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Abstract

Work and Life in the Balance:
Ways of Working and Living Among Elite French, Norwegian, and AmericareBsafnals

by
Jeremy Markham Schulz

Doctor of Philosophy in Sociology
University of California, Berkeley
Professor Neil Fligstein, Chair

The idea that work-shy Western Europeans and work-crazed Ameritfans di
fundamentally in their orientations to working life and private life has gainéel @urrency on
both sides of the Atlantic within the social science community, spawning raftedegscharting
differences in aggregate time use patterns and work value orientations. Takkgpeantial
perspective on the behaviors and orientations constitutive of working life and prfieateyli
dissertation approaches the question of cross-national and transatlantndéfom a novel
standpoint. Drawing on over one hundred and fifty in-depth interviews with compai&ble el
professionals, the dissertation carries out a three-way case study gb¢hierial divergences
and convergences between the working lives and private lives of comparable Frenagi&lor
and American elite professionals working and living in Paris, Oslo, and San Feancisc

The dissertation examines the ways these three groups organize and exfegience
working lives and their private lives by exploring convergences and divergeiatisg to a
number of analytical dimensions. The study contrasts their daily work rouheesemporal
zoning practices, their career pathways and aspirations, their romaintiergasccupational
profiles, as well as their ways of talking about work, work effort, and leisuptalizing on my
unique body of data, the dissertation reveals the forms which these various prautice
orientations take in these three distinctive societal environments.

The dissertation's findings add a new dimension to the ongoing debates around overwork,
extreme work, and work-life strain among managers and professionals. The cbugysative
findings reveal important differences in the ways that comparable populatioite &rehch,
Norwegian, and American managers and professionals working in similarbgtakys,
rewarding, and remunerative jobs constitute working life and private lifetiveeta their
American or French counterparts, elite Norwegian managers and pootdsdreat their
working lives as a less greedy life realm, responding to a social and kettur@nment which
acts in very specific ways to inhibit the kind of extreme work habits which run ranmpiduetsie
two other societal contexts.

While both the French and American elite managers and professionals engageme
working, this way of working assumes somewhat different forms in the twdacmatexts.
The extreme work of the American managers and professionals is drieete@p-seated desire



to perform well in a competition over money and personal status. By contrastirdreeswork

of the French managers and professionals issues from an attachment to anonedugantity
defined through membership in a recognized social and cultural elite. This identity
strengthened and reinforced by a surprisingly strong tendency for ted-realch elite
professionals to pair up with occupationally matched women pursuing their own demanding
careers.

Just as the dissertation provides a rich and. nuanced picture of working life d@sag t
three groups of managers and professionals, it illuminates the complex linkagesrbextreme
work among managers and professionals, on the one hand, and facets of societal context, on the
other hand. Analyzing these connections from a variety of theoretical perspetiie
dissertation reveals the sources of these differences in stratificaliores, gender cultures,
systems of elite education, and patterns of romantic and family life.
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Introduction

Empirically validated claims regarding the social, economic, and alttiiferences and
similarities between the United States and Western Europe, whether stgpodritical of the
notion of a transatlantic divide, have long been grounded in long-distance portragdoiited
States and various European countries based on aggregate data (Baldwin 2009li 2@0ime
Jacobs & Gerson 2006, Alesina et al 2005). Perhaps nowhere is this reliance omgtim's le
panoramas of the United States and Western Europe more apparent than in thentastlec
area of working hours, work cultures, working conditions, and working life as a whaléwd-
decades, the debate over the overworked American and the leisured European hasdoroceed
solely with reference to such coarse-grained bird's eye views of world@ranti private life on
the two continents. Both parties to this debate, those who uphold the idea of the transatlant
divide and those who seek to rebut it, have marshaled large bodies of macrolevel datatin order
plead their cases. Every contribution to this debate features an appeal t@vehomohggregate
evidence, such as impressively detailed accounts of working time policies tisapdus
statistical analyses of time diary data, and statistical analysgsnién datd.

The Transatlantic Divide in Working Time Patterns

These often rigorous and comprehensive studies have yielded a wealthha§ img@the
contours of this divide in working life at the aggregate level, revealing sengrattant
transatlantic divergences at the aggregate level. With respect toexaaragal working hours,
for example, it is well-known that the United States ranks higher in the distntiban most
Western European countries. Economists have established that the gap betwesnagee av
annual hours for the modal American and the modal French employee or Germareerhploy
widened steadily since the late 1970s (Alesina et al 2005). By the year 2005, th®uatodal
Scandinavian, German, or French worker logs several hundred work hours fewer on an annual
basis than his or her American counterpart, as illustrated in the following @&&D

! Just as these aggregate studies of work housrpsithave revealed many intriguing transatlaniierjences
between the US and Western European countriescylarty those located in the northwestern corrfdwope,
macrolevel historical accounts of working time rags have uncovered divergences between the |dmisez-
American working time regime and more regulated i@strictive Western European regimes, particuldréy top-
down" German and French models (Burgoon & BaxarRG0K).



Working year

Average annual hours worked per worker, 2005*
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Further, the proportion of long-hours workers who regularly clock more than fifty howasrk
per week is far higher in the United States than in Western European countriggedibe
incidence of "long-hours" work in the American (and British workforces) asstgae
workforce of Western European countries such as France and Germanyastalgished in the
work hours literature (Jacobs & Gerson 2006, Alesina et al 2005, Jacobs & Gerson 2002). This
gap between the proportion of American long-hours workers and Western European leng-hou
workers, particularly in countries like France, the Netherlands, Gerraadyhe Scandinavian
countries, is particularly pronounced for women workers (Medalia & Jacobs 2008) sidies
of aggregate work hours statistics have uncovered a divergence in the waywrkinag ime is
distributed over the workweek and the work year. The European economists Boenrdad B
have shown that the modal German worker not only devotes fewer hours to work than the moda
American worker, but confines more of his/her paid work to weekdays and canedsusours
(i.,e. 8 AM - 6 PM) as opposed to evenings and weekends (Boeri & Burda 2008). The
distinctiveness of the United States in relation to core Western Europeaneaatrialso be
discerned in terms of vacation time (Schor 1992: 32-3). Americans lack acdesstattitory
and collectively agreed guaranteed paid leave which can amount to up to 30 days in some
European countries (Alesina et al 2005). In 2005, the modal member of the French workforc
dedicated an average of 33 days per calendar year to vacations, for exdnigldeimodal
American worker made do with a grand total of eleven vacation days during the obtire
year (Baldwin 2009: 28). The same pattern holds with regards to Germanyanthiyther
Western European countries.

An equally large chasm separates the United States from these confiueopsan
countries when it comes to patterns of working time among (heterosexual) cheal cauples.
Even though as a rule managers and professionals tend to work the longest hours of any
occupational group and women tend to be less well-represented in the managlesialf r
European companies than American compahils,proportion of American dual-earner couples

2 Women account for a significantly larger perceatafjthe American managerial workforce than the aganial
workforces of countries like France, Germany, andwdy. In 1990 men accounted only for 54% of marage
the US, but they accounted for 83% of managersomsy, 78% of managers in Germany, and 86% of nmensdg
France (Anker 1998: 258).



averaging over 100 working hours per week still exceeds the proportion of Germameacid F
dual-earner couples working similar hours by a large margin, as can ba seewchart below:
Proportion of Dual Earner Couples Working 100+ Hours per Week
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With regard to these working hour patterns, the United States handily beats outlRdonhga
with the rest of Western Europe for the honor of having the hardest working doai-eauples.
As a result of their longer working hours and dearth of vacation days, Americarsfisuff a
relative dearth of discretionary time in relation to their Western Europe&as. pes we might
expect, countries like France and Sweden outpace the United States when ibdbmes t
proportion of awake time consumed by nonwork activities, as the following chart tisstra
(Viard 2002: 66):

Proportion of awake time dedicated to private life
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M = Proportion of awake
84 M time dedicated to
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Transatlantic Divergences in Orientations to Working Life

Yet another line of research into the divide in working life goes down a diffeatimt
venturing beyond purely objective dimensions of transatlantic similarity asardiarity.
Scholars affirming the existence of a transatlantic divide have citeeysgenerated opinion
data on work centrality, for example. Surveys carried out in the 1980s demonslikeance
between the French population and the American population when it comes work ceasality
gauged by their patterns of agreement and disagreement with the statedesmeése in the
importance of work in our lives would be a good thing." As Michéle Lamont notes in Money,
Morals, and Mannershe rate of agreement with this statement in Francdnpésthe rate of




agreement in the United States, at least when the survey was administbeeldtia 1980s

(Lamont 1992: 241). Surveying professional employees in the British, American, and Hong
Kong offices of a global financial corporation, Wharton and Blair-Loy fouschall but

noticeable divergence in the level of interest in part-time work schedules expbys&merican

as against British respondents sharing the same socio-demographitecisaicsc(although this
gap was eclipsed by the gap between the US and UK groups and the group from Hong Kong)
(see Wharton & Blair-Loy 2002: 53).

Cross-cultural psychologists interested in the importance of work vis-aresdimains
within the individual's subjective "life space” (Snir 2002) have investigated ¢nealef work
centrality characteristic of American versus Western European @aeBnitish, and Dutch)
workers. Drawing from their cross-national survey data, they have concludeahtiaaerage,
Americans do exhibit a higher degree of work centrality and hold a more liée/attitudes
towards hard work than their German, Dutch, and British counterparts, when cogtiaili
occupation and other individual-level factors (Heller & Ruiz-Quintanella 1995: 5-h&or
1990). However, a recent contribution to this literature drawing from World V8ue®y data
finds that the modal European is actually more likely to agree with the¢iasgbat "work is
what makes life worth living" than the modal Amerig¢@kulicz-Kozaryn 2010), suggesting a
transatlantic divide going in the other direction.

Transatlantic Divergences in Family Life and Marriage

Analyses of analogous kinds of aggregate data from the United States aathWest
Europe has also uncovered some intriguing divergences between famithéelWnited States
and family life in many European countries with respect to intimate pahips and romantic
relations. As Andrew Cherlin reports, intimate partnerships in Western Earopeatries
typically outlast American partnerships. Compared to their European courggApadrican
women tend to marry at younger ages and tend to cohabit with partners in lieuiafjenbn
other words, Americans move into and out of marital relationships with more yathiatit their
French or Scandinavian peers and endure more breakups than their Europeaittpeers w
given time period (Cherlin 2009: 17-20).

The Project's Aims and Scope

These existing comparative studies of working life and private life in thentdS a
Western European countries, despite their perfunctory claims to draw ondtpaknalysis”
(Martinelli 2007: 5), hover at an abstract analytical level far removed fieradncrete
specificities of social life in its "first-person” or experientiadarnation (Levi Martin 2003).
Training their attention exclusively on thedal behavioral and orientational patterns visible at
the aggregated level of analysis, they do not touch on either the grammar (B2a0%a52) of
working life ad private life in these different societal contexts. Nor candékyeate the
concrete fields of action and motivation which shape the decision-making aedistrg which
enter into the constitution of working life and private life in these settRgegchemeyer 2009,
Levi Martin 2003). This grammar and these fields of action and motivation arentha ¢tepics
of this project. Addressing the question of a transatlantic divergence in wbf&ifrgm this
novel perspective, this project use data from an in-depth comparative study t@dchsions
about differences and similarities between the working lives and privateficescrete
individuals living and working in the United States and two Western European countries.



By charting cross-national similarities and divergences through a catwparase study
examining the lives of concrete individuals, we can lay bare the motiggtidaological, life
history, and communicative dimensions of working life and private life on both sides of t
Atlantic. With this study we can also answer the question implicitlyddgehe many studies
of the American manager and professional; namely, whether the Amelhdaroeallar worker
engages with work in a distinctively "devotional” way (Blair-Loy 2003, réotild 1997, Schor
1992).

In order to carry out this task, the dissertation veers from the well-worytiarnmslth
traced by previous research into patterns of working life and private life in Eanolpie
United States (see Research Methods Appendix). Rather than comparing andrapntrast
abstract behavioral and orientational patterns characteristic of thenbgpak modal individual
who stands in for the American or European population or workforce, this thesis undertakes an
inductive case-based comparison of concrete individuals and groups living out/ésein |
concrete cultural and structural contexts (Yin 1995, Ragin & Zaret 1983). Thpadson
involves an in-depth examination of the routines, motivations, life architectures, arayidabl
practices of comparable urban American and Western European businessqmalessi they
relate to working life, leisure, and family life.

This analytic strategy makes possible a more holistic approach to the dinseofi
similarity and dissimilarity under investigation. Rather than treatinghgtgutional, social, and
cultural dimensions of working life and private life separately, as in previous catnpa
research, this dissertation seeks to understand the interrelations of these dianensions and
their instantiation in what | label "workscapes.” The analytical ingrof the workscape focuses
attention on the entire constellation of influences and impingements which conpéayin
shaping the "objective" situation and the "subjective" experience of theytarinorker under
study. The workscape therefore encompasses impingements whichfispringstitutional,
social, and cultural sources. Workscapes, in other words, cannot be reduced to thdir cultura
social, or institutional aspects.

Different workscapes can also vary in terms of their conduciveness to exiienky
some workscapes tend primarily to incite such behaviors and orientations whiteiofilat
them. At the outset, it is clear that each workscape greets the managdgessipnal with
specific constellations of institutional, cultural, and social conditions relévatreme work.
Some conditions make extreme work less desirable, less appealing, lesanyetess
rewarding, and less practical, while others make extreme work more desmaloé appealing,
more rewarding, and eminently "doable." Because workscapes have nfargntlidimensions
and aspects, and straddle the divide between the (inter)subjective (emoxipeagrdial,
cognitive) and the objective aspects of social life (Bourdieu & Wacquant 19%2peifectly
possible for a single workscape to promote work-centeredness in some wayé$tatelagainst
work-centeredness in other ways.

The conception of the workscape deployed together with the notion of work-centerednes
allow us to think relationally and "configurationally" (Ragin 2000) about patternsiing life
and the experiential "field" embracing working life and nonworking life whale (Tabboni
2001: 16-17, Elias 1992). The concept of the workscape can prove very useful in integrating the
findings from the dissertation's various analyses and charting the variousedneand
convergences between the ways of working and living characteristic Bfeheh, Norwegian,
and American respondents. This notion can also play an important role in the formulaton of



answer to the dissertation's central question about the nature and breadth ofdtarttians
divide in American and Western European working life and private life.

Why Elite Professionals as a Focal Population?

Following in the footsteps of the numerous studies which take the working lives and
private lives of managers and professionals as their empirical focus, teidaties takes the
men and women belonging to this influential, powerful, yet understudied classczsitsnits
of observation (Lamont 1992: xviii). Managers and professionals, as an economaczdiiyy s
and culturally privileged group within contemporary market capitalist sesieh both sides of
the Atlantic, not only set the terms on which members of many other classaslim@ik, but
lead work lives and sometimes private lives which many individuals acrosscihespectrum
seek to emulate (Bauman 1998). Further, the espesiatiyg temporal, economic, social, and
attentional investments which managers and professionals make in their vainke rtel
nonwork life realms, make them uniquely fruitful and "revelatory" candidates1l®96,
Maxwell 1994) for a comparative study of working life and private life in the diStates and
Western Europe.

For numerous managers and professionals, the domain of work exerts a very strong
gravitational pull, presenting a highly seductive and magnetic experiargrz which offers
numerous opportunities to craft and affirm desired identities and satisfisdatgal needs for
validation, companionship, and many other psychic and social gratifications. SoinBjtsh
workers have found that work commitment, as measured by the "lottery win" questibmays
higher among individuals employed in professional and managerial occupationsdikiatiuals
in less prestigious and remunerative occupations (Hakim 2003: 55, Rose 1994).

For the many elite managers and professionals who work in "high-commitment
organizations, this magnetism is often reinforced and amplified by a i€edgr 1974)
workplace environment. This environment confronts managers and professionals$ with al
manner of explicit and implicit inducements and pressures to allow work to monopelize t
time, energies, and attention, regardless of their nonwork interests, estiaitd commitments
(Andresky-Fraser 2001, Fuchs Epstein 1999). At the extreme, as these studiestdee) the
manager or professional who falls under the sway of the "cult" of "schema" liewootion
(Blair-Loy 2003,) feels more alive while working than while living her nonwiek |Just as
they are exposed to strong internal and external forces pressing thenctiedtiimselves
"body and soul" to their working life, often at the expense of their private livesbersrof this
occupational group also must contend with a range of forces which render hom&enamkli
work homelike, blurring the potentially impermeable boundaries separatingetiesgential
realms (Hochschild 1997). The "familizing" of the professional workplace arsliffesion of
the professional's home life with work-related tasks and activities aredesdf the
"integrationist” influences shaping the lives of many professionals andyeran@&lippert-Eng
1995, Gottschall 2003).

