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REINVENTING YOUR CAREER BEYOND 50

This book is an incentive to the pursuit of the self-awareness required to navigate the
deep changes that involve one's very own identity, as found in late career transitions.
With both real feeling and a delicacy, Rafael D'Andrea lays bare the adventure of
starting over again, not only through discussing and presenting cases of career
transition, but also through offering a real structured guide to aid such transitions.
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BONUS CAREERS
Early retirement is no longer the ideal living plan. Today, notching up one’s half
century has now signifiesthe dawning ofa new phase in life; one with the prospect of
remaining active and useful, andwhere such active energy offers meaning, flexible
routine, and the emotion of new challenges, as well as new content, relationships,
and a little fun (well, why not!?) Indeed, it conjures all that is consistent with the
values of the individual, without threatening either one’s self-image or social
adjustment. This book, which arose from research developed by Rafael D'Andrea in
the INSEAD master's program and which resulted in athesis awarded with
distinction, is intended for people who are in this phase of career transition or who
are thinking of starting a new career, regardless of their age.
This is an unprecedented and essential work that will contribute much for
professionals, not only in the transition phase, but also those who,from early on in
life, seek to organize the second half of their lives. Packed with useful observations
and engagingcase histories, the author first contextualizes and then explains the
phenomenathat surround career transitions, providing the reader with a possible
sequence of decisions made by people who may have retired, but have, indeed,
chosen to continue working.
In the second part of the book, the author offers astructured “guide”to such
transitions, respecting the sequences, the feelings involved and the decision strategies
for a migration to a bonus career.
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Preface to the Portuguese Edition

“Caminante, no hay camino; se hace camino al andar” – Antonio Machado
In the myriad competitions that life holds, we are forever awaiting the arrival points.
The eagerness to reach such points hardly ever allows us to consistently evaluate the
path we have travelled, nor the determinant choices of the terms we have followed;
and so it is too in the field of our professional careers.
But where do we begin? What elements led us to choose such paths? And did we
really everhavechoices?
There are situations in the game where we had but one option. In reality, we had no
benefit of the choice. Indeed, there wasperhaps no other way. Thus fate was
determined. We followed fate’s course; and what remains, in the end, is that we
missed out on living our lives.
There are other times where the crossroads of life bring us into conflict, having just
two roads to choose from. And at such a crossroad, the choice we must makeoften
tends to suffocateour desires, expectations, hopes and affections. In such situations,
the point of arrival may seem to us an appropriate moment to state, perhaps almost
poetically that: "Maybe tomorrow, in another landscape, you will say that this was
justonegreat empty journey” (Fernando Pessoa). Yet, even knowing in the depth of
our consciousness the worth of anypath, we tend to reproach it.
There are seemingly more favourable contexts when the circumstances at play, in
facing choice, are rich enough to offer us multiple possibilities. Here, we are
confronted withan open maze. In the immaturity of our youth, with but few reference
experiences to interpret reality, we may well lose ourselves in the confusion
represented by the plethora of hypotheses.And our choice, then, can lead us to paths
that are not always lasting; indeed, ones often interrupted by insecurity, before we
are able to entirely make sense of them and use them. And we may have often
experienced a period whereby we simply freeze;quite lost and seemingly without
choice;frozen in the face of the variety of available openings. But time imposes
decisions upon us and we may not always find peace with the course we choose to
take.
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There are also personal experiences with intuitive choices for one’s professional
path, perceived early on in life and sponsored through family support at institutions
that mould the person. In such cases, there are no doubts, merely certainties, and with
a faithful heading (without any internal divisions) towards the desired goal. One,
thus, does not need to rush towards the destination, because every day the motivation
for the quest is renewed. Here, reaching an end-point of one’s career could, indeed,
prove to be the loss ofa sense of a lifetime!
Whatever our experience on setting outmight have been, it remains of upmost
importance to evaluate the arrival pointwe have reached. It might well be where we
want to stay; or it may be a new opportunity to make choices. At this point, the
awareness that Life is made of gerunds and not of participles is very welcome.
Understanding ARRIVALS as "pit stops" opens the eyes for the new landscapes
ahead ... Growing awareness of the paths we have travelled helps to open ourselves
to new journeys.
Taking ownership of the values that have guided and supported us throughout our
individual trajectories help us to remain at peace with our choices. Through
understanding that our hierarchy of values is dynamic and, indeed, matures as we
journey forth; this gives us the freedom to cultivate new ways of seeing the future.
The values of the Now support the choices of the Now.
Retirement is themoment to leave behind the "I have to" and embrace the "I can". I
have the power and the authority to decide my own life.
It is time to relax and celebrate that which has already been conquered, or to
illuminate oneselfso that one mightcatch sight of new destinies. Who knows -perhaps
release thatBeethoven, suffocated in the old choices imposed by restraints from
values, the times and bypeople; or perhaps to purchase those paints and brushes, so
often coveted yet never purchased; or even weigh up those spanners or chisels, the
once desired objects ofsome dreamy childhood; who knows, perhaps start that
business that you could never make feasible but always yearned to; who knows,
maybedig out that sleeping bag or backpack in the warehouse and undertake a new
journey to conquer some new map of life. Or perhaps, approach the keyboard or pick
up that pen and put to paper what is stored in both memory and heart. Perhaps it is
time to face the rich network of paths and make one’s address, where one dwells
today, the preface of a new chapter of life.
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All my digression here is merely a rouse to tempt the reader with such a valuable text
that Rafael D'Andrea offers us here: the adventure of starting over; so eloquently
approached with both technique and feeling.
I had the pleasure to follow the conception, maturation and construction of this work
and I am witness to the coherence, depth and dedication shown by the author in its
production. Here is Rafael’s great humane contribution: while seeking to answer his
own questions, he provides valuable resources for others to find the solutions to their
own burning questions. In times of "sharing", the treasure of each adds a little, or
even a great deal, to the great human capital. Rafael, as such, is a great contributor.
The committed writing of the author stimulates and guides ones view to elaborate, to
matureand to impel new choices. It is of great assistance to open one’s mind to the
fact that identity is greater than the sum of all the roles played in life. Just as for the
actor, each new character expands his / her archive of performance resources; each
new achievement through career change amplifies the perception of one’s own being
and of one’s own personal worth.
Dear reader, thus I invite you to indulge yourself in such profitable reading that I,
myself, have already benefited from. In it Rafael pronounces, like Fernando Pessoa
that: "Everything is worthwhile, if the soul is not small." And it's not.
Geszer Pires de Camarg –Brazilian Life Coach, Lecturer.
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Dedications
Some people have had good bosses throughout their careers, extraordinary teachers,
and inspiring colleagues. Yet, added to all these, I also had the great fortune of
finding a very wise Master in my life. This precious (Buddhist) Master,through
skilful means, showed me the path to the transformation and integration of the
individual. Without such support, I would not have believed that it were possible to
reinvent myself and overcome the difficulties of the world in which I lived and
continue living. Still,I could have fallen into the fundamental error of those who
settle for being one specific type of person at work, in an environment where reason
predominates, and yet another at home, where the heart would remain. In time, I
realized that we cannotdeceive ourselves with such pretence; and so the will to be
both authentic and whole prevailed. Rather than remain passive, I decided to always
behave proactively, with the clear understanding that we are the very product of our
individual decisions, even when we opt not to choose. I am so grateful for having
developed such awareness.
On the family side of things, I am blessed to be supported by my wife, Erika, as ever
a source of confidence and solidarity. This really helped me at my deepest and
darkest moments of doubt. I thank her for all the support she gave me with this
“work in progress”, as well as in my career in general. I would also like to thank my
friends at INSEAD and Airton Zanini, a true coach and friend. Neither must I fail to
underline my gratitude to the anonymous participants in my study. Special thanks go
to Agnaldo José de Lima, who placed such confidence in my work, encouraging me
to write about a subject in which I am still somewhat of a novice, despite a career of
more than 20 years.
I thus attempt to reciprocate such support through this work. If I had not written it, I
feel that I would have been wasting all the love that was manifested in the causes and
conditions I had to reach the place I find myself in today. Thus, I assumed the
arduous task and mission of committing my ideas to paper. I would therefore like to
dedicate this book to my parents who, despite the occasionalcriticism, never once
ceased to express their genuine desire to see me happy.
I sincerely hope that my ideas serve, if nothing else, as bridges for new stages of
personal development, for those that are in career transition at this moment. I also

8
hope that the book will serve as a source of self-awareness for professionals that
have not quite reached this phase, yet have recognised the inevitability of change in
the work area and wish to prepare themselves for happiness in their future
transitions.
Introduction
Why would someone choose to start a totally new career as their last professional
undertaking, instead of enjoying the results of their previously successful trajectory?
In this book, I have delved deep into the mind-set of successful professionals, who
were in the final phases of their working careers, in order to understand the
motivational factors that led them to drastically start over in different fields of
business, even without having any need to do so.
This work was the result of a study that I began during the master’s programme of
INSEAD, 2016, involving executives and businessmen of several nationalities. I
called the phenomenon “bonus careers”, because it deals with completely new
professional paths, initiated at a post-principal career moment of the participants in
the study (all aged fifty and above). Despite having based this work upon the
academic study, the book is not designed to instruct either students or professors of
these areas. My intention is to speak to the individual in transition, or to whoever is
thinking of starting a new career, irrespective of their age. On delving deeper into the
matter, I discovered a pro-work attitude related to retirement that had been promoted
by several sectors of society, including the majority of governments and NGOs,
creating a collective desire towards more productive ageing. The increase in life
expectancy of people in several countries has re-energized the careers of older
professionals. Early retirement is no longer the ideal plan1. The new paradigm,today,
is to remain economically active for perhaps as long as possible. Nevertheless, it is
not just any work that represents the ideal type of employment for the over fifties.
The desirable job is one that brings significance, a flexible routine and the emotion of
new challenges, content and relationships, a bit of fun, and one which is consistent
with the values of each individual, without threatening either their self-image or
social adjustment. Obviously, for the majority that need to work, there is a difference
between what is desired and what is actually achieved. However, this could be a
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temporary situation, and the search for the ideal should serve as inspiration for
everyone that decides, or simply needs, to change careers after the age of 50.
To address the matter, I have divided the book into two parts. In the first part, I use
the quotes from the very participants in my study to narrate, contextualize and
generally explain the phenomenon of career transitions after hitting the 50 years’ old
milestone. The first portionof the work, then, supplies the reader with a possible
sequence of decisions made by people that might have alreadyconsidered retirement
but who wished to continue working, and who analysed the option of entering into a
drastically different field or area from their previous experience. My aim with all this
is not to saturate the reader with definitions and concepts, much less profess “any
state of the art of thought” on the matter. The stories told by the participants of my
study are quite illustrative and will, I am sure, connect with any reader who is going
through such a similar situation, helping them to find themselves in the midst of the
chaos of late career transitions.
The actual interviews that underpin this work further map out the main financial
questions, family support, triggers for giving up their previous positions, as well as
the motivational factors involved in choosing a new career, as well as the decision
strategies that influence their transitions.
In the second part of the book, I attempt to share all this information in a more
organized yet not exhaustive manner, together with the best practices related by those
who have already experienced the transition and by other authors that have further
studied the subject from the similar perspective of an individual’s stages of
development. Therefore, I present personal recommendations, underpinned by the
registered narratives and existing literature, in the attempt to offer the reader a more
structured guide towards aiding transition.
Throughout the entire work, it is possible to recognise certain common points
between the narratives and recommendations: their sequence; the sentiments
involved in transition itself, and the decision-making strategies that the participants
used in their own migrations towards bonus careers. This was possible, because all
the people that took part in my study demonstrated a high level of self-awareness, as
well as a high level of motivation about what they did not want for themselves. They
further demonstrated a strong conviction in their individual objectives.
Whoever reads this book will identify with its content, if they have had to make the
decision, at some moment in their lives, about how to grow old productively. This
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book was not written for those that desire early retirement; to never have to think
about work again – nothing against those that decide to do as such – but it is simply a
case of identifying with a specific public. Nevertheless, once the decision has been
made to be useful as a worker, without concern for age, there is no turning back. In
my study, I perceived that even those that had actually reached retirement did so but
only briefly, returning to actionalmost immediately. The idea of working until the
limits of one’s physical and cognitive capacity, once fixed in the mind-set of a
person, will rarely fail to guide their behavior.
Curiously, after the interviews that I carried out in my study, I received some
feedback from the participants saying that the simple act of narrating their personal
experiences had led them to greater reflection upon the meaning of their current
activities and future steps, including that of definitive retirement. That is why I have
maintained some of the stories I heard in this book, while obviously disguising the
identities of the characters and companies and places. I believe that the identification
of the reader with such stories is an incentive for seeking the necessaryselfawareness and knowledge needed to navigate the deep changes that involve the very
identity of a person, such as in late career transitions.
Despite transition being a very individual experience, companies do in fact make up
the scenario where this play is enacted. The analysis of actual cases also allowed me
to generate certain advice for human resources and professional coaching
organizations in order to prevent companies from wasting their more experienced
talent, simply because they were not aware of their true needs, desires and necessary
motivation. I realize that excessive focus on content (i.e., job description, college
education, or hands-on experience) does not reveal the full spectrum of a person's
potential to perform well in a new role. Therefore, at the end of the book, I also try to
advise HR professionals on how to look beyond the stereotypes of mature executives,
identifying, beyond traditional clichés, their potential for learning and performance.
Finally, the book proposes a certain reflection for the younger generation about the
perception that being economically productive is a person’s passport towards fitting
into society. For the reader, the transcendental question remains: if at the end of our
career, after having generated all that desired wealth, we have only managed to
improve our personal relations, beauty, art and wisdom, wouldn’t this in itself be
enough?
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Part I – Possible Reinventions
Chapter 1
Life and career stories
I like to start things from the very beginning, as a trainee.
This allows you to gain space and to legitimize your presence.
Pedro (participant from the study)
My grandfather and I
I always wanted to understand how the manner and behaviour of my own forefathers
could help explain my own professional decision-making process. The men, in my
family, are generally long-lived and typically keep working up to the day they die.
Indeed, my father always bragged about the fact that his own father, at the age of 60,
had had the courage to start over again in a new businessas his partner (Fertilizer
distribution). Despite being materially comfortable, a man of means, Mr Armando
(my grandfather) built, after having reached the age of 60, a completely new career
that lasted right up until the end of his innings, at the ripe old age of 100, in 20152.
During his life, my grandfather, who had started work at 13 as a tailor, changed
careers six times, each one completely different from the rest (automobile salesman,
insurance broker, executive, entrepreneur, retailer and farmer) and at 80, he became
both a painter and author of his memoirs. Indeed, in the second half of his life, he
had already accumulated the means to stop working, but,for some reason, he never
did! Ever lucid, and while his physical strength afforded him, he opened his store in
the morning and shut up shop at night, every single day! Indeed, it seems to me that,
for him, the idea of not working was quite inconceivable. Born in 1914, into a family
of immigrant Italians, and sharing the house with eight brothers and sisters, Mr
Armando experienced the Great Depression, two World Wars, civil conflict and
other such trying times. As with other members of his generation, he was a hardnosed business man, but generous and flexible enough to skirt around the obstacles
that presented themselves in his professional life. One thing was certain, no crisis
worried my grandfather, as he had simply gone through much worse, and had always
made it through a winner. I knew all this about him, but I never quite understood
why he kept himself professionally active, or indeed, what the motives were for
changing career with such frequency. For this reason, I decided to both investigate
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this behaviour and further analyse the meaning of work and the careers of men that
throw themselves into new professions in the second halves of their lives. Thus, duly
prepared, and under the academic rigor required*, I set out to understand what drives
people to such career changing, something which I now, indeed, feel a part of,
despite being in my early 40s, having already made my own important transition
from company executive to becoming an entrepreneur business owner at just 30
years of age.

Footnote:

•

The thesis (monograph) obtained a Distinction, in 2016 in the Master’s program of
INSEAD (Singapore/ France).

My transition
“For most people, work is a primaryfactorin determiningthe overall quality of life”.

(Douglas Hall, 2003)
The decision to change careers could be either voluntary or involuntary. Sometimes,
we arrive at the conclusion that change is necessary, because we come to realise that
there is no longer any congruence between our specific professional role and the
expectations we perhaps had about our career. In other words, we come to
understand that the path we chose in the past will not lead us to the future we had
hoped for, and that is enough for us to change direction.
Nevertheless, in many cases we are forced to seek alternatives. Being fired, staff
cuts, illness, existential crisis and family problems are frequently recurring reasons
that force people to change jobs, change cities and, sometimes, careers.
I myself made a great transition when I was 30, hit quite brutally by a company
restructuring – a company in which I had worked for 5 years, ending up being sacked
without due cause. I had always been positively evaluated and I delivered greater
than expected results, year after year. At first I considered it to be an injustice; a
natural reaction. However, to make things worse, I was called in to headquarters,
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bang in the middle of my long-awaited holidays, to participate in a meeting with the
commercial director, only to hear that I, along with others, was now surplus to
company requirements. In short, I was to be axed!
On returning to the hotel where my wife was waiting, I was so ashamed and furious
with the lack of humaneness in the whole process, that I promised her that I would
burn my corporate badge and be my own boss from thereonwards.
The plan didn’t exactly pan out. In spite of the fact that I had opened my business
almost directly after my dismissal, within two months, I realized that my financial
reserves just wouldn’t be enough to cover the incubation period of the new business.
So, I ended up accepting a job in another State, as an executive of a Global Food
Corporation.
Thus began my double life: by day, I worked in the Multinational, where nobody
could know anything about my other business; and by night and at weekends, I
dedicated myselfto developing my own business. In a short space of time, I had ten
registered employees, but the business still wasn’t turning a profit. The work was
excessive and my absence at home was exacting a heavy price on my marriage.
Indeed, it was uncertain that married lifewould survive the first year of this unhealthy
approach to work. And so I decided, as soon as I could leave the company and
dedicate myself to my project, I would!
At the company where I worked, no one was suspicious about my parallel project;
and it must be said that such things were absolutelyfrowned upon at the time.
Obviously, I could never reveal my secret to anyone. The company line “one must
have focus” reigned, particularly at the management level that I had. I knew all too
well that the reaction would be by no means positive, were anyone to discover my
double life. One day, however, I was almost caught red handed. I happened to be at
reception in an office block in São Paulo, awaiting permission to take the elevator to
the offices of a client to sign a contract – the contract that would finally free me from
my management job and provide me with sufficient financial independence for me to
dedicate my full attention to my own business. The meeting would be tense; I had
presented an unusual proposal for the marketing area and there was little space for
revising costs. The client, nevertheless, had expressed a desire to sign a contract with
us. I was clearly nervous about the fact that I had invented an excuse for my boss so
that I could be there for the meeting during commercial hours, and it was that which
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was really bothering me. However, it was all for a good cause: my happiness! Many
renowned companies had their headquarters in that corporative tower in the south
zone of the city. Indeed, that corporative tower had not only the offices of my
prospective client, but also those of the marketing agency of the multinational where
I worked. While the receptionist was registering me, I heard the unmistakable voice
of none other than my very own boss, with his unmistakable Argentinian accent,
escorted by at least four other co-workers. My heart sank! I was doomed to being
discovered, to being exposed, to being caught red-handed? But it was touch and go!
The luxurious corporate decoration, however, offered opportunity. Saved by a giant
artificial green fern!
Moments later, on extracting myself from my hiding place, I came clean, explaining
my suspicious behaviour to placate the curious looks from the receptionist. The
receptionist laughed and replied with certain solidarity and comprehension: “I also
have two jobs … do you want to buy any Avon products?” How we laughed!
And so it was; that auspicious day that I signed the contract with my new client and
sent in my letter of formal resignation to finally become my own boss!
Consolidating the new career
My company was already 18 months old when, at last, I joined it. In the beginning,
my business card showed only the position of “Account Manager”, as I had wanted
people to think that I was just asalesman and that the company had something much
bigger behind it; even though it didn’t. Almost everything in the office had been
done by myself alone, plus one other employee! Ah, but those were great times, and
the company grew and transformed itself.
Ten years would pass until the business was humming along happily by itself and,
thus, with more space to breathe, I decided to look for help to find a higher
proposition for my professional life. I wanted to help others, not just myself. It was
thus that I registered for a master’s at INSEAD, a business school with a campus
both in France and Singapore. Perhaps due to my own personal life experience, the
idea of helping businesses to reveal the best in their professionals enchanted me. I
saw many opportunities in the corporative world, but I also wanted to help people in
career transitions to prepare themselves better to find the inner-strengthand to free
the transforming potential they possessed.
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With my master’s qualification, I became a coach and consultant in organizational
development. I saw a long-term purpose in such a career. I wanted to show that
people in transitions are not alone, that the process is not as disturbing as it might
seem for those passing through the eye of the storm. From personal experience, I had
realized that uncertainty is part and parcel of crossing the bridge between stopping
being who you are, in order to become someone new.
Transitions mess with our identity; they cause anxiety. But we know all too well,
despite everything,that our identitychanges throughout the different stages of our
lives. In his classic book -Seasons of a Man’s Life, 1978 - Daniel Levinson states that
in later stages (45-50years of age) a new life structure is formed and it is exactly this
that provokes us into making choices that imply new commitments and,
consequently, changes in our careers. I am still active and productive in my
Marketing Consulting firm, but I have already started to experience the possibilities
and challenges of this new phase. Aware of the long journey ahead, today I follow
the path of a voluntary transition towards a mature productive age and one with a
sense of purpose; and it is about such willingness that we shall now turn our attention
to.

