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Abstract 

Objective: This paper pursues the question as to how extended flexible working 
possibilities in the labor market are legitimized among employers and employees and 
whether they have potential to mitigate inequalities. 

Background: Persistent and increasing gendered inequalities in Austria are reflected in 
the unequal division of unpaid family work in parental couples and in men’s stable full-
time employment while women increasingly work part-time. In recent years, employers 
have expanded flexible working possibilities for all employees, regardless of their gender, 
also in leading positions and especially for those with family responsibilities. 

Method: We conducted six focus groups and 16 semi-structured interviews with 
employers (n=30) and employees (n=25) from 29 contrasting companies across Austria. 
An in-depth reconstructive analysis facilitated our exploration of collective notions and 
concepts associated with flexible work and career opportunities. 

Results: The respondents constructed part-time and flexible work as a new norm strongly 
connected to women with (potential) children. At the same time, employers and 
employees legitimized that these women must be protected from penalties resulting from 
the ideal worker norm still in force and must be variously supported by employers. 
However, men – the partners of women they could support by making use of these 
options and taking over childcare – are not constructed as a target group. 

Conclusion: In a cultural context such as Austria, family-friendly flexible working 
opportunities perpetuate rather than level gendered inequalities, as men’s need for those 
opportunities do not emerge in the constructions. The lack thereof is neither explicitly 
addressed nor challenged. 

Key words: part-time work, women’s labor participation, career opportunities, gender 
ideologies, gender equality 
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1. Introduction 

The unequal division of paid work and (unpaid) care work between women and men is 
evident across many European countries, albeit to different extents. Austria is a 
comparatively conservative and familialistic welfare state with rather traditional gender 
norms and division of work (Berghammer & Schmidt 2019; Kurowska 2018; Evertsson & 
Grunow 2019). On the one hand, the growing labor market participation of women in 
Austria over the past decades has changed the unequal division of labor among couples. 
On the other hand, it has blurred norms of the ideal worker and increased the awareness 
of employees’ family responsibilities. In this context, employers have made efforts to offer 
various flexible modes of labor for all employees, which comply with the ideal of being 
family-friendly as an employer. However, in the course of this process, gendered 
differences have remained significant in the working world as well: women increasingly 
and predominantly work on a part-time level and face long-term disadvantages while men 
are still able to more easily fulfill ideal worker norms. 

The causes for and effects of these huge imbalances have been examined in 
numerous studies, focusing on various aspects of these inequalities and on various sites of 
reproduction of gendered ideologies. Despite growing knowledge on intra-couple 
mechanisms regarding the division of work, it has not yet been fully elucidated what is 
going on in the working sphere in the context of growing options for employed women 
and men to organize working times and places and to balance employment with private 
responsibilities. The ideals of parental responsibilities constructed in the working sphere 
also shape parents’ negotiations and decisions on sharing those responsibilities and on 
organizing working hours in a highly gendered manner (Mauerer & Schmidt 2019; Liebig 
& Oechsle 2017; Alemann et al. 2017). So far, studies on gendered time investment in 
paid work (and, consequently, family work) and the impact of cultural norms at 
workplaces in German-speaking countries have concentrated on specific companies’ 
cultures. It is not yet clear whether and how these constructions come into being in the 
working sphere as collective knowledge, how they may be relevant to employers’ strategies 
in the ways they support their employees and – vice versa – to the ways in which 
employees organize their working hours.  

This paper contributes to this body of research by pursuing a question at the 
intersection of the labor market and family responsibilities: How do various relevant 
actors at Austrian workplaces, i.e. female and male employers and employees, understand, 
legitimize and construct flexible working, reduced working hours and corresponding 
career opportunities in a collective way? How is gender included and gender relations 
reproduced in these constructions? These questions were addressed in the course of a 
reconstructive analysis of qualitative data that comprises focus groups among and 
interviews with employers and employees. The results reflect that both employers and 
employees construct working norms as highly gendered. While women are conceived as 
the group demanding and getting the most out of part-time and flexible employment due 
to their unquestioned responsibilities for childcare, men only appear as profiting from 
new modes of working in the course of their full-time employment and career orientation. 
Furthermore, this paper discusses whether and how these constructions around flexible 
working time possibilities have potential to change gender relations both in the labor 
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market and in the private sphere, as intended by political actors and discourses. Despite 
new norms and manifold options of working for both genders, our results unfold 
markedly the mechanisms that are perpetuating persisting gendered inequalities in paid 
and family work rather than enabling change towards a more equal division of labor. 

2. Transformations and normative forces in the labor market 

Over the last decades, the labor market has changed profoundly across Europe. Working-
life and career trajectories have become increasingly destandardized and no longer follow 
clear and straight principles. They are shaped by consecutive employment relationships, 
by additional trainings and life-long learning processes. Furthermore, working time and 
the amount of working hours have become highly heterogeneous across career trajectories 
and also across several European countries (Eurofound/International Labour Office 2017; 
Saupe 2018; Sardadvar et al. 2018). Companies have facilitated flexibility in working hours 
and working places. In addition to the rise of part-time options, the European Union’s 
directive 21 (Plantenga & Remery 2010) has intensified claims for a more flexible 
organization of working hours, e.g., in the form of flexitime models (EIGE 2019).  

Scholars have thus drawn an ambivalent picture of mobile and flexible working hours 
and places that entail both chances and challenges (Lott 2019; Eurofound/International 
Labour Office 2017; Hermann et al. 2016). Employers no longer recognize male and 
female employees as available unlimitedly, but also as individuals with private and family 
responsibilities. They no longer automatically couple job performance to full-time 
presence at the workplace and thereby counteract the career norms of “competitive 
presenteeism” (Schönauer 2018). More flexibility, however, tends to come in two 
dimensions: on the one hand, it may be oriented towards the company’s and employer’s 
preferences, on the other hand, employees themselves are able to handle such flexibility 
according to their needs and preferences. Furthermore, part-time jobs vary greatly in their 
quality with regard to employees’ qualification levels and flexibility needs, careers and 
further training options as well as the possibility to return to full-time employment 
(Bergmann et al. 2010; Warren & Lyonette 2018; Kitterød et al. 2013).  

Employees hence are required to deal with increased flexibility as well as insecurity 
(Astleithner 2018; Saupe 2018). They are forced to organize themselves and their working 
life in an effort to present and offer themselves as ideal and flexible employees in the labor 
market. Throughout their working lives, they individually need to optimize their 
employability, fulfill the labor market’s specific and varying requirements, and be the 
entrepreneurs of their own manpower. This development and highly precarious status 
have been subsumed under the concept of the ‘entreployee’ (Pongratz & Voß 2003; Voß 
2001).  

Moreover, in the context of these changes, scholars have described the phenomenon 
of statistical discrimination or flexibility stigma. On the one hand, employers are subject 
to this form of discrimination when they tend to anticipate lower long-term productivity, 
availability and loyalty among women rather than men. This already applies to the process 
of application for employment, but also at a later stage, when they are not recognized as 
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suitable for higher positions or more responsible tasks (Tilcsik 2021; Traavik 2018; 
Williams et al. 2013). On the other hand, this inequality is also highly relevant to 
employed women (and men) themselves, who (do or do not) anticipate an interruption or 
reduction of employment early on in their biographies and simultaneously also (do or do 
not) accept reduced career options or economic disadvantages. Consequently, they tend to 
‘choose’ jobs and invest accordingly in career development strategies and therefore 
contribute to a self-fulfilling prophecy (Beblo et al. 2008; Collins 2020; Gatrell & Cooper 
2016). Furthermore, women with children tend to change their working hours and 
workplaces more frequently than men and to remain in or enter gender-typical 
occupations (Fritsch et al. 2020). Some of these occupations are located in branches that 
have departed from standard employment and become increasingly precarious over the 
past years (Sardadvar 2019; Rubery 2015). 

With regard to more flexible and family-friendly working possibilities, women and 
men develop a different sense of entitlement (Lewis & Smithson 2016) and are exposed 
differently to flexibility stigma (Chung 2019; Williams et al. 2013). Women tend to feel 
more entitled to reduced working hours and part-time career options in order to fulfill the 
ideal of maternal presenteeism (Edgley 2021) and intensive mothering (Diabaté & 
Beringer 2018), while less likely making claims to career advancement (Luekemann & 
Abendroth 2018) or to female breadwinning (Miller et al. 2021). For their part, men’s 
sense of entitlement to these family-friendly options may possibly be reduced due to the 
ideal of the breadwinning father (Alemann et al. 2017; Dallos & Kovács 2021) and arise 
only in highly supportive organizational cultures (Bernhardt & Bünning 2017). 
Furthermore, men seem to be more likely to work flexibly in the context of their full-time 
employment than to reduce working hours, as do women (Langner 2018; Liebig & Kron 
2017). Regarding working at home, women with children are more likely to set up home 
office work in order to spend more time on childcare, while men tend to use home office 
to work overtime and spend even less time with their children (Lott 2019). 

To a certain extent, these processes can be explained by gender ideologies, i.e. social 
norms and attitudes towards women’s and men’s needs and responsibilities which act like 
lenses through which individuals view their social world and upon which they act and 
make decisions (Davis & Greenstein 2009; Grunow et al. 2018), not necessarily 
consciously or with the awareness of gendered consequences (EIGE 2019). These 
processes develop in ways of doing and undoing gender (West & Zimmerman 2009; 
Charles 2014) and thus become relevant and influential both in the working sphere and 
the private sphere on an individual and couple level (Grunow & Lietzmann 2021). 

