers/childcare for preschoolers. But so far, little has been done
at the national level, specifically targeted to help
working families.
What’s needed, Professor Williams declares,
“is a change of cultural attitudes and norms and also
a change of work structures. We have a work system
that doesn’t fit with our family system. We need to
change something.”
In the case studies that follow, you will meet
men and women who fit in different work categories,
from white collar computer technicians to hourly
wage hotel employees, and see how they are or are
not coping with the work-life struggle.

but also because the American economy needs
women as 46 percent of the labor force to help power
our economic growth and sustain our standard of
living. To experts like Appelbaum and author Ann
Crittenden, this means America has to develop a
better social safety net to support working parents—
benefits to help women the way that back in the
1930s, social security, unemployment insurance, and
disability insurance helped insure men’s income if
they lost their jobs, were disabled, or retired.
There are numerous proposals for major
reforms—new social insurance to provide paid
medical leave so that parents can care for sick family
members without losing vital family income; paid
maternity and paternity leave; some system of childcare and early learning centers for three- and fouryear-olds, similar to European countries; a ceiling on
mandatory overtime; a shorter work-week so that
workers have more time to tend to family business;
greater employer willingness to accept and promote
flexible and part-time work arrangements without loss

American University Law Professor Joan Williams and Hedrick
Smith. (Photo credit: Susan Zox)
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CASE STUDIES
Claire Smith
The Crisis Between the Ideal Worker and Ideal Parent
For several years, Claire Smith
the Boston Bar Association. Its
excelled as a litigator in high profile
report says that big city law firms
cases at one of Boston’s top law
put such a premium on long hours
firms. Yet after her first child was
and 24/7 availability that nearly
born, she realized she “couldn’t have
half of the women entering these
it all.”
firms leave within three years, their
Seeking balance, she down
dreams of success dimmed by the
shifted to working “just” ten to 12
harsh reality of their need to
hours, four days a week. Monday
balance their professional and
through Thursday she left home at
personal lives.
6:45 and worked until 6:30 or 7:00,
Claire Smith is part of a
contributing additional work hours
hidden but large-scale exodus of
from home almost every Friday.
talented and highly qualified
It wasn’t long before Claire
women from demanding profesrealized she was no longer a rising Torn between the demands of work and
sions such as law, medicine and
Claire Smith gave up her law
star getting plum assignments. After family,
business. These young professioncareer. (Photo credit: Susan Zox)
barely enduring two difficult cases
als are battling with the fact that
with impossibly short time frames, she quit.
they are expected to produce maximum results
The collision between work and family is a
during the same years they produce and raise
common theme among lawyers recently surveyed by
children.

Discussion Questions
1. In The Price of Motherhood, author Ann Crittenden says that “motherhood is now the single
greatest obstacle left in the path to economic equality for women.” How can business change to
allow working mothers equal opportunities to succeed in the workplace while meeting family
responsibilities?
2. Some work/family experts promote the need for large-scale cultural change. How can cultural
change happen? Who must work toward this kind of change? Does government have a role?
3. The percentage of women graduating from professional schools has soared during the last decade.
Does having more women in professional positions guarantee a more family-friendly workplace?
Why or why not?

Click Here to View
Clips from the Show
http://www.pbs.org/
workfamily/clip.html

Professor Joan Williams of American University
declares that what is needed in the workplace is “a
change of cultural attitudes and norms and also a
change of work structures.”
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Shelly Smith and Suzanne Thomas
Job Sharing Success at Hewlett-Packard
Thanks to a successful job-sharing arrange“There just isn’t time to do it all. I have an 8:30 phone
ment, Shelly Smith and Suzanne Thomas are highly- call I’ve got to start making from my car and it’s 8:25
skilled, high-powered managers who are moving up
and I’m still in the day care center trying to drop my
the corporate ladder at Hewlett-Packard and caring
child off, and he doesn’t want to be dropped off. And
for their young chilyou’re thinking I’m not
dren.
going to make it.”
Shelly and
Even with high
Suzanne share a fullstress levels, these
time management
women and their
position, each putting
employer feel they
in three 10–14 hour
have successfully
days a week while
forged a compromise
receiving threethat allows them
quarters pay and
professional and
benefits. Their in-office
personal success.
time overlaps one day
Their supervisor
each week, allowing
Gina Cassinelli says,
them to catch up,
“I get more out of that
Suzanne Thomas (left) and Shelly Smith (center) with Hedrick Smith.
coordinate and
(Photo credit: Susan Zox)
position having two
brainstorm.
heads there. It’s a
Juggling the demands of small children and
win for them, it’s a win for me. I think it’s a win for the
time-consuming jobs is far from easy. Shelly says,
company.”