Chapter 2
To build a career that has significance
Career and identity
“When I speak to other people, the first question they
ask me is: What do you do?”
(George, 73, interviewee)
A career is like a marriage. It is not easy to start, neither is it easy to end, whether
that means retiring or starting up again in another profession, A career is a
processof building up a relationship with many people and institutions, both
inside and outside the workplace environment, and for that reason it is so difficult
to leave such relationships behind.

16
In my research into careers, I met George (all the names herein are fictitious), a 73year-old university professor that had held a top position in a global marketing
agency before becoming a teacher at 60 odd years’ old. In an interview, he confessed
his fear about stopping work:
“... Retirement has a double-edged meaning. Retirement is what you do after
you stop working, but you also retire when you go to your chambers (…)
There is a sensation that things finish when you retire”.
He went on to say:
“Who I am is defined by the work I do … I just can’t stop thinking that if I
stop working, a great piece of me will be missing… when I talk to other guys,
the first question they ask is: ‘What do you do?’ ”
Careers are part of our identity. Many men, heads of families, become embarrassed
when they lose their jobs; they even find it difficult to look themselves in the mirror.
When I was fired, I felt ashamed. I had the feeling that a part of me had been torn
away, as if somehow I was incomplete. Work makes up part of our identity, of the
image we present of ourselves to the world. To change this is hardly a simple
thing, because it messes with the beliefs we hold about who we are, it shakes up our
self-esteem and, moreover, it alters our previous relationships with others.
In the exact same way, retirement, albeit highly desired by many, could be
considered a transitional stage of career3and, thus, presents the same challenges for
those going through the experience, particularly for executives that have always
worked and never really prepared themselves for “hanging up their boots”.

Raul, one of the CEOs that I interviewed, told me that he only realized that he had
retired when he handed in his ID card at HR and was escorted to the parking lot of
the multinational company, in which he had risen up through to reach the seat of
president. The impact of no longer having access to that corporative world was so
great that he entered a state of apathy and depression directly afterwards. Eight years
passed by until, one fine day, a job offer as a consultant dragged him out of his
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malaise;his self-imposed state of suspension frombeing a professional capable of
working.
However, not everyone reacts in the same way to losing their business card. While
the decision to continue working is linked to financial, social and family factors, it
also has much to do with psychological aspects that are closely linked to the notion
of one’s identity. For instance, one could not possibly say that Jacques Lewkowikz, a
Brazilian adman, winner of 17 Lions at Cannes, was looking to boost his income as a
pensioner when he became a trainee at Google at the ripe old age of 70, havingjust
sold and left his agency4. His search was probably more to do with renovating his
interest and the self-realization of feeling capable of learning something completely
new at the age of 70, and to demonstrate this to the watching world.
A new window opens after 50.
Thanks to the increase in both health and life expectancy, people today have the
opportunity to fulfil the phase that runs from approximately 50 to 75 years of age
with work that brings that certain significance –a sense of purpose– and, furthermore,
work that is based upon ones knowledge and capabilities5.
The increase in life expectancy associated with the modern possibilities of more
individualized careers, whilst being lessdependent on corporations 6 ,further helps
towards creating opportunities for careertransitions in later stages of life7.
Currently speaking, to delay definitive retirement is part of thecareer decision
making processfor many professionals8. Indeed, partial retirement has become the
professionals’ choice for more than 60% of retired Americans in the first decade of
this century9.
At the decisive decision making moment, when workers are forced to offset
retirement, or simply do so out of choice, they normally need to decide whether to
remain in their job, or to move to a bridge job, whether that be in the same field, or in
a completely different one10. Indeed, the press and several academics have reported
that an increasing number of people are choosing to start a new career in the mature
phases of their lives and careers11, which results in the need to rethink retirement. To
work in one’s retirement would seem to be a paradox, particularly when one
considers it to be a phase of life in which the individual either no longer manages to
work or, indeed, desires not to do so. On the other hand, if we consider this from a
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more practical angle, it is fully possible that someone reaches retirement age, or
legally meets such a condition, but still continues working.
Retirement should no longer be seen as the final stage of the professional life of
a person; instead, it presents the opportunity of experimenting something new in
terms of work. This is particularly relevant at a moment in which people in several
countries are concerned with the possible failure of public and private pension funds,
which, in principle, are designed to sustain them in their old age. If work is once
more becoming a “necessary evil” at the end of adult life, it should at least be chosen
inthe recognitionof what makes us happier and, ideally, it should bring us an intrinsic
sense of purpose.
Careers that offer authenticity
By definition, careersconstitute the very sequence people perceive of their particular
attitudes and behaviour associated to the experiences related to work and activities
(remunerated or not), throughout their life12. In other words, careersinvolvean autointerpretation of the transitions by which each individual goes through, and, as such,
involves subjective meaning, as created by each professional themself.
Recent studies with professionals over the age of 50 showed that the significance of
success in a career changes over the different stages of life. Modern career models
that are more open to changes but with greater control for the individual have three
different success-motivation components: challenge, balance and authenticity13.
In the initial stage of a career, challenge is the most important component for the
individual. In the middle stage, the weight of balance between a person’s work and
their personal life gains greater relevance in the concept of success; whereas, after
the 50 year milestone, authenticity becomes the main aspiration for the
professional14.
Authenticity is the measure of integration and coherence between the different facets
of an individual’s identity (for instance: one’s self-image as a professional, how one
is seen by one’s family/rest of society, and how to build a narrative for life and
purpose for what one does, etc.).
More “open” career modelsallow one to perceive the sequence of employment as
learning stages15. As one’s self-awareness increases from middle age on into one’s
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advanced years, the search for self-realization and the desire to contribute towards
future generations also become important sources of significance at work16.
The notion that one’s lifespan is a scant commodity has an important role in the
decisions of older professionals in regards to the type of work they wish to do.As
such, with age, the desire to do just what one wants to do increases, with a
withdrawal from disagreeable matters or indeed those that threaten one’s
psychological integrity.
“How much longer will I live?”, “Is it worth doing something that I don’t like or
don’t want to do for the time I have left?” – These are frequent thoughts that arise in
transition decisions in careers, post 50. The idea of being very old and doing
something that does not satisfy is much stronger when one has the financial
wherewithal to not need to deal with something unpleasant or that threatens one’s
psychological integrity.

Justifying his decision for leaving his post as director of a large agency to become a
university professor, George, one of our interviewees, expressed it in the following
terms:
“What happens to people in the advertising business when they grow old? It
is really not an industry for old men;they were probably going to substitute
me for someone they could pay less.”(...)“I didn’t have to put up with that
shit ... the real reason is that after a certain age, you can avoid involving
corporative politics in your life.”
The passage demonstrates George’s dissatisfaction with corporate politics and his
decision to exit such a context for having the means to do so. With maturity comes
also the concern to foster and teach future generations. This phenomenon has been
coined “generativity”. Leaving a legacy from which the younger generations can
continue your work creates the sensation that some part of your identity – the work –
will live on for ever. This same notion is implicit in the common concept, whereby
every man, before they die, should plant a tree, have a son and write a book. This old
cliché is not the typical notion of a youngster of 20; it is, however, a common idea
held by those who have passed the half-way mark in life. As Douglas T. Hall, a
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renowned author and researcher of careers, explains, “generativity”works as a kind
of antidote, which softens the idea of death.
Work as an antidote to the passage of time
My grandfather, on my father’s side, was 62 years older than me, in other words,
from as long as I can remember, he was old enough to have retired. However, as I
have mentioned, he never stopped working. In my childhood, I often heard people
making comments about Mr. Armando such as: “If he stops working, he’ll die”; and
it would be true to say that keeping active and busy is tantamount, for many, to
keeping oneself alive. The fear of “not being able to keep oneself busy will lead to
one’s death” is common, particularly among male professionals17.
Certain academics explain that; to be immersed in a fluid experience may indeed
neutralize the sensation of the passage of time. Now, this, then, relates to the notion
of mortality. Yet, is keeping oneself busy in any job enough to keep someone going
until they reach their century, like my grandfather did? And what would the ideal job
be for the matured professional?

George chose to be a university professor; not because he had a doctorate per se, but
rather because this work brought with it both respect and purpose in his mature life,
as well as offering a flexible routine and the adrenaline of a new challenge. Dealing
with young students and other professors seemed enjoyable. The new profession
gave him the chance to discover different things, increase personal relationships,
while being consistent with his ideals. Like other participants in my study, he did not
just want to occupy his time; he wished to immerse himself fully in this new and
fluid experience, and with the exception of marking tests, the new dynamic of classes
made him feel reinvigorated with life.
Childhood dream
Studies show that when someone perceives the realisation of personal potential, it
further serves as a motivating factor for the transition towards new careers18. Based
on such arguments, it is perfectly possible to consider that someone who had not
followed the job they dreamed of as a child could, in later life, seek to make this
aspiration come true in some way or form (whether objectively or subjectively
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speaking). In compliment to this, studies demonstrate that people who had had the
opportunity to realize their vocations are less likely to want to interrupt their current
careers, than those that had not fulfilled their original vocations19.
Of all the executives that took part in my study into late career transitions, Marco
was the one that intrigued me most. He always defined himself as a spiritual
medium. When he reached the age of 50, after amassing a fortune in a branch of the
chemical industry, he left the companies for his daughter to manage and went off to
dedicate himself to charitable work. At fifty years of age, Marcos says that he
decided to stop working and create a centre for spiritual healing, under the counsel of
his spiritual guides.
In a long conversation, I asked him what he had wanted to become when he was a
child. “When I was a child, I wanted to become a Catholic priest” he said without
blinking. After a long professional career, Marco had decided to become a spiritual
leader, and he felt fulfilled in having made this choice, so close to his original
childhood fantasy.
“The people who live around me, who seek faith, see me as the healer. There
are some people to whom I simply cannot say that, in reality, it is my spiritual
guides that cure [...]for them, I am like a God.”
I understood that to seek to relive old vocations from one’s childhood and youth, the
ex-businessman had found meaning in his new career.
Something similar happened with Pedro. His childhood dream was to be like Marco
Polo, the famous Italian explorer andstoryteller. Fifty years later, after having lived a
good part of his life and career as a vice-president executive in Asia, he ended up
returning to his country, in South America to work as a university professor. “I am a
great storyteller in class, (...) on certain occasions I manage to move my audience to
tears”, said Pedro, comparing himself to a modern Marco Polo.
Although the tales of Marco and Pedro are both real and quite plausible, they merely
signify that a dream of another phase of life can provoke a professional search in
later life. It is important to underline that the idea we have of a “true self” waiting to
be discovered is currently questioned by many authors such as the respected
Hermínia Ibarra. For her, it is from our professional habits that we form our working
identity, or indeed, a professional identity. Ibarra states that, through experimenting
new activities, we discover how apt we are at doing them and, from such practising
of our abilities, we form and reinforce a notion of identity that did not previously
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exist. This vision is complemented by the theory developed by Donald Super, who
describes the career as a synthesis between the concept that an individual has of
himself and the requirements and expectations involved in a professional role. This
encounter only takes place in the work environment and reveals itself as the
professional's role evolves in the organization. Thus, the career consists of a series
of decisions and choices, not a single event. For this reason, professional identity
would only be formed in practice, corroborating Ibarra's assertion that a "true self
that has not yet been discovered" is nothing more than a myth (Ibarra, 2004, p. 35).
Creating values
“At their best, careers providea sense of meaning and purpose in life. They are a
way of expressing the self.”
Douglas Hall (Hall, 2003)
Hamilton was the most senior in terms of age of the ex-CEOs to participate in my
investigations into transition careers. At the age of 79, he was still very active, but
said he was close to retiring. Observant and friendly, like a grandfather that carried
the wisdom of his years, Hamilton was onto his third very own enterprise since
leaving his job in a pharmaceutical company where he had been the president. The
executive created companies and then sold them, with the same ease of someone who
changed cars from time to time. He confessed to having started to disengage from the
career of being a business man. This attitude of detachment or "de-identification" of
work is common before a meaningful professional transition 20 .His last creation
would be left to his daughter - something that gave him real satisfaction, since she
had participated in the venture from the very outset.
Our conversation took place in his house, comfortably seated on the lounge sofa,
surrounded by paintings and decorative objects of very good taste. On seeing he
enjoyed paintings, I chose to break the ice by telling him the story of my grandfather,
who had started painting, aged 80, and didn’t look back right up to notching up his
century, having exhibitions in clubs and public spaces in the city where he lived.
After telling the story, Hamilton asked me an unusual question: “Wasn’t your
grandfather shy to show his paintings in the city he lived in?”At this point, it
occurred to me that he himself might also wish to be a painter or artist, and thus I
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returned his question with “Do you paint too?” After saying that he didn’t paint,
Hamilton corrected himself somewhat, revealing the fact that, as a child, he was
good at drawing and had wanted to become an architect, but life (the death of his
father) had taken him in the opposite direction.
I felt that this was said with great emotion, so I replied that my grandfather had never
been ashamed of his paintings and what he really liked were his abstracts. He painted
to touch people, not to demonstrate expertise with the brush. So I continued, "Will
you continue to work after this venture?" There was a long and heavy silence.
Hamilton looked around him (his eyes were narrowed), but he said nothing. In my
mind, I imagined him considering starting to draw at the age of 80, just to touch
people’s feelings.

Something similar happened to George. He had already passed the 70 milestone and
had been teaching classes in the university for more than ten years. He was happy
with the second career that he had chosen; however, as I previously mentioned, he
detested correcting exams, marking work and dealing with the academic
bureaucracy. In his youth, George, who was very cultured, had studied music. As a
saxophonist, he was part of a jazz band in his town. I asked him what he would do
from here on out in life. Without hesitating, he said: “Stop? Never! But I would like
to play more with the band … I had never stopped to think about this … I’m already
over 70 and I should dedicate my time to practicing the saxophone, if I want to
continue playing in the future…” The very act of narrating his own trajectory had led
George to ponder about what he really wanted to do in the years that remained.
Indeed, it is amazing how the role of art generates satisfaction for those that do it, I
commented, remembering my grandfather’s paintings.
The stories of Hamilton and George lead me to conclude that to be relevant in society
and useful for people may have several meanings, such as providing the material
wherewithal for the professional development of children and grandchildren, or an
effort to rescue lost relationships. However, it could also represent the creation of
beauty in the form of music, painting, poetry, etc., with the purpose of creating a
much deeper connection with other people. Perhaps this reflection has helped me
finally understand why my own grandfather exhibited his paintings as a form of self-
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expression (even though some of the canvases were not so brilliant, technically
speaking), for others to appreciate in his hometown.

Oil on Canvas by Armando D’Andrea – Abstract, 1997
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Chapter 3
The “new” intern
Too early to retire
In the film“The Intern” - (2015, Warner Bros), Robert De Niro plays the role of a
healthy and clear-headed man that had come to the end of his career, but who realises
that he needs to remain active to be happy. Bored with being retired, the character
applies for a position as an internat a start-up company. Green in terms of the job
specifics, but incredibly astute with people, and with skills in dealing with difficult
situations, he ends up becoming a kind of indispensable counsellor for everyone,
including the CEO, a youngster of twenty-odd years of age. The story is both
enjoyable and revealing because it demonstrates situations in which the content
(tasks and responsibilities) of work may prove somewhat challenging forthe older
professional, while inter-personal relationships – which are easy for him to deal with
– seem insurmountable for the inexperienced youngsters. The film provokes
reflection upon what is most important, the relationships in the workplace, or being
able to dominate the content of the job itself. It also shows how the generational
diversity can make this whole context richer for organizations. As with the character,
played by Robert De Niro, the choice or necessity to continue working up until a
more advanced age is becoming the rule these days.
Bonus careers and professional legacy
With the increase in life expectancy and healthier aging, cases of radical
careertransition in later-life stages are abundant throughout many countries. And this
indicates a change in the nature of retirement and careers. Currently, career cycles
are becoming more concise, less linear and less influenced by corporations,
becoming much more controlled by workers themselves. These new ways of
working are allowing professionals to grow older actively 21. According to certain
academics,within a short space of time, due to these new models of careers, the
chronological age will be less relevant than the time within the career cycle
itself22;excellent news for older professionals!
In my study, I discovered that the majority of professionals over the age of 50 see
themselves as being much younger than they really are. “I see myself as ten years
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younger than I really am”, one of them professed. Such a phenomenon is known as
“phantom age”23. It indicates, amongst other things, the individual disposition for
work. Apart from physical health, executives that possess mental clarity and
overwhelming energy do not wish to waste their potential.
Today, there is a 20 year window of opportunity for workers to start a new career,
from their fifties to their seventy years of age 24. This new stage has been coined
encore career, or “second act” of one’scareer, by a range of authors over the past
decade. When done voluntarily, the transition to a different area from the previous
one is what I like to call a “bonus career”.
If our sixties are now the new forties, as the popular saying goes, it is to be expected
that the search for personal meaning, which previously occurred towards the end of
ones thirties or forties, now extends to this age as well. Bonus careers bring with
them the possibility of the professional taking control over his job, seeking to
achieve that which brings greater return and significance itself; as the story of
Satiko will illustrate.

