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Abstract  
 
New ways of organising work and family – new ways of constructing gender in organizations. How is the 
individualization in the post-modern society influencing the gender construction at work and in the family? 
 
In this paper I discuss the individualization that characterize the “post-modern” society from a critical 
feminist standpoint. In my research I elaborate on the consequences of individualization for the construction 
of gender as a social category in two types of organizations, work and family. I focus especially on the 
(changing?) relationship between the divisions of labour in these two organizations. The increasing 
individualization seems to indicate that our society should develop in a more gender-integrated society with 
fewer impediments for women in the labour market and a more equal labour-division in the family. Since the 
increasing individualization in our society usually is depicted as if our lives no linger are determined by 
tradition, structural categories as “sex” and “class” seems to lose in significance. In the labour market the 
development towards increasing individualization is manifested in organizational strategies as 
dehierarhization, decentralization, flexibility and through an emphasis on the employers individual 
competence and the individuals increasing responsibility for planning and realizing the work process. 
According to some feminist theories, networking, flexibility and demand for social skills in new 
organizations should mean fewer impediments for women in the labour market since it creates a new 
demand for female workers and a better opportunity for women to combine work in the “public” and the 
“private” sphere. Is then the new ways of organising work and family as a consequence of the 
individualization changing the way gender is constructed? In dealing with that question I am particularly 
interested in the IT-sector, a part of the labour market generally depicted as a symbol for the new post-
modern society and usually the type of organisation described as displaying the new characteristics of the 
labour market. Previous research has revealed that contrary to the supposed relationship between 
individualization and increasing gender equality, gender-segregation and gender-hierarchising structures 
reproduces. Maybe individualization is changing the way gender is constructed without really changing the 
way gender is constructed without really changing the power-relation between women and men? 

 

1 Introduction 
 

                                                
1 Please observe that this version of the paper is a very preliminary report of a work in progress. This version is the 
one sent in to the conference with the deadline July 15. A more elaborated paper will be presented at the conference 
23-26 of September where also more empirical findings will have been added to the one accounted for in this 
version. This “work-in-progress”-character of not just this paper but the research in full also explains some 
discrepancies between the original abstract accepted for presentation at an early stage and this working paper. That 
abstract was therefore of a more general character since no empirical data at that time had been collected. Another 
part of the preliminary aspect of the paper is that all interviews not yet have been transcribed. The actual quotations 
are therefore few.  
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This paper is a preliminary report over some of my first results of the empirical study that is going to be a 
part of my doctoral thesis. I am still in the process of gathering empirical data through interviews 
therefore this paper is preliminary in more than one way. Firstly, the data underlying the discussion is 
still fairly small. Secondly, the data is not yet fully analysed. In spite of this I see it as an important 
opportunity for me to be able to present this very preliminary report. My theoretical point of departure in 
theories about individualization is an important part of the paper. Notwithstanding the preliminary 
empirical analyse, I therefore also consider this paper as a preliminary report over my theoretical basis 
considering the links between phenomenon and analyse-concepts such as flexibility and gender-equality, 
post-modernity and individualization. 
 
Besides this paper I also present a paper called “Gender-equality in a male-dominated business(?) 
Gender-neutrality and Gender-blindness in the ICT-consulting business” in the research network: Gender 
Relations in the Labour Market and the Welfare State, session: Labour segregation: Causes and 
Consequences. In these two papers I ask different, but related and connected questions about equality in 
labour organizations and family organizations.2 The two papers have a lot in common since they both 
deal with questions that are a central part of the same research project, with the overall purpose to study 
gender-segregating processes as well as gender-integrating processes in the two organizations (family 
and work) for people living what could be called “post-modern” lives. But the focuses in the different 
papers are slightly different.  
 
This paper focus first and foremost on the interdependence between work-place policies, gender-ordering 
processes in labour organizations and equality at home and at the work-place. In short: questions 
concerning balancing work and family. The focus in the other paper is on different understandings 
(attitudes and definitions) of gender-equality among managers in the ICT-business. There the 
problemazing concerns how different understandings create limitations and possibilities for developing 
and creating effective policies concerning gender-equality. In that paper I discuss what kinds of effects 
different understandings of gender-equality have as causes and consequences for gender-segregation and 
gender-integration in the labour market. 
 
The empirical material underlying the discussion in the two papers are the same although the focus lies 
on different parts in the interviews, since the two papers analyse different subjects.3 The empirical 
material discussed in these two papers is interviews with (five) managers of three different IT-consulting 
companies and interviews with (nine) employed IT-consultants in these same three companies.4  
 
Why I have chosen the ICT-consulting business5 to perform my interviews in will be elucidated below 
where I give further details about my theoretical basis and the principles guiding my selection of 
empirical material. I will try to explain why I think that this business and this special part of the labour 
market is especially interesting to study and why I have chosen precisely these three companies as my 
study objects. It has to do with theories about a post-modern society and a development of a post-

                                                
2 Here I use Göran Ahrnes analytically more extended definition of “organization”, meaning not just a work 
organization but different kinds of associations in the society, the work organization being one of four big 
organizations, the other three being the family, the state and voluntary organizations (Ahrne 1994).  
3 The two papers in some respect use the same material since this paper deals with both managers (first and 
foremost) and employees (to some extent) understanding of the organizational structure and gender-ordering in their 
work-organization. The other paper was supposed to deal with first and foremost the IT-consultant interviews but 
since I have not had the chance to perform as many of these kinds of interviews, which I had hoped, this paper will 
also analyze (different) parts of the interviews performed with the managers. Those interviews will be of greatest 
importance in displaying different policies about gender-equality in the different companies and how these policies 
influence the balancing of work and family for the IT-consultants/ the employees. Therefore, in this paper, the 
interviews with the managers will not be analyzed in this context as thoroughly as in the other paper. In this paper 
they are more taken as describing the organization in an “objective” rather than an “interpretive” way.  
4 The number of interviewed IT-consultants will be completed with 6-10 more interviews carried through in August. 
The number of managers interviewed will probably stay the same.  
5 ICT of course stands for Information- and Communication Technology. Since it is more common to use just the 
abbreviation IT (for Information Technology) I will use both. 
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industrial labour market with new and different conditions for people living in the society and working in 
the labour market. It has also to do with a development of a strong norm of gender-equality that has come 
to dominate in the Swedish society and labour market during the last 10-20 years.  
 

2 Theoretical basis and previous research important for my research 
 

2.1 Theories about a gender-segregated society and a gender-segregated labour market 

My theoretical point of departure is in feminist theory and therefore also in an understanding of gender-
orders as constantly reproducing and hard to change. The research and knowledge about how gender-
orders are reproduced both in the family and in the labour market are extensive.  
 

2.1.1 Gender-segregating processes in labour organizations 

In my research I focus on gender-segregation in the so called ‘post-modern’ society’s labour market6 and 
on how the changing social, material, technological and organizational basis in this “new” labour market 
is influencing and perhaps changing the gender-segregating processes and also changing the definition of 
gender. Previous research, mostly feminist such, has shown that the “traditional” labour market (as 
opposed to what I here refer to as the ‘post-modern’ labour market) is gender-segregated. Different 
gender-segregating processes have been discerned (sometimes divided in vertical and horizontal 
processes), for example the homosociality and the gender marking of labour-assignments and tools (cf. 
Roman 1994).7  
 

2.1.2 Gender-segregating processes in family organizations 

A central point of departure for my research is the belief that gender-relations and gender-orders in 
labour/work organizations and family organizations strongly interact and depend on each other. This two-
way relationship between gender-orders and gender-relations in the two organizational contexts work in 
such a way that the gender-orders in one organization create limitations as well as possibilities in the 
other one. This means that I combine looking at the individual as a member in both a family organization 
as well as in a labour organization although research about family and research about labour market has 
by tradition been kept apart in academic contexts.8 A more narrow perspective, that only focus on one of 
these two organizational contexts, runs a risk at loosing an important, more complete understanding of 
how gender-ordering processes work. This narrow perspective therefore might lead to a simplistic picture 
of the complexity of gender-relations that the individual encounters and handles in her or his daily (in 
this case also post-modern) life. 
 