Discussion Questions
1. How can an employee find the right partner for a shared job? What personality characteristics
must both partners have? How should each person’s skills compare to the others?
2. Employers are often leery of innovative ideas such as job sharing. What can an employee do to
help ensure a proposal to job share is accepted by management?
3. How does the management level affect the ability to job share? Is it easier to job share at a higher
management level? Can line workers job share?
4. Some experts suggest having laws that ensure part-time employees can get proportional benefits.
Is legislation the answer to ensuring more parents can afford to work part-time?

Click Here to View
Clips from the Show
http://www.pbs.org/
workfamily/clip.html

11

Charlotte Gattenby
Stress—A Reality of Today’s Workplace
Charlotte Gattenby is a
lot, saying that there are days
single mother who works as a
she arrives home so stressed
manager for Hewlett-Packard.
out that she is “hunched over
Like many single parents, her
and her hair looks a mess.”
most stressful hours of the day
She admits that sometimes her
are from 3:00 until 6:00 each
children have to “mother” her,
afternoon. That is when her
bringing her a tall glass of
latchkey kids, Tony and Andrea,
water and kind words when she
are home alone. Charlotte’s
collapses on the couch to “stay
rules for afternoon behavior are
comatose for an hour.”
strict: no playing outside and no
Tony wishes his mom
friends in the house.
could stop working and spend
Latchkey kids—Andrea and Tony Gattenby. (Photo
Although Charlotte’s
more time with him and his
credit: Susan Zox)
general good nature is admisister. Charlotte sadly underrable, her frantic work days and her worry about her
stands that supporting her two children means fullchildren combine to leave her often harried and
time work—and probably a cycle of stress and
exhausted. Her son, Tony, worries about his mom a
frustration—for the foreseeable future.

Discussion Questions
1. How can Charlotte help manage her stress while meeting work and family responsibilities?
Discuss health-related strategies to reduce stress. Discuss ways to build a supportive network of
family and friends.
2. What kind of effect does Charlotte’s stressed-out state have on her children? On her ability to
care for her children and do her job well?
3. Latchkey children are a particular concern for many working parents—too old for a babysitter but
too young to be home alone comfortably. What can employers do to help the parents of latchkey
children?
Click Here to View Clips from the Show http://www.pbs.org/workfamily/clip.html

The costs of stress are great—measured in terms of lost productivity and absenteeism, stress has been estimated to cost U.S.
industry $300 billion per year. A recent national poll conducted
by the American Psychological Association found that stress is
a paramount concern for working adults and that work stress is
viewed as the greatest source of stress by 54 percent of workers, compared to 37 percent who say stress from home is
greater. The poll found that 57 percent of workers are concerned
about health problems caused by stress in the workplace.
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Dave Tresham
Rearranging Work to Care for Kids
from start to finish. Operating 24-hours a day,
Dave Tresham is one of a small minority of
workers have some flexibility with their schedules,
fathers who rearrange their work to care for pretaking time for legitimate
school kids during the day.
family emergencies and
As an employee of
responsibilities while
Hewlett-Packard’s
others fill in to keep the
Roseville plant, Dave
plant on schedule.
works opposite shifts from
This drastic
his wife to avoid the high
solution
to balancing
cost of childcare for their
work
and
family works
two preschoolers. In
well for the kids, but
Nancy Tresham’s words,
Nancy and Dave barely
“He’s a single mom during
see each other during
the day, and I’m single
the week. Dave says,
mom at night.”
“Our relationship has
This unusual level of
struggled and we’ve had
flexibility is possible
some tough times. I
because Hewlett-Packard
think we both know it’s
HP computer assembler Dave Tresham and his children, Alycia
trains workers to build
and Fischer. (Photo credit: Susan Zox)
paying off, though.”
computers individually,