Satiko was born in 1952, the eldest daughter in a typical patriarchal Japanese family.
In the culture of that country at the time, women either did not work outside the
house or were found employedonly in certain professions. One day, when she was
studying high school, her father had a conversation with her about work. He
informed her that, in the future, there would be more job opportunities for women,
“apart from becoming wives and mothers”. This conversation filled Satiko with
hope, as she wanted to become a journalist. Years later, on leaving university, she
was the first woman in her country to work as a specialist in public relations in a
large German company. Very few women worked in the corporative world in Japan
at the time.
Her father died soon after, leaving his eldest daughter with the responsibility of
supporting her sisters and taking care of the family. With her motivation reinforced
with necessity, she rose to the rank of manager; quite a feat back in those days. For
Satiko, working was equivalent to caring for her family. By doing so, she did not see
herself as transgressing on any social norm in Japan at the time; and this brought
about the certainty that she was doing the right thing, despite the prejudice she
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encountered for being a woman. She was, indeed, the first Japanese woman to be
sent to study outside the country by the firm she worked for.
At that time, companies unilaterally decided where to place their employees, and the
expectation was that a person would stay with a company as an employee for some
30 years or so. Thus, Satiko was sent to the quality control area, and later, after a
merger with another European company, she went on to join the human resources
department, where she stayed until she reached the maximum age for retirement,
aged 60, as a director. Retired but still active, she continued to lend her services as a
consultant to her former employer for a further two years, at which point she decided
to set up her own business. “It was the natural path for me; I was far too young to
stop”. On being confronted by her family regarding her reasons not to stop, she
concluded that her family did not understand that, at 62, she didn’t want an easy life
of relaxation, and that she “needed mental stimulation and challenges”.
As an executive, she had pioneered the Japanese business environment, having been
awarded prizes on several occasions for her business conquests. But none of this had
much value for her. Used to breaking paradigms and generating admirable results, on
starting over, Satiko saw the possibility to continue innovating, to prove to herself
that she was capable of obtaining success in a bonus career. She told me that she was
not concerned about leaving a legacy for future generations. Apparently, her
professional identity is based upon personal achievement (of being capable of setting
targets for herself and accomplishing them) and further contributing by being a role
model for other women of her time. This feeling of having the competence to achieve
one’s objectives increases the self-esteem related to professional activity25. People
who have this experience of self-actualization are normally more likely to aspire to
achieving further new and increasingly difficult targets26.
Aged 66, Satiko sees a business opportunity in helping out other executives that are
about to retire, to make the transition in the best possible way, remaining active as
she has done. Her objectives are to continue studying and working in the education
of older executives. “Considering that the population of Japan is growing older,
perhaps I am to be a pioneer once more, in this area” Satiko concluded.

28
Late transitions
At this point, I shall turn the focus onto the patterns and sequences of events and
logic that lie behind the decisions to radically change career after the age of 50
(bonus careers). It is important to highlight that the cases I describe by no means use
up all the possibilities, neither do they make any analysis final, in any way. Although
my study had not be constructed to obtain such conclusive answers, I believe that, on
proposing a plausible but hypothetical structure regarding the decision making
process, it could well serve as a model of thinking, a kind of roadmap, as it were,
with which professionals in this situation may compare themselves and discover that
they are not alone, as such, and thatthere is a certain order to the chaos of radical
transitions.
Many studies on careers describe the transition process. I, personally, based myself
on the work of William Bridges and Hermínia Ibarra, who set out the following five
main stages of transition that inspired my research27:
1) Triggering events: those that provoke change
2)Endings: when we leave the career we had
3) Neutral zone: when a person has already abandoned their career, but has
yet to start a new one, constituting a moment of great anxiety
4) Exploration of open possibilities (possible selves), and, finally
5) New beginnings: the starting over in a new career
Even before an event triggers the real need for change, we contemplate (over and
over) the very possibility of change itself. And it is only when we reach a certain
limit to our tolerance to the status quo that action becomes urgent. Most people
consider the possibility of radically changing career, but few carry such a desire
forward.
If you are reading this book, you may well have thought about changing career. But
perhaps for a long while, while things were going well, change never even crossed
your mind. Suddenly, however, something inside of you pulled the trigger in your
mind, and the desire to start anew, with a clean slate,beganticking again.
Contemplating change
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Considering the possibility of change precedes the process in itself, and the order of
events becomes clearer from the example of George, vice-president of anadvertising
agency turned university professor at the age of 60.
On seeking an answer to his very own question, George perceived that the
marketplace, in which he worked, did not necessarily recognise or value experience
as a differential:
“What happens to people in advertising when they grow old? To be quite
frank, it is not an industry for old people […],they will probably replace me
for someone cheaper.”
At the age of 60, George knew that he would have to reinvent himself in some other
industry, if he wanted to continue working. This motivated him towards thinking of
career alternatives from that moment on. One day, when his disposition to dealing
with young “arrogant” admen snapped, he decided it was the right time to leave the
company. George resigned and made an agreement to work for his former employer
as a freelancer.
The scheme of working solo worked well with his former company. Working at
home, George even gained other clients from his former contacts, but the motivation
to carrying on working in the sector had alreadyfaded.So, when he was invited to
give a lecture to post-grads in marketing at the local university, he found a new
spark. He felt both happy and enthusiastic, with a rekindled will to work. On
discovering that George had a PHD from Oxford University, the director of the
business school invited him to teach a number of classes, and in no time at all,
George became a full career university professor.
An open mind for learning
Despite the encouraging messages transmitted by pharmaceutical ads, growing old,
as we come to realise, is actually a hard reality. I have never met anyone over 21 that
confessed to feeling happy about getting older. Neither, in my conversations with
senior executives, did I meet anyone that had enjoyed the idea of really stopping and
retiring. In a society bent on consuming and production, people don’t want to be
identified as unproductive and idle, with too much time on their hands. In people’s
minds, such an idea could be associated to a derogatory image of someone who no
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longer produces anything in society and has become an outcast, some sort of a
pariah.
Indeed, we try to keep ourselves young at all costs, at least in appearance. But, as the
popular expression goes: “the age that matters is one’s mental age”. In this sense,
growing old offers the possibility of reviewing ones professional identity,
prejudices, paradigms and pre-formed ideas about things and people.The key
behaviour in this process is the learning, particularly experiential behaviour, which
suggests the need to listen to criticism, observe one’s environment, seek feedback,
adapt oneself to both different cultures and mutating roles 28 , modifying the very
environment in order to obtain satisfactory answers to personal goals and, thus,
continuously integrate these results back into one’s professional identity.
Retirement is not the end
Despite what young people might think, retiring is quite a painful experience for
those who have gone through it. Raul, a former CEO, with whom I chatted, told me
how he had become depressed on going out the door from work for the last time. In
his company, executives received compulsory retirement at the age of 65. And
although it is true that people look to this day practically throughout their entire
working lives, when that day finally arrives, the sensation felt by many is one of a
pure vacuum, one of extreme loss. In Raul’s case, his depression lasted for years,
until he finally managed to adjust to his new reality. Raul tried travelling, took his
hobbies seriously, became closer to his grandchildren; but nothing filled the void that
work had left in his life. No longer having the visiting card of a large company, with
his name and position printed on it in bold, really affected Raul to the point of taking
almost a decade for him to manage to get back into employment with a part time job
as a kind of project consultant for a firm of former colleagues.
Being open to learning is exactly the point of departure for someone that is
looking to start a new career. To want to be aware of, innovate and reinvent oneself
is the driving force of change. Growing old is not a choice, but growing old
productively is a decision.
A second “blossoming” for one’scareer
There are many cases in which the professional finds within his new bonus career the
fulfilment that they had never felt through their entire working life. And this not only
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applies to cases of people that had boring careers without any greater purpose in
plying their professions. The case of Adam is somewhat similar to Raul’s; however,
there is a fundamental difference in his story, as he told me:
Adam had worked throughout his life with one ideal of helping vulnerable people.
As an executive in the third sector, he created and managed projects that helped
millions of people over decades. Retirement arrived when he was close to his 70th
birthday, an age at which his own father had retired. Adam relates that his father had
been very active in life; however, after stopping work, he just sat all day in front of
the television screen. His experience, he felt, was heading in that same direction.
Retirement appeared a tedious concept for the executive that needed to keep busy in
some fashion or another. The memory of the death of his father (soon after retiring)
really frightened him. With a healthy financial reserve, Adam thought travelling
would distract him, but after a while, even this became somewhat of a bore. What he
discovered was what made him happy was work itself, and so he decided to return.
“If I had been enjoying myself, perhaps if I were one of these guys that go off
on some ocean cruise, you know, for four months of the year, or do some
other stuff – but I find all of that quite boring.”
Adam had bought a coffee farm in Central America as an investment and, after a
year of retirement, he felt that this could be a new way of passing his day to day, as
he told me during our conversation:
“Being a farmer didn’t interest me and I was bored... And then my wife said
‘perhaps you should learn something about your coffee farm’, and that kind
of clicked. (...)The way I would describe it is that the ‘coffee bug’bit me, and
then took control of my entire life...”
He recounts that the coffee farm was a second “blossoming” of his career. There,
apart from tilling the land, he created a successful touristic centre, receiving
international visitors and coffee lovers. During his first career, the executive had
spent his entire professional story as a director of a social assistance NGO in the
USA, and he considered himself fulfilled with his development; however, he now
wanted to do something purely for pleasure, as he himself points out:
“As I understand it, you spend so much of your life working so you should
really try to get into something that you enjoy doing.”
For Adam the new job is pure fun:
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“[In the beginning] I was really learning about the different coffee cultures of
the world, so that was fun for me;(...)every day is very exciting...”
After having had an admirable career with elevated purpose and achievements, as
director of beneficiary NGOs, he had found in his bonus career the pleasure of doing
something that he loved, to the point whereby his activity as a coffee farmer didn’t
even seem like work,nor retirement. In other words, he had conquered professional
satisfaction in the new career, as he described in his comment about the day-to-day
of his tourist coffee farm:
“You never know who you are going to come across, who you are going to
meet, and it is always great when you pick up a car full of young 25 year-old
Swedish ladies (he laughs). You never know what is going to happen, and
that’s fun … I am happier than I can possibly imagine I would have been in
retirement. Now, is this retirement? - Probably not; of course not. I mean, I
spend hours working, but the hours are full of excitement … but I never feel
like I have to work.”
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Chapter 4
Saying goodbye to the old career
When should I leave my current employment?
As I mentioned, a career is a relationship between many people, both inside and
outside the work environment. As such, it is not easy to break these institutional,
emotional and practical links. Nevertheless, everything has its limits. There is a point
where it no longer becomes sustainable to remain in the same place and, suddenly,
the desire to start over from zero arises once more. In general, this occurs in response
to some trigger or other; a critical event or threshold which, due to its intensity,
compels the professional to stop and review their expectations about the future.
The statement from George about his leaving the publicity agency provides a certain
measure of his own frustration within the company:
"When you are dealing with younger people, in their 30s… sometimes they
become defensive because they don’t know anything, they are not really
listening to you … this type of frustration, when one is older, becomes quite
irritating … I suffered this too much.”
In my research with older executives, I noticed that the catalysers that helped prompt
people in their decisions to leave their jobs is very related to the threat to the
professionals own individual personal values and self-image.
One of my subjects, Roy, had been the vice president of a large consumer-goods
company. Having spent a large part of his career in the human resources area, he paid
particular attention to the comments from colleagues and, indeed,observed the way in
which he was treated with great care and attention. In outpouring his feelings, he
revealed how he felt at the end of his period as VP in the American firm where he
worked:
“I didn’t want to be labelled as resistant, as one of the old-school guys that
just didn’t want to move on... it is very unpleasant to be labelled as such... to
be judged in this way... because it makes you feel old(...)which means to say:
‘Enough! I don’t fit in here anymore!’It’s common for this to happen, when
the company doesn’t see you as someone capable of helping growth, but
rather as that which is preventing this (...)in my time, I also had to make
changes.”
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To be seen as resistant, or even retrograde, is one of the most undesirable situations
for older executives.As a defence mechanism, the desire to not be labelled as
outdated, to flee the age discrimination,added to the image of being obsolete, all
influenced Roy’s decision in his search to start over in a new career as an executive
coach. Ray’s own words clearly demonstrate his feeling of impotence, of being
totally incapable of changing other people’s opinions about himself for so long
where he worked; and this made him think hard about abandoning his job and career:
“And so I felt –and this is psychological– that this is a lack of consideration
... for my know-how and experience when someone comes and says: ‘you
have to do this and that... you have to change all this, this work is shit’. So
you start to feel totally disrespected. And if you–at some point– decide to
raise your voice and confront them, you know… in my experience… these
guys take that as criticism, not as a reference or learned opinion. That is
what gets to me (…) I was feeling bad. I had already seen that film and there
is no happy ending to it. So I decided to just stop.”
People may have a greater or lesser tolerance to corporative politics. Daniel, for
example, was one of the great businessmen that I interviewed. He had sold his
fashion company to an investment fund. During the transition period of the company,
he remained in command of the business. However, he felt great difficulty in dealing
with the executives, appointed by the fund, in the running of his former company.
Corporate politics that proved incompatible with his more authentic style of
administrating the business were the final straw that resulted in his leaving the
company, where he could have remained longer, and further caused him to redirect
his career. “I reached the point in life where I can choose my own path, period!” The
clarity of personal objectives and financial backing provided him with the incentive
to seek out professional satisfaction in the area of construction and decoration of high
standing luxury properties. This job offered him the convergence of personal
interests, fitted well his more adventurous, daring and independent nature, and were
also compatible with the wealthy social environment in which he lived and where he
would find his own clients as “builder/interior decorator”. In every sense, his new
career was a “perfect fit”29.
There are several other factors that could accelerate the abandoning of a career.
Boredom and the loss of professional satisfaction in one’s job were causes mentioned
by some executives as precursors to drastic career changes. Independent of the
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motives mentioned, a deepening self-awareness was the factorthat allowed these
executives to understand the limits of tolerance for abandoning their careers.

Increase in self-awareness as a catalyst of change
In general, a disruption to one’s self-imagecreates a domino effect towards
prompting transition. But such a rupture can also be caused by a sudden increase in
self-awareness, acting as a catalyst, as in the case of Pedro - a participant in my study
- who provoked his own resignation at the multinational consumer-goodscompany
where he worked.
The executive was married with two children at university, when he realized he was
gay. For years, psychotherapy had helped him to deal with the ambivalence resulting
from sexual abuse in childhood. One day, Pedro concluded that he was, indeed, gay
and that what he wanted was to live his life openly and fully, in line with his identity.
He decided to tell his friends and family in a well-planned fashion. Aware that in the
country where he worked, with a majority of Muslims, that his company would find
it inappropriate for a VP to be a declared homosexual, he broke the news at a happy
hour with colleagues. And he did it in grand style and effect, provoking his
resignation:
“When I told my friends that I was gay, I did so in a bar (...)I did it on
purpose and in a way in which the story would quickly reach central
office.”(...)“I was going to leave the company and retire through the company
retirement programme... but I was fired two years before this, I made their
days hell. I was fired with an indemnity package. They could not stand me
anymore and vice versa ...”
Pedro got the indemnity package he had sought in order to change his life. He
returned to his home country, where he started teaching and giving lectures to
companies in his area. The expansion of his self-awareness opened a path through
which he could radically change both his profession and life style, integrating his
professional identity with his actual sense of self.
Involuntary career transitions
Unfortunately, not everyone reaches the age of 50 with the option of voluntarily
stopping, continuing or changing to another professional area. For many, to keep
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working is an obligation and changing areas; a necessity. Arthur, one of the last
people I interviewed, reached the position of national sales manager for a coffee
company, in which he had worked until almost reaching the age of 50. At this age, he
was fired by the organization, which at that time was going through a downsizing of
senior managers. Arthur felt that the market was not receptive to professionals of his
age and had thus decided to accept an invitation to become a consultant.
“I hadn’t accumulated enough savings to stop working. It also seemed to me
to be a waste to stop so early, having built up so much experience.”
Arthur didn’t find a new job in sales, and that is why he embraced the opportunity of
becoming a consultant. However, he said that he wouldn’t have retired, even if he
had had enough capital reserves to do so. Later, he did his Master’s degree, a period
in which he needed to reduce his expenses and even count on the support of his
family to keep him without working for two years. Shortly after obtaining his
Master’s degree, he became a university professor, at the age of 60.
Purpose as a motivator for transformation
The search for personal purpose can be a strong motivator of career
change.Some of my respondents cited purpose as meaningful; they stated that
feeling valued by othersor helpful and contributing to others, especially new
generations, is especially gratifying at the stage of life they had reached.
The case of Alex illustrates such a personal search for purpose. After 25 years of a
career in a large car manufacturer, in which he had reached the position of CFO, he
felt that his energy had been drained. His dream of reaching the level of a general
manager would probably not become a reality, and he was frustrated with the
organization where he worked. For that reason, he decided to try something with
greater personal significance.
“Well ... to become the general manager is not so simple... And it is for this
reason that I would also like to work in an intercultural fashion (...)I believe
that I can definitively help organizations to survive in this world.”
Following company policies, the executive managed to take a sabbatical year, during
which he tried out several activities; he studied and travelled. After having lived in
several countries for work at the car manufacturer, Alex, at 50 years’ old, had enough
savings to simply stop working, once and for all. Nevertheless, the executive asked
the European head office for unlimited time off, without pay, and set up a consulting
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firm for ex-pat executives and organizations that were expanding into Asia. He felt
that this job would provide purpose in his life, enabling him to use his knowledge
and experience to help other people and organizations. As he, himself, described it:
“I feel it is time to pay some dividends back to the world, returning a wealth
of knowledge that I was able to accumulate. Not financially, but in knowhow.”
Here are some more examples that prove the importance of purpose as a
motivationalfactor for several of the other people I interviewed:
George explained the difference in legacy between publicity and the work of
university professor:
“My legacy is in the people that I teach and what they achieve. As such, I
believe it is like having a child… my legacy in advertising is so small, and
impermanent. But when you connect with students and you see them
becoming interested in matters, and you see them developing as people; it is
satisfying… And so they go off and get a job and the return is very quick; if
someone I taught wins a prize… I feel proud of this.”
Adam adopted a model for fair trade (Be“fair” in the remuneration of employees):
"Here we have an agricultural minimum wage of 11 dollars and 19 cents a
day for a coffee-farm worker, and most farmers are paying their employees
between $ 7 and $ 8 a day!"
Roy became an executive coach:
“I do not want to be reminded of the factories I shut down, but of the people I
worked with ... They grew up both professionally and personally, and they're
happy ... ".
What all these examples have in common is that they were motivated more by
personal fulfilment, through the knowledge that the work they have begun to
dedicate themselves to has meaning for others, rather than just the mere satisfaction
of their own ego in furthering their particular career.
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Chapter 5
Know thyself
Knowing your transferable skills is more important than mastering the contents
of your new work
Late careers transitions can be a source of reaffirmation for older professionals as
well as filling many possible aspirations; for instance, attending a specific vocation,
or being the source of purpose through one’s work.However, the decisions that lead
to such transitions can be affected by several factors. Existing external influences
(socioeconomic, family, organizational, etc.), social and psychological influencers
and time constraints play an important role in the decision-making process of older
workers30.
On examining decisions of the participants in my study, I noted that there was a
common question which my interviewees asked before moving to a new career: “do I
have the skills to learn and adapt?” instead of: “do I know how to do the tasks in the
new job?” I observed that work content was not nearly as important for the
participants as the necessary competencesneeded in order for them to do well in the
new line of work.
Even without mastering the specific content of their new occupations, all the
executives that successfully made the transition to a radically different career from
the previous one knew that they could acquire the necessary skills for the new job.
They also assumed that they would learn these new skills in a relatively short space
of time. Time, itself, is a limiting factor that could determine whether a senior
professional will be able to reach their objectives within the productive period they
have left in life31. As such, older professionals tend to make safer bets for their bonus
careers. As the content of the professions is perishable, in other words, content will
almost certainly tend to become obsolete, an effective strategy to change is to look
for jobs based on the same skills as those developed in the previous career,
albeit in different lines of work.
The expectations of Daniel, a former fashion businessman, in becoming successful in
his new occupation as an interior designer/ builder of luxury houses was a
fundamental motivator for his new choice of career.
He had created one of the market’s best known brands all by himself. His dozens of
outlets attracted the attention of aprivate equity fund, which ended up convincing
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him to sell his business. As I previously mentioned, Daniel had difficulties adapting
to the new management model of his company and, as soon as he could, he left the
company. Always bold and visionary, Daniel, now in his early 60s, needed to do
something useful outside the fashion segment, in which, by contract, he was barred
from competing for several years. He explained to me his decision to become a
builder / decorator of luxury homes:
“I had always worked with beauty; with design. To dress a woman or
decorate a house is the same kind of thing. So, when you work with
decoration, you are dealing with textures, cloth – it is a very similar process.
The work is very similar. You could be preparing the new season’s collection
or the decoration of a house… it’s the same. If you have a good eye for one
thing, you have a good eye for the other.”
Practising adaptive career behaviour, which means, the behaviour that leads to
success, is affected by the belief in self-efficacy. This, in turn, is the personal belief
of having the necessary skills to achieve some career goal, or to have the ability to
deal with specific obstacles presented by a new task32[See box 1].Therefore, people
tend to adapt easier when they believe thattheypossess the necessary capabilities
to performance well in the career they chose 33 . Research shows that the
expectation of professional success in the future work directly affects the intention to
carry on working 34 . After all, nobody wants to enter a game to lose, as Daniel
indicated in his interview:
"If I have a dream, I go and make it happen. I have the capability of making
things happen. I am very good at that. I want, I think and I make it happen."
Whereas, when dealing with the need to develop different skills, the professional
may believe in their ability to continue learning, and still do well35.Knowledge of the
attributes regarding success in Daniel’s new career and the alignment of success
factors from his old career were key motivating factors for him to feel comfortable in
starting a new career that was different from the previous one in terms of
content/know-how. He chose to avoid the stress and the expenditure of time needed
to learn new skills by choosing an activity in which he knew he would succeed, as
indeed he did. In just two years, he sold all the high-standing luxury houses he built
and decorated.
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[Box 1]
Theory of self-management of social cognitive career transition