The connection between the two organizations is illuminated amongst others by Harriet Bradley who has 
studied changes in gender-equality due to changes in the division of labour in the family organization 
(Bradley 1999). Something that in turn depends on women becoming more and more involved in work in 
labour organization and not only in the family organization. This is a development more or less 
demanding of the men to take on a greater part of the responsibility of the work in the family 
organization. Here is also age an important factor since these changes occur more frequent amongst 
younger couples. This is a kind of development connected with changes in the labour market. As a 
consequence of these changes a new picture of masculinity is rising according to Bradley and not only of 
masculinity but also of femininity. These changes is part of something she calls ‘genderquake’.  
 
                                                
6 I have chosen the concept ‘post-modern’ to describe certain features characteristic of our western society even 
though it is a much-debated concept.  
7 For a more elaborated discussion about gender-segregating processes in the work organization please confer the 
other paper that I present at the conference.  
8 For me important exceptions from this practice is: Tyrkkö (1999) and Kugelberg (1999) and Eriksson 
(forthcoming). I also owe a great deal of gratitude to my supervisor Christine Roman for drawing my attention to 
the field of family research and pointing out the importance of observing also this part of people’s lives. 
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If you adopt this broader perspective on gender-orders important questions are: Are the gender orders 
different in the two types of organizations? And are they sustained or maintained through different kinds 
of practices? How do people, as members in both types of organization, adapt to or relate to (maybe) 
different gender orders in these two different organizations? These are important question to ask if we 
want to get a better understanding of how different gender orders reproduces and if we want to learn 
more about how we can reach a more gender-equal society.  
 

2.2 Theories about a post-modern society and a post-modern labour market 

Another point of departure is in theories about a post-modern society.9 An important feature of this so 
called post-modern society is individualization, a phenomenon sometimes interpreted as meaning less 
focus for example on gender (as a group category) and more focus on individual characteristics. 
Individualization therefore seems to be hard to combine with an understanding of gender-inequality as 
hard to change.  
 
In general, theories about a post-modern society usually don’t problemize the question of gender-equality 
in a supposed post-modern society. As I see it, it is important to develop and try to bring these two 
different understandings together: feminist theories about a gender-segregated society and post-modern 
theories about an individualized society. There are a few exceptions to the lack of gender-problemizing in 
a post-modern society. Ulrich Beck and Beck-Gernsheim are exceptions that are important for my 
research (Beck & Beck-Gernsheim 2002).10  
 
The reflexivity of the new modernization can be compared to how, in the nineteenth century, privileges 
of rank and religious world-views were being demystified and questioned. Today the same 
demystification and questioning is happening to the understanding of not only science and technology but 
also to the notions of work, leisure, the family and sexuality. An increasing differentiation is appearing in 
all these fields. The increasing individualization in our society entail that the individual is more 
responsible for her or his own “life-history” than ever before. We can and must all make our own choices 
in life without any pre-given path. Our lives are no longer determined by tradition. Structural categories 
as “sex” and “class” seems to lose in significance in our present, post-modern society. This, together with 
a social development towards flexibility and networking, might indicate that the post-modern society 
should develop in a more gender-integrated society with less impediments for women, for example in the 
labour market. 
 

2.2.1 Individualization in “the post-modern labour market” 

The decline of the mass-production of the 1950s and the 1960s has occurred parallel to the replacement 
of the collective and homogeneous lifestyle with a more individual lifestyle. As a consequence of the 
technical changes in the labour market, more and more of the value of a product or service is dependent 
on the qualification and competence of the individual that is delivering the product or the service. As a 
consequence of the decentralization and the flexibility (a key-concept which I will return to further on) 
the individual has a greater responsibility for the work process and needs to make independent decisions. 
The development also results in a wage structure more related to individual performance (Magnusson 
1999). As a consequence of these changes and since the traditional rule-systems in the working places 

                                                
9 I have chosen the concept ‘post-modern’ to describe certain features characteristic of our present western society 
even though it is a much-debated concept. The reason why I have decided to keep this much debated and also 
perhaps controversial concept instead of using other popular concepts as network society or information-society is 
that I want to keep the connection to theories about modernity. However I will carefully explain my definition of 
‘post-modern society’ and ‘post-modern labour market’ in trying to avoid confusion and misunderstandings owing 
to this debate about concepts. Instead of using the much-debated concept ‘post-modern’ I could have used another, 
maybe also debated concept, ‘individualization’, since that is a concept describing what I understand as ‘post-
modern’ society and ‘post-modern’ organizations most distinguishing feature. Nevertheless I have chosen to keep 
the concept of ‘post-modern’ since I want to leave it open for discussion what exactly characterize ‘post-modern’ 
conditions.  
10 Even if they don’t choose to call it a ‘post-modern’ society, but rather a ‘late-modern’ society.  
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dissolves more and more the border between work and other parts of life are blurred and are perhaps on 
its way to be obliterated (Härenstam 2000). This is a fact especially interesting to study from a gender-
perspective.  

To sum up, the economical, technical, and societal changes points to an increasing individualization in 
the new post-modern labour market where the individual has to play a greater and more active part and 
make more individual choices regarding for example the processes concerning the production at work 
and the setting of the wages. I am interested in studying the effects of this individualization, from a 
gender-perspective. What does individualization mean for the individual working in a post-modern 
organization? How are these new features of the post-modern labour organization influencing the 
traditional gender-ordering?  
 
As I understand individualization it could mean important alteration of the traditional gender-ordering. I 
also understand individualization as a phenomenon developing more and more in our society with 
consequences and results that reaches through the society and influences different people to a greater or 
less extent. This means that I understand different parts of the society and different parts of the labour 
market as more or less influenced or permeated by individualization. The conclusion I draw from the 
description made above of the post-modern society and the post-modern labour market (as well as post-
modern lives) is that the most post-modern parts of society, labour market and individual lives, could be 
found in the IT-consulting business in the urban society. Here I can find what could be called the 
‘extreme’ cases of post-modern conditions and post-modern lives. These so-called ‘extreme’ cases would 
be especially interesting to study, as any consequences of individualization on gender-orders that may 
arise would be particularly sharp and palpable here.  
 

2.2.2 Norm of gender-equality 

The strong norm of equality that permeates our society is an essential feature of the ‘post-modern’, 
individualized society. Gender-equality is sometimes also seen as an essential part of individualization 
meaning that class and gender is being of less and less importance in a society where it is up to the 
individual to make the decisions that will form her or his life to (almost) what ever he or she desires. As I 
try to show in the other paper that I present at the conference there are different explanations and 
different understandings of what exactly gender-equality in the sense of individualization means. It can 
mean gender-neutrality as well as gender-blindness.  
 