Discussion Questions
1. Some experts promote extending the public education system down to four- and five-year-olds so
high private childcare costs don’t drive couples like Dave and Nancy to drastic work solutions like
this one. What are the pros and cons of this idea?
2. What are the barriers many companies face in trying to offer the type of flexibility Dave enjoys?
3. Various organizations estimate that the average family’s childcare expenses can cost up to 20
percent of their income. Brainstorm ways that employers can help employees access and afford
childcare.
Click Here to View Clips from the Show http://www.pbs.org/workfamily/clip.html

• The percentage of married couples with both partners
working jumped from under 40 percent in 1970 to almost 70
percent in 2000.
• The U.S. Labor Department reports that nearly three out of
four women with children under 18 are in the workforce.
• From 1969 to 1996, working couples lost an average of 22
hours a week of family and personal time.
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JoAnne Pederson and Betty Olsen
Getting Help from the Family and Medical Leave Act
Baxter employee Betty Olsen has suffered
A flexible work schedule and co-workers willing
through 28 years of juggling work responsibilities
to pick up the slack during family emergencies,
while caring for a son with
allowed Baxter International
severe disabilities. A line
employee JoAnne Pederson
worker who makes $20,000
to care for her cancer-stricken
a year, Betty credits the
mother during her last six
FMLA with helping to protect
months.
her job and with easing her
Under Baxter’s familyburdens over the past
friendly policies, supervisor
several years.
Karen Kirby let JoAnne
Before the FMLA,
continue her work as a quality
Betty said missing work,
control specialist half-days
“was held against me. You
and count the other half-day
Hedrick Smith with JoAnne Pederson. (Photo credit: Susan Zox)
worried about losing your
as vacation time or family
job . . . yet you have to be
medical leave. With this
with your child.” Now she can get time off when her
arrangement, JoAnne was able to provide enormous
son’s medical needs demand it.
support to her family while earning a promotion.
Still on the job, all of Betty’s sick leave and
JoAnne’s ability to access flexible work arrangements
vacation
time have been consumed by her son’s
during her family crisis is—in part—a result of the
passage of the Family and Medical Leave Act (FMLA) illness. Her family has never been able to take a
vacation.
in 1993.

Discussion Questions
1. Compare JoAnne Pederson’s experience with Betty Olsen’s. How did the Family and Medical Leave
Act benefit them?
2. Baxter International Work-Life Director Alice Campbell says, “The flexibility piece is clearly working
better for white collar jobs. Hourly is still a challenge because of the line you have to fill.” How can
employers help hourly workers balance work and family responsibilities?
3. Some experts advocate paid medical leave time for employees in crisis. Would this benefit
employers in the long run? How can advocates make this approach a reality?
Click Here to View Clips from the Show http://www.pbs.org/workfamily/clip.html

FMLA
The Family and Medical Leave Act, signed into law in 1993, has helped 35 million working
Americans care for new babies and cope with serious family or personal illness without
losing their jobs or health insurance, according to a recent study by the U. S. Department
of Labor. This study found that 58 percent of leave takers are women, that 40 percent
have no children in their households, and that 58 percent of the men and 49 percent of the
women taking FMLA leave do so for their own health challenges.
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Carmen Pizarro
Marriott’s Innovative Hotline Helps Employees
Staffed by social
When difficulties
workers and offering
with recruiting and
help in several
retaining staff who had no
languages, the hotline
childcare in the summer
has been used by
intensified a decade ago,
almost 10 percent of
Marriott International took
Marriott’s employees
action.
nationwide.
Vice President
Carmen Pizarro,
Donna Klein recalls, “The
a front desk employee
issue was surfacing as a
who was finding it hard
major business issue for
to concentrate on her
the first time, rather than
job because she
a personal life issue.”
couldn’t find care for
Marriott responded
her baby, was rescued
to employee surveys and Carmen Pizarro at Marriott’s front desk. (Photo credit: Ken Fuhr)
by the hotline. Alfocus group results by
though she and her husband had spent six months
creating a toll-free hotline to help workers with
diligently searching the yellow pages for help, they
problems ranging from housing and transportation to
childcare and legal issues. This approach has worked found a neighborhood childcare provider within a
week of calling the Marriott employee hotline.
well for Marriott’s culturally diverse workforce.