The main theoretical framework applied to the analysis of their stories was the self- management
social cognitive career transition framework (SCCT) from Lent & Brown (2013). SCCT is a career
transition theory based on social cognitive theory (Bandura 1986). This theory holds that individuals
are influenced by cognitive and contextual variables when making career decisions. Lent & Brown
“self-management SCCT” is a recent extension to this theory. Its basic assumption is that the factors
influencing career transitions are more related to the cognitive process of transition than to the content
of the job itself (a typical vocational approach). It also relates different developmental stages (life
stages) to the ability of the professional to self-manage his/her transition. In contrast to previous
SCCT models that examined transitions to different careers from a vocational perspective - one in
which the worker examines the content of the task (new job) in order to infer upon his ability to
change - in Lent & Brown’s SCCT model, it is not only the belief that one can make the transition
but also that one can succeed in the new task that are deemed to be the key elements and not the
specific knowledge of the task itself. This framework suits my investigation, because this research
question is directed exactly towards the examination of radical transitions to new careers that do not
have any similarity in content with the previous ones. The self- management SCCT framework
allowed me to look at self-efficacy beliefs and work outcome expectations as drivers for adaptive
behaviors towards accomplishing the goal of changing careers [the decision to change to a new field
of occupation].

Figure1.Integration of motivational factors for bonus careers

Developed by the author
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A Safe bet
The preference for a safe bet in a job with low personal failure risk is an intelligent
move for the last career stage, as it avoids any unnecessary stress of adaptation. This
type ofavoidance motivation– to stave off unwanted results – is really quite common
in career transitions and represents specifically what the professional does not want
to do. On the flip side of that, the approach motivationindicates that the person wants
a certain job for themselves. The sum of the desired work characteristics with the
results from the unwanted results make up the motivational amalgam in the career
transitions I studied.
The case of Pablo (whose story I will now tell) as well as with others in my sample
of interviewees, inform us of how these avoidance and approach motivators work in
the sense of driving professional change. The avoidance motivational factors are
typically related to critical events that give rise to the transition itself. They are
represented by the fear of repeating something unpleasant, such as subjecting oneself
to stress (thus the aversion), compromising one’s personal values and beliefs,
boredom, professional failures, loss of reputation, etc. In a similar fashion, the
approach motivational factors influence not only in the decision of seeking a bonus
career but also in the resolution of which of these to opt for. Such factors include the
expectations over self-efficiency (of something working out); being well seen by
others (one’s image); learning; have control over the career and flexibility over the
routine aspects; and aligning professional life with one’s personal sense of purpose.
One example of that is perhaps not so obvious to the younger professional but which
has great importance as an attractional motivation-factor for the older generation was
presented by interviewees as “being able to control one’s own career and the day-today decisions therein”.
To illustrate such motivation, I shall use, here, the story Pablo shared with me.
A serene and somewhat reserved person, Pablo had dedicated the larger part of his
life to his career in business, in which he had reached the position of president in one
of the giants in its sector. After having notched up fifty, Pablo became excited about
the possibility of becoming a dot.com entrepreneur, and so he left his job. The
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enterprise failed. Shortly afterwards, he and his family moved to Europe, where he
started working as a head-hunter in a global company. He remained for 11 years in
this line of work. This experience gave Pablo a deep understanding about how the
sector worked; indeed, he had many criticisms regarding the work format and the
lack of flexibility and autonomy in his job.
Motivated by the intrinsic need to recover control over his decision making, to act in
line with his beliefs and further seek greater flexibility in his routine, he decided to
leave his office job. He went abroad to study to become an executive coach. With the
contacts and experience he had in the area, he would quickly be capable of making
his new job work. He expressed the gain in flexibility as one of the factors that
motivated him to change his career and choose coaching as his main occupation:
“Clearly I have greater flexibility (today). This was one of the objectives (of
the transition to coaching). So, for example, I am going on a trip with my
daughter and I will stay with her for three weeks. (…) So, in the new
business, I have greater control over my agenda… before, it was much more
difficult”.
The story shared by Pablo also includes examples of avoidance motivation, as the
excerpt from the interview illustrates. Here, he talks about the causes of leaving his
former profession, as a head-hunter:
“I think that there are many things that are wrong (in the headhunting area);
but now, I think I can do things that I want to do, and can do. Do in a
different fashion. (…) For example, you are doing recruitment… and a
tobacco company calls you… so you do it. Today, I wouldn’t do so. But if you
are part of a firm, it is difficult to refuse (…) I can now say to my clients,
‘listen, you don’t need to hire anyone, you just need intelligence’, but for a
headhunting firm the most lucrative thing is to find a candidate.”
Another factor to be avoided (repulsion motivation) for participants in my study who
opted to become businessmen were the causes of unnecessary stress. Some of my
interviewees showed a tendency to avoid situations with a risk of conflict with
family, subordinates and mainly with business partners on starting up a new venture
after reaching a certain age. As Daniel explained when talking about his new
business enterprise:
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"I screwed up a lot in life, I even had a business in partnership with a brother
of mine...the business grew and we had problems. [...] so you learn. The
important thing is to use everything you learn."
Such a characteristic shows not just a great degree of self-awareness, but also a high
level of motivation from conviction about what one doesn’t want from a bonus
career.

The importance of contentas part of the success for bonus careers
There are many records of military personnel that lose their sense of mission when
they retire36and end up entering into depression. The story I am going to tell now is
about a Military Policeman who, at the age of 53, started his bonus career in Public
Municipal Administration. The story will help us understand the arduous task of
adaptation and learning that occurs when someone launches themselves into a
political career.
Santos was always at the top of his class at Military Academy. An astute orator, he
had an outstanding career in the Military Police between field work and the
institutional communications area, in which he built a reputation as an innovator. As
he grew close to retirement, still at the rank of Major, he received the challenge of
leading the battalion of an important yet violent city in the metropolitan region of
hisState capital. Santos knew that this was his chance to retire as a coronel, which
would bring him both recognition and financial security as a senior citizen.
He ended up accepting the challenge, leaving the tranquillity of his desk job in
orderto dedicate himself to his battalion. His work lasted two years. When I visited
his unit, as a student of Clinical Organizational Psychology for INSEAD, Santos
showed me the rapidly declining crime figures for the city. He spoke about the
statistics and explained the initiatives with great passion. It was clear for anyone to
see how proud he was with the results of his police unit. His strategy was simple: act
in line with the prevention of the causes of criminality in a systemic fashion, based
upon quantitative indicators and coordinated actions with the other public security
bodies. Santos was very successful, and the promotion and retirement followed in
due course. Indeed, he knew so much about the city, about security, about leading his
troop and combating crime with intelligence. While still a member of the Police
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Force, he was even sponsored by local authorities topresent his initiativesto the New
York Police Department (NYPD), in the USA.
His reputation was so strong in the municipal area that he was invited to stand as a
candidate for a public position for the opposition party at that time. He didn’t win the
election, but he did become the City Secretary for Public Safety in the incumbent
administration, who had also courted him as a candidate. As one can see, Santos was
well respected on all sides of the political sphere.
As Secretary of public safety, however, the situation was somewhat different; with a
low budget, reduced staff and very often conflicting political priorities. The Coronel
started to feel frustrated with Public Administration; he felt that he no longer had
control of the situation as before.Faced with the choice of either leaving politics,or
of“learning the game”, Santos stated: “You cannot change politics, if you are not in
politics. As long as my personal values are not at risk, I will continue”. And, thus, he
established his limit for remaining in the game. “However, I will not discard the
possibility of working in the private initiative area, I believe I have a lot to offer” he
said, when asked about the possibility of leaving the political arena.
When we last spoke, by telephone, Santos confessed that he had made a mistake,
acting in politics as he had acted in the Police Force, referring to the fact that he had
given his word to the opposition party and had notchanged tack early enough to have
become the vice-mayor for the party that in fact won the election.“I learnt that, in
politics, you should only reveal your intentions at the right moment.”Santos was
clear about what he wanted when he entered politics, but he hadn’t foreseen that it
would be so challenging to adapt himself to it. He didn’t give up, aged54; he now has
a long-term political plan in mind, and has started to explore alternatives in order to
overcome the obstacles he encountered at the start. His way is to build new alliances,
strengthening the points he got right, while learning from his errors at the outset of
his bonus career.By doing this, Santos has shown that he is flexible enough to adapt
to the new circumstances of the career that he has begun.
High-performance athletes have a short professional life. In football, for example, at
thirty-odd years of age, they are forced to stop competing, more for physical reasons
than anything else. Although many of these athletes stop competing professionally,
they don’t actually stop working37.It is interesting to look at a distinct example to
really illustrate transitions to a bonus career. Take the example of the Brazilian
footballer Ronaldo “Phenomenon”: after a very successful career, the player returned
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to sports marketing. Having a certain charisma, networking and great inter-personal
skills, he decided to continue working in the marketing area, where his abilities
would take him even further. Other professional athletes become team coaches and
those with greater political skills often follow this calling. To know what to do in a
radical career transition requires a good dose of self-awareness and
reflection.On defining the field of play, the professional will end up losing other
opportunities. It is, in a sense, a trade-off that should be carefully considered. This
evaluation should start well before the moment of change, as it requires time for the
professional to gather information about the work, as well as to become more aware
of their transferable skills, test the possible fields of play and seek support and any
necessary validation. So, how indeed does one prepare for a new career?
Most people will notice their career change only when it starts happening; in other
words, perceive only the shifts in theirstatus quo. Nevertheless, only those who are
going through such change know that a great deal had already occurred before these
phenomena appeared, creating the causes and necessary conditions for career
transition to take place.
When someone wants to radically change their career, a sequence of objective and
subjective events is formed, permeating this transformation process. The preliminary
phase, or pre-contemplation, starts when we realise that there is a possibility of
change. Generally speaking, we notice that there are reference benchmark cases,
such as people around us that have already made career changes. Despite the force of
suggestion, at this stage, we are still not provoked into thinking too deeply about
change, but simply acknowledge that it exists.
Take a young executive, who quickly prospers before reaching 30, climbing to
higher levels of a corporation, he or she may well know that it is possible to change
careers, but they will rarely consider this for themselves. In general, something
painful must first happen for someone successful to consider changing. Such an
internal or external event could be the trigger for a professional to consider
abandoning their current line of work.
Typical external events include being fired, illnesses, family problems, or problems
in the company, etc. They influence a person “from outside to within”. They are,
therefore, objective phenomena; whereas, internal events are generally subjective
ones, and derive from the expansion of an awareness about the conditions that
surround the individuals themselves. Some people call these events “unfreezing
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events”(or a wake–up call); in other words, real and critical situations that compel
people to say “stop”, and do something about it38.
Pedro, a former executive of a consumer-goods company (in Asia) was financially
comfortable and even relatively content with his career until he realized –after
reaching 50- that he was, in fact, gay. This growing awareness about himself made
Pedro contemplate changing his lifestyle (to separate from his wife, to tell his adult
sons, to go live in a more tolerant liberal country where there was an open gay
community and to work in a more open-minded company).

In his transition-

contemplation phase, he considered many possibilities and imagined what it would
be like if he really did everything that he wanted to. The realization that he would
feel happier led him to the next level: planning the change. Thus he traced his
personal goals and leapt into action. The plan was meticulously designed, even to the
point of considering the way in which to tell his colleagues the news of assuming his
homosexuality, in order for such news to reach central office of the company he
worked through his colleagues. He knew that this rouse was a resource that would
force his superiors to give him earlyretirement. On the personal side, Pedro planned
how to tell his wife, understanding the time it would take for her to process this
news. Next, he mentally elaborated the divorce process in order to avoid conflicts.
Finally, together with his ex-wife, he prepared himself to reveal this entire story to
his children in the best possible way, and only then did he plan the start of his new
career.
Things went exactly how he expected. Pedro was able to continue life, having
obtained a goodseverance package from the company, kept the friendship of his
former wife and the respect of his children in relation to his decisions. Today, he is a
university professor and business consultant. However, all this took time and
required a certain level of personal adjustment before achieving the “great
turnaround”: “I took a two year sabbatical, I started reducing expenses, did therapy,
etc.”, Pedro explained.
Today, he is married to his companion, who hereally admires. He does voluntary
work related to popular culture, and he told me that he felt really happy about his
choices. Pedro is in the final stage of his transition; the maintenance phase of his new
career. In our conversation, he told me that he had been invited to take over a
coordination position within the school where he lectured. To maintain his level of
satisfaction with his new career, he affirmed that he no longer wanted to be what he
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had been throughout his professional life, in other words, to be a manager and that he
would obtain the maximum satisfaction as a professor, as a teller of stories. As he,
himself, put it:
“There is this scene in the film Indiana Jones, with Harrison Ford, in which
he is teaching and the student follows him outside after class, and this student
has ‘I love you’written on her eye lids (...)That is the scene I want ... the
feeling that the class doesn’t end when it finishes, that[the connection] goes
beyond the classroom(...)I don’t want to be the director of a business school.
I have seen the bureaucracy there, and it is much worse than in my former
company… I want to teach…”
Having made the decision ‘not to accept’ the position of academic coordinator, Pedro
has reaffirmed his purpose in life – to work in something that brings him the
maximum coherence with both his personal values and personal satisfaction. Thanks
to his level of self-awareness, the professor knows what he wants to do and also what
he wants to avoid in his new career. Although he remains open to new possibilities,
his clarity about his personal goals helps him keep the purpose of his bonus career on
the course he envisaged.

