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1 Introduction

The EU project MiC investigates how company conditions can be changed in such a way
that men can be better involved in care tasks in the family. MiC is based on long-term
changes that are closely related to gender equality and ideally have a positive influence on
it.

On the one hand, work itself is changing: the proportion of women in the labour force, in
particular in qualified work is growing; in the area of leadership and management, glass
ceilings and a monoculture have been criticised for some time; flexibility is increasing in
the knowledge and service society; hierarchies are being replaced by more cooperative
forms of work (England, 2010; Sullivan, Gershuny, & Robinson, 2018).

On the other hand, attitudional and practical patterns among men are also changing, often
following changes among women: instead of a patriarchal gender hierarchy, more
egalitarian models are now preferred, and care work - whether paid or unpaid - is now also
coming into the focus of men; the change in fatherhood is questioning the tradition of the
breadwinner, and paternal leave is increasingly becoming an option for fathers (see
Fthenakis & Minsel, 2002; Holter, 2003; Puchert, Gartner & Hoyng, 2005).

Yet, all over Europe men encounter barriers to become involved in caring, which need to
be reduced. It seems to be important to change the perspective from ‘Do men want to
care? to ‘Do organisations want them to care? In many cases the answer is: Most
organisations are built on and reproduce traditional gender roles: main issues are lacking
opportunities for work-family balance as well as barriers in occupational career for men
who care (Fernandez-Lozano et al, 2020, Gartner, 2012; Holter, Riesenfeld & Scambor,
2005; Langvasbraten & Teigen, 2006) Since most carers are women, there is a strong
connection between the issues of care and gender (in-)equality in organisations (see Stone,
2007). Therefore, men and care would be a core element of better work and career
conditions for women.

In the early 2000s, the EU-supported six countries study Work Changes Gender (Puchert,
Gartner & Hoyng, 2005) asked about the involvement of men in gender equality processes
and the awareness of the situation of part time working men. The usual reaction in
organisations was “We don't have anything like that here!” (Holter, Riesenfeld & Scambor,
2005). As the authors summarised, “Gender has become allowed as an organisational issue,
but only as far as women are concemed” (ibid.: 84). Scambor et al. (2013: 72) later
summarized this study: “Traditional provider roles of men have not been questioned on
organisational level which results in persistent traditional work distribution models
between men and women. Moreover, men in care-giving roles in particular are sanctioned,
sometimes directly devaluated for not meeting organisational expectations of men as
expandable performers (see Gartner, Gieseke & Beier, 2006; Holter, 2003; Holter, Riesenfeld
& Scambor, 2005). This contributes to a cultural system that confirms gender-traditional
identities (breadwinner role) and couple arrangements (see Holter, 2003), while inequality
at the workplace is constantly reproduced.”
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According to the MIC project framework concept for analysis!, MiC studies work-life
measures and organizational cultures “that allow caring masculinities to develop”,
especially looking for best practices. All project partners include a study on “three to five
best practice companies and/or public administrations” in their countries, focusing on
‘reconciliation measures, such as longer leaves of absence, tight working times, flextime,
and spatial flexibility”, but also on more general organizational cultures. This report
summarized and re-asserts the MiC National Reports, focusing on organizational barriers
against (ch. 5) and supportive factors for men's care (ch. 6), a model of change (ch. 7),
developments triggered by the Covid 19 pandemic (ch. 8), recommendations and good
practice examples (ch. 9)2.

2 Methodology
1. Target and qualitative approach

The initial and overall objective of the organizational analysis was to “identify and
comparatively analyse best practice models for achieving a high level of work and life
balance to enable both men and women to have time and flexibility to care for their family
members — specifically aging family members, children, themselves, friends and colleagues
— and reduce the gender bias of family support measures in the public and private sectors”
(MiC application, Annex 1). The narrow target of finding good practices at the workplace
was modified throughout the process: The structure of the reports also included barriers
and supportive factors, the impact of the Covid-19 pandemic, and to reconsider a more
general, theoretical model of organizational change towards gender equality with respect
to caring masculinities.

A qualitative approach using case studies is a largely applied and effective way in practice-
oriented research (Yin, 2014; George & Bennett, 2005). For MiC this has, in fact, a double
effect: Organizations support the data collection and thus the analysis; subsequently they
are involved in advisory processes in which MiC practice methods and tools are tested.

Triangulation is supported by not only using one kind of source in each organization, but
a variety. In the case of MiC, the instruments applied were:

>  acompany questionnaire covering structural data and measures, such as HR, gender
equality and work-life policies,

> interviews with representatives of HR/leadership/gender equality officers,

> carers and, in some cases, also their partners.

This helped to get a multi-layered and differentiated picture of the work-life situation in
each organization studied. The research was conducted by semi-structured individual

1 See "MiC Organizational Analysis: Proposal for important dimensions & theoretical inputs”, by Elli
Scambor & Marc Gartner, Sept. 2019.