Furthermore, the norms of the ideal employee and ideal worker (Acker 2013; Williams 
et al. 2013) have remained highly important for career moves. Comprising availability to 
the company in full-time and rather unrestricted, enduring and loyal employment 
relationships, these norms continue to fit male rather than female career trajectories and 
biographies (Wentner et al. 2019; Stuth & Hipp 2017; Lott & Klenner 2018; Padavic et al. 
2019). Thus, part-time and flexible work has turned out to be a threat to gender equality 
(Lyonette 2015). 

These norms and attitudes are embedded in and reproduced as social constructions by 
collective processes, orientations and actions, which are not necessarily rational, conscious 
or easily changed (Schein 1992; Froschauer & Lueger 2006). On the one hand, all actors at 
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workplaces construct these norms through their everyday actions, interpretations and 
discourses; on the other hand, current norms and guiding notions shape employers’ and 
employees’ actions, discourses and attributions (Behrends 2006; Riegraf 2010). 
Consequently, working time and places must be understood as a social construction as 
well, shaped by continuously reproduced notions of gender roles, power and success, and 
professional and private responsibilities, potentially concerning not only norms of the 
ideal worker but also of the ideal and good mother and father (Williams et al. 2013; 
Pedersen 2012). 

3. Gendered inequalities in the case of Austria 

In Austria, possibilities to work part-time and in a flexible manner have increased over the 
past decades. Facilitated by women’s increasing labor market participation, political actors 
have promoted these options and adjusted legal fundaments. They have aimed at easing 
the reconciliation between paid and family work but also at counteracting gender 
inequalities – in contrast to existing evidence. These developments have also forced 
companies to apply new strategies. First, they have implemented programs to promote 
women, soon replaced or complemented by gender-mainstreaming measures. In order to 
increase employer attractiveness, companies have offered flexible working hours, 
telework, various working time models, often labeling such offers as family-friendly. In 
parallel, they have tried to promote highly qualified women to reach management levels 
(Wentner et al. 2019; Holzinger et al. 2019) by offering part-time leading positions. 

Even though the gap between women’s and men’s employment in general has 
decreased in Austria and women indeed increasingly participate in the labor market 
(Schmidt et al. 2020), this country is characterized by high and growing part-time rates 
among women and a pronounced and gendered part-time culture, as compared to other 
European countries (EIGE 2014; Barbieri et al. 2019; Padavic et al. 2019; Plantenga & 
Remery 2010). This stands in stark contrast to countries with stronger norms of gender 
equality (such as Sweden, Denmark or Norway), where change has been driven 
predominantly by men’s work adjustments (Nylin et al. 2021; Dunatchik & Özcan 2020; 
Kvande & Brandth 2019).  

Compared to all EU member states, Austria has the second highest part-time quota 
among women after the Netherlands (European Commission 2018). Since 2008, the share 
of employed women age 20 to 54 years working between 20 and 35 hours per week has 
risen to 21%. At the same time, women’s full-time employment rate, i.e. 36 hours per 
week or more, has dropped to 38%, while 76% of men of the same age range work full-
time. Among men, the majority is employed full-time regardless of age, education and 
parenthood status, while for women in Austria, being employed part-time in various 
degrees of working hours is the typical mode of employment, especially for those with 
(young) children (Schmidt et al. 2020). Thus, the transition to motherhood seems to be the 
strongest factor explaining these differences (Kleven et al. 2020). 

After the birth of a child, three major and gender-neutral measures regulate and 
compensate parents’ time for childcare in Austria. First, all employed parents are entitled 
to parental leave with a dismissal protection in force up to the child’s second birthday. 
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Second,  regardless of employment status, all parents can apply for childcare allowance for 
up to 35 months (Koslowski et al. 2020). Third, parents who are able to exercise the right 
to parental part-time are legally protected against dismissal until their child’s fourth 
birthday. Thus, companies are required to implement part-time jobs, especially in rural 
areas (Stadler 2019), and parents can more easily return to full-time thereafter. 

Statistics from the OECD (2016) suggest that in the European Union, Austria has the 
highest proportion (88%) of mothers on parental leave with a child under age one. 
However, most parents prefer longer leave models and despite access to equal sharing, up 
to 81% of the principal recipients of childcare allowance were mothers only (Austrian 
Federal Chancellery 2018). The share of fathers claiming childcare allowance has even 
slightly decreased over the recent years (Rille-Pfeiffer & Kapella 2021).  

Returning into full-time employment after the period of parental leave is more than 
twice as likely for fathers as for mothers (EIGE 2014; Stadler 2019). Even though more 
men are eligible to parental part-time in Austria, approx. 85% of all parents in parental 
part-time employments are women (Stadler 2019; Dörfler et al. 2009). Among women 
with children age two to 14 years, the share of part-time employment (max. 30 hours per 
week) has increased markedly in the course of the past decade and accounts for the 
majority (54 to 60%, depending on the age of the youngest child), also when the youngest 
child in the household has left primary school (Schmidt et al. 2020). In addition, 
differences by educational level have decreased and highly educated and qualified women 
also increasingly tend to work for reduced hours or even leave the labor market (Stadler 
2019; Berghammer & Riederer 2018; Berghammer 2014). Hence, women are still 
underrepresented in hierarchically higher positions (Seebacher & Wieser 2018; Biletta et 
al. 2018). Employers’ efforts to offer leading positions in part-time employment have 
already taken effect: Women in leading positions increasingly work part-time (up to 27%), 
while men’s working hours in leading positions almost exclusively still amount to 40 
hours and more (Schmidt et al. 2020).  

These gendered inequalities are also reflected among parental couples in Austria, 
where the modified male-breadwinner model is highly and increasingly prevalent (52 to 
56%, depending on the child’s age) (Schmidt et al. 2020). This also holds true for couples 
with highly educated women whose earnings were higher before their children’s birth 
(Stadler 2019; Stadler & Mairhuber 2018), even though the likelihood of a dual-earner or 
dual-breadwinner model is larger among these couples (Klesment & van Bavel 2017; van 
Bavel et al. 2018). This development is accompanied by amplified time pressure not only 
on women but also on men: While women are under pressure because of their high level 
of investments in unpaid family work beside their (mainly) part-time employment, men 
are burdened because they are increasingly involved in family life and childcare but have 
not adapted their level of working hours accordingly (Wernhart et al. 2018a; Zannella et al. 
2018).  

Compared to other countries, Austria is specific in employers’ and politicians’ 
endeavors to increase family friendliness in labor market and to enhance options for both 
women and men to flexibly organize their working hours, also accompanied by the aim to 
reduce gendered inequalities (Ostendorp & Nentwich 2005; Wernhart et al. 2018b). Still, 
statistics have so far failed to show any changes towards more equality regarding gendered 
time use. Considering present evidence, we thus must rather expect that flexible, 
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destandardized and mobile working hours and places retraditionalize gender roles and 
reproduce gendered inequalities, particularly in a country like Austria that is characterized 
by rather traditional cultural norms (Berghammer & Schmidt 2019; Kurowska 2018). 

4. Data & methods  

The purpose of this study was to understand the processes and rationales behind these 
statistical findings in the Austrian context. We departed from the position that 
unquestioned and partly unconscious notions and ideals are constantly and 
intersubjectively constructed, produced and reproduced (Berger & Luckmann 2004 [orig. 
1969]). Shared in a conjunctive realm of experience (Mannheim 1980), such as the field of 
paid work, they are expected to guide practices including offering and making use of 
flexible working hours and places.  

Pointing to the importance of incorporating both genders as a relational category in 
the analysis of work (Becker-Schmidt & Knapp 2007), the study on hand adopted a 
relational perspective, both in addressing the working arrangements of women and men 
and in talking to working women and men. It focused on the collectively shared 
understanding of how paid work is and should be organized, how women and men want 
to and should work, and how these views are legitimized collectively. The data thus consist 
of multiple perspectives (Vogl et al. 2019) of both employers and employees, regardless of 
their gender, in an attempt to identify how various relevant actors at Austrian workplaces, 
i.e. both female and male employers and employees, understand, legitimize and construct 
flexible working, reduced working hours, and corresponding career opportunities in a 
collective way. We further pursued the question as to how gender is included in these 
constructions in order to analyze whether and why these constructions around flexible 
working time options may have or lack potential to change gender relations both in the 
working sphere and in the private sphere on the couple level.  

In 2019, we systematically selected 29 companies across Austria, which differed from 
one another along theoretically relevant criteria, reflecting a scope of sectors (trade, social 
care and healthcare, information/media/consulting, industry, public, education/research, 
service, tourism, finance, traffic, construction, real estate), various levels of women’s quota 
and part-time quota, and diverse company sizes in terms of number of employees. 
Furthermore, the companies were located in different provinces across Austria and 
differed regarding the national audit that had accredited them as family-friendly or not 
(see Table 1, Online Appendix). Finally, we invited female and male employers who 
participated in the study, either as focus group participants or as interviewees (see Table 2, 
Online Appendix). These employers forwarded our invitation to participate to their 
employees. In doing so, female and male employees contacted us and were willing to 
participate as well (see Table 3, Online Appendix). In conformity with qualitative research 
goals, the final sample of participants was highly diverse and contrasting. In both groups, 
i.e. employers and employees, the sample consisted of women and men of different age 
groups, with or without children, with one child or more children of different age groups, 
working highly different numbers of hours per week, and having different educational 

https://ubp.uni-bamberg.de/jfr/index.php/jfr/article/view/668/633
https://ubp.uni-bamberg.de/jfr/index.php/jfr/article/view/668/633
https://ubp.uni-bamberg.de/jfr/index.php/jfr/article/view/668/633
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levels and professional positions. All respondents – invited as actors contributing to the 
constructions in the analytical focus – thus facilitated deep insights into collectively shared 
knowledge. 