Chapter 6: Overcoming the obstacles to transition
The financial preparation
Successful professionals generally want to be seen as people that are progressing
in their career.Such people do not wish to sustain an image of late “adventurers”
that throw themselves into some risky enterprise, threatening the stability of the
family.
That is why it is typical for professionals to double check before starting a bonus
career: they check the financial viability of the transition and validate their decisions
with their spouses and partners. These two verifications are not disconnected. It is
quite natural to imagine that having financial planning, before the change, constitutes
one of the principal arguments to be presented to family in favour of transition.
Before jumping from the trapeze, it is necessary to check that the safety net is there
to catch you. Without it, one could always make the leap, but the risk of error, in that
case must be an absolute zero. Nevertheless, to hope for such a scenario (zero risk)
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is, at minimum naïve, if not somewhat fanciful; so it is clearly a fundamental
necessity to have this part of the plan well resolved before attempting anyleap.
If on the one hand it is advisable to seek a safety net; on the other, it must be
remembered that all new initiatives require a certain level of daring. But how can one
take risks and be cautious at the same time? The answer, again, depends much on the
awareness of one's own limits. This means that you should try to understand how
much savings you need to have before risking a radical career transition. In this
sense, the questions my interviewees asked themselves were:
o Can I manage to live on what I have?
o If my life were simpler, what would it be like?
o

How would I feel, if I had to make certain restrictions on expenses?

o How much in savings would be enough to have an acceptable level of
comfort?
We should understand to what point it is necessary to save for a transition. Naturally,
our desire is to achieve the maximum security before making any move.
Nevertheless, when seeking an ideal of total financial security, many people
simply freeze, and end up doing nothing.
The winner’s trap
I interviewed Romeo, a 53 year-old executive who had already reached the local
presidency of several global companies.
His career was marked by a succession of conquests; since starting as a sales-rep in
the USA, his rise had been both rapid and steady. He was always confident in his
ability to adapt and to resolve problems, and so his trajectory reinforced his selfimage of being a winner. His last job, as CEO of a Latin American company, lasted
just three months. Romeo left the post on realizing that it wouldn’t be possible to
change the company’s modus operandi, which threatened both his integrity and
reputation. Two years later, he continued to denominate himself as “unemployed”,
despite doing occasional freelance consulting projects. In this period, he updated
himself, studying to become a business counsellor and coach for other CEOs, after
receiving an invitation from a top executive search firm. He set up a business to
provide consulting services and was already viewing the possibility of working in the
area permanently. Although this new career configuration could make it possible for
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him to balance other important areas of his life with work, he was not too excited
about it.
When I asked if Romeo would consider returning to corporate life, his reply was
affirmative: “I want to complete my corporate cycle” he said. On hearing his answer,
I reflected: “As I see it, you have pretty much achieved everything, what more are
you hoping for?” Romeo smiled and confessed somewhat embarrassed: “I want to
complete my financial cycle; you know… build up a big enough reserve to maintain
my current standard of life”.
According to career transition researchers, the professional identity is intrinsically
attached to one’s self-image. Therefore, many people derive their sense of identity
from their title and from their organization.This super-identification with
company and position can lead to an underdevelopment of other aspects of one’s
identity39and an over-valuing of outside recognition and expectations. Romeo could
be playing victim to the expectation and values of others toward to himself. I saw
that he was unable to avoid the need to rationalize returning to his corporate self with
a plausible cause:
“I know my son all too well, and I perceive that there is something wrong in
the way he treats this subject with me. After all, his father has been
“unemployed” for the past two years.”
In the case of my interviewee, his security had long been provoked by a self-image
that was embedded with that of his office and organization. In the absence of a larger
organization in support of his identity, the need to earn more money (being a winner)
would compensate for his feelings of insecurity as an autonomous professional.
Help from an executive coach
We should be wary of such traps; and for this, it is important to establish objective
and subjective criteria to understand whether the career trade-off is worth it.
As such, making a good evaluation of reality is indispensable. However, as this
subject of transition involving loss brings up delicate emotional questions (even
unconscious ones), it could prove useful to look for help from someone with an
outside view, outside of the family circle, so to speak.
Romeo, for example, stated that he felt that not having developed his spirituality
while working as a top executive was something which was missing. For him,
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“transcending logic” was a step far beyond his control and domination of the
techniques of resolving problems typically taught in MBAs and the leadership
programs that he haddone in the past. He felt the need to seek out answers for the
emotional dilemmas he had within spirituality; nevertheless, he couldn’t manage to
do this by himself, even when applying his own coaching techniques.
A coach or mentor can help to evaluate reality from different angles. The work of a
coach is to allow you to test you own possible justifications, reflecting upon them as
a mirror as one goes deeper into the matter. This allows you to validate,by yourself,
the decisions that have more to do with your specific personal goals, beliefs, and
intrinsic values.
A coach should be a facilitator of your transition, not someone who says what you
should do. There are several explanations as to why people do not change even when
they are dissatisfied: lack of knowledge, lack of time, the absence of support from
third parties, a lack of opportunity, and many other possible explanations.
Nevertheless, psychologists state that the root cause underpinning so many possible
explanations is very often the simple fear of change based on distorted premises
about the effect of changes upon the individual40. It is almost impossible to avoid
feeling fear when there is an objective threat. Soldiers in combat also feel fear, but
they are trained not to freeze when coming face to face with the enemy. We should
do the same with our subjective fears; in other words, remain vigilant while
searching for valid and objective proof of such possible threats. In this process of
assisted reflection, a coach or psychotherapist can help you not to freeze up in the
presence of subjective fears while seeking the answers you need.
Transcending logic
The search for a job with a sense of purpose can only be successful with a
certain dose of self-awareness. Narrating and reflecting upon one’s personal values,
meta-competencies, and skills all help in planning career transitions.
In my own personal experience, from quite early on, I used psychotherapy as a
support tool for making decisions. This type of therapy helped me at the age of 30 to
have enough awareness about my objectives to enable me to make my first radical
transition from being in corporate management to running my own enterprise. The
therapy allowed me to understand the origins of my professional wishes, as well as
my hidden motivations. It also helped me to understand what I didn’t want to do.
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Nevertheless, it was continual reflection through daily meditation that brought me
ideas about what I would like to put into practice as a business owner. My wife
supported me one-hundred per cent in that career transition; however, other family
members expressed a lot of doubt about my decision to leave the corporate world
(something quite common, in fact). Although I hadn’t put the matter to the vote, this
equation of pros and cons, in my mind, was only tipped in favour of starting my own
business because of the unconditional support of the religious community I belong
to; but that is just my particular experience. Obviously, everyone has their own
system of psychological and emotional support for those moments when decisions
become clouded in uncertainty. Whatever the origin of this type of vote of
confidence (from one’s spouse, faith, the confidence in self-efficacy, etc.), it is good
to count upon, at least, some sort of subjectivesupport system before starting out on a
new venture.
Restarts demand resilience.
As a beginner when I set up my company, faith and the support of important people
gave me the courage to make proper decisions at an early point where it was critical
not to hesitate. Ten years after opening my company, aged 40, I had already achieved
a great deal of success in my field of work, at least, much more than I had initially
expected: I had written two books that became benchmark literature in
shopper/channel marketing, I had led a team of 25 direct collaborators in my
company, conquered 40 out of the top 50 clients in my sector, given more than 100
lectures to some 3000 executives in five different countries, and had achieved a
pretty good lifestyle. Thus, at this point of my professional career, I already had the
sensation of having done my bit; a sense of mission accomplished. I started then to
reflect upon my career and what exactly I was looking for in the future. What I
realized was that I wanted to have some greater purpose in my bonus career, in other
words, the one that starts after hitting 50. To achieve this goal, I decided to prepare
myself 10 years before hand.
The help of a coaching professional was essential in the period of three years in
which I analysed what I wanted to achieve in life after reaching 50. On telling my
own experience and “connecting the dots” during the sessions, I was able to make
sense of this collection of experiences I had passed through. This experience of
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revisiting ones past and making sense out of it, is described by Herminia Ibarra as a
“fundamental tool for reinventing oneself, because it allows the individual to create
the connections between the old and new identities in a convincing manner for
oneself and for others41. It is amazing, in fact, just how the act of recounting our
story helps us become more aware about who we are and what, indeed, we want.
Using this story telling process, I discovered unconscious patterns, at times,
emotional answers to external events that had had a real impact on me. In one of the
reflections that I made in a coaching session, I concluded that I had unconsciously
sabotaged the entrance of important investors as partners into my business… I had
inadvertently acted as such on four successive occasions. That indeed resembles a
sort of self-inflicted undermining pattern!
It was in coaching that I discovered the self-inflicted causes for other difficult
situations that I had experienced as an entrepreneur. Do not presume for one moment
that it is painless to become aware of such mistakes. Taking responsibility for the
mishaps I have lived through was far more exhausting than any other past career
experience. It took a time to process all these findings; in fact, three whole
years;during which I studied several subjects, among which I finished my master's
degree in Psychology from INSEAD - Asia.
Regarding the level of discomfort from these discoveries, the comparison I make is
with someone accidentally trapping a finger in the door. It hurts as much as
hammering on one's nails. However, in the latter case, the actual pain is accompanied
by the psychological suffering of knowing that it was probably possible to have
avoided such needless hammering, if only I had been more careful. Generating selfawareness is not a painless process.This is why many people avoid it by keeping
themselves busy with work, children, training, hobbies, etc.
During the long trips to INSEAD in Singapore, I outlined numerous courses of action
for my career, reaching those I thought to be best for both myself and my family.
When I turned 40, I retreated to Nepal to consider life. Like so many others, the
awareness of being "at the mid-point in life" caused me to reflect on what I wanted to
do with the second half of my life.Two weeks passed, but I couldn’t get the burning
question out of my mind. I had no doubt that any goal to which I put my mind to
would be attained. But still that question remained: "What did I really want?"
Role models as guides for action
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Role models are reference models of behaviour and decision. Normally,
identification with professional roles takes place according to the expectations
generated by society 42 . In this sense, having reference models that have made
successful transitions to bonus careers may provide relief for certain anxieties created
by the uncertainties of the transition process 43 . Evidence of such social coping
mechanisms is offered to us by NGOs, such as Encore.com, which rely heavily on
role models through strong testimony as a way of encouraging retirees to return to
the job market. Third-party examples help us to realize that it is possible to do
something new, and that there are other possibilities to do so successfully.
Who is your career role model? I always ask my coachees this question. Some people
look for benchmarks in famous role-models, celebrities, or "superhero" executives.
Such figures may well be inspiring, but rarely will it be possible to obtain sufficient
information about their career transitions to provide a didactic model to guide
someone in practice.
In my studies of professionals over 50 who have made drastic career transitions, I
found that in the absence of role models of the same age and in a similar situation,
professionals mirrored themselves upon their own parents or resorted to their own
life historiesfrom their youth, as a model for the future, repeating the same way of
starting a career that had always guaranteed them success in the past.
In the case of parents as guiding figures, I found evidence that where there
wasdubiousbehaviourinvolving family or career (e.g., absent - Alex's father,
alcoholic - Peter's father, workaholic - Roy's father) or professions of questionable
morality as a collector of betting debts (in the case of Adam's father), these
influences could create "anti" role-models for the children, in reference to their
relationship with work and the family.
Hands-on learning
“–Do you know what you want to do?”
“–No, I will only know when I do it.”
(Mysix-year-old-daughter)
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Before making any great plans, I decided to test the field of play in which I most saw
myself working after turning 50. Putting theory to the test has been very effective for
me, especially when the experience turns out negative. I believe that knowing what
we do not want to do is just as important as knowing what we want to do. So I
played with my possible path (or possible self) to see if my hypothesis would survive
the laboratory of life. The idea was not to test the financial result against the activity,
in this case, the activity of coach and organizational development consultant, but
rather to “play out” the new role in a controlled environment, and discover how I
would really feel carrying out this work, and what was lacking to obtain success in
the field. Initially, I developed a method from academic studies and put this to the
test with clients.The result: in fact, I believe I've done well. I certainly feel refreshed
after working with coaching clients and organizational consulting.
Practical experiments have taught me a lot about the details of the new occupation;
about what I want and what I do not want to do. I think I'm going to discover whether
I've made the right decision or not through “doing”, just as Hamilton, George, Adam,
Pablo, Alex, Daniel, Roy, Pedro, Marco, Raul, Arthur, Satiko, Santos, and Romeo
have.
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Part II - Recommendations
You are not alone in the career transition “chaos”
The interviews with ex-CEOs, high level executives and business people were
carried out with the purpose of studying the experiences they had gone through in
their transitions towards bonus careers. These allowed me to draw up a kind of
general sequence to the process, as well as allow me to understand the decisions
involved at each stage. Based on these findings, I will present recommendations so
that any eventual transition by the reader may be a more comfortable one.
As such, my aim, over the following chapters, is to lay out the transition process as a
cycle, with more or less defined stages. I would like to state here that my intention is
by no means to present a list of “ten easy steps” for a transition to a bonus career;
however, I do believe that, on offering a more holistic view of what actually happens,
the sensation of chaos, which many people feel when they are going through the
change, may be balanced with a little order extracted from the experience of others.
Many specialists have described the process of career transition or “reinvention”44as
a sequence that starts with the “end” of the previous career, which is then followed
by a “neutral zone”– in which the transition has still not completely taken place; and,
finally, is succeeded by the “new beginning” 45 . In my study, I noticed a similar
pattern as that described by these authors, and that is why I have attempted to keep
these micro-stages in mind, in order to describe the process of transitions to bonus
careers without, however, abiding toany specific academic termor definition.
I have organised a kind of track; a path containing the main concerns, checks,
triggers, motivators, as well as decision strategies used in the transition. The
sequence of stages described in the box/chart below was inspired by scientific studies
and in the stories of people that had gone throughtheir own transitions to bonus
careers. Following that, in each phase of this journey, apart from a brief explanation,
I will share the best practices and inherent risks therein for whoever intends to start
their own bonus career.
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Chapter 7
Leaving your current job behind
In career transitions, we start at the end
It might seem illogical,but every transition only starts, in reality, when something
else ends.This “thing” could be the previous career, but it could also mean rejecting
ones very own leisure time, as would be the case for those that are already fed up of
retirement.
In thischapter, we shall follow the journey of a workerwho decidesto abandon their
career and head off towards another. To do this, four main stages of the process will
be addressed; self-awareness; triggers; evaluation; and planning. The action itself of
choosing a new career shall be dealt with in the next chapter. As such, let us focus on
the most common case; the case whereby we decide to give up our career in order to
do something else.
Without doubt, the mere contemplation of this possibility already demonstrates a
certain level of discomfort with one’s current job. This disenchantment with the
profession, as we previously saw, may have several different root causes; from
simply feeling bored with the activity, moving on to a sensation of loss of control
over the career, reaching perhaps even a deep incompatibility of personal and
organizational values, which puts at risk the psychological integrity of the individual.
It is normal to have complaints at work; and this in itself does not mean that you are
losing the motivation to continue working there. Becoming a bit bored with the daily
routine is also perfectly acceptable. After all, human beings tend to adapt to any new
personal condition, rapidly transforming what was previously exhilarating into an
emotional base state. In short, without stimulus, we lose interest. Therefore, in order
to be sure that a significant discomfort is real, we should reflect upon our own
experiences at work.
Reflection, as the word itself suggests, consists of looking at yourself from the
perspective of someone seeing oneself in the mirror. Reflecting is an activity that
cannot be delegated. Nobody can reflect for you, not even if you hire the best
executive coach in the world could he or she do it. Reflection presupposes a certain
and temporary solitude. Even though you might feel that you reflect better chatting,
this is by no means always true. Telling our life stories may well help us to make
sense of the experiences, but reflection itself happens before the words. It is only
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when we are alone with our thoughts and feelings that we come to realize them; and
even if they don’t make sense at first, recognizing the very emotions and subjacent
thoughts is the door to the “inner theatre” that we find in our minds as we process life
situations.
Outside looking inside
So then, how can you know whether you are really disengaging from your career, or
whether what you are feeling is merely a natural routine discomfort of drudgery?
Well, firstly, remove yourself from the daily grind in order to obtain an “outside
looking inward” viewpoint. To help do this, you could take advantage of a sabbatical
period, holidays, or even a bank-holiday weekend to reflect on life. Obviously, it is
difficult to program for this; nevertheless, I invite you to try to reserve a time alone
for thought. During this period, avoid concerning yourself with other goals, such as
training to run the marathon or redecorating the house. You could travel, but it is
important that your focus should be on reflection. Every year, since 2002, I always
reserve a week that runs from Christmas to New Year to reflect alone. For me, this is
the long-awaited moment, albeit a very challenging one, because I know that
remaining in silence with my thoughts is by no means easy. It would be much more
comfortable to submit to the pressure of family and friends and accompany them to
the beach or to the countryside. Nevertheless, it is in this interval of solitude that I
really look into my life, and trace out my personal goals. In perspective, I see that,to
a certain degree, I reached all of my objectives of professional transformation
defined in these intervals of reflection, or retreats, as I prefer to call them.
Reflecting about your professional experiences consists of trying to understand
how you felt at the precise moment that they happened, This allows us to evaluate
our degree of satisfaction with the job, how much we enjoy doing what we do, our
alignment of importance with corporative interests, and a series of other factors that
constitute the causes for us to contemplate possible change.
On carrying out this exercise with certain frequency, you are going to start to
perceive whether there are patterns of reaction to situations you find at work. The
chances of any eventual transition being successful will be greater if you evaluate
well your emotions, beliefs and behaviour in relation to your present career46.
In order to make a quick self-assessment, answer these following questions out loud:
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a) Think of a situation that bothered you and how you reacted to it. Would
this have awakened the same reaction in the past as you have had today?
What has changed in this space of time?
b) Does your job still offer you enough challenges to awaken your desire to
prove yourself capable of overcoming them? What type of challenges interest
you most?
c) Do you find it easy to concentrate on tasks during your working day? If
not, what type of things draw your attention away from work? Are your
interests outside work more motivating than your career itself?
d) Even though you dominate your job, has your performance dropped
recently?Do you believe that you have done the best you can?
e) Can you see yourself doing this same activity in five or ten years’ time? Do
you enjoy what you do?
f) Are your expectations regarding your role at workmisaligned with what
your boss, colleagues and partner expect from you?What role do you think
you have in this activity?
g) Do you feel that your interests(objective and subjective)no longer match
the nature of your work? How much longer can you see yourself doing what
you do today?
h) Are there any signs, in your interaction with younger colleagues, that your
age is distancing you from others? Do you feel obsolete?
i) Do you feel that you are not being listened to, or respected for your
experience? Do you feel impotent to change the reality of your present
career?
j) Analysing your career trajectory up to the present moment in time, do you
feel a sense of achievement, considering the road you have travelled? Do you
feel you have reasonable control over how your career will evolve in the
future?
l) Does your work provide you with a sense of purpose in life? Do you feel
that you can express the best that you have to offer the worldthrough your
work?
If your answer, for the majority of the above questions, was negative (except itemsf,
g, and h), there is a great chance that you are entering the disenchantment zone. This
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means that there is more than just a natural discontentment with your career. Your
engagement with work may diminish even further as a result of frustrations with the
work environment, organizational goals and with the very nature of your current job.
However, be wary! Certain studies show that this process lasts for three yearson
average. 47 Thus, it is not the first sign of misidentification with your job,
disagreement with your mentor,or discontentment with the company that is going to
tell you whether you have become disenchanted with your career. One needs to be
conscious of the signs, carefully reflect about your experiences and even pay
attention to what your gut feeling is telling you, before taking any decision. And if
the symptoms persist… well then, it is worth considering the idea of giving up your
job, or at least, toying with the possibility of engaging in another career.

The trigger: where do your tolerance-limits lie?
The role of trigger events is that they provoke change; and, as such, they don’t need
to be necessarily bad, they could actually be quite pleasant. Some years ago, a book
that I wrote was awarded a prize as best book in its segment. This event triggered the
desire in me to continue writing as a parallel activity. As a result, I put my e-books
for sale on Amazon.com, and even created a small publishing house that has
published other titles ever since.
One of the participants of my study told me that his trigger for looking for a career in
project management was a meeting with a lecturer that served as a role model and
mentor for him at university.
The triggers are important because they set off personal movement towards exploring
new possibilities48. Positive or inspirational triggers are frequently sources of extra
energy,enabling us to look for jobs that exist beyond our current careers. In other
words, they make us get up and search for a “plan B”. Nevertheless, high-level
executives are often psychologically trapped inside their jobs by what some people
refer to as the “golden-handcuffs”

49

,made up of status, money (stock

options/bonus/pension/perks), power or influence that the position offers, as well as
status/social acceptance, and safeguards.To a larger or lesser degree, the material and
psychological trade-off has to be worthwhile.While the positive events provide us
with the incentive to start looking outside “our” box, negative trigger events serve as
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powerful catalysersfor deciding to change career. The decision to abandon ones job
has to do with threats to personal values (about which we spoke in previous
chapters). Knowing one’s own tolerance limit is fundamental in this process.
Therefore, seek to know thyself: understand the demands of your job, to what point
you have the stomach to accept what does not please you and, mainly, discover if
you are able to stop, should you want to. Here are some important tips to consider:
a) Discover the limits of your tolerance in relation to your values and
behaviour:What kind of behaviour would you consider turning down; where
do you place your dignity? Bosses that offend their subordinates, moral or
sexual harassment, frauds - the corporative world offers many examples in
which, knowing the individual tolerance limits(even moral limits) influences
the decision to either continue or abandon a job. From the observation of
third-party accounts, it is important to reflect both honestly and individually
about one’s own limits. [I met a senior executive from marketing that
resigned from the companywhere she worked after discovering that the group
was involved in corruption scandals and being investigated by Federal agents.
I imagine that this executive had lost the desire to reach the top of her career
in that corporation. Apart from this, to continue to live off the fat from that
company would be a contradiction to her values as a citizen and perhaps, for
this reason, she left her job.]
b) Identify corporate behaviour and premises that threaten personal values:
Apart from knowing one’s limits, executives should know what is happening
around themselves, in the corporate environment. They need to be capable of
identifying the strategic fundamental assumptionsinvolved in company’s
decision processes that might be incoherent with their own personal values.
We should seek to know to what point abuse and improprieties (albeit small
ones) constitute, for us, malicious behaviour or honest misunderstandings of
the companies in which we work. If you identify some threat to your own
values, evaluate whether this is inherent in the sector, the career or in the
corporation.In many cases, simply changing bosses or company may
immediately change this scenario, providing relief for the discomfort. In my
experience, when we reach the limit, the point of abandoning the career, it is
because we have already tried smaller changes, or we have the belief that a
simple change of job will not be enough.
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c) Evaluate your financial situation: One of the best indicators of financial
independence can be summed up in understanding how long you can continue
to have the same living standard without working (or at least, an acceptable
standard of living). If this time is long enough for you to find another job or
decide to do something different, then you are ready to leave work
immediately. Such an assessment will give you the freedom of knowing
whether you can ditch your job, or whether you really still need it. When our
personal values are threatened in negative trigger situations, emotion
generally tends to eclipse our better sense. In such cases, it is always good to
wait a day or two before doing anything; however, should this not be an
option, a simple exercise of projecting the same situation onto another person
will help you to assess whether you are making a good decision. In order to
do this, tell someone what happened and, then, ask this person to retell the
story to you as if they were the protagonist of the episode, and tell it without
sparing on the details. Think about what advice you would give your friend.
If there is no one to use as a “mirror”, write an e-mail to yourself, telling all
and asking for advice. Afterwards, read it aloud. Hearing about what has
happened from another perspective will help you to decide what to do about
it. You do not need to get over the negative feeling before making a no-return
decision, but you should understand how much it influences your decisions so
that you may not regret them later.