Discussion Questions
1. Marriott Vice President Donna Klein states, “We recognize that we—corporations—cannot do it
alone. We have to have a lot of other kinds of support services available . . . in order to continue
to rely on working families for our productivity.” Discuss how Marriott’s hotline provides access to
“other” services.
2. Why was the hotline able to find childcare for Carmen Pizarro when she and her husband couldn’t
locate care?
3. How do cultural differences and language barriers make it difficult for hourly workers to meet family
and work responsibilities? How did Marriott address these issues?

Click Here to View
Clips from the Show
http://www.pbs.org/
workfamily/clip.html
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Michael Lancaster
A Union Victory Provides Childcare Help
Few working
negative. It took the
parents feel the
late Catholic
squeeze of time and
Archbishop Cardinal
money more than
John O’Connor to
Michael Lancaster, a
bless the idea and
New York City operatgive orders for the
ing room technician
17 Catholic hospiand single parent
tals to accept the
raising three daughunion demand.
ters. Like millions of
Other hospitals
hospital workers
joined in the effort
nationwide, he
and today contribuconstantly struggles
tions total nearly
with childcare arrange$10 million annually.
ments complicated by Hedrick Smith (left) with hospital technician Michael Lancaster. (Photo credit:
The fund
Susan Zox)
irregular shifts. With
offers the union’s
two daughters in
members a variety
college and childcare costs for his four-year-old
of benefits and programs that include subsidizing
averaging $300 every couple of weeks, Michael’s
childcare and an innovative Upward Bound program
juggling battle was overwhelming.
designed to boost the academic performance of
In response to cries for help from Michael and
teens through Saturday morning help sessions.
countless workers like him, the 200,000 member
Local 1199’s activism in helping members with
Local 1199 Service Employees International Union
family responsibilities is a role model for organizamade an unprecedented demand for help from New
tions nationwide. For Michael Lancaster, the $130 a
York City hospitals. Initial response to their request
month toward his preschooler’s care has been a
for millions to fund an employee childcare fund was
fiscal lifesaver.

Discussion Questions
1. Discuss how state or community level labor organizations can create similar childcare funds. What
are the first steps? What are the likely barriers to creating this type of fund?
2. Are labor organizations in a strong position to advance this kind of childcare assistance? Does this
approach build upon earlier union efforts to ease the challenge of meeting work and family
responsibilities?
3. Are there state or federal programs that can augment childcare funds? How can local labor
organizations learn more about these programs?
4. Whose responsibility is balancing work and life? The individual? Employers? Unions? Society?
Government?
Click Here to View Clips from the Show http://www.pbs.org/workfamily/clip.html
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Ann Crittenden, Joan Williams and Ellen Galinsky
Challenge from the Experts
Since 1970, the government estimates that
needs women as 46 percent of the labor force to
family time for working couples has shrunk 22 hours
sustain our standard of living. Experts argue that
a week. Every day families face agonizing choices—
America must rethink how we organize work.
between getting ahead and
There are numerous
sharing the joys of a new child,
proposals for major reform—
caring for an aging parent or
paid medical leave to care for
enjoying time together.
sick relatives; paid maternity
While some employees
and paternity leave; expanded
benefit from part-time work, job
care for preschoolers; a shorter
sharing, and flexible hours,
work-week; and more flexible
many get little relief from the
and part-time work arrangedemands of juggling work and
ments that don’t result in loss
family.
of benefits or career prospects.
Author Ann Crittenden
Like many experts,
states, “we haven’t changed the
American University Professor
work week since the 1930s,” a
Joan Williams declares that we
time when men were the
need a “change of cultural
Ellen Galinsky of the Families & Work Institute.
(Photo
credit:
Susan
Zox)
breadwinners and women cared
attitudes and also a change of
for the family and home. Now,
work structures. We have a
most families need two paychecks and our economy
work system that doesn’t fit with our family system.”