A central question for my research and for my interviews performed with people living “post-modern” 
lives is if the norm of equality is described differently in the two types of organizations here focused 
upon. How do the demands for equality look in the two types of organization? Are the demands perhaps 
stronger in one type of organization than in the other type? These demands are limited by the official 
discourse deciding what is a plausible demand. But the demands could also influence the official 
discourse in some sense. In the Swedish society the demands of equality in the labour market has resulted 
in a number of laws and regulation about equal opportunity plans at all work-sites, prohibition on 
discrimination and threats (and an extensive debate) about laws on a quota system for appointing to 
company board of directors. When it comes to gender equality in the family the political discussion has 
been considerable less progressive. Does this political distinction between gender-equality in the two 
organizations reflect a public understanding of what kinds of demands that are plausible and legitimate in 
the work organizations and the family organizations?  
 
In my research I want to shed some light on this apparently contradictory circumstance: that we live in a 
society characterized by both individualization and gender-inequality. It might seem as a theoretical 
question, two theories that are not compatible, the solution being to choose one of the theories and verify 
it while also at the same time substantiate the other. I have chosen a different strategy where I see the two 
theories as describing two contradictory phenomena in a complex society. That means that I don’t just 
see it as a theoretical contradiction or conflict but a ‘real’ contradiction experienced by people in their 
everyday lives. The question that I ask my empirical material is: How are people handling both post-
modern individualization and traditional gender-orders in this complex society? How are they influenced 
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by both individualization and tradition in their daily lives, decisions, demands, practices and 
understandings? One manifestation of the conflict between adopting the norm of gender-equality in a 
traditionally gender-ordered society is disclosed in discrepancies between statements about the 
importance of gender-equality and the argumentation for gender-equality. This is a line of argumentation 
that I develop in my other paper.  
 

2.3 Gender-segregation in a state of flux in a post-modern society? 

Notwithstanding the critical gender-perspective, this paper, focus on equality, or rather: gender-
integrating processes. Different kinds of theories and research results (Bradley’s ‘genderquake’, Beck & 
Beck-Gernsheim’s individualization and the permeating norm of gender-equality as some examples) 
point in the direction of a progress towards changing gender-segregation. 
 
Since I don’t want to use the concept ‘equality’, and say that I examine if the business and the companies 
are gender-equal or not, I prefer to express it as I examine whether or not gender-segregating processes 
exist, and if they do in what way the work. My special theoretical base in theories about individualization 
and my special selection of empirical material leads me also to formulate questions about if it perhaps 
will be possible also to be able to find processes leading to decreased gender-segregation, so called 
gender-integrating processes, or at least perhaps gender-segregating processes in a state of flux. 
 
Although I have a deeply and firmly rooted understanding of the rigidity and stability of the gender-order 
in our society my main contribution to the already vast understanding of gender-segregating processes is 
an empirical study that takes as its point of departure gender-equality. I want to focus on what happens 
when these gender-segregating processes don’t run as smoothly as traditionally. What happens when the 
gender-order is negotiated and when demands for gender-equality are an important part of a society? 
Feminist, ‘sceptical’, theories about the reproduction of gender-orders and the consistency of gender-
segregating processes are therefore confronted with an understanding of our society as permeated with a 
strong norm for equality.  
 
In my research I focus on gender-segregation in the so called ‘post-modern’ society and on how the 
changing social, material, technological and organizational basis in this “new” society are influencing 
and perhaps changing the gender-segregating processes and also changing the definition of gender. 
 
By this I have explained the underlying theoretical thoughts about the possibility of traditional gender-
orders challenged by individualization, that guided me in the selection of companies that this study 
consist of. I will now go on to more closely present the selection of the companies.  
 

3 Empirical focus 
 
The selection of empirical material has been guided by two principles: a desire to be able to contribute to 
theories about gender-segregation as well as gender-integration, and a desire to contribute to theories 
about a post-modern society and a post-modern labour market and especially what kind of implications 
for gender-orders this development of post-modernity in the society and in the work organizations have.  
 

3.1 Selection of people living ‘post-modern’ lives  
In my research I am interviewing young, highly educated women and men working as IT-consultants in a 
part of the labour market generally depicted as a symbol for the new post-modern society. Since my 
empirical material up to the present regrettably still is quite small11 but most important since the analyses 

                                                
11 I had hoped to been able to perform more interviews until the final date for this paper to be finished. As a result 
of difficulties with contacting possible interviewees through managers of the respective companies and also owing 
to the upcoming summer holiday I have not been able to carry through as many interviews as I hade thought, 
planned and hoped (all in all 15-20 interviews). This is however just a problem for this paper – not for the research 
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still is at an initial stage, the discussion in this paper will be completed and compared with empirical 
material gathered and analysed by researchers with similar purpose. To this date nine interviews with 
nine interviewees have been carried through.12 The interviewees are working as IT-consultants at three 
different IT-consultant companies. In these interviews the employees definition of and demand for 
equality, in their work-organization as well as in their family-organization, is the main question. But also 
questions about other aspects of their work situation are presented.  
 
Thus, my empirical material consists of interviews with people active in the IT-consulting business. This 
business is a part of the labour market most evidently presenting the different features described as 
typical for a ‘post-modern’ labour market.13 Here a strong individualism prevails. If it is possible to talk 
about ‘post-modern’ lives or ‘post-modern’ societies I find it likely that people working in this part of the 
labour market are the ones most strongly living ‘post-modern lives’ or living in a ‘post-modern society’. 
These people – working as IT-consultants – apart from the fact that they work under strongly 
individualized working-conditions – are highly educated, young, and in my research also living in a 
metropolitan area. As I see it these are people encountering high degree of individualization both in their 
work organization and in their family organization.14 In my research I focus on questions about what this 
kind of individualization means for peoples ‘life-projects’. How they organize their activity in the family 
organization and how they organize their activity in the work organization. A special focus is also 
directed on how the different activities in these organizations, characterized by individualized conditions, 
interact and influence each other.  
 
Important to observe in this context is the distinction between material, economical, technical, cultural 
and societal conditions that could be described as ‘post-modern’ from a special definition made in 
advance and so called ‘post-modern’ lives lived by people under these special material and economical 
conditions. In my research I presuppose that certain conditions in the society and the labour market can 
be described as and called ‘post-modern’. The question that the empirical study hopefully will contribute 
to answer is how these conditions influence people living under them so that their lives could be called 
‘post-modern’. Hypothetically it is possible that these peoples’ lives do not differ from other peoples’ 
lives, if they still should be called ‘post-modern’ will be a future question. For the question of the 
selection of people the essential question is the establishment of preconditions that will single out people 
believed to live ‘post-modern’ lives since they can be described as living under ‘post-modern’ conditions 
in work organizations characterized by ‘post-modern’ features and some features also described as ‘post-
modern’ also in other aspect of their lives.15 
 

3.2 Selection of ‘post-modern’ companies 

Besides the fact that the ICT-business presents characteristics associated with a post-modern society and 
a post-modern or post-industrial work organization this business is especially interesting in investigating 
gendered practices for balancing family and work organization for two other reasons. It is a “young” 
business in more than one way. It is fairly new as a business with its early establishing in the 1980’s and 
the breakthrough in the 1990’s. It is also a young business if you consider the average age of the people 
working in this business. The average age of the three companies are around 30 years of age and this is 
after deliberately working to employ “older”, more experienced people. As a matter of fact the business 
is growing older with its employees. When the companies started the people they hired were even 
younger, often in their early twenties. They are now growing older and are hitting their thirties – a time-

                                                                                                                                                       
project as a whole, since the interviews will be accomplished at the end of the summer (and hence realized at the 
time of the ESA conference). A more up-to-date paper will therefore be presented at the conference. This version 
was as mentioned above the preliminary version submitted at an early stage.  
12 Not all of these interviews has been transcribed or fully analyzed.  
13 When I talk of the ‘post-modern’ labour market I therefore refer to this special part of the bigger labour market 
that consists of a complex mix of companies more or less displaying these characteristics.  
14 Here I presuppose research about for example different so called ‘gender-contracts’ in different part of Sweden – 
more traditional in sparsely-populated areas and more ‘modern’ (or even ‘post-modern’?) in metropolitan areas.  
15 I do not want to claim that my selection is not open for criticism but I also believe that it is hard to make this kind 
of selection without that kind of criticism.  
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period usually associated with settling down and having a family and children. What then is happening 
with this young business, as it grows older? Have the work-place policies been able to keep up with the 
development? What are the attitudes towards employees having children, part-time work and need to be 
flexible in working time?  
 