Experiencing working life as an imperialist and fluid life realm intentarqaering their
life space, many managers and professionals, particularly those with famihgicnents,
serious leisure interests, or other countervailing pgiN® serious thought to managing the
demands of their personal and professional lives and ameliorating potential andtehsal s
between these life realms. At the extreme, some of these managers argigualfedevise
what Swidler calls "policies” (Swidler 2001) regarding the allocation ¢ tietween working
life and private life, the reasons why work does or does not deserve large amoinmes of t



energy, or attention, the degree of commitment appropriate to working life angk pifivathe
proper timelines and timetables for various events in these domains, and so forth.efhmext
which many managers and professionals reflect on these themes and aunte @licies is
borne out in the commentaries which abound in the pages of interview-based studies of thei
work lives and private lives. For all of these reasons, this dissertation Samugiee working

lives and private lives of managers and professionals in the United States darth\Easope.

Work Devotion in Transatlantic Perspective

In-depth research on the nexus between working life and private life amoageman
and professional in multiple countries has yielded many insights into the temarwork's
capacity to induce vast commitments of time, energy, and attention. As thehest®ars, many
managers and professionals of both genders often engage with their work affarsatig
commitment worthy of dedication, long hours, and priority over other parts of lifem&oagers
and professionals, working life can serve as the primary experimentalwahere they affirm
they kind of person they aspire to be and the kind of life they wish to lead. Theseipnaiess
can embrace "extreme work" (Hewlett 2007) as an appropriate way ofFtfesome of these
individuals, working life assumes the role of an identity anchorage or alddatiaterest while
private life is shunted into the background (Stebbins 2004, Philipson 2002, Thompson &
Bunderson 2001). For these individuals, the emotional payoff of work success, partibelarly t
feelings of self-worth, usefulness, efficacy, and recognition fed by publslyl@iachievement
in the work arena, is the lure that makes work an fitting and irresistible colonizere and
energy (Blair-Loy 2003, Cooper 2000, Wuthnow 1996).

In-depth studies of professional and managerial workers living and working teWes
European have also identified something that looks like a devotional pattern amorghWest
European professionald.ike the Americans, Western European managers and professionals
experience often respond to the magnetism of their work and the inducements obtkeir w
environments by putting work at the center of their lives, investing the lionks shidreir time,
energies, and attention in working life, and allowing work to preempt nonwork actiarice
interests. Interview-based, survey-based, and observational studies of (&eunsin 2004),
British (Bunting 2004, Rutherford 2003), German (Kratzer 2003, Borchert & Lan20@®),
Danish (Westenholz 2006), and Norwegian (Rasmussen & Johansen 2002) managers and
professionals suggest that they often find their work as all-consuming asetccammanagers
and professionals.

The penchant for work dedication exhibited by these French and Norwegian rsanager
and professionals resembles the propensity for the single-minded dedigatem among the
American managers and professionals who populate the pages of the analogous studegst
carried out in the United Staté#t is difficult to read the voluminous qualitative literature on

® It is important to note that, even in countrié® [France where the modal worker does not work kerg hours, a
significant percentage of managerial and professimorkers still log very long workweeks. In Franseme 28%
of this group exceeds sixty hours per week on alaedpasis (Burke 2008).

* American sociologists have identified a commordsgme among this group of workers, a syndrome which
Hochschild has dubbed the "cult of workaholism" ¢Hschild 1997) and Mary Blair-Loy has called theotiv
devotion schema" (Blair-Loy 2003Jhis cult has cast a spell over managers@ntessionals from many corners of
the business world, including managerial workeisdtistrial companies (Frasier 2001, Hochschild7)9&chnical
professionals in engineering and software compd&bkarone 2004, Rasmussen 2003, Meiksins & Whal&2,



American professionals' stances towards their work and their jobs withoutgcanross

examples of men and women who, feel that work deserves nothing less than an open-ended
commitment of time and energy, whatever it takes to "get the job done well" seRritM&

Sullivan 2006, Sharone 2004, Blair-Loy 2003, Meiksins & Whalley 2003, Philipson 2003,
Cooper 2000, Hochschild 1997, Morrill 1995, Casey 1995, Kunda 1992). Engrossed in their
"enlivening” (Weiss 1990: 44) and remunerative work, the American women and men r@spond t
the call of an elusive yet potent "internal urgency” (Hochschild 1997: 58). Tsayrgrompts

them to work long and intense hours, marginalize the nonwork parts of their lives, and conduct
themselves as "unconditional workers" (Christensen 2005:°250).

Putting the findings from the Western European and American studies side by side, on
might be tempted to conclude that American managers/professionals and Westpeak
managers/professionals share the same fundamental willingness to caratmbat unbounded
amount of time and energy to working life, no matter the consequences for othef gzets
life However, such a conclusion would be overhasty for two reasons. First, thetowntrany
one individual exhibits to the "life to work" ethic or to extreme work is by nams@niform on
either continent. Both sets of studies reveal pockets of deviance and nonconforimigyhdht
the managerial and professional populations in Western Europe and the UnitedrSiatesas
these studies suggest, managers' and professionals’ orientation towards work logn vary
individual attributes such as gender, life stage, generation, and parentingstaélisaa local
contextual factorsuch as occupational affiliation, career trajectories, organizational and
suborganizational affiliation, current position and future job prospects, and relgi®nstii
clients and supervisors (see Hochschild 1997, Bartolomé & Evans 1979).

Cooper 2000, Casey 1995, Kunda 1992), finance ss@feals in financial firms and investment bankst(R2006,
Blair-Loy 2003), corporate attorneys (Fuchs-Epsig€d89). These studies illuminate the seductive alpphich
engaging, stimulating, and rewarding work holdsrfamy of the more privileged workers in today'sisiyc

® In many cases, this willingness to give unstidiraf oneself when it comes to work is experienbgdhese
American professionals (both men and women) ashanarced, spontaneous, and voluntary gift of dimas and
energies to a deserving activity. Thus, many efttgh-achieving American executive women who patguBlair-
Loy's book_ Competing Devotionfor example, spontaneously pour all their energied time into their work,
propelled by their appetite for the work and itsnifizld rewards. In other cases, this willingnes&eep working
until the job is done, irrespective of the time @amergy it takes to carry impossible workloads eet
overambitious timelines, appears more as the coeseg of &ompulsive addiction to a workplace social
competitionover status, validation, and recognitioihe male American software engineers interviebsed
Marianne Cooper, for example, confessed an irratiattachment to "conspicuous overwork" (CooperQ2384)
as a means of demonstrating their manliness amddidsire to do their part as a "team player." oAie of her
respondents said:

Even under normal circumstances when there aretnacedinary demands, you see
people working thirty-six hours straight just besathey are going to meet the deadlines.
They are going to get it done. And everyone watksiad proud of how exhausted they
were last week and conspicuously putting in wilditso It's a status thing to have pizza
delivered to the office. So | don't know why itppensbut | really feel like it's a machismo
thing. I'm tough, | can do this thing

Other male American software engineers intervietwe®fer Sharone attributed their propensity to waokrathon
workweeks and neglect other parts of their livea similar desire to distinguish themselves in mgetition with
their peers, a competition which elevated somestgs" and tarred others as "slackers" (Sharong)200



While providing useful and valuable insights into the work involvement of Western
European professionals and managers, these in-depth studies of professionalsdiwogkang
in a single country are not in a position to addresgthi@sically cross-nationajuestions
regarding orientations towards working life and private life posed by rsgriigion. What is
needed is an explicitly cross-national comparative study which combineptimatelysis with
the right kinds of strategically selected cases. Because of tlasndividual variability in
orientations, only a systematically and explicitly comparative in-deptly svill suffice if we
are to illuminate the convergences and divergences between Western EuropeareacanA
managers and professionals in relation to their orientations towards workingxlifeme work,
and the nexus between working life and private life.

Transatlantic Patterns of Temporal Zoning and Temporal Benchmarking

The question of extreme work among American and Western European managers and
professionals has received a great deal of attention from in-depth studies baged/mws and
firsthand observation in single-country contexts. However, such studies have weglecte
analyze managers' and professionals' involvement with working life and priedtem a
standpoint of a cognitive and cultural sociology (Zeruvabel 1997) oriented to the wais w
individuals configure the realms of private life and working life and endow thdsesredth
more or less distinctive characteristics.

A study which approaches working life and private life from such a perspecsizeloa
to offer when it comes to enriching our knowledge of the transatlantic divigesiential
dimensions. As Nippert-Eng shows in her pathbreaking book Home and tMer&nalytical
framing of life realms can open the door to numerous insights into the ways in which working
individuals seek to demarcate their work from their private lives or, conversely,tbase
realms of activity, thought, and feeling together (Nippert-Eng 1995). In plarti¢his
phenomenological approach to working life renders visible the various ways in whiclmgvorki
individuals appropriate physical, social, and particularly temporal res®urche process of
configuring working life and private life in particular ways.

Moreover, her study hints at the importance of the macrocultural environment as a
important source of differences in the crafting of working life and privaefsegmented and
integrated experiential realms. Extrapolating from their experiendgsrmany and France,
several of her American respondents observe that the macrocultual envimimafeistern
European countries are less conducive to the integrationism popular in the Amerikplaeeo
Whereas the American scientists often permit their working lives talstoetinto blocks of
time which could potentially be reserved for private life, the French and Geaeatigs ended
their workdays earlier and erected firmer boundaries between their yditkes and their
private lives. As these respondents reported, taking breaks for lunch and "knockeugytfhe
more respectable practices in France or Germany than they are in the htiésde&ven for
high-status scientists who enjoy a relatively free hand in deciding thleeworkday should end
and how much work should be done "after hours" (Nippert-Eng 1995: 178-9, Lewis & Weigert
1981, Zeruvabel 1981: 152-3). These anecdotal observations suggest that occupatiorally simil
groups of American and Western European professionals working in similar etgamak
settings might nonetheless differ in their temporal zoning practicesubarty the zoning
practices which apply to relatively underspecified and fluid temporal zocbsas weekday
evenings and weekends, zones which could potentially be allocated to work or to gavate li




An in-depth comparison of these temporal zoning practices, as they are tadnifébe
working lives and private lives of comparable Western European and American ordéssi
and managers, promises to disclose differences (and potentially commsnialitiee
enactments of such binary cultural categories as work time versus taiseidabboni 2001),
public time versus private time, and organizational time versus self timig/tane (Lewis &
Wiegert 1981, Zeruvabel 1981). Such an in-depth comparison could bear much fruit if it focused
on a particular part of the working day, for example the transitional (Nippertt&95) part of
the workday which generally takes place during the early evening hourebeivd® PM and
9:00 PM. ltis during this block of clock time (Adam 1995) that managers and professionals
both sides of the Atlantic have to make consequential choices aboutowah their workday
and commence their nonwork lives and whether to introduce work into their nonwork lives or to
keep the realms completely separate. A study which focused on this block obdtilche ¢
therefore shed much light on the influence of macrocultural environments (Hannerz 1992) on the
ways in which comparable professionals and managers configure this frotwieebavorking
life and private life.

The lack of systematic comparative research on this topic is especially
surprising in light of the apparent discrepancy between the evening routireseoAsnerican
professionals and the evening routines of some Western European professionals, ddupled w
the well-established importance of societal context to such routinesw2801)° This
discrepancy can be gleaned from the glimpses into the evening routineeont@mand
European professionals and managers supplied by single-country in-depth studies. The
glimpses suggest that French professionals, for example, may bringrdifgpectations to the
evening hours than American professionals and may end up zoning the 5-9 PM hours quite
differently. A glance at the findings in Shih's study of Silicon Vallegireers reveals the
decisive effects of organizational and peer-driven "temporal regi(Bastlis 2007) in the
zoning of these hours and the demarcation of the boundary between working life andifgivate |
One of Shih's Silicon Valley engineers, for example, explained that she aftkedypast 8:00
PM, even though there were no rules in her workplace against leaving the o&igé iV,
because of the informal pressures in her workplace. Fired by a desire to aatinthdhe

® There is one in-depth cross-national study whictthes on the temporal zoning practices among carblea
managers and professionals, but it concerns Anreead Indian blue-collar and white-collar IT workerather
than Western European and American professiondlsremmagers. Poster and Prasad carry out an ifmigigross-
national study of boundary-drawing practices andnary pressures among American and Indian whilercand
blue-collar IT workers. Basing their findings ondrviews, surveys, and firsthand observation, P@std Prasad
find differences between the Americans and theaimslin terms of the groups' approaches to configutie
experiential spheres of working life and privafe [[Poster & Prasad 2005). Their study finds thatindian IT
workers made an effort to contain their work witperticular temporal and spatial parameters irirtte¥est of
keeping their home lives free of work. The Ameri¢arworkers (particularly the white-collar workersjowever,
allowed themselves to carry out work tasks whenawerwherever they felt it was most convenient, imgk
difficult to shield their home lives from the enaahments of work. As a result of their reluctateontaminate
their home lives with work activities, the Indiamrkers actually ended up working more standardsadebdules
and spending slightly more time at the workplacerall than their American peers (Poster & Prasdib2030-
131). The Indian cultural and structural contédéeems, facilitates the maintenance of relatiVehpermeable"
work-home boundaries and inhibits the spillovewofk across these boundaries. The American so@etdéxt, by
contrast, promotes more cross-realm spillover it lolirections. These findings, while not direayevant to the
comparison between the temporal zoning practicésmdricans versus Western Europeans, intimatendizdnal-
societal context can play an important role in tingathe conditions under which professionals archagers
experience stronger or weaker boundary pressurksragage in particular temporal zoning practices.
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impression that she was slacking, she regularly stretched her workdays3thBEN8:(Shih
2004: 238).

My company is very demanding in that it is a highly competitive

environment. So if you leave at 5:00 PM or 5:30 PM, you feel that

you are sneaking out! You feel 'this is going to reflect on me..." so

| would work until 8:30 PM.

For American professionals, it seems, the desire to work late is expédrasnaa entirely

personal choicéo comply with the workplace norms and expectations. When French
professionals elect to stay late at the office until 8:00 PM, it appeardragegis attempt to stay
true to the status of a cadre someone who "does not count the hours he or she workski(Boltans
1982). One of Cousin's respondents explains that "It is not looked upon well to leave éhe offic
at 6:00 PM for theadre dirigeanfleading executive)" (Cousin 2004: 131, 208). Indeed, itis a
common practice, this man reports, for executives at his firm to send flurégsails at 7:00

PM in order to "leave traces" of their presence in the office. Another Frenchsmotds

confesses to "raising colleagues' eyebrows" when he leaves at 5:30 PM, angtpdimutes

before he ought to leave in the eyes of his vigilant peers. If these glimpses/aguide, French
professionals only work late in the office in order to conform to working time exjpedat

attached to their professional status. Unlike their American counterpagdidve little interest

in outshining their peers in order to safeguard their feelings of self-worth.

These tantalizing hints point to potential differences between the waysan whi
American and French professional workers and managers manage the eversraptiou
organize the period between 5 PM and 9 PM. The only way of charting these practices and
discerning possible cross-national divergences, however, is to undertakenaasigsand
controlled comparative inquiry into the temporal zoning practices of comparablecAmand
Western European professionals and managers. Such a study could show whether and how
particular societal contexts inflect these practices. Yet agaireftoryto reach conclusions
about the differences and commonalities between American and Western Europessiqrals
in terms of the evening zoning practices runs up against the lack of systemgiarative
research drawing on qualitative data.

Hard Work Talk: Transatlantic Scripts and Discourses about Work Motivation

This part of the inquiry compares and contrasts the communicative dimensions of
American versus Western European managers' and professionals’ wivdsranid private lives.
Unlike the other components of the study, this strand focuses on a very specific form of
occupational talk which turns up repeatedly in interview-based studies of profesarmhals
managers on both side of the Atlantic, namely the "hard work talk" through which workodevot
is rendered comprehensible, meaningful, and socially acceptable.

Dissecting the specificities of the justificatory frames and vocabaléwidler 2001,
Boltanski & Thévenot 1999) which comparable American and Western European professionals
employ to rationalize their tendency to work long and arduous hours, to accept chgljebgi
to take on difficult assignments, and potentially to sacrifice other paits & the sake of
work or career success, this part of the study compares and contrasts tHsctaltde which
comparable American and Western managers and professionals artictiaie efforts to cast
their work devotion in a favorable light. Here | take my cue from the sociologmadrch
tradition which treats such scripts as ritualistic formulations designggpb&aaconvincing and
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legitimate in the eyes of his of her intended audience. As analyzed through a smlitdog,

such scripts can serve as a means of signaling the social desigatgilityorth of the behavior in
question’. When tailored to convey a particular impression to the speaker actual or imaginary
interlocutors, these scripts are a vital ingredient in the speaker's fkg@weminici & Littlejohn
2006) .

