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I)

The Path to Work Changes Gender
1.

Our Personal Entry Point

Work
Changes
Gender

Our Personal Entry Point
• New community forms of employment
• Hierarchies between professional and private
sphere
• Men‘s limitation on labour and breadwinners‘ role
• Perspective of change

How have we (Ralf, Stephan) arrived at this view, this formulation of the issue, this approach
to the research project?
In the early 80s, we got involved in new community forms of employment. This so called form
of “working differently” was, at the time, arising within the West German alternative movement. We implemented these forms, as much as we could, into small collectivelyadministered projects and organizations. In doing so, we also accepted entering into insecure employment circumstances – but as you can see, we survived quite well.
We came together in the West German Men’s Movement in the mid-80s. We cast a critical
eye—along with the (dominant) Women’s Movement—on the prevailing patriarchal structures. One such structure was the separation and hierarchy of the spheres of professional
and private life. We demanded the abolition of the dominance of men in the professional
world and the relegation of women to the domestic sphere.
At the time, the majority of the Men’s Movement was concentrating on the private life of men.
Our background led us to see gender hierarchies within the hierarchies of the work world.
We doubted that men’s limitation to labor and the breadwinner role could offer us any kind of
contentment.
Coming from the field of social pedagogy, we view discrimination and differences on the basis of gender membership, with a perspective aimed at change. We view and analyze social
and societal problems and their causes on individual, structural, and social levels, but we always strive to make improvements, as well.
II)

The Research Project Work Changes Gender

In the following, we will, by way of a short evaluation, briefly outline our goals and structure.
We wish to show how we stand in relation to their implementation and to what extent we
have reached our goals in the past three years:
- Work structures
- Work culture
- Results
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2.

The Process of how Work Changes Gender Arose

Work
Changes
Gender

The Process of How “Work Changes
Gender” Arose

• Men’s Reactions to Equality Measures
• “A Life Enhancing Time-culture”
(„Lebensvolle Zeitkultur“)
• Non Standard Work
– increasing uncertainty and social insecurity
– expansion of the lifeworld and personal
opportunities of men ?
– opportunities for individuals in the work life?

In the early 90s, we conducted a study of men’s reactions to equality measures. One of the
goals of this study was to find out which men under which conditions put up with or even supported equality measures. One of the answers was that men who do not work full-time contribute structurally and individually to the gender equality. Thus part-time employment became interesting for us. Part-time employment has increased in the past 20 years, including
part-time work for men. Moreover, part-time employment also serves the interests of labor
market policy, because an increase in part-time positions can help reduce unemployment.
We developed a research idea with the working title, “A life enhancing Time-culture ” („Lebensvolle Zeitkultur“). We wanted to clarify which conditions gave rise to a situation where
men could benefit from working less. We regarded shifting the focus away from professional
work to be an equality-oriented step and that it offered personal opportunities. This was also
accompanied by the possibility of men assuming more non-professional responsibility.
By focusing on those who worked in a non-standard way, we were able to gain a sense of
the gaps between the increasingly insecure employment conditions in Berlin and East Germany, and the official political stance in general, which is geared only toward those with permanent positions. The discourse and regulations both reiterate a concern only with permanent employees, who are employed full-time for their whole lives. This was a group, however,
the members of which were hardly known to us. Those who want to or must work in a different way are continually marginalized.
In 1999 the EU published an advertisement about the consequences of changing and increasingly flexible employment circumstances. In retrospect, our application can be depicted
as part of the research project. The advertisement corresponded to our broadening perspective. Our focus had broadened from men working part-time to all men working in non-normal
employment circumstances.
By normal employment we mean the following: full-time (more than 35 hours per week),
permanent and dependently employed. We designate this working condition as the normal
masculine employment, which, for only some decades, has been standard for many men in
highly industrialized countries. The affect of this normal work condition continues up to the
present day in a normative way: it characterizes the model of hegemonic masculinities (the
overperformer and the successful breadwinner). It continues to do so even though it has
never been ‘normal’ for many men to work in this way. Although we knew that part-time work
for men was on the rise. We were, nevertheless, very surprised by the extent to which normal work conditions were disappearing.
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Gender

Labour Force Participation, Berlin
Males 1991 - 1998

Source: Wissenschaftszentrum Berlin

At least in Berlin, the norm applied only to a minority. Changes in men’s working conditions
appear in the following areas: The most important changes are that standard work is decreasing rapidly and the rate of men outside of employment is increasing, due in part to early
retirement, illness or further education. The next change is that the rate of men who are unemployed or work in non-standard work is increasing: especially part-time and selfemployment. In the application process, our perspective broadened not only in terms of the
issue but also in the assessment.
In Berlin we had recognized the increasing flexibility of working conditions for men mainly as
a process of increasing uncertainty and an increasing reduction of social security. We first
looked outside the employment sphere for the resources in this increasing precariousness;
we looked, namely, at the expansion of the life world and personal opportunities of men. In
the preparatory meetings with our partners, it turned out, however, that the other researchers
still considered the chances and opportunities for individuals amidst the increasing flexibility
to be much greater in these countries’ then booming 2000 economic climate. They saw new
opportunities for self-determination in the new form of self-employment arising for example in
computer fields.

7

3.

Goals and Structure of the Investigation

Basic Hypothesis
Work
Changes
Gender

Basic Hypothesis
During such a transition of economic
structures
– one may also expect a modification of
gender relations
– opportunities arising for improving the
quality of life of both men and women
– contentedness of men and women will
foster economic and social cohesion

In a process where economic structures and values change, one may also expect a modification of gender relations. This could lead to a new type of “masculinity”, i.e., to a redefinition
of the position of men in society as well as of their self-concepts.
Self determined, diverse work forms offer opportunities for improving the quality of life of both
men and women. Diverse, meaningful labor improves gender equality and the quality of life.
The contentedness of individuals during such a transition will foster economic and social cohesion.

Aims of the Investigation
Work
Changes
Gender

Aims of the Investigation

We wanted to find out more about:
• Effects that new forms of work may have on
the genders
• Attention to temporary work, freelance work,
part-time jobs, fathers’ leaves
• Collective strategies for dealing with change
• Conditions under which men will be able to
deal with change
• New forms of harmonious gender
relationships
• Fostering a better quality of life
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This research tried to determine the impact of the global changes that in Europe have led to
a situation where already less than 50% of the workforce seems to be working in a full-time,
traditional long-term job. The empirical analysis focused on the individual and institutional
conditions under which men are able to deal with these trends.
1. The study looked at the effect that new forms of work may have on the genders
2. This research paid special attention to non-normal work forms like temporary work,
freelance work or part-time jobs. it looked at father leave as well and other interruptions in work life.
3. The study tried to determine the “best” ways that individual men cope with change.
4. New forms of harmonious gender relationships were identified, which encompass all
aspects of life: work, home and reproduction choices.
5. It defined the best collective strategies for dealing with change.
6. Policy implications were derived that foster a better quality of life in a changing world.
Work
Changes
Gender

Course of Investigation
• 1. New forms of work and gender
differentiation
• 2. New institutional patterns and time
organization in men’s lives
• 3. Towards a new positioning of men

Course of the Investigation
Work package 1: New forms of work and gender differentiation
The study starts with a mapping of the labor situation. On the basis of labor force surveys,
censuses and panel data we got information about labour force participation, part time, self
employment, temporary work, unemployment, and occupational segregation.
Work package 2: New institutional patterns and time organization in men’s lives
Data are collected, compiled and analyzed concerning new work conditions and innovative
concepts (structural conditions) which enable men to more easily cope with change. New
work life adaptations, masculinities and gender-equality status-relevant practices are analyzed in terms of their interconnection and dependency (e.g., with a time-use survey of men).
Work package 3: Towards a new positioning of men
Various ways with which men cope with discontinuity and precariousness are identified. Interviews are also used to understand how men face their changing role in society and are led
to modify their self-concept.
4.
Work Structures: Diversity management – the International, Interdisciplinary
Collaboration
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Our goal is work in a different way, in a new form of work, not only as the object, but also as
the style of our cooperation. Instead of fostering a fruitless hierarchy or discipline disputes,
we tried and had to integrate competencies and resources from very different cultural, economic and academic backgrounds. Before I show you the biggest differences in our network,
let me show you the network.
Work
Changes
Gender

Research Network

The differences between the partners had to flow together into a cooperation on the level of a
work structure. We wanted mutual assistance rather than survival of the fittest.
Work
Changes
Gender

Diversity
• Sociologists and Economists
• Women and Men
• Culture and Socio-economic Conditions:
East and West, North and South
• Governmental and Non-Governmental
Organizations
• Freelancer and Permanent Full-time
Employees

In our view the biggest difference in the network was and is between the Sociologists and
Economists
Economists look more at national economies as a whole while sociologists focus more directly on people. We had to avoid the polarisation between the “unbridled dabblers in speculation” and the “number crunchers”. Starting from a point of mutual ignorance, our interdisci-
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plinary understanding has grown over the three years. The original work plan for the project
was sharply divided into two parts: one part for the economists, one part for the sociologists.
In the process however, one task changed to such an extent that it ended up assuming an
economic focus, the outcome of which limited our mutual understanding on the content level.
Thus, the sociologists have, to this day, not understood a part of the answers given by the
economists.
Women and Men
We work in a mixed team and do so not only in light of EU guidelines, but for other reasons:
• Women’s perception of men and masculinity can be different;
• Research on men always relates to other genders;
• We don’t want to over-emphasize the classification of categories.
We are nevertheless a male dominated project.
Culture and Socio-economic Conditions: East and West, North and South
The diversity of cultural and socio-economic conditions is depicted by
♦ the rich welfare state Norway, which strives for just gender relations,
♦ the ambitious, deregulated Spain, in which only a minority supports gender equality
♦ Bulgaria, only recently subjected to the forces of market capitalism, a country in which
survival, not gender, is the issue,
♦ the stagnant, change-resistant Germany, in which a historical mother-ideology (West)
overrides an eastern rhetoric of equality.
Governmental and Non-Governmental Organizations
Even though it hasn’t been easy to finance, there are two small non-governmental organizations in our project and a third one is on the way to becoming independent.
Freelancers and Permanent Full-time Employees
All forms of employment that we are analysing also exist in our project. The diversity of our
forms of work is demonstrated in the following breakdown: full-time, part-time, temporary,
permanent, self-employed as freelancer, up to unpaid additional work performed by unemployed individuals. Sabbatical und parental leave also turned up over the course of the project.
We have attempted to give form to and utilize this diversity, but this is really only the beginning - a first step. We concede that we are still a project dominated by male western social
scientists.
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5.

Work Culture: Our New Work?

Work
Changes
Gender

Our New Work?
• Dismantling Team Hierarchy
• Mutual Assistance Rather than
Competition
• Meaningful Work with Fair Wages
• An Enjoyable Work Culture

We understand work culture to be a majority-supported association of meaning,
functions, emotions and values in an organization, in this case in a network.
When we become engaged in a different kind of work, we must also allow our work to be
measured in terms of this established goal. In so doing, we move within a field of tension of
demands placed upon what we do: demands from outside--from institutions that we are involved with—and our own personal requirements.
In the field of tension between the demands of working in a different way and one’s
own work and life reality, we have been successful at least in some areas in dealing
with professional work--which differs only slightly from normal research work. We
would like to portray that here with some examples from our partner meetings and
other collaborative efforts.
Dismantling Team Hierarchy
We wanted to discuss things in our team as equals, even among collaborators with extremely different qualifications and reputations. The work we aimed at needs flat hierarchies.
The experienced researchers emphasized the mutual benefit of the project, since they too
sought the exchange in order to acquire new approaches through contact with individuals
from other fields. They too want to lower barriers between disciplines and encounter new
ideas. For the most part then, they took in the newcomer in a spirit of friendly consultation.
We appreciated everyone’s value in the team.
Mutual Assistance Rather than Competition
A requirement of new work is to provide mutual support instead of competition. The individual
project members have to devote a lot of energy and time to survive in their fields. Nevertheless, our partners were willing to establish bilateral meetings to provide support for others.
Additional consortium meetings were held for intensive collaboration and completion of project tasks.
An Enjoyable Work Culture
At the partner meetings in Graz, Barcelona, Oslo and (many times) in Berlin we succeeded in
creating our own meeting culture. This means our meetings included every level of understanding as well as intensive discussions. We also used our stay in each city to take in new
impressions and gain an understanding of the situation in the partner countries. Therefore,

12

we regret not having had a partner meeting in Ramat Gan, Israel – but we are happy to be
here in Sofia now.
Up to now, we have mastered even our financial problems in a cooperative way. The distribution of work and tasks has proceeded without serious conflict. In fact it succeeded through
mutual support. With this in mind, Work Changes Gender could thus serve as an example:
our culture developed more through mutual assistance (Kropotkin’s model of evolution) than
through competition and survival of the fittest (Darwin’s model of evolution).
At our last partner meeting, we heard someone remark: “With this kind of mood, something
will definitely continue.” And we are working on precisely that: there are new applications for
research in diverse collaborations, some will take their experiences in working collaboratively
into a new, expansive European Network. There will be a short presentation of the projects
•

Coordination Action on Human Rights Violation

•

Marie Curie-scholarship and

•

Forum Barcelona.

6.

Results: Some Impressions

Work
Changes
Gender

Impressions
• Gender Changes Work
• New Strategies instead of New
Masculinities
• Quality of Life as a Motivation for Parttime
• Misplacement - Gender Status
Insecurity
• The Blue Collar Worker

In the following we would like to outline some of our findings, more in order to give an impression of what has been accomplished than to give a systematic overview.
Some comments beforehand:
•

The comparison of changes is difficult. In every partner country, there are changes in
employment conditions and in the way men conceive of themselves. In terms of the
changes in Berlin, the changes in other countries are, admittedly, not as radical as we
had expected.

•

At the same time, institutional developments have often similar tendencies, although
they have different forms and different backgrounds. Some aspects can hardly be collected at all. Labor market political actors continue to limit their interest to the supposed center and less to the supposed margins of the new forms of work.

Gender Changes Work
The main direction of the changes is not as simple as is suggested by the title of our research project: “Work Changes Gender”. At least in some countries, the change in men’s
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self-concepts at present appears to be driven more by private living conditions. The family
and life outside of their profession are often the most apparent motivation that compels men
to decide to adopt a new form of work. The deliberate requirement of having a gender-equal
life and the problems thereby incurred is clearest in one’s private life and lead, in part, to
changes in individual employment conditions. Male individuals seem to be more egalitarian
than their organizations permit. Indicated here are the divergences between attitudes, needs,
and the limits set by organizations, in which, e.g., they hinder part-time work. The combination of new personal and career interests seems to be merely theoretical in a professional
world that is becoming increasingly more flexible. Flexible working conditions offered individuals more opportunities to find individual ways out and to completely establish their own
work-life-balance.
Conversely, little or no employment does not inevitably lead to an equality-oriented masculinity, as we have learned in the case of ultra-orthodox Jews in Israel, whose families are structured in a patriarchal way. Most of these men do not pursue employment and so their wives
must take on two or three times more work. Less work is thus not a goal that equality automatically supports: even dominant masculinities can manage without work.
New Strategies instead of New Masculinities
We have sought ‘best practice’ examples at all levels of our project. On an individual level,
we prefer to speak, in the meantime, of good practice. Today we cannot present a best practice example, neither a ‘new man’ nor a ‘new masculinity’. We found instead men who develop new strategies in the face of contradictory demands. They integrate corresponding
forms of behaviour into their masculine identities despite the inhering contradictions. These
strategies are both supportive of their individual quality of life as well as of their equality ambitions. There are developments in masculinity toward more differentiation and more equality,
but no contrary movement toward patriarchal masculinities. We can demonstrate a colourful
diversity amidst the lives of men. That may be due to the fact that it is actually becoming
more diverse or that the knowledge about the actual lives of men is increasing.
Quality of Life as a Motivation for Part-time
Part-time work appears to be the most important form of work amidst non-traditional employment conditions. This is the case, in part, because this area continues to increase for
men, even if it is only taken up by small groups in many countries. One surprising finding for
us was the motivation men had to work part-time. Only a small number (of them) work involuntarily in this form of work. A still smaller number do so because they want to have time for
caring. Put otherwise, the quality of life and the demand for a whole life rather than merely
professional employment are the most important forms of motivations. In contrast to this,
politics often places part-time working fathers at the center of their campaigns. Fathers who
work less to have more time for their children, have such a positive experience of this time,
that they want to have more in the future. This is clearly demonstrated by the example of
“Norwegian Daddy’s Month”. Of the total paid parental leave time in Norway, the last month
is only paid if the other partner takes it, the other partner being, by an absolute majority, a
man. This month is taken advantage of by almost all men (85 %). What is exciting here is
that the men who have spent this month with the first child, spend more time at home with
the second and third child.
Misplacement - Gender Status Insecurity.
Most men in caring situations (e.g. parental leave) showed a period of insecurity in the beginning of their caring episode, when they felt very uneasy with their new situation, as if they
were “in the wrong context”. This feeling could be stronger or milder, e.g. men who had invested more into their education and career tended to feel more misplaced. For the men
without such caring roles, “misplacement” was missing. We think that this might turn out to
be a general, trans-cultural concept. Insulting the respective, country/culture/milieu-specific
norms might always result in some kind of (perceived) social rejection. This could lead to a
certain insecurity for the men “sitting between the chairs”.
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The Blue Collar Worker and housework
We gained a different view of good-practice men from an analysis of BHPS-data. We have
defined good-practice men as those who spend more time doing housework than their partners. ‘New’ men in this sense represent only about 7.5% of the sample. The analysis of the
statistical data yielded the conclusion that the probability of being a new man in this sense is
increasing:
• when the husband’s share of total labour income and paid labour time decreases.
• when the education level of the wife is higher.
• when there is no children in the household.
Among the job related variables, only the type of occupation and the type of contract have a
statistically significant incidence on the probability of being a ‘new’ man.
o

having a non-standard contract (i.e. fixed-term or seasonal contract) increases the probability of being a ‘new’ men.