The second characteristic of especially the ICT-consulting-business that makes it especially interesting 
from a gendered point of view is connected with these issues. The development of information- and 
communications technology is rapid and since the employee’s competence and knowledge concerning 
information- and communication technology is the basis for the companies’ competitiveness the up-to-
date knowledge of the employees is a necessity. What then happens when the employee is on parental 
leave? Is this seen as a bigger problem than in the rest of the labour market as a consequence of the rapid 
development in the technological field? This also direct attention to the importance of keeping up to date 
for the employees by attending courses on evening or at locations far from work or home which also 
could be possible problems especially critical for parents  
 

3.3 Selection of ‘gender-equal’ companies 

My selection of companies to study and to do interviews in has been guided by the focus on the 
definition of equality. The material that underlies the discussion of policies about gender-equality in 
work organizations in this paper and that are analysed in this paper is made up of interviews with five 
management representatives from three different companies all in the IT-business. The three different 
companies are of various size, from the smallest with approximately 15 IT-consultants employed (no 
other staff employed), the middle company with all in all 50 employed of which 30 are IT-consultants 
and the biggest with all in all 250 employees with approximately around 200 employed consultants, and 
about 60 employed IT-consultants. 
 
What these three companies have in common and the reason for me selecting them is their appearance in 
varying and different contexts in media (Swedish newspapers) where equality has been discussed. These 
companies have all attracted attention since they are considered examples of companies characterized as 
more gender-equal than other companies.16 They are joined by descriptions of them as companies with 
awareness of gender-equal questions and of taking different gender-integrating measures. 
 
In a gender-segregated and male-dominated branch as the IT-business gender-equality is often a question 
discussed in terms of quantity. The problem being that there are few women in the branch. Official 
reports emphasize the importance of encouraging more women to enter into the branch. This is not the 
only aspect of equality. One of the selected companies is emphasized because of the many (only) women 
working there. The other two on the other hand are clearly male-dominated and another definition of 
‘gender-equal’ has been used.17  
 

                                                
16 They are not mentioned in the same media context. One company is noticed since it consists of only female IT-
consultants, one because the employees entered the company to a contest announced by two different weekly 
magazines and an employer’s association (a contest about the most gender-equal company – which it eventually 
won), the third one was brought out by a “equality-consultant” doing a survey about gender-equal companies (in all 
branches) on behalf of this same employer’s association (at a different time, though).  
17 This male-dominated aspect of the companies in the ICT-consulting business is of great interests for me. This 
male-domination makes it possible also to study the development of masculinity and different forms and norms of 
masculinity. The male-domination in this line of business is closely connected to the technical aspect of it and also 
the high status of the profession in its turn connected to the strong economical growth and importance of the 
business. It seems also that the profession has a strong connection to masculinity by means of the connection to a 
male ideal of boyishness, dissociation from traditional family values (connected to femininity) as care and attention 
of social relations. The perhaps somewhat vague connection (but all the same there is a connection) between 
descriptions of computer hacker (in Swedish: “datanörd”) and descriptions of genius – the creative creation of work 
of great importance as excusing any lack of social ability and social competence - is also interesting as a new way 
for men to estrange from traditionally female coded properties and qualities. Confer for example Connell (1995) 
and Wajcman (1991).  
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However, I am not firstly interested in the definition of gender-equality given in the media but first and 
foremost of the definition in these companies. By interviewing management and employees in these 
companies I hope to get a good picture of their definitions of gender-equality and an understanding of the 
different kinds of measures they have taken to increase gender-equality. What I hope to accomplish 
through this is to reach an understanding of the limits for equality in a gender-segregated/male-dominated 
branch.18 
 
There are principally two reasons for the selection of these three companies, all drawn attention to on 
account of alleged gender-equality. The first reason is already mentioned. By looking at these companies 
I will try to find the limits for what gender-equality could mean and what kinds of demands on gender-
equality that are legitimate in this particular part of the labour market today. This will give me some idea 
about how far gender-equality has come in our society and how people understand it in their everyday 
lives. This will make up for a starting point for further gender-equality work. It will give us some idea 
about where to aim further gender-equality work in the labour market.  
 
The other reason is that through this special line of selection-principle I have identified the nearest to 
gender-equality without having to first define gender-equality (which I don’t want to do) and then carry 
through an extensive investigation of a vast number of companies. By this selection I can conclude, not 
that these companies in some sense really are more gender-equal than others, but that these companies 
have some relation to gender-equality as a concept and as a phenomenon. The possibility to balance work 
with family should therefore be quite good in these companies. In this way I will try and find relatively 
good policies and circumstances in the labour market that enhance balancing work and family. This will 
also give us some hint about how to proceed in further gender-equality work in the labour market.  
 

4 Purpose  
 

4.1 Purpose of my research project 

As I interpret the development described in theories about the ‘post-modern’ society and the 
individualization tradition is less and less an important part of the individual constructing her or his own 
life. To replace this emptiness that follows the gradual decline of tradition is each individual’s capacity to 
renegotiate her or his own lives and duties. Some theories about individualization may imply that in this 
renegotiating process gender and class has no importance. From my feminist perspective this seems as a 
precipitated conclusion. But this renegotiation does open up for changes in traditional gender-orderings. 
Important questions in my research project are: What happens in these renegotiations19? In what ways are 
these renegotiations influenced both by the new individualization and the old tradition?20  
 
The research project consists of at least two different parts: i) in one part the focus is on organizational 
structures, organizational cultures and organizational policies in work organizations supposedly 
characterized by ‘post-modern’ conditions, ii) in one part the focus is on how people working in these 
kinds of ‘post-modern’ work organizations (with a special kind of profession: IT-consultant) is 
influenced by the ’post-modern’ conditions in the work organization and how they organize their lives. 
The overall focus for both these different research focuses is a gender-perspective. What does the ‘post-
modern’ condition mean for the gender-ordering processes (the balancing of work and family as one 
important question)? 
                                                
18 Of course it can be discussed if these companies really are gender-equal or if there isn’t some companies that 
really are more gender-equal than those but haven’t been noticed. However this is a discussion that I will not go in 
to in this context. Since these companies are pointed out and identified as more gender-equal than others these 
companies in this perspective constitute the nearest to gender-equality that I can find without first carry through my 
own investigation and analyse a vast number of companies in the branch. And without me first defining gender-
equality.  
19 “Renegotiation” in this context means, not deliberate with other people, but balancing and prioritize on the basis 
of valuations and assessments made by the individual.  
20 My definition of tradition is replaceable with other researchers descriptions of the ‘modern’.  
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My purpose is to study how and in what way, both post-modern individualization and traditional gender-
ordering processes shape these people’s lives. The questions that the problem posing leads up to are: 
How do these young women and men think about work, family, relations, career and children? In what 
way do they encounter gender-structures, gender-segregation and gender-integration in their work-
organizations as well as in their family organizations? How do women and men cope with the 
contradiction between the demands of individualization and the still remaining gender-segregation that 
they are facing in everyday-life in work and family organizations? And how do they balance work and 
family? 
 