Curiously, even though hard work talk makes an appearance in almost everguwtervi
based study of managers and professionals, hard wonkeiaiehas drawn almost no attention
from culturally oriented sociologists, let alone culturally oriented sodst®griented to cross-
national comparisons. Yet a systematic and rigorously comparative stuaytadrd work talk
articulated by comparable Americans and Western Europeans can yield valsighits into the
contrasting cultural menus (Lamont 1992) from which Americans and Western Engopea
choose their occupational scripts. Such an inquiry promises to contribute to the project of
comparative cultural sociology by identifying patterns of affinity andffiinsty for particular
scripts, "cultural repertoires,” and justificatory strategies (Lar&ohihévenot 2000: 4-5) among
American versus Western European managers and professionals seekingydlanveasons
for applying themselves to work and devoting themselves to their jobs.

Tantalizing findings from single-country studies of managers and piafessalso lend
support to the hypothesis of a transatlantic divide in hard work talk. Enlisting respoogpes-
ended survey questions, the French sociologists Baudelot and Gollac show thanteaihy
appealing and stimulating aspects of their work figure very prominentheidiscourses which
French managers and professionals articulate about their work and thgrestigagements with
work (Baudelot & Gollac 2003). Extolling their work as "intellectually enrigtii their
respondents characterized their engagement with their working liveseanpblis as arhétier
passionnant(Baudelot & Gollac 2003: 143-4). One of the French professionals in Olivier
Cousin's study explains that he could not possibly be expected to fulfill his professional
obligations and do a creditable job unless he felt "passionate” about his worknthskd aot
put any limits on the hours he worked (Cousin 2004: 232):

The goal, he said, isn't to create a definitive working time, but it is to

do your work well, to be passionate about what one is doing.

As a result of his willingness to do put in as many hours as necessary to do his wesdt|\Gcorr
Thomas routinely winds up spending over sixty-five hours a week doing work, often skipping
engagements with friends and family members in order to meet his firht'sliéigdlines.

The French respondents are not the only Western Europeans who foreground their
attachment to work content as the primary impetus to hard work. Such a cultural arsivdiscur
repertoire can be found in studies of Scandinavian professionals as well. The Nofwegia
professionals Rasmussen and Johansen interviewed in 1999 and 2000, not only worked long
workdays, but approached their working life as an all-consuming "liféstleer than an "8-4
job." For them, work life merits the bulk of their time and energy because it affaasthe
chance to exercise their creativity. Like the French, these Norwegi@nsnced the intrinsic
interest of their work as the reason why they became so engrossed in theandievorked such
comparatively long hours. As one of the male software programmers de®assdyssen &
Johansen 2002: 32-6):

" Sociological attempts to conceptualize and anadymé justificatory scripts from a sociologicalrstpoint include
Tilly 2008, 2006, Lamont 2000, Boltanski & Théve@®06, Chiapello & Boltanski 2006 [2001], Boltangki
Thévenot 1999, Wuthnow 1996: 95-98, Berger 1998,%¢ott & Lyman 1968.
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I work with what is basically my hobby. | am challenged every day.

There hasn't been a single day when | haven't learned something new.

It's very important for me to keep learning.

Another respondent appeared surprised by his own desire to stay in the offictheatrsgend
time at home "watching TV":

There is not point in staying home to watch TV. After all, it's boring in

comparison with what goes on here [in the office]. It's all upside down. One

has more fun sitting here and working than going home and watching TV.

It's like one looks forward to coming to work more than one looks forward

to going home. It's all backwards when working is more entertaining than

what one does at home.

Such accounts mirror those articulated by other managers and professamadshier Western
European countries.

While similar discourses turn up in the interview-based studies of Amermiaaagers
and professionals, they are accompanied by quite different scripts rétatirgmotivational
potency of extrinsic rewards (such as career success and money) and thenoepmirta
mobilizing one's energies. An excellent example of such a first-person aceourg found in
an interview excerpt from Philip, a hard-working hotel manager featured ine€aterson's
book No Man's Land When asked about his working habits, Phillip responds:

This is a hell of a lot of fun. I'm making an awful lot of money, and I'm

learning a lot as a | go. | work very long hours-seven days a week, ten to

fourteen hours a day-and my wife might never get to see me. But every day

is a challenge, and | am having a good time working very hard (Gerson

1994: 84).

Providing a double-barreled accounting of his commitment to hard work, Philip goes beyond the
French and Norwegian managers and professionals in spontaneously bringing upsramey a
additional motivational impetus beyond the "fun" and "challenging" character wiitketself.

Other accounts foreground the mobilization of energy and the importance of drigé as w
as career success as inducements to hard work. Brian, one of the succestfubtutil
individualists" profiled in Habits of the Heatirings up career success and money when he
reflects on his meteoric rise to the executive ranks of his company. Brian, nbe athér side
of his midlife crises, admits to becoming "swept up in my own progress, in promotions and
financial success." Adding yet another rationale for his attachmentdavoak, Brian also
remarks that he wanted to reach the point in his career where he could be sure #sat he w
"performing at the absolute limits of my capability” (Bellah et al 1985: @8}his interview
Brian talks about the emotional gratifications he secures when he allowsrkiso fully
mobilizes his energies.

This emphasis on fully mobilizing one's drive crops up in interviews with Anmerica
women managers and professionals as well as American male professidnalsragers. One
of Blair-Loy's successful women executives recalled her intense involvevitbriter former job
as general manager at a Fortune 500 company. Yvonne combines justificatoryelatipts to
the character of the work itself with scripts relating to career ssiexesher own "drive"”(Blair-
Loy 2003: 31):

| was there Christmas Eve day until 7 PM. | was usually there until

11:00. I worked all the time. | was very challenged and stimulated. |

had a lot of drive and ambition...I got promoted very early...l always
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found a lot of career success, a lot of attention and credibility.

Like her male countrymen, Yvonne finds it hard to talk about her commitment to hard work
without bolstering her justificatory repertoire with references teerasuccess and the drive to
succeed.

Western Europeans' reliance on talk about work's intrinsic qualities andcAng
openness to justificatory scripts revolving around drive and career sucebs@mes apparent
in the one in-depth comparative study touching on occupational talk, namely Lamont's
trailblazing comparative study Money, Morals, and ManriEnss study uses interview material
to explore the cultural categories French and American upper-middle classnpky to affirm
their own worth and make judgments about the relative worth of others.

Drawing on her interviews with these two groups of men, Lamont concludes that the
capacity and willingness to work hard and get ahead in one's career servegetimA men as
proof both of moral "purity" and personal worthiness (Lamont 1992: 40). For her French
respondents, however, this willingness and capacity does not attest to moretectarall. In
fact, among the "anti-work" Frenchmen at least, working oneself to thedoomrsidered an
exercise in foolhardiness. In the opinion of these Parisian professionalsdbe wao exerts
himself at work and sweats blood for his employer is essentially donating gianirenergy to
an employer unworthy of his best efforts (Lamont 1992: 43-44).

Just as the French and the Americans appear to part company when it comes to the value
and meaning of work effort, they go their separate ways when it comes to theamgbort
meaning of career success and moneymaking. While the American responaisets pr
occupationally successful people as people with strong moral character, ttke feispondents
dismiss career success as altogether irrelevant to charadeszd| in the opinion of one of her
French respondents, people who pursue career success to the exclusion oé gbailslinake
themselves "completely ridiculous" (Lamont 1992: 65) by worshipping a falsé/ithille these
comparative findings are not precisely on point, inasmuch as they do not probe the actual
motivational scripts which Americans and Western Europeans use to discussithetion to
hard work, they do provide further evidence of a divide in the occupational talk of Americans
versus Western Europeans.

Given the findings from Lamont's comparative study in conjunction with the findings
from the single-country studies of American and Western European managersfassiqmals,
it is worth investigating the hard work talk of Americans and Western Europeamexplacitly
comparative way. Such a mapping these discursive patterns will not only providh int the
ways in which Americans and Western Europeans talk about hard work, but will shemhlight
the role played by the "achievement ethic" (Weiss 1990, Williams Jr. 1964, sictl61961)
and the "self-fulfillment ethic" (Wuthnow 1996, Hewlett 1989, Yankelovich 1981) in the live
and self-identities of comparable professionals in the United States andi\lEastape.

According to many cultural sociologists, these two ethics continue to vie for the
allegiance of managers and professionals in the United States and possibly bagond.
achievement ethic, associated with an emphasis on external indicators ofraehieseach as
career advancement and money, has long been represented as a criticahinigrdu
utilitarian individualism embraced by many American managers and pofakss(Bellah et al
1985, Williams Jr. 1964). At the same time, however, other studies have portraygel a |
subgroup of American managers and professionals as self-fulfilmenteatiemhis subgroup is
preoccupied with the quest for self-fulfillment in their working lives as veethair private lives
(Yankelovich 1981). In Yankelovich's study, a study drawing on interviews done inghe lat
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1970s, we meet American managers and professionals who want to exert themgshbkies i
jobs, but only if their jobs supply them with the self-fulfilment they crave. tivese
individuals, work effort can only be brought into being as the product of fulfilling and
meaningful work (Yankelovich 1981: 151). Dedication to work cannot be coerced into being by
the promise of mere external rewards (see also Wuthnow 1996). Beholden to thiilgakit
ethic, these self-realizing managers and professionals seem to develdp\aiearrelationship
to career success. At the extreme, they perceive hard work as so muclantadaeffort
leading nowhere, a stance reminiscent of the stance expressed by L&neowat's"anti-work"
professionals. The stance of the American self-fulfillment seekensss® resemble the stance
of the Western European professionals who talk about their work as an intringiagflying
activity worthy of their passionate commitment.

Without a systematic and explicitly comparative study drawing frordegth interview
material, however, it is impossible to say whether either of these etleits axstrong hold over
either American or Western European professionals and managers or whdregreitp
harbors a "symbolic preference” (Berger 1995) for either ethic. Becatlszlatk of such
comparative research relating to hard work talk, we cannot say whetteregtiic actually
resonates more with comparable American or Western European professionals.eOnce w
examine the actual scripts used in the hard work talk of comparable American arthWest
European managers and professionals, however, we can clear up this muddledietcan
see how the two groups use the semantic resources of the two ethics to talk about thei
relationship to work tasks, work effort, career success, and other pertinens.theme

Experiences and Preferences of Matched Respondents:
Work, Career, Partnering, and Family

This component of the dissertation illuminates the ways in which matched Amand
Western European professionals approach their work, their occupational car@ersitetic
lives, and their reproductive careers. It carries out this task by compadngpntrasting
various facets of the work experiences and occupational trajectorieseofjtbrgs of
biographically matched male management consultants living and working in treecafuntries
under study. Relying on this rigorous case selection strategy, this studgdamn the working
lives and private lives of male management consultants who are working or h&ee wothe
same position, as a consulting associate, for the same Big Threeatdabrghnagement
consultancy, an organization with a globally uniform organizational culture. Thisfghe
dissertation reveals how these three groups of matched male managemerdradsnsugin at
exactly the same stage of structurally similar occupational rsar@@verge and diverge in
several respects related to working life, private life, and family life. Mpkicontribution to the
cross-national study of life trajectories and life architectures,ad®ninated by very coarse-
grained large-scale quantitative studies (Blossfeld 2009), this analysksotaphe interview
data and the data drawn from life calendars to illuminate nationally pattentsk, career, and
lifestyle profiles. This microsociological cross-national comparis@bkes us to grasp the
significance of societal context as a determinant of life trajestoria new way.

The section opens by comparing and contrasting the three groups of matchad men i
terms of their orientations to their work, their perceptions of the demands impotesirlgbs,
and their approach to management consulting stint as an exploratory care¢aikisgd to their
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own aspirations and career goals (Hall 2002: 69). It goes on to analyze thedhpee g
educational histories and their anticipations regarding their post-constdtiegr trajectories.

The section then turns its attention to respondents' expectations and aspiratioigstoe
romantic relationships and childbearing. This part of the section pays parittal#ron to the
profiles of the female romantic partners with which the partnered (map®ndsnts are
romantically involved during their tenure at the consultancy. Adopting a "coepi'view of
both occupational profiles and the childbearing aspirations, it charts the rélgtiohthe
respondents’ occupational profiles and childbearing aspirations to the occupatiates anof
childbearing aspirations of their romantic partners. This mapping exeraksssm possible to
identify cross-national divergences relating to the kind and degree of alighatesmien the
respondents’ own "lifestyle preferences" (Hakim 2003) and the lifestyler@nets
characteristic of their female romantic partners. Here we caheseernplex linkages between
the national context within which the respondent's work life and private life untbkls
educational and occupational profile of his female partner, and the kinds of déifestf¢rences
both of them entertain with respect to work, career, and childbearing. By digceatiarns
with respect to the kinds and degrees of "alignment” between the male regpuiifdstyle
preferences and the lifestyle preferences (Clarkberg & Merola 2003, 128Ki8) of their
female partners, women who vary in their own occupational trajectories and ahitgpglans,
it becomes possible to see where the "archetypal" work-family prédildsth the American
and Western European groups diverge and where they converge.

Research Agenda and Contributions

This dissertation draws on findings from an explicitly comparative lsased study
grounded in an extensive body of interview data in order to explore the various ways in which
American business professionals and their Western European counterparts etigageky
career, leisure, and family life. In comparing and contrasting the vgplikis and private lives
of concrete American and Western European managers and professionals dnbedderete
life contexts, it identifies fundamental kinds of cross-national divergendbe workscapes
which these men and women encounter in their objective situations and enact wbijeeing
dispositions. This dissertation, based on the results of systematic compassaren grounded
in rich data relevant to the experiences of comparable individuals, makes it ptussitdarth
the societal roots of extreme work. It opens a new window onto the American andiWester
European workscapes and the ways in which these workscapes converge and diverge.
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Chapter 2: Talk of Work: Divergent Repertoires in French, Norwegian, and American
Justifications for Hard Work

Interview-based and ethnographic studies of workers and workplace® fieetoy
examples of discursive constructions relating to themes such as the sigaibavark tasks,
the importance of having employment, the meaning of career success, and theanstiva
behind one's engagement with work. In this chapter | examine these many fadeds btall
"occupational talk" in three different national contexts among professional @maberial
workers employed in various organizational, occupational, and societal settings.

These examples of occupational talk can be classified and dissected atoiggyeof
analytical dimensions. In terms of their content, instances of occupatidngipiglally belong to
the broader category of evaluative accounts (Tilly 2006, Orbuch 1997, Scott & Lyman 1968). In
giving these accounts, individuals typically seek to provide a convincing, defemsibiéself-
congratulatory” explanation of their behavior and their manner of spending thaindiftime
(Berger 1995: 44-48, 80, 100). They do so by aligning their work practices or orientations wi
socially acceptable and desirable patterns, and thereby signalingftimgly for these valued
ways of acting and living. The resulting "vocabularies of motive" (Mills 194f@)se their
articulator's behavior with meaningfulness, acceptability, and even moral messhi

This task of justifying and rendering meaningful one's engagement with one
occupational life is often accomplished with the aid of stidyl@ulations which vary relatively
little from one enactment to the next. These stable formulations, variouslyddbetgpts,"
"conventions,"” "repertoires,"” or "ritual vocabularies” (Swidler 2001: 53-66aBski &

Thévenot 1999, Wuthnow 1996) may be employed in a wide variety of forms and interactional
contexts. Nevertheless, these scripts always play the same basicgigstifrole. They serve to
render the speaker's way of life justifiable, meaningful, and praideyiorher own eyes and the
eyes of various audiences. At the same time, they implicitly establish gpeneftsocial

relation, often between a social group with which the speaker identifies andautiaéigsoups

(Tilly 2006, Scott & Lyman 1968).

Such occupational talk scripts concerning figure particularly prominenthein t
commentaries of the managerial and professional workers employed incaeflaiesettings who
treat their work as their primary "identity anchorage" (Thompson & Beode2001). Framing
their work as a critical and consequential "experiential realnpp@t-Eng 1995), many
members of this group produce occupational talk both at work and outside the workplace.

The occupational talk produced by these managers and professionals provides a perfe
opportunity to explore one of the classic issues central to the sociology of co#tonely the
linkage between discursive cultural forms and the particular properties sidietal
environments shaping these cultural forms. Unearthing the relationship betwepediiie
form and content of occupational talk as formulated in particular scripts, tipgechaks these
scripts to the social and cultural characteristics of the societal envintsmieich serve the
scripts' articulators as their cultural reservoirs.

While giving us tantalizing glimpses into the occupational talk of managdrs a
professionals, the sociology of culture has yet to tackle this issue ditexiying studies of

8 To put it in interactional terms, when individuaisgage in this talk, they do “facework." They tsignals
of their worthiness and social acceptabilityotad to what they think their audience expects\aadts
(Dominici & Littlejohn 2006, Lamont 2000, Goffma 967).
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managerial and professional work life and corporate culture only touch on occupaiional t
tangentially. As a result, these studies neglect to systematigpllyre the character, form, and
content of the occupational talk that issues from the lips of managers and profes$iusa
chapter ventures into this terrain by focusing on the occupational talk produpeafdssional
and managerial men working in the corporate world. It analyzes occupatithknas ta set of
discursive formulations witparticular thematic structures forged with ritualized vocabularies
(Swidler 2001).