Last but not least Blue collar workers have a higher probability of being ‘new’ men than
white collar ones. If there is to be a new type of man, he may be this kind.
These are only some highlights, which we pointed out from our subjective position. (A lot
more will be presented over the next two days.)
III)

Goals of the Conference

Work
Changes
Gender

Goals of the Conference
We want to point out key statements and
research needs, which
• are important in the logic of WCG
• are important in the research community
• can be effective in the political discourse

At the moment, we have a vivid bouquette of results, an unbounded diversity. Many open
questions remain from the abundant amount of material we have collected. With your help
we want to point out key statements and further research needs, which
♦ in the logic of WCG are important,
♦ in the research community are important,
♦ in the political discourse can be effective.
We invite you to be part of this process. Thank you.
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The teams working for this work package included mainly economists so that the papers that
are the product of the research undertaken take generally an economic approach to the impact of changes in the forms of work on the respective roles of the genders at work as well
as at home.
Among the most striking changes in the forms of work that have taken place during the past
decades three at least deserve particular attention:
the increasing share of part-time work
the growing role of self-employment
the rising importance of labor contracts with a limited duration
These three issues are respectively the main focus of the three first tasks of this work package. The three other tasks analyze gender differences in unemployment (task 4, with a focus
on the Israeli case because of the unique database that was available)), the degree of occupational segregation by gender in several European countries in the 1990s (task 5) and the
intra-household allocation of time between the genders (task 6, with a focus on the British
case, given the rich data provided by the British Household Panel.
The following paragraphs summarize the main findings of the various studies although the
oral presentation in Sofia will attempt to give a more synthetic view of the conclusions that
may be drawn on the basis of these studies.

Task 1: Labor force participation rates and part-time versus full-time work
Four reports have been prepared. They are more of a descriptive nature and cover respectively the situation in Austria, Bulgaria, Israel and Spain.
The paper on Austria entitled “ On the Gender Division of Labour in Austria” was written by M
Kreimer. It gives an updated picture of the trends that have been observed in Austria not only
on part time versus full time employment of both genders but also on occupation segregation
by gender and gender differences in atypical employment and in domestic work. Thus
whereas the labor force participation rate of men decreased from 84.7% in 1981 to 76.7% in
2001, the corresponding rate for women increased from 54.3% to 60.1%. During the 1980s
however most of the new jobs for women were part time jobs. Non standard work contracts
such as contracts with limited duration or employment in temporary work agencies are also
more prevalent among women. Data from the Fertility and Family 1996 Survey show also
that women have still the main responsibilities for household activities and child care although the gender gap seems to be smaller in younger generations.
The paper on Bulgaria is entitled “General Characteristics and Analysis of the Situation in
the Bulgarian Labor Market as regards Gender Equality” and was written by M. Atanassova.
It shows, as far as gender differences are concerned, that the percentage of women not participating in the labor force is throughout the 1990s higher than that of men. Gender however
does not seem to have an impact on the unemployment rate. As expected there are more
men employed in agriculture, fishing, forestry, building and other industries, transport and
communication and state administration. Women’s employment is more concentrated in the
service sector such as in activities related to tourism, catering, banking, finance and insurance, education and health. Women represent evidently the majority of unpaid family workers.
The paper on Israel was written by S. Neuman and is entitled “Gender Issues in the Israeli
Workforce”. It indicates that the labor force participation rate of men declined slightly from
62.3% in 1990 to 62.1% in 1996 while for women it rose from 41.1 to 45.7%. Women work
most frequently as clerks and in professional/technical jobs, often in fact in the public sector.
The participation rate for single females is higher than that of single men (46% versus
40.3%), probably because of the length of the compulsory military service (3 years for men
versus 2 for women), the opposite being true for married individuals (a participation rate of
59.7% for married women and of 73.8% for married men). As far as status at work is concerned, the percentage of female managers is clearly higher, the younger the age group. Finally in Israel 23.3% of the workforce was employed part time while 14.5% of the Israeli
workforce was employed part time on a regular basis. Note that 74% of all the individuals
working part time are women.
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Finally the paper on Spain was written by P. Abril and is entitled entitled “The Spanish Labor
Market, Flexibility and Conciliating Family Work”. It indicates that in the year 2000, the unemployment rate was quite high (14.1% versus 8.4% on average for the European Union).
While this gap between the European Union and Spain is relatively small for men (7.3% versus 9.7%) it is much higher for women (9.9% versus 20.5%). Two other important characteristics of the Spanish labor market are that one out of every three working individuals works
under a labor contract with limited duration and that the percentage of individuals working
part time is much smaller (8%) in Spain than in the European Union (18%).

Task 2: Wage-earners versus self-employed
The paper summarizing the work undertaken under this task is entitled “The Changing Structure of Male Self-Employment in Switzerland” and was prepared by J. M. Falter. It shows that
Switzerland has witnessed a sharp increase in its self-employment rate over the past thirty
years. These changes turn out to have been mainly driven by a variation in the determinants
of self-employment over time rather than by a changing structure of the Swiss labor force.
Self-employment itself is no longer what it used to be in the 1970s. It attracts nowadays more
highly educated workers and is mostly found in the service sector.
During the period of investigation self-employment lost some of its specificities. This is particularly true with respect to occupation, place of residence and of birth. Those variables, especially occupation, used to heavily discriminate workers between self-employment and
wage-employment.
While self-employment is still predominantly masculine, the evolution of self-employment has
followed similar paths for men and women. Nevertheless differences in the determinants of
self-employment still explain most of the differences between male and female selfemployment. However when family workers are included in the sample, the endowments in
characteristics play a greater role in explaining gender differences.
Self-employed individuals are in fact a heterogeneous population. Not only family workers
but also own company workers tend to have characteristics that are quite different from those
of the other self-employed individuals.
Finally when a multinomial logit model was estimated in order to analyze the determinants of
the various forms of self-employment, the analysis showed that the distinction between selfemployed with and without employees was quite relevant. Any policy aiming at fostering selfemployment has therefore to take into account the heterogeneity of this population.

Task 3: Temporary versus permanent work contracts
The paper summarizing the findings of the research undertaken under this task is entitled
“On gender-specific socio-demographic determinants of the transition from school to work: a
longitudinal analysis based on French data” and was prepared by S. Hanchane and I. Recotillet. This paper looks at the professional and family history of young people who definitively
left school in 1998 and were surveyed three years later, in 2001. Using original data from a
survey called “Generation 98” and conducted by the French Ministry of Education and Labor
a longitudinal database was built to estimate the probability of getting a job (short term contract or unlimited duration contract) at three points in time, separately for each gender. The
econometric framework relied on the specification of three types of panel data modelling, derived from a Probit model with random effects.
The empirical investigation showed that even though the schooling level and the job experience have, as expected, an important effect on the probability to have a given job status in
the labor market, there are important gender differences in the impact on the transition from
school to work of the efforts made to balance family constraints with a professional career.
Leaving the parental home is a factor that improves the probability of getting a job, this being
true for young men as well as for young women. The findings are somewhat different as far
as getting a short-term contract (CDD) is concerned.
It turns out also that there are gender specific impacts on labor market outcomes of the birth
of children. For young men raising up to three children does not seem to have an effect on
their commitment to professional life. For young women however maternity seems to be an
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impediment to professional achievement, since it lowers the probability of getting a unlimited
duration contract (CDI) and even sometimes a short term (CDD) contract.
Some of these results seem to justify a social model in which the career achievements of
men depend on the domestic investments made at home towards realizing such professional
plans. These domestic investments are mainly made by their spouse since women reduce
their participation to the labor force in order to contribute to the career of their husbands and
to raise children. A symmetric situation is not observed among men: hitherto men did not invest more in family tasks when their wife desires to build up her career.
From a theoretical point of view, collective labor supply models such as that proposed by
Chiappori, Fortin and Lacroix (2001) represent a major improvement in comparison to the
unitary model but would be more realistic if they explicitly included housework. Estimates of
the average time spent in housework show that the share of women in domestic work is
around 80%. Chiappori (1997) developed a collective model of labor supply including domestic work. There is however room for a larger model taking into account the fact that raising
children should be considered as a public good. It should be clear however that at this stage
data constraints are a serious impediment to a successful empirical investigation of such a
model.
This paper is thus a contribution to the debate around the links between family and active life
(Blöss, 2001). One could argue that the direction of the causality is completely opposite. A
relevant strategy would then be to estimate a system of simultaneous equations with qualitative dependent variables, on the basis of longitudinal data. The econometrics of panel data is
however unable at this stage to solve such an estimation strategy with datasets such as the
one used in this paper. Even with cross-sections the estimation of qualitative simultaneous
equation models is a complicated task, the main difficulty being linked to “incoherence” issues (see, Dagenais, 1999, and Woolridge, 2002, for more details).

Task 4: Unemployment and Work Interruptions
The paper summarizing the research undertaken under this task is entitled “Work History
Patterns of Israeli Men and Women” and was prepared by S. Neuman and A. Ziderman. This
study is based on a matching of the individual records of two Censuses, those of 1983 and
1995, this data set being later on merged with data on the working profile and the wages of
these individuals, data that were gathered monthly by the National Insurance Institute. Such
a unique combination of data sources allows one to take a very close look at the different
types of work interruption, since there are differences in the timing of these interruptions, in
their length and numbers. It appears that among those working, 19.4% of the men and
10.5% of the women worked continuously throughout this 12 years period. Among those who
experienced work interruptions, 14.2% of the men and 9.6% of the women had only one interruption. Similarly 6.1% of the men and 6.0% of the women had only two interruptions. The
total duration of these work interruptions is relatively small but note that 42.4% of the men
and 53.4% of the women had more than two interruptions. Among the individuals not currently working, 22.8% of the men and 31.3% of the women have never worked. It appears
that 77.3% of the men and 68.6% of the women not currently working have experienced work
interruptions in their lifetime.

Task 5: Occupational Segregation
The paper summarizing the research undertaken under this task is entitled “Comparing Segregation by Gender in the Labor Force Across Ten European Countries in the 1990s. An
analysis based on the use of normative segregation indices” and was prepared by J. Deutsch
and J. Silber. This study represents probably one of the first attempts to make an international comparison of occupational segregation on the basis of compatible occupational classifications, such a dataset having been made available by the Luxembourg Employment
Study Project. Its second novelty is that it borrows techniques from the income inequality literature that could help better understand what kind of segregation takes place. More precisely we suggest a normative approach to the measurement of segregation that gives the
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possibility to decide whether more attention should be given to female-intensive or maleintensive occupations and how much weight should be given to these extreme cases. The
idea is to derive a generalization of the Gini-segregation index, a segregation index based on
the famous Gini index that has been proposed as an alternative to the famous Duncan index
as a measure of segregation.
The study is organized as follows. The authors first describe the methodology that is used in
the empirical analysis, recalling the definition of the Gini-segregation index and explaining
how it can be generalized to derive a normative segregation index. They also show how the
difference between the values of this index in two countries or subpopulations may be decomposed into two impacts, one measuring the effect of differences in occupational shares,
the other the role played by differences in the gender ratios in the various occupations. In the
empirical section of the paper the authors first take a look at the concentration of genders in
various occupations, in each of the countries introduced in their comparison. Then they take
an overall view of the issue of segregation by gender on the basis first of the traditional Ginisegregation index, second of the normative Gini index of segregation that was mentioned
above. Finally they apply the decomposition technique mentioned previously to the comparison of the segregation levels first among self employed and employees, second among employees working full and part times.
The results of the empirical investigation, based on data for ten European countries during
the last decade of the twentieth century, confirmed the usefulness of this new approach to
the study of segregation by gender. It showed in particular that one has to be very careful in
drawing conclusions. Thus Luxembourg appeared to be generally the most segregated country of the ten countries for which compatible data were available, assuming the attention is
focused on the number of occupations that are very male- or female- intensive. However
when a summary index such as the Gini-segregation index was used, Switzerland appeared
in most cases to be the country with the highest levels of segregation by gender. Switzerland
was also in many cases the country with the highest values of the normative segregation index but there were quite a few exceptions, depending on whether the population analyzed
was that of self-employed, employees, employees working full time or employees working
part time. Moreover there were very important differences between the cases where the attention is focused on male- or on female-intensive occupations and the results were also
sensitive to the choice of the weight one gives to the more extreme cases of very male- or
female-intensive occupations. It therefore appears that this new approach to the study of
segregation by gender gives much more flexibility to the policy makers whose aim is to reduce occupational segregation by gender, because it gives enough information to give them
the possibility to focus the attention on specific segments of the labor force.

Task 6: The intra-household allocation of time
The paper summarizing the research undertaken under this task is entitled “Domestic Work
Time and Gender Differentials in Great Britain 1992-1998: How Do “New” Men Look Like?”
and was prepared by X. Ramos. This paper provides new evidence about gender differentials in domestic work time, market work time and total work time. The picture that emerges
from this analysis is rather a traditional and well-known one. On average women (whether
married or single) work more at home and less in the labour market than men. As a result
men and women have quite similar amounts of total work time. But such a general picture
conceals important gender differences. Thus, for example, conditional on the labour market
status, the average total work time is larger for women than for men.
Many of the findings of this study are coherent with basic predictions of economic theory,
whether it be the negative relation between housework and paid work time, a greater amount
of housework being done by men and more market work on the part of men. Great Britain is
thus still far away from gender equality. The trends in domestic and paid work time over the
1990s show a narrowing of the gender differentials, thanks mainly to the changing behaviour
of women rather than of men. In fact for men housework hours and paid work time remained
rather constant in the 1990s whereas for women total work time decreased monotonically
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during this period, this change reflecting a reduction in housework that outweighed the increase in paid work time.
Women seem therefore to be more flexible than men. For instance the housework time of
women increases when children are present in the household whereas the impact of the
presence of children on men is negligible. Similarly it was observed that younger wives do
much less housework than their older counterparts whereas no important difference between
the generations was observed among men.
It appears clearly that the amount of housework time of husbands depends on the amount of
time they spend in the labour market, on the paid work time of their wives and their relative
contribution to total household income.
Given these findings who are the “new” men, that is those whose contribution to housework
time is rather large? They have in fact a very peculiar profile: they are young (born after
1951), highly educated blue collar employees holding non-permanent work contracts, whose
labour market time and household income shares are relatively low and whose wives possess also high educational levels.
The analysis showed also that the educational level of the wife is more important than that of
the husband as far as the probability of being a “new” man is concerned. This is so because
such educated wives spend less time in housework (rather than because more educated
husbands spend more time doing housework). Given the impact of the type of work contract
on the probability of being a “new” man one may also expect that new forms of work may foster more gender equality.
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Men and Work/Life Adaptations in Europe – A Matter of
Gender or/and Work and Care?
by Sigtona Halrynjo
(Work in progress!)
More analysis to be done on the material and a lot more theoretical discussions to be integrated! (For example: Kimmel: “The gendered Society” and “Manhood in America”, Kanter:
“Men and woman in the corporation”, Connell: “Masculinities” and Gender and Power ; Arlie
Horchchild; “the Time Bind”, Ellingsæter “Care resources, employment and gender equality
in Norway” / Anne-Lise Ellingsæter and Mary-Ann Hedlund. “Makt, kjønn, arbeidsliv: teoretiske landskap” Anne Lise Ellingsæter og Jorun Solheim.: ”Det norske likestillingsparadokset :
Kjønn og arbeid i velferdssamfunnet ”/ Gunn Elisabeth Birkelund og Trond Petersen. “Parttime work in a welfare state” / Gunn Elisabeth Birkelund.) “Kvinnors och mäns liv och arbete”
/ Joan Acker ... [et al.]. Holter: “Can men do it?” ”Menns livssammenheng” Holter & Aarseth;
Brandt & Kvande: ”Flexible fathers” )

The Project and the Challenges:
The background for this paper is interview material from EU –project work Changes Gender
based on qualitative interviews with more than 120 men (102 men are included in this specific analysis) (the others are interesting cases, but with too much relevant information missing).
The 102 men are situated in different work-organisations in 6 different countries (Spain, Bulgaria, Israel, Germany, Austria and Norway) concerning men’s work and life. 87 of the men
are from one out of ten organisations that we have extended data on, and the 15 remaining
men are representing their own organisation. The material consists of qualitative interviews
(common, but translated interview guidelines and quantitative questionnaires for all the men).
The focus here is (of course) not national comparison; rather how cross-national working cultures inflict the range of men’s adaptations to work and life. Even if the focus will be on crossnational working cultures, national laws and regulations and national culture can play an important role as mediating factors (for example in explaining why the working culture in hightech organisations in Norway despite several similarities can present itself relatively different
from high-tech organisations in Israel)
How to analyse qualitative interview material from more than 100 men from different work–
organisations in different countries? Is it possible at all? The methodological challenges are
considerable. One possible way might be to look for the main dimensions and patterns in the
material. Which patterns do we find concerning reduction of work and work security, selfrealization projects, gender equality and care responsibility?” These analysis can not be
seen as a “representative truth” for all European men. But maybe this pattern can be seen as
an example of a possible picture of axis and dimensions that outline some of the practises
and discourses constructing European men’s work and life?
We can interpret the patterns in terms of different, crossing but also connected discourses
concerning the situation of men and work and life in Europe: One “new European man” or
”different forms of adaptations”? Based on the main empirical dimensions from this sample
constructed by the correspondence analysis and named by me as “position in work life” and
“caring experience”, I have identified four different positions: ”The Career Position”, ”The Caring position”, ”The Care & Career position” and ”The patch worker or Alternative position”.
Which dilemmas and challenges do men in these positions experience? And how can these
dilemmas and challenges give new insight about men’s relation to work and life?
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First let me return to the question; how to analyse qualitative interviews from more than 100
men:

The Logic of Correspondence Analysis
Correspondence Analysis is a multivariate method developed to uncover patterns in the material rather than testing hypothesis. The method constructs clouds of points that show the
distribution of characteristics, experiences, perceptions and values among the men in a
multi-dimensional space. Mainly used for describing complex sets of data and getting ideas
about structures and dimensions in the material. Correspondence analysis might be used to
describe or confirm assumptions about clusters of categories connected to other clusters of
categories, but most often to develop hypothesis about new assumptions (Greenacre &
Blasius 1994).