4.2 Purpose of this paper 

The purpose of this paper is to describe different work place policies (formal as well as informal such) 
regarding different kinds of flexibility that are specially important for this kind of companies and to 
reflect on the importance of the different kinds of flexibility for gender-equality issues – especially with 
regard to the question about balancing work and family.  
 
I will study different strategies developed by people living as IT-consultants to adapt to demands from 
the family-organization and the work-organization, in trying to balance these demands. What happens 
with the balancing between family-organization and work-organization in a post-modern society strongly 
permeated with individualization (a norm of gender-equality) and in a post-modern (or post-industrial) 
work-organization characterized by individualization (with perhaps the most important feature of many; 
flexibility)? 
 
Even though my point of departure is that these peoples’ lives are characterized by individualization I 
still recognize that they also live in a society permeated with traditional gender-ordering processes and 
traditional gender-stereotypes. Therefore questions about how both individualization and tradition (when 
it comes to gender) imprint and influence their lives are important and interesting. In what kinds of 
situations and contexts is individualization the most conspicuous principle guiding their behaviour, 
values and priority and in what kinds of situations and contexts is tradition their guiding principle and the 
most important aspect? Answers to these questions will give us an understanding of how changes of 
traditional gender-ordering processes come about.  
 

5 Gendered flexibility 
 

5.1 The question of flexibility  

Returning to my already mentioned important basis about the overall view of people’s lives, I will try to 
outline the interdependence between changes in work organizations and family organizations. One great 
hope connected with the development of flexibility has been that it will come to mean better prerequisites 
for gender-equality since it could come to mean better conditions for reconcile family and work, 
something, by tradition, seen as women’s responsibility. Has the development of flexibility been adapted 
to the needs of families and of women responsible for families, households and children? And has the 
development of flexibility together with the norm of gender-equality contributed to work place policies 
with the aim to reconcile family and work?  
 
‘Flexibility’ has been a key concept in the new post-modern labour market and the new post-modern 
work organization. ‘Flexibility’ is a complex concept and it has been used in different contexts and with 
different meanings. There are today therefore a number of definitions and uses of the concept ‘flexibility’ 
(Eriksson & Karlsson, 1995). To avoid further confusion about the concept it is crucial to define the 
special way flexibility is used in, in this context.  
 
In this chapter I will outline some different forms of flexibility that are discerned in my interviews with 
managers and consultants in the three ICT-consulting companies. In the centre of discussion is the 
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analysis of these different forms of flexibility from a gender-perspective. The discussion in this chapter 
can been seen as focusing aspects of the gender-order characteristics for these kinds of post-modern 
companies, aspects all dealing with and connected with individualization in some form. The special 
aspects of flexibility that are discussed here are seen as characteristic for post-modern organizations. 
These aspects of flexibility are analysed from a gender-perspective. The analysis shows that the different 
kinds of flexibility can have different consequences for the gender-order in the labour organization as 
well as for the gender-order in the family. In some cases the same aspect of flexibility can be seen to 
have both an influence over more traditional gender-segregation as well as over more individualized 
conditions, promoting gender-integration and facilitating the balancing between work and family in turn 
promoting gender-integration.  
 
The individualization in the work organization as a characteristic of post-modernity is in my research 
seen as mostly conspicuous in the IT-consulting business and a feature especially interesting to study. 
The individualization in the post-modern IT-consulting companies seems closely related to the division 
of labour in the family organization in at least two ways connected to flexibility. In one respect 
individualization means flexibility as a question of flexible attendance as well as flexible working-hours. 
In another respect individualization can come to mean flexible competence, connected with the flexibility 
of the company towards the market. These are all aspects of flexibility that are related and connected 
with each other, as will be seen from the examples. From now on these kinds of flexibility are at the 
centre of this paper. Below, I will describe these kinds of flexibility, the connection between the different 
kinds of flexibility and individualization, and most important of all, I will examine the connection 
between these kinds of flexibility and gender-ordering processes in these special kinds of organizations.21 
 

5.1 Flexible attendance and flexible working-hours 

One aspect of the individualization in the work organization might imply an increasing possibility 
towards more flexible handling of working hours. Individualization in this respect can be interpreted as 
meaning greater responsibility and freedom for the individual to plan and structure the working process. 
This opens up for solutions where the individual can plan to work at home or work at different hours than 
the regular office hours that might suit him or her better. This individualization of responsibility for 
planning and accomplishing the work process could mean better conditions for employees with main 
responsibility for children to reconcile their work with their family obligations. In this way, 
individualization could imply that balancing work organization and family organization would facilitate 
for families with (small) children. 
 
Another aspect of individualization in the work organization that might imply better conditions for 
employees to reconcile work and family is flexibility concerning attendance at the actual work place. 
This is also a kind of flexibility greatly enhanced and made possible mainly as a result of the technical 
development facilitating for the individual to keep in contact with customers, clients and colleagues at 
home to a great extent. This is also influenced by the fact that a lot of consultants occasionally have to 
spend time at their clients or customers.  
 
At the same time there is a risk with this individualization and with the unsupervised work environment. 
Since many of the employees at the different companies I have studied feel a great responsibility for the 
success of the company, due to both that they have their friends there, they have been at the company 
since it started and because they really enjoy their work, they often work long days and long weeks. This 
is something that can continue for longer periods without anyone noticing it due to the unsupervised 
character of the work environment and it might lead to problems with “burn outs” (in Swedish: 
“utbrändhet”) where employees work to much and finally develop a kind of stress syndrome so bad that 

                                                
21 I want to repeat that this paper deals with very preliminary analysis results and material gathering. One 
preliminary aspect of the paper is regrettably that not all of the performed interviews have yet been transcribed. This 
means that some analysis has been done from notes taken during interviews and not from actual quotations from the 
interviewees. This also means that the number of quotations is regrettably small. As with other preliminary aspects 
of this paper this will hopefully have been improved until the ESA-conference in September. 
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they have to report sick for longer periods. The individualization in this respect might mean stronger 
demands on self-regulation when it comes to controlling ones own working-hours and over-time. These 
are demands that are hard to regulate when the individual feels the responsibility for keeping, sometimes 
impossible, deadlines.  
 
Another aspect of the flexible attendance and the flexible working-hours is that periodically the 
employees can be asked to work over-time for a week or for a longer period. Sometimes some projects 
that are taken on seem to presume that the employees should work over-time.  
 

5.1.1 Work place policies concerning flexible attendance and flexible working hours  

It seems that both flexible attendance and flexible working-hours is supported by the companies 
management on the grounds of demands that the work has to be done and has to be done in time but how 
and where the work is done does not really matter to them. This kind of work place policy demonstrate a 
strong decentralization in that respect that the individual IT-consultant is responsible for that the work is 
being done without a manager or director constantly supervising. This kind of flexibility where the 
consultant to a certain extent can decide where and when to work is also supported by the companies 
through the placing of mobile phones and portable computers at the employees’ disposal. 
 