Discussion Questions
1. Discuss the strategies for reform listed in paragraph four. Which proposals would help more
employees? How would the various proposals affect employers?
2. Eileen Appelbaum of the Economic Policy Institute advocates for a 36-hour work week where
people work five eight-hour shifts one week and four eight-hour shifts the next. This gives workers
a paid day off every other week. Would this help employees? Would employers accept this
approach? Why or why not?
3. Do you agree with Professor Williams quote in the last paragraph? What cultural changes are
needed? Who would cultural change benefit?
Click Here to View Clips from the Show http://www.pbs.org/workfamily/clip.html

According to Ellen Galinsky, president of the Families & Work
Institute, “We’re in a period where the way we’re living and the
way we think that we live are out of sync. And typically what
happens then is that we go through a period of turmoil and then
we begin to move toward change. And I think we’re just at the
edge of making change.”
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Job Stress Questionnaire
Instructions: Rate each of the following items (scale from 0 to 4) in terms of how often the
symptom was true for you during the past few months.
0=Almost always

1=Frequently

2=Somewhat often

3=Occasionally

4=Never

1.

I feel enthusiastic about going to my job
each day.

11. I can assert my needs with others on the
job.

2.

I feel well rested when I rise in the
morning.

12. I can delegate responsibility when
necessary.

3.

I am positively challenged by my work
responsibilities.

13. I am not overly bothered by small inconveniences or mini-crises that arise on the
job.

4.

I am able to concentrate on the job.

5.

I am satisfied with the quality of my work.

6.

I am able to make decisions as well as
ever.

14. I see job advancement in my future.
15. I work for more than a paycheck each day.

7.

I enjoy the work I do.

8.

I communicate well with my co-workers.

9.

I am sensitive and receptive to the needs
of others.

16. I enjoy talking about the work I do to
friends and family.
17. I feel competent at doing my job.
18. I am able to remember as well as ever.
19. I enjoy my co-workers.

10. I am able to manage my time at work well.

20. I get along with those in power at my job.

If you scored 0 to 25, most likely you are coping well with the stress at your job. If you scored 26
to 40, you are probably experiencing job stress that is beginning to interfere with your satisfaction
and you should begin a plan to manage this stress more effectively. If you scored 41 to 55, you
are definitely experiencing great job stress and a program is not only advisable, but necessary for
healthier functioning. If you scored 56 to 80, your job stress is seriously interfering with your
satisfaction and you need to address it immediately.
Source: Barlow, DH, Rapee RM, Reiser, LC. Job Stress Questionnaire. Mastering Stress 2001 – A Life Style Approach.
Dallas, Texas: American Health Publishing Company; 2001: 270. All rights reserved. For ordering information, call 1-888LEARN-41.

The American Psychological Association provides a free brochure,
“Talk to Someone Who Can Help,” to help you find a mental health professional.
It is available online at www.helping.apa.org or by calling toll-free 800-964-2000.
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National Outreach Partners
South Carolina ETV thanks the following organizations and institutions for their invaluable
assistance in alerting their audiences and the general public to Juggling Work and Family with
Hedrick Smith. These organizations and their affiliates are valuable resources for discovering
ways to effectively balance the demands of work and family life.
AFL-CIO
815 Sixteenth Street, NW
Washington, DC 20006
Phone (202) 637-5357
Fax (202) 508-6902
www.aflcio.org
Alliance of Work/Life
Professionals
515 King Street, Suite 420
Alexandria, VA 22314
Phone (800) 874-9383
Fax (703) 684-6048
www.awlp.org
American Psychological
Association
750 First Street, NE
Washington, DC 20002-4242
Phone (877) 274-8787, ext. 136
Fax (202) 336-5797
www.helping.apa.org
Business and Professional
Women/USA
2012 Massachusetts Avenue,
NW
Washington, DC 20036
Phone (202) 293-1100
www.bpwusa.org
Center for Policy Alternatives
1875 Connecticut Avenue, NW,
Suite 710
Washington, DC 20009
Phone (202) 956-5146
Fax (202) 986-2539
www.cfpa.org