We separately conducted three gender-mixed focus groups (Barbour 2010; Smithson 
2000) with employers (ER_FG) as well as three gender-mixed focus groups with 
employees (EE_FG), ten problem-centered interviews (Witzel 2000) with female and male 
employers (ER_I) and six interviews with female and male employees (EE_I). In an 
attempt to prompt discussions or narrations according to the participants’ and 
respondents’ relevance structures – i.e. without narrowing the focus on potential 
differences between employers and employees –, the interviews as well as the focus 
groups started with an open question without narrowing the focus on gendered 
differences or parental status. This initial question thus focused on models of working 
time and working place in the companies in general, connected to the participants’ and 
respondents’ experiences and perceptions regarding these issues. Further questions 
related to general corresponding career opportunities. 

We transcribed all interviews and focus groups verbatim. The first step of data 
analysis involved a thematic analysis of each document. For the subsequent reconstructive 
analysis of rich and relevant text passages, we employed hermeneutic techniques in a 
sequential analysis (Froschauer & Lueger 2003). This interpretive and reconstructive 
procedure comprised the following aspects and exemplary questions that were addressed 
to short text passages: (a) How can the unit of analysis be summed up and paraphrased?; 
(b) Which intentions inspired the respondent to verbalize this statement? What did the 
respondent want to emphasize?; (c) Which contextual and latent preconditions led to this 
statement? Which implicit assumptions, latent meanings and guiding notions led to it?; 
(d) Which actors were involved and what were their tasks and roles? Which interactions 
took place between the acting persons, organizations, things, etc.? During this analytical 
procedure, we continuously produced hypotheses regarding the collective knowledge 
concerning working time and careers. We went on to verify these hypotheses during the 
ongoing analysis and complemented them by constant and extensive memo writing. 

5. Results 

When the respondents discussed or talked about different possibilities and models of 
organizing working time and working places in general, they stressed the crucial role of 
flexibility for both employers and employees. Flexibility in working hours and working 
places was presented as an asset in the first place. The participants argued that employers 
would then remain attractive for employees and attract further skilled personnel. In turn, 
employees would appreciate flexible working conditions and would be able to adjust their 
working life to their private interests and realities. Ideally, such flexibility should be 
available to all employees even though its attractiveness may be rooted in highly different 
motivations and life realities, as will be reconstructed and analyzed in detail in the 
following. 
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5.1 “Part-time ladies”: Part-time is female 

Without being explicitly asked, the respondents very quickly mentioned part-time work as 
the “classical” working time arrangement for women. Especially for women with children, 
this construction served as a norm and ideal, yet not necessarily – such as in the frame of 
the ideal worker norm (Acker 2013) – for employers, companies or employees’ careers. 
The strong connection between part-time work and women was reflected in numerous 
accounts, regardless of whether the respondents were employers or employees, whether 
they were male or female, or whether they had children or not. The respondents framed 
part-time options very positively in the discussions and explanations, as these have been 
shown to enable more women to enter, stay in and return to paid work. They also valued 
that employers increasingly perceive women as workers with family responsibilities who 
must consider corresponding needs that require to work part-time – although the political 
discourses and aims were gender-neutral. These needs apparently obtained an important 
status and their expected working hours were linked to and constrained by the collectively 
shared ideal and subjective need of mothers in terms of intensive mothering, i.e. spending 
as much time with their children as possible and as early as possible again after 
institutional care or education. The following account was a typical example: 
 

The department managers had to fundamentally rethink it in their minds, to find common 
ground, for example, why not plan mothers’ working hours in the mornings, when their 
children are at school or in kindergarten, then they can go home, pick up their children, all 
right. (EE12_3_FG) 

 
The respondents constructed part-time employment as being ideal for and 

automatically chosen by women after their phase of parental leave, regardless of their 
prior career positions or ambitions. Both employers and employees constructed these 
women as a specific social group they called “parental-leave ladies” or “part-time ladies”, but 
also “part-time moms”. Even when the respondents talked about childless women, they also 
automatically referred to women’s potential parental leave and subsequent part-time work, 
connected to anticipated female biographies (Collins 2020) and thus preparing ground for 
statistical discrimination (Tilcsik 2021). For example, they remarked that these women 
never have a break in their career, some “time for a deep breath”, some “time for themselves”, 
and that they would possibly arrange a sabbatical exactly for that reason, like one childless 
woman in the sample had done.  

The amount and quality of the time women spend with their children was framed as a 
highly individual choice and decision. Women would have to take it on their own and 
nobody can or should intervene, not even employers who ultimately may not profit either. 
For example, one employer said: 

 
Because in the long run, if you stick people into a role, a certain number of hours, and they 
don’t feel comfortable, then the employees won’t get anything out of it, nor will the company 
in further consequence. (ER2_I) 
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Consequently, this individual decision entails women’s individual responsibility for 
organizing and balancing their own needs with those of their families. However, 
connected to the concept of being an entreployee (Pongratz & Voß 2003), it also implicitly 
entails the individual responsibility for organizing their working hours and their presence 
at their workplaces. One employer, for example, assumed that for mothers, “working too 
many hours will also be difficult to organize, I guess” (ER3_I). As a consequence, economic 
and potentially disadvantageous penalties were also located in the women’s individual 
responsibility. One employee talked about some women’s long-term part-time work and 
stated: “really nice, as long as they can afford it” (EE4_I). When the discussions reached the 
point that most women may not be able to afford it in the long run, women were 
constructed as ignoring such disadvantages and being unable to act (“it just won’t work”) or 
as setting priorities and living according to their preferences (“I want to be with the 
children” or “I can’t, I don’t want to work for 30 hours”).  

As to parental part-time claims, the respondents saw women with children as the 
main target group, as they themselves can flexibly choose and organize their work 
schedules around the ideal to intensively care for their child(ren). Further, the data reflect 
the common sense that after the period of this legal claim (the child’s fourth birthday), 
women tend to change their parental part-time into “normal” part-time with “great 
willingness” (ER8_I) instead of returning to full-time again as politically targeted. Women 
were thus anticipated as using parental part-time not as a temporary working 
arrangement but as a long-term “way of life” (ER5_I) with a “brilliant quality of life” (EE4_I) 
that may be “affordable” or “easier to manage” (EE5_I). These results reflect the problem 
with gender-neutral policies (Kvande & Brandth 2019), equally available for both genders 
and framed as being based on individual choices, yet strongly shaped by gendered norms: 
Even if classified as being of higher quality (Bergmann et al. 2010; Warren & Lyonette 
2018), this gender-neutral part-time option therefore fails to counteract gender 
inequalities. 

Such constructions and argumentations furthermore reflect a lack of gender 
awareness (EIGE 2019), as women’s main responsibility for childcare duties and the lack 
of fathers’ childcare responsibility is not included as the main driver. Men, in contrast, 
and their family responsibilities and arrangements of working schedules are constructed 
within the frame of their full-time employment. In general, part-time employment for 
men was seen as highly unlikely, if not completely unfeasible, even though the option 
theoretically also relates to them. When employees and employers reported their 
experiences with men working part-time, they argued that those men possibly had had 
other additional professional activities, educational plans they pursued or other voluntary 
activities that required part-time employment “for a certain period of time”. Further, in 
contrast to constructions of women working part-time, economic penalties were much 
more relevant than the gain in quality of life achieved with part-time employment. 
Therefore, even though men are theoretically offered the same possibilities to organize 
their working hours, have the same legal entitlements, may have the same preferences 
and – analytically spoken – have the same childcare responsibilities as do mothers, the 
constructed legitimizations for part-time work are gendered. 
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5.2 Working flexibly but being inflexible 

In general, some employees and employers framed the ability to work flexibly (home 
office, telework, mobile working) as very positive for themselves, for employees in general 
and for the company’s benefit. Again, particularly for women, flexible and mobile working 
was constructed as very beneficial as it “could ease their lives” (EE4_I). However, the 
respondents did not explicitly substantiate this perception. Rather, they seemed to expect 
the reasons for these benefits were obvious and self-explaining. Some phrases and 
passages in the interviews and group discussions gave a hint of the assumptions behind 
such reasoning. Regarding the possibility of flexible and mobile work, the respondents 
constructed the notion of an employed woman who is enabled to work at home early in 
the morning before her child wakes up, then at the office during the child’s stay in 
nursery, kindergarten or school, plus in the evening and finally from home when her 
child has fallen asleep. In this way, again employing norms of intensive mothering 
(Diabaté & Beringer 2018), she is constructed as being responsible for childcare duties not 
in the same way and to the same extent as an employed man, i.e. her partner, who works 
in a flexible or mobile manner. For a woman, being able to handle her working 
accordingly in a flexible way is framed as highly positive and beneficial, both for herself as 
an employee and for her employer, as exemplified in the following: 
 

I also see mothers in part-time in our company, they say the flextime model is also important 
for them to be able to leave the workplace on time and pick up the children, but they also say 
it doesn’t hurt me at all, to work another hour online from home later in the day, when the 
children are at home and provided with everything, when they’re playing anyway or going to 
bed, to invest another hour, they want to have this flexibility to be not only at their 
workplace. (ER4_I) 