Two of the companies that are part of my study have an explicit policy concerning that working there 
should be compatible with a responsibility for family and children. An important aspect of that policy is 
the possibility to be able to leave early from work and to arrive late to work depending on family-
relations at home, mostly concerning leaving and picking up children from day-care centre.  
 
In the company that I in this context (quite unimaginative) have decided to call “V” I have interviewed 
two managers which both strongly emphasize their policy about protecting and upholding what they see 
as something very important for their employees: to have a meaningful time off from work. This has been 
a problem typical for this branch in the labour market towards which there has been a lot of attention 
directed in the media. As I already have commented the ICT-business is a very young business with 
young, creative and enthusiastic employees, which have sometimes come to see the company and the 
colleagues as their family. The firm has come to replace the family when employees spend the day at 
work, then take a break together with their colleagues, with a beer in the sofa in the work-place in the 
evening, then return to their work later on in the evening (a scenario described in interview with manager 
“V2” in company “V”). The official policy seems to be not to presume employees should or could work 
over-time. According to the employees however over-time is sometimes demanded, more or less in 
expressed terms.  
 

5.1.2 Post-modern organizational culture and structure as improving and presupposing flexibility 

The special kind of quite informal policy concerning safeguarding the borders between work and family 
is not something that they (the two managers in company “V”) especially describe as directed towards 
women. They see this more as a policy important for everyone, women and men, with a family and 
children or not. The policy seems more to be about a meaningful spare time and is a policy that more in 
an indirect way has become of importance for parents and parental leave. The policy was outlined for 
another kind of group of people in mind: young, restless men wanting to go windsurfing or skiing for 
three months (as described in interview with manager “V2” at company “V”). When these men has 
grown older at the same time as the company wants to profile itself with a higher average age and with 
more experienced and senior employees, this group of people slowly has grown more unusual and the 
group with responsibility for children has increased. So the company culture, already existing, with a 
high acceptance for people wanting to spend time outside the office has come to play an important part 
for the highly praised culture manifested in a positive attitude towards parental leave. Although the rise 
of these policies is not connected to parental leave and responsibility for children, rather it is connected to 
an understanding and evaluation of the importance of people’s leisure time.  
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In the company, here called “B” (the smallest one of the three participating), with only female 
consultants employed, a similar development has taken place since the consultants has grown older and 
children upbringing has become of current interests. Although their policy about the importance not to 
work too much also has no direct connection to gender it has come to play an important part in creating 
an open attitude towards parental leave.  
 
Another aspect of the flexible attendance policy regarding the possibility to attend work place related 
activities outside of work and outside of working hours. This form of activity still exists in all three 
companies even if all interviewed managers describe the occurrence as less frequent than before due to 
the economical situation and due to a “process of maturity” as one consultant expresses it (interview with 
consultant “VC5” in company “V”). The attendance in these kinds of activities is of vital importance not 
only for the social atmosphere but also for the supply of information. The decentralized organizational 
structure of the companies makes the informal ways of information flow of great importance. The 
organizational culture in these kinds of companies seems to presuppose that everybody should be on the 
same level – with similar values, lives, desires and goals. These values and goals (characterized by 
individualization) are expressed and shared through attendance in after work activities. 
 

5.1.3 Gendered consequences of flexible attendance and flexible working-hours 

Research results from a research project carried out by among others Annika Härenstam show that 
women and men prioritise differently in a context where individualization is advanced (Härenstam 2000). 
Here men prioritise work organization and women family organization. Those results seem to point in a 
direction where it is plausible to speak about a kind of gendered flexibility in the ICT-business. This 
gendered flexibility is to be understood in a way that men are flexible towards their work-organization 
meaning that they are willing to neglect their family if they interpret the situation as demanding it while 
women are flexible towards their family when they interpret the family organization as needing them. 
 
Also among my interviewees I find a more traditional gendered flexibility where two interviewed female 
IT-consultants as well as mothers have given priority to her child and children while the partners have 
not taken part in the parental leave. The two women both describe their respective partner as having a 
more demanding work with less flexibility (interviews with “VC4” and “BC1”). This can be contrasted 
with the only male IT-consultant yet interviewed (besides the managers) who also had a more traditional 
parental arrangement where his wife stayed at home with their children when they were new-born 
(interview with “VC5”). In this way the given possibility to flexibility does not seem to have implications 
meaning traditional parental roles are changing dramatically although everyone are expressing that the 
attitude are allowing exactly this. Rather the flexibility works as a justification for women working as IT-
consultants to arrange their parental leave in a more traditional way.  
 
The informational flow in the informal and decentralized organizations also has a gendered aspect 
connected to the flexibility regarding participating in after work activities. A female consultant 
(consultant “VC2”) expresses the well-known phenomenon ‘homosociality’ as also occurring in this type 
of companies. Although both women and men seems to take part in the after work activities there also 
occur some activities outside of work, not directly associated with work or arranged through work. Since 
many of the employees in company “V” are good friends they also like to see each other after work and 
these kinds of social relations are clearly gendered were the female consultant feels left outside. As is the 
fact in the case of the company “V” the company is a male-dominated organization, the few women, or 
sometimes: only, woman can feel clearly left out. This is the traditional situation where everybody takes 
part in a sauna, everyone meaning all the men in the company.  
 
Another female consultant in the company “V” describes another scenario (consultant “VC4”). She has 
chosen a different strategy from that one taken of most of the employees. She has chosen not to take part 
in the after-work activities to such an extent as many others have. She explains and justifies this decision 
with her wish to preserve a professional attitude and professional relation to her work colleagues. This is 
contrary to the more familiar and friendly like relations among her colleagues. This could also be a 
gendered strategy since it is a part of her wanting to preserve her ability to give orders to her colleagues 
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that are sometimes also her subordinate in her position as a project leader. Maybe this feeling of having 
to keep a certain distance has its source in a feeling of not getting the necessary kind of respect in an 
obvious way. To get the respect she feels that she has to keep a distance to her colleagues. This is a 
strategy not expressed by any of the male managers.  
 
A gendered aspect of the demand of flexibility to work over-time could be that it presupposes that you 
have a partner that can take over the greatest part of work at home sometimes during several weeks. This 
is a great impediment for both men and women being without a co-responsible partner, but perhaps most 
affecting women since they are the one traditionally with responsibility for children. 
 
A special problem associated with the flexible aspect of working as an IT-consultant and with attitudes 
towards parental leave and part time work in this ICT-consulting business is that even if the attitudes and 
policies towards parental leave and responsibility for children is quite good at the company the 
circumstances can be the reverse in the client‘s or customer’s labour-organization. One of my 
interviewees has experiences from other companies in the business where she has worked as a consultant 
where the attitudes towards her responsibility for her children were more negative. 
 

5.2 Flexible competence and flexibility towards a changing market 

Increased individualization interpreted as meaning more responsibility for the individual could imply 
more problems with balancing between the two organizational environments. The individualization as 
meaning more responsibility imposes on the individual the responsibility for the success of the work. The 
individuals own performance as well as competence is of vital importance. This put on the IT-consultants 
a duty to keep up to date with new technological developments, something that sometimes call for taking 
part in courses and seminars. There is also a demand for flexibility towards the market that is decisive. 
What the market asks for the market seems to get, somehow. This responsibility is as we have seen also 
put on the individual to handle. There is however another kind of flexibility determined by the market 
and that is the flexibility to adapt to sudden changes in the state of the market, times of prosperity as well 
as times of depression.  
 