Correspondence Analysis

How to Read the Maps
Imagine all the men in the sample at Anfield Road (or another football stadium) with all their
known characteristics and experiences on a label on their jacket. Each man is instructed to
find a place along the first line in such a way that he will be next to a man who is as similar to
him as possible. If two men have widely different characteristics, the distance between them
will be correspondingly large. There are many ways of placing the men along the line, but
only one that creates the biggest difference of characteristics along the line. Then we ask the
men to do the same along the second line. To find the dimension that creates the second
biggest difference as independent of the first as possible. Now we have two coordinates, one
for each line, to find the specific point for each man. Then we ask all the men who have
taken parental leave to raise their hand. And in the middle we mark the gravity points for parental leave - and for all the others different characteristics (Rosenlund 1993). Now we
know the points of all the characteristics, but not all the points will contribute in the same degree to the construction of the axes. Depending on inertia (how much each point contribute
to the dispersion) and weight (how many individuals behind each characteristic) we can interpret the meaning of axis based on the classifying of each different characteristic based on
how much the contribution to each axis. First we look for the characteristics that actually contribute to construction of the axis (that explain the meaning of the axis) then we look for the
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characteristics that correlate with the axis (are explained by the this axis). Some points or
characteristics will neither explain nor be explained by the axis. These points will normally be
situated in the middle of the map, representing the average or the mean of the distribution,
what we normally look for in statistical analysis. These characteristics will be not visualised
on the map, because of their random contribution to the different axis and positions in the
social space. But here we are not searching for the average position, but for the space of differences.

Map 1: Masculinities & Work/Life Reconciliation
•0-17 hours in org
Patch worker
”Alternative man”

No Child care
/parental leave

Career man, overtime
worker

•Main free time activity:work
•Freelance/subcontract
•Grown up children
•46-75 hours
•single •Reason reduction other job
•3 children
•Living alone
•No parental leave
•No reduction of work
•With parents
•Partner not working
•Good career chances
•Male partner •Reason reduction,
•0-4 years in org •Youngest child
•Middle career chances
•Other
job
•Partner living education
• Working mainly with men •Immigrant
teenage
•I earn more
elsewhere •hobbies
•Leading position
•College/Craft certificate
•Fulltime
•Bachelor
•Reduction of work •Unskilled worker
No reduction of work
•Care
for
others
Lower education
Higher education
•married
•Unlimited
work
and position, less
and position,
•Fixed term, spec contract
•Master/university
•Reduction
of
work
experience
estblished
more established
•25 –34 hours
•Partner working
fulltime
•Skilled employee
•Youngest child pre
•Youngest child
•2 children
school age
school age
•Working mainly
with woman
•18-24 hours

”The gender pioneer,
caring man”

•40-45 hours
•Bad career chances
•10-14 years in org
•Main free time activity:childcare
•partner earns more •Parental leave

•Reason reduction of work
child care/care for others

”Care&Career
man”

Child care/parental leave

With “patterns” I mean patterns of “possible or available positions” constructed by significant
dimensions in the social space. What are the main dimensions in the material? In other
words: Which dimensions construct the largest variations in the material? The horizontal

axis is constructed of variables connected to work; work reduction/ work time
and work position and career prospects. Not surprisingly are education and
social status also contributing to this dimension. On the east side of the map we
find the gravity points of the high positions in working life, high education, work security,
unlimited work and good or middle career prospects. Here we find “manager” and “no reduction of work”. Typical civil status on this side is to be married with full time working partner,
but still be the ”main breadwinner”.
On the west side of the map we find lower education, unskilled worker and reduction of work
experience. He is more likely single and might live with his parents. If he has a partner, the
partner earns more. The vertical axis is constructed of another dimension: ”care”. South we
find the men with childcare as main free time activity and main reason for reduction of work.
The men situated here has taken parental leave and work mainly with woman. Up north we
find the men with no childcare. On the north- west side of the map we find grown up children,
and main free time activity: work, no parental leave, and 46- 75 hours of work. On the northeast side we find short working hours in the actual organisation, but connected with freelance
and “other job” as reason for reduction the actual working hours might easily be high, but the
job security is still low. Here we also find other reasons for reduction of work, like educational
reasons and forced by work or health reasons. A little bit further south we find “quality of life”
reasons for reduction of work and fixed term/special contract (lower security).
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1. “The Career Position” (the Hegemonic Position)
When we combine the top end of the work/career dimension with the low end of the caring
dimension; we find “The Career position” or what we may call the traditional (masculine) position. Typical characteristics of this position in our sample are “no reduction of work”. On the
opposite; you work between 46 - 75 hours a week. The probability of having higher education
and being in a leading position is rather high. You have unlimited work contract and high job
security - as long as you live up to the expectations. And you work mainly with men. In our
sample this position is based on high-tech work organisations where you consider yourself to
have good or middle career chances (from own point of view). You are likely to earn more
than your partner, and you have certainly not taken parental leave and on top of you 46- 75
hours week, your main free time activity will actually be “work”.
This position was not originally meant to be in the selection, but due to pragmatic reason it
turned out that many of men in “modern organisations” were situated here. If you, like me,
believe in a relational way to see, construct and understand, the world, you will be grateful
that these men are included in the sample. In order to see and understand the “new” men or
the possible new positions, we have to see and make clear the traditional position, that make
the new ones “new” or “different”. And to be able to apprehend the logic of the symbolic capital in working life we need hegemonic position to understand the heretic ones.

2. “The Caring Position”, (the Time Pioneer or Gender
Pioneer Position?)
One main characteristic in this position is experience with reduction of work. And the reason
for reduction is childcare, care for others and quality of life (or forced by job or health). The
feeling of job security is reduced. Here we find more use of fixed term or special contract.
The typical man here will be a skilled employee with bad career chances (from own point of
view). He will work mainly with women in an educational/social/health organisation. Main
free time activity in this position will typically be childcare and family and friends.
This position is, in some contexts (for example in Germany), considered to be a position for
time pioneers as they are said to challenge the traditional male working pattern. But as I see
it, this position is not challenging the system or the hegemonic position - it is actually presupposing it. The career position and the caring position imply each other. These two positions
illustrate the traditional way of handling the productive and reproductive responsibility in a
society and in a family. The challenging part here might be that in this case we find men in
the traditional “female” position. They might be gender pioneers, challenging our natural way
of conceptualising male and female adaptations to work and family life. And that might be of
great importance, but this position is, by my opinion, not challenging the structure based of
the hegemonic position in working life based on overwork and “outsourcing of life” to the care
position. The traditional career position needs the care position to be able to sustain itself.
Over-time work combined with part-time work is a very common time structure in a family
and in a society. While the gendered structure in society might be challenged by men moving
in to “female positions”, the overall time-structure will not.

3. “The Care & Career Man” (the Time Pioneer Position?)
Maybe this position is more “worthy” the title “time pioneer”? In this position we find men with
higher education who work 40-45 hours a week. Their partners are also working full time.
They are likely to have small children (youngest child baby or pre-school age). Here we find
most common experience with parental leave, (probably very close connected to national
law: father quota, combined with corporate culture that allow prolonged fathers leave.) In
contrast to the care-position, job security in this position is not reduced. The contracts here
are dominated by unlimited work. (Corporate cultures seem to allow parental leave without
the same degree of punishment in terms of job insecurity as they do when reduced working
hours is considered.)
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On top of working full time and raising small children together with a full time working partner,
the most common free time activity mentioned in this position is reconstructing or building
house (in addition to childcare).

4.“The Patch Worker; the Alternative Position”
When we look in quadrant that combines little care experience and lower position in working
life we find the Patch Worker or the Alternative Position. Typical characteristics here are freelance or subcontract, unskilled worker, minimally employed in organisation (0-17 hours a
week). But reason for reduces hours are not caring tasks but other forms of work or studies
or further education. Characteristics of the unutilised are also found here: (living with parents
or alone, single or partner living elsewhere). In this sample male partner is also most common here in this alternative position.
This is the only position where we actually find what we normally would call free time activity
like hobbies: sport, music and voluntary work (in addition to studies/education).
This could be seen as transitional position (a typical student position.) and we do also find
most of the young men here, but not only. In analysis based on objective positions age (or
generations) often constitute one very important dimension in social structure. But in this
case age is not contributing to any of the axis). In addition to the transitional students position
that might lead to other positions as time goes by, the patch worker can also be understood
as a more permanent position for rejecting the Social Structure (including the hegemonic
symbolic capital) and creating ones own.
Should we interpret these positions as different forms of masculinities or as different forms of
life situations and adaptations to them? Do these different positions express different forms
of expressing your gender (masculinities) or different human life experiences that might be
more or less actively chosen and more or less in harmony or conflict with the man’s habitus
(whether it is gendered or not) and/or in conflict or harmony with the hegemonic symbolic
capital (culture). I would say that these positions could be seen both as different expressions
of masculinities (in different relations to the hegemonic masculinity or symbolic capital) and
as different human life experiences that don’t necessarily have to be seen as gendered at all.
After presenting the pattern based on the empirical analysis, I will elaborate on the implications of these double interpretations of the four positions. What are the relation between
common human (in opposition to gendered) psychological processes and experiences of dilemmas including coping and stress, satisfaction and needs on the one hand and different
gendered cultures in terms of norms and forms of habitus and symbolic capital on the other
hand? And what are the methodological, empirical, theoretical and practical implications of
these different interpretations?
Before exploring the dilemmas and questions I have outlined, I will turn the focus to the relation between work life position and organisational characteristics.
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Map 2: Work-life positions & Organisational Characteristics
•0-17 hours in org
Patch worker
”Alternative man”

No Child care
/parental leave

•Mark Israel

Career man, ”traditional
position”,”over worker”

•Main free time activity:work
•46-75 hours
•Revoc Austria
•Good career chances
•Reason reduction,
No parental leave
•Bedek Israel
•Performance oriented
•Org flexibel
education
•mainly men
•Other job
•Technical•Leading position
•Personal
flexiblity
• ICT-web
•Assistant
•Gender equality important
work
•Manager
•hobbies
•Diff reduce working hours
•Extend rather
•Not work/ family oriented
•Interbank, Germany
•Extend not difficult •Engeneer No reduction of work.
•Reduction of work difficult
•Public Administration, Austria
Low education &
Higher education and
•Gender equality image important
•Some or not performance oriented
position
position
•Not difficult reduce
•Some family•Economy/law
•NorEnergy,
Norway
•25 –34 hours
oriented
Not hierarchic management
•Some equality•Social, educational
oriented
•org not flexibel
•Some flexible
•Social Educator
• No personal flexiblity •Bad career chances
•Helfen Germany
•40-45 hours
•Mainly woman
•Coomundi,
Spain
Parental leave
•Health worker
•Freelance/subcontract

•Lia school Norway

”The gender pioneer,
caring man”

•Redsocial Spain

”Care&Career”

Child care/parental leave

When we chose a sample of different organisational characteristics as supplementary variables and put them into the statistical program, the program will try to find the best possible
way to spread the supplementary points on top of the existing axis.
The main distinction here turned out to go between Social-Educational and Technical Work
Organisations. Significant characteristics of the workers in the Social–educational organisation in the sample turns out to be experience of reduction of work, lower education and position in work-life. In these organisations it is perceived as relatively easy to reduce working
hours, while extension of (paid) work hour seems rather difficult. These organisations are
seen as family-oriented organisation, but not flexible. Further these organisations are seen
as some (but not very) performance-oriented and the men in these organisations experience
little personal flexibility at work. Gender equality images are considered important for the organisations, but the organisations are not considered to be equality-oriented. The men in
these organisations work mostly together with women.
On the opposite side we find the technical-financial (or mostly high-tech) work organisations.
Here we find men with higher education and position in work–life, no reduction of work, and
male-dominated organisation. Gender equality is considered important within the organisation. The employees themselves consider it difficult to reduce working hours, while extending
them is not difficult. They describe the organizations to be performance oriented with personal flexibility, but not work-family oriented, specifically not in north quadrant. I find this a
strange phenomenon; when you work with people, splitting up jobs and reductions of hours is
easy or at least “normal”; but when you work with “things” it is “impossible” to share jobs or
reduce hours.
The traditional explanations of these differences often turn to gender as a self–explaining
pattern. It is women’s work-life versus men’s or female dominated organisation vs. male
dominated organisations. But maybe we also should turn some light on the concept of caregiver-dominated organizations vs. not caregiver-dominated organizations?

Gender Equality, Flexible Organisations
Corresponding Characteristics or not?

and

Work-Family

Balance:

“Flexible organizations” - what can it mean concerning reduction of work and work/family issues? In the early 90s many gender researchers, among them Brandt and Kvande (1993),
wrote that the gender inequality was rooted in the old fashioned bureaucratic organisations,
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and that flexible new networks organisations would change it all. But that did not happen. So
called “flexible organisations” can be extremely family-unfriendly, while more rigid organisations can allow caring responsibility in a better way.
The discourses of gender equality and work/family-orientation in organisations are often
mixed, but maybe it is better seen as different discourses? Maybe the degree of organizations performance orientation is more important: the more work-family oriented organisation
in this sample does not tend to be extremely flexible or gender–equality oriented. They tend
to be ”not so performance oriented” and “not technical” work-organisations.
In performance oriented organisations on the other hand; gender equality can be different
from work-family balance: For example: women are welcome to work 10 hours a day as well.
Or as a young HR-manager said: ”We really want women as long as they don’t have caring
responsibilities. They have to fight the battle at home; who should be the career-person in
this family? We want the ones who win this battle at the kitchen table - - regardless of sex.”
But you cannot be the main caregiver and succeed in this organisation. So maybe one of the
significant distinctions goes between the distinctions go between: organisations for performers vs. organisations for caregivers?

Satisfaction and Dilemmas
Different work–life adaptations implies as we have seen different dilemmas and challenges
concerning career opportunities and work security. But work- life adaptations include more
factors: work time, income, leisure time, health, partner, house and ”life over all”.
When we look for these characteristics among our 102 men, and make a sample of supplementary variables, the result will be as follow:

Map 3:Satisfaction and Dilemmas
Patch worker
”Alternative man”

•0-17 hours

No Child care
/parental leave

Ambitious career man,
overtime worker

•Rather satisfied
•46-75 hours
partner
•Not satisfied use of • Not satisfied amount of
•Complete satisfied job
leisure time
leisure time
•Rather satisfied life •Not satisfied
•Neither/nor leisure
over all
• Work less time
social life
• Dissatisfied income
•Complete satisfied social life
•Complete satisfied income• Not satisfied work time
•Complete satisfied
•Complete satisfied house/flat
No reduction of work
•Reduction of work
•Rather satisfied health •Complete satisfied health
Higher education and
Lower education amount of leisure time
•Neither/nor
position, more
•Complete satisfied worktime
and position, less
social life
•Rather
satisfied
income
established
•Complete satisfied life
•25-34 hours
established
•Rather satisfied use of •Complete
•
Rather
dissatisfied
leisure time
satisfied partner
amount of leisure time
•35-39 hours
•Work more

•40-45 hours

•18-24 timer
”The gender pioneer,
caring man”

”Care&Career
man”
Child care/parental leave
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In order to “simplify reality” we might sort the satisfaction and dilemmas as follows:

Map 4:Satisfaction and dilemmas – overview

Patch worker
”Alternative man”

No Child care
/parental leave

Career man, overtime
worker

•Work time 0-17 in studied organization (freelance)

•Work time 46-75. Main free time activity: work

•main free time activity: other job, studies or hobbies

•Good career chances, good income, unlimited
work

•Bad career chances, low income, low job security
• Completely satisfied social life, job, amount of leisure
time, Rather satisfied life over all
•Reduction of work
Lower education
and position

•Not satisfied work time, leisure time and social
life, want to work less, but ”impossible” in this
position
No reduction of work
Higher education and
position

•Work time 18-39. Main free time activity: child
care, family/friends.

•Work time 40-45. Main free time activity: child
care, reconstructing /building house

•Bad career chances, lower work security, rather
satisfied income

•Unlimited work (good work security), bad
career chances, rather dissatisfied income,

•Satisfied work time, use of leisure time, rather
satisfied amount of leisure time.

•Rather dissatisfied amount of leisure time,
neither/ nor social life,

• Want to work more (more than 18-24 hours a
•Complete satisfied partner and life over all
week)
”The gender
”Care & Career
pioneer, caring
man”
Child care/parental leave
man”

The career man works 46-75 hours a week, and in addition his main free time activity is
work. He has a good income situation, good career chances and high work security with
unlimited work contract. But he is not satisfied with his leisure time and his social life. He
wants to work less, but he considers it impossible in his position.
His “opposite”, the caring man, works, as we know, 18-39 hours a week and his main free
time activity is childcare and family and friends. He is rather satisfied whit the income situation, he experience bad career chances and lower work security. He is satisfied with his
working time, use of leisure time: (The ones who work less than 24 hours want to work
more.)
The care and career man works 40- 45 hours. His main free time activity is in addition to
childcare, to build or reconstruct houses! Work security is considered good, with unlimited
work contracts, but the career chances are seen as bad and he is rather dissatisfied with his
income. He is (not surprisingly) rather dissatisfied with his amount of leisure time. And evaluate the social life to be neither /nor. It seems really challenging to juggle it all,
but when all comes to all - this is the position with the highest score when it comes to satisfaction with partner and life over all!
When we work with correspondence analysis, we also have the opportunity to identify each
individual’s position in the social structure. And because this material is based on categorising of qualitative interviews we have stories (translated and of varying quality) but still we
have the options to the get some of the personal stories behind the position in the social
structure. To illustrate and clarify the dilemmas and advantages of each position I have
picked out one man from each position. I have not chosen the most extreme ones, but fairly
representative men for each position: First we will meet “David” (all names are fictional):
The patch worker is only minimally employed in the studied organisations, often as freelance.
His main free time activities are other jobs, studies or hobbies. He has low income, low job
security and consider himself to have low career chances in the actual organisation, but this
does not bother him, because he has never considered the studied organisation as his main
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arena for self realisation. He is completely satisfied with his social life, his job, the amount of
leisure time and rather satisfied life over all.