Evaluation: when is the best moment to leave?
“The problem is that you think you have time.”
Shakyamuni Buddha - Sutras

Deciding the best moment to leave one’s career is a very important decision. Once
you decide towalk through that door, returning may well be complicated, both
psychologically (it would be like accepting defeat) and practically, given that
companies (and sectors) are in constant and rapid transformation. Thus, before doing
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anything, it is important to make sure that you manage the maximum acceleration
towards a successful restart, from your current career.To analyse your conditions for
stopping, pay attention to the best practices that I have collected from the interview
conversations with those that have already made the change over:
a) As mentioned in the previous topic, make sure that you are going to leave
your old career with adequate financial conditions to, at least, spend quite
a few months in search of your new occupation. It is common for us to
believe that we can live somewhat more frugally in the transition phase.
However, experience shows that during this phase, the search for a new
job will require a greater networking effort, in other words, more
spending on lunches, dinners, coffee meetings and events. Apart from
this, in the search for a new career, we tend to look for new knowledge,
studies and certification in specialized schools and entities. And all of this
should be foreseen, because it is necessary; just as travelling or having a
little fun are also fundamental for keeping a healthy mind. And if you are
considering becoming an entrepreneur, angel-investor or managing your
own portfolio on the stock exchange, it is worth separating an amount to
invest in promising opportunities and learn with the positive and negative
results. Think of it as an investment in yourself, in your experience, and
don’t forget to calculate these expenses into your personal financial
evaluation.
b) Don’t forget to do a check-up on your health, if you have to do some
long-term treatment, it is best to consider such expenses in your planning.
See if it is possible to bring forward, as much as possible, any treatment
while still are covered by your current health plan.
c) If you are a team manager, try to delegate daily activities as much as
possible, in order to gain time to learn new skills and develop the
necessary networking for your transition.
d) Take advantage of all the facilities that the company offers when leaving
the firm. Voluntary retirement/redundancy programmes? Extension of
health-insurance? Yes! Why not? If you have the opportunity to carry out
coaching sessions as part of your redundancy package, do not hesitate to
accept. Professional help is always good at times like this. Be cool, but
remember your tolerance limits. If you already know that you should have
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abandoned ship long ago, it is because, in all probability, you could have
taken this decision the moment that the company crossed your tolerance
line.Staying in the career could lead you to losing all notions of your own
values and identity, which could become a cause of depression or other
such complaints.
e) If you are an executive of a large company, maximize the leveraging of
your personal networking while you still have your visiting card with
name and position. Go to outside events, talk with suppliers, clients,
competitors, and do not forget to keep good relationships with your
colleagues.In my first transition, I learned exactly how much the company
name above our own carries its weight when prospecting. The doors are
no longer so open after you have left your career at a large company to
become a self-employed professional, or entrepreneur, for example. As
such, and where possible, try to take advantage of your current position
and company as a launchpad towards your new career.
f) Do not lose by a walkover. If you're going to leave your career behind,
make sure you have covered all the necessary basics in order to, in the
worst case scenario, start it again elsewhere. That is, if you had any gaps
in general or skill training, such as languages, postgraduate, etc., try to
develop any of these while still in your old career. As the saying goes:
"Never say, ‘never’!" It is important to be prepared for a bumpy road
because life is so often like that. As I mentioned, when I set up my
consulting firm, I had to work for almost two years at the same time in
another company, because the business had not yet become profitable.
That would not have been possible if I hadn’t had a sharp enough
curriculum.
g) It is very common for some people to either give up before concluding or

evendelaying their transitions because of the doubts, scepticism and risk
aversion of close relatives and friends50. All such views can undermine
the will to change, and you should prepare yourself for criticism from
people close to you. A certain amount of relaxation of old bonds of
friendship and the development of new relationships with people more in
the image of what you want to become will strengthen everyone's
confidence. Talk to your family and prepare your dependents for times of
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austerity, of reduced spending, during the transition. It is important for
everyone to know that the effort is being made for a good cause. Make it
clear to them, explaining why you want to / have to leave; how things will
be when you achieve your goals; what the steps will be and what it will
take to get there; and what each one can do to generally help from this
point forward. Such a posture will dissipate ignorance regarding the
future, reducing the anxiety of all those involved.
h) Practicedetachment. It pays to try to introduce yourself to strangers

without mentioning the company in which you currently work. Instead of
presenting yourself as belonging to an organization (I am so-and-so, soand-so), tell me what you do, (I'm so-and-so, I do this or that). Reflect on
how you would feel by not mentioning the company. If you are no longer
in the company or want to be more daring, introduce yourself by saying
what you are going to do (your new occupation), and watch people's
reactions. Do not let yourself be driven by pride; instead, make use of
every opportunity to increase your self-awareness, and share this episode
with a friend, psychologist, or coach you trust, and start becoming
familiar with the idea of a new career.
i)

Only talk to your boss about any possible change if you have total and
absolute confidence in them. When I told my boss at the multinational
consumer goods company that I was going to leave and that I had set up a
company, he thought it was great, and even congratulated me. Later,
though, he told me that I was penalized in my bonus for having told the
truth just weeks before the bonus distribution among the other managers
of my level. Well, that's life!

Planning: what are my goals?
“At their best, careers provide a sense of meaning and purpose
in life. They are a form of expressing the self”.
Douglas Hall, 2002, p.52
Establishing goals in life gives us the energy to leave behind what is no longer useful
and to go after something new; whatever that may be: lose weight; spend more time
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with the family; write a book; or become the owner of one’s own business.Goals
allow us to see what we could become, before we even know how we are going to
do it.
Life goals are different from financial ones because the former include all the rest.
For that reason, it is recommended that one starts from the most important: one’s life
goals, and then work on the planning of the necessary activities, until reaching the
definition of appropriate financial goals. Remember, one thing is to know how much
money you need to live on, another is to know how much you want to earn. Taking
all this into consideration, try to define your goals as based on the reflection about
what really has value for you. The following exercises may help you:
a) Think of situations in which you felt happy. If necessary, get out the old
photos, go through your childhood archives, and revisit your home town
or place where you studied. Can you isolate the root cause for this
feeling? Reflect upon this in order to define what you want as a result of
your new career.
b) Try to visualize an ideal or perfect day51from start to finish: With whom
would you spend it? Where would you go? What would the place be like?
What would you do? – Now, evaluate how you would feel during this
day.
c) Imagine what your life will be like in ten years’ time. What would you
like to be doing? How will you feel by accomplishing this? What will this
activity bring you, materially speaking? To take a more tangible view of
your possible future, try to put together a picture with images of what that
moment would look like. Our brain works better with images than with
numbers or words. By using a visual feature such as a frame or a
scrapbook, you will have the chance to project yourself into the future;
this will bring more certainty about what you are seeking for yourself.
d) Go over your old goals again. Which ones are still unfulfilled? Are there
any that are still worth pursuing?
e) The Obituary Exercise52: Although there is often a certain taboo attached
to stuff like this, talking about death can bring forth deep truths. What
would you like to have written in your own obituary? This question is
used by organizational psychologists and coaches to induce respondents
to clearly consider what matters most. What goals did you leave
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unattained? What achievements were worth it? What contributions did
you make in life? These inquiries can help you set priorities for the future.
Your goals need to be placed in a specific moment in the future. Create a maximum
deadline to achieve them. Goals help us to channel transformational energy;
however, they should not enslave us. The programming of periodic revision (sixmonthly, for example) is as important as setting goals within a time-frame, in order
to re-evaluate therelevance and viability of such goals.
The second partof this reflection on life-goals refers to the creation of your financial
goals. Start to evaluate your past dreams: Do you still have some unrealized financial
goal? Does this goal still deserve to be pursued?
Consider that your needs are different and that these will continue to change over
time. Take into consideration the stage at which your family will be, within a certain
number of years. Think about how this will affect your goal. Would you have retired
yet? Look with perspective into the future, set out deadlines for revision and
viabilityand check them, in order to reach your aims.
For the more daring goals, there is the triple reflection: What are you prepared to do
extra in order to attain them? What are you prepared to give up in order to reach such
goals? In what field must you improve to increase your chances of success?
Once you have concluded these reflections, write down your personal and financial
goals, sign the document and share it with the people who are most important to you.
Now you are ready for change!
The next challenge will be how to choose your new career well; one that will be
coherent with your personal expectations and values.
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Chapter 8
The Transition Zone: choosing the new career
A taste of success
When I was 12, I had an experience that changed my conception about what I wanted
to be when I grew up. Until that age, I had always wanted to become a firefighter or
work with my father... and then, there was an election for the students’ union at the
school where I studied. At that time, it was a tradition that the party of the most
popular students always won the annual elections. It was a grand event that
mobilized students over the month-long campaign. More or less alone, I led my party
to a crushing victory at the polls. I belonged to a “crowd” of sixths-grade“nerds”. We
had gone up against the favourites; clearly older and more popular students than
ourselves.
I designed the strategy, and my colleagues executed it to the letter. We targeted the
biggest electoral group in terms of the number of students. That year, the most
numerous voters were third grade students. They were the only students from the
afternoon period that had the right to vote. There was practically one child from the
third grade for each of the restof the voters from the forth to eighth grades that
studied in the morning period. Analysing the electorate, I decided to focus all our
energy on these boys and girls, who still saw us as a more interesting "aspirational"
models than the eighth-graders (teens)who were too old for them to connect with.
The fact was that our competitors were very sociable, but they did not give a damn
about the little voters who were still studying in the afternoon, along with those
under the age of ten. We took the school by surprise! In the end, we won the election
by a large margin. This experience suddenly made me realize that I had a vocation
for certain things. My father explained that this was a marketing skill. It was at that
precise moment that I decided what I wanted to do when I grew up.
When I entered the Faculty of Economics, Administration and Accounting at the
University of São Paulo (Brazil), I was 17 years-old. My pre-college vocational tests
pointed toward the biological area, which I had loved as a student. As a child, I spent
hours on Sundays reading passages from the encyclopaedia on botany and exotic
animals. In fact, I was not quite sure when I marked the "x" in business
administration for the university’s entrance examination whether that was what I
really wanted to do. Just five years had passed since that electoral event, and I was
reallyscared about making a mistake about choosing my career. My older brother,
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who at the time studied Business Administration at another school(FGV), served as
my role model, so following in his footsteps was not difficult.
Decisions that are going to affect us for a long time always come with a certain
measure of anxiety. In the end, I chose the career that had given me a taste of
success; management was the closest to the kind of strategic marketing I wanted.
Deep down, I know that I opted for marketing because I knew I would do well in this
field. After graduating, at the age of 21, I went on to study the discipline in the
United States, and when I returned, I was to follow this path for yet another two
decades.
Inspiration, motivation and career decision making
Choosing a career is a process with plenty of fear and risks. Vocational tests
canhelpyou avoid great errors or indeed justify different choices from those that
people hope you will make. Nevertheless, they are not as reliable as the practical
experience of really knowing the areas in which you are competent. This is just as
true at 17, as it is at the age of 50. Over the comingpages, I am going to present
strategies for choosing possible careers, which will (hopefully) showyou who you
will turn into over the next 20 years. Due to the long-term horizon and nature of the
impact that this decision involves, I decided to separate the recommendations into
different phases: inspiration, motivation, information and decision – explaining the
journey in each of them. And, although I have put these phases in sequence, they do
not necessarily happen in any specific order. Furthermore, decisions of this type may
well hold interactions that generate both gains and setbacks, before any conclusion
may be reached.

Inspiration: what other possible jobs attract me?
For many professionals, reaching the age of 50 presents the possibility of exchanging
money-motivated activities and necessity-motivated activities for professional
activities that are stimulated by pleasureor by a sense of personal achievement.
Having a new life setting, more wisdom in choice making and a more steady rock to
stand upon all allow people in such conditions to put material satisfaction
somewhatinto the background. There are, for example, interesting careers in the third
sector, in humanitarian help institutions, or even non-profit making organisations
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linked to art and culture, education, health, etc. Today, many social start-up
companies are being set up. These are profit-making organizations, but which work
in cultural and socio-economic development inside their communities. The social
entrepreneur and their collaborators earn money while “making a difference” for
other people. The desire to leave a positive legacy to society is the main motivator
for professionals that opt to set up a social enterprise, or work in one of them. This
option may well be of interest for someone who wants to do good in a financially
viable manner.
Playfulness: be curious like a child
The search for personal fulfilment could open a range of courses of action, including
the fulfilment of childhood dreams, or the unique option of doing something that
simply gives you pleasure. Doing what one enjoys is one of the most important
ingredients in the recipe for attaining the maximum out of our potential. One of the
participants in my study, Roy, seriously considered working as an attendant in a
movie theatre near his home. “I always loved the cinema”, he said, without caring
about the incredible reduction in earnings that he would have in relation to his old
job, as an executive in a large American corporation. Roy was just being curious;
there were many activities that attracted him and he just didn’t want to discard any of
them, even the most unusual. Roy revisited his past, seeking to find moments in
which he had been happy. He discovered that his fondest memories were linked to
the cinema.
One just needs curiosity, without any self-judgement in order to become
inspiredabout what to do for the rest of one’s life. However, even with the right
attitude in respect of the new, we still need a little nudge. Real benchmarks supply
the necessary inspiration for us to make the next step towards trying something new.
That is the recipe: without any prejudice, make a list of jobs that enchant you or that
have dominated your dreams at one or another point in your life. What are the
activities you would be happiest doing? What type of activity used to put you into a
state of total concentration, in which the passage of time went unnoticed? Probably
these are the activities you enjoy doing. Is it possible to conciliate this activity with
something that gives you a sense of mission - the creation of a legacy?
Pedro, one of my interviewees, decided to become a professor because he liked
telling stories and wanted to give something back to society, transmitting his
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experiences to younger people. Indeed, Pedro managed to conciliate both these
aspects when he chose a career of a college professor. With this thought in mind, try
to check if there are people you admire for their professional stories in the areas in
which you are attracted to work in. What do these people do? How do they work?
What did they do to get to where they are? Use real benchmarks to see yourself in a
range of jobs. Then, reflect upon how you would feel if you had the same routine as
your role models in the fields of work that attract you.

Motivation: making choices

You must agree that knowing what you do not want is already a pretty good start to
choosing the right career. Knowing what is not consistent with our goals helps us
avoid major catastrophes that arise from motivation that is not consistent with what
will make us happier at work.
The dividing line between our longings and the possibilities which we reject is not
always clear. Indeed, there is a great deal of ambivalence and doubt in our real
motivation to accept or refuse any professional occupation. One of the people I
coached was a senior manager of forty-odd years, in search of a career change. She
wanted to do something significant with the years she had left of her successful
professional life, but just didn’t know where to start. I proposed that we analysed
several possibilities regarding what she could become, without any judgement of
value, nor personal preferences – just looking at what would or could be possible. I
asked herto list 20 suggestions. From this list, we immediately struck off 10 perfectly
feasible, yet undesirable outcomes for her.
Together, we investigated every rejected possibility. Among these was the possibility
of taking on the position of director at the company where she worked.
She feared that by climbing the corporate ladder she would lose her authenticity (her
"essence," was how she described it), because she would have to become more
involved in high-level corporate politics than simply performing the work itself.
Apart from that, the manager felt her identity threatened by not having the
"sufficient" academic background (in her view) to move up further within the
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company, and was afraid that this reality would be exposed once she made it to the
board of directors.
Listening to her justifications, we agreed that she should write down a list of her core
values at work and relate it to what she wanted to achieve in her new occupation. The
result surprised us. The executive's values were linked to autonomy, application of
her creativity, long-term vision and power of achievement.
She wanted to extract from her job a sense of achieving goals, meeting new
challenges; and she wanted to expand relationships and learn. In short, basically what
the executive sought were the requirements of a directorial role. Indeed, one of her
most feared possibilities turned out to be highly desired; and thus it became evident
that she had just been focussing on the negative aspects of the activity. The
breakthrough from overcoming the self-sabotage to reach a position on the board
came through her understanding of how to be a director - politically participating in
the company's decisions –but without losing her essence.
After this exercise, we ranked the other career alternatives according to their
attractiveness and came up with five options. Among them, we chose two, due to
their being most feasible within the timeframe she had determined. One of the
alternatives was to seek the level of director in her area. In order to reduce the doubt
between which of the two possibilities my coachee would choose, I asked her to
create a short story. It would be a tale about the transition of a fictitious character
towards one of the two options that she had selected. Each line of the story was based
upon one of 16 randomly picked images in order to create the plot. The process was
then repeated for her other option. I then recorded her telling the two versions and we
then sat down together and listened to the result. On listening to the recording, it
became clear that the option of becoming a director in the area in which she worked
was told with much more enthusiasm than the other alternative. My client concluded
that she did not need to completely change careers – as she had initially thought –
and that what she really wanted was to integrate as a director in another company
with “less internal politics”.