5.2.1 Flexible competence demanding flexibility in space 

In the interviews with the IT-consultants a distinct individualization is manifested. This is expressed for 
example in statements as: “I think I’m to egoistic to have a child.” (consultant “VC1”). Another example 
is the recurrent statements about the positive aspect of working as an IT-consultant: “It is the possibility 
to further training and to learn new things, to improve yourself… that’s the fun part…” (consultant 
“BC1”). Also a male IT-consultant (“VC2”) emphasizes the possibility and necessity to learn more all the 
time as something positive in his job. Though the demand for constantly updating their competence can 
be a gender-segregating process. These kinds of demands as it seem imply that employees, not so flexible 
in space, will have problems with competing with the others. To be flexible in space could mean to be 
able to travel daily for a longer period of time. This could mean a longer way to get to the work place. It 
could also mean travel and spend the night in another town. A circumstance also occurring connected to 
the need to spend time at the customer.  
 
Another aspect of both the flexibility in competence and the flexibility towards the market is the variety 
of working roles that some of the employees at the different companies have been forced, asked or 
chosen to take on. In company “V”, both women and men, tells me about how they in connection with 
the organizational changes and the reduction of staff have been asked to take over different work 
assignments. The take-over of more and more work assignments means more and more responsibility and 
a more complex work. 
 

5.2.2 Flexibility towards the changing market 

All three ICT-consulting companies have gone through great changes and organizational changes. 
Changes as seen and described as necessary consequences of “tough” (as the interviewees describe it) 
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conditions in the market, a recession. All of the managers and almost all of the consultants talk about a 
“before and after”. This “before” refers to what sometimes is described as the “crazy days” before the 
recession a few years ago (usually located around the year 2000). This “before” is characterised by a high 
demand for ICT-consultants. As one of the interviewees expresses it: “You only had to show yourself and 
you would get a customer order” (manager “V1”, company “V”). The “after” refers to the years after the 
extreme boom and when the market was characterised by recession. The effect of the changing state of 
the market was for all three companies great reductions of the staff. The companies have all gone halves 
or more. This is a form of flexibility not so much concerning the IT-consultants but as affecting them. 
One way for the consultants to deal with it is however to develop the above-mentioned flexible 
competence, so that they become more important for the company. With a capacity to be flexible in that 
respect they can take on other work assignments, which are in demand for the moment.  
 

5.2.3 Gendered consequences of flexible competence, flexible working roles and flexibility towards the 
market  

Traditionally women have not been as flexible in space as men. The demand for constantly new learning 
can be seen as a traditional gender-segregating process, which means possible impediments for women. 
The demand for constantly updating their competence can be a problem for employers responsible for 
children. This is the same problem as occurring as a consequence of the work as a consultant – that you 
have to be flexible and able to travel to the customers – sometimes positioned in another town. The 
demand for constantly updating the competence may involve participating in courses in another town or 
in the evening, after working hours.  
 
The flexibility regarding flexibility in competence can be connected to gender issues since the more 
manifold working roles makes an easy mapping of salary with special focus on possible gender 
differences a more difficult task. An important way, often emphasized, to counteract inequity in salaries 
between women and men, has been to emphasize the importance of mapping salaries at a work place, 
comparing women’s and men’s salaries. This comparing of salaries between women and men presuppose 
that some kind of comparison of work assignments can be done. Such a comparison may render more 
difficulties when the employees have this kind of multiple and flexible working roles. Owing to the 
multiple and flexible working roles the comparison of what are equitable salaries is made harder. The 
subjective valuation and assessment of different work assignments made by managers as well as by 
employees them self can in a greater way influence the setting of salaries. Objective wage assessments 
could therefore be suspected harder to perform.  
 
The multiplicity of working roles also bring to the fore the question of negotiations of salary, something 
traditionally associated with gender issues and understandings of different negotiating strategies among 
women and men. In connection with the organizational changes and the “tougher” conditions in the 
market the salaries were not just “frozen”, but actually reduced since the wage structure changed. Under 
those circumstances the individuals’ own capacity to negotiate his or her salary was made more 
important than before. Salaries were made a sensitive topic that you did not discuss any longer in 
company “V”. Here a female consultant with a multiplicity of working roles and work assignments tells 
me about that she just recently learnt that she had much lower salary than her colleagues. This resulted in 
her talking with her superior manager not yet knowing what the result will be. She also talked about the 
traditional gendered related understanding about women’s inferior ability to negotiate and demand higher 
salaries for themselves (interview with consultant “VC1”). A male consultant who was talking about this 
gender difference also expressed the same understanding. The surprising here was that he also described 
himself as a poor negotiator and compared himself to a more womanly way to act, describing himself as 
“to kind” and “not tough enough” (interview with consultant “VC2”). 
 
In the smallest company the effect of the reductions has of course not meant any changes in the gender 
composition. There were only women employed before and there are only women employed now. 
However, in the other two companies the reductions has meant a great deal for the gender composition.  
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The reduction of the number of the employees in these two companies has had great effect on both the 
vertical gender structure and the horizontal gender structure. In the company here called company “S” the 
interviewed manager describes the changes as involving especially negative effects for women in the 
company and especially for women in higher positions. After the organizational changes few (read: no) 
women were left on higher positions. Before the changes several women held higher positions in the 
company. In trying to explain why this was the effect of the changes he says he can’t give any good 
overall explanation. In some cases however it was because the women had been employed latest and 
therefore had been forced to leave as a consequence of LAS22. In two cases the women in question 
decided on her own to leave the high position. These are especially hard to explain. When he looks at 
each case he can find a particular reason for every women that had to go. One explanation being that they 
got their promotion at a very hard or “tough” time and that they couldn’t cope with the pressure 
(interview with manager “S1” in company “S”).  
 
In company “V” the organizational changes in connection with the reduction of staff also hit especially 
hard on the gender composition of the staff. The impact was however not first and foremost on the 
vertical gender-segregation since the number of managers was and still is quite small. The organizational 
changes happened to the parts of the company that seemed dispensable. These parts were first of all the 
HR-department, a department that totally disappeared as the work assignments were delegated to a 
person with already different kinds of work assignments. Since the HR-department consisted of 4-5 
female employees this of course was a changed the proportion of women and men in the company. 
Another part of the company that disappeared in the re-arranging of the organization was a group of 
people that were employed as designers. This was a group of employees also consisting of many women.  
 
The big changes of the number of employees have of course also meant a lot for the organizational 
culture, amongst other things. For example an argumentation occur in all three companies, involving a 
discussion about the importance of a heterogeneous composition of the staff, amongst other things with a 
mix of women and men. This is however something that I will not analyse further in this context since 
the direct consequence for flexibility is not that distinguishing. It is however something that is more 
elaborated in my other paper presented at the conference.  
 

6 Summary and brief discussion of the preliminary results  
 

6.1 The purpose of the research and the paper 

The aim of this paper has been to, at a very early stage, present some empirical findings that are going to 
be a part of my doctoral thesis. This is at a very early stage since I have not yet even collected all the 
empirical data. The empirical material underlying the discussion in this paper is therefore fairly small. 
Notwithstanding, I have chosen to present some preliminary analyse of the material since I see the 
participation in the ESA-conference as a chance for me to get important comments and ideas from 
experienced researchers. The empirical findings presented in this paper are going to be supplemented 
with a number of interviews, not yet accomplished.  
 