Social Structure with Individuals

1. Ambitious Career Man, Overtime Worker
David works in a high-tech firm in Israel. He is 32 years old, and has a master degree. He is
married and has 2 children (age 2 and 4). His wife works in another high tech firm. He works
55-57 hours pr week (more than 10 hours a day). He is quite unsatisfied with the working
hours, but this has been the situation the last 7 years. If it were possible, he would have liked
to work 45 hours a week (global salary), as he likes to spend more time with his family. He
feels obligated to stay at work until late hours, since he has to show an example to his employees. He cannot expect them to work if he does not do the same. However he can leave
the work place early or miss a few hours without confirmation.
His main needs at work are self-fulfilment and appreciation. He feels appreciated for his professionalism, his creativity, his commitment and his managerial ability. He is very satisfied
with his income and living conditions.
He is trying to be minimally involved in the house duties. His wife does the laundry, a housemaid cleans their house and they do the shopping through the Internet. No cooking: Both he
and his wife eat in their workplace's dining rooms; their children eat in their kindergarten.
Therefore, he spends maximum 3 hours per week on his house duties. His wife usually takes
care of their children. They considered taking external assistance for taking care of them;
however they did not carry it out due to their guilt-feelings… He invests about 17 hours per
week with his children. He feels that his wife does not accept his commitment to his workplace.
Then we will meet his “opposite”; Jose from Spain:

2. The Caring Man: Gender Pioneer Position?
Jose is 40 years old and has a master degree from the university. He works as a social
worker (“social educator”) part time (18-25 h pr week) in a care centre for abandoned children. He has two children (age 1&5). His wife works as a physician. She works long hours in
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a work place without social/labour rights. This – in addition to one of their children suffering
from a respiration condition which has made their physician to advice them against having
the youngest in kindergarten – seems to be the reason for him taking the parental leave and
now working reduced hours.
His wife earns more than he does. He performs almost all of the housework, both care-giving
and domestic work (they only share laundry & ironing). He brings and fetches the children to
preschool (oldest) and grandmother (youngest). It seems that he also bathes them and puts
them to bed before preparing supper for his wife returning late from work. During the weekends, the whole family is together, leaving a small flat to go out for excursions etc- with other
friends / family as well.
The joint income is just about enough – he says that you just have to adjust to a lower income – it’s possible. However he feels that they have neither the time nor income to have a
third child, and that worries him.
He doesn’t have much time to himself / alone - he says: “I don’t need any time for myself!”
When it comes to work, he is concerned about the processes of privatisations. Public cut
backs have been going on for some years, affecting the centre he works in. He’s worried by
some of the consequences. Emotionally it’s a “tough” work – but he loves it! He prefers to
work with people – and above all: children. He’s also satisfied with the opportunities of professional development (those working part time are also entitled to participate in courses during working hours).
However, he feels that the career possibilities in the organization are “fatal”, and he points
out the wage gap between public and private sector. He works mainly with women. He describes his organization as typically oriented towards values as “social competence”, gender
equality, care giving, creativity, dialogue etc. He has met several difficulties in his attempts
both to take parental leaves and reduce working hours. It has been hard – “it has cost a great
deal” – to fight for his rights to work less. There have been some improvements during the
four years between his first and second child – he says that the organizations now are more
used to - and familiar with - employees spending more time caring for own children at home.
He was actually the first employee – both among men and women – to apply for such arrangements. However there are still subtle sanctions at work (- it is the Management that is
not being flexible about this issue. (ex: When taking leave – you have to take the full one
year that you’re entitled to; not more – not less). The main problem seems to be a lack of
flexibility in working hours. He thinks that the organization / management is only interested in
the private life of the employees as long as it affects their well-being or fitness to do the job
required.
He express great happiness with his personal life and the nature of / tasks in his work. However, at the end of the interview he sighs: “Well, I’m worried and concerned about the issue
that will present itself as my oldest child will be six years old. If my situation does not change
(impl: that he will not be able to prolong the reduction of work hours), my son will have to
take responsibility for himself, get up alone in the morning, wash, make supper – this is what
really worries me. What will happen then? Who really thinks that a six year-old child seize to
depend on its parents? When children reach this age their parents are no longer entitled to
stay home with their children. I also ask myself why the parental leave is only one year. Why
can’t one be out of work for a longer period of time? Why? These are questions that one
can’t figure out…” He says that the best thing would be if one was able to both work ordinary
full time and take care of one’s family.
The next man, Ola from Norway, is actually living in the dream position of Jose, and he is
fairly happy about it. But this positions has it own dilemmas and challenges:
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3. “The Care & Career Position” (The Time Pioneer Position?)
Ola is 36 years old and works as a senior engineer in a leading position. He is responsible
for 30 people. He works 40 hours a week. He is married and has 2 children (age 5 and 2
1/5). And a new baby is soon to arrive. His wife is a senior engineer too, and works in the
same company, actually on a higher level. She has a higher ground wage, but he works
more, and so he earns more.
The last 6-month has been really tough. He has been commuting 4 days a week due to the
project. This period he worked 50 hours a week. This has been really hard for his wife. She
has to travel in her job too, and during this period, she had to take the main responsibility at
home. As a project engineer you have to do your periods ”on site” to get the chance to use
your competence and have an interesting job. And to have a career you have to work on important project on site. He considers his own career chances to be “middle”. Some project
leaders are old men and used to the concept of housewives, they don’t understand the problem with dual career-families.
When he is not commuting, they share childcare and domestic work 50–50. He has taken 4month paternal leave with the first child and three months paternal leave with the second
child. He is planning to take paternal leave with the new baby also. Paternal leave is accepted in the organization, and to leave at 4 o’clock to reach kindergarten. But reduced hours
(less than 40 hours a week), is not ”possible in his position”.
When he is not working, he takes care of his kids and work on reconstruction of his house.
He gets up at 6.30 in the morning, wakes up the kids and gets them dressed and makes
lunch packets. Then he goes to work at 7.45. His wife takes the children to kindergarten. He
picks up the children at 4 o’clock, goes home and makes dinner. After dinner he is out playing with the children until evening meal and bedtime. Then it is housework or work-work. In
the weekends he is working on the new house.
In addition his dad (a farmer) has been ill for a long time, and so Ola has spent many weekends and holidays to help him on his farm. He is satisfied with his life over all, but he wants
to have more leisure time and spend less time on housework. Our last man, Josef from Austria does not consider housework at all:

4. The Patch Worker ”Alternative Position”
Josef is 39 years old. He works in several different jobs and he fully concentrate on these
jobs. That’s his life. He has got a 5-year-old daughter with a former partner. Josef takes care
of the child ones a week. He picks her up every Wednesday night and takes her to the kindergarten the next morning.
Josef works freelance in Revoc around 25 hours a week. He makes a clear distinction between his “first job” musician and additional income occupation, such as Revoc. Monday,
Tuesday and Thursday he works at Revoc, Wednesday he gives lessons at a music-institute.
And Friday, Saturday and Sunday he does concerts and seminars. Free time does not exist.
In the music branch people always has to work when other got off from work. “I work when
they have free time, and I work when they work again. That means I have no weekends, but I
don’t bother. I have no free time, I am very satisfied.”
In order to get on with his first job (musician) he needs certain flexibility conditions, what the
company is able to provide. He does not want to get employed. (In his case getting employed
would mean five days presence in company and that would be too much for him). And he
does not miss any career benefits – because they do not exist. As a freelance he does not
get holiday and Christmas remuneration or sick pay or anything else. You get paid for what
you really do. “When I am sick I do not get a cent”.
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Concluding Remarks:
In this paper I have outlined some patterns in the social structure based on the to main dimensions position in work life and caring responsibility or experience. The work-dimension:
consists of factors like working time, position in working life, work security and degree of establishment in working life and society. The care-dimension is based on factors like child
care, and care for others as main free time activity, parental leave and reduction of work for
caring reasons.
Based on these to dimensions I have identified and named 4 main positions: or 4 forms of
circumstances, compromises, adaptations and choices. Together these dimensions and positions might constitute the space of social categories and discourses concerning men’s work
and life.
To me, one interesting point is that when you consider the dimensions and the scattering of
characteristics on the maps, there is so easy to explain all the disparity by “gender differences”. But then this sample is “men only”. My point (in accordance with Kimmels argument
that inequality of power creates gender differences, not the other way round) is that when we
go behind the “gendered curtain” we might find other active structures like structure of careresponsibility in the society, that are concurrent with the gender structure, not inherent in the
task, or in the gendered body, but based on historical distributions of responsibilities, tasks
and symbolic capital or power. Some researchers and politicians see the solution in situating
men in female positions and vice versa. But maybe some of these power structures will not
cease to exist if we just put some men into the old positions. Maybe some of these symbolic
capital structures have to be identified and dealt with on a society level.
When men take genuine caring responsibility and take part in reproductive work (healthcare,
social, educational) they experience some of the same dilemmas and challenges in working
life as women with these experiences do: Active care responsibility and reduction of work
tend to correspond with lower income, lower work security and lower career chances. While
overtime-work and ”outsourcing of life” seem to correspond with high job-security, goodincome-position and higher career-chances.
Some problems for discussion that I want to elaborate:
Are work organisations in Europe able to see men only as workers (breadwinners) or as humans with caring responsibilities for themselves and other human beings?
Are the structures and positions fixed or relational?
Do you have to choose between them: Breadwinning life-security or Care giving relations or
alternative self-realisation?
Are men time-pioneers or gender pioneers when they change place within the established
structure? (Choose /adapt to the traditional female position reduced work/extended care?)
Will the future incline towards males choosing the ”female positions” or will the future opens
up for combination models like the Nordic ones?
Can performers also be caregivers? And vice versa?
If we are concerned about the utilisation of competence creativity and recourses in working
life and in society as whole which implications do we see?
Which of the outlined positions can challenge the whole structure?
And maybe the most difficult (and interesting) one:
Should we interpret these positions as different forms of masculinities or as different forms of
life situations and adaptations to them? Do this different positions express different forms of
expressing your gender (masculinities) or different human life experiences that might be
more or less actively chosen, and more or less in harmony or conflict with the mans habitus
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(whether it is gendered or not) and/or in conflict or harmony with the hegemonic symbolic
capital (culture). I would say that these positions could be seen both as different expressions
of masculinities (in different relations to the hegemonic masculinity or symbolic capital) and
as different human life experiences that don’t necessarily have to be seen as gendered at all.
After presenting the pattern based on the empirical analysis, I will elaborate on the implications of these double interpretations of the four positions. What are the relation between
common human (in opposition to gendered) psychological processes and experiences of dilemmas including coping and stress, satisfaction and needs on the one hand - and different
gendered cultures in terms of norms and forms of habitus and symbolic capital on the other
hand? And what are the methodological, empirical, theoretical and practical implications of
these different interpretations?
Will the focus change from gender equality (for women as naturalized carers only) in working life to work/care-equality in work-life and life as a whole for humans?
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Change patterns and new trends
by Øystein Gullvåg Holter
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Abstract: In work package 3 of the project, we were looking at individual men who have managed to
arrange well with labour-market-related changes, trying to „model successful change-processes“. In all
6 participating countries, the research teams performed interviews with a small but carefully selected
sample of men. Some of them were found in the wp2-companies, others outside. We proceeded in the
following way:
(1) The Austrian team performed a „pre-study“, focussing on fathers. A model was developed by
Grounded Theory.
(2) This model was submitted to the partner teams for comparison.
(3) In addition, the focus of the study in the participating countries was enlarged, concentrating not
only on fathers, but also on other interesting „work and life-arrangements“.
As a result, we conceptualized 2 psychological models of self-concept change. Increasing distance to
„what it normally means to be a man“ (especially in terms of the facet „I as a worker, breadwinner“)
can be based either on major events or on a slower, progressive development (or on chains of both).
Although there are more or less hindrances to „non-conform“, it is interesting that such developments
are enabled at all. It seems that some of the interviewed men are first representants of a process that
„dis-entangles“ work and masculinity. If the environment isn’t too restrictive and the individual has
enough resources, he might try something different than he ought to. „Value- and life goaldevelopments“ play the intermediate roles between „self-concept“ and „standards, norms“.

Introduction
In work package 3, the focus was shifted to individual men, on the way how individuals deal
with new work forms and discontinuities – situations that are increasing, and that usually are
associated with precarity and uncertainty. The sequence: education – continuous full time
employment in one company – retiring has survived as an ideal norm for the male working
biography. At least for men, “atypical” forms of work are defined with reference to such an
ideal. Moreover, this model has survived in the heads of people as the “standard” or the
“former standard”. Situations related to working life that don’t fit to this model are seen as
more or less problematic.
In our project, we were not denying that these so called „flexible“ working situations often are
associated with insecurity and precarity. One of our most important results and recommendations is to provide resources and some new kind of social security to people, so that they can
adapt to the ongoing changes better than today. This will be one of the main challenges for
social politics in the future. The importance of resources for the individuals is also emphasized by another, parallel EU-research project called „SIREN - Socio-Economic Change, Individual Reactions and the Appeal of the Extreme Right“1.
On first sight, it may seem more convincing to link today’s changes on the labour market with
some kind of problematic development, and there is no doubt that there are such problematic
developments. But our project has started from another angle: We asked if men could find
ways to use these new situations on the labour markets and these new work forms in a constructive way, and under what conditions such constructive variants of dealing with the
changes can be developed. „Constructive“, in this respect, means that a man can partly replace a work orientation by some other element in his self-definition and self-concept, in a
way that he himself evaluates in a positive way. Such elements could be: caregiving, community or political engagement, quality aspects in social contacts and partnerships, personal
interests and “identity projects”, health and so on.
Two starting points emerged of the previous work packages:
• The male standard work pattern (continuous, full-time employment, with the role or
connotation of the main provider of the family) is affected by changes on the labour
market
• Work and labour still play a central role within the „masculinity standards“.
1

www.siren.at
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„Masculinity standards“ and gender standards in general can be derived from Holter’s “sprinkle system2” (2003). This system favours the provider or breadwinner role for men, rather
than the caring role. The basic ideological messages of this system are: „men are expendable, hard, instrumental“ and „men are non-carers“. These messages are implemented on an
economical, social, cultural and psychological level. We want to call these ideological messages and its implications „masculinity standards“. These standards are existing outside and
inside the individuals. They are built into institutions, into every day life, into gender relations
within and between the genders, and function as gender-norms within subjects. For the individual itself, these standards appear as preferences and attractions, as ought and ideal
selves (see below), as „what I prefer and would like“. Important masculinity standards are:
• work and career are the central facets in men’s self concepts, other facets are subordinate/functional to work and career
• men are expendable, hard workers
• men are non-carers concerning working life
• men are the main providers of the family and non-carers, if they live in a family –
which they should
• which implies the norm of heterosexuality, and so on.
These masculinity standards cleary reflect a specific gender relation, the one of industrialized
societies, with the distinction of work and home, paid and unpaid labour etc. They reflect the
historical – economical – cultural organisation and development of a society. It is argued that
these standards are increasingly dissolving, according to economical changes, in certain
„sociotopes“ more than in others. Cultural, societal, economical changes, democratisation
and modernisation may have fostered a diversification of masculinities. This diversification in
turn questions the masculinity standards. Nevertheless, we argue that for most men such
standards are still valid, at least as background orientation pattern, and that all men know
them.
From a more psychological view, the masculinity standards can be seen as „ideal self“ or
„ought self“ in a self-system that contains the perspectives:
• „what I am“ (actual self)
• „what I would like to be“ (ideal self)
• „what I should be“ (ought self)
according to Higgins’ self-discrepancy theory3.
Masculinity standards are existing „outside and inside“ the individuals. This view allows us to
introduce another concept here: the concept of „identity work“ by Keupp et al (1999)4. „Identity work“ means that people have to co-ordinate their „inner world“ and „outer world“. They
have to co-ordinate their needs and impulses with societal demands and guidelines. In work
package 3, we have interviewed men whose work&life-situations don’t correspond to these
standards
2

„The ‚sprinkle system’ consists of economic incentives that favour the provider or breadwinner role,
rather than the caring role. It keeps men out of care-related activities, professional caregiving work as
well as caregiving in private life... The sprinkle system is not just an economic system favouring the
breadwinner. It is also social, cultural and psychological. It is connected to social sanctions against
unmanliness, to contempt for weakness and to a struggle for ‚model power’. The two basic ideological
messages of the system rest on the premise of the man as the hard outgoing instrumental type – the
‚go on till you drop’ syndrome. One message is that men are expendable. The other is that men do not
care... When a gender ideal like the breadwinner is partially realised through such a sprinkle system,
including economic rewards in working life, it becomes a normative center. It persists and has a larger
impact than one would otherwise expect...“ (Holter 2003, p.25f.)
Holter O. (2003). Can men do it? Men and gender equality – the Nordic experience. Copenhagen:
Oystein Gullvag Holter and Nordic Council of Ministers.
3
Higgins E.T. (1987). Self-discrepancy: A theory relating self and affect. Psychological Review (94),
319-340.
Higgins E.T. (1989). Self-discrepancy theory: What patterns or self-beliefs cause people to suffer? In:
Berkowitz L. (ed.): Advances in experimental social psychology, Bd. 22. San Diego: Academic Press.
4
see Keupp H., Ahbe T., Gmür W., Höfer R., Mitzscherlich B., Kraus W., Straus F. (1999).
Identitätskonstruktionen. Das Patchwork der Identitäten in der Spätmoderne. Reinbek bei Hamburg:
Rowohlt.
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•
•

either because these situations have occured
or these situations have been sought and created by the men themselves, as an active rejection of the masculinity standards, to some degree.
We wanted to reconstruct these men’s identity work, to look how they dealt with frictions or
conflicts between masculinity standards and their actual situation; inside themselves as well
as outside.