 
In contrast, for men, flexibility was constructed as necessary because of their further 

educational efforts or their self-employment activities beside their employment, and, for 
men with children, because of the option to start work flexibly in the morning after 
bringing their children to daycare or school. For them, the benefits of mobile working or 
working from home were not framed in the same ways they were for women with 
children. Rather, men’s mobile working was strongly connected to the ideal worker norm 
and to still working full-time (Acker 2013). Consequently, norms for fathers’ parenting 
were adjusted to still being able to work while being together with their family and to gain 
time by reducing commuting within their full-time employment. One employee valued 
working from home explicitly as 
 

a blessing for fathers, not because then, they can care for their children at the same time, but 
it’s a big difference, even if you reduce it to commuting. […] It’s time fathers gain when being 
with their families three days in a row. (EE1_I) 

 
In contrast, connected to the concept of flexibility stigma (Williams et al. 2013), the 

idea of women working flexibly or beside childcare or housework evoked ambivalence and 
many negative anticipations among both employers and employees, yet again in a 



   

 

626 

gendered way, as it was expected that nobody else was present to perform childcare while 
those women were working from home. Ambivalence was also identified when the 
respondents, in their role as employers or superiors, reported about mothers who had 
claimed more flexibility, even though they had already chosen their part-time working 
schedules in accordance with their childcare duties based on their legal entitlement to 
parental part-time. The respondents stressed their experiences and rather negative 
associations with women who insisted on being entitled to flexibly choose the time they 
start and finish working every day, but simultaneously appeared highly inflexible when 
employers asked for company-oriented or workload-oriented flexibility. This employee, for 
example, expressed his experiences: 
 

When the mothers say they want to have it that way, legally, when their hours are normal, 
an employer can ask three times for nothing, we’d like to have you longer in the afternoons. 
If the working hours are normal, then that’s all legally possible. (EE10_3_FG) 

 
The conclusions that are shared collectively can be subsumed under the slogan “give 

and take” (e.g., EE4_I), pointing to flexibility that is necessary on both the employees’ and 
the employers’ sides. Furthermore, the respondents constructed employers’ “trust” in 
employees as well as “leadership” as crucially important when it comes to flexible working 
time and places. Again, this was commonly constructed by both employees and employers 
in the focus groups, as exemplified by these two statements: 
 

She can come late when her child has an important football match. That goes without 
saying. But on the other hand, we also expect flexibility from the employees. And this is 
where it becomes rather difficult. (ER13_FG)  
 
I think if you want to have flexibility as an employee, then you also have to give flexibility, 
then you can’t tough it out. (EE10_4_FG) 

 
The collective constructions regarding this discrepancy between the flexibility female 

employees request while presenting themselves as rather inflexible did not include 
awareness that women’s reduced flexibility stems from their main childcare 
responsibilities they (have to or want to) assume or organize. Therefore, this discrepancy 
was constructed for female employees only and the respondents did not address that it 
does not apply to men. Resulting disadvantages for employers, constructed by employers 
and also employees, were also seen in women’s area of individual responsibility, pointing 
again to the concept of the entreployee (Pongratz & Voß 2003). 

5.3 Female careers 

In general, the respondents presented one consensual perspective regarding the 
constructed preferences of women to work part-time when they have children and to 
request further flexibility in their organization of paid work: Women should not suffer any 
disadvantages from their part-time employment. They should “find good conditions” 
(EE1_1_FG) to work flexibly and from home and they should not be limited in their career 
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opportunities even if working part-time. Consequently, they should be enabled to reach or 
remain in manager or leading positions with models such as part-time leadership. 
However, at the same time, successfully pursuing a career was constructed as strongly 
connected to being present in the company, ideally full-time and especially in male-
dominated occupations, and thus quite unlikely for women. Thus, the constructions 
reflect the discrepancy between promoting women by adopting a paternalistic attitude 
while simultaneously sustaining ideal worker norms and reproducing norms of gendered 
parental responsibilities. 

In general, working full-time was not constructed as a legitimate objective to achieve 
for women with children, except when it is necessary for economic reasons, e.g., for single 
mothers who do not have a breadwinning partner, even though they do not have a partner 
to share or hand over childcare responsibilities as do partnered women. From a 
theoretical, analytic perspective, it may be easier and more legitimate for a parent to work 
more hours when there is a partner who also cares for the child, but in these 
constructions, the opposite would appear to apply: It is only legitimate for mothers to 
work more (and neglect their maternal duties and demands), when they do not have a 
partner. These constructions involve men as being responsible for providing the family’s 
money but not the possibility that they take over childcare or also work part-time in order 
to enable their female partners to work full-time. Further, mothers’ full-time work was 
constructed as being illegitimate, as it may harm their children’s well-being – which, 
again, the mothers are exclusively and individually in charge of and to be held responsible 
for, and not their partners or the children’s fathers. 

With regard to female careers, women’s career ambitions were discussed intensively 
and, in general, questioned heavily, particularly when women become mothers. 
Superficially, women’s career ambitions were assessed as being overruled by their 
preference to work part-time and aligned to care-giving responsibilities and children’s 
needs. This is how one employer, for example, recalled a typical situation: 
 

We wanted to split one manager position for two part-time employees in order to make a 
career possible, but we noticed that this is not yet appreciated greatly. Well, the ladies 
appropriate for such a position said very clearly, I’ve decided for the kids, and I really want 
to stop working on time, want to stay at home without a bad conscience when the child has a 
cough, this is my number one priority, and I don’t want to pursue a career in the company, 
at the moment. Perhaps some time later, but it’s not an issue now. (ER5_I) 

 
Women may also lose their former career ambitions after becoming mothers. Both 

employers and employees reported on their experiences with women who were still 
childless and pursued a career. They experienced anticipations or had anticipated 
themselves that these women may reduce or abandon their efforts in pursuing their 
career, that they may lose their ambition and willingness to remain in a certain career 
position. This was constructed as standing in stark contrast to men who maintain “the 
ambition and professional progress” (ER10_I) and thus may prepare ground for statistical 
discrimination (Tilcsik 2021). Moreover, after becoming mothers, women with career 
ambitions may change or adjust their former career ambitions. On the one hand, they 
appeared in the constructions as being able to fulfill their career positions in part-time 
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employment. On the other hand, a woman’s full-time position was constructed as being 
feasible only due to ideal and unexpected, “lucky” circumstances, such as an older partner 
who had taken over childcare or adequate external childcare solutions that enabled both 
partners to remain on their career tracks. However, these women’s intentions do not rest 
on opportunities or a free choice similar to men and would possibly require stronger 
efforts from them than from men. As one employee reported, women may have been 
forced to counteract normative ways and ideologies of being a female employee: “they have 
to be a better man and may have a very bad reputation immediately” (EE1_I). These women 
may have been under special observation and possibly had to constantly prove their 
individual abilities and confidence to keep on pursuing their careers, especially when they 
had children. Another employer stressed that the following has to be clear to women: 
“Sometimes a career isn’t a piece of cake” (ER6_FG). 

Some respondents also reproduced gender-essentialist notions of women in the labor 
market. In these constructions, women appeared as being different from and behaving 
differently compared to men, as not being made for a career, as they “don’t want to bear it 
emotionally and actually don’t like these conflictual situations when being in management” 
(EE14_3_FG) or because “it’s not important to them, it’s not in their nature (laughing)” 
(ER3_I). These gender-essentialist ascriptions were actualized continuously, also during 
the focus group meetings. One employee related: 

 
I believe this is certainly true that women are more sensitive. I once had a female boss in a 
higher position and I sometimes thought she takes some issues so personally, which a man 
would not have. (EE10_4_FG) 

5.4 The companies’ role 

Across these ideals, perceptions and rationales, companies were included in the specific 
role they play with regard to flexibilizing women’s work arrangements and career 
possibilities. First, the respondents constructed it as beneficial for companies to offer 
flexible part-time options in order not to do without women as qualified and necessary 
employees. Second, in order to remain attractive for (particularly female) employees and 
applicants, companies should meet the employees’ preferences and needs, should “start 
from where the women are and see what’s possible” (ER19_FG), should enable and allow as 
many options of working time organization as possible, as well as leadership positions in 
part-time. These efforts and objectives, as a main rationale constructed by employers as 
well as employees participating in this study, again did not reflect gender awareness 
(EIGE 2019). Rather, they mentioned at the most, for example, that a male employee 
might also need parental leave or reduced working hours due to his care responsibilities. 
In this case, the companies were constructed as being obliged to meet this wish as well. 
The respondents also reported that men increasingly take over caring responsibilities or at 
least wish to do so. The employers and companies seem to widely accept these wishes, be 
it only  on a rhetoric level. Nevertheless, the companies were not seen as being in the 
position to actively encourage men to take parental leave or to question the fact that 
mainly women interrupt or reduce their employment after becoming mothers, i.e. 
workplace conditions that would have an effect (Bernhardt & Bünning 2017). For men, the 
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constructions rather included the temporary, optional, supportive and enjoyable character 
of their role in family life, for example, when employees called for acceptance of men who 
“also want to stay at home for once”, who want to “participate in childcare”, to “take part in 
family life” and to “have more time for their families” (EE1_I). Along the guiding notion, the 
respondents did not actively question the highly taken-for-granted norm that caring 
responsibilities mainly lead women to arrange and adjust their employment in the longer 
term. Still, these wishes and increasing awareness of employees’ family responsibilities 
have also evoked changes in companies and working culture, as the respondents reported. 
For instance, meetings may no longer be scheduled after 4 o’clock p.m., companies no 
longer expect their employees to work long hours in the evenings, and they manage 
employees’ parental leaves and the resulting increased work load. 