Specifically, the chapter identifies and examines what | calt"vark talk," a particular
species of occupational talk widespread within the male-dominated managenmbéessional
ranks of the business world. Hard work talk addresses the motivational aspect ofdvork a
constitute implicit answers to the questions "What are the reasons | wd"H&/hy am |
working hard?,"” and "What motivates me to work hard?" These hard work formuleaions
incorporate botlirst-order motivation scriptadducing specific motivations (e.g. career success)
andsecond-order scripter glosses offering interpretations and specifications of these factors
and their motivational roles.

Even a cursory reading of the numerous studies of the mostly male businessqmalies
who populate the pages of organizational ethnographies and interview-based studiakamdert
in white-collar workplaces (Roth 2006, Blair-Loy 2003, Rasmussen 2002, Fuchs Epstein 1999)
makes the ubiquity of such scripts readily apparent. Hard work talk and the adriqits
constitute it make an appearance in virtually all of the extant studies ofjenarzand
professionals toiling away in every corner of the corporate world. Andiygltthe present
study, hard work talk has yet to be explicitly formulated as an explicitiobijesociological
inquiry.

Exploring Cultural Divides in Occupational Talk

For over twenty years, the purported cultural divide between Americanysagktts
continental European counterparts in regards to work culture has remained afdtafte
popular writings (Rifkin 1994) and social science treatments of work pattedrfamily life
(Martinelli 2007). Both social scientists and public commentators have drawrpacshénast
between the work habits and orientations of allegedly work-crazed American®dadhy
Europeans. This distinctively American embrace of ambition as an essegrtedient in upward
mobility and its connection with both success and personal worthiness has been napsétby L
Lamont, Williams and many others who have sought to identify a specificaléyigam kind of
work ethic. In fact, Lipset identifies hard work as central to the "Araericreed" but relatively
peripheral to the creeds embraced by Europeans (Lipset 1996: 82). While much ink has been
spilled on this transatlantic cultural divide, no comparative studies have sought to pogpleint
similarities and differences among comparable Americans and Europeangis tegaeir
understandings of work and the kinds of script they use to express these understanding

This chapter draws on a cross-national comparison designed to addresenipsaitive
issues. The chapter examines the form and content of the hard work talk articu e [sets
of comparable professional men living and working in urban centers in France, Norway and th
United States: Paris, France, Oslo, Norway, and San Francisco, USA. It dads & eye
towards identifying the distinctive contribution of national-societal cdrgte a factor shaping
the hard work talk produced in the European setting as against the American’setting

° Although particular cultural repertories do notessarily carry the same currency in every nichth®fast and
variegated cultural space which forms the macracailicontext of a country like France or the Uni&tdtes,
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This trio of countries, while sharing many societal and subsocietal featenaertheless
differ along a number of social, institutional and cultural dimensions which makepibtential
"revelatory cases" (Yin 1994) well-suited for a study of occupational tatlthg managers and
professionals. Such a transatlantic comparison has long proven analytic#ily, fasithe United
States and continental European countries offer contrasting cultural envirervamngctt offer
discrepant cultural repertoires to upper-middle class men (Lamont 1992) andnstnke
analysts as breeding grounds for contrasting work cultures (Rifkin 2004).

This three-way comparison reveals the precise contours of a cross-natiaelrdi
occupational talk by identifying specific first-order and second-ordeivatmn scripts possible
to draw connections between specific occupational scripts and various propetieaathors'
societal environments. As the study shows, while some hard work scripts appear in the
discourses of all three groups, the hard work talk of the American group assunie@sgystr
distinctive form when juxtaposed with the hard work talk produced by the two European groups.
By comparing the hard work scripts articulated by quasi-matched Amerle@mehmen, and
Norwegians, men who are all on their way to the very top of the occupational pyraiittea
business world, the chapter unearths an important chasm between the scriptesdrtioe
American respondents as compared with their French and Norwegian count&vpaeshe
French respondents, and, to an even greater extent, the Norwegian respongeos teair
justificatory labors with the aid of one particular script repertoireparteire | dub in ideal-
typical form the devotional-avocational repertoire. The Americans, howessrdiscriminating
in their usage of hard work scripts than their French and Norwegian counterparignaelte
of an entirely different script repertoire which | label the overachieverapattoire. The gulf
between these repertoires, as | show, emerges from deep-seatedadifeéncthe cultural
environments of Western European societies such as France and Norway, on the one hand, and
American society, on the other hand. Such a comparison enables us to better gragpdtes cha
of justificatory scripts and their relation to the social and cultural envirorsnremthich they
emerge.

The Hard Work Scripts: An Overview

Before delving into the intricacies of the various scripts under study andligtebution
among the members of the three national groups, it is helpful to catalogue thedisteitalition
of scripts within the entire script space. When coded for hard work scripts, thecerpine of
data yielded three families of first-order scripts and an additional sevendserder
specifications of these primary scripts. These first-order scriptooadistributed evenly among
the three national groups. While those first-order scripts which thematize woektootur
with roughly the same level of communicative intensity in the commentaries ofriegcans
and the two sets of Europeans, this is not the case with the other two familist aidar
scripts. Based on the frequency of these first-order scripts and the degrgghaéis which
they receive in their hard work commentaries, one could say with Goffman thaétiod and
the Norwegians "undercommunicate” (Goffman 1973 [1959]) both the external nuotivati

research such as Lamont's study demonstrates dhgiamtility of approaching each group of respents as more
or less homogeneous units of comparison embeddaddlatively uniform sociocultural milieu. Theredo for the
purposes of this comparison, France, Norway, aedliiited States can be treated as more or lessge@raous
macrocultural contexts.
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scripts thematizing career success and the internal motivation scrigggfpon identity
affirmation as a source of hard work motivation.

First-Order Scripts

The spontaneous first-order scripts volunteered by the respondents fell iatprthrary
categories. Moving left to right, they are the external motivationsnglati work content. the
external motivations relating to careers, and the internal motivationsgelatidentity and
character.

It is important to note that these first-order scripts are all "seghnding” scripts,
inasmuch as they reference the worker himself as the most immediateiagnef his hard
work. Thus, although there is no reason to think that the men in this study did not see their
spouses and children (Orrange 2007, Gerson 1994), their employers, colleaguesntnd cli
(Cooper 2000), or even their societies as ultimate beneficiaries of their bik,dhey clearly
saw themselves as the social actor with the most immediate and direehséii@ to the hard
work. It is important to note here that none of the respondents in this study tied nicbere
for working hard directly to their family obligations (i.e. their love for tivafie or children),
their desire to pull their own weight among their work peers, or their desiee their employer
succeed in the marketplace. By contrast, all of the respondents providedaeling scripts
which featured themselves as the immediate beneficiaries oh#reimork®

The external motivation scripts relating to work content include thoggsstnematizing
work tasks (I work hard because | enjoy my work tasks), those thematizing wooks#slities
(I work hard because my | enjoy my work responsibilities), and those refegehei social
environment of work (I work hard because | like the people | work with). Thepéssepresent
the penchant for hard work as the result of various characteristics of teatominthe person's
work. As we will see in the analysis, these thegternal motivatiorscripts find favor with the
members of all three groups. Members of all three national groups avaiteskethes of the
external motivation scripts singling out the motivational efficacy of wasks@nd work content.
If any script family straddled the transatlantic divide, it was this one.

9 Thus, even if this inventory omits the scriptseoiig family obligations or organizational loyaftias the primary
motives behind hard work, it does not contradietrtteny other studies which feature these otherdegascripts.
While enormously valuable, this literature doesamdress the specific question posed in this chapli#ting to the
hard work scripts which these men use to deschibeimmediate motivefor working hard as opposed to the
ultimate beneficiaries of their hard work. Fordiis which feature accounts of the ultimate bersfies of hard
work, see the large sociological literature on"thh@adwinner" ethos among American males, and isvethos
ties identity to remunerative employment (see f@mple Gerson 2010, Orrange 2007, Cooper 200006d:$94).
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FIRST ORDER EXTERNAL EXTERNAL INTERNAL MOTIVATIONS:
SCRIPTS MOTIVATIONS: TASKS MOTIVATIONS: IDENTITIES (character)
(content) CAREERS/MONEY
AMERICANS Identity Affirmation :
Work tasks: Career advancement | work hard to affirm who
| work hard because | like 1 work hard to succeed in my jobl am and to be true to myself.
the tasks that | perform. and advance my career.
FIRST ORDER EXTERNAL external motivations: internal motivations: identities
SCRIPTS MOTIVATIONS: TASKS careers/money
(content)
FRENCH AND
NORWEGIANS Work tasks:

| work hard because | like
the tasks that | perform.

Like the first set of external motivation scripts on the table's left-haled thie middle
column of the table lists the external motivation scttipéd thematize external sources of work
motivation outside the worker's personality. In this case, however, these mosuatierence
factors connected to the person's employment situation rather than his watibsit Someone
who adduces these scripts talks about the motivational efficacy of careessaad
moneymaking as spurs to hard work. The two scripts which fall into this categdhed'career
advancement script” (I work hard because | want to advance in my career) andrieg-"m
maximizing script” (1 work hard because | want to make the most moneipf@sContrasted
with the external motivation scripts focusing on the work situation in the left-balumn, these
external motivation scripts are not as evenly distributed across the #ti@shgroups. Instead,
they turn up much more frequently within the commentaries of the American respohderits t
the commentaries of either the French or the Norwegian respondents. Moreoleethayhtake
center stage in the commentaries of the Americans, they play only bitptmesdccupational
talk of the French and Norwegian respondents.

In the right-hand column, we find the two internal motivasoripts tracing work
motivation to sources located within the worker's personality or psyche. Umbi&e &xternal
motivation scripts which focus on the work situation, the internal motivation scriptg egppear
in the occupational talk of the French and Norwegian respondents. In fact, whifgahey
central role in the commentaries of the American respondents, they occupyi@aiarsition
within the discourses of these two European groups, particularly the Norvgegign

It is important to note at the outset that every one of the one hundred and one respondents
enlists at least one hard work script and that all but six of the respondent&osedriore
scripts during the course of their interviews. Interestingly, the numberiptissappearing in the
Americans' script repertoires typically exceed the number of stuiptig up in the repertoires
of the French and Norwegian respondents. The typical member of these two groups amplo
average of between two and three scripts. However, the typical member of thealingeoup
crowds his commentaries with an average of four scripts. Thus, the Amerigandests offer
more varied rationales for their hard work and end up drawing from a grestetnaent of script
repertoires than their French and Norwegian counterparts, an assortméninehides several
uniquely American scripts which point to a characteristically American idirengagement with
working life and a characteristically American form of individualism.
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The Second-Order Scripts (Glosses)

Just as the open-ended questions in the first part of the interview eliciteztsedi
assortment of scripts spontaneously favored by the respondents, the more taligetag
guestions included in the second part of the interview evoked the full spectrum of se@mnd-ord
scripts. These second-order scripts were assodatadvith the "first choice" first-order scripts
andthose first-order scripts which the respondent eschewed in his spontaneous comsnentari
These specifications and interpretations of the first-order scripts assnumeber of forms in the
commentaries of the three sets of respondents. These forms can be seasilowting table:

Hard work worthy tasks =

SECOND ORDER Rush: My exciting tasks
SCRIPTS give me a rush from
(glosses of first-order tackling challenges.
scripts)

EMOTIONAL
AMERICANS GRATIFICATIONS

Hard work worthy tasks =
SECOND ORDER Intellectual Development
SCRIPTS | work hard at my tasks
(glosses of first-order
scripts) me to develop my

intellectual capacities and
FRENCH AND potential.
NORWEGIANS

INTELLECTUAL

GRATIFICATIONS

A Driven

Person/Overachiever | work

hard because | am someone who
is driven to perform and

succeed.

Winning is measured by money
because money is an outward
sign of my status that can be
read by others.

Career Success = Winning

| work hard to "win the game"
because winning affirms my
worth and status.

A Slacker = Demobilization

and Boredom

| work hard because when | act
like a slacker, | feel demobilized
and this makes me bored and
depressed.

Career Success = Getting
More Fulfilling Work

A Developed/Realized Person:
| work hard because | am
someone who is a fully realized

because these tasks enable | need to succeed in my work soindividual with fully developed

that | can get interesting work
assignments and more control
over my work situation.

capacities.

The ability to choose interesting
work assignments and exert
control over my work situation
are outward signs of my status
that can be read by others.

A glance at this table makes it clear that, as compared with the twaf §&teopean respondents,
the Americans offer rather different interpretations of the each oirtfte@fder scripts when
prompted to address these motivational candidates. In the commentaries of ¢he Fren
respondents and the Norwegian respondents, when a work task is worthy of efftgtihege
adrenaline going and the blood pumping. In the hard work talk of the French and Norywegians
however, the tasks worthy of effort are those which help to develop intellectualcaald s
capacities which would otherwise lie fallow. The prospect of success incaness, for the
French and Norwegian respondents, prompts one to work hard because it leads to ithoge fulf
work assignments and more autonomous work conditions. For the American respondents,
however, the prospect of career success carries motivational efficazysbatpromises to give
one status and wealth. Achieving career success makes one a "winner" irstbetegee who
matter. Finally, the Americans applied a particular interpretative t¢ete tfirst-order scripts
which touched on the theme of identity and the power of internal motivations. While tioh Fre
and Norwegian counterparts framed these internal motivations as a matéertioigwo affirm
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the identity of theealized personthe Americans interpreted these internal motivations as an
outgrowth of the desire to affirm the identitytbe overachiever

The Hard Work Commentaries
While this overview of scripts and script usage patterns helps to set thac@mgre at
a more thorough understanding of these script profiles and patterns it is neeceptanptthe
scripts' actual semantic content. Only through such an examination can garcarbetter
appreciation not only for the centrality and marginality of particular s¢chpitsalso for the kinds
of ritual vocabularies which organize the hard work commentaries of the Frenchediamyv
and American respondents.
The following analytical section therefore illustrates theslritocabularies and lexical
relations by presenting carefully chosen interview excerpts chosen to prowseeptionally
clear portrait of the ritual vocabularies organizing the occupational tatkiped by the French,
Norwegian, and American respondents. These excerpts have been carefiiigdngt against
the larger body of talk in order to ensure that they faithfully exemplifpétierns characteristic
of the corpus in its entirety. Further, in order to maximize the "biographical” cabilig
(Crompton & Birkelund 2000) of the scripts' authors, the section is divided up into four
subsections, each of which presents interview material from individualghettespondents
who approximate each other in terms of their educational, occupational, and socioderaographi
profiles. Thus, the following three-way comparison juxtaposes interview exéenpigour trios
each composed of a French respondent, a Norwegian respondent, and an American respondent.
As each set of thesilustrative triospresents respondents in a different occupation or at a
different phase of the career trajectory. By presenting trios drawn frersdioccupations and
stages of the career trajectory, it becomes possible to appreciate g tdaghich the hard
work scripts are diffused within the three respondent groups and the extent to wiuicisthe
national divergences assert themselves between members of differentiocaligabups and
professionals at different stages of the career.

lllustrative Trio 1: younger management consultants

The members of the initial trio exemplify the pool of younger managementltzonts,
as well as the wider pool of respondents, in terms of their script repertdirgsuAger
management consultants in their mid to late twenties in the launching phase cditbers,
these three men have all followed very similar career trajectoriesd=fEmchman Marceau
Bonnet, the Norwegian Henning Thorvaldsen, and the American Dan Kahmmtered the
management consulting world in their late twenties as junior assodiaiesxaelling in their
business studies at elite universities in their respective countries, wihereeahad earned an
MBA or the equivalent postgraduate business degree. After landing theied@estsulting
position in their elite management consultancies, they spent between two anebisuvgrking
for the consultancy, rising to a level where they exercised managepahsdsilities and
oversaw more junior consultants. Having proved themselves as capable professokiag in
a very demanding field, all three men looked ahead to a bright professional future in the
executive reaches of the business world.

While Marceau Bonnet, Henning Thorvaldsen, and Dan Kahadrall traveled along
very similar educational and occupational paths, a comparison of the three noaipatiooal
talk brings to light stark differences in spontaneously articulatdebfider hard work scripts.
While all three men make extensive use of the external motivation scrigtsgdeth the work

23



situation, only the American Dan Kannon mixes both external motivation scrigti® geio
career success and internal motivation scripts relating to drive in hisreg@ptoire The two
European men, by contrast, make do without these two scripts. Faithful to the external
motivation script dealing with the work situation, they state their case widlglolicing any of
the other hard work scripts. For both Marceau and Henning, the most important source of
motivation stems from the intrinsically engrossing aspects of their wagkien, particularly
their work tasks.

In response to open-ended questions regarding their reasons for working hard, both
Marceau Bonnet and Henning Thorvaldsen mention the importance of stimulating Wwerk tas
and work environments several times during this part of the interview. In respdhse t
guestion "What do you like about your work?," Marceau expounds at length on the manifold
gratifications he secures from his rewarding work situation:

Interviewer: What do you like about your work?