Method
Our access followed the logic of comparing, derived from Grounded Theory. The whole work
package was constructed in the following way:
1. First, we conducted a pre-study in Austria, with the focus „men in caring situations“,
men who have taken over caring roles for their children or relatives, at least for a certain period of time. This initial focus was selected because it can be seen as a „paradigmatic case“ for our definition of „best practice“: Men with caring roles contradict the
standard distributions of paid and unpaid labour among the genders, they show a
relevant development into the direction of more gender equal arrangements in terms
of behavior. As far as their working situation is concerned, they show untypical behaviour, like reducing work or taking a leave and so on, so they make some use of
new work forms.
2. In the main study which was performed by all partners, this model was used for men
with caring roles in all countries, so we could compare and develop it further. As we
went along in our project, we covered a wider range of men’s diversity of lives, and
new focuses apart from domestic and caring roles came in. That means, in the end
we reformulated the model presented now in order to develop more general models
of identity change that are able to integrate „caring“ and other best-practice cases.
The research teams in all countries performed qualitative interviews, with a small but carefully selected sample of men (ca. 10 intensive interviews per country, lasting around 2
hours). A qualitative approach by half-standardised guideline interviews was the main
method, and a “best practise” focus was a main angle. Additionally a set of different instruments was developed and used, like an initial biographical-narrative part, brief selfdescriptions and a social network card (EGONET-QF5).
Sampling strategy:
We wanted to get a sample of men in all countries who showed a self-concept-development
into a certain direction, based on unusual practices or situations in working and private life.
This direction was evaluated as „good practice“, and it was roughly defined by the following
features:
• subjective well-being
• gender equality orientation
• increasing distance from masculinity standards
appearing together with some kind of new work form or non-standard situation concerning
working life. Various questionnaires and the information of work package 2-interviews were
used to get this information.
That means, we were looking for individuals who replaced „work“ by other elements in their
self-concept, like caregiving, engagements, self-fulfillment and so on. These men have developed a „multi-facetted self“, in contrast to a self-concept that is only or mainly based on
„work“. Some of the men were found in the companies that were investigated in the previous
work-package 2, others were recruited outside these organisations, e.g. by snowballsampling procedures, and similar.
It is very important to keep in mind that the sample consists of a very special group of men,
and inferences about men in general are restricted. Because of our sampling strategy, we
are not talking about „the average“, but in contrary about „the exceptions“, about those who

5

Strauss F. (2001). Qualitative Netzwerkanalyse. München: IPP. This paper has not been subjected
to formal review or approach. It was made available to the Work Changes Gender team by IPP for use
in this project.
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show a behavior and attitudes that we found exceptional and interesting, at least in some respects, and compared with others who were not taken into this sample.

Results: Pre-study
The Austrian pre-study reports several main findings, emphasising caring work and social
network patterns. Men in caring situations are not a homogenous group. We addressed in a
strictly behavioural way, i.e. selecting exceptional individuals who performed a high share of
domestic and caring work. These individuals are in a caring situation due to different reasons. They differed in terms of „preparedness“ and „access“ to the caring situation, some
well-planning it and feeling this idea to be concordant with their values and attitudes, others
not planning it at all, having never thought of such a thing like parental leave or the like.
Process
Once in a caring situation, we found a process that is quite similar for all the respondents.
Despite of their heterogeneity, the men in caring situations seemed to interprete their experiences in a similar way. It is of high importance that most of the men told about stressing aspects and problems in the beginning of the caring situation. The stages of the process were
called
1. Misplacement
2. Gender status insecurity
3. Reflecting masculinity drafts
4. Adapting and rearranging self-concept
Often, a state of gender status insecurity, caused by the new and unexpected experiences of
the men in the caring situations, was coped by a reflection process and the rearrangement of
social networks. In some cases, the process led to a de- and re-gendering stage, where similarity was not defined by sex in the first place, but by the similarity of the situation. More detailed, these stages can be described as follows:
Misplacement: Most of the men told about stressing aspects and problems in the beginning
of the caring situation. Being in a caring situation brings along new, unexpected situations for
the men. The narrations sound like „I am in the wrong context/situation“. At this stage, the respondents try to keep their self-concept stable by e.g. increasing the psychological distance
to women/mothers.
Gender status insecurity, crisis: Experiencing „misplacement“ results in insecurity, because few or no drafts for the requested behaviors seem to exist for the men. The normal,
standard male self-concept-facet „working/paid labour“ is reduced or not present, the situation is new and unfamiliar. If the man has too few resources, crisis will result.
Reflecting masculinity drafts: The own situation is compared to the standard „workingman“ masculinity draft. „Being different than others“ becomes accepted, and the men try to
connotate this in a positive way. „Normality patterns of masculinity“ are defined and rejected.
Especially the meaning of the term „work“ is reflected, redefined, related to one’s own situation. These reflections can lead to the last process stage:
Adapting, rearranging self concept: Here, the men try to integrate their domestic and caring activities into their self-concept. They rearrange their „inner and outer worlds“ in a way
that allows them to evaluate themselves in a positive way and that supports their selfesteem. Ascribed elememts of masculinity and feminity drafts can be mixed, with an „individualized masculinity version“ as a result. We have called this stage: „degendering and regendering“. A strict male-female-distinction is rejected and replaced by a „diversity-view“.
One’s reference group is redefined: similar others now are persons (men or women) in the
same situation („I and the other mothers...“). One could say: the reference-group-criterion
„same sex“ is replaced by „similarity of situation“.
A lot of conditions shape this process, some conditions are set before the man enters the
caring situations (e.g. conditions related to personality), others become efficient later on (e.g.
social support/rejection in various fields). Every person can leave the process at some stage.
The results/consequences of the process rely on the stage of leaving the caring situation,
how far the process has come. Throughout these stages, there are in most cases positively
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evaluated experiences concerning the direct contact with the child. These positive experiences foster the maintainance of the caring situation and start to overlay the more stressing
aspects.
Results
The sense of similarity as “similarity of situation” can be considered a central result. Basically
it says that e.g. a man in parental leave considers himself more similar to a woman in parental leave than to a man in full-time work without caring duties. (The same could be true for
women: a women in parental leave could consider herself more similar to a man in parental
leave than to a female manager.) Similar situations, combined with diversity views on both
genders, can be seen as a good basis for new alliances, beyond the sex-based man-womandichotomy.
Another finding is that caring work changes gender. The majority of the respondents evaluates the caring situation as a positive phase in their lives. The last two stages of the above
described process were defined as „change-area“. Here, clear reflections about masculinites,
the meaning of the term „work“, social reactions etc. take place and alter the men’s views
quite a lot. Most of them stay „agents“ who actively try to reflect and rearrange their social
environment.
„Weak ties“ are of high importance. „Networking-activities“ are more successful in the area of
the respondent’s closer relationships („strong ties“, like family, friends, closer colleagues at
work etc.). The „weak ties“ cannot be shaped that easily. They consist of relationships to
people that one meets only from time to time, that are known from sight and the like. They
can give stronger inputs, though, as the closer network is arranged in a way that is consistent
with one’s views, values or attitudes. The „weak ties“, however, can „reinforce or punish“ a
behaviour or attitude without being asked.
There are gender-specific rejections. A direct devaluation because of one’s violation of masculinity-norms by performing domestic and caring behaviour is ascribed to other men (rejection type/ perspective of others on me: “gender-traitor”). In the respondent’s eyes, women’s
uneasiness with these exceptional males is expressed in rather superficial acknowledgement
with an underlying mistrust, regarding the man as an „intruder“ (rejection type/ perspective of
others on me: “gender-trespasser”). Both sorts of rejections play an important role in the „implementing-process“.
All in all, the caring situation turns out as a demanding situation, especially in the beginning,
due to reasons like the just mentioned social rejection. The men report a feeling of „sitting
between the chairs“. What we have defined as „Crisis, gender status insecurity“ deserves
more attention.
The comparison of the presented model from the pre-study in Austria with „men in caring
situations“ in the other countries was an important part of this work package. Basically, this
model holds, although in detail there are differences as well, as can be expected.

Results: Main study
In the main study, we wanted to include a greater variety of work-and life-arrangements of
men than private caring situations only, according to the selection criteria for work-package3-interviews: distance from masculinity standards that goes along with gender-equal attitudes
and contentedness with life, combined with some non-standard work situation or working biography. Thus, a greater variety of cases could be covered, not only „the carers“. We were
looking for individuals who were in the midst of a process to reduce the weight of the selfconcept-element „work/paid labour“, and to replace it by other elements/ increase the respective weights, i.e. to develop a „multi-facetted self“. As a result, we conceptualized two models
of male self-concept change, one associated with strong external events and situational
changes, the other covering the cases where self-concept changes proceeded less dramatical, in small steps, consistently moving away from masculinity standards over time.
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Diversity
Looking at the contents that replace the element “work” in the respondents’ self-concepts, we
found elements like fatherhood, children, caring for relatives, health, household, partnership,
relationship, friends, social and political engagement, further education, cultural and artistic
interests, and so on. The men in the sample tried to reconcile these various areas, by applying different strategies, and moved away from a self-concept that is only or mainly based on
work. It is important to show this diversity under a good-practice-view, to counteract existing
stereotypes and implicit concepts concerning male work and life-arrangements.
Strong and sudden events
Like in the caring-case, neglecting or moving away from masculinity standards or gendernorms can mean a major situational change with high demands. It depends on the man’s resources how this demanding situation can be handled. In a way, this resembles to models of
coping, in connection with life events or crises, or health related models, e.g. Antonovski’s
salutogenetic model. This is what we have developed for a very gender-specific situational
case („caring“). In general, any demanding event can have an impact on one’s identity work,
in a direction away from masculinity standards. We have found crises, life events and demanding situations of various kinds that play such a role, e.g. illness, death of children, cultural shock or losing one’s job as triggers for self-concept changes. Mostly, reflections on
values and life goals play the intermediate role between „occurence of life events“ and „selfconcept change process“.
Bulgarian example: The critical moment in Alexander’s life is the death of his 21 years old son in a car
crash 7 years ago. This event was fatal to every member of the family and unlocked the beginning of
many changes. This period was marked by deep psychological withdrawal from any social contacts
and closing into the family circle as well as a significant values re-consideration. As a result, Alexander
developed a new focus on the family.
Alexander: ”It is still very hard to talk about these times. I suddenly understand that it is so easy to lose
my family, any member, my child…. Because maybe I wasn’t the best father but I really love them very
much. So many things changed. Just helping my daughter became the utmost priority.”
3 years later his daughter divorced and returned with her baby-boy to live in the same household with
her parents. As a single mother she needed a lot of help. Her father helped her a lot with childcare.
Having the possibility to assume several classes in order to have full-day working schedule, he decided to reduce his working time 3 years ago in order to have much time to care for his grandson, who
is now 5 years old. He encouraged the daughter to get a full-time job, and his wife (who earns better)
to have a full-time job too.

Progressive developments
But it is not only major events that can lead to the self-concept changes that we were interested in. As we have seen in our material, „small steps change gender“ as well, developments or sequences in the biographies that are characterized by continuous distancing from
masculinity standards. The respective self-concept-change model is mainly associated with
positive experiences reported by the respondents. Values, beliefs and life-goals play a central role, e.g. the motivation to live according to one’s values can bring a person to change
things in one’s life or to enter new situations. Often, people make the impression of being curious, interested in their own development, equipped with a fair amount of ambiguity tolerance that allows them to move in new situations without too much anxiety.

Israeli example: Aviram has a very discontinuous working biography, in terms of working
time models, companies etc. Aviram makes the impression of having chosen these working sequences in a very active way. A driving force for Aviram to move outside standard working
contracts is his motivation for “self-fulfillment”, in terms of writing literature.
Aviram tells of a stronger event in the past, when he had been in Japan; a second strong event
was the divorce of his parents. It seems that these events caused a crisis for Aviram a long
time ago, these events could be better described with the “strong event model”.
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Outlook
Self-concept-changes can be described well by the concept of „identity work“:
• as an ongoing, life-long process
• as continuous efforts to deal with demanding situations that occur, or to move into
demanding situations in order to develop further
• as dependent of individual resources and social support.
As we found in our interviews, developments in all spheres of life, work and private, can lead
to a remarkable diversity of male life concepts. The wp3-sample consists of men who can be
seen as “models” how to deal with increasingly difficult conditions on the labour market in a
constructive way, who use the “risky chances”. For developing in this direction, a society
must provide an open, supporting framework. The amount of support and resources provided
versus constraints to behave in a non-standard way will make the difference.
How come that such developments are enabled at all? Wasn’t it dysfunctional for societies if
the work ethics of the „male half“ of the labour force would erode?
1. Cultural and societal developments prepare the ground. Connell6 has argued that it
was women’s- and gay rights-movements that have questioned masculinity. Böhnisch7 argues that democratisation and modernisation processes of the 20th century
have set free a pluralisation of masculinities. Alternatives for masculinity drafts are
there, although not everybody might accept them.
2. Experiences in the world of labour often mean disillusionment. Work has lost its attraction, it is increasingly becoming a „rare good“, compared to former „everybody’s
duty“. In this respect, work is even more important than in industrialized times, but
now with the connotation of a status symbol, not accessible for everyone so easily.
People realize this, as their way of talking about work shows.
Under the new circumstances, it becomes risky to rely on work only, in terms of one’s selfdefinition. Maybe some of the interviewed men are first representants of a process that „disentangles“ work and masculinity.

6

Connell R.W. (2000). Der gemachte Mann: Konstruktion und Krise von Männlichkeiten. Opladen:
Leske + Budrich. (2nd ed. Original title: „Masculinities“.)
7
Böhnisch L. (2003). Die Entgrenzung der Männlichkeit. Verstörungen und Formierungen des
Mannseins im gesellschaftlichen Übergang. Opladen: Leske + Budrich.
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WP-3 Preliminary Results
The Israeli Case
Abstract
This paper is based on interviews with six Israeli men who deviate from the regular model of
masculinity regarding their job and family life. The objectives of the study were to explore
what influenced these men and what were their shared characteristics regarding their unique
lifestyle. It is a qualitative study based on data gathered through semi-structured interviews.
Demographics: The sample included six Israeli men with an average age of 41 years (range
31-60), all received an academic education, five of them are married and one is divorced, all
have children (range 1-2 children), four of them work in the high-tech industry, one of them
has an academic career and one is an author. All have a western background, four of them
were born in Israel and two of them emigrated to there.
The previous WP2 study revealed that Israeli men have a rather uniform and traditional lifestyle due to the 3-year compulsory military service and financial constraints afterwards. They
therefore have few rather small opportunities to achieve psychological and personal wellbeing. The sample included men who challenged the regular concepts of what despite having a
demanding career. This may be seen as a reflection of their search for self -fulfillment and
their prominent involvement in their family- life and fatherhood.
We revealed that the respondents in our sample all belong to the elite of Israeli society (e.g.
higher education, white-collar background, professionals). We concluded that to be able to
challenge the Israeli concepts of masculinity, it is necessary to be part of the core of the society and have be in confident in one's identity.
The sample may be divided into two: (1) high-tech industry employees and (2) authors; the
latter more willing to strive for self -actualization over financial achievements. In general, the
younger high-tech employees appear to have changed their concepts of masculinity as a result of a major life-changing event (e.g. fatherhood, divorce, their wife's career), whereas the
authors held a more holistic perspective regarding their role in their family. Hence, it is possible to differentiate between external or internal motives for the change in their perception of
masculinity. In the case of the authors this was more related to general life satisfaction.

Introduction and Demographics:
The collecting of the Israeli sample was complicated due to the small number of suitable examples. The average salary in Israel is low (by Western standards) and taxes are high, and
so usually one income is not enough to support a whole family. Therefore it is the norm for
both men and women in the Israeli society to carry the financial responsibility for the family.
Most men and women work full time and increase their income by working extra hours and
in more than one job.
The sample included 6 cases as follows:
Average age: 41 (range 31-60)
Education: 3 respondents held BA degrees, 1 held an MA degree, and 2 had PhDs.
Origin: All came from a western background (in Israel there are large differences between
eastern and western backgrounds). 4 of them were born in Israel, and 2 were born in western countries (Europe/USA).
Averaged no. of children: 1.6 (range 1-2); this is below the Israeli average of around 3 children
Marital status: 5 married, 1 divorced
Average years of marriage: 16.6 (range 5-33)
Work history: 4 of the respondents work in high-tech firms, 1 works as a lecturer for Jewish
studies in a university, and 1 works as a writer. Interestingly, both the lecturer and the writer
were those who emigrated to Israel.
Partner's demographics: all their partners had academic education, 3 of them work full time,
2 of them work part-time and 1 has retired.
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The specific Israeli Aspects:
In general, the life cycle of the average Israeli man is rather standardized: high-school, military service (3 years or longer), university (4 years or longer), marriage (around the late 20'
or early 30' after completing his studies) and raising children. Due to the financial constraints
mentioned above most of the Israelis work during their years of study. In addition, it is common for young couples to buy a house when they get married, and commit to a long - term
mortgage. Israeli men who spend three years in the army 'start their lives' older than their
counterparts in Europe and America. Therefore they have few opportunities to concentrate
on their psychological welfare and identity or change their full-time work situation.
For our sample we found men who had challenged this standard behavior, though that most
of them had a demanding career. This means that they were looking for self fulfillment and
sought ways to be involved in family life within the constraints of their work situation, or after
small compromises (i.e. 85% percent job instead of full time job).
The sample can be characterized as follows: The respondents came from white-collar families where the father had a higher education and a career. In Israeli terms they belong to the
elite, and have impressive personality traits and boast professional achievements. Moreover,
none of them has blue-collar or eastern background. It seems that to challenge the Israeli
concepts and norms regarding career and masculinity, one must belong to the core of the
society and have secure and 'legitimate' background. It is not surprising that 5 of 6 respondents served the army, and 4 of them had significant military careers that affected their civil
high-tech career afterwards.
Another aspect that is relevant for those who immigrated to Israel (the writer and the lecturer)
is that Israel attracted Jewish immigrants who sought to fulfill their Jewish and self identity. In
general, it seems that this group is more flexible with regard to Israeli masculine perceptions, and is characterized by striving for self fulfillment and psychological well- being rather
than financial achievement.
It is possible to predict that most of the 'new man' examples would belong to this group
i.e. Israelis who were born in western countries and gave up their economic comfort in favor
of their self actualization.
A third aspect unique to the Israeli sample is a high percentage of women in the work force.
This means that in most families there are dual careers and the husband might support his
partner's career by reducing his work obligations and taking care of the house and children.
The origins for this trend stem from two factors (1) the socialistic ideology that dominated Israeli society in which women took a role in the workforce identical to that of men.(2)
Financial constraints which obligate the wife to participate in the family total income.