Economic Policy Institute
1660 L Street, NW, Suite 1200
Washington, DC 20036-1426
Phone (202) 331-5529
www.epinet.org
Families and Work Institute
330 Seventh Avenue
New York, NY 10001
Phone (212) 465-2044
Fax (212) 465-8637
www.familiesandwork.org
Labor Resource Center
University of Massachusetts
Boston
100 Morrissey Boulevard
Boston, MA 02125-3393
Phone: (617) 287-7377
Fax: (617) 287-7404
www.lrc.umb.edu
Marriott International
Washington, D.C.
Mothers & More
National Headquarters
P.O. Box 31
Elmhurst, IL 60126
Phone: (630) 941-3553
Fax: (630) 941-3551
www.mothersandmore.org

National Association for the
Education of Young
Children
1509 Sixteenth Street, NW
Washington, DC 20036-1426
Phone (202) 328-2605
Fax: (202) 328-1846
www.naeyc.org
National Parenting Association
444 Park Avenue South, Suite 602
New York, NY 10016-7321
Phone (212) 679-4004
Fax (212) 679-3127
www.nationalparenting.org
National Partnership for Women
& Families
1875 Connecticut Avenue, NW,
Suite 710
Washington, DC 20009
Phone (202) 986-2600
Fax (202) 986-2539
www.nationalpartnership.org
Sloan Work-Family Researchers
Electronic Network
Boston College
140 Commonwealth Avenue
Chestnut Hill, MA 02467
Phone (617) 552-4033
Fax (617) 552-1080
www.bc.edu/wfnetwork
ThirdPath Institute
4918 Cedar Avenue
Philadelphia, PA 19143
Phone (215) 747-8790
Fax (215) 747-8908
www.thirdpath.org
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RESOURCE LIST
Partner Organizations
Business and Professional Women/USA
2012 Massachusetts Avenue, NW
Washington, DC 20036
Phone (202) 293-1100
www.bpwusa.org

AFL-CIO
815 Sixteenth Street, NW
Washington, DC 20006
Phone (202) 637-5357
Fax (202) 508-6902
www.aflcio.org

The AFL-CIO is a federation of America’s labor
unions, representing more than 13 million employees
of which over five and a half million are women. The
AFL-CIO’s mission is to improve the lives of working
families—to bring economic justice to the workplace
and social justice to the nation.

BPW/USA is the most powerful organization in the
United States for working women. BPW provides
networking opportunities, resources, career positioning, educational programs and visibility for its
members nationwide. With a powerful network of
members and 2,000 local organizations across the
country, BPW means business for working women.

Alliance of Work/Life Professionals
515 King Street, Suite 420
Alexandria, VA 22314
Phone (800) 874-9383
Fax (703) 684-6048
www.awlp.org

Center for Policy Alternatives
1875 Connecticut Avenue, NW, Suite 710
Washington, DC 20009
Phone (202) 956-5146
Fax (202) 986-2539
www.cfpa.org

AWLP is a membership organization for professionals
who work in business, academia or in the public
sector to promote a healthier balance between work
and personal life.

The CPA is the nation’s leading nonpartisan progressive public policy and leadership development center
serving state legislators, state policy organizations,
and state grassroots leaders.

American Psychological Association
750 First Street, NE
Washington, DC 20002-4242
Phone (877) 274-8787, ext. 136
Fax (202) 336-5797
www.helping.apa.org

Economic Policy Institute
1660 L Street, NW, Suite 1200
Washington, DC 20036-1426
Phone (202) 331-5529
www.epinet.org

The Economic Policy Institute is a nonprofit, nonpartisan think tank that seeks to broaden the public
debate about strategies to achieve a prosperous and
fair economy.

Based in Washington, D.C., the APA is a scientific
and professional organization that represents
psychology in the United States. The APA has more
than 155,000 members making it the largest association of psychologists in the world.
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National Association for the Education of Young
Children
1509 Sixteenth Street, NW
Washington, DC 20036-1426
Phone (202) 328-2605
Fax (202) 328-1846
www.naeyc.org

Families and Work Institute
330 Seventh Avenue
New York, NY 10001
Phone (212) 465-2044
Fax (212) 465-8637
www.familiesandwork.org

Families and Work Institute is a nonprofit organization
that addresses the changing nature of work and
family life. It is committed to finding research-based
strategies that foster mutually supportive connections
among workplaces, families and communities.