Marceau Bonnet: | think there are several things that are really great about the

job, it's a position where you get to learn the fundamentals of business|lf'area

two-three year learning process. You get to learn what matters in busmess

get a sense of the business culture. So that's one thing, another thinthis that

work is very intellectually stimulatingt's fun to dig into the analytics of the

business, you need to research various issues, this is all very stimulatinlgl |

say.

As we can see from this excerpt, when Marceau weighs the motive forces bshirmtihi
engagement, he dwells at length on the role of interesting and stimulating sk@kTthus, none
of the open-ended questions about work motivation yield answers referencing>diheale
motivation scripts relating to his employment situation or internal motivatiguisthematizing
drive. Practically echoing Marceau, Henning attributes his willinrgt@exert himself to the
intrinsic interest of the work tasks he performs and the fact that these wakédg him to
develop his capacities. It is for this reason that work deserves his dedicatidfoend e

Interviewer: So what leads you to work hard?

Henning Thorvaldsen: Well, the significance of my job right now is a little

like the essence of my education; it helps me to learn and evolve as a worker

and a person. This is why my work is an important part of my life.

In these responses to open-ended questions about work motivation in general, we can see how
Marceau and Henning employ the external motivation scripts dealing with tkesittgation.

This emphasis on work tasks comes at the expense of any references to caremmaeit and
moneymaking, as well as personality characteristics such as drive amndraion to idleness.

Thus, within the commentaries of the two Europeans, the internal motivation scripte and t
external motivation scripts dealing with the employment situation are both comspin their
absence.

Both of these scripts and the ritual vocabularies which go along with them turn up in the
hard work talk articulated by the American Dan Kannon, however. When asked thenoleeh-
questions, "Why do you work hard?" and "What are the things which make you work hard,?"
Dan distinguishes himself from Marceau and Henning by supplementing theaéxtetivation
scripts relating to the work situation with occupational talk incorporating tez two families
of hard work scripts. Dan stands apart from his two European counterparts when aledatks
how he works himself to the bone because of the financial and status "payfefifeti iy his
employment situation. Dan's hard work commentaries convey the messagesttiag fvalue
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proposition” represented by a job with an elite consultancy rather than theientewards of
the job's tasks which make the job's grueling seventy hour workweeks, unpredicidblours,
and incessant travel "worth it." This desire capture this occupational and &ingoagioff” is the
fuel that sustains his work effort and commitment. As Dan points out in beginning of the
interview:

Interviewer: So what do you think about how hard you work now?

Dan Kannon: | knew [the job] would be hard. | knew there would be a

payoff if | worked hard. | knew that at some point, | probably wouldn't like

how hard it would be. But when | got an offer with one of the ones that |

considered in the elite, it never occurred to me to turn it down. | thought

about some of the tradeoffs and | knew that | was signing up for something

that might be very hard but the opportunity seemed so attractive. The

company had a great reputation and a lot of prestige. And the amount

of the starting offer was more money than I've ever made in my lifeldiy a
Rather than disavowing the motivational efficacy of money in the same wagrasdd, Dan
dwells on his outsize salary and how much it means to him. He observes that hdad™toril
get the large paycheck which comes with his job. Reflecting on the motivationalf moloney,
he characterizes it as one of his "prime drivers." Though he earns a palargching
$250,000, Dan admits to worries and feelings of inferiority about the size of his paychec
particularly in light of the salaries some of his peers earn. He worldatsvahether one of his
friends, a consultant turned private equity banker who earned roughly $1 million\topre
year, secretly scoffs at his measly salary.

An analogous cross-national divergence appears with regard to the respong@sdorom
by the more targeted questions which present the respondents with prespecifiedomaitivat
candidates.For example, when asked to comment on the import of work tasks as sources of
work motivation, Marceau Bonnet talks at length about the central role of "leagsrgyfjoad to
work effort:

Interviewer: So what is it about your tasks that makes you work hard?

Marceau Bonnet: What you do at work, the content of what you do, matters a

lot, but also you have to learn a lot at work. | would quit my job tomorrow

morning if | stopped learning. If | were the minister of industry, for exanhple,

would work eight days a week because | would be learning so much. Then my

eighth day would be spent doing something enriching.

Like his French counterpart, Henning Thorvaldsen also discusses the lkeaentid and
"developing one's intellectual and social capacities" as a powerful gbaddtavork and the
primary reason why he feels so strongly about the quality of his work tasks. VKedrahsut
the importance of career success, both men explain that such success is omantrigptre
extent that it leads to more opportunities to engage in stimulating work down the laoed dh
itself, the prospect of career success carries little motivationeheyt

While the two European men answer the targeted questions by adducing theosdeond
scripts dealing with the intellectual merits of their work and the connectiareée stimulating
tasks and self-development, the American Dan Kannon brings to bear rather dséemd-
order scripts. First, when he addresses the motivating aspects of the work, denfecuses on
the "adrenaline rush.” Second, unlike his French and Norwegian counterpart, wherebsesddr
the theme of career success he stresses the significance of "boostisgddk'sand "coming
out ahead" in the competition to gain a lucrative and prestigious foothold in the uppes iache
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the business world. Even if he got to work on the exact same assignments, there wahro wa
announces, that he would work as hard "for a less prestigious firm." Third, the seductive
prospect of a high-flying career exerts its motivational pull becalge effectiveness as a
conveyer of status in the eyes of peers, family, and the wider world rathetstbannection to
securing stimulating work assignments in the future.

When addressing internal motivations for working hard, Dan articulates anoifaely
American second-order script which differentiates him from Marceau andridenvhen
discussing the lack of exciting and demanding work and how it effects his workatrastj he
dwells at length on thpsychicdangers of a demobilizatiomhich strikes when he finds work
insufficiently demanding. He observes that a less demanding job which failotb &iss
plentiful energies would actually imperil his work motivation. One of the reasbynfig/chose
the demanding field of management consulting, he explains, is because a lessrugmenai
work would leave him with an excessive supply of useless and demobilizing lemsere ti
Pondering a hypothetical scenario about a "potential life" (Hochschild 1997¢ Wwhevould
work at a substantially less demanding job, Dan speculates about the unhappy famodf his
ethic:

Interviewer: So lets construct a hypothetical scenario, if you were working at

Palmolive or wherever and you were working your pretty relaxed forty hour

weeks, how do you think this would affect your motivation to work hard?

Dan Kannon: That's the great fear, is that | were in a normal job with a normal

workload, it would leave me less motivated. The experience of working hard is

one of the things I like about this job. It ignites my fire.

Moreover, he would not know what to do with this free time. He would fall into a "couch potato
existence," he imagines, which would leave him bored and listless and Uifieraide his self-
esteem. Had he chosen a normal 9-5 job which did not impose such heavy demands on his time
and energy, he would have inflicted boredom on himself and reduced his overall wel[lmeing
make his point Dan conjures up a scenario involving copious amounts of TV watching and
wasted time:

Dan Kannon: Maybe I'd watch more TV. Maybe what I'd do is watch more

baseball on TV and eat more chips and that would be unsatisfying and I'd feel

pretty bad about that. Now, | feel like | spend my free time really well now, but

the thing is it's partially because | work so hard at my job. Otherwisghit mi

spend my free time just napping on the couch. So the value of the free time I'd

get back wouldn’t compensate for my loss of perceived stature and recognition.

The job of the management consultant serves Dan as an antidote to a potentiallgneimpty
boredom-inducing life outside work, as well as the royal road to the highly dayedés of
wealth, stature, and recognition. Here Dan invokes a second-order script reaobting
demobilization, a script quite foreign to both Marceau and Henning.

lllustrative Trio 2: former consultants in the establishment phase

The second trio of illustrative respondents exemplifies the scripts chatctaf the
national groups, but does so by presenting excerpts from interviews with foemagement
consultants in the next phase of the career trajectory. Unlike thei@ret younger management
consultants in their mid to late twenties in the launching phase of theirg;dhsse more
seasoned professionals had moved from management consulting into executive pasitions
the strategy units of large and well-established companies. All thre@ademade this switch
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after enduring years of grueling and unpredictable hours, arduous assignme&niseasant
business travel as project managers for elite management consultém¢hes.capacity they
oversaw projects worth millions of dollars, euros, or Norwegian kroner, and dealt awh he
demands on their time and energy imposed by clients, partners, and peers.

This second group is representative of their professional peers withingeegdaol of
respondents. The Frenchman Stéphane Marlon, the Norwegian Einar Nyborg, anetioam
Sam King resembled each other in terms of their occupational traject@asntan had
acquired a business-related degree from a prestigious educational amstindibegun his post-
MBA career in a prestigious management consultancy. Each man had proven &snaself
capable professional able to deal with a myriad of challenges. Stépbharsdse management
position at a large bank, while Einar went to work for a Scandinavian finance farseasor
analyst. Sam parlayed his five years' worth of experience as a mamgeEmsultant into a
high-level strategy position within a multinational software company.

An examination of the spontaneously articulated first-order hard worksspripduced
by this trio of respondents discloses the same cross-national divergenceappears in the
spontaneously articulated hard work scripts produced by the previous trio. As isdlud tize
previous trio, neither the external motivation scripts thematizing the emphbgigation nor
the internal motivation scripts thematizing drive and boredom make it into the comesafa
Stéphane or Einar. As in the case of the previous trio, the two European men do not bother to
utilize either the external motivation scripts thematizing the employasitemttion nor the
internal motivation scripts thematizing drive and boredom, scripts which suefaeatedly in
the hard work talk of their American counterpart.

While the Europeans Stéphane and Einar expound andtieational potency of
interesting work tasks and a stimulating work environment, avoiding any mention of
moneymaking, career success, drive or boredom, the American Sam Kingsfwilbis
countryman's footsteps by demonstrating a comfort and facility with Hadenork scripts
entirely foreign to his two European counterparts. Just as Dan Kannon distancéfsfltamdas
French and Norwegian peers through his use of external motivation seldpitsg to his
employment situation and internal motivation scripts dealing with drive, soS#zeKing. The
following exchange illustrates Stéphane's comfort and fluency with tdeawak script
thematizing work tasks and work content:

Interviewer: So why is it that you work so hard?

Stéphane Marlont There is never the idea that | will be at the office when |

really want to be at home. If | am in the office, it is because | want to be

there because | enjoy what | do. | want to do the tasks which make me feel

good. That is why | am working so hard at the job that | have today.

Like the Frenchman Stéphane, the Norwegian consultant turned financial &iadystlso
enlists the work task script in order to account for his proclivity for hard work. Rinalaims
that there is "nothing more motivating than enjoyable work" and the "most empdning at
work is to have fun." Moreover, he would be willing to work for much less money, asddhg a
firm could guarantee the stimulating character of his work tasks and grdjador his
countryman Henning, for Einar the intrinsic interest of the work situation is whlags it

worthy of his unbounded effort and commitment.

The hard work talk of Sam King present a stark contrast to the commentariépludrg
and Einar, as the scripts which do the most justificatory work in his commentaribose
thematizing career, moneymaking, and drive. Unlike the hard work talk of European
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counterparts, Sam King's hard work talk overflows with references to careessacx money
as the rewards playing the role of motivators and sustaining his habit of warkingnd

arduous hours. During his long stint in management consulting Sam had regularly &tlibeed
client's site at "three o'clock in the morning putting together a PowerPesgdmnation,” even
when "everybody else had given up a long time ago and had gone home." Even though five
years' worth of these 16 hour workdays and incessant travel took a substantcall @mybi

mental toll, he felt fortunate that this job had taught him "what it takes to succtediusiness
world" and had "snapped" him "into shape."

Unlike both Stéphane and Einar, Sam traces his intense desire to work hard to his
insatiable hunger for career success and the money which comes in the wake ofcassh suc

Interviewer: So what led you to work so hard as a consultant?

Sam King: My feeling on consulting was, if | worked 80 hours a week, |

would advance my career at twice the speed. So this is why | was the first

one there in the morning, and the last one there at night, for weeks on end.
Moreover, like several other Americans and unlike the two Europeansiggraxpresses a
willingness to gut out unappealing projects and uninteresting tasks so that bapérer
economic rewards which go to the person who excels at his job. He confesses thdeat avil
lot of crap™ as long as he is "paid well."

Interviewer: So what is it that makes you such a hard worker?

Sam King: It is very important to me to always advance my career, get more

recognition, and take a step forward. If | slacked off right now at my cyaient

today and just kind of coasted a little bit, it would take away the shine that | have

right now at my job, which means it takes away the opportunity to move up

eventually, or move somewhere else into a great role somewhere else in the

business world. So, I'm more than willing to pay up now, and get the reward later.
At the same time, Sam was someone who acted at the behest of a powerful drigedd.si¢
each stage of his education and professional career he felt "compelled tathushmy might"
in order to reach his ambitious goals. As a junior management consultant wodkity side
with other ambitious people, Sam was happy to have the reputation as "the burner" and the
"hardcore worker" among his hardworking peers and colleagues. Sam wassavhe, in his
own words, liked to "do things to death,” whatever the context, circumstances, orhesk. T
drive to succeed was not of recent provenance. He could trace this longstandingypfoc!
"burning hard" all the way back to his formative experiences in grade school threughrhi
jobs, through two years of business school and four years of college.

Just as Stéphane and Einar occupy one side of this divide in first-orderwbilptSam
occupies the other side, the same chasm separates Sam from his French agthNorw
counterparts with respect to second-order scripts. The cross-natiomgedise which appeared
with regard to the responses prompted by the open-ended questions reappears with tfegard t
more targeted questions presenting respondents with each of the moticmidhtes
anchoring the first-order scripts.

Deploying much the same assortment of second-order scripts as his ¢éoerpztriot
Marceau, Stéphane enlists characteristically European interpretatithresvarious first-order
scripts. When he comments on the motivating power of work content, he dwells on the
motivational efficacy of intellectually engaging tasks conducive to lofegsional and personal
self-development. Reflecting on his proclivity for working long and arduous houpshe®ig
concludes that he only keeps such long hours and expends such effort because of thg "learni
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potential” supplied by the "intellectually rich" work projects. Incaitating this connection,
Stéphane focuses on the character of his work tasks and work environment. It is onlg becaus
makes him "feel good" to work on intellectually stimulating tasks that hélisgato toil in the
office seventy hours a week. Ending his remarks on an emphatic note, he proclaimatien |

am working thirteen hours a day, when | work on sometteatly intellectually engagingl feel

like | could go on forever." The importance of self-development also draws an @nphat
commentary from Stéphane when he answers the targeted questions spetdyiag i
motivations for working hard:

Interviewer: You mentioned that you also work hard because you want to be a

certain kind of person. How would you describe the kind of person you want to be

in your work?

Stéphane Marlon | want to be the kind of person who has accomplished myself

as fully as possible both personally and professionally. This is one of the reasons

why | work so hard at this job.
Like the second-order commentary proffered by Marceau, Stépharaslseder remarks
feature many references to self-development through work. When addressiwig tifanternal
motivations, Stéphane speaks about his strong desire to develop those intellectoeiband s
skills which blossom most fully in and through his challenging work. These secdedsaripts
also turn up in the observations of his Norwegian counterpart Einar. Einar glesdhysfil
twelve-hour days with work because he has a hard time saying no to tasks which he finds
"intellectually challenging and engagingjfendg¢." For him, as for other Norwegians, career
success only matters inasmuch as it creates the possibility for molecintly enriching work
down the line. Like the other Norwegians, Einar is intent on avoiding the geravatiting
individuals who wind up doing the same tasks over and over again. If this fate did lmefddehi
would wind up"dead of boredotth Finally, when characterizing his internal motivations, Einar
talks about hard work as a means of realizing his latent intellectual, emgotindaocial
capacities and becoming a fully realized person.

While the two European men answer the targeted questions by adducing the second
order scripts showcasing the intellectual merits of their work and the ¢mmbetween
stimulating tasks and self-development, the American Sam King brings tabeardifferent
second-order scripts. First, like his countryman Dan Kannon, Sam King zeroes in on the
excitement he derives from his work as a high-flying business professibealtve offers his
gloss of the external motivation script connected to work content. He has no usepter scri
thematizing intellectual self-development in his hard work talk. At the samee he offers a
uniquely American interpretation of career success as akin to a kind of "winnimthéF; he
likens the appetite for such success to hunger for victory in a competition:

Interviewer: And yet you have chosen a line of work that is very difficult,

in terms of pressure and hours. What draws you to this kind of work?

Sam King: One thing I like to think about myself is that I've always been kind of

hungry, and that's what has motivated me to work hareemt to win the game

and the main | measure winning is how much money | get out of mAndid'm

not ashamed of that. It always comes back to the méneglways

benchmarking myself against my peers in terms of who is making more money

and who has reached the highest level. And so it always comes back to the

money. At the end of the day, that's my primary motivator.
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In Sam's hard work talk the symbolic rewards of a successful high-income careeto the

fore as a critical impetus to hard work. But these monetary rewardss#estal to note, are
themselves symbolic in character. By earning a high salary, he is maktaigment about

where he stands both within his employing organization and vis-a-vis his peemgetitors.