Quotations:
(Alon): "I discovered that military service was not for me… a routine job that repeats itself all
the time without any change or progress… I served another 11/2 years as I was obliged to do
so…The 2 years of studies I did after finishing high-school were a mistake. It made me feel
pressured as I was older than everyone else and did not have time for to travel…I wasted
two years…"
(Daniel): Until my daughter was born, I focused on my professional life… I managed a military unit and had many responsibilities… I also invested much effort in my studies, and afterwards in my relationship with my future wife…. However, during her pregnancy I switched
my mindset; I decided that I would not raise my daughter without really knowing her…"
(Felix): "My influences were the Kibbutz (socialistic) ideology; I still support it in many different ways… I am still a 'Kibbutznik' (someone who lives in a kibbutz)"

The reasons for self-concept change:
Inner motives: As illustrated above, two respondents (Aviram and Felix) represent a more
holistic perspective that influenced their lifestyle. Interestingly, they have many characteristics in common. First, followed their personal believes and ideology and this led them to emi-
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grate to Israel. Moreover, both a close affinity to their religion, Judaism: Felix is a lecturer on
the Jewish religion and Aviram is an observant Jew. In addition, both work as authors.
External motives: The other four respondents (who all work in the high-tech industry) have
changed their self-concepts as a result of life- changing events. Daniel and Ariel are trying
to fulfill their fatherly obligations in spite of their demanding careers. Ariel's wife has a senior
position in another high-tech firm, but they still want to fulfill the Israeli convention of having
three children. Therefore he is willing to compromise and give up his work for one year period to take care of their newborn baby. Ilan divorced his wife while she was pregnant and is
trying to integrate his work obligations with his commitment to his daughter, as anoncustodial parent. They all have advanced attitudes regarding their fatherhood and are willing
to make sacrifices for its success; however it seems that life events have influenced their traditional concepts rather than internal motives.
The younger respondents all work in high-tech firms where working hours are tremendously
long, (50-55 hours per week and more). These situation is unique to the high-tech industry,
although that some other sectors (e.g. finance, advocacy) have exceptionally long hours. The
normative working day in Israel is 8-9 hours per day, 5 days per week (40-45 weekly hours).
Both internal and external motives: Eric became rich following the success of his hightech firm and is now able to devote himself to his family and to social activities. He represents an integration between his personal beliefs and life events.
Quotations:
(Aviram): "I fulfilled myself close to my 40th birthday, … I have always been neurotic about
my birthdays… I nearly "arrived" close to my 30th birthday… Then, I had a wonderful wife,
two sons, a house, a job... I was missing nothing so I calmed down."
"I compare life to a juggling game – I decide which ball is up: work, family, taking care of the
body, taking care of the soul, creativity, commitment to the environment/community… I keep
throwing the balls. There are times when all the balls are up in the air, but that is too much…
I wish that all the balls could be in the air, but I know that what comes up must come down"
(Daniel): "…they named me a 'family man'…however I feel sorry for them…My supervisor, he
has two little daughters and he spends only one hour a month with them…I feel sorry for him
that he misses out and I also feel sorry for his daughters who never spend time with their father"…
(Ilan): "My life has changed dramatically, my daughter is in my head all the time… my schedule, and my whole life are completely different… I spend as much time as possible with
her… I never miss a visit…."

Psychological well-being:
In general, the younger respondents who deal with both career and family obligations (e.g.
Ariel, Ilan, Daniel) scored less on less psychological well-being as compared with the older
respondents (Eli, Felix, Aviram). This stems from two factors: (1) this group of young fathers
has more conflicting situations regarding their dual commitment to both work and family (2)
the respondents in this group followed a rather traditional life process until it changed following the birth o their child (and divorce in the case of Ilan). Therefore their lifestyle is a result
of circumstances and not the reflection of ideology. This leads to the assumption these men
have less inner resources than the internally - motivated group, and therefore they are more
vulnerable to crises regarding their dual obligations.
The older respondents (Eli, Aviram, Felix) have high psychological well-being. This might be
due to their older age and their life accomplishments, but it would seem that internalmotivations and their strive for self-actualization played a significant part.
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WP3 Bulgarian Results Overview

Specific country features
Within the research process of the project the Bulgarian team faced the serious challenge to
discuss and analyze still rather unpopular and distant issues like gender equality and untraditional male roles. Being for almost 15 years in a economical and social transitional period the
Bulgarians are still trying to find the best way to adapt to the changing requirements and the
untraditional for their earlier life experience demands. Although being in a very different situation than the other countries within the research, we definitely detect some indications for an
interaction between these changing demands in terms of working conditions, social and family requirements, and personal attitudes and development directions. In the individual men
interviewing we have found a relevant to the other countries process of change and transition
to a certain extent from the traditional gender distribution of how their living is organized paid work, who does what in the home, childcare, care for the ill and the old, housework and
other domestic tasks. That change takes place and is influenced by some specific circumstances:
• Relating to Hofstede’s culture studies we should say that Bulgaria is a country with
collectivism culture, high Power Distance Index and low Masculinity Index. That
means high level of dependence on authority holders, social harmony aspirations,
strong family relations. The social norm is both parents equally responsible for caring
and income.
• In Bulgaria for several generations there is a tradition the both parents in the family to
have paid jobs and to have shared responsibility for the family income. So it is not
something new mothers to have full time job. Despite this usually women were more
engaged with housework and childcare.
• Bulgarian culture could be defined as “feminine” – equality and equal opportunities,
social interactions and people orientation, cooperation, family values and uncertainty
avoidance are highly appreciated.
• In recent years there is an increased social and job insecurity.
• Increased career opportunities for both genders.
• Increased career orientation and emancipation of women in the recent years.
• Low level of compensation for maternity leave (minimum salary after the third month
after birth giving) leads to shorter maternity leave periods.
• Limited social measures helping parents to raise their children. This results in population number reduction in the last 10 years.
• The necessity of restricted number of children as well as narrowed maternity leave
periods leads to a change in women attitude towards active long-term career orientation rather than active long-term maternity and household engagements.

General sample information
In the wp3 part of the project are examined and interpreted 10 interviews with men selected
by the following major criteria:
• New forms of work
• Untraditional caring situation
Average age – 37,7 years. All have University degree.
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Because of some country specifics, mentioned above, it was difficult to find men engaged in
untraditional forms of work. For all interviewed persons (IPs) is typical different kind of flexibility in their jobs – reduced working hours, flexible schedule, or freelance job. IP6 is an exceptional case for Bulgaria being for 6 months maternity leave caring for his newborn baby.
Even working on a reduced or flexible schedule no one works less than 20 hours per week,
and the average working hours per week are 36,5. So the additional caring engagements
are implemented by re-designing of the working process but not by its continuance reduction.

Basic aspects in Change Process research in Bulgaria
It is interesting to note that even due to many-sided reasons for being in caring situations
(caring for children, parents or both), for most of IPs the access to the caring was unplanned and they have no much or any previous experience. Although for some of them
(IP3, IP2, IP4) the access appeared as a result of trigger, unexpected and crisis situation,
they all show very high level of behavioural adaptation and coping skills in everyday
tasks management. Everyone finds his present caring episode, even not intended or expected, as a continuous, open-ended caring situation, which represents the psychological inclination and acceptance of the possibility for long-term engagement with caring duties.
……………………………………………….
For IP4 the change was not intended – trigger situation occurred after his wife’s death. The
“I am …” statements reveal a person with high need for recognition by others as a man of
dignity and high quality, loyal and responsible for his two children, a police officer by vocation, but also a good father managing a difficult situation. Not very successful in his life, he
tries to copy with the lack of the partner. Adaptation due to circumstances, not intended and
even not highly adapted yet, but seen as a long-term scenario.
IP4: “Well, I am a normal guy. Yes, my situation differs and it is much harder, but I manage to
carry on somehow. I am normal - I do not drink much, I like watching football games. I am reliable and I love my children. Most men think they have to provide money at home and that’s
all. This has to be changed. The woman is a human being too.”
………………………………………………
A specific country trait is that the most fostering condition for entering a caring situation is the
presence of a relative pay gap between the partners – higher salary level or/and higher career potential of the female partner. This pay difference becomes a significant intervening
condition in involving both partners both in breadwinning and household caring. The breadwinner elements, even present, are perceived mainly as co-operation between the partners.
The economic circumstances are put under consideration in paid-unpaid work distribution.
Entering in a caring situation in most cases is a result of often strong and sudden events
(partner’s death, mother’s heart attack) or crisis with significant psychological impact
(death of a child), which require coping with a demanding situation in behavioural or/and
mental sense. It is interesting that misplacement, although having its impact on individual life
vision definition, has no significant role as a fostering condition for entering caring situation.
Being unemployed and staying at home doesn’t lead to assuming more family or household
focused responsibilities. Even something more – most of the IPs are definitely career and
performance oriented, often reached upward job mobility, experiencing working life as a respective part of their subjective values. Caring is seen as an equivalent facet integrated in
one’s social functioning. As it is obvious, with the age progress the career goals are pushed
out and lose their center importance as a result of values re-definition and the focus is put on
the family (IP2, IP5). We should note that this career orientation is connected with the overall
income insecurity concept in Bulgaria reflecting the specific economical situation.

………………………………………………….
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Through the whole IP1 interview we observe rather ambivalent preparedness to the unplanned caring situation, with ambivalent rejection of the career-pattern, attributed to personal traits. The objective driving force of this redistribution and reduced working hours was
the uneven distribution of incomes by partners.
IP1: “The job is very important. And the money you earn. I want to have a good career. I
want my girl friend to be proud with me. And her friends to see me as a good partner. But
actually I’m not satisfied with my salary. She earns 3 times more. This was the reason for me
to start getting the child from the kindergarten and to wash the dishes. She appreciates than
more than my salary. And actually I was never a career person. If we have another child I am
ready to stay at home and to care for. She is more ambitious than me. I would like to take parental leave for the baby. It may seem strange in the eyes of my colleagues but it’s OK for
me.”
…………………………………………….
As far as career and breadwinning elements are present in all interviews we can say that
even being in caring situations, the IPs demonstrate more or less narrow individual distance
from masculinity standards. This distance is affected not by the character of the circumstances immersing in caring but much more by the essential life values and beliefs.
So within the research we find men in different levels of personal life attitude and selfconcept transition. In most cases we have good level of adaptation and significant behavioural change in order to cope with a sudden demanding situation without in depth regendering elements – unusual caring behaviour but rather traditional gender concepts; behavioural change without much impact on attitudes. This kind of transition process correlates
with lower level of life satisfaction and with a feeling of misbalanced life no matter whether
this is an open-ended or short-term scenario.
…………………………………………………
The self-concept-elements of IP3 go well with the „untraditionally“-interpretation in the terms
of behaviour. The analysis reveals a man with skills (cooking, cleaning) and high level of
preparedness for caring, untraditional situation, but with rather traditional attitude that makes
him struggling, but dissatisfied with career path and private life. The misbalance occurred
from the impossibility to rearrange and to reconcile the traditional masculinity drafts with the
life pattern of a man with major caring engagements. He has withdrawn from former social
contacts; he is waiting until the circumstances will change again without strong feeling of belief. He reveals a rather pessimistic view on the future. Showing low self-evaluation, IP3 is an
interesting example of an attempt for reconciliation of high level of behavioural preparedness
and lower level of psychological adaptation.
IP3: “I don’t think I have a great successes – well, I have a job and this is important. My failures are connected with my private life. I failed to establish a family and to find professional
realization in the field of chemistry. I have not much time for myself. I have a dream to travel
to different countries, but it hardly will happen. The problems with my mother some from the
generation gap. She always tries to give me instructions on what to wear, how to cross the
streets and so on. Like a little child. Sometimes this attitude is very irritating.”
………………………………………………………..

In the other types of interviews we observe a model of self-concept change, more closer to
the “Progressive model” – even partly rejected masculinity drafts are re-defined as a result of
deep internal transition, compensatory coping strategy or need of affiliation, or in best practice cases as a reflection of specific individual values, beliefs and life-goals. These values are
associated with equal partnership discourse, gender equality vision, rejection of male-female
distinction, shared responsibilities for raising a child, filial caring duties for the family members, need of individual designing of one’s life, need of being different and unique, need of
positive evaluation and affiliation. This progressive model of self-concept change, although
ambivalent and integrating both breadwinning and caring, correlates with an active, dynamic
approach towards assuming caring roles and significantly higher life satisfaction. It is a
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slower and gradual self-concept-change process, and positively evaluated experiences with
“behaving in a different way” motivate those IPs to sustain this behaviour in situations with
reduced social contacts, demonstrating higher level of psychological adaptation and preparedness, more positive self evaluation and a compatible with caring family-work balanced attitude.
……………………………………………………
Most of the “I am …” statements of IP7 are related to personal competencies or caringrelated definitions. In his self-concept the image of a caring father, close related to the family,
has a significant role. His subjective standards relate to the “I’ve always wanted to live this
way”-statement that marks his life goals. In his narration we find many caring elements as
well as “breadwinner co-partnering” ones. The behavioural deviation is a result of a specific
identity goal related with being a caring father and a supporting family member although being a professional with upward mobility career orientation, realized within the day-to-day living in an active, self-determined way. Being in a caring situation is definitely intended and deliberate as a part of long-term life plan and supported by previously developed necessary
skills and resources.
IP7: “This was an important moment for my wife’s career and we both decided I to take a
half-year parental leave. Yes, I suppose this is not a common practice here, but it was not a
compromise from my side. I am so happy to have a baby, and she is wonderful… It was not
so easy to change napkins and to prepare the milk and my wife needed to come home frequently till I got enough skilled. But now I am faster in these tasks. To be close to my family
and to be able to support and to be of help is extremely important for me. I always wanted to
have a child.”
…………………………………………………………..
So a causal condition leads to a central phenomenon of change – behavioral in most cases
but in some in a tendency to a traditional masculinity concept deviation. The positive correlation between the active approach and life values compatible with caring and level of life satisfaction is evident. The self-concept change refers not to men’s thoughts, feelings, values,
aspirations, ideas, previous experience implemented in a specific care-demanding life situation. This masculinity concept change doesn’t result from just entering such situation even
with the necessary coping skills and resources.
Another aspect of change, and a very obvious one, is the fact that change takes place over
time, that is, in different time spans. In this research we observe a rather ambivalent, unstable change tendency in personal level that is influenced by many economical, social and individual factors still new and unexamined. But the suggestion that men are getting more involved in childcare and household, adopting traditionally accepted as more “female” family
and social roles seems to become familiar and accepted. However, even these slight
changes have to be seen in the context of decreases in men's paid working hours, changes
in domestic technology, and women's increased participation in the employed workforce.
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WP-3 Preliminary Results
The Spanish Case

Introduction
As we know from the others phases of the research, the Spanish Sample that we will comment now is not following the standard characteristics of the Spanish men population.
The main reason is that only around 2% of Spanish men are taking a parental leave. Another
feature of the Spanish labour market is the low percentage of part-time work (also for
women), almost inexistent for men. Women unemployment doubles men’s unemployment.
The percentage of unstable work is the highest of the European Union.
According to the majority of sociologist, instead this panorama of the labour market, the main
change in Spain since the instauration of democracy has been the change in values. Most
studies agree that it would be possible to speak about two generation8 of Spanish people
according to their values and attitudes (especially on gender issues): people less than 45
years old carrying modern values and people over 45 years old with values that are more
traditional. Anyway, our sample is still not representative for the majority of men (even those
under 45 years old).
The Spanish Sample of the WP-3 is the result of the process of selection of the “best examples” of men interviews for WP-2 and the addiction of four other interviewed9. The final sample includes 10 cases, characterised for:

Average age:
Education:

Occupation:

40,6 years old (range: 32-52).
- 8 with University Degree
- 2 with Secondary School Degree
(these data are almost the inverse of the normal distribution of
Spanish population for education)
- 5 are technicians in social or cultural issues
- 3 are in leader positions (social issues)
- 1 is technician in computers
- 1 is an artist

So the majority are working on social issues (traditional women
occupations: education, psychology, therapy).
Working time situa- 3 are working with a reduction of 1/3
tion:
- 1 is working par-time
- 1 is enjoying a leave of absence with some tele-work
- 3 free-lance and tele-work
- 1 free-lance with regular work
- 1 combining tele-work with work at the office
Most of them enjoyed in the past, leave of absence, parental
leave or par-time.

8

Garrido, L. (1993) La doble biografía de la mujer en España, Madrid, Instituto de la Mujer.
According to the criteria of non standard masculinities: new forms of work or different kinds of leaves
for personal or familiar reasons.
9
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Background:
Private Situation:

-

6 are from middle class mileau
4 are from working class milieu
4 are married
2 cohabiting with their couples
2 divorced
2 singles (gay sexual orientation)

Similar to the Spanish population distribution.
Averaged number of 1,3 (range: 0-3). Similar to the Spanish fertility rate.
children:
6
Wife’s
demo- 3 with a higher occupation than their husbands
graphics:
- 2 with a similar occupation
- 1 with lower occupation
4 of them are working full time, 1 is freelance and the last is enjoying 1/3 of reduction time. All them with University Degree.