The respondents repeatedly constructed a notion of managers and directors 
necessarily having to change their views on ideal working norms and to include their 
employees’ needs “in their minds”. This would be particularly important for women, as 
managers still tend to expect full-time employment contracts as the norm and thus treat 
women and their wishes differently. Companies consequently would need to offer women 
more flexibility in working hours and working places as well as adequate childcare 
infrastructure. However, in these constructions, women with children would 
consequently remain the primary caregivers of their children in the managers’ minds. 
This was not framed as problematic and as necessary to be changed. As a matter of fact, 
the collective construction of women being the main persons responsible for their 
children and thus needing flexibility would be reproduced even by these kind of changes 
in minds. Further, these changes entail “a bad aftertaste”, as companies seemed to be 
forced to implement them and also forced to explain themselves if they do not offer these 
options. 

6. Discussion & conclusions 

Over the past decades, gender relations among married or cohabiting partners and in the 
labor market in Austria have undergone changes towards more equality. Women have 
increasingly entered the labor market, while inequalities in the division of unpaid work 
within (parental) couples have also slightly declined. Companies have increasingly been 
required to establish and offer more flexible and more family-friendly working conditions 
to both women and men. However, pronounced gender inequalities persist  in the private 
sphere, e.g., regarding time use and adjustments in paid work, as well as in the labor 
market, e.g., increasing differences in part-time employment. The present article 
addresses the question as to whether and how the expansion of flexible working options in 
the Austrian labor market – available to both women and men – may have the potential to 
mitigate the specific and pronounced gender inequalities in the division of labor between 
women and men, as originally targeted by political efforts.  

The analysis focused on collectively shared rationales for flexible working and 
corresponding career options for women and men among various actors in the working 
sphere. It was based on qualitative data stemming from 6 focus groups and 16 interviews 
with employers and employees (n=55 respondents) who were diverse in terms of age, 
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gender, company affiliation and sectors across Austria (see tables in the Online Appendix 
for details). The results reveal how these respondents, regardless of their status or gender, 
constructed the necessity for more flexible working options – above all, part-time 
employment – as strongly connected to women’s needs and preferences, while serving as 
an ideal working norm for women, especially those with children and childcare 
responsibilities. The constructions implied that their possibilities in the labor market as 
well as their career ambitions, if present, should not be limited because of these 
responsibilities women (are supposed and anticipated to) assume after the birth of their 
child(ren). The accounts from both employers and employees corroborated how various 
actors at workplaces create guiding norms, while at once, these norms also shape their 
actions, discourses and attributions in return (Behrends 2006; Müller et al. 2013). 

The central reason for all these developments and necessities is constructed in 
women’s main responsibility for family, housework and childcare duties, which women 
(who seem to be put on a level with mothers) can more easily assume. This is only rarely 
questioned and rooted in gendered ideologies (Grunow et al. 2018). The results 
impressively illustrate that the reason is not constructed as the fact that men with children 
– thus their women’s male partners – do not assume and have the same degree of 
responsibility as women with children do (and are also not expected to) and, therefore, do 
not to the same degree have to rely on parental leave, part-time or flexible working options. 
The constructions implied that ideally, women with children have to be supported by a 
variety of increased imaginable working time and working place options, by models such 
as part-time leadership, by institutional care or nannies. They would not need support 
from their male partners who may also take parental leave and reduce or flexibly adjust 
their working hours to take over childcare responsibilities – one crucial measure towards 
more gender equality in the division of paid and unpaid labor (Nylin et al. 2021; 
Dunatchik & Özcan 2020). This also has consequences for gender relations in parental 
couples, between parental partners, regarding their division of paid and unpaid work. 
Confirming conclusions from recent research, men are thereby relieved from their 
responsibility (Sørensen 2017) and women’s full-time employment may still be seen as a 
luxury, especially for mothers and regardless of their partners’ support (Adams & Golsch 
2020). 

All of the actors at the workplaces, i.e. the female and male employees, female and 
male employers involved in this study, collectively reproduced the norm of female 
employees as (potential) mothers who interrupt their employment, return to part-time, are 
rather inflexible and not career-oriented, and constrained by their family responsibilities. 
Simultaneously, the respondents referred to and reproduced the norm of ideal (male) 
workers (Acker 2013) who are available full-time and long-term, flexible, loyal, not 
constrained and instead career-oriented – a norm that is not well compatible with the ideal 
working norm for working (potential) mothers and also shapes parenting norms for 
fathers who are women’s partners and thus contribute to intra-couple gendered 
inequalities. These guiding notions are also reflected in the quantitative results of research 
into employees’ behavior in Austria: Apart from women’s preference to work for 20 to 30 
hours a week, there is an increasing prevalence of both female part-time leaders and 
modernized male-breadwinner couples, even among couples including highly educated 
women (Schmidt et al. 2020; Stadler 2019; Berghammer & Riederer 2018). Reconstructed 

https://ubp.uni-bamberg.de/jfr/index.php/jfr/article/view/668/633
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norms of female family responsibilities are thus encompassed by new norms of female 
careers that are oriented towards the norm of the part-time ideal for female employees. 

Consequently, statistical discrimination and flexibility stigma at the workplace is 
reinforced by these constructions and expected to persist (Tilcsik 2021; Williams et al. 
2013): Women are treated as (potential) mothers, and relevant actors at workplaces may – 
more or less explicitly – anticipate employment leaves, reduced working hours, reduced 
flexibility and reduced career orientation, also women themselves (Collins 2020). 
Simultaneously, employers and companies continue to (and are expected to) support 
mothers in being able to adhere to their roles as mothers as much and as flexibly as 
possible by offering adequate employment possibilities, career options and childcare 
support. The consensus among the respondents, i.e. both employers and employees, was 
that women should be able to decide by themselves and according to their circumstances 
how and how much they would prefer to work without having to fear negative 
consequences. However, enhancing women’s (and also men’s) individual freedom of 
choice with various options to engage in paid and unpaid work locates the choices in the 
individual sphere (Pongratz & Voß 2003; Voß 2001). Moreover, women (and men) are also 
constructed as being individually in charge of regulating, economizing and organizing 
everyday reconciliation and – consequently – economic or professional consequences that 
affect women in particular. Two forms of flexibility thus have different consequences for 
gender equality: While both women and men are offered more flexibility, women are 
perceived and accused of being less flexible due to their childcare responsibility (Williams 
et al. 2013). Men, in contrast, are relieved from their responsibility and able to increase 
working time flexibility (Sørensen 2017).  

According to gendered roles and gendered ideal worker norms, men may also receive 
more negative treatment than women when planning to take up part-time employment or 
management positions (Hipp et al. 2017; Sardadvar et al. 2020). More research on these 
aspects would be fruitful. Further, due to the COVID-19 pandemic that arose after this 
study was completed, working conditions, especially with regard to working from home, 
have inevitably become even more flexible. Initial results are still ambivalent but already 
indicate that inequalities between women and men are suspended or mitigated only 
temporarily (Mader et al. 2020; Kellner et al. 2020; Barbieri et al. 2020). However, these 
developments are to be examined further. 

Summarizing these findings, this article reflects two sides of the same coin: On the 
one side, increasing possibilities of flexible working, although targeted for both genders, 
have enabled women with children to work as much as possible in a cultural context such 
as Austria. On the other side, these possibilities tend to reproduce gendered ideologies, 
responsibilities and capabilities and, consequently, inequalities in both spheres, the 
private family and the public labor market sphere. We thus argue that employment 
conditions, flexible working hours, and increasing options to organize working time and 
working places may be family-friendly. At once, however, they are gender equality-
unfriendly as long as they are presented in a gender-neutral way. Rather, if they would 
explicitly address gender and gently force men to adjust their paid work as well and 
women to hand over childcare responsibilities and intensify their labor market 
participation, flexible working for all might have potential to reduce gendered inequalities 
in the division of labor and in time pressure for women and men. This applies particularly 
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to Austria, where flexible working options – as our results show – are connected to women 
(with children) and both employers and employees anticipate and experience that women 
assume the main responsibility for childcare. 

Data availability 

If you wish to get access to the data used to do the analyses for the study, please contact 
the author. 

Acknowledgments 

The author declares no conflict of interest. I would like to thank Markus Kaindl, Karl É. 
Thomanek and the anonymous reviewers for their valuable support and constructive 
feedback. The study was funded by the Familie & Beruf Management GmbH and the 
Austrian Federal Chancellery/Ministry for Women, Family, Youth and Integration. The 
content of this article does not reflect the official opinion of the Familie & Beruf 
Management GmbH or the Austrian Federal Chancellery/Ministry for Women, Family, 
Youth and Integration. Responsibility for the information and views expressed herein lies 
entirely with the author. Furthermore, I am grateful to the Faculty of Social Sciences at 
the University of Vienna for their financial support. 

References 

Acker, J. (2013). Hierarchies, jobs, bodies. A theory of gendered organizations. In: Müller, 
U., Riegraf, B. & Wilz, S. M. (Ed.), Geschlecht und Organisation. Wiesbaden: Springer 
Fachmedien (24), 86–102. 

Adams, A. & Golsch, K. (2020). Gender-specific patterns and determinants of spillover 
between work and family: The role of partner support in dual-earner couples. Journal 
of Family Research/Zeitschrift für Familienforschung, 33, 1, 72–98.  

 https://doi.org/10.20377/jfr-373 
Alemann, A. von, Beaufaӱs, S. & Oechsle, M. (2017). Anspruchsbewusstsein und 

verborgene Regeln in Unternehmenskulturen [Involved fatherhood in work 
organizations - Sense of entitlement and hidden rules in organizational cultures]. 
Journal of Family Research/Zeitschrift für Familienforschung, 29, 1, 72–89.  

 https://doi.org/10.3224/zff.v29i1.04 
Astleithner, F. (2018). Arbeitszeit und Arbeitszeitpolitik - Historische Entwicklung, 

aktuelle Trends und Perspektiven. In: Eichmann, H., Saupe, B. & Schönauer, A. (Ed.), 
Arbeitszeitlandschaften in Österreich. Nomos Verlagsgesellschaft mbH & Co. KG, 19–
44. 