The purpose of my doctoral thesis is to contribute to our understanding of gender-segregating, as well as 
gender-integrating processes at work in both family and work organizations. My special empirical focus 
is on three companies in the ICT-business where I have been interviewing five managers and so far nine 
employees.23 The focus on the ICT-business is a consequence of a starting point in theories about a post-
                                                
22 LAS= the Swedish labour law about employment security.  
23 Observe that the interviews with the managers are completed. Their number will not increase. It is the interviews 
with the IT-consultants that are to be completed with somewhat around 5-10 interviews. However, neither of the 
different interview-groups are yet finally analyzed. As I have mentioned throughout this paper the number of 
interviews as well as the depth of the analyze will hopefully have increased until the final presentation at the ESA 
conference in September. The reader at this point of the research might be struck by that some conclusions seems 
too precipitated. I am aware of that some conclusions might appear like this. This is partly due to the way this paper 
has been produced, in somewhat hasty manner and can therefore be improved by a more elaborated way of 
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modern society and post-industrial labour organizations and what this development towards post-modern 
conditions and post-modern living means for gender-ordering processes affecting among other things the 
balance between work and family. Since I understand post-modernity and its most explicit characteristic; 
individualization, as something increasing in society but not at an even pace, from my viewpoint I 
understand young, well-educated and urban living people working in the ICT-business as the group of 
people, at present, living these post-modern lives in the most explicit way.  
 

6.2 Individualization and tradition 

Post-modern living (at least as I define it – in its most extreme form) seems per definition be living 
without a traditional family or at least without children. At least does my preliminary analysis point in the 
direction that the most extreme post-modern lives (meaning extreme in the sense of strong 
individualization) seems to be lived by in the first place people that are single and in the second place 
people that do have a partner but no children. The post-modern living (as here defined) seems untenable 
when combined with responsibility for children. When the form of personal development as one of my 
interviewees refers to as a “process of maturity” has taken place in their lives they seem to be more and 
more influenced by traditional gender-ordering processes. However, even with children my interviewees 
are a part of a post-modern work-organization meaning experiencing special problems connected with 
different post-modern features.  
 

6.3 Policies about flexibility founded on individualization as increasing gender-integration 

My findings show that this is a business with policies especially important for the attitudes towards 
parental leave. However, those policies are not always deliberately outlined especially for the purpose to 
enhance gender-equality. Rather the policies are founded in a belief that the individual is important and 
should have an important life outside the work. My results can be described as indicating important 
changes in attitudes towards parental leave and towards prioritising family before work due to the strong 
norm of individualization. At the same time does the also likewise strong norm of gender-equality rather 
than imply change, imply that tradition still dominate when it comes to gender-ordering processes in 
work organizations, exactly due to an individualized thinking. The effects of individualization in a 
context of flexibility seem therefore to be double-edged. 
 

6.4 Policies about flexibility founded on individualization as increasing gender-segregation 
There seems to be a lack of policies regarding gendered issues on the whole in these three companies. 
The argumentation for this lack of policies look different: either defined as a non-problem or defined as a 
non-prioritised problem. It seems as if companies where gender-neutrality and individualization is 
emphasized have policies about flexibility that could improve the balancing of work and family. 
However, problems with this perspective could be foreseen since the gender-neutrality easily could 
change into gender-blindness, an unwillingness to render gender of any importance at all. This could 
mean that even acknowledging that women and men live in a gender-ordered society where, sometimes, 
gender-ordering processes are of importance, is rare. Gender-neutrality seems to involve an 
understanding of gender-equality issues that can easily be too naïve or turn into a gender-blindness, not 
promoting gender-equality but instead makes questions concerning gender-inequality invisible. It seems 
that there are many ways in which flexibility could constitute problems rather than solutions for 
reconciling work and family, at least for women. 
 
Everyone that I have interviewed see gender-equality as an important goal to aim at. How it should be 
done and what it means however is not that evident. The explanation for this seems to be that there also 
exists a lack of genuine interest in questions concerning gender-equality. As it seems, in neither 
company, any company policy about considerations about gender in case of reductions of staff exists. 
Maybe some kind of exception from the ‘LAS’ with reference to gender could be elaborated in this kind 

                                                                                                                                                       
argumentation. In some cases however, the conclusions will have to be revised due to further analysis or, if not 
revised maybe refined and reformed.  
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of male-dominated business. That would be a way to elucidate that the labour market and labour 
organizations have to start to change and adapt to family organizations, and that it not always has to be 
the other way around.  
 
 
 
 
 
 
 

7 References 
 
Ahrne, Göran (1994) Social Organizations: Interaction Inside, Outside and Between Organizations. 

London: SAGE 
Beck, Ulrich, Elizabeth Beck-Gernsheim (2002) Individualization. London: SAGE. 
Bradley, Harriet (1999) Gender and Power in the Workplace. Analysing the Impact of Economic Change. 

London: Macmillan Press LTD.  
Connell, R.W (1995) Masculinities. Berkeley, Los Angeles: University of California Press.  
Eriksson, Kristina (fortcoming doctoral thesis) Manligt läkarskap, kvinnliga läkare och andra normala 

kvinnor. Köns- och läkarskapande metaforik, symbolik och praktik. Manuscript.  
Eriksson, Birgitta & Jan Ch Karlsson (1995) Flexibla organisationer och arbetsvillkor. En 

projektpresentation. Forskningsrapport 95:10, Högskolan in Karlstad.  
Härenstam, Annika, Hanna Westberg, Lena Karlqvist, Ola Leijon, Anna Rydbeck, Kerstin Waldenström, 

Per Wiklund, Gun Nise & Catarina Jansson (2000) Hur kan könsskillnader i arbets- och livsvillkor 
förstås? Metodologiska och strategiska aspekter samt sammanfattning av MOA-projektets resultat ur 
ett könsperspektiv. Arbete och Hälsa rapport 2000:15, Arbetslivsinstitutet, Solna. 

Kugelberg, Clarissa (1999) Perceiving Motherhood and Fatherhood. Swedish Working Parents with 
Young Children. Uppsala: Acta Universitatis Upsaliensis.  

Magnusson, Lars (1999) Den tredje industriella revolutionen – och den svenska arbetsmarknaden. 
Stockholm: Prisma/Arbetslivsinstitutet.  

Pettersson, Lena (1996) Ny organisation, ny teknik – nya genusrelationer? En studie av omförhandling 
av genuskontrakt på två industriarbetsplatser. Linköpings universitet: Tema teknik och social 
förändring. 

Roman, Christine (1994) Lika på olika villkor. Könssegregering i kunskapsföretag. Stockholm: 
Symposion Graduale.  

Tyrkkö, Arja (1999) I skärningspunkten mellan arbetsliv och föräldraskap. En studie om livsformer i 
1990-talets Sverige. Stockholm: Arbetslivsinstitutitet.  

Wajcman, Judy (1991) Feminism Confronts Technology. Cambridge: Polity Press.  
 

8 Interviews 
Managers 

Manager “V1”, company “V” 2003-05-07. 
Manager “V2”, company “V” 2003-05-07. 
Manager “B1”, company “B” 2003-05-14. 
Manager “B2”, company “B” 2003-05-14. 
Manager “S1”, company “S” 2003-06-04. 

IT-consultants 

Consultant “VC1”, company “V” 2003-06-18 
Consultant “VC2”, company “V” 2003-06-18 
Consultant “VC3”, company “V” 2003-06-23 
Consultant “VC4”, company “V” 2003-06-23 
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Consultant “VC5”, company “V” 2003-06-25 
Consultant “BC1”, company “B” 2003-05-14 
Consultant “BC2”, company “B” 2003-05-15 
Consultant “BC3”, company “B” 2003-05-15 
Consultant “SC1”, company “S” 2003-06-04 
 
 