2 For more national details see country reports on: https://www.men-in-care.eu/results .
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interviews (with guidelines coordinated in the intermational consortium). This (main)
methodological strategy was considered appropriate because we were looking to gain
insight in the thoughts and experiences of the male employees themselves, about the WLB
situation at their workplace.

2. Selection of companies and study conduct

The main criteria for the selection of organizations were twofold: At least some good
practices in terms of men, care and work-life balance had to be visible in the respective
organization, and a certain sectoral spread as well as a public/private mix were pursued.

Other criteria were considered important, too: As the Spanish (and, similarly, the
Norwegian) team put it, organizations were interesting where, ‘male employees took
advantage of WLB measures, so companies with a generally high proportion of men on
their staff were included. This also allowed for the analysis of gender dynamics and
masculinity in companies.” Also, a diverse company size was considered desirable. While
the Slovenian team managed to recruit smaller and medium sized organizations, the other
teams found this challenging and found bigger organizations with more diverse areas that
actively promoted WLB policies.

The recruitment process was conducted through the partners’ networks and suitable
contact persons (rather than through an open sampling and recruitment), since this was
considered an efficient way to get a trustful access to organizations. The networks usually
consist of social partners, diversity and gender equality institutions or HR networks. MiC
teams organized national multiplier events with co-applicants and affiliated partners to
identify organizations that would match the criteria and probably be interested. In Slovenia
two stakeholder interviews were conducted which also helped to identify good practice
models in companies. Also, the Spanish team stated: “Six stakeholders were interviewed
prior to the companies being selected. The aim was threefold: to publicise the ongoing
research, to test the topics we wanted to address and to obtain contacts to access
companies meeting the previous criteria. Among these stakeholders were two trade union
leaders, the head of social security and equality within an employers' association, the head
of the human resources forum of a regional employers’ organisation and two experts on
gender and time use policies in companies.”

The interview processes ranged from later 2019 to February 2021. Thus, the COVID-19
pandemic framed the study process differently in the participating countries. Under
lockdown conditions, face-to-face interviews conduct were replaced by video or
telephone calls. However, it can be stated in the sense of the Austrian report that “this
proved to be unproblematic after the period of habituation.”

The interviews were recorded when possible, and the analytical work was conducted with
transcripts, grids or excerpts. The anonymization of respondents was obligatory, while
anonymizing the organizations was assigned to the individual country specific approaches.
Thus, while most partners anonymized the organizations as well, the Slovenian team did
not as their selected organizations “present examples of good practices in WLB".
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Altogether 172 interviews in 21 organizations have been conducted (see Table 1).

Usually, the initial interviews within each organization were conducted with HR or similar
departments in order to get basic information on care, gender and work-life on the
organization level, as well as access to men carers as potential interview partners.

As the Polish report points out, “we were interested in the recognition of various aspects of
care. in addition to childcare, taking over unpaid public tasks, self-care, care for
partners/relatives, and other forms of care (MiC Application, Annex 1).” It must be noted
that, beginning with this broader notion of care, most teams could identify many cases of
care around fatherhood, while other aspects of care proved more difficult to find. As the
Austrian team put it, "Male employees who provide care work in their family and living
environment were considered as suitable interviewees. This was thought of in a broader
sense (e.g. as care for needy relatives), but in practice it was restricted primarily to fathers
who, because of their paternity, took temporary leave or reduced working hours for longer
periods. This narrowing alone is an interesting interim result, as it indicates that caring
masculinities are strongly associated with involved fatherhood and that other care aspects
seem to have a much weaker profile.”
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Table 1. Interviews in companies

COUNTRY | ORGANIZATION/C | EXPERTS MALE PARTNERS
OMPANY CARERS

Austria WorkNet

ResearchSchool

AutoCom

Spain Col
Co2
Co3
Co4
Co5

Norway LifestyleCo

FinanceCo

EnergyCo

Poland Company 1

Company 2

Company 3

Slovenia Police
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Saubermacher-
Komunala  Murska
Sobota d.o.o.

Mikro+Polo d.o.o.

Donar d.o.o.

Iceland Bank

Power and utility co.

N = = ST )
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Preschool
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3 Company summaries

The project applies a model of three phases of development towards gender equality® to
better understand how the companies can support men's care work (see chapter 7).

To reflect on the development of the companies in relation to caring masculinities, the
study includes diverse companies, operating as public, private, or non-profit entities in
various sectors: higher education and research, administration, insurance, finance, banking,
transportation, energy, chemical, furniture manufacturing, waste collection and public
service. They also range from small size, family-run companies or middle-sized companies
to branches of international companies. What the companies have in common is their
interest in developing measures aimed at reconciliation of professional work and care.