Austrian Federal Chancellery (2018). Statistics father involvement in childcare allowance - 
14.2.2018. Wien [retrieved March 12, 2018]. 



 633 

 

Barbieri, D., Caisl, J., Karu, M., Lanfredi, G., Mollard, B., Peciukonis, V., La Pilares Hoz, 
M. B., Reingardė, J. & Salanauskaitė, L. (2020). Gender equality index 2020. 
Digitalisation and the future of work. Luxembourg: Publications Office of the European 
Union (Gender equality index 2020). 

Barbieri, P., Cutuli, G., Guetto, R. & Scherer, S. (2019). Part-time employment as a way to 
increase women’s employment. (Where) does it work? International Journal of 
Comparative Sociology, 114, 3, 002071521984946.  

 https://doi.org/10.1177/0020715219849463 
Barbour, R. (2010). Doing focus groups. London: Sage. 
Beblo, M., Bender, S. & Wolf, E. (2008). Establishment-level wage effects of entering 

motherhood. Oxford Economic Papers, 61, suppl_1, i11-i34. 
Becker-Schmidt, R. & Knapp, G.-A. (2007). Feministische Theorien zur Einführung (Zur 

Einführung) (4., vollst. überarb. Aufl.). Hamburg: Junius. 
Behrends, T. (2006). Corporate Entrepreneurship und Organisationskultur. Corporate 

Entrepreneurship, 113–149. 
Berger, P. L. & Luckmann, T. (2004 [orig. 1969]). Die gesellschaftliche Konstruktion der 

Wirklichkeit. Eine Theorie der Wissenssoziologie (20. Auflage). Frankfurt/Main: Fischer. 
Berghammer, C. (2014). The return of the male breadwinner model? Educational effects 

on parents’ work arrangements in Austria, 1980-2009. Work, Employment and Society, 
28, 4, 611–632.  

 https://doi.org/10.1177/0950017013500115 
Berghammer, C. & Riederer, B. (2018). The part-time revolution: Changes in the parenthood 

effect on women’s employment in Austria. Vienna: Vienna Institute of Demography, 
Österreichische Akademie der Wissenschaften (Vienna Institute of Demography), 
Working Papers 4/2018.  

 https://www.oeaw.ac.at/fileadmin/subsites/Institute/VID/PDF/Publications/Workin
g_Papers/WP2018_04.pdf [retrieved March 29, 2021] 

Berghammer, C. & Schmidt, E.-M. (2019). Familie, Partnerschaft und Geschlechterrollen - 
Alles im Wandel? In: Aichholzer, J., Friesl, C. & Hajdinjak, S. (Ed.), Quo vadis, 
Österreich? Wertewandel zwischen 1990 und 2018. Wien: Czernin Verlag (1), 57–88. 

Bergmann, N., Papouschek, U., Sorger, C. & Schönauer, A. (2010). Qualität von 
Teilzeitbeschäftigung und die Verbesserung der Position von Frauen am Arbeitsmarkt. 
Analyse und Umsetzungsbeispiele. Forschungsbericht. Wien: Bundeskanzleramt - 
Bundesministerin für Frauen und öffentlichen Dienst.  

 http://www.lrsocialresearch.at/files/Endbericht_Qualitaet_von_Teilzeit.pdf [retrieved 
March 4, 2019] 

Bernhardt, J. & Bünning, M. (2017). Arbeitszeiten von Vätern: Welche Rolle spielen 
betriebskulturelle und betriebsstrukturelle Rahmenbedingungen? [Fathers’ working 
times: What role do cultural and structural workplace conditions play?]. Journal of 
Family Research/Zeitschrift für Familienforschung, 29, 1, 49–71. 

Biletta, I., Mullan, J., Parent-Thirion, A. & Wilkens, M. (2018). Women in management: 
Underrepresented and overstretched? Luxembourg: Eurofond. 

Charles, N. (2014). Doing gender, practising politics. Workplace cultures in local and 
devolved government. Gender, Work and Organization.  

 https://doi.org/10.1111/gwao.12042 



   

 

634 

Chung, H. (2019). Part-time working women’s access to other types of flexible working 
time arrangements across Europe. In: Nicolaisen, H. (Ed.), Dualization of Part-Time 
Work. The Development of Labour Market Insiders and Outsiders. Policy Press (Research 
in comparative & global social policy), 109–132. 

Collins, C. (2020). Who to blame and how to solve it: Mothers’ perceptions of work–family 
conflict across Western policy regimes. Journal of Marriage and Family, 82, 3, 849–874.  

 https://doi.org/10.1111/jomf.12643 
Dallos, A. & Kovács, J. (2021). Stereotypes in the work–family interface as an obstacle to 

social change? Evidence from a Hungarian vignette study. Journal of Family Issues, 42, 
1, 110–135.  

 https://doi.org/10.1177/0192513X20916835 
Davis, S. N. & Greenstein, T. N. (2009). Gender Ideology. Components, predictors, and 

consequences. Annual Review of Sociology, 35, 87–105.  
 https://doi.org/10.1146/annurev-soc-070308-115920 
Diabaté, S. & Beringer, S. (2018). Simply the best!? Kulturelle Einflussfaktoren zum 

„intensive mothering“ bei Müttern von Kleinkindern in Deutschland [Simply the 
Best!? ‒ The impact of cultural factors on “intensive mothering” among mothers of 
toddlers in Germany]. Journal of Family Research/Zeitschrift für Familienforschung, 30, 
3, 293–315. 

Dörfler, S., Rille-Pfeiffer, C., Buchegger-Traxler, A., Kaindl, M., Klepp, D. & Wernhart, G. 
(2009). Evaluierung Elternteilzeit. Die Sichtweisen von Eltern, Unternehmen und 
ExpertInnen zur Neuregelung der Elternteilzeit. Wien (ÖIF-Forschungsbericht 1). 

Dunatchik, A. & Özcan, B. (2020). Reducing mommy penalties with daddy quotas. Journal 
of European Social Policy, 095892872096332.  

 https://doi.org/10.1177/0958928720963324 
Edgley, A. (2021). Maternal presenteeism: Theorizing the importance for working mothers 

of ‘being there’ for their children beyond infancy. Gender, Work and Organization.  
 https://doi.org/10.1111/gwao.12619 
EIGE (2014). Gender equality and economic independence. Part-time work and self-

empolyment; review of the implementation of the Beijing Platform for Action in the EU 
Member States. Luxembourg: Publ. Office of the Europ. Union (Report). 

EIGE (2019). Gender Equality Index 2019 - Work-life balance. Vilnius: European Institute 
for Gender Equality. 

 https://eige.europa.eu/publications/gender-equality-index-2019-report. [retrieved 
March 4, 2020] 

Eurofound & International Labour Office (2017). Working anytime, anywhere: The effects on 
the world of work. Luxembourg: Publications Office of the European Union. 

European Commission (2018). 2018 Report on equality between women and men in the EU. 
Luxembourg: Publications Office (Report on equality between women and men 2018). 

Evertsson, M. & Grunow, D. (2019). Swimming against the tide or going with the flow? 
Stories of work-care practices, parenting norms and the importance of policies in a 
changing Europe. In: Grunow, D. & Evertsson, M. (Ed.), New Parents in Europe: Work-
Care Practices, Gender Norms and Family Policies. Cheltenham, Northhampton: Edward 
Elgar Publishing, 226-246. 



 635 

 

Fritsch, N.-S., Liedl, B. & Paulinger, G. (2020). Horizontal and vertical labour market 
movements in Austria: Do occupational transitions take women across gendered 
lines? Current Sociology.  

 https://doi.org/10.1177/0011392120969767 
Froschauer, U. & Lueger, M. (2003). Das qualitative Interview. Zur Praxis interpretativer 

Analyse sozialer Systeme. Wien: WUV. 
Froschauer, U. & Lueger, M. (2006). Qualitative Organisationsdiagnose als Grundlage für 

Interventionen und als Intervention. Corporate Entrepreneurship, 233–287. 
Gatrell, C. & Cooper, C. L. (2016). A sense of entitlement? Fathers, mothers and 

organizational support for family and career. Community, Work and Family, 19, 2, 
134–147.  

 https://doi.org/10.1080/13668803.2016.1134121 
Grunow, D., Begall, K. & Buchler, S. (2018). Gender Ideologies in Europe. A 

multidimensional framework. Journal of Marriage and Family, 80, 1, 42–60. 
https://doi.org/10.1111/jomf.12453. 

Grunow, D. & Lietzmann, T. (2021). Women’s employment transitions: The influence of 
her, his, and joint gender ideologies. Demographic Research, 45, 55–86.  

 https://doi.org/10.4054/DemRes.2021.45.3 
Hermann, C., Saupe, B., Krenn, M., Schönauer, A., Herr, B. & Holtgrewe, U. (2016). 