Sam works hard to maximize his income, because by maximizing this income Wwanagaspect
from those who matter and come out ahead in the competition for status. Thus, moneymaking
exercises its motivational potency because of its connection to status rathmateaal

comfort.

Finally, Sam uses two characteristically American second-smigts as glosses for the
first-order identity script relating to internal motivations for workingdh&/hen Sam discusses
his reasons for working hard, he brings into play the internal script which tkeshis drive to
succeed. When asked "What kind of person do you think want to be in your workingSde?,"
describes himself as an "overachiever" who feels compelled to work hardugyof his
personality. Further, he identifies this "need" to work hard as a prominent abrext
"American spirit,” an ethic he shared with the equally driven colleagadsng in his firm:

Interviewer : While you were in the second job, did you work as hard as you did

in the first job?

Sam King: Yeah, but onlypecause that's my personalitywasn't the company

that inspired that effort. I think a lot of the amount that we work is driven by the

need for personal accomplishment. | picked a company which matched my

personality. It's an extreme of the American spirit here, it's lilklevsark hard." |

think we've got a personality type here that's pretty driv¥e all worked hard in

school even before we started our careers.

Unlike his French counterpart Vallois and his Norwegian counterpart Leif, Salputes his
penchant for working hard to a longstanding work ethic rooted in his personality.$-or thi
American man, the propensity to work hard represents a force whose strength dioesuade f

no matter the character of his work assignments or work environment. Sam is someone who
cannot help working hard, regardless of his work tasks, work environment, and work
responsibilities.

Just as he cannot deny his inner drive and his identity as an overachiever, Sam cannot
stomach the thought of easing up on work. Any attempt to "slack off" would compromise his
identity as an overachiever and lead to a demoralizing state of demobilizagione&alls
several periods in his life during which he experienced this state of demobilipagicisely
because he was not properly engrossed in an all-consuming job. In his long and detailed |
history, Sam bemoans the twin afflictions of boredom and depression which inevitsinéy e
when he eases up at work and gives up on his identity as an overachiever:

Interviewer: You talk a lot about your own tendencies to work hard, so what would

happen if you didn't work hard?

Sam King: It's always very conscious to me, that, | shouldn't slack off at work

because it will make me miserable. | have gone through periods of nmhkfie |

worked in jobs which did not get my juices going and | became kind of lazy. |

quickly found out then that laziness leads to boredom and boredom leads to

depression. When | lapsed from time to time, like, later in my career, rhjobrs

out of undergrad, where | was in the factory in Florida, | didn't work hard at that

job, and that's when | sort of became anti-social, and | just crept away to the

apartment after work, and | never really went out, and | was sort of glootrgn W
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| think back to those relapses, | realized that they happened because | was not

working hard and | was being lazy at work and not trying to improve my

situation. This was what led me to become bored and then depressed
For him, hard work is represented not only as the preferred means to achievswaress, but
also as the best means of shielding himself against the threat of becatemglailized and
demoralized slacker out of touch with his true self.

lllustrative Trio 3: corporate lawyers

In order to demonstrate that the scripts under study are not confined to consnlants
business executives, this section charts the patterns of script usageasmilargjrative trio of
corporate lawyers representative of the larger subgroup of lawyersl as e entire pool of
respondents. Like the second trio of business executives, these lawyers hassptblgeyond
the launching phase of their professional careers. After excellingiiiebal studies, Marcel
Lasalle (French), Erling Jeeger (Norwegian), and Matt Smith (&ar@rhad all worked as
corporate attorneys in top-flight law firms in their respective countinetheir mid to late
thirties at the time of the interview, these men had spent between five and/eax& building
their reputation as competent and fearless litigators at some of their'si&bip corporate law
firms, where all three specialized in banking and securities law, one obgtenastigious and
demanding specialties within the entire legal profession. During the ydaiointerview, both
Marcel and Erling took home the equivalent of $180,000 in their own currencies, while Matt
earned an income of $230,000.

Here again, it is impossible to ignore the ways in which the first-aadgst repertoires
of the two Europeans diverge from the first-order script repertoire of thearidan counterpart.
While all three men draw extensively on external motivation scripts deaiihgvork tasks and
work content, only the American Matt Smith augments his script repertoire withXiethad
motivation scripts relating to career success and internal motivatiorssefging to drive. As
was the case in the previous trios, these scripts do not turn up in the spontaneous commentaries
of the two European men.

When asked why they work hard, both Marcel and Erling spontaneously volunteer replies
incorporating the popular external motivation scripts which focus on work tasks and work
content. Marcel calls his work tasks "inspirational,” and observes that he would lyedapp
continue working twelve hour days throughout his career if he could count on such eggrossin
tasks. Erling, the Norwegian member of this trio, relies entirely on the elxteotigation scripts
we have come to expect from the Norwegians, particularly the script wigiclighits the
leisure-like aspects of work as the most potent motivational factors gqbitimto work hard. He
attributes his habit of working 12 and 13 hour days to the fact that he finds his work as an
attorney "incredibly fun"fryktelig morsonit These days are only tolerable, he feels, because
his work really amounts to his "hobby." In his view, nothing can substitute for the nuialat
impetus he receives when he is "having fun at work" and having "tasks thay.I'én these
formulations work has been defined as a particularly fulfilling and enriching &b play, an
avocation or hobby enjoyable for its own sake. For Erling, it is only when therecis @f la
intellectually stimulating assignments that boredom becomes a redlifiyssi

Matt, the American member of the trio, also makes extensive use of the kexterna
motivation scripts so popular among his European counterparts. During hygdirstas a
litigator he was surprised to find that he enjoyed the thrust and parry of ditigatthe point
where he would lose track of time and become completely engrossed in his work for amonths
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end. Atthe same time, however, Matt explains that his desire to maximizerigge also
plays an important role in sustaining his motivation to endure the long hoursnigrithénts,
and often tedious assignments. In acknowledging this element, Matt cortfegd®s would find
it hard to remain motivated if the company cut his pay significantly. In his eortsniVatt
represents his interest in maintaining a high income as a critical ingredigourishing his
motivation for hard work.

Interviewer: Can you tell me why do you work these kinds of hours here?

Matt Smith: Money is definitely a big reason why | went into corporate law and

why I'm willing to work the kinds of hours necessary to make a career hers in thi

firm.
As this commentary makes apparent, Matt leaves room for the externaltronts@ipt
connected to career success and moneymaking in his repertoire of finshard work
scripts. As we can see, like other American members of the illustratge Matt stands
apart from his European counterparts Marcel and Erling when he uses tbediarst
scripts besides those relating to the content of his work.

The cross-national divergence between Marcel and Einar on one side and Matt on t
other side is also visible with respect to the responses prompted by the moesl tqugstions
regarding the role played by prespecified motivational facteos.example, when invited to
comment on the reasons why he finds his work tasks so motivating, Marcel echoestis Fr
and Norwegian counterparts and links the motivating potential of work tasks to thetigiate
important sources of intellectual self-development and important catedystsfessional
learning. His second-order scripts focus on the role of intellectuallygenpeasks as catalysts
for self-development. Relying on a characteristically effusive Freihgal vocabulary, he hails
his work's developmental potential as a means of "self-completion™:

Interviewer: What is it about your work tasks that makes you want to work hard?

Marcel Lasalle: | like to work hard when | am learning things that | don’t already

know, learning new skills and competencisa\voir faird that | don't already

have in my professional experience. Second, | am looking to complete myself in

my work, to make myself more accomplished by doing things that | like, that

challenge me, that push me, that make me progress. This job completes me

[m'accomplit. Today | work hard in a job that | adore and that fulfills me.

Marcel amplifies this commentary by confessing that he "wouldn'gfead" about himself if he
didn't work hard. If he started easing up at work, he asserts, he would forgo the oppiartunity
develop his intellectual capacities to their "fullest extetrterestingly, when addressing the
role of money and salary, Marcel does admit that the desire for a higharspurs him to work
hard. However, he explains that this high income is only important to him becausestasn
means through which he can underwrite a comfortable standard of living for framdddlis
family. In virtually the same breath he dismisses the intrinsic irapoetof "becoming a leader
or climbing up the corporate ladder." Career advancement, in his opinion, is regléy onl
worthwhile and motivationally efficacious goal if it "opens the door to more sitegework™
down the line. Like Marcel Einar also explains the motivational efficaeyoothy work as a
result of its potential as a source of intellectual stimulation and self-giewetd. He repeats the
standard European answer to questions about the import of career advancement as well
emphasizing its role as a means to securing interesting work assigimitetsuture.

As we have come to expect, Matt Smith fields these questions with a ratbesrdiff
assortment of second-order scripts. When addressing the motivational potemgdgihg work
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tasks, Matt cites the "adrenaline rush" he experiences while working peweheighty hours
weeks in order to prevail in an all-consuming legal battle:

Interviewer : How do engaging work tasks help you to stay motivated so that you

can give work your all?

Matt Smith: | actually don't have much trouble working really long hours,

particularlywhen the work is excitingn the heat of the battiiere's just so

much adrenaline over such an extended period of Titm&t's why it's easy for

the work to really take over your life [for long stretches of time].
Like the other American respondents, Matt offers an interpretation of theaxteotivation
script thematizing work which highlights the emotionally energizing aspéd¢he work rather
than its character as a source of intellectual gratification. Néattaaticulates characteristically
American second-order scripts when weighing the motivational potency ef caicess and
moneymaking. Sounding a slightly sheepish note, Matt admits that he is susdeptia lure
of money. His appetite for money has to do partly with concerns about economityseguti
it also emanates from his desire to signal a certain socioeconomic staisisvealthy friends
and neighbors, as he confides:

Interviewer: What are your feelings about money in relation to working hard?

Matt Smith: I did choose this demanding job because | knew I could earn a lot of

money in it. Money is key for me. This is something I've realized about mlyself.

hate to say it, but the more money | earn, the better | feel about myseff - 2x i

always better than x as far as money goes. I've also realized that sbene'

status element to it, my wife and | live in a very materialistia fttee San

Francisco Bay Area], and we're surrounded by many educated and wealthy

people.
In answering the targeted questions, Matt also produces several welb&ddlsecond-order
scripts concerning his drive and his aversion to excessive leisure. First, whettoaske
characterize himself in relation to work, he applies the popular term "TypesAnagity" to
describe his orientation to work. He also supplies an elaborate commentary on theftheme
excessive leisure and demobilization so popular among the American respdoai@etsting
the demoralizing and demobilizing effects of an unwanted reduction in his workload,cets
the feelings of "boredom" which marred his work life whenever he could ndt hesabilling
threshold. Using the same second-order script as his countrymen, Matt blamebskiog
hours for a falloff in his work motivation and a precipitous drop in his overall welgbein

Interviewer : If the firm offered to pay you your current salary but asked you to

work 30 hours a week how would this affect your work motivation and how

would you feel about yourself?

Matt Smith: I'd be bored | gotta tell you. Since | arrived here in San Francisco

there have been slow times hereere I've just been bored, for me to bill 1900

hours, that’s less than a forty-hour workweek of billing, it gets boring and | don't

feel good about myself when this happens. | start to wonder whether I'm really

such an overachiever after all.
Thus, for Matt as for the other Americans, keeping his work hours high is indispehettbhbs a
means of sustaining his motivation to continue working hard and as a means of sustaining his
conception of himself as an "overachiever."
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Trio 4: engineering managers and technical consultants

This final illustrative trio of respondents all work in the fields of engimgeengineering
management, and technical consulting. Vallois Sauville (French), Leif Hatv@orwegian),
and Chuck Brown (American), all men in their early to mid thirties, hold postgraduate
engineering or technical degrees from well-regarded institutions and inagsed extensive
experience on both the technical and management sides of the high-tech indutigytime of
the interview, each man works demanding but not extreme workweeks in their kespecti
companies. As with the other trios, the American member of the trio (Chuck Boosught
home somewhat more income and paid somewhat less of his income in taxes than hi:Europea
counterparts.

As was the case among the members of the preceding trios, the American @ivack B
is the sole member of the trio enamored of the first-order scripts thergatiniivational
sources other than work content. By contrast, both the FrencVatlars Sauville and the
Norwegian Leif Halvorsen have little use for either the first-ordeptscdealing with career
success or those dealing with inner drive. Like their countrymen, they depzusivly on the
external motivation scripts which represent the motivation to work hard as contingeotkon w
tasks and work content alone. Long workdays and frequent travel do not bother Vallois, as long
as he can always "look forward to great projects.” Saying much the sagelLieif can endure
the unpredictability of a work schedule designed to accommodate his clients as leagnows
that they will continue to present him with challenging assignments whicghdse"eéngaging
and interesting." By contrast, the American Chuck Brown implicates not onlytéiesting
work assignments, but his interest in "getting ahead in my career" and hestdesiirm the
identity of someone who "kicks butt" at work as factors fueling his motivatiorotk kaard. He
also emphasizes the importance of his high salary. Without such a high salaryaimesgekpl
just "wouldn't be able to muster this kind of energy for work." Finally, Chuck maeesf the
internal motivation scripts absent in the commentaries of Vallois and Lifftssconcerning the
importance of hard work as a way of maintaining one's sense of self. Thusasviiner&/allois
and Leif both dwell at length on the singular motivational role played by work content, the
American Chuck Brown allows for a wider variety of motivational factors draws on a wider
variety of first-order scripts as a result.

Chuck Brown's distinctiveness relative to his European counterparts aBsoesusfith
respect to the second-order scripts produced in response to the targeted questions. A
examination of these responses reveals the same justificatory gulf whestcaentered with
regard to the previous three illustrative trios of respondents. Again, the Frenchmhe and t
Norwegian interpret the three first-order scripts in ways which foregrdwishdispensability of
demanding but intellectually stimulating work as a catalyst for ssléldpment. Vallois offers
the response " | am always seeking to develop myself, to augment myctotdiend technical
capabilities” when asked "What is it about interesting tasks that keepsofmated to work
hard?" Leif also leans heavily on this self-development script. In resfmiise same question
Leif repeatedly and emphatically highlights his desire for work whiohhedp him "realize"
himself. Repeatedly extolling his work as "rich in learniriggreriki, he emphasizes the
motivational power of interesting assignments and the motivational void creatiedl tvork
tasks:

Interviewer: So what do you find so compelling about engaging tasks?

Leif Halvorsen: As long as | feel that I'm working with something intellectually

exciting, | don't feel that I'm sacrificing so much when | work a lat'dlf
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professionally intriguing and fun, then sixty hours per week is about right, but if

it's boring work, and you feel like Charlie Chaplin on the assembly line [in the

movie Modern Timef then twenty hours per week is too much. Personally, |

have a very strong desire to make sure that | remain passionate about what I'm

doing from a professional perspective and that I'm working with intellectually

[faglig] exciting stuff. It's about burning for something intellectually fulfilling
When asked about the motivational role of career success and money, Leif dhatees
enjoys getting a decent salary, but that he would be willing to work hard, whhaiegety.
Unlike the American respondents, Leif does not speak of his interest in maximgingdme
as the American respondents. Rather, he aspires to earn an amount adequiitisorhidterial
desires and the material desires of his family. A decent-sized paycheckatidys to him
because it makes it possible to provide for himself and his family and build a "good @onom
foundation.” In order to build such a foundation, he explains, one has to willing to often work
more than eight hours a day. In the same way, when asked about the role of moneytalkallois
about the various ways in which his relatively high income makes life easienare secure for
himself and his family.

Unlike the two European men, Chuck Brown speaks at length about the importance of
achieving a high level of career success and maximizing his salary imojdm the "big
boys." In this slightly indirect way he echoes the other American respisnole using second-
order scripts which represent outsize salaries as tickets to high statuslaas economic
security and a comfortable standard of living. Equally striking in their diveeyfrom the
Europeans' second-order scripts are the second-order scripts which Chsiclsnahen he
responds to questions about his internal motivations for working hard and the connection
between hard work and his sense of self. When addressing these themes Churttsexpo
repeatedly on the force of his ineluctable "drive" to succeed and his igdéfativork ethic.
His comments on these themes are worth presenting in full:

Interviewer: So what do you consider heavy and light work hours?

Chuck Brown: So when | started working at Consulting Inc., | worked quite a bit

on the weekends--not because | necessarily had to do this, but because it was in

me. That's what | had always done. My work hours have remained relatively

constant for a long time. When | was younger, my dad and | would spend time

together every Saturday morning. He ran his own business building and selling

lockers. And so | would help him build and install lockers when | grew old

enough. So | grew up getting up at 6:00 AM every day and going to work on the

weekends.

To this day | just can't sit still. So | can't work short days. I'm unable medhgdo

work low hours. | don't think | could work an eight-hour day if | tried, | don't

think | could physically do it. I've been working ten-hour days since | was

fourteen years old and I think it's built into my body to get up and do something

hard and well and do extra to distinguish myself or my company or whatever it is.