1. Gender equality

In most companies, gender equality has been a part of the company policies. Only few
studied companies (e.g. AutoCom, AT; EnergyCo, NO) can be described as lacking in
gender equality or reflecting a “macho culture’. In others, gender equality is strongly linked
with the position of women in the labour market and prevailing gender stereotypes
affecting women's careers. This approach is reflected in the overall equality/diversity
policies and particular measures implemented in the companies. These measures focus on
ensuring equal opportunities for women and therefore address issues such as gender pay
gap or underrepresentation of women in managerial position (WorkNet, AT; EnergyCo, NO;
LifestyleCo, NO; Company 2, PL) or uneven share of women among employees (EnergyCo,
NO; LifestyleCO, NO; Company 3, ES; Police, Sl). More advance situation is in companies in
Iceland which are obliged to meet the legal requirement of implementing gender equality
plan. While it aims at increasing diversity, balancing the gender composition of employees
within fields and departments, ensuring work-life reconciliation and increasing awareness
of issues concerning equality (Bank, IS; Power and Utility, IS), but also emphasises gender
mainstreaming (Preschool, IS). Little attention has been so far given to the concept of caring
masculinities which is seen as an “‘emerging” issue. While in some companies (WorkNet,
AT) it is addressed through the feminist equality discourse and becomes a part of gender
mainstreaming strategy, in others — it is based on company values and culture: equality
(AutoCom, AT; EnergyCo, NO; Company 3, PL; Company 2, PL; Bank IS), diversity
(EnergyCo, NO; Company 1, PL; Company 3, PL; Mikro+Polo, Sl), sustainability (LifestyleCo,
NO; Saubermacher - Komunala Murska Sobota d.o.0.) or family-friendliness (AutoCom, AT;
Donar d.o.o,, Sl; Bank, IS) to name a few.

3 Holter @. G., Riesenfeld V. & Scambor E. (2005). We don't have anything like that here!’ -
Organisations, Men and Gender Equality [So etwas haben wir nicht! - Organisationen, Manner und
Gleichstellung]. In R. Puchert, M. Gartner & S. Hoyng (eds.), Work Changes Gender. Men and
Equality in the Transition of Labour Forms (pp. 73 - 104). Opladen: Barbara Budrich Publishers.
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2. WLB Measures

In all companies work-life balance is used as a framework to talk about men's engagement
in care. Almost all companies, with few exceptions (such as LifestyleCo, NO) where flexible
working arrangements were in principle limited and possible only in a special occasion,
have implemented a wide spectrum of measures. They range from statutory policies (such
maternity, paternity, parental leave; paid days when the child is born; paid days for a care
of a sick child/family member) to tailored-made solutions offered by particular companies
(additional paternity/matemity leave, flextime, tight time schedule, the possibility of
accumulating working hours and transferring them to free time later, leave of absence for
different personal/family reasons, unlimited paid leave, a flexible number of work hours
during the child’s first year, teleworking, formal and informal shift changes, a sabbatical
year, child time bonus; measure for health protection or health promotion at the workplace,
free breakfast for employees, financial support for children, educational courses including
personal coaching and courses on personal development, employees’ networks) and more
innovative solutions such as shorter working day without reducing the salaries (Donar
d.o.o,, SL; Power and utility, IS; Preschool, IS) or blurring the sharp division between private
life and work by bringing family issues (caring responsibilities, working schedules of
partners, family members), and personal interests (hobbies, skills, projects) in the company
(Mikro+Polo d.o.0., SI).

Most of the WLB measures have been already officially implemented as a part of company
policies, but in some companies, there are no mechanisms which would encourage to take
them up except for informal supervisors’ encouragement and their good will (Power and
utility, IS). These companies (ReseachSchool, AT; AutoCom, AT) offer individual and
informal options to reconcile work and care. On the one hand, such care-sensitive
environment can be seen as advantage, but it makes taking a measure dependant on the
approach of the supervisors and raises a question on sustainability of such solutions. The
WLB measures are seen — as in case of Police, Sl - as “'win-win'situation for employee and
for employer”. Emphasis is on personal well-being, on understanding that one is not only
a worker, and if s_he is able to care of him_ herself and the family, s_he will perform better
at work.

The implementation of WLB measure could indicate that in this area, the companies fit
rather into advance stage of our model. Yet, from the perspective of developing caring
masculinities, it should be noted that most of the measures are gender-neutral and are
addressed to all employees, regardless of their gender, age, position. As the expert in one
of the Polish companies admits: “Sharing care responsibilities is an employee right, the
leave is your right, you have a right to parental or paternity leave” (Expert, Company 3, PL).
Thus, masculinity and men are not specifically addressed in welfare and WLB policies,
except for measure directed to fathers such as paternity leave and a few days of paid leave,
when the child is born. Such approach can result in low take-up of these measures by male
employees (Company 1, PL) or their invisibility for male carers (WorkNet, AT). The lower
usage of WLB measures by men is also linked to slow change in social expectations —
especially in rural areas — that they will be taken by women.