Arbeitszeitflexibilisierung auf betrieblicher Ebene. Gesamtbericht. Wien: FORBA - 
Forschungs- und Beratungsstelle Arbeitswelt.  

 https://www.sozialministerium.at/cms/site/attachments/9/2/8/CH3434/CMS147617
2267651/arbeitszeitflexibilisierung_endbericht_forba_26_1_16.pdf [retrieved March 4, 
2019] 

Hipp, L., Molitor, F., Leschke, J. & Bekker, S. (2017). Teilzeitväter? Deutschland, 
Schweden, Irland und die Niederlande im Vergleich [Working part-time? A 
comparison of part-time employment among fathers in Germany, Sweden, Ireland 
and the Netherlands]. Journal of Family Research/Zeitschrift für Familienforschung, 29, 
1, 32–48. 

Holzinger, F., Hafellner, S. & Schön, L. (2019). Ergebnisse der Gleichstellungserhebung 2018. 
Im Auftrag des Bundesministeriums für Verkehr, Innovation und Technologie: Joanneum 
Research Forschungsgesellschaft mbH (Research Report Series 195). 

Kellner, B., Korunka, C., Kubicek, B. & Wolfsberger, J. (2020). Wie COVID-19 das Arbeiten 
in Österreich verändert. Flexible Working Studie 2020: Deloitte Consulting GmbH. 

 https://www2.deloitte.com/content/dam/Deloitte/at/Documents/presse/Deloitte-
Flexible-Working-Studie-2020.pdf [retrieved December 4, 2020] 

Kitterød, R. H., Rønsen, M. & Seierstad, A. (2013). Mobilizing female labour market 
reserves. What promotes women’s transitions between part-time and full-time work? 
Acta Sociologica, 56, 2, 155–171.  

 https://doi.org/10.1177/0001699313479954 
Klesment, M. & van Bavel, J. (2017). The reversal of the gender gap in education, 

motherhood, and women as main earners in Europe. European Sociological Review, 33, 
3, 465–481.  

 https://doi.org/10.1093/esr/jcw063 



   

 

636 

Kleven, H., Landais, C., Posch, J., Steinhauer, A. & Zweimüller, J. (2020). Do family policies 
reduce gender inequality? Evidence from 60 years of policy experimentation.  

 https://www.henrikkleven.com/uploads/3/7/3/1/37310663/austria_family_policy_no
v2020.pdf [retrieved December 8, 2020] 

Koslowski, A., Blum, S., Dobrotić, I., Kaufman, G. & Moss, P. (2020). 16th International 
Review on Leave Policies and Related Research.  

 https://doi.org/10.18445/20200915-131331-0 
Kurowska, A. (2018). Gendered effects of home-based work on parents’ capability to 

balance work with non-work. Two countries with different models of division of 
labour compared. Social Indicators Research, 20, 2, 90.  

 https://doi.org/10.1007/s11205-018-2034-9 
Kvande, E. & Brandth, B. (2019). Designing parental leave for fathers – promoting gender 

equality in working life. International Journal of Sociology and Social Policy, ahead-of-
print, 275.  

 https://doi.org/10.1108/IJSSP-05-2019-0098 
Langner, L. A. (2018). Flexible men and successful women. The effects of flexible working 

hours on German couples’ wages. Work, Employment and Society, 32, 4, 687–706.  
 https://doi.org/10.1177/0950017017708161 
Lewis, S. & Smithson, J. (2016). Sense of entitlement to support for the reconciliation of 

employment and family life. Human Relations, 54, 11, 1455–1481.  
 https://doi.org/10.1177/00187267015411003 
Liebig, B. & Kron, C. (2017). Ambivalent benevolence: The instrumental rationality of 

father-friendly policies in Swiss organizations. In: Liebig, B. & Oechsle, M. (Ed.), 
Fathers in work organizations: inequalities and capabilities, rationalities and politics. 
Opladen, Berlin, Toronto: Barbara Budrich Publishers, 105–125. 

Liebig, B. & Oechsle, M. (Ed.) (2017). Fathers in work organizations: inequalities and 
capabilities, rationalities and politics. Opladen, Berlin, Toronto: Barbara Budrich 
Publishers. 

Lott, Y. (2019). Weniger Arbeit, mehr Freizeit? Wofür Mütter und Väter flexible 
Arbeitsarrangements nutzen. WSI Mitteilungen. Monatszeitschrift des Wirtschafts- und 
Sozialwissenschaftlichen Institutes in der Hans Böckler Stiftung, 47. 

Lott, Y. & Klenner, C. (2018). Are the ideal worker and ideal parent norms about to 
change? The acceptance of part-time and parental leave at German workplaces. 
Community, Work and Family, 21, 5, 564–580.  

 https://doi.org/10.1080/13668803.2018.1526775 
Luekemann, L. & Abendroth, A.-K. (2018). Women in the German workplace. What 

facilitates or constrains their claims-making for career advancement? Social Sciences, 
7, 11, 214.  

 https://doi.org/10.3390/socsci7110214 
Lyonette, C. (2015). Part-time work, work–life balance and gender equality. Journal of 

Social Welfare and Family Law, 37, 3, 321–333.  
 https://doi.org/10.1080/09649069.2015.1081225 
 
 



 637 

 

Mader, K., Derndorfer, J., Disslbacher, F., Lechinger, V. & Six, E. (2020). Genderspezifische 
Effekte von COVID-19. Wien.  

 https://www.wu.ac.at/vw3/forschung/laufende-
projekte/genderspezifscheeffektevoncovid-19. [retrieved December 7, 2020] 

Mannheim, K. (1980). Strukturen des Denkens. Frankfurt am Main: Suhrkamp. 
Mauerer, G. & Schmidt, E.-M. (2019). Parents’ strategies in dealing with constructions of 

gendered responsibilities at their workplaces. Social Sciences, 8, 9, 250.  
 https://doi.org/10.3390/socsci8090250. 
Miller, B., Carter, J., MacRae, C. & Schulz, B. (2021). A comparative analysis of attitudes 

towards female and male breadwinners in Germany, Sweden and the United States. 
Journal of Gender Studies, 30, 3, 358–370.  

 https://doi.org/10.1080/09589236.2021.1872510 
Müller, U., Riegraf, B. & Wilz, S. M. (Ed.) (2013). Geschlecht und Organisation. Wiesbaden: 

Springer Fachmedien (24). 
Nylin, A.-K., Musick, K., Billingsley, S., Duvander, A.-Z. & Evertsson, M. (2021). Trends in 

women’s relative earnings within couples across the transition to parenthood in 
Sweden, 1987–2007. European Sociological Review.  

 https://doi.org/10.1093/esr/jcaa056 
OECD (2016). OECD Family Database - Social Policy Division. OECD Directorate of 

Employment, Labour and Social Affairs. 
Ostendorp, A. & Nentwich, J. C. (2005). Im Wettbewerb um „Familienfreundlichkeit“. 

Konstruktionen familienfreundlicher Wirklichkeiten zwischen gleichstellerischen 
Idealen und pragmatischer Machbarkeit [Competing for „family friendliness“: the 
construction of family friendly realities between the utopia of gender equality and 
pragmatic feasiblity]. Journal of Family Research/Zeitschrift für Familienforschung, 17, 3, 
333–356. 

Padavic, I., Ely, R. J. & Reid, E. M. (2019). Explaining the persistence of gender inequality. 
The work–family narrative as a social defense against the 24/7 work culture. 
Administrative Science Quarterly, 26, 000183921983231.  

 https://doi.org/10.1177/0001839219832310 
Pedersen, D. E. (2012). The good mother, the good father, and the good parent. Gendered 

definitions of parenting. Journal of Feminist Family Therapy, 24, 3, 230–246.  
 https://doi.org/10.1080/08952833.2012.648141 
Plantenga, J. & Remery, C. (2010). Flexible working time arrangements and gender equality. A 

comparative review of 30 European countries. Luxembourg: Publ. Off. of the Europ. 
Union. 

Pongratz, H. J. & Voß, G. G. (2003). From employee to ‘entreployee’. Concepts and 
Transformation, 8, 3, 239–254.  

 https://doi.org/10.1075/cat.8.3.04pon 
Riegraf, B. (2010). Organisation, Geschlecht, Kontingenz. Die Bedeutung des 

Poststrukturalismus für die geschlechtersoziologische Organisationsforschung. 
Feministische Studien, 2010, 1, 99–108. 

Rille-Pfeiffer, C. & Kapella, O. (2021). Evaluierung des neuen Kinderbetreuungsgeld-Kontos 
und der Familienzeit. Meta-Analyse. Wien (ÖIF Forschungsbericht 37). 



   

 

638 

Rubery, J. (2015). Austerity and the future for gender equality in Europe. ILR Review, 68, 
4, 715–741. 

  https://doi.org/10.1177/0019793915588892 
Sardadvar, K. (2019). Ausgelagert und unsichtbar: Arbeitsbedingungen in der 

Reinigungsbranche. Momentum Quarterly - Zeitschrift für sozialen Fortschritt, 8, 2, 79. 
 https://doi.org/10.15203/momentumquarterly.vol8.no2.p79-94 
Sardadvar, K., Bergmann, N. & Sorger, C. (2020). Vaterschaft in Männerbranchen: 

zwischen neuen Arbeitszeitkulturen und traditionellem Erwerbsideal. GENDER – 
Zeitschrift für Geschlecht, Kultur und Gesellschaft, 12, 2-2020, 28–44.  

 https://doi.org/10.3224/gender.v12i2.03 
Sardadvar, K., Mairhuber, I. & Papouschek, U. (2018). „Familienfreundliche“ 

Arbeitszeiten: mit welchem Ziel - um welchen Preis? In: Eichmann, H., Saupe, B. & 
Schönauer, A. (Ed.), Arbeitszeitlandschaften in Österreich. Nomos Verlagsgesellschaft 
mbH & Co. KG, 317–335. 