I've never taken a sick day in my career.
Describing himself as an "overachiever," Chpoints out that he has never limited himself to
an eight-hour workday and he cannot imagine himself working such "short" hourshé.i&ther
members of his family, has never known any way of working other than working hard.
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Two Ideal-Typical Script Repertoires

The juxtaposition of the three groups with respect to their charactecisptrepertoires
reveals a striking divergence in the ideal-typical repertoires used Byrtbacan respondents
vis-a-vis the French and the Norwegian respondents. As we recall, the lextetimation scripts
relating to work tasks, the work environment, and work responsibilities are popular wit
members of all three groups. However, in supplementing these scripts withaértetivation
scripts relating to career and moneymaking and the internal motivatiptsgelating to drive
and idleness, the members of the American group stand apart from their French agglidNorw
counterparts.

Viewed in juxtaposition with these script repertoires of the French anddgan
respondents, the script repertoire of the modal American appears strikstgigtdie. While the
American respondents do mention the importance of interesting work tasks @onsietities
in the same way as their European peers, they also avail themselves béthe/otfamilies of
scripts. For the Americans, the external motivation scripts thematianegr success and
moneymaking and the internal motivation scripts relating to drive and idleppsar familiar,
resonant, and compelling as first-order justifications for hard work. Thus,rttees@tional
factors play a much more prominent role in the spontaneous hard work talk of theah®eric
than they do in the talk of the French or the Norwegians.

In their spontaneous commentaries the French and Norwegian respondents rely
exclusively what can be described ageaotional-avocational script repertoifsee Stebbins
2004). In its ideal-typical form, the devotional-avocational repertoire repgsette habit of
working hard as the product of a decisive engagement with particular taskenerents, and
responsibilities. The devotional-avocational repertoire thus singles out tkesivation itself as
the primary stimulus to hard work. If the worker applies himself to his work, itasponse to
the intrinsic gratifications he derives from his devotion-worthy work. Tiemgth of his
motivation hinges on the intrinsic appeal of the work itself rather than hisimiat to career
success or their impulse towards industrioustelsthe devotional-avocational script
repertoire the willingness to work hard is cast as the fruit of a near-autotelik§emnsmihalyi
1990: 67) involvement with intrinsically enriching and enjoyable work tasks, work
environments, and work responsibilities. Conversely, insofar as it effaces pleysrant
situation as a motivational factor, the devotional-avocational script mirsrtheemotivational
role of work's institutional correlates, namely jobs, careers, and paychecks.

The ideal-typical devotional-avocational script repertoire sgngid the various
characteristics of the work itself, rather than the job or the career, astivationally operative
aspects of the work situation as a whole. It highlights the suitability of work e@speriential
arena where one can realize one's cognitive and social capacitiganasjery, and take pride
in one's skills. In this repertoire, motivational catalysts like careeesacstatus, and wealth
recede into the background or disappear altogether along with the tendency towards
industriousness and the constitutional aversion to idleness. Because personalmpieeth a

1 Although it is true that the internal motivatiogripts such as the drive script and the anti-idéerseript
sometimes surface as elements of the Frenchmaips repertoire, although always in a muted forrheTdeal-
typical Norwegian respondent such as Henning THdsea, Einar Nyborg, and Leif Halvorsen differghblly from
his French counterpart insofar as he does nottosaddress the role of career success or mondyiatds
commentaries and rarely uses internal motivatioiptsc Moreover, even when French and Norwegiapaedents
do cite some aspect of their internal psychologicakeup as the impetus to hard work, they avoidithal
vocabulary built around "drive," preferring to talkout "restlessness,"” a trait with a contingelatianship to
occupational achievement.
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realization are the ultimate warrants for hard work in this repertoirehiibiesxa "Maslowian”
flavor (Maslow 1954), ascribing the person's propensity to work hard to "séifation” needs
occupying the uppermost slot in the Maslowian pyramid (rather than to more dxstsiey"
needs such as the need for social recognition, status, or wealth). Thus, mciedeself-
realization so frequently and emphatically, the Norwegians and French resgagetiaiming
a kind of Maslowian status for themselvVés.

Unlike the French or Norwegian respondent who relies exclusively on this devotional
avocational repertoire, however, the more promiscuous American augments tnsjpsieck of
scripts by drawing heavily from another ideal-typical repertoire, hathe overachievement
repertoire The scripts which make up the overachievement repertoire trace the wiliingnes
work hard to other sources, primarily the desire for career success andandrteg inner drive
to apply oneself® In this repertoire demanding work is cast as an outlet for energy ancevehicl
for the affirmation of a self-identity tied primarily to work effort. Aetsame time, such work is
represented as a means of actualizing a propensity deeply inscribed in auelalfpgr a drive
which predates one's encounter with the work world but is naturally oriented towards
occupational achievement.

The overachievement repertoire offers a stark contrast to the devotiomadirepe
term of its thematic structure. Unlike the devotional-avocational reperitaimegriwines two
very different strands, namely the strand connected to the person's "public esgaéoareer
success and moneymaking) and the strand connected to the person's inner involdevents (
work ethic, industriousness) (see Jepperson 1992: 140). While the first strand pointd,outwar
towards institutional self-anchorages in the social world of jobs and organizatiesgcond
strand points inward, towards the inner world of institutionally unmediated ingparmhskdesires
(Turner 1976). The overachievement repertoire thus binds together the institatidribe
subjective dimensions of the self in a very specific way.

Upon closer inspection, however, even the institutional strand of the overachievement
repertoire betrays a subjective aspect. Even as the overachievemenirecipeids out the
earning of income and the accumulation of money as important rationales for harcheork, t
repertoire presents money primarily as a symbolization of comparatiegrpance and personal
worthiness rather than an instrument of material acquisition (see Wuthnow 1996: 125-131
Lamont 1992). Thus, in true Simmelian fashion, the articulators of the overachrgveme
repertoire gesture towards the "affinity” between money income and pleesomal valuation of
"individual achievement as such" (Simmel 1990 [1907]: 341). This valuation, as Simmel
observes, enables individuals doing diverse work to commensurate their perforawmdsg
to a common metric (Espeland & Stevens 1998).

In order to throw the contrasts and similarities of these two repertaicesharper relief,
it is useful to juxtapose them both to the classic Protestant Ethic which Vkebdrezl so many
years ago. Viewed against the backdrop of the Protestant Ethic, the overaehiesepartoire
seems to recapitulate familiar themes. The religious vocationalist ascall, submits his labors

121t is no accident that one of the Norwegian resiemis references Maslow explicitly in his commentam
working life, saying "here one can choose the kifhpbb which stimulates one just like Maslow would
recommend.”

13 |nterestingly, in deemphasizing the importancearker success, these very occupationally suc¢éssfuch and
Norwegian men sound a bit like the American workitass men interviewed by Lamont (Lamont 2000).SEhe
men dismissed the pursuit of career success andeykas misguided and trumpeted the importance rafrge
happiness and well-being in an especially outsfdeook.

37



and his life to an explicitly conceptualized ultimate end, the end of salvation\ane gliace. In
this toil he seeks evidence of his own sinlessness and godliness. Like ih& @nigtestant
Ethic, the overachievement repertoire sanctifies industriousness as suothenig a relative
indifference to the characteristics of the work content which brings thiaatbatrait to life.
Just as Weber's Protestant Ethic promulgates doctrines prestubaggsing activity" in a
work-related calling as an antidote to self-doubt and feelings of unworthiese( 2002
[1920], Kalberg 2002: xxxiv), the overachievement repertoire presents work, palgicula
demanding work, as an existential locus for the actualization of the overactseifinyVith its
scripts focusing on drive and demobilization, the overachievement repertoirashbdak to the
Protestant Ethic by casting industriousness and the avoidance of idlenesseadiailxi
obligations relevant to one's inner condition, even if it frames these conditiamgnspiritual
form (Weber 2002 [1920]). Finally, as Serge Moscovici observes, the only reason why the
Protestant ascetic chases after profit and wealth is becausetbéhieeaonetary value attached
to the fruits of his labor as a valid measure of his own value in the eyes of thd#lnkigr

him, the money's importance as a marker of identity outweighs its significaac@ma@ans of
material acquisition. In the same way, the overachievement repertoires dheesadherents'
attention and commitment away from money, considered as a means of procutgupti® of
life, so that he can focus single-mindedly on the symbolic potency of money, cotisidene
indicator of his own worth (Moscovici 1993 [1988]: 169). In this way, both the classic
Protestant Ethic and the overachievement repertoire enshrine the seacdierioally conferred
self-validation as the decisive motivational factor sustaining the wikisg to work hard and
exert oneself.

The overachievement repertoire seems to bear a much stronger resenciheatasssic
Protestant Ethic than its devotional-avocational counterpart. The devotional-anaktati
repertoire, as we recall, makes the worker's willingness to exertlhecoséngent on the
worthiness of the work tasks rather than the inner character he brings ttatksseThe
exclusive focus of this repertoire on external motivations at the expense oaimtivations
thereby ensures that it departs from the Protestant Ethic in its basiarstr&econdly, as it
specifies the desire for self-development and self-actualization as thataltvellsprings
feeding the willingness to work hard, it puts experiential gratificatiortseateéry center of hard
work motivation, something entirely antithetical to the sober and somber Pnotetta ™

From a slightly different angle of vision, one could characterize the diffebstaeen
these two cultural repertoires as encapsulating a distinction between feverdimotivational
models vis-a-vis hard work. The only motivation model foregrounded in the devotional-
avocational repertoire is a "pull" model in which the willingness to work hard issues
forward-looking affinity for self-development and self-realization. ®terachievement
repertoire, by contrast features two different motivational models. Ins®fahighlights inner
drive and the aversion to idleness, it puts forward a "push” model in which the propensity
work hard emerges from a longstanding character trait with rootststig into the past.

14 Of course, we should not overlook the vast gutfieen the religious Protestant Ethic and thesedeaidely
secular repertoires. The classic religious vocalist) as we recall, labors so that he can cehiifyself asa godly
person in his own eyes, in the eyes of his relgmmmunity, and in the eyes of the Almighhe religious
vocationalist learns to turn his back on all foroignjoyment, whether those derived from the camémvork or
from its economic fruits so that he can focus omiatirely transcendent and otherworldly end atfteatest
possible temporal and existential distance fromekieryday life in the here and now (Poggi 1983: Zhjs end
renders the individual's experience in the hereraavd significant only as in an instrumental capacit
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Inasmuch as it showcases the bearer's orientation to career success ymiakiogehowever,
it to directs attention to the forward-looking aspects of the motivational dppara

Conclusions

This chapter takes an inductive and exploratory step towards pinpointing thel cultura
chasms between the occupational talk of male business professionals in the tatded®l the
occupational talk articulated by their French and Norwegian counterpaetstudy lends
support to the thesis of the transatlantic divide by showing how American male jordéss
diverge from their European counterparts when they offer rationales, accountsrearasior
their propensity to apply themselves at work and endure stressful pressureasdrairds on the
job. The analysis of the interview material demonstrates that Americaxtogpresents a
distinctive cultural environment, offering a distinctive stockpile of occupatgarglts different
from those afforded by the French and Norwegian social contexts. In empgakeiexternal
motivations connected to career success and moneymaking, as well as inbéivelons
associated with drive and the demobilization caused by idleness, Ameatapnofessionals
engage in a culturally distinctive kind of justificatory labor and signal thembership in a
distinctive justificatory community. Moreover, the analysis makes it thedithe American
context constitutes favorable cultural terrain for a repertoire which fittiésnourishment in the
European contexts.

Although both the European and American settings are fertile soil for the éxterna
motivation scripts connected to work content, the Americans make use of a g&iptire
largely foreign to the Europeans, namely the overachievement repertoire. dmtimectaries
of the Americans, references to work content are overshadowed by abundantesfereaceer
success, maximizing income, drive, and demobilization caused by excessive et the
Americans, there is nothing wrong with a motivational engine which runs on fuet th@w the
lower levels of the Maslowian need hierarchgr their French and Norwegian counterparts,
however, more elevated motives must be found for hard work than the desire for a high incom
career success, or the urgencies of a compulsive industriousness. This is kreptheand
Norwegians find it compelling to characterize their work devotion as a questiffoealization
and self-development, needs which occupy the upper reaches of the Maslownaid pyrais is
also why they are happy to allow their pursuit of baser goals located in thddoels of the
Maslowian hierarchy to recede into the shadows.

The more convincing and compelling character of the devotional-avocatpeataire
among the French and Norwegians means that it can stand alone as a jostditdtiationale
for hard work. Even among the Americans who have reached the pinnacle of the occupational
pyramid, justificatory scripts connected to work content cannot shoulder theaistiy burden
by themselves. The willingness to work hard must be anchored in firmer foundatiotiseha
search for a self-development and self-realization which hinges on théadtrass of work
tasks and a work environment over which he has no real control. In the Americay) Hedt
proclivity to work hard must by rooted in something less transient and contihgarthe
content of the work. By representing the desire to work hard as resting onatbieesgrock,
the hard work talk of the American loosens the connection between the strength of his
willingness to work and the character of the work itself. Thus, by invoking their, thizie
aversion to leisure, and their interest in winning, the various elements of the drive-
overachievement repertoire, the American respondents ensure that theiriorotosatork hard
is seen as resting on fixed and stable foundations unrelated to the characiemairk@sks,
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work environment, and work responsibilities, characteristics which vary from one floé hext
and from one line of work to the next.
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Chapter 3: Zoning the Evening: Constructions of the Work-Life Boundary Among Frend,
Norwegian, and American Business Professionals

Within the comparative cultural study of cultural expectations and conventismss is
pertinent to the sociology of time have received short shrift. This chapteibcboedrto these
relatively undeveloped area of inquiry by comparing the temporal expectatides@ventions
operative in different social environments, empirical inquiry can also shedleaatsle light on
the structure and organization of some of the most basic sociocultural integratnge nor
undergirding modern societies.

Social theorists have long noted that well socialized members of a sol&aticiby,
whether societal and subsocietal in scale, carry with them a certain kimtdroflized temporal
compass which indicates when particular activities are appropriate andhelyeare
inappropriate, a sense Elias dubbed the "temporal habitus" (Tabboni 2001, Elias 1992), and
Merton designated as "durational expectancies” (Merton 1957). These expschati
sometimes encoded in collective rituals, organizational schedules, and athglystr
institutionalized parts of the social environment, but they are sometimes pregeninore
weakly institutionalized aspects of private life as well. In contenmpguastindustrial societies,
these normatively colored conventions steer the individuals' involvements wittothpulsory”
activities of working life, the elective activities of private life, and tifiten tension-laden
relationship between these two activity orders and institutional red@imbd¢ni 2001, Lewis &
Weigert 1981: 448, Zeruvabel 1981). As many analysts have posited, scheduling, timing,
"durational expectancies," and sociotemporal rhythms serve as some oifriagy prxes around
which social life is orchestrated in modern, highly differentiated socielireall such societies,
the employed individual must cope with the demands of a variety of "temporal qllcenss &
Weigert 1981) associated with the different levels of social orgamiZatiln orchestrating the
daily round, the employed person must weave together self time and organizatienal t

Collective temporal conventions orchestrate the various parts of the individadis
round” (Lewis & Weigert 1981: 439), the quotidian temporal sequence which typically
progresses from morning to midday to evening in a predictable and patterned way. éaresom
with a full-time job, the daily round usually involves physical movement as welbeal and
psychic displacement from the experiential "home" to "work" and back ag@ipefid Eng
1995). This study examines and theorizes the tail end of the daily round, the part of theyworkda
which generally takes place during a particular slice of "clock timeah\d995), namely the
early evening between 5 PM and 9 PM, and which functions as a transitional periodatiegnarc
the realms of working life and private life, two contrasting "mental anclsaorlds" (Nippert-
Eng 1995: 100, 117) which demand the fulfillment of different roles. These hours constitute, in
many cases, a temporal border zone which potentially demarcates pmafeotn public time
and individual time from organizational time (Lewis & Weigert 1981, Zeruvabel 1881 }he
employed professional man or woman, these fringe hours are when organizatieraaidimork
time often take precedence over the subordinate temporal orders of self tiraendndirne.