The NAEYC is the nation’s largest organization of
early childhood educators and others who are
interested and dedicated to improving the quality of
programs for children from birth to third grade.
National Parenting Association
444 Park Avenue South, Suite 602
New York, NY 10016-7321
Phone (212) 679-4004
Fax (212) 679-3127
www.nationalparenting.org

Labor Resource Center
University of Massachusetts Boston
100 Morrissey Boulevard
Boston, MA 02125-3393
Phone: (617) 287-7377
Fax: (617) 287-7404
www.lrc.umb.edu

The NPA is a nonprofit, nonpartisan organization
whose primary goal is to inform parents about issues
and advocate public and private initiatives that give
parents practical support.

The Labor Resource Center at the University of
Massachusetts Boston provides educational and
research services, and support and training to labor
and community organizations. Additionally they are
advocates of economic and social justice for working
families.

National Partnership for Women & Families
1875 Connecticut Avenue, NW, Suite 710
Washington, DC 20009
Phone (202) 986-2600
Fax (202) 986-2539
www.nationalpartnership.org

Mothers & More
National Headquarters
P.O. Box 31
Elmhurst, IL 60126
Phone: (630) 941-3553
Fax: (630) 941-3551
www.mothersandmore.org

The National Partnership is a nonprofit, nonpartisan
organization that uses public education and advocacy
to promote fairness in the workplace and quality
healthcare. It supports policies that help men and
women meet the demands of work and family.

Mothers & More is a support and advocacy network
for women who have altered their career paths in
order to care for their children at home. Since its
inception in 1987, Mothers and More has grown to
more than 180 chapters and almost 8,000 members
worldwide.

21

ThirdPath Institute
4918 Cedar Avenue
Philadelphia, PA 19143
Phone (215) 747-8790
Fax (215) 747-8908
www.thirdpath.org

Sloan Work-Family Researchers Electronic
Network
Boston College
140 Commonwealth Avenue
Chestnut Hill, MA 02467
Phone (617) 552-4033
Fax (617) 552-1080
www.bc.edu/wfnetwork

The ThirdPath Institute is a nonprofit organization
dedicated to helping people redesign work to create
time for other life priorities. Through its Shared Care
philosophy, the Institute teaches parents and parentsto-be to provide the majority of their children’s care
by redesigning work and sharing responsibilities of
work and family. The ThirdPath Institute offers local
and regional workshops, along with educational
materials.

The Network was established for work-family researchers and is designed to increase interest in
work and family research.

Sloan Funded Management Centers
Below is a list of The Alfred P. Sloan Foundation’s network of centers
devoted to the study of working families in the United States.
The Center for Working Families, University of
California, Berkeley
2420 Bowditch Street, MC 5670
Berkeley, CA 94720-5670
Phone (510) 642-7737
Fax (510) 642-7902
http://workingfamilies.berkeley.edu

The Employment and Family Careers Institute at
Cornell University
G21 MVR Hall
Cornell University
Ithaca, NY 14853
Phone (607) 254-4336
Fax (607) 254-2903
www.blcc.cornell.edu/cci

The Center on Parents, Children, and Work at the
University of Chicago
1155 E. Sixtieth Street., #363
Chicago, IL 60637
Phone (773) 256-6333
Fax (773) 256-6313
www.spc.uchicago.edu/orgs/sloan

The Center on Myth and Ritual in American Life
(MARIAL) at Emory University
Emory West, Suite 413E
1256 Briarcliff Road
Atlanta GA 30306
Phone (404) 727-3440
Fax (404) 712-9250
www.emory.edu/COLLEGE/MARIAL

The Center for the Ethnography of Everyday Life
at the University of Michigan, Ann Arbor
426 Thompson Street, Room 4025
Post Office Box 1248
Ann Arbor, MI 48106-1248
Phone: (734) 763-1500
www.ethno.isr.umich.edu
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Website Resources
Childcare/Parenting Information
Child Care Aware
www.childcareaware.org/

National Parent Information Network
http://npin.org

Includes Child Care locator (by zip code), links to
information on What You Should Know: 5 Steps to
Choosing Childcare, About CCR&R, Licensing,
Accreditation, Types of care, If you can’t find care;
Tools for Parents: Child Care Connector, Evaluating a
Provider; Additional Resources; and a Daily Parent
Newsletter.