The specific Spanish aspects
Most of the interviewed followed a linear and ascendant working biography (a progressive
path of ascendant jobs), the others 4 cases followed a patchwork and unstable working biography (constants changes of work, precarious, etc). In a coincidence way, looking at the degree of satisfaction of the cases of the sample, those were the unhappiest one. The no satisfaction was mainly related to economic or work instability, only in one case the no satisfaction was related to the lack of friends and partner.
Coming back to the Spanish Population, the statistics on patchwork and unstable work
shows that more of 30% of working population are having a temporary job. These data are
between the highest of the European Union, but present in Spain from the 80’s. That means
that at the present moment young people considers normal these temporary jobs as a way of
starting their careers (the statistics on temporary work are mainly affecting young people).
But this is still the case that people over 40 years old are waiting for a linear and ascendant
working biography. That could be the reason for the no satisfaction of the cases of the sample commented above.
Looking at the military service, in our sample only 3 cases have done the military service. All
theses 3 cases are over 40 years old. That coincides with a period in Spain where military
service was compulsory (and without option for doing social service instead). In the other
cases, no one of them did the military service (some of them did conscientious objection or
the others social services), following the path of behaviour for men with high studies of the
generation of less than 40 years old.
A feature of the sample without coincident of the rest of Spanish population is the sharing of
the domestics tasks. All the research done in this field show that the Spanish houses are between the lower of the European Union in rates of sharing domestics tasks. In our sample all
men are sharing 50% of the domestics tasks and most of them are over this rate.
It is also remarkable that in the Spanish sample 5 cases could be considered as “carers” at
the present moment, and that 2 of the rest were “carers” in the past. That’s not following the
Spanish men behaviour.
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Analyzing the Spanish Sample
The analysis of the qualitative data showed us a variety of situations and motives for change.
We realize that it was possible to reduce this variety to three motives for changing the traditional concept of masculinity: people moved for social motivations or preoccupations, people
move for personal motivations and people moved for religious motives.
We also realized that another way of consider the data was to take into account the altruist/egoist dimension of the concept of masculinity (altruist if focused in the others: society,
family; egoist if focused in oneself: personal growth).
And finally we considered if the motives for change were interns (character, personal evolution) or externals (life events).
Thus, we have categorized the interviews under these three dimensions:
- The alter/ego dimension of the masculinity concept (alter, ego, hybrid).
- The Inner/external motives of the masculinity concept (inner, external).
- The Social/personal/religious motives of the masculinity concept.
Finally the combination of these three dimensions allows us to built a final explorative typology: social masculinity, personal masculinity and labour masculinity (the labels still under
construction).
The alter/ego dimension of the masculinity concept
According to the beneficiary of the masculinity change we can talk about three kinds of interviewed:
- Ego: Pol Mestre, Josep Balanya, Francisco Rodríguez are mainly motivated to change for
personal motives or reasons. The main beneficiary of their change were themselves. In the
case of Francisco Rodríguez, the main reason to ask for a third of reduction of his work-time
was to finish his doctoral thesis (this time allowed him to spare more time with his family, but
still his priorities are the community and himself). In the case of Pol Mestre the change is
also related to his desire to enjoy of more free time. In the case of Josep Balanya his change
is related to his HIV, but all his behaviour is now related with personal growth and the search
of freedom.
- Alter: Marc Busquets, José Manuel Ortiz, Alberto Ruiz y David Galloway are mainly motivated to change in order to help the others (changing society, family needs). Marc Busquets ,
José Manuel Ortiz and David Galloway changed their concept of masculinity for taking care
of their families (mainly children). Alberto Ruiz did it mainly for social reasons: his will to
change society and gender relationships (also something that we can find in José Manuel
Ortiz).
- Hybrid: with both preoccupations (oneself and the others) we can find Joan Solé, Carlos
Mayer and Jon Maeztu. Joan Solé started doing it for his ill mother but after her death he decided to continue for personal growth reasons and freedom. Carlos Mayer changed in order
to improve personally (work stress, improving his job) but also in order to take care of the
family, specially his son. Jon Maeztu has always worked on his own personal growth, but always thinking in helping the others to do the same (masculinity group) and giving his change
to his family.
The inner/external motives of the masculinity concept
- Inner motives: José Manuel Ortiz, Francisco Rodríguez, Alberto Ruiz, Carlos Mayer, Jon
Maeztu and David Gallogay. In all these cases nothing relevant and sudden happens to them
in order to change their masculinity concept. Changes are more related to character motives
and follows a slow trajectory. These cases coincide with the proposed promo typology.
- External: Pol Mestre, Marc Busquets, Josep Balanya and Joan Solé. Pol Mestre had a linear working full-time biography until 2001, when his wife decided to work full time and he ask
a leave of absence for a year in order to take care of his son and for personal growth (medi-
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tation). The external reason in Marc Busquets biography was the illness of his daughter, but
afterwards he was also committed with gender inequality in a very deep way. In Josep
Balanya case the main reason to change is related to his infection of HIV, from then onwards
he changed a lot in the way of rebuilding the categories of life. The external reason in Joan
Solé is the illness of his mother during 12 years.

The social/personal/religious motives of the masculinity concept
According to this dimension of analysis people is located into three different categories: social, religious and personal. If the ego/alter dimension was related to the beneficiaries of the
change and the inner/external dimension was related to the trajectory (way) of changing, the
current dimension is related to the motives, to the roots of change.
- Social motives: Marc Busquets, José Manuel Ortiz, Alberto Ruiz, Jon Maeztu. In all these
cases social and political commitment are important to understand their way of looking at
masculinity. In Alberto Ruiz and Jon Maeztu, their political trajectory and the connection with
feminist activism determine their attitudes towards gender and masculinity concept. In the
case of Marc Busquets and José Manuel Ortiz, their own job are mainly social. Their commitment with social change are presents in their job.
- Religious motives: Pol Mestre and Francisco Rodríguez. In a similar way that act the social
motives, but more focused in religious aspects, we consider now how religion believes could
affect the masculinity concept. In both cases they feel that their moral obligation is to be
aware of inequalities (also gender inequalities) and to act according to these believes. That
means that their concept of masculinity in terms of attitudes and behaviour follows a path of
moral obligation.
- Personal motives: Josep Balanya, Joan Solé, Carlos Mayer and David Galloway. In all
these cases the motive, the motor, of their masculinity concept is mainly personal. They are
looking for their personal growth, search of freedom, etc. That means that they have found in
the changing masculinity a way of being more free and working their personal growth.

Working on a explorative Spanish typology of masculinity
After analyzing these three dimensions (alter/ego; inner/external; social/religious/personal) of
the masculinity concept, we tried to cross them trying to looking for some new ways of understanding.
The result of this dimension-cross produce a typology of three categories:
1- Social masculinity: here we can find men with social and political commitment (social
motives), with inner path of development (promos), altruistic beneficiaries (family or
society). It could be a projective way of changing masculinity, and that’s the reason
we call it “social masculinity”. In this category we can find: Marc Busquets, José
Manuel Ortiz, Alberto Ruiz and Jon Maeztu.
2- Personal masculinity: here we can find men with personal motives (personal growth),
with external or hybrid path of development (semos and hybrid) where an external
even stars the change. The beneficiaries of the change are mainly themselves (ego
dimension). In contrast to the above commented projective kind of masculinity, here
we could speak about a “introspective” way. In this category we can find: Josep
Balanya, Joan Solé and David Gallogay.
3- Labour Masculinity: here we can find men with religious and social motives, with a inner path of change, the beneficiary are themselves (ego dimension). All them have in
common the use of change to improve their formation and being people work-
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centered. In this category we can find: Pol Mestre, Francisco Rodríguez and Carlos
Mayer.
If we consider this typology in relation to the degree of satisfaction, the results show that
mainly the social and labour masculinity men are very satisfied with their lives, and that the
personal masculinity men are the unhappiest.
Finishing pointing out that this typology is explorative and still under construction.
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Indicated motives and reasons for non standard work
In the work package 3 interviews, the respondents named a variety of motives and reasons
why they worked in a non-standard way or new form of work:
• “Motives”: here we refer to a more “active, self-chosen” argumentation of the respondents (“active”)
• “Reasons”: here we refer to an “it turned out that way”-argumentation of the respondents (“passive”).
Arguments given by the respondents for working in a non-standard-way:
• caring for children
• Caring for other persons
• further education
• quality of life
• quality of partnership
• quality of family life
• time abundance/time luxury”
• leisure time
• social engagement
• self-determined work / independent work
• economic reasons: maximizing the household income,
• didn’t find another job
Significant differences were to be expected in our study because of the significant cultural
and economic differences between the partner countries. We were astonished however by
the high number of various reasons given and how these various answers centered on “life
balance”. We were able to see this diversity in every partner country, even at different levels,
e.g., differences in wages and work structures. Even though we were not able to draw any
quantitative conclusions here, we are at least able to say that the desire for non-standard
work is not income dependent. It has many motives and reasons.
Let me explain some points:
- Partnership
Having a good relationship was, especially in long-distance relationships, a strong motivation for a reduction in working hours. At the same time, this involved not only acceptance
of the partner, e.g., with respect to the place of residence, but also taking notice of and
pursuing one’s interests.
- Fulfillment of caring duties
Apart from caring for children, we also found the caring for relatives in several countries,
e.g., caring for parents as well as being with friends who were dieing (e.g. Austria, Bulgaria, Germany).
- Fulfillment of caring desire
The desire for social contact with children and adults was a strong desire on the part of
many interviewees.
- Fulfillment of social commitments
e.g., commitment to the Boy Scouts or a gay sports club
Fulfillment of personal interests
e.g. further training, theater, sports (e.g. Aviram. He quit and changed jobs early on and
established the necessary conditions that allowed him to earn a living as a freelance writer
and editor. )
- The claim to a complete life, quality of life
There’s a life before retirement.” This is mirrored by the need of many interviewees, who
effect a good balance between employment and interests and other areas of life. Time is
set aside for partnership, family, friends, culture, health and leisure.

74

Georg Hansen:
“And I have to tell you that the nice thing about this is that the part-time model gives us the
chance to spend so much time with one another. We never had that before.“

Different forms of non-standard work
Although we have a small sample, we found a high variety of non-standard work forms.
We found men
• who took paternal leave for several months or one year and who didn’t work during
this time or worked part time (Spain)
• who worked part time over the long term
• freelancer ( Aviram – Israel)
• jobber ( Spain)
• “sabbatical“ (Austria)
Using some examples from Germany, I want to explain the simultaneous existence of old
and new social structures, behaviour and circumstances.
• Mr. Jürgens:
He has a linear work biography. He has been employed at the same company since the time
of his vocational training 20 years ago. On the other hand, he has worked part-time for 15
years and lives in a long-distance relationship. He is a gay and his friendships and socialand political commitments overlap one another. Being gay is the common bond here. With
others he founded a gay/lesbian sport club, organized the “Gay-Olympics”, CSD, and is a
member of a transvestite show. His friendships and the gay network appear to be very close
and are important sources and resources for the formation of his life and for dealing with crises.
•
Mr. Diepel:
Like Jürgens, Mr. Diepel also has a linear work biography and has been employed at the
same company since the time of his vocational training. He is married, has one little son and
is the breadwinner. On the other hand, he has been employed part-time (30h/w) for one year
(father leave). He would like to continue working part-time because he likes working less and
having more time with his son and for his social engagements with the Scouts. He is in
agrees with his wife’s plans to work part time when the son is a few years older. He takes
care of his son, but leaves central caring tasks to his wife, such as doctor’s visits.
• To contrast with the Bulgarian example –
where we have someone who works part-time because the partner earns more – it was remarkable that in Germany the part-time employees who lived with their partners in a household setting were mostly breadwinners or earn the same as the partner. This couldn’t be statistically shown because of the small size of our sample. But it could illustrate the simultaneous presence of old and new social structures, behaviour and circumstances. We could see
that the breadwinner partner-model, which is predominant at least in West-Germany, remains partly intact.
• In conclusion:
We see a mixture of typical and atypical actions and strategies of men, and we couldn’t
clearly define the individual men by using a category like “new men” or “traditional men” or
something similar. We see some “new” aspects of behaviour and opinions like caring, acceptance of women employment, network of friends or more empathy. But also we see “traditional” aspects like breadwinner, or orientation of linear employment biography.
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Results and policy recommendations
“Diversity” of motives and reasons
From the “good practice” perspective, it appears to us to highlight the diversity of men’s motives and reasons, which are important for non-standard work:
• In view of the significant meaning of fatherhood to men the individual strategies here
should be developed and strengthened with an aim to supporting fathers. In the
Scandinavian countries, there is a wealth of experience with instruments such as
“Daddy’s month”. These should be put to more use in other countries. Apart from the
direct support for the fathers and families in question, these programs also function
as a support for public debate and raising awareness for “alternative fatherhood
concepts”.
• The danger in concentrating too much on political support of fatherhood is that we
don’t pay enough attention to other reasons for non-standard work.
(Furthermore, the concentration on the fatherhood perspective could lead to the result that performance orientation is not seriously questioned. The performance orientation moves from the work place to the fatherhood. The reduction in working hours
does lead men to question the value of performance orientation.)
• Employment and performance orientation still remain integral components of masculine identity concepts. At odds with these concepts are the expression and recognition of other reasons such as quality of life, life balance, social engagement, caring
for others.
• Diversity of men and masculinities: too often the category of “men” continue to be
discussed in a general sense.
Most recently, since Connell began speaking of a plurality of masculinities, it has become clear how different and “diverse” masculinities already are. It appears to us
important to emphasize which chances men have to develop and, at the same time,
to remain consistent with gender equality.
• As in the case of fatherhood, the issue is to “publicize” and recognition of alternative
masculine life-concepts. In this context, a basis for change can be effected by men’s
research, the initiation of a social and political debate, and improved political conditions.

Men and gender equality
Individual levels:
• In most cases we found that the interviewees had a positive attitude toward the
equality paradigm. At least on a practical level, it was taken for granted that the partner be employed or would be employed again in the future. (This wasn’t restricted to
countries in which employment is a virtual necessity, e.g. Bulgaria.)
• Respondents participate, for the most part, in doing housework, even if they live with
the partner in a common household.
• The respondents held by and large positive attitudes toward gender equality (Gleichstellungsorientiert).
Structural levels:
Publication of the fact that men too work part-time:
• Men employed part-time break down socio-economic structures, specifically the
stereotype that pt. is feminine. )
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Individual “strategies” and men’s ways of acting
In terms of a model, we couldn’t say that we found “new men”. We found “new” or, better, diverse strategies10 of behaviour, ways of acting and motivations of men to cope with “new
(and old) circumstances”. These men have more opportunities to integrate those circumstances into their own identity concepts in a good way for their individual satisfaction and
they do this more in a gender equality way. The integrating processes into self-identity concepts are contradictory and difficult, but they work.11
This practice of these men is good practice. Good practice means here the possible strategies for other men to cope with their life, job, career, everyday life, caring, health, partnership
etc.
From a good practice perspective, it is important to refer to this “diversity” in terms of real existing opportunities for other men, because then men only have to change some things in order to cope with similar situations, rather than having to change a whole differentiated “masculinity model”. It’s simpler to integrate a single strategy into the self-concept of the individual.
The assuming of individual strategies of action and their integration into the self-concept is
not so much an “ideological” event as it is a practical reorientation to everyday life. Feasibility
and practicality of implementation stand in the foreground here.
In terms of gender policy, these diverse strategies and motivations form “new masculinities”
– if “traditional masculinity” means holding on to the breadwinner model or means a rigid attitude “to have to do it this way” and not in other ways. This diversity is a part of “new masculinity” not as a political movement but more as the everyday attitude and behaviour of individuals in concrete situations

Summary:
We looked for “good practice“ strategies on an individual level and how other man can implement these strategies.
What is hindering, what is supporting the adaptation of “good practice” for other men?

Which resources and conditions men need for more
opportunities for action
quality of life
“successful identity” (“gelingende Identität” – Heiner Keupp)
autonomy (Arno Gruen)
Through them we make a distinction between:
social policy level
organisation and company level
individual level
Our Results:
- Promo / Semo – are practical models to describe various adaptation processes in the
self-concept, for more amphiboly tolerance (Ambiguitätstoleranz).
- Diversity of motives and reasons:
o Fatherhood is a special circumstance
o There are many motives and reasons why men do not work in a standard way
(quality of life, life balance, …).
- Strategies instead of models – more adaptability for other men
- To show the diversity is important for opposing the existing stereotypes of masculine
identity concepts and biographies.

10

“strategy“ means here the way a man copes with a situation.
Particularly in the Austrian pre-study we have reconstructed four subsequent stages to integrate a
new situation into the self-identity concept: misplacement, gender status insecurity, reflection,
“change“ (rearranging self concept).
11
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Work changes Gender – First summary

Introduction
Ladies and gentleman, representatives of the Bulgarian government,
Welcome to the third day of the conference Work Changes Gender.
We are pleased to have the opportunity today to address our new guests, the representatives of the Bulgarian government. In the following presentation, we will give a summary of
the results of the European research project Work Changes Gender. The research project
began in 2001 and will come to an end in August of this year. This project is supported by the
EU in the 5th research framework program. The research network includes 6 partners from
5 European countries and Israel. The researchers themselves are economists, sociologists
and psychologists.
Our summary is still very provisional, because the research project not yet completed. The
individual investigations in the project are, however, for the most part finished. The drawing
together of the results began with the preparations for this conference. In this summary, we
will not take up the new results that have become clear in the past two days. We will attempt
not to bore the participants who have been here the past two days; at the same time we don’t
want to overwhelm our new guests. Concerning the situation in Bulgaria, we want to first say
that it is undoubtedly difficult to apply some of the findings to the circumstances here. This is
due to the fact that the Bulgarian labor market and, in part, the gender relations are different
in many ways from those in the other partner countries.
Work
Changes
Gender

Work Changes Gender

Introduction
1. Research Background
2. New Forms of Labor and Gender
Differentiation
3. Organizational gender equality policies:
Men in the Blind spot
4. Ways of a new positioning of men
5. Policy Recommendations
6. Conclusion

In our presentation we will first briefly outline the goals of our research project. Second, we
will describe our results on three levels. Lastly, we will offer some policy recommendations.
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Research Background
• less than 50% of the workforce in Europe has
a full-time, long-term job with a traditional
employment contract
• non-traditional employment is increasing at a
higher rate for men than for women
• redefinition of the position of men ?
• opportunities for improving the quality of life
and gender equality?

Employment has become increasingly differentiated. In every European country, employment
patterns have become very different from the traditional, normal labor conditions. In fact, less
than fifty per cent of the workforce in Europe now has a full-time, long-term job with a traditional employment contract: patterns of employment vary widely across Europe, but the
same trends are visible everywhere.
It is noteworthy that this development has, to a large extent, resulted in changes in the characteristics of the male labor force. Up to now it has clearly been more common for men than
for women to work under traditional, normal conditions of employment. But in recent years
the number of men facing discontinuities in their working career or working part-time is constantly increasing while the number of women working full time is increasing.
Gender studies and gender research has been going on now for about thirty years, yet men
studies’ history is even shorter. The social analysis of men and masculinities tends to be
rather idealist if not morally colored if the conditions of working life are not taken into account.
Paid work is a core part of masculinity and changes in masculinities are connected to or dependent upon changes in working life. This link is itself in a period of transition and is possibly becoming less direct than before. In fact, two social processes are at work here: a dynamic of working life and a gender equality dynamic.
The central hypothesis of the project is that in a process where economic structures and values change, one can also expect a modification of the relations between the genders. This
should, sooner or later, lead to a redefinition of the position of men in society as well as of
the perceptions men have of themselves. These developments offer, however, an opportunity for improving the quality of life for both men and women.
To treat all of these connections, this research project combines economic, sociological and
psychological approaches. The empirical analysis focuses on the individual and institutional
conditions under which men will be able to deal with these new trends.
Our method consisted of drawing upon available statistical data, such as panel data und
here secondary analyses, as well as independently collecting data in the partner countries.
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In particular, we have conducted qualitative surveys concerning change in organizations and
masculinities.
New Forms of Labor and Gender Differentiation
First we will give you a view of the changing labor market in Europe with a focus on gender
division. As mentioned above, we had two main assumptions in the beginning of the project:
• There has been a reduction in standard work
• This reduction affects men in particular

The standard work form is defined as wage-based, non-temporary fulltime work.
Here you can see an overview on employment forms:
Work
Changes
Gender

Employment forms

Normal
Employment

Emerging forms

Examples

Employed

Non-employed

Non employed phases
unemployed
Sabbatical
parental leave
Training period/further education

Full-time

Non-full-time

Part-time
e.g. Reduction in working hours,
3 weeks on, 1 week off

Permanent

Non-temporary

Temporary, e.g seasonal work
Project related employees
Subcontracted work

Dependent—wage
and salary earner

Independently-employed

Self-employed
Freelance and work contracts
Working on the black market

In the left column are the criteria for standard work,
• in the second column you find the opposite work form in general,
• in the right column you can see examples of non-standard work.
What evidence do statistics give regarding our assumptions? (or What do statistics say about
our assumptions?
Non-labour force
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source: EUROSTAT

years

Note that the basis is all people over 15 years. That means in this category we found all people outside the labour force: e.g. training period, unemployment, retirement, illness …
The women’s rate is decreasing continuously.
The men’s rate is increasing continuously
The gap has shrunken by almost a half - from 28% to 18% over 14 years.