n
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3.Care

The companies across all countries declare that the support for male employees
undertaking various care roles and care is an important value in their organizational culture.
It is confirmed in the experts and carers’ opinions who — as one of the employees from
LifestyleCo (NO) - admit that “to talk about leave with the leader and such, and to get it
through, and to be able to talk about it openly to colleagues, as well as to come back again
(from leave) in such a good way, it was done in an incredibly good way”. Despite the good
condition for caring masculinity, the measures and initiatives focus mostly on a narrow
understanding of care strongly linked to parenthood, with few exceptions where the care
of a member of family (partner or parent) and self-care are present. The former is mostly
supported through patemity and parental leave while the latter - through providing benefits
to employees, including sport activities, wellbeing sessions. The men involved in other
aspects of care (such as caring for important others, environment, local community) are
less represented in the companies. Thus, there is a need not only to develop measures
addressing other aspects of care, comprehensive and clear communication about the
measures available to male employees but also to increase men's awareness and
involvement in care.

4 Barriers

1. Working structures

Flexible work arrangements

In all countries the working structures follow the main trends in the labour market and the
companies make the WLB measures such as remote work / telework / flexible work
schedule available to the employees. Yet, their availability and scope depend on regulations
and company culture, affecting the actual use of WLB measures. In Austria, the lack of
spatial flexibility is reported in WorkNet company, and it is connected to the company
culture of not taking work home. The practice of working only in the office is clearly
communicated to the employees who claim that “If you cannot do this, you are finished
after one year” (AT: 55). Flexibility is also significantly modified by type of work and position.
As the Spanish (ES: 55), Icelandic (IS: 10) and Polish (PL: 47) reports show, even if WLB
measures intend to be offered to all employees, in practice they are provided only to certain
groups of employees (usually white-collar employees), limiting their usage for blue-collar
workers as well as employees in operational work based on rotating shifts (e.g. at factories,
transportation) or front-desk work. The company commitment to WLB measures can also
decrease due to the patriarchal culture and a traditional vision of gender as well as the
attitude of management and the mindset of the employees. The male employees in Iceland
also point to a negative impact of a lack of regulations at the company level on the
utilisation of remote work and the awareness of its availability. Such insufficient policy
framework deters work-care reconciliation, making the remote work dependant on a
supervisor's decisions due to a lack of official written regulations how flexibility should be
understood. Finally, as it is argued in case of Austrian and Spanish study - the measures
directed towards caring masculinities can be delayed when there is a low proportion of

12
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women, especially on managerial/leadership position (AT: 56, ES: 55). The report from
Iceland proves this point as well but it also shows that having a hierarchical, complicated
and multilevel company structure may hinder the impact of progressive and gender
equality-oriented female leaders: “She has her passion and vision, but then you have middle
managers, and this is a large bank, so her vision doesn't necessarily always come across”
(IS: 19).

MiC study provides evidence that flexible work arrangements not necessarily enhance
better work-non work balance. Quite opposite, they can increase the work-family conflict.
The recurrent theme which emerged from the discussions with carers on remote work and
flexible work schedule in all countries is a blurred boundary between work and private life.
On the one hand, it is related to the expansion of work: its intensification and prioritization,
multitasking or work overload, which occur in companies with demanding work
environment and pressure for career advancement. On the other hand, the flexible work
modes have increased the overlap of these two spheres and have led to working longer
hours due to lack of the physical barriers between work and non-work. As a result, the WLB
measures are considered to be important, but they also lead to a rearrangement of working
time and working overtime, usually to catch up on work after usual working hours
(weekdays evenings and night or weekends) and outside office space. This trade-off
between flexibility and fulfilling responsibilities at work is perceived as demanding and
tasks-oriented, with little attention paid to the hours needed to accomplish them. The
example of companies in Iceland also reveals that “the out-of-office hours had the
tendency to stretch into overtime that was not paid for as such” (IS: 17) while in Norway
“some workers felt that it was hard to catch up on evening meetings if they missed them,
making it difficult to decline participation even when they had the option” (NO: 49). Other
negative consequences of flexible work arrangements mentioned by the respondents refer
to health problems and problems in/with the personal relationship as well as psychological,
physical or occupational burnout (NO: 49). Anxiety attacks, sleeping problems, being
irritable, unpleasant are just to name few of these consequences mentioned by the male
carers. Another problem mentioned by the interviewees concermns the invisibility of remote
work for the employer / manager. Not being in the same office space and loosening direct
and regular contact may result in lack of protection of the employees from being
overloaded with tasks by their managers (PL: 46). The negative consequences of WLB
measures lead in the Austrian report to a conclusion that in ResearchSchool “people are
working ‘at the limit” (AT: 55) and their work time often exceeds the official working hours:
“300 overtime hours is almost the bottom end (...) It is rather rare that I go home under 50
hours [weekly]". (AT: 56). The working culture embedded in such model is called “a flexible
unlimitation structure™ (AT: 56) or “a precarious culture of compatibility (cf. Gartner 2012):
functional (but demanding) as long as nothing serious happens” (AT: 57). A similar case is
discussed in Norway in relation to the company FinanceCo, when overworking (“almost
worked himself to death”) is related to the in-house coach'’s use of the term “the limitless
work market” (NO: 49). Besides these dangers of remote work and time flexibility, if carefully
used, they can ease WLB as presented in the following chapter on supportive factors.