Saupe, B. (2018). Landschaften, Splittergruppen, Zeitzonen? Muster flexibler 
Arbeitszeitgestaltung in Österreich. In: Eichmann, H., Saupe, B. & Schönauer, A. 
(Ed.), Arbeitszeitlandschaften in Österreich. Nomos Verlagsgesellschaft mbH & Co. KG, 
89–126. 

Schein, E. H. (1992). Organizational culture and leadership. San Francisco: Jossey-Bass 
Publishers (2. Auflage). 

Schmidt, E.-M., Kaindl, M. & Mazal, W. (2020). Frauen in der Arbeitswelt. 
Erwerbsarbeitszeitmodelle und deren Potenzial für Frauenförderung und 
Geschlechtergleichstellung. Wien: Österreichisches Institut für Familienforschung an 
der Universität Wien (ÖIF-Forschungsbericht 32).  

 https://doi.org/10.25365/phaidra.160. [retrieved March 7, 2021] 
Schönauer, A. (2018). Klein- und Mittelunternehmen ticken anders: Entstehung und 

Abgeltung langer Arbeitszeiten in KMUs. In: Eichmann, H., Saupe, B. & Schönauer, 
A. (Ed.), Arbeitszeitlandschaften in Österreich. Nomos Verlagsgesellschaft mbH & Co. 
KG, 129–144. 

Seebacher, L. M. & Wieser, C. (2018). AK.Frauen.Management.Report.2018. Wien: Kammer 
für Arbeiter und Angestellte. 

Smithson, J. (2000). Using and analysing focus groups. Limitations and possibilities. 
International Journal of Social Research Methodology, 3, 2, 103–119. 

 https://doi.org/10.1080/136455700405172 
Sørensen, S. Ø. (2017). The performativity of choice. Postfeminist perspectives on work–

life balance. Gender, Work and Organization, 24, 3, 297–313.  
 https://doi.org/10.1111/gwao.12163 
Stadler, B. (2019). Elternteilzeit in Österreich. Entwicklungen und Beschäftigungseffekte: Wien: 

FORBA - Forschungs- und Beratungsstelle Arbeitswelt. 
Stadler, B. & Mairhuber, I. (2018). Arbeitszeiten von Paaren Aktuelle Verteilungen und 

Arbeitszeitwünsche. Wien: FORBA - Forschungs- und Beratungsstelle Arbeitswelt 
(FORBA-Forschungsbericht 3/2017). 

 
 



 639 

 

Stuth, S. & Hipp, L. (2017). Führung in Teilzeit? – Eine empirische Analyse zur 
Verbreitung von Teilzeitarbeit unter Führungskräften in Deutschland und Europa. In: 
Karlshaus, A. & Kaehler, B. (Ed.), Teilzeitführung. Rahmenbedingungen und 
Gestaltungsmöglichkeiten in Organisationen. Wiesbaden: Springer Gabler, 31–43. 

Tilcsik, A. (2021). Statistical discrimination and the rationalization of stereotypes. 
American Sociological Review, 86, 1, 93–122.  

 https://doi.org/10.1177/0003122420969399 
Traavik, L. E. (2018). Career equality. Gender in Management: An International Journal, 

33, 6, 451–465.  
 https://doi.org/10.1108/GM-07-2017-0092 
van Bavel, J., Schwartz, C. R. & Esteve, A. (2018). The Reversal of the Gender Gap in 

Education and Its Consequences for Family Life. Annual Review of Sociology, 44, 1, 
341–360.  

 https://doi.org/10.1146/annurev-soc-073117-041215 
Vogl, S., Schmidt, E.-M. & Zartler, U. (2019). Triangulating perspectives. Ontology and 

epistemology in the analysis of qualitative multiple perspective interviews. 
International Journal of Social Research Methodology, 22, 6, 611–624.  

 https://doi.org/10.1080/13645579.2019.1630901. 
Voß, G. G. (2001). Der Arbeitskraftunternehmer. Ein neuer Typus von Arbeitskraft und seine 

sozialen Folgen (Arbeitspapier Nr. 43).  
 http://www.forschungsnetzwerk.at/downloadpub/file1.pdf [retrieved Sepember 4, 

2019] 
Warren, T. & Lyonette, C. (2018). Good, bad and very bad part-time jobs for women? Re-

examining the importance of occupational class for job quality since the ‘Great 
Recession’ in Britain. Work, Employment and Society, 32, 4, 747–767.  

 https://doi.org/10.1177/0950017018762289 
Wentner, G., Aichinger, E. & Wagner, G. (2019). Frauen und Führung. Umfrage: Deloitte 

Österreich.  
 https://www2.deloitte.com/content/dam/Deloitte/at/Documents/consulting/at-

deloitte-umfrage-frauen-und-fuehrung-2019.pdf [retrieved March 4, 2019]. 
Wernhart, G., Dörfler, S., Halbauer, S., Mazal, W. & Neuwirth, N. (2018a). Familienzeit - 

Wie die Erwerbsarbeit den Takt vorgibt. Perspektiven zu einer Neugestaltung der Arbeitszeit. 
Wien: ÖIF, Österreichisches Institut für Familienforschung (Forschungsbericht 25). 

Wernhart, G., Halbauer, S. & Kaindl, M. (2018b). Auswirkungen familienfreundlicher 
Maßnahmen auf Unternehmen. Eine Untersuchung in auditierten Unternehmen. Wien: 
Österreichisches Institut für Familienforschung an der Universität Wien (ÖIF-
Working paper 89). 

West, C. & Zimmerman, D. H. (2009). Accounting for doing gender. Gender & Society, 23, 
1, 112–122.  

 https://doi.org/10.2307/20676758 
Williams, J. C., Blair-Loy, M. & Berdahl, J. L. (2013). Cultural schemas, social class, and 

the flexibility stigma. Journal of Social Issues, 69, 2, 209–234.  
 https://doi.org/10.1111/josi.12012 
Witzel, A. (2000). Das problemzentrierte Interview. Forum Qualitative Sozialforschung / 

Forum: Qualitative Social Research, 1, 1, 22. 



   

 

640 

Zannella, M., Hammer, B., Prskawetz, A. & Sambt, J. (2018). A quantitative assessment of 
the rush hour of life in Austria, Italy and Slovenia. European Journal of Population. 

  https://doi.org/10.1007/s10680-018-9502-4 
  



 641 

 

Information in German 

Deutscher Titel 

Flexible Arbeitsregelungen für alle? Wie kollektive Konstruktionen in der Arbeitswelt 
Geschlechterungleichheiten aufrechterhalten 

Zusammenfassung 

Fragestellung: Dieser Artikel befasst sich mit der Frage, wie erweiterte Optionen flexibler 
Erwerbstätigkeit von Arbeitgeber*innen und Arbeitnehmer*innen legitimiert werden und 
ob diese Potential haben, ungleiche Arbeitsaufteilung zwischen Frauen und Männern zu 
verringern. 

Hintergrund: Geschlechterungleichheiten halten sich in Österreich sehr hartnäckig. Zum 
einen zeigen sich diese in der bestehenden ungleichen Aufteilung von unbezahlter 
Familienarbeit zwischen Elternteilen, zum anderen in der unveränderten 
Vollzeitbeschäftigung von Männern, während Frauen zunehmend in Teilzeit erwerbstätig 
sind. In den vergangenen Jahren wurden die Möglichkeiten flexibler Arbeitszeiten und 
Arbeitsorte für Arbeitnehmerinnen und Arbeitnehmer zunehmend ausgebaut, 
insbesondere für jene mit familiären Verpflichtungen und auch für Führungskräfte. 

Methode: Zur Beantwortung der Forschungsfrage wurden sechs Gruppendiskussionen 
und 16 leitfadengestützte Interviews durchgeführt und analysiert, mit Arbeitgeber*innen 
(n=39) und Arbeitnehmer*innen (n=25) von insgesamt 29 kontrastierenden 
Unternehmen aus ganz Österreich. Die rekonstruktive Analyse ermöglichte es, die 
kollektiven Orientierungsmuster zu erfassen, die flexiblen Erwerbsarbeitsmodellen und 
Karriereoptionen zugrunde liegen. 

Ergebnisse: Insbesondere Teilzeiterwerbstätigkeit und die damit zusammenhängende 
Flexibilität wurde als neue Norm konstruiert, vor allem für Frauen, die (potentiell) Kinder 
haben. Gleichzeitig legitimierten die Arbeitgeber*innen und Arbeitnehmer*innen jedoch, 
dass Frauen von jeglichen daraus resultierenden Nachteilen beschützt werden müssten, 
die wiederum auf der nach wie vor bestehenden Norm der idealen Arbeitskraft beruhen. 
Männer – die als Partner dieser Frauen unterstützend wirken könnten, indem sie ebenso 
von diesen Optionen Gebrauch machten, um die Kinderbetreuung zu übernehmen – 
wurden nicht als Zielgruppe konstruiert. 

Schlussfolgerung: Im kulturellen Kontext von Österreich führt das Angebot an 
familienfreundlichen, flexiblen Arbeitsmodellen demzufolge eher dazu, 
Geschlechterungleichheiten zu reproduzieren und aufrechtzuerhalten, weil Männern 
kein Bedürfnis und kein Bedarf nach diesen Optionen zugesprochen wird und dieser 
Umstand von den Befragten auch nicht explizit problematisiert wird. 

Schlagwörter: Teilzeiterwerbstätigkeit, Arbeitsaufteilung, Kinderbetreuung, 
Geschlechterungleichheiten, Karriereoptionen, Geschlechternormen 
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