The National Parent Information Network includes
links to their virtual library, submitting questions/
search queries, parent news (NPIN newsletters),
special initiatives.

Childcare Seekers
www.childcareseekers.com

Tools and support for working mothers.

Staying Alive
http://stayingalive.cjb.net/

Free Service to parents searching for childcare.
Homepage also providers numerous resources for
childcare providers: links to registration with
childcareseekers.com, purchasing daycare administration software and childcare facility items, information about USDA food programs
Eldercare Information
American Association of Retired Persons
www.aarp.org/confacts/caregive/balance.html

ElderWeb
www.elderweb.com

The AARP website offers ideas and resources that
can help you manage caregiving responsibilities
efficiently and balance your roles as an employee
and caregiver more effectively.

This award-winning site is designed to be a research
site for both professionals and family members
looking for information on eldercare and long term
care, and includes links to information on legal,
financial, medical, and housing issues, as well as
policy, research and statistics.

Care Guide
www.careguide.com/

Links to: “Assess Your Situation,” “Finding Care,”
“Financial & Legal,” “Daily Living,” “Community &
Support,” “Resource Center.” Provides Professional
Consultation, Care Planning, Care Coordination,
Care Monitoring, Facility Reviews (all for a fee). Also
offers an Eldercare Provider Search by zip code.
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Additional Websites
Americans with Disabilities
www.adata.org
This is a comprehensive resource of information on
the Americans with Disabilities Act.

The National Resource and Information Center at
the Women’s Bureau of the U.S. Department of
Labor
Phone (800) 827-5335/(800) 347-3741
www.dol.gov/dol/wb/public/programs/NRICmain.htm

Boston College Center for Work and Family
Phone (617) 552-2844
www.bc.edu/cwf

The National Resource and Information Center was
established to provide constituents with direct access
to information on issues of concern to working
women, their families and employers.

Founded in 1990, the Boston College Center for Work
and Family is committed to enhancing the quality of
life of today’s workforce by providing leadership for
the integration of work and life, an essential for
business and community success.

WorkOptions.com
www.workoptions.com

WorkOptions.com is a working mother’s resource for
negotiating flexible work such as flex time, part-time,
telecommuting, and job sharing. The site has do-ityourself resources and strategies and one-on-one
guidance.
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Rights, Credits and Questions
Educational Rights
Information
Groups have the right to use
the Juggling Work and Family
with Hedrick Smith Viewer/
Discussion Leader Guide in
perpetuity and to duplicate copies
of the guide.
The segments on the VHS
cassette are only for educational
use by groups and their members
who received it directly from PBS
stations. None of the video
segments may be used for
broadcast, reproduction or
dissemination except with
advance written permission of—
Hedrick Smith Productions, Inc.
4905 Del Ray Avenue
Suite 400
Bethesda, MD 20814
(301) 654-9848
Fax (301) 654-9856
e-mail: hsmithprod@aol.com
If you record the complete twohour PBS program when it is
broadcast for use with this guide,
remember that the program is for
use under the standard PBS oneyear off-air record rights and may
not be duplicated for other groups.

How to Purchase
Juggling Work and Family
with Hedrick Smith is available
for purchase. Schools, public
institutions and organized groups
or private individuals who would
like to purchase a video copy of
the program, should call toll-free

1-800-257-5126 or write Films for
the Humanities & Sciences, PO
Box 2053, Princeton, NJ 085432053 or visit their web site at
www.films.com.

Questions or Comments
Please refer any questions or
comments about these educational materials to:
Michele Reap
South Carolina ETV Outreach
PO Box 11000
Columbia, SC 29211
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