Unemployment
Work
Changes
Gender

Unemployment
EU 15 + Norway +Bulgaria
source: EUROSTAT

in % of the labour force for each sex
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In general the unemployment rate fluctuates a lot. But similar to non employment the distance between men and women shrinks - from 4,5% auf 1,7%: So in 2002 7% of the
men and 8,7% of the women were officially unemployed.
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Part time work
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Part Time
EU15 + Norway + Bulgaria
source: EUROSTAT
in % of total employment for each sex
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Part time is defined in Europe as less than an average of 35 hours work per week. This
includes therefore other forms, such as traditional part-time work. But it can also mean 3
weeks on, 1 week off.
The main thing you see is the huge gender gap, which does not really change.
Part-time is increasing in Europe. It is mainly a women’s domain.
Having started at a very low level, part-time for men has increased.
Work
Changes
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Male Part time in Europe
(EU 15 + Norway, Bulgaria);
source: EUROSTAT
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The graph don’t show differentiated the rate of part-time work in Europe is. The numbers
vary from 1,7% in Luxemburg to 21,5% in the Netherlands.
We are more precise in looking at part-time because a high number men in our research
work part time. Part time is an exemplary way of enabling an equality-oriented form of living together and fosters a high living standard.
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Temporary work
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Temporary Work
EU 15 + Norway + Bulgaria
source: EUROSTAT

in % of total employment for each sex
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Temporary work is growing in the European labor market. On the macro level, Europe
shows very different regulations. In Ireland and Great Britain, for example, the regulations
are rather loose, while in Spain, where about 33 percent of the labor force are working
this way, they are very strict and allow these contracts only in cases of “objective reasons”. On the micro-level, gender differences are visible. Concerning careers, temporary
work leads to disadvantages for men and women in terms of future income. For men the
rate of temporary contracts is independent of their line of business; for women the rate is
especially high in public service, the non-profit sector and higher education.
Temporary workers are likely to be less satisfied with certain aspects of their work than
permanent workers. So, all and all, this evidence indicates that temporary employment is
worse than permanent one.
Self-employed
Work
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Self Employment
EU 15 + Norway + Bulgaria
source: EUROSTAT
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The development of self employment shows different trends then all the other work
forms. There is hardly any change in Europe as a whole. As you can see, selfemployment is still predominantly masculine. The huge gender gap remains the same
over the last 15 years. But inside the EU there are different tendencies for self employment: For example In Germany it is growing, in Spain it is shrinking. There are no easy
explanations. This is due to the fact, that self-employed individuals are a very heterogeneous population in terms of age, education, family forms and business fields. Any policy
aiming at fostering self-employment has therefore to take into account the heterogeneity
of this population.
As a facet we may say, that there are huge changes in the work forms, which affect
especially men. They are still not enough taken into account in research and politics.

Changing female and male work biographies
After giving a patchwork of different forms of work and contracts, we now take a look at
longitudinal sections and work biographies.
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Changing female and male work
biographies

• more men are in discontinuous
employment
• men are working more in part time and
temporary work
• men remain longer in education and
retire earlier
• ‘female‘ patchwork biography for men??

The structural changes in male employment have a significant influence on the emerging
new patterns of the working life course of men. The trend for men seems to be moving in
this direction: more men are in discontinuous employment through unemployment or
higher professional mobility; men are working more in part time and temporary work, and
men remain longer in education and retire earlier. As a result, some men have what was
previously considered an exclusively female ‘patchwork’ biography.
The trend for women, on the other hand, seems to be moving in the opposite direction:
Continuous full-time employment for women has increased in nearly all Member States of
the EU. In Ireland, for example, it has increased from a low level in 1984 to 16% in 1999.
But the proportion of women in full-time paid employment varies significantly in the Member States, ranging from 5% in the Netherlands to 76% in Portugal. A part of this gap
might be due to occupational segregation and discrimination.
Based on the current changes in male and female life courses, the gap is going to be
smaller for the following reasons: more women are in paid continuous full-time employment; the number of years spent in employment for women is now closer to that of men
(in Germany it is down from a difference of 16 years to an average difference of nine
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years) and the educational achievements of women are overtaking those of their male
counterparts.
Organisational gender equality policies: Men in the Blind spot
Our organisational research, which included expert interviews, organisation analysises
and interviews with employed men, got one central result: The perception of men and
masculinity in the field of gender equality - despite all differences in the participating partner-countries - seems to show some common blind spots.
Work
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Organisational gender equality
policies: Men in the Blind spot

• Men are scarcely perceived as special target
group for gender equality policy, e.g. gender
mainstreaming
• Men searching for work forms differing from
standard are left alone in the organization
• Not enough emphasis is put on informal
“working culture“ in organisations
• Subjective experience of the decision-makers
are rarely discussed
• Political or operational regulations are almost
always related to standard working structures
Men are merely perceived as special target group for gender equality policy, e.g. gender
mainstreaming
Gender mainstreaming politics is often identified with only affirmative action towards
women. It still seems to be taken for granted that only women have a problem with this
reconciliation whilst men identify themselves through their occupation. Men’s perspectives or their participation in upbringing or housekeeping is not demanded on behalf of
the men: It is only seen as “easing the burden“ for women.
Men searching for work forms differing from standard are left alone in the organization
We found, that men searching for work forms appropriate to reconciliation or part time arrangements are left to themselves in the organisation and do not have a collective representation of their interests. More visible than support are the obstacles. One example is
the German Interbank: here is traditionally existing a large variety of part time forms, but
when it comes that men want to make use of it, it is regarded as “complicating” “In the
moment you as a man decide to work part time, your career is dead” says Mr. Hansen,
German Interbank lawyer, “…in this company you only get somewhere when you say ‘I’ll
stay here for the night.’”
Not enough emphasis is put on informal “working culture“ in organisations
It’s often informal regualations which hinder an advancing equity of gender in organisations,
companies, and administrations. In the management we find informal exclusion, hidden
rules. Only hand-picked persons get introduced to the subordination of all social contacts under the premises of the job, and by a strong representation of these male leagues to the outside. By this, the so-called glass-ceiling is an obstacle against occupational advancements
for women and non-conformist men. Moreover, a work culture of permanent availability of
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employees and freelancers has fatal consequences for the balance of work and life of
women – and men.
Subjective experience of the decision-makers are rarely discussed
The manager of a larger Austrian company explained, that he preferred to hire persons with
children, because of the social responsibility of the company. He himself had been on educational leave before he started working in that company. But in most companies the personnel
managers have no understanding for men who want less working hours: “You want to work
less? Well - don't you have a wife that can care for your children?“
Managers have a great influence on decisions concerning the question, whether a new informal working culture can arise next to formal rules and principles of reconciliation. This culture would acknowledge for men and women, that raising children for fifteen or more years
requires occupational flexibility.
Political or operational regulations are almost always related to standard working structures
Non-standard forms of work could become a permanent condition for more and more men
and women. But still persons working part-time are only sometimes included in agreements
and regulations concerning equality, those working on different forms of fixed-term contracts
are hardly ever taken into account. The fact, that working contracts are often fixed-term, is
not yet an issue in organisational politics. In science, fixed-term working contracts are still
looked upon as a transitional phase between vocational training and job, which leads to an
unlimited working contract or to marriage and being a “housewife“. Freelancers are not seen
as members of the organisation and are not included in program fostering equality, although
working in the organisation on a continuous level.
Generally, we propose to develop and keep an accurate look at the gendered and gendering
demands of organisations and the culture of work within. In particular the individual experiences of decision-makers as concerns personnel policy should be reflected and discussed
more intensive, in research, policy and business consulting.
Ways of a new positioning of men
This third stage of the analysis focuses on the ways men cope with pervasive change in
general, growing discontinuities in their employment career in particular. The repercussions
that such transformations have on the image that men have of themselves, and more generally of their self-concept, are the central theme of this part of the research.
Caring Work Changes Gender& Masculinity
Males have an arrangement problem, too. There is a strong influence of upbringing on having an unlimited full time job. Family oriented men often return to standard work forms after
having worked in other forms of work. They also return to the traditional familial division of
labor. But many men no longer want a threshold position in the family. They want to be family, not just to have a family. (HOLTER 2003, 121)They try, but do not find a better reconciliation of labor and family.
Men in caring situations are not a homogenous group. These individuals are in a caring
situation due to different reasons. They differed in terms of “preparedness“ and “access“ to
the caring situation, some planning it well and feeling this idea to be concordant with their
values and attitudes, others not planning it at all, having never thought of such a thing like
parental leave or the like.
Once in a caring situation, we found a process that is quite similar for all the respondents.
Despite of their heterogeneity, the men in caring situations seemed to interpret their experiences in a similar way. It is of high importance that most of the men told about stressing aspects and problems in the beginning of the caring situation. The stages of the process were
called:
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Misplacement: The feeling of being on the wrong place, e.g. “Meand the other women on the
playground”
Gender status insecurity, regarding masculine social roles and demands. This insecurity is
often caused by the new and unexpected experiences.
Reflecting masculinity drafts: getting the idea of new life patterns, social networks and options, differing from traditional masculinity;
Adapting and rearranging self-concept: the process reflection condenses into a new practice
and life pattern.
This shows how caring work changes gender. The majority of the respondents evaluate the
caring situation as a positive phase in their lives. The last two stages of this process were defined as a “change-area“. Here, clear reflections about masculinities, the meaning of the term
“work“, social reactions etc. take place and alter the men’s views quite a lot. Most of them
remain “agents“ who actively try to reflect and rearrange their social environment.
There are gender-specific rejections. A direct devaluation because of one’s violation of masculinity-norms by performing domestic and caring behaviour is ascribed to other men. In the
respondent’s eyes, women’s uneasiness with these exceptional males is expressed in rather
superficial acknowledgement with an underlying mistrust, regarding the man as an “intruder“.
Both sorts of rejections play an important role in the “implementing-process“.
The sense of similarity as “similarity of situation” can be considered a key result. Basically it
says that a man in parental leave considers himself more similar to a woman in parental
leave than to a man in full-time work without caring duties. (The same could be true for
women: a women in parental leave could consider herself more similar to a man in parental
leave than to a female manager.) Similar situations, combined with diversity views on both
genders, can be seen as a good basis for new alliances, beyond the sex-based man-womandichotomy.
All in all, the caring situation turns out to be a demanding situation, especially in the beginning, due to reasons like the just mentioned social rejection. The men report a feeling of “sitting between the chairs“. What we have defined as „Crisis, Gender Status Insecurity“ deserves more attention.
Demanding a complete life
Men who demand a “complete life” reflect on the cost and use of being promoted and decide
for alternatives over the long run. This sought after changes you can find especially in the
middle class. In our sample, men usually reduced their working hours voluntarily, and the
other investigations have shown the most men work part-time because they want to.
Our sample clearly shows that part-time enables men to have a higher standard of living and
to take part in a more equal gender relation.
Some men reduce their working hours in order to have time for small children. They are almost always back up to full time after a maximum of 3 years.
Other men want to have more quality time outside of work and develop specific models of
reductions in working hours. They stay with these models over the long term.
Outbreak Fantasies: Crossing the Atlantic
On the opposite side of this, some men and women wish, and chose, different working timemodels to reconcile private and professional life.
Women rather prefer working time-models, which guarantee the simultaneous implementation of labour, household, family, and spare time. Many men would rather look for other working time-models. One can call them “Atlantic crossers“12. Those men want to do “something
completely different“, drop out for a while and fulfill childhood dreams. Mostly they want to
ease the burden of the working situation and the living situation they are in. This situation is
experienced as overstressed by those men, and therefore they want to escape it. On the
12

From an expert interview with a German work time counsellor.
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other hand solutions to help fulfil daily duties (e.g. reduction of working hours) do not
emerge.
Pragmatic change in blue collar workers - housework
“What do ‘new men’ look like?” This question arose in an early period of the project, when we
were going from the often used term (cf. Zulehner/Volz) to describe changes of male
habitudes and values. Xavier Ramos asked BHPS data for household contribution of men,
finding still large, but slowly decreasing gender differences, showing a rather traditional
picture. The presumption of a negative relation between paid work time and temporal
household contribution was confirmed. The impact of children on the time spent for
housework is negligible for men, but high for women. Younger men spend much the same
time on housework than their fathers. Ramos’ survey provides a “new men’s” profile: born
after 1951, highly educated blue collar employees in fixed-term jobs, with a low income and
highly qualified wife.
The change in masculinity is not representable as a fixed concept. Breaks with and
deviations from the dominant forms of masculinity occur slowly and in specific parts of men’s
lives. ‘New masculinity’ is only feasible for an individual man if he has the chance to acquire
new interpretative patterns.
New models of masculinity have yet to establish themselves in society. On the contrary, the
current labor market and social policies tend more toward promising a reproduction of
traditional gender attributes. This is a reason why we did not find any ‘new men’ in our
investigations, but rather men with new strategies aimed at meeting social changes and their
effects on the still current dominant model of masculinity. To some extent, the interviewees
also exhibited traditional masculinity concepts. Perhaps what Jurzcyk/Voß (1995: 394)
confirmed about women also holds valid for men: this new, contradictory acquisition of
masculinity is “a completely rational form of coming to terms with socially contradictory
demands placed upon...” men.
Recommendations
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Recommendations
• Establish Flexicurity: Flexibility and Security
• Address men in all their diversity: Fatherhood
is only one reason
• Consider Nordic regulations for father’s leave
• Set up structures addressing mens’ problems
related to work
• Challenge the ‘work till insanity’ model
• Implement sustainable organizational
structures

We address our recommendations on two areas: the area of governmental policy and the
area of companies. However, some of our arguments aim on a level which link both areas.
Governmental Policy
The change in work requirements all over the world is not to be stopped by political
institutions, even by European politics. But instead of promoting flexibility of working
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people, the political institutions could foster the security of the workers within flexible
working situations: German trade unions call this flexicurity. Adequate public compensation for the costs of bringing up children, so that financial losses do not have to
be absorbed by over-work or taking on second and third jobs.
Fathers who reduce their working hours to spend time with small children almost always return to a full-time schedule after three years. Policies are based almost exclusively on this model of fatherhood. In politics and in campaigns, it’s important that
men are addressed in all their diversity. Men are taking different strategies to reduce
working time or place work aside other components of life, and they differ a lot in their
motives; we found caring-oriented (social) fathers as well as the socially obliged or
the ones who want to have more time for partnership, others want to “stay alive”, reflecting on the mental and physical risks of overwork. All these men may be door
openers for change.
The Nordic regulations for father’s leave should be considered seriously. Since 1993,
1 in 10 parental leave months has been “reserved” for fathers in Norway; since 1995,
30 of 450 days in Sweden; since 2000, 3 of 9 months are set aside for fathers in Iceland. This parity model was widely supported by the population at the time of its introduction.
Structures in unions, political and business associations addressing mens’ problems
relating to work are to be set up, involving gender equality representatives and works
councils as links to companies. While trade unions – like in Germany – often don’t relate gender issues concretely to men, but in the course of Gender Mainstreaming also
men’s reconciliation issues are detected.

Companies
Support of men trying to balance work and life signals a break-up in traditional laborbased masculinity. The ‘Work till insanity’ model is challenged by those who acknowledge that overwork is insane and produces costs in private life, and those who do not
only want to ’have’ a family or social contact, but to ‘live’ with it (Holter 2003; Holter &
Aarseth 1994). Men who want to change their work forms, need institutionalized support by management, equality representatives or the works council. These structure
may remove obstacles and help to change a culture of traditional gender models.
Open-minded managers who share caring experiences should be fostered, as it
seems possible, that they are able to change their company’s climate in a positive direction.
It seems to us a necessary step to spread the message that men clearly have the “right of
self-determination” to lead their own lives and to make it common knowledge that there is a
real and possible diversity in the social and public consciousness.
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Conclusion

• Diverse forms of work will become normal for
men proportional to the erosion of standard
work
• Organisations should evaluate and challenge
their own demands and perspectives, looking
at women’s side, but also men’s
• There is a perspective of work life balance
for men, which could foster the whole society.

We tried to summarize our findings in three different perspectives. Finally, this is our essence:
• Regarding labour market changes, new perspectives on the diverse forms of work will be
important. The multitude of working forms, also – and growingly – for men, is already
normal. It should be addressed in politics as well as standard work.
• Organisations should evaluate and challenge their own demands and perspectives on
men and women and not only keep looking at women’s side.
• There is a perspective of a new work life balance for men, which could foster the whole
society. In this, the men, who demand for a full life and those, who are pragmatically dividing work in partnership is are not that far from each other.
We can’t offer an instant remedy for social problems and challenges. But we think, that urging problems arising from restructuring of labour and the changes in life patterns need recognition of the particular problems and perspectives of men. As concerns gender equality,
and especially European policy of gender mainstreaming, it CAN only be successful when
these problems and perspectives will be included.
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