13
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Working time and care leaves

In many companies one of the biggest obstacles is the fixed hours of meetings — both the
internal one as well as with external partners. Their tight schedule — either early in the
momming or late in the afternoon prevents men from becoming involved in care. This work
organization affects especially fathers who are not able to take children to nurseries,
kindergartens or schools. However, as discussed in the Islandic report, the respondents are
aware that meeting their needs and the delaying of work meeting “would make the work
more difficult, as early-morning meetings were thought to be essential for planning the
workday ahead and to >>see everyone and meet everyone<<" (IS: 17).

Other WLB measures such as reducing work and taking sick leave are not found relevant
in terms of involving men into care. While the former was mentioned by the respondents
in Poland who questioned its effectiveness as a means of reconciling work and family
obligations as this solution is found to be financially unprofitable (as it is based on 80% of
a monthly salary), the latter was criticized in the Norwegian report which clearly points out
that the reduction of working hours and salary did not implicate the reduction of workload.
This problem is also discussed in the Islandic report in relation to combing parental leave
and part-time employment. The male carers admit that not using the full parental leave did
not lead to a decrease of work-demands and in fact prevent them from using the leave
they are entitled to:

“This was of course complete rubbish, to use a percentage. When a person says he
is working 20%, the work is never 20%. This is such a valuable time to be with the
children, and help out, especially after the woman has given birth and already has
three children. But, as I said, [ worked much more than 20%. And that was my own
fault” (IS: 19).

Moreover, in case of longer leaves (such as paternity/parental leave) in Polish, Norwegian
(NO: 49) and Austrian context as well as in case of short leave of absence (few days off) as
in case of the Slovenian police (Sl: 69), the reports highlight a problem of a lack of a
substitute or successor as a reason for male employees not to use these measures. From
the perspective of employees, their absence results in increasing the workload for their
colleagues. Thus, due to the feeling of solidarity, a sense of obligation or even a feeling of
guilt employees feel reluctant to use the measure to engage in care.

Work responsibilities

The Austrian, Polish and Norwegian reports show that the ability to perform caring duties
and self-care is also hindered by extensive obligations arising from contract of
employment, especially at the managerial positions. The male carers talked about their
work as demanding and intensive, putting constant pressure for career advancement and
promotion and embedded in culture of high-level productivity focused on completing tasks
and meeting deadlines. This is illustrated by the opinion of a male carer:
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“The crucial point where I said, now it's over, was that I should please fly to India for
a 5-hour meeting. That also explains a bit strikingly why it can't work with a family.
In the end, I said [ was no longer prepared to pay this price. (..) So I said, you have
to choose what you want to leave behind, and marriage and my children are not it.
[ also have friends and acquaintances in the vicinity who have stayed on the career
track, where marriages are now also falling apart. (...) It's not worth the money (..)
and certainly not worth the health.” (AT: 56).

This opinion clearly shows a conflict between work and family life as well as their
incapability and the assumed expectation of prioritizing the professional work over other
areas of employees’ lives. The experiences of "high pressure, travels, a lack of flexibility and
a lack of self-determination” limit a carer role and possibility to self-care. Leaning towards
work than self-care or family life is not necessarily a company requirement but is caused
by the culture of individualism which permeates to all spheres of life. In Iceland, the male
employees often discussed their work-oriented approach as a sign of their ambition, a
strategy to increase their chances for promotion and their own choice, even if difficult one
and leading to a conflict between work and family:

“You know, basically the bank emphasizes the balance between private life and
work. [ think that it is up to yourself as a person. How you situate yourself, where
your enthusiasm lies. So, [ think it's a bit individualistic. Me, [ myself am extremely
work-orientated” (IS: 17).

2. Company cultures

Insecurity and carer’s penalty

Male employees admit that a fear of being penalised or replaced hinders them from using
WLB measures. They are afraid that due to their potential absence during care leave their
position will be taken by their substitute. This is reflected in the opinion of carer from
EnergyCo in Norway:

“[...] sharing knowledge can be difficult, because you feel like you lose some of your
uniqueness and indispensability. So, it can be difficult to facilitate for others to take
over your job when you're not here, because you feel like you can be replaced
before you have to. It's probably unfounded, but there is a problem of insecurity
there.” (NO: 50-51).