Criteria for career decision
Being aware of one’s own values and premises is a fundamental requisite for
drawing the limits of our professional presence (i.e. - what we would not do), the
excluded areas of work, and also with what type of people we would not work with.
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The career researcher Herminia Ibarra defines three levels of criteria for career
decision. Her “pyramid” offers an efficient recipe for sorting out prospects,
separating shallower shifts (switching firms, for example) from more radical
decisions, such as completely changing one’s career.
At the top of the pyramid53lies what is most perceptible to both us and to others, in
other words, the sector in which we work, or even the area of professional
concentration. This level contains our accumulated knowledge, experience and
relationships with the sector. Below this, in the middle of the pyramid, are our
professional values, our fundamental skills, preferences and the factors which
motivate us at work. These are independent from the sector in which we work. They
are constant values and, normally, we absolutely refuse to give them up. According
to Ibarra, at the base of the pyramid, lie our basic assumptions about what we can
and want to do, both in our lives and in the world. These contain preconceived ideas
that we carry from an early age and which govern our behaviour and decisions, very
often quite unconsciously. Our emotional relationships with institutions are included
at this level, as are our benchmarks of success and the ideas we hold about what is
viable for us even in our career. In the case of my coachee, as previously mentioned,
her underlying premise was that, on becoming director, she would have to give up
being who she was, a doer, condemned to dealing only with the political sphere of
her corporate job. This distorted idea made her reject the notion of climbing higher
within the company, which led her to look towards changing her career, despite
loving what she did.

Level 1
Job, industry and
sector

Level 2
Competencies, motives, and
values
Level 3
Basic but implicit assumptions about what is
desirable and possible in our lives and in the world
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Source: Herminia Ibarra, Working Identity, 2003, pg. 82.

Information: How can I discover in which areas I will be more successful?
Choose careers in which you know you will be competent
As in the story about the businessman from the fashion sector turned interior
decorator after selling his business, try to identify whatyour most developed
skillswere in your initial career. Then observe in which other careers these same
capabilities are critical for success. Furthermore, evaluate whether the skills you
developed in your previous career are transferable to the new one. It is very
important that you should choose a career in which you can learn quickly what
is necessary to achieve success. To feel competent in your area of choice is an
important component for remaining within it from the 50 year-old mark onwards.
Imagine you are riding a bicycle and you need to go 10km. You choose your route
and off you pedal. If the route takes you down a slope, to what or to whom can we
attribute the success of the accomplished task? Was it down to the skill and effort of
the cyclist, or the law of gravity? Both of course! But in what proportion? To make a
correct analysis of your past experiences, try gauging what degree your previous
efficiency was due to external factors (such as luck, for example), or to the personal
skills that you developed. Be honest! Identify your best skills, based upon the
situations in which they contributed to, and were responsible for, your success.
The capacity of learning a new skill
Recently, my father returned from a trip feeling the necessity of being able to speak a
foreign language. Conscious of hisdifficulties with languages since his time at
boarding school in the 1950s, my father gauged his ability to learn other such skills,
such as computing, in order to rate his chance with learning a new tongue.
An article from a renowned magazine claiming it possible to learn at any age gave a
further boost to his will. His willingness to learn another language, motivated by the
need to communicate abroad made him open his mind to the possibility of speaking a
new language at the age of 71. According to Douglas Hall, when dealing with the
need to develop different skills, the professional should weigh up their ability to
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continue learning “without worrying about mastering specific skills” or with the
necessary content in order to make the transition and perform well 54 . For this
academic, to be capable of learning, being open to learning is as important for
succeeding as grasping the specific skill itself.
Avoiding basic mistakes
In my studies, I met people that rejected certain possible careers that, even though
they might have seemed to make sense to others, for the individuals themselves, they
were quite unpalatable occupations. In order to not give up on a second career and
have start all over again, having spent time and money on it, look for an alternative
that will be sustainable over the long term. Below, I have listed some basic tips on
what to avoid:
a) Keep well away from any work you consider boring. As George
explained on rejecting a career as a researcher to become just a classroom
teacher: "I thought ... being a researcher was so tedious ... I do not want to
be one of those boring researchers ..."
b) Look for a job that allows you to express who you really are. Avoid
occupations that require you to adopt a persona, to wear a mask all the
time, or that require you to participate in corporate politics that stretches
you to near breaking point. Although some people might enjoy politics as
a means towards their personal goals, most do not want to have to use that
tool every day and, indeed, would prefer to be more authentic from the
age of 50 onwards.
c) Try to do something pleasurable. Do not worry about the new content
you’ll need to work; you will learn it faster, if you like what you are
doing.
d) Seek out an activity that allows you to balance time with family and
friends too, and further allows you to take care of your health with all due
diligence.
e) And speaking of health, avoid physically exhausting jobs; they will
become increasingly challenging in the future.
f) Finally, try to reduce those old "headaches" related to having too

many employees or problematic partners - it's good to start a new career
with a simpler and more streamlined operation. You can always increase
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complexity over time. However, if this is not possible, learn to fully
delegate and make sure you choose your partners well.
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Decision: instruments for choosing a new career
“When I have to choose between two evils, I prefer to take the one I haven’t tried
yet”. (Mae West, extracted from Hall - 2002)

Transitioning with parallel activity
Concern over the future is part of the lives of most professionals today. Bankruptcy
of pension and retirement systems scares people, not knowing when or, indeed, if
they will be able to stop working while they are still healthy. Before even thinking
about changing careers, many workers begin to prepare themselves by looking for
some type of work as a complement to retirement income. The academic literature
has coined such work as “bridge-jobs”55. In a way, all bonus careers are also some
sort of bridge-jobs as they link the old career to the moment at which one finally
disengages from labour, or, in other words, retires.
In this category of work (after the main career and before final retirement), the career
most sought after by executives is that of university professor 56 . In my own
experience as a coach and teacher, I have received several C-level executives who
asked me about how to get into teaching. Some had already forearmed themselves
with master degrees, with the view of taking up a post-career in the academic world.
The attitude of contemplating an academic career after leaving the executive world
indicates the moment when more experienced professionals are aware that there are
other possible career paths both outside of and beyond that of the corporate realm.
Contemplation of other possible post-career activities can also occur when
practitioners discover parallel sources of income. At some point in life, even when
things are going well financially (I must say, especially when people make lots of
money at work), the prospect of a second activity arises, the purpose of which is to
maintain the level of income and perpetuate one’s standard of living. That aging
former TV heart-throb, for instance, who no longer appears much but lives off his
cattle ranches, is but one example of that line of thought. There is also the recurring
figure of the executive who builds up an investment portfolio, envisaging the
possibility of devoting himself solely to the management of his portfolio when
corporate income ceases.
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It is known that a radical transition from a successful career involves the
development of new skills, which can be synthesized into three groups; know-how
(Know how to do something); know-why (know the purpose, the reason why); and
know-whom (to know with whom to relate to) in the new career57. When starting a
parallel activity, the professional develops at least two of the fundamental skills for
the future career: the acquisition of new knowledge and the generation of contacts
(networking) in another field of activity. Such cognitive expansion is highly
recommended, as it allows the individual to become familiar with another possible
area of work and understand how this area functions, thus reducing any chance of
that deception and anxiety so inherent in transitions.

Back to the school benches
If you cannot test out a new career in practice, studying will allow you to become
familiar with the new field of endeavour, to develop contacts in the field, and to
eventually have greater clarity about what it means to be in this field of business.
However, before committing to long-term high-investment programs, try
participating in short events, where the focus will be more on networking; visit
companies and, if possible, try to follow the day in a life of someone working in the
desired industry in order to better understand the dynamics of the job.
“Path seeker, there is no path; one makes one’s path by walking.”
(Poem by Antonio Machado)
Sabbaticals as an instrument for self-awareness
A sabbatical period could be used as an instrument for reflection, even a forced one
through an unexpected dismissal. The time between jobs is ideal for practical testing
of personal potential and to evaluate new possible lines of work. In much the same
way, the search for a voluntary sabbaticalwould also be an opportunity for reflection
and transformation.Because of the pressure we experience, day after day, not to
mention the incredible speed of changes in the work environment, we are
increasingly facingthe so-called "midlife crisis” earlier and earlier. And it is typically
at this point to realize that there are still many years of our working-lives left and
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find ourselves wondering whether our current occupation is what we want for the
next few decades.
Studies from different parts of the world58indicate this earlier onset of the mid-life
crisis by at least five years. Nowadays, it has begun even before the age of 35 and
has been characterized by the conflict of values between the professional and the
company, or by the ambivalence in the professional’s decisions for which the
previous investment of time and effort makes change painful. In other words, the
crisis arises from doubt. Of course, many senior executives prefer action to
reflection, as INSEAD Professor Manfred Kets de Vries points out in his book Sex,
Money, Happiness and Death. The Quest for Authenticity. These professionals end
up facing their inner conflicts much later in life as they approach retirement.
Therefore, if you are really considering taking a sabbatical to review your life, there
are four points that you should take into consideration to help increase your chances
of getting the most out of this phase:
1) It is stressful disassociating yourself from your working identity (you will
not be able to relax at first). The most important thing at this moment is to try
out new activities, "play at being" whatever you want to become.
2) You do not need much planning; just enough resources to get through the
period. It is important not to see yourself in a situation where you need to
rush back to work after two months "doing nothing".
3) You do not need a long sabbatical to reach the conclusions you seek.
However, the sabbatical period must be longer than your usual annual
vacations. So, consider at least 60 days to a year to craft your professional
"experiments".
4) We love our idealized identity of what we could have become. Normally
we do not want to abandon it, preciselybecause it is a kind of utopia; a dream
we had a long time ago. Nevertheless, it is necessary to move forward. This
transformation may initially be disorienting for some people. It is common to
feel lost, for we are familiar with the dreams of our old self, and we have not
yet become our new selves. The transition resulting from our reflections will
lead us on a possibly unknown and mysterious path; accept it.
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A sabbatical at times functions as a kind of decompression zone, a space of
transition, which precedes the rebirth of the new identity. Once decided, take
advantage of this period to its fullest. Remember that:
a) The varying of experiences is fundamentally necessary
When we have the time, we can try out new professional activities. It is quite
common to turn either a hobby, or voluntary work into our main occupation. This
helps us to try out new roles. For example, if you had always wanted to do a cooking
course but never had the time to do so, include this into your sabbatical period. Take
the opportunity to try working in a restaurant. It could be in Milan or São Paulo,
Tokyo or Paris, wherever you want, but make sure you learn from the experience. It
doesn’t matter if you were a director of a large bank in your past career; you are not
your job. It might seem foolishly obvious, but you are made of a set of experiences
and competences, not just simply what you do. By trying out new possibilities, you
become something greater than what you were before, you will be able to
reinvent yourself. Even if you go back to doing what you did before, this experience
will transform you for ever; and it could even be useful,either when you retire, or in
your post-career from the age of 50 to 75.
b) Don’t go over the top with planning
Don’t waste time making a list of what you can and cannot do. Just start with what
you’ve got. Study new fields of knowledge, make new contacts and even travel, if
you want. But pay attention: travellingasa way of fleeing the anguish is not very
helpful to the process and will cost you dearly. You could use the time off to do The
Way of Saint James in northern Spain (Great!), but don’t waste time and money just
travelling during your sabbatical, that is, if your objective is to really change your
life.
If you took a sabbatical and feel that you need time off to forget the old job, or
remove yourself from the past, consider the trip as the start of a process of change, as
your deserved holiday. But above all, don’t forget that the trip is only a part of the
journey.
A well-lived sabbatical creates a kind of “short-circuit” in your identity, because it
takes you out of the role that you are so familiar with. When I studied abroad, among
the different students, I met a serious CFO from Switzerland. After a month away
from work, he had become much more jovial and fun than at the beginning. This
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gradual process of detachment will make you more creative and flexible, in order to
face the world when you return.
c) The best time to start changing (evolving) is now
Use your short breaks for new experiences. It is well worth exploring short Fridays,
holidays, vacations and time-off as trial periods, before taking a longer sabbatical.
Do not be lazyor afraid to expose yourself. The move toward a more authentic and
meaningful life requires much courage and personal effort. After all, the only person
who can make that first step towards your new career is you.

Dedication to the new career
Testing out the new field of work is a necessary gesture for us to know our reactions
to certain situation and further to be able to reflect upon them in order to make better
informed decisions. Nevertheless, the excess of experimentation and the absence of
dedication to a certain course of action can throw us into a kind of professional
limbo, a transition without end and without purpose. Although we need a certain
critical capacity in order to be able to choose a new career (albeit at the risk of
accepting the first option that presents itself) having an excess of this may lead a
person towards not dedicating themselves to any given career. Author Hermina
Ibarra demonstrates this behaviour in the figure of the “eternal student” that never
defines what they are going to become. I know some professionals that, after leaving
their large company-structured careers, became “serial start-up entrepreneurs”. While
this could even be desirable, in their specific cases, they never quite managed to
establish themselves. They were perpetually trying to make some new project viable,
forever on some new work front. Personally speaking, I believe that one should
perhaps establish a certain time limit, or number of attempts, before even starting
different career experiments. There is no perfect job; neither is there anything
wrong in failing after trying your best. During the test period, we will certainly
encounter frustration. As in any marriage, to dedicate oneself to a career means
embracing everything that comes with it, for good or bad, at least for a certain period
of time. We should be conscious of this and not “make mountains out of molehills”,
as one popular saying goes, on the path to success towards the bonus career we
choose.
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Be pro-active, evaluate each opportunity that appears, but go in search of other
options that have yet to appear and create the chances to try them out. Elaborate your
new career, and don’t be content with what just comes your way today. Build new
relationships, write down and spread your ideas, find allies and execute your plan.
Even if, in the past, job offers came virtually served up on a platter for you to choose
from, don’t expect that just because some opportunity hasn’t come your way, that it
is not out there somewhere waiting to be grabbed.

Share your story and note the reactions
On telling your story about your professional trajectory and choice of career, you are
simultaneously convincing others about those choices and willbecome more
convinced about them yourself. We have the born ability to join the dots, justifying
(and reasoning) our choices in retrospect. This sense-building process based on
storytelling helps us to obtain the support of people who will be important for the
successful completion of the transition. On putting a structure of sense and meaning
around what we have done, we gain confidence about our past decisions,as well as
meaning for future choice-making. Dedication to this logical self-narrative will keep
us connected with a unified sense of purpose and direction. After all, the more we
recount our choices in different ways to different people, the more we will become
convinced about what is the best alternative. One good story-telling exercise is to
write a letter of presentation which traditionally goes hand-in-hand when sending out
our curriculum vitae, or resume. On having to write it down, we are forced to
connect the individual dots of our careers and justify our decisions. Try showing
other people letters with different outcomes. Then ask them which of them was most
convincing. This will certainly provide you with a good idea of what seems to make
sense for you.
Finally, check which career will bring you closest to your inner-purpose in life.
Don’t forget to evaluate the impact each of these has upon your work-family balance,
on your income, relationships, sense of competence to overcome challenges, on the
possibility of both learning and meeting new people, and further in building your
professional legacy.

Ideas of jobs for the more experienced types
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One of the advantages of having more experience than others is that you can
convert your know-how into an asset or commodity. In order to market this knowhow, you just need to understand how to package it in a saleable fashion. Apart from
know-how, the older professional usually has good networking, as well as a certain
grace in overcoming moments of emotional stress – this itself is another asset.
Consulting, training/lectures, mentoring/coaching, and counselling are viable
“packaging” to monetize such abilities. However, you need to know and master the
segment jargon, the main templates and the software (presentation software for
instance) used to communicate with the market. Just telling a client what to do
(delivering the message content), without meeting the required delivery technique
(form and method of presentation) that I mentioned, could quite easily turn into a
fiasco.
Nowadays, there is ample space to use sector know-how as an asset for working as a
professional advisory consultant and even end up achieving a shareholding in startups. Technology start-ups, for example, rarely have any real domination of the
business sector they are starting out in, needing both contacts and experience that
you may provide.
If you do not merely wish to sell advice, the option of setting up your own business
could be a good alternative for doing what you want to, and in the way you want to.
But as I mentioned before, be wary that the further you move from the segment of
your original work, the less value your know-how will have, which in turn will make
both your skills and your ability to learn all that more important.
In order to learn, it is important to be really open to receiving new knowledge. You
should learn, in particular, how to listen to people with more experience in the job
(even though they might be younger than you), in order to function in the new sector.
Avoid making too many analogies of new experiences with your old professional
passages, so as not to contaminate them, harming the new learning and, most
importantly, pay full attention to all aspects of the new occupation. Very formal
speech or dress, for example, may seem harmless, but it could ruin your chances of
connecting with potential customers or investors in certain sectors. Therefore, pay
special attention to the details of your new work and incorporate them.
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Chapter 9
Starting over in a new career
Integration: efficiency criteria and the creation of sense
Your decisions have led you to change careers, to your choosing something
completely different. People might well ask you – “How are things going in your
new job?” – And yet you are not sure how to answer. At the end of the day, you
might be making less money than before, although youmay feel that your self-esteem
has increased. Furthermore, you are learning new stuff, you feel respected for what
you do and you are creating new relationships. In short, you feel satisfied with the
decision you made, but the results of this decision are not yet visible to those“on the
outside”.
Before speaking about how to explain this sentiment to the people around us, let’s
first understand whether you are obtaining the desired success in your new career.
One well known model to measure whether we are being efficient is that of Douglas
Hall59. According to Hall, in order to measure our success, we can use any one of
four criteria, the most objective of which is to observe just the exterior aspects of
your performance: symbols of success, money, personal projection, formal
evaluations from superiors, etc.
Another important criterion, especially for professionals in transition to bonus
careers, is the subjective success at work, in other words, the way in which
individuals see themselves in their career. A good subjective self-evaluation is
manifested in our own pride, in having done our absolute best in attempting to
reach a career objective.Small victories, when noted and celebrated, create a
“positive spiral”in which success generates success60. Within this virtuous cycle, the
psychological success is further fed by the increase in self-confidencethat comes
fromthe individual’s professional victories, which then seeks increasingly daring
goals, in a process ofretro feeding one’ssought-after identity.
The third criterion is the employability or versatility (in the case of entrepreneurs).
The market is an excellent judge in determining the success of a professional in
his/her career. Those that attain high efficiency have greater mobility in the job
market.
Finally, according to Hall, the fourth criterion for evaluating the effectiveness of
someone in their career is the very individual’s sense of identity. This encapsulates
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the notion of personal values, capabilities, interests and goals. As a person stops
feeling so fragmented between their personal and professional lives, in other words,
stops feeling divided by internal conflict, so they start to draw a sense of integrity of
who they are from their career. This notion allows us to build a sense of continuity
between past, present and future.
Now stop a while to reflect about your material success in the new career. Try to
remember all the little victories, what you have learned along the way, the solid
results, and check whether you are feeling internally split by your new job. The next
time that someone asks you how your new career is going, remember the four criteria
that I have mentioned and recount your achievements, how you feel about yourself,
how you are adapting and, in particular, how you feel in your new job.