The phenomenon of knowledge hiding is more likely in high-competitive work
environment where employees feel external pressure to advance their career, meet the
expectation of presenteeism and avail and get positive performance appraisal. In this
context, a career is seen as a long-term commitment with increasing number of tasks and
scope of responsibilities: ‘I find it [work] has become pretty burdensome, I'm not able to
finish, there is not even a theoretical chance that I can get through with it all [number of
tasks]” (IS: 18). In such working environment, the male employees are reluctant to
undertake care responsibilities and they are more prone to accept after-hour meetings and
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e-mails because this is what “ambitious people” would do to prove their commitment to
the company, even if the companies do not oblige them to follow such practices. This
ambiguity of workplace boundaries clearly shows insufficient support for employee'’s self-
care and their care work, leading to a situation of transferring the responsibilities for setting
the limits on the employee:

[ manage in a way to discipline myself, because it is absolutely toxic, that you can
read an irritating e-mail when you are at home and supposed to be taking care of
the children. It can disconcert you, especially in the evenings (IS: 18).

Unavailability of speak up culture

The Polish and Norwegian cases point to a lack of speak up culture as one of the barrier
men need to deal with. While it is accepted that women will share and publicly talk about
their private problems and wellbeing, male employees lack this opportunity. They complain
about the lack of space where they could express their issues related to care, self-care and
health/wellbeing, which affects especially those who suffer from stressful work. For
example, in Norwegian company such situation is explained through applying “good girl
syndrome’ that is often talked about in press about women trying to be perfect in all areas
of life, and he felt that it was taboo for men to express the same thing” (NO: 51). This
quotation reflects also gender expectations of behaviour: men should not complain about
their care needs, well-being, health, while the same is acceptable for women. Admitting
openly to personal problems and to the inability to deal with stress is perceived as men's
weakness. The external pressure to act in accordance with gender expectation is thus
another barrier to the usage of WLB measures.

Lack of awareness of measures

It is clear from the analysis in most of the reports that the male employees are not aware
about their rights as carers, and they demonstrate lack of knowledge about the measures
they are entitled to. This is evident in the following opinion of a male carer:

There was no reflection what it [parental leave sharing] means to me as an
employee, to my career, but also to me on the psychological level, to my personal
development. I know this is an individual decision, a family decision. (...) But there
should be reflection on it and awareness of it. | talked to my colleagues, and they
were surprised that it is possible to share parental leave or to take it together. [ would
want this consciousness to grow among the staff and the employers (PL: 45).

Similar opinion was expressed by a respondent working at the Icelandic Bank:

He, changed departments recently, or actually had a new boss, and he wasn't sure
if he was allowed to work from home [...], you know, he had a bit of a back pain the
other day and I said “why don't you just work from home, you have the screen and
the key board and...” and he was like “ah [ don't know how it is tolerated in the new
department” (IS: 11).
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In this context the reports pinpoint that caring masculinities are constrained by lack of clear
and effective communication which could facilitate the usage of WLB solutions. Only in
some cases the HR departments or the managers have undertaken initiatives to inform the
employees about their rights through guides for employees, newsletters or workshops. The
lack of such approach and resources may indicate the absence of male carers on the
companies’ agendas: men are not targeted as the recipients of the measures due to
assumed gender beliefs embedded in traditional, patriarchal gender roles. From the
perspective of men, it can be argued that their lack of knowledge about their rights may
indicate their lack of interest in these solutions either because they do not need them or
they do not find them relevant in terms of reconciliation of professional work and care. As
a result, the inclusion of caring masculinities may pass undiscussed or emphasised only to
a limited extent.

Gender culture/ gender substructure

It is argued in all countries that the companies developed gender policies in response to
gender inequalities experienced by women in the labour market (e.g. lower participation in
the labour market, gender pay gap, glass ceiling) and therefore the measures which are
offered aim at increasing the possibilities for women. The inclusion of men in the gender
policies has been only a recent development and it is not widely observed among the
studied companies. In this context, all reports point to the hegemonic culture as a barrier
in developing caring masculinities. The expectation that a woman should sacrifice her
professional career to perform care responsibilities while men's care responsibilities revolve
around taking children to school, to extracurricular activities in the evenings or taking care
of their leisure activities hinder the progress towards recognising men as carers and more
equal distribution of care and work among partners. Gender division of care, gender
stereotypes and the society expectations are reflected in the company culture. While in
some countries this barrier occurs mostly among male employees (e.g. in Austria, Poland)
who are not interested in reducing working time even if the measures are implemented
and promoted by the managers, in others (e.g. Norway) it is more important among
management and leaders. As it is written in Polish report: “Internalized stereotypes are seen
as an important obstacle to choose WLB solutions, even if they are accessible — the ‘barriers
in the heads of men’ have been emphasized in all the companies, underlying the
importance of the cultural context”. It seems that the workplace is still perceived as a
masculinity contest where men need to prove to be “areal man”. Such pressure on enacting
hegemonic masculinity forces men mostly to securing economic resources, revealing how
gender is constituted through the practices and organizational culture. As a result, the work
comes first, and thus the conditions are less supportive for gender equality as care and/or
WLB measures are not connected to gender equality (AT: 58, ES: 56).

3.Human factors

Leadership and management

All reports highlight the technocratic, inflexible and restrictive type of management as a
barrier for man to use WLB measure. Such attitude was especially visible in case of ‘older
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generation’ of superiors/managers (AT, PL, ES), those expressing hegemonic mentality (ES)
and oriented on productivity and effectiveness (NO, PL). In general, the WLB solutions are
perceived by managers as negatively affecting career progression. In some cases, as in the
WorkNet, the managers are not even aware of men'’s rights: "The first conversation was, I
come into the office and say that I would like to take parental leave. Is that legally your
right?” was the first sentence. Then the conversation developed a bit better, but I was truly
angry." (AT: 58). Moreover, the Spanish report (ES: 57-58) shows that the managers entangle
the caring roles, especially fatherhood, with the division on male and female roles, meaning
that they perceive caring for children as a “fashion” for men and accuse men undertaking
caring roles of being unmale. Thus, the lack of dialog, support and understanding from
managers and their lack of sensitivity to men'’s caring roles pose a challenge to men's
responsibilities and questions the need to implement policies and measures directed
towards caring masculinities.

While the example from Spanish company refers to microlevel, the Polish report (PL: 46)
indicates how the barriers at the microlevel, reflected in the attitude of managers, are under
influence of macro-factors. Due to lack of clear policies regulating the usage of WLB
measures, the managers apply informal criteria, revealing the impact of personal attitudes
and relations between a manager and an employee. As a result, WLB measures can be used
only to employees on certain position, with longer tenure or closer connections to the
manager. A similar hindering factor occurs in Iceland where the WLB company policies are
not necessarily reflected in the managing practices: whether and how the WLB policy is
put into practice depend on the individual characteristics of each manager (IS: 19). The
employees emphasise that the practices vary among departments: from supportive to
neutral (when the utilisation of measures is not encouraged even if the managers are aware
of them).

The report from Norway pays also attention to the connection between WLB measures
aimed at developing caring masculinities and the diversity policies. The managers who
want to hold onto the value of social justice while managing their teams, face a dilemma
how to address the diverse needs of team members. The lack of inclusive and supportive
approach of the managers may result in discriminatory practices and reinforcing the
assumption that men are reluctant to access WLB measures.

Other relevant players and networks

While presenting role models is generally seen as a good practice encouraging men to use
WLB measures, the Norwegian (NO: 52) and Slovenian (Sl: 60) reports reveal the danger of
promoting an image of career-oriented employee who can sacrifice everything, including
family responsibilities and own health and wellbeing, for the career. It has negative impact
on the choices of employees who — even if the measures are available — do not use them
as they do not want to be seen as not committed to their work.
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4. Leqgislations

In principle, the companies in all five countries have transferred the national regulations
into the company policies. Thus, the basic workers' rights in relation to WLB are guaranteed
— at least on the paper. However, in some cases more specific regulations or lack of them
are indicated as being a barrier to developing care-sensitive measures. For example, the
bonus system (up to 50% of a total income) which operates in FinanceCO in Norway (NO:
52) is based on individual results, result of the department or subdepartment and is granted
only if the employee works the entire year. In such case, taking a longer leave means a
financial loss and makes the involvement in care less attractive for male employees. The
Polish case (PL: 47) points to the lack of regulations to implement task-based work as the
main barrier preventing the recognition of such logic of work in official work regulations
even though such measures have been already used and are considered more effective
and beneficial. The respondents in Poland ad Iceland (IS: 20) also point to a lack of financial
incentive and the drop in salaries while on parental leave. As the regulations related to
parental leave does not offer 100% of compensation, taking a leave means a loss in family
budget and the to date lifestyle. The Spanish case (ES: 56) also shows the importance of
WLB measures being included in collective agreements as men generally tend not to use
the measures which are not recognized and regulated in the collective agreements.

5 Supportive factors
1. Macro conditions and cultural environments

Where an organization is located, matters a lot for a successful process towards gender
equality and caring masculinities. Politics and legislation are an obvious precondition for
gender cultures. The design of statutory leaves is important for their use: obligatory weeks,
well-paid wage replacement with high topping and non-transferability are crucial elements
to promote male uptake of parental leaves (cf. MiC Contextual TNR?). An increased eligibility
for men to take parental and other care-related leaves have been a game changer in many
countries, as the Slovenian example shows:

Changes of the organizational culture and in the society towards active fatherhood
i1s well commented by one of the interviewed men, who 14 years ago used parental
leave and received responses from his colleagues: "Are you crazy? Why are you
doing that? She should take parental leave". Nowadays that kind of responses are
rare (SI: 69).

Non-restrictive work models (like a free ‘'moving day’ in Norway) help to balance work and
life. The Slovenian public sector offers two additional days of annual leave for children until
15 years of age; the Polish one does the same by the child's age of 14. And Slovenian
Saubermacher — Komunala Murska Sobota d.o.o. offers not only an additional paid day to
accompany children on the first day of kindergarten or school (which is provided by

4 https://www.men-in-care.eu/results
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national regulations), but also to accompany kids to national competitions (which is
additional in this company).