Development: accelerating the learning curve
At the current stage of life in which you find yourself, you certainly don’t need “tenthousand hours” to be efficient in your new choice. If you choose a bonus career that
relies on your pre-existing skills and capabilities, all you need is to learn the ropes,
the content of the tasks, and develop adequate relationships in order to quickly reach
your peak performance.
Obviously, there will be frustrations and mistakes along the way, but don’t let
these obstacles get in the way of reaching your goal. On the contrary, mistakes are
opportunities to learn. And, in order to speed up your learning, you will actually need
to make mistakes more quickly. The popular idea in “design thinking” of fail fast,
instead of risking a long preparation with possible failure, offers us a good notion of
how to make learning more agile: we have to put ourselves to the test in smaller and
more frequent challenges.
Throughthe experimentation of more and more pilot-situations, we are able to
develop prototype solutions – which can later be scaled up – thus learning from low
impact mistakes. A small victory in such a context is a great opportunity to feed our
self-esteem and raise that bar; whereas a tiny defeat represents an opportunity to
adjust ourselves in order to try out a different solution.
It is further possible to make one’s development more agile in a new job by
observing the behaviour of other people and checking their results with due attention.
This strategy saves on effort and can serve to boost the adaptation process, alongside
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the study and experiences you go through in the new job. Shadowing another
professional for a day in your new work area will certainly give you many insights
into how youmight work better within your new daily routine. Working as a
volunteer, or even going back to being a trainee, just to observe and understand the
rules of the game, could well reduce your period of adaptation.
Risks: avoid unnecessary stress
My studies have shown me that family is an important source of support in bonus
career transitions. Its relevance naturally increases as we reach later stages of life and
as our priorities change. One of the participants in my study was already in his fourth
marriage.He describes himself as being a “difficult” person – however, he found
much of his energy to innovate in the relationship he had with his children. One
needs resilience to confront a new career start, but you can avoid conflicts that put
you at the crossroads between your loved ones and your dreams. Therefore, the
intention in this section is to help prevent such wear and tear on those who hope to
gain support in their new journey.
When starting over, you need to be able to earn less money, cope with less status and
be prepared to be questioned at all times by family and friends about the rational
benefits and risks of your decision.
Every career restart begins from a different place than the one you left behind.
To deal with so many objections, the professional needs to be secure and not expect
unconditional support from family and friends. In time, it may well come, but in the
meantime, surround yourself with people that support you and, above all, be patient.
It is also very common for there to be a certain strain between husband and wife
when one or the other of the couple decides to start working from home for the first
time, after decades dedicated to a different routine. Changes are not always
welcomed, as they require adaptation and new concessions on the part of our nearest
and dearest. Renting a space in a co-working or moving into a corner of a friend’s
office for a few months could well be a good move for those seeking a solo postcareer.
Avoid “complicated” partners without business experience, such as family and
friends; that was the advice that came from some of the businessmen that I
interviewed in my study. The difficulty of disassociatingfrom emotion seems to be a
factor that hampers business relationships with people who are close to us. In the
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case of family, it is unavoidable that company matters will come up in family
reunions. Naturally, people tend to take sides, ultimately provoking controversy. So,
that said, it is a good idea to avoid such situations particularly at the beginning of a
new enterprise.
Finally, try not to spend more than you earn in order just to work. When one chooses
the option of being a service provider (estate agent, for example), it is quite common
to have to cover the expenses related to the activity for some while. Thus, one should
be careful not to end up more in the red than originally planned. This will reduce
your chances of retaining the support of those that depend on you, or of those that
support you.
Leverage: use your experience differential in order to prosper
Mid-life career transitions, between the ages of 30 and 40, are different from those
that occur after hitting 50 (bonus career). Having been through a great transition
myself, from executive to entrepreneur at the age of 30, I notice that, despite the
enormous impetus that I showed in order to create the new business, I lacked the
competence to deal with delicate emotional questions, and that caused quite a toll on
my company. As I mentioned, I always ducked out of having equal weighted partners
and, indeed, wasted many opportunities of bringing strong investors to my company,
and all for not having the necessary emotional intelligence to manage the collateral
effects that I knew would come, as part and package of such measures.
Even today, when I do not wish to suffer emotionally, I look to professionals who are
much older than myself to resolve any difficulty in the relationship with clients. I see
that maturity has its advantages. As the grey hairs start to appear, so we start to
develop the ability to deal with the emotional questions with a greater degree of
elegance; and it is this elegance that removes the barriers between people61. Such a
characteristic is not purely the domain of older professionals; there are many wellbalanced and shrewd young professionals. Nevertheless, such traits that are added to
one’s personality over the years may well help you to prosper in your new career, if
you have empathy with younger professionals. It is not necessary to try to mimic
their behaviour, or to reproduce their jargon, but rather to understand how they feel
about situations that you have already experienced and to be open to helping them on
their own terms. Many older professionals complain of the "juniorization" of
companies, the immaturity of their interlocutors and the lack of preparation "of this
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generation out there". Well, that has always happened. It is necessary to silence the
critics a little and understand young people in the context in which they were brought
up, not from your worldview, but from theirs. Of course, by starting over in a new
career, young people will be your clients, peers and even bosses. So, use your
emotional intelligence to build relationships that accelerate your success in the new
career by finding opportunities to put your valuable skills at the service of those who
have not yet developed them.
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Chapter 10
Creating a professional legacy
Aging productively
In order to understand the concept of “aging productively”, it is important to take
into consideration that our self is partly made up of our professional identity, or
working identity. In other words, your job is part of who you are. As yet, a way of
not growing old has not been invented, but we can reduce the sensation of decadence
that comes with the passing of time by avoiding the loss of the professional
component of our “selves”. Many people remain active for this reason, choosing to
age productively, instead of shutting up shop on their working lives. This decision
reflects a basic set of beliefs that exist from even before the conscious decision is
expressed in words.
I invite you to think about the following: how would you feel about being presented
to someone you have just met as being a retired person? It is quite common for a
very active person to not identify with the possibility of simply being idle.
Some people see nothing wrong with being in the life of leisure, but they do not like
the idea of being seen as individuals who no longer participate in the consumer and
productive society. Such individuals, when they have the conditions, may well opt
for a retirement of consuming experiences and / or material goods, traveling,
studying, buying, etc.; but if yours is a different case, less bent on consuming than
producing, and further believeit is too early to stop working while you have creative
energy, a clear mind and sufficient physical health to start some new professional
journey, then you have already taken the decision to age productively.
Creating a legacy
Thus, if your aspirationis not to give up being useful, rightup until the end of your
life and beyond(and further be recognised for this), you can start the planned
building of your legacy. Activities related to teaching, voluntary work and, last but
not least, your very example as a person and professional are all part of this legacy,
and one that will certainly influence others.
One day, along with my Buddhist master, I was visiting a small grotto in which a
famous Buddhist yogi lived, around the tenth century, in Nepal. His texts are classics
and studied until this day. Looking at that small hole in the rock, guarded by monks,
my master concluded: “He lived in a hole and built a legacy that has lasted until
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today. Since then, many kings have built enormous palaces and have faded into
oblivion”. I have always remembered this teaching. The legacy of a person has
much less to do with the wealth that one accumulates for one’s heirs, than the
force with which one can transform the lives of others.
In order to build a legacy, therefore, one has to provide purpose for the wealth we
create. You could “re-signify” the idea of producing wealth: wisdom, beauty and
better relationships are also products of human experience.
It is important to emphasize that, in the consumerist society in which we live, many
people associate value creation with the creation of wealth. For me, this is one of the
errors of our era. If you have produced and saved enough for the rest of your life, you
do not need to carry on earning money as such, as a way ofremaining productive.
The creation of other forms of human worth also enriches as much the individual as
the collective spirit. For example, an artist that decides to donate his work is
producing beautyby touching people both emotionally and cognitively, without
charging for the pleasure. Producing beauty through art is one of the most rewarding
ways of growing old, as demonstrated by the story I told about my grandfather. This
type of activity has an immeasurable and intrinsic value for those who do it.
Another modality of human enrichment is the generation of better relationships. One
famous study carried out by Harvard University over almost eight decades concluded
that people who have good relationships are healthier and happier in life62. In reality,
when we ask someone about what is more important in life, the answer is generally –
family, friends and loved ones. What we value most in life, then, are relationships.
To improve them is to produce value in a currency we can all perceive; in other
words, helping others. From the grandmother who dedicates herself to her
grandchildren, to the community leader, to the volunteer in the church, improving
relationships is interacting with others in a way that createsbetter experiences.
Finally, creating wisdom, as I call it, is an attitude that involves helping people to
make the right decisions, creating the conditions for them to find the best path in life.
We have many masters in life, but we remained really marked by those that allow us
to make mistakes without judging us, helping us definitively with future decisions. It
is difficult to explain how to produce wisdom; indeed, perhaps there is more wisdom
in listening than direct teaching. Wisdom acts contrary to instinct and impulse. It is
the rarest of riches, that not even the rich themselves can buy, and it is for that very
reason that it is so valuable.
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Chapter 11
Age diversity inside organizations
The waste of in-company talent
“... You rarely see a company hiring someone over 50...
I was in a sector where my space was clearly shrinking...”
Pablo
For many executives, as Pablo points out (above), reaching the age of 50 brings with
it the shadow of the feared end of a corporate career. Indeed, in some countries,
mainly in Asia, being young is an essential condition for either continuing to rise in
one’s career or keeping in it. It might seem cruel, but the excess of youngsters in
these countries obliges society to give them jobs. This is not the case in the majority
of developed nations in Europe and North America. In other countries, such as Brazil
for example, despite the gradually aging population, closing in on the 50 mark still
weighs negatively on candidates for the few opportunities of qualified employment
that fall vacant each year. Socio-economic questions aside, the reality is that the
current business environment is adopting technologies and management models that
are all new to the old-school professional. In my original area of marketing, for
instance, instead of investing in training these professionals to act in the digital
world, companies are opting to contract younger people who dominate the more
recent techniques. Such behaviour is to be expected. Agility has become a source of
competitive differential for brands that compete in the consumer markets, and there
is no time to waste.
This phenomenon is known by the majority of Human Resources professionals as
“juniorization” of leadership, affecting mainly the most dynamic sectors of the
market, such as technology, retail and consumer goods. Apart from this, the period in
which high ranking professionals remain in their positions is becoming shorter. One
recent study carried out by a headhunting firm indicated that the global average
period for CEOs remaining in their position is less than two years per mandate. The
speed of change prevents the forming of cooperative internal alliances between
executives and collaborators, a field which demands soft skills, typically found in
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more experienced leaders. This dynamic is prejudicial to older professionals, as it
values just the skills that are related to strategic content and activity tactics.
Regrettably, some talent recruiters place too much emphasis on content, positions
and knowledge developed throughout professional life, without paying attention to
the skills that older professionals have developed in their original careers.
Conscientious talent hunters base themselves on the skills, achievements and the
capacity of learning new content of older professionals, in order to recommend them
to their clients. Nevertheless, good professionals are very often eliminated from the
selection process for not fitting into the desired age/generational profile, revealing
the prejudice that still exists on this matter. In reality, the absence of an
individualized analysis about the necessary requirements for executive positions, and
adequate skills for these, end up leading companies to adopt just stereotyped profiles
as criteria in order to evaluate whether a potential employee fits in to a determined
position, creating unfair conditionsfor professionals, aged 50 and over.
Fortunately, some companies provide an example to others, implementing
programmes that provide incentives to the generational diversity of their staff. Others
no longer require that the candidate’s age is filled in on job vacancy application
forms. Nevertheless, we are still far from having a market that treats the generations
of more mature professionals equally.
Instrumentalizing organizations to retain experienced professionals
It is not only in the selection of executives that organizations waste their more
experienced talent. The retention of older professionals requires as yet, little divulged
corporative instruments. As executives grow older, the material goals of companies
begin to distance themselves from that of these executives, whose goals begin to
become more subjective. The appeal of status, of getting rich, of promotion, etc., all
start to become less relevant, and other desires take over the role as
motivationdrivers. As such, the models of compensation and promotion stop being so
attractive to many of these more experienced professionals that have different needs
and desires from that of the younger generation63. For them, the motivation starts to
become much more linked to the fact of being listen to in decisions that affect the
company.
Among the six main desires of mature professionals are: the search for a balanced
and healthy life style; more time to dedicate to the family; the desire to be respected
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and heard at work; the aspiration to remain relevant; the will to create a legacy; and
the desire to do what they like doing.64.
Indeed, the search for harmony between work and family, for example, is a great
motivator towards finding more customized workday options (such as part-time
work) or with a certain flexibility for home-office, and other configurations. Many
experienced professionals could continue to be active in companies through projectbased contracts, or as consultants, whose remuneration is based on delivery,rather
than through the number of hours clocked up at the office.
Organizations may also increase the retention of professionals in more advanced
stages of their careers, by preparing and adapting the leadership style of their
managers in order to deal with older workers. The closer the professional gets to 50,
the more they expect their leaders to listen, rather than betoo directed on how things
must be done. They want the leadership to have vision, in other words, to beable to
map out the future, instead of micromanaging it.
Autonomy is fundamental for a professional with years of experience (generally
more than 20years). For that reason, excessively “hands-on” bossesend up
hampering, rather than helping, in the day to day.
As a measure for retaining older high-performance professionals, organizations
should engage themselves in understanding the physical and psychological needs of
these collaborators and of the dynamics of the inter-generational relationships in the
workplace, avoiding the stereotyping of any of the collaborators. Human resources
managers should facilitate voluntary attempts at new jobs, and sabbatical periods
could be completely integrated into corporative policy for older people, thereby
stimulating reflection on the points of development needed to adjust the professional
to the organization's environment (person-environment fit) or their search for other
vocations, as well asexperimentation with new jobs. This approach would also be an
alternative to the abrupt end, as seen with mandatory retirement;thussoftening the
psychological impact of change.
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Further information on the study that inspired this book
The study that gave rise to this book was designed to identify the psychological
factors that motivate entrepreneurs and C-level executives over the age of 50 to start
new careers in different areas from those of their main professional field.
A secondary objective was to explore how senior professionals experienced the
transition, indicating standards of action and key catalysts in thedecision-making
processes. The theories about career transitions, retirement processes, and the sociocognitive model of self-managed career transitions, as proposed by Lent & Brown
(2013), were used as theoreticalsupport in order to describe the transition processes
and the experiences involved. Based upon more than a dozen semi-structured
interviews, nine were chosen to make up the analysis which resulted in an academic
thesis, presented as part of the requirements for the conclusion of the executive
masters in Consulting and Coaching for Change (EMCCC) from INSEAD.
The methodology of the study used to identify common themes and meanings in the
narrative is the interpretive phenomenological analysis (IPA). Its basic assumption is
that the interpreter of the results recognise their own bias by revealing them
separately; and, with the aim of generating new insights about the essence of the
phenomena 65 , the researcher must set aside their own value judgement, while
recognizing their presence in the work. The aim is to portray the nature of the
phenomena,allowing the reality to arise from the different perspectives of the
experiences of the participants and of the researcher. The script of the interview
covered the sequence of events of people’s careers, as well as their experiences,to the
degree in which the events and transitions took place.IPAwas the chosen method for
this type of research because it involves the interpretation of the interviewee’s
narratives – career transitions at the end of adult life – put into context through the
psychological structure of the decision-making process (conditions, motivational
factors, sequences and catalysts).
My first selection criteria for participants were based on age and sex. I chose only
men aged over 50 years of age that had decided to start a new career after this stage
of life. With the idea of isolating (as far as possible) and focusing just on
psychological motivators of a specific decision, I decided to exclude involuntary
career transitions from the analysis.I doubled my efforts to avoid forced transition
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stories, choosing only professionals that did not need to carry on working(i.e. those
that could have stopped working). My objective was to understand the intrinsic
transition motivators.
Professionals with six different nationalities took part in the original study. Later,
with the book in my mind, I complemented the core of my study with seven more
participants. All the interviewees were senior executives that had undergone drastic
post-career change.
From the collected material, I selected around 200 citations from the interviews,
grouping them into 40 different themes with the aim of deconstructing and then
reconstructing the narratives – drafted under 15 general topics (created and based on
my interpretation, employing associations with metaphors), that generated a model
with three macro decision categories.
These were products of a systematic process of presentations for peers and feedback
that ended after more than a dozen rounds of sense-making.With the aim of making
the research accessible to the wider public, I rewrote the narratives in order to put
them into a more accessible and less academic language, while not losing the
technical framework of the study, forinclusion in the book.
As such, I didn't concern myself too much about mentioning the theoretical sources
that I used to reach the conclusions I offer in the book. Apart from that, I added new
explanatory diagrams and certain data that came from research that I received after
the original study had been published. In this way, I hope and believe that the final
result makes for a schematic while enjoyable read.
*Find the original thesis: "Bonus Career Transitions" (INSEAD), written by Rafael
D'Andrea and available in its full version at:
https://flora.insead.edu/fichiersti_wp/InseadEMCCCtheseswave18/83965.pdf
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Final thoughts
I began this book by demonstrating, through my own experience, how the factors that
motivate career transitions arise. I explained my own career path, I even presented
the beautiful example left by my grandfather Armando, in order to provide a clear
illustration (not necessarily academically or scientifically) of what is possible. I used
my academic research as one of the ingredients that made up this book, but I did not
limit it to the frontiers of pure analysis. I have sought to use myself as an instrument
to understand the complex experience of the various people I interviewed and to
extract from their accounts the experiences that I believe should help many of you
readers out there who are experiencing, or are about to embark on, a late career
transition.
The review of the academic literature and the method of qualitative research helped
to adjust my perceptions and biases, keeping them within the anecdotal context of
this work, without presupposing any universal extrapolation of my findings. After
all, every situation is quite unique. As Heraclitus reasoned: "You cannot enter the
same river twice", and as such, so are the human experiences recorded in this work.
The stories I have related in the first part of the book were strategic to convey the
certainty that the very notion of who we are is tied to work. Testimonials have shown
how career transitions are much more than just activity changes: they also hold the
power to transform us!
I have tried to capture these internal and external transformations by arranging them
in a simplified sequence for the reader, and I must say that I am happy with the
result, because I was able to present not only what happened to the participants of my
research, but to some extent portray how they felt, and especially how they made the
decisions that led them to succeed in their career transition. I hope it has been
possible to touch some readers with reflections on the deeper meaning of "being
productive" in the time still left to us.
In the second part of the book, I dealt with more practical topics. I sought to provide
a road map of reflections and actions to assist people during their own transition. In
an attempt to be objective, I used check lists, and provided direct suggestions on how
to think and act during the transitions to bonus careers. Again, the source for such
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suggestions was the collection of testimonials I obtained in my research, combined
with a broad review of international authors on the subject.
Finally, I counter-pointed my point of view to that of the organizations themselves.
Focusing on the human resources executives who manage talents, I sought to
provoke a corporate reflection on the retention and career management of good
professionals aged 50 years and above and, as such, I sincerely hope I have been able
to provide a gentle nudge towards a corporate culture, based less on the old
stereotypes and more on meritocracy.
We never quite know what the result of our actionswill be, but when we do
nothing, there are never any new consequences to be observed.I sincerely hope,
then, that the testimonials, suggestions and reflections recorded in this book give the
reluctant reader the impetus to act. I hope that all those people who are going through
transitions may inherit the security of those who have already crossed that zone of
uncertainty.
Furthermore, I also wanted this book to provoke the spark of change in professionals
who, after decades, contemplate being happier in other careers. The result of these
transformations is impossible to predict. Maybe life will pay you a well-deserved
bonus at the end of the journey. It could be in cash, as a reward for doing what you
enjoy well, or it may simply be subjective, a job consistent with your values, in
which you are respected and competent.
You have all the time from the age of 50 to pursue a successful new career but, for
this, you need to create a space in your mind and,further, the belief that this path is
possible. Your age doesn’t matter; after all, we all only really live in the present. So,
if you feel that the time to change your path has come,then you know that the best
time to startreinventing yourself is right now!
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