The Spanish report points to external factors, “such as the size of the town, the support -
or lack of it — from family members and the work flexibility and care commitments of men's
partners. Sometimes, the lack of other alternatives to taking care responsibility encourages
men to use the available WLB measures and to develop their caring roles, integrating the
positive aspects of caring roles in doing so.” (ES: 60) Environmental cultures matter: in
urban contexts (more likely among academically trained employees) often better
conditions prevail, providing more openness, or alternatives to conservative family and
gender models. The reports on Austria and Poland in particular show that gender roles are
strongly influenced by region and milieu. A Polish example shows the opposition between
a rural, gender-conservative background culture vs. an internationally/multi-culturally
oriented company, that supports more modermn gender relations such as active fatherhood:

‘I am from [a big city], and unlike in the rural areas, there is no mother-in-law, where
just women take care of children. This is a large city, you can take parental leave and
women pass it on to fathers. Men take more care of their homes: they cook, spend
time with their kids. Cooking has even become trendy among men living in cities.”
(PL: 48)

The national, regional or company wage levels influences men's likelihood of part-
time work for care reasons (ES: 56). As the Spanish analysis shows, Administrative
and white-collar jobs are, as pointed out in chapter 5., usually, by the structure of
activities, less time restricted and thus better for flexibility and, at least to some
extent, for care. Production and blue-collar jobs are in many cases highly
formalized, which tends to be structurally and, if masculinized, also culturally
adverse for carers. However, exceptions are discussed in this report.

Sector and business line are often determinants of collective agreements. And as,
particularly, the Spanish organizational analysis points out, “collective agreement
applied in each organisation has a strong impact, as workers usually consider their
labour rights as something they can take for granted, at least when they are
permanent workers and job stability is not in doubt. Formal WLB measures
recognized in collective agreements, for example flexible entry and exit time,
morning or tight time schedule and paid leave for different WLB reasons, seems to
be the most important framework for supporting men in taking up unpaid care
tasks” (ES: 55). The Spanish colleagues rightfully argue that “In order to use the WLB
measures recognised in the collective agreements and actively play a caring role,
normally male workers must feel secure in their employment and be confident that
there will be no penalty incurred in using them” (ES: 56).
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2. Working structures

The formal status and structure of an organization is generally significant for the framework
conditions for caring masculinities, self-care and work-family balance. Size and region,
hierarchies, staff structure and working structure (not at least in terms of time and space)
build the work environment of the organizational culture and the work conduct.

Staff composition - number, generation/age and gender
composition

As the Polish report points out, a higher number of employees is usually a prerequisite of
support and replacements in case of care leaves or working time reduction. HR and work
organization are particularly important here. The staff composition is crucial, for instance
the gender and age composition, since these can positively affect the perception of carers’
needs, or to develop a critical mass, networks, and measures (PL: 46). Some reports argue
that the gender composition is critical as well:

“... there are more barriers to WLB in those companies having less diversity, i.e. male-
dominated companies, both in terms of staff and management. (...) the impact of
more women on the staff, especially in management positions, has been noticed as
one factor relevant for easing the implementation, access and use of WLB measures
in general” (ES: 55).

Other reports tell similar stories, which will be highlighted below at 6.3 (human factors).

Working time and space

All reports emphasize the importance of flexible time and space structures. These provide
for different ways of reconciling care and work. Three main kinds of flexible models became
visible as (relatively) widespread in organizations researched: flexitime/flexible work
schedules, part-time/working time reduction, and home-office/mobile work.

Flexitime models are widespread in every country studied. The Spanish report points to a
concentration in white-collar-jobs: “In all the companies analysed, in the areas of
administration, marketing, finance and human resources, flexible time has been
incorporated as good practice.” (ES: 62). In Austria, ResearchSchool serves as an example
of a widespread informal flexible working schedule®, which “enables many interviewees to
work flexibly, which also serves the purpose of work-life compatibility” (AT: 51). Many
researchers and other staff can usually determine (at least part of) their work schedule to
what fits best for them, e.g. to pick up children from the kindergarten early enough. It is
regarded as “an ‘informal strategy’ in terms of ResearchSchool's work-life management,
even when academic work structures can lead to blurred boundaries between work and
private life.

5 It must be remarked that in research, jobs are usually more flexible than in many other
occupations and business lines.
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"“However ambivalent, flexibility of time (and sometimes space) is the supportive
condition mentioned most by the carers interviewed, depending on the individual
work mode/job description, on the department culture and, most of all, on the
superior (often contrasting with more restrictive, presence-oriented managers).”
(ibid.)

The opposite strategy is discussed in the Icelandic report (IS: 10-11) which shows that
flexible work arrangements are formally a part of the Bank's work culture and are positively
evaluated as helpful in sharing the responsibility in childcare, engaging in childcare (e.g.

- ’
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