In most cases the professional worker, by contrast with the blue-collavieessorker,
exercises some degree of discretion and autonomy in demarcating work liferivate life and

131 we are to gain a more complete and nuancedrstateling of these temporal expectations and oriléss
critical to look beyond the individual and orgartizaal level to the societal level, a level wheress-national
comparisons are indispensable.
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disposing of this temporal period. By contrast with jobs which squeeze working tone int
predetermined blocks, many professional jobs impose demands which are yelativel
underspecified in temporal terms (Lewis & Wiegert 1981: 448). In law firms, cansids, and
other professional workplaces the exact placement of the boundary betweenkta@dvor
nonwork spheres is not predestined by organizational fiat, especially whensg$teonmative
control prevail (Kunda 1992). Of course, as we know from numerous ethnographies of the
corporate workplace, many corporate professionals stay in the office durindgntiuesen
response to overt pressures from their supervisors or peers (Collinson 2004: 233-a)ise béc
their desire to outdo their peers, dramatize their commitment to the firm oothé&prassuage
guilt, enact the role of the "go-to-guy,” or placate some other inteeddlurgency"” unrelated to
explicit directives (Sharone 2004, Cooper 2000, Hochschild 1997). An individual professional's
workload, her level of ambition, and her personal circumstances clearly influericaittgeof
her departure from the workplace. Other professionals, for whatever reasmake a habit of
leaving the office at 5:00 PM or 5:30 PM, and feel that they can do so without endgrigeirin
employment (Meiksins & Whalley 2003). Whether or not these early leavers resukirg
again at home, they have to some extent displaced themselves socially arlg mestde the
experiential territory of work.

Given that professionals exercise some discretion over their allocatius bfrige
hours, it is natural to wonder what kinds of sociocultural influences impinge on their boundary
experiences, boundary expectations, and boundary decisions. The many ethnographic and
interview-based studies of professionals in the Anglo-American context hewa shat
professional men and women conclude their workdays in ways congruent witlfeheir
circumstances, but also with the work hours norms and durational expectancies impbséd by t
work peers, clients, supervisors, and their employing organization. In addition, the boundary
between working life and private life is also informed by the "normatlainflyences (Turner
2002: 164-8) associated with broader and more diffuse sociocultural forces such asatalup
cultures (Fuchs-Epstein 1999), gender cultures (Rutherford 2001), and even industeg cul
such as the culture of "Silicon Valley" (Cooper 2000).

While these studies have shed light in many of the forces at play in the AngllocAm
context, their single-country focus makes it impossible to identify the felectetal context
itself as a factor influencing these boundary decisions. Capitalizing on a uriggenational
body of comparative data, this chapter illuminates the elusive contribution ob$coietext to
the evening routine of the business professional. The chapter examines thesgingrma
influences as they play out in San Francisco, Oslo, and Paris, three societdiscahere
professionals are exposed to contrasting stratification cultures (searéteSites Appendix).
In examining the connection between professionals' evening transitiongvinkimg life to
private life and the character of their societal environments, the chaptetgeg@vi opening
towards a comparative sociology of macrotemporal and microtemporal converitiats® shed
light on the link between temporal expectations around work and private life, on the one hand,
and stratification cultures and gender cultures, on the other hand.

Conceptualizing and Analyzing Temporal Benchmarking and Temporal Zoning
In identifying the various normative influences at play in these boundaryahesgis is

helpful to make use of three theoretical concepts which have remained undgezhiplbooth
empirical and theoretical work on temporality and the construction of temporal b&snda
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namely, the interrelated concepts@iporal benchmarkingndtemporal zoning (or temporal
territorialization).

The concept of temporal benchmarking draws its inspiration from the notion of the
reference frameriginally formulated in the theoretical and empirical work of the psychstlogi
Herbert Hyman and the sociologists Robert Merton and Ralph Turner. Developed to expla
individuals' motives to benchmark their own behavior according to patterns of behlal/ior a
orientation identified with various reference targets, the idea wasalhigan outgrowth of the
theory of role-sets (Merton 1963 [1957], Turner 1956). During its heyday in the late 1950s and
early 1960s, the number of reference group targets proliferated in the wodcsobdgists and
social psychologists who became preoccupied with producing more and more nuanced
taxonomies of reference targets. Merton differentiated "membershipsjtalgiined as
similarly socialized sets of interactants, "social categoriesifiettfis aggregations of
normatively heterogeneous individuals sharing the same general slasss &ge, etc.), and,
finally, "collectivities," normatively homogeneous social categowblose members are alike in
their orientations (Merton 1963 [1957]: 286-300). Ralph Turner offered a different taxpnomy
identifying four separate types of groups (identification groups, interaatiupg, valuation
groups, and audience groups) as reference targets (Turner 1956). During thad @éfésence
group theory became more and more identified with social psychology, howeveih dlois/"
frame" (Rueschemeyer 2009) receded from view within the social psychologgaoidgy
more broadly. Despite its flagging popularity, however, the fundamental ideacair¢hef
reference group theory, namely the notion that behavior and orientations are oftendrked
in view of a specific target individual, organization, or group, still retains mdvgréages as a
heuristic concept. As I will show, it can play a very useful role in helping to paradzing the
normatizing influences at work in the boundary decisions of individuals allocatiig3t&v
hours.

The idea of temporal territoriality, first introduced by ZeruvabetZabel 1981: 142)
and used to great effect by Melbin in his study of the social construction oimigliielbin
1987) and Nippert-Eng in her study of commuting (Nippert-Eng 1995), also proves its svorth a
an analytical resource useful in the study of the evening transition betwdangnde and
private life. As Zeruvabel and Nippert-Eng suggest, in many social conetdsialock hours
are collectivelyzonedas temporal zones appropriate for some activities and inappropriate for
others. Depending on the cultural context, some of these temporal zones are desdificed a
areas" where actors may engage in relatively unstructured activitiesitvsanction (Nippert-
Eng 1995: 122). When an individual enters such free areas, she is temporarily released into a
"self time" where she is not as bound by the constraints of "organizationallievas &

Weigert 1981).

In this chapter | press these two conceptual lenses into theoreticed $brough a
comparative examination of the three groups' distinctive orientations to the & impandary
zone corresponding to the early evenings between 5 PM and 9 PM. This empiricatiapplic
demonstrates the analytic value of these concepts in the comparative stocigldemporality
as it is constituted in three different social settings where professiagaéxposed to contrasting
stratification cultures.

Three Patterns of Temporal Zoning

For the Parisians, the hours between 5:00 PM and 8:00 PM hold a very special
significance as a deeply social work time where they can demonkgatauthority in the
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workplace, commune with colleagues, and hone their skills. For example, Parrdiansba
managers, and consultants would enthuse about the camaraderie and the reldtineffoes
distractions they enjoyed in the office during the early evening hours. léAimvastment banker
praised the between 5 PM and 10 PM as the period when he could finally get to practice his
métierundistracted by the petty minutiae which diverted his attentions during the 9poiffitvh
of the workday. As he explained:

Really, 5:30-8:30 in the evening is the best part of the working day. The support

staff have gone home, the clients have stopped calling.. and it's just us bankers.

This is when we get our intellectual nourishment, when we get to spend time together

in the office. | get more gratification from the 5:30 to 8 PM hours than during

any other part of the workdaly's this special time because we all know why

we are here. We all went through the same education and worked very hard to

get here, that's why theéng a sep{smiles] is the payoff. This is when we learn

from each other and those above us in the hierarchy.
This camaraderie and freedom from distractions was absent during thetrnotered parts of
the workday prior to 6:00 PM, as he described:

Actually in the evening you have time to talk, to discuss topics a little more

intensively with your colleagues and that you can enjoy some personal contacts

within the hierarchy, et cetera, that’s only in the evening. This is the part of

the workday which is where thieal visionhappens.
Laurent, an ambitious Parisian executive with a management position in antiugeial
company, proclaimed proudly that he typically left his office between 8:30 PM and ;g
could not even imagine leaving his office before 8:00 PM. At 5:00 PM, he was commencing
what he called his "second shift." After 9:00 PM, however, it was time for¢hgrivée
Moreover, if he left the office before 8:00 PM on a regular basis, he would inevitably
himself at loose ends. For some of the Parisian professionals with youngrghitdr urge to
spend the 6-8 PM period at work was so strong that they shifted their childremselsesti that
they could see them before they went to bed. Laurent declared vehemently thatche w
"never" leave the office before 8:00 PM, no matter the workload.

While a majority of the Parisian respondents waxed eloquent about the 5-8 PM period,
representing it as a charmed part of the workday, a number of them lambastedi¢ney for
the period to degenerate into a ritualistic kind of facetime. Many of thedrarespondents
conceded that they stayed in the office during the 6-8 PM simply because sfekpected, not
because they had time-sensitive assignments to complete. One bankinyexaeuthented
"when you are here it is normal to leave after certain people of coursermarfinternal
strategy consultant who had gone to work for himself after toiling for a Fregech company
recalled the imperative for "senior people” to stay after 6:00 PM so thatah&d/hold
conversations with colleagues "in the hallways":

In French companies there are many things that are decided in the hallways

after 6 PM. It is really important when you are in a senior position to tarry in

the hallways after a certain time. You are [physically] at the comartyou

are not actually working.
However, a number of these men and women turned a critical eye towards tiie piacthe
opinion of a Parisian management consultant who had worked with dozens of Parisiai&rms
practice of staying in the office late did nothing to enhance workersegitizi

Managers and professionals tend to stay very late here. This is a way to
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show that you have authority or power in a company...a lot of people stay

until 8:30 or 9:00 PM. A lot of people could avoid working late if they were

more efficient, but they do it to show that they are the top degioi le

plus for{.
One of the Parisian professionals, an executive who worked as an upper-levelrranadgege
Parisian consumer products firm, objected to the "stupid" practice of stajenig kthe office
simply to "seem important.”

| work really fast so I'm usually done by 7:00 PM, but I still have to spend an

extra hour afterwards simply because Jean-Pascal still hasn't finishedrki

There is enormous pressure to stay here until he leaves, so | sit around and write

Emails and keep myself as busy as possible until it's the right time to leave.

that's one reason | ended up leaving. It just seems stupid to me to waste my time

staying in the office until 8:30 PM every night just to be with everyone else...

this is one of the reasons why | left the company to start my own firm and

become my own bogétre propre maitre]
This practice, Adele complained, did nothing to increase the "efficienctly"wtiich people
carried out their tasks. Serge, a Parisian attorney condemned the practmentgheraising
the "rational” culture of "northern Europe,” a part of the world where peop&efree to leave
the office at a decent hour. He could not understand why Parisian attorneysqueesr® stay
late in their offices:

If I could choose, | think that | would make things a bit like they are in Narther

Europe. | would not obligate peopledtay as late as one often sees in Parisian

law firms or companies where, even if people don’t have anything to do, they

have to stay until 9:00 at night or else. I think that is basically completely

ridiculous. If there is work to do, you do it. If you have to stay, you stay.
Another Parisian professional who had worked for the state and served as an operations
consultant for several large private sector companies also pointed to the tesfd@adggian
managers and executives to send flurries of Emails during the hours between 6 PMvand 8 P

By contrast with their Parisian peers, the Oslo professionals, both women andemeen, w
used to getting out of the office at a "reasonalfte’'hjftig] hour, typically between 4:30 and
5:30 PM. This meant that, for both sexes, the bulk of the 5-9 PM hours were almost always spe
at home in the company of friends, spouses, and children. Even for those men in positions with a
lot of responsibility and pressure in their jobs, these hours were designataohi tilme"
[familietid]. Tobias, a senior project manager in the Oslo division of a large global management
consultancy, negotiated a deal with his immediate supervisor with the encoera@éinis
wife. According to this arrangement, he could leave the office at 4:30 PM two daysevetpf
week, barring extenuating circumstances. He preferred this arrangemant,regant that he
had to come in early the other two days of the week. His boss was also well-dispased the
deal. In the Norwegian workplaces, the dispensation to leave work earlydapmiienly to
mothers and fathers with young children, however. It was routinely extendediesshil
employees as well. Thus, within these Norwegian workplaces, leaving tte lodfiore 5:00 PM
became a visible and common entitlement which applied even to the childlessezapldyw
wanted to end the workday early.

The practice of liberating the early evening for family suppers wasaa®d by even the
most hard driving Norwegian professionals. A young management consultant whtedxpe
have children within the next "five years" looked forward to a time when he wave ¥eork
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early, stay home with his kids in the evening, and resume working late at nighhontes
office:

And so | think that when | have a kid I'll be home in the evening and join in

on everything that is going on, and then work a little more in the later evening.

Yeah. You need to find something that’ll work, anyway. | would like to get

home early enough to be able to participate in family activities in the evening.

| think it's healthy. The idea is that you stay home during family time between

6 pm and 8 pm, and then you work from 9 pm to 12 midnight if you need to

get something done before the next day.

Unlike the respondents from either Paris or San Francisco, many of the Oslsipnafisswith
managerial responsibilities would encourage their subordinates to leave wordt bgl%i:00 PM
so that they could carve out adequate time for their families and therelaistivities.

Unlike their Parisian and Norwegian counterparts, the Americans Incedrarked in a
social environment where the 5-9 PM period was not flagged either as working timerivats
time ! Consequently, there was more variation in the Americans' 5-9 PM routines. Of the
nonparenting Americans, roughly half often stayed in their offices past 7:00 P¥e O
parenting professionals, most of the women and men did try to leave the office byv6:00 P
often without much success, because they could not rely upon any generalized undgrstandi
this period as private or family time. Whether the Americans left theeadfacly or stayed late,
their routines did not draw upon any transorganizational cultural conventions which defined a
part of the 5-9 PM period as either private time or organizational time. Foedlss, they
were operating in unmarked temporal territory.

The Three Patterns of Temporal Benchmarking Compared

In each case group, deciding how to appropriate these hours implies a quiglitative
distinct reference group. For the Parisian manager or professional, it pesiive to work
during the evening hours as these hours served a critical role in validatindimichgtheir
membership in the elite group lek cadres and les cadres supériedise Parisian respondents,
particularly those who worked in larger firms and exercised managerial rés|es
experienced pressure to spend at least part of the 5-9 PM period in their officiesardi
accessible to coworkers, superiors, and subordinates simply as memberslebvatesi ejroup.
For these eliteadres the preferred way to demonstrate one's claims to membership in this
exalted group was by staying in one's office during the crucial 5-9 PM péfitus, the habit

18 While the majority of the American respondents/éethe office around 6:00 PM and 5:00 PM depastwere
relatively rare, it is also relatively uncommon¢ave the office at 7:30 or 8:00 PM. One singlpoocate attorney
often worked until 9:00 PM, but he was exceptionabmmitted to work. A single male engineer wowiork until
5:30 PM, leave for two hours, and return to thécefbetween 8 and 10:00 PM. Unlike their Norwegagrs, the
male American parenting professionals rarely takpssto ensure that they could see their childreomantic
companions between 5:00 PM and 7:00 PM. The menhakcsmall children rarely picked up their childfeam
daycare in the evenings, preferring to drop thehinathe mornings instead so that they could wantlb:30 or
6:00 PM. Unlike their French peers, however, thaate professionals were unwilling to push theitdt bedtime
back purely because they felt obliged to spend theinings in the office. One American attorneysitesl that his
wife put his daughter to bed no later than 8:30 Rkt he called the "witching hour," even if he ke or more
hours of work left at 6:00 PM, his usual departimee.

7 Although the Parisian professionals treated thesibetween 6 PM and 9 PM as work hours, mostesfittvere
loathe to stretch the workday beyond 9:00 PM - @ur they often defined as "dinner hour." Indeadsome of the
Parisian workplaces, it was physically impossibledntinue working after 10:00 PM. Stéphane, atative at a
Parisian bank which served governmental clientskea until 8:30 PM most evenings. He was "motidate
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of leaving the office before 7:30 PM not only signaled a lamentable lack of corantito one's
organization, but a weak identification with the roldeofadreor le cadre supérieur

While getting to the office early was entirely optional, stayingwats not elective
because it was "socially necessary for eldgdres" as one respondent remarked. "People who
arecadresdon’t consider their hours, especially in the early evenings," as one respondent
remarked. Few of the Parisian respondents could stomach the thought of working with
colleagues who refused to stay late. Pierre, a young Parisian invekamket educated at
Ecole Polytechnique, declared:

| don't want to have people working on my team who would just leave the

office at 5:30 PM because it is five-thirty who would say to me “OK It's 5:30

in the evening, so I'm leaving.” That's just not appropriate#aires,

particularlycadres supérieurs
Some of the Parisian respondents analyzed this practice in terms of the veoaxpéctations
attaching to managerial work in Parisian companies.

In the Parisian context, the workday could start as late as 9:30 PM, and could include an
hour-long lunch break, but it often lasted until well after 8:00'®Nbne young Parisian
investment analyst for a large Parisian bank left the office eadyndr7:30 PM hour which he
claimed would be compatible with family life. But a job which allowed him, @dag to leave
at 4:30 PM would be "incredible" and "simply impossible."

If you leave work at 7:30 PM, it's pretty decent, it's pretty decent, you don't

expect to leave work at 4:30 PM, it would be incredible to have a job with

these kinds of hours, if | left work at 4:30 PM, it would be half a workday.

Several other Parisian professionals also declared this period of time upfivéde life. One
Parisian corporate attorney wondered how he,casleg would fare if he could not busy himself
with work during the hours between 6 PM and 8 PM. Constrained in this way, he asserted, he
would undoubtedly find himself at loose ends during weekday evenings.

While some of the Parisian respondents seemed eager to extend their workiddy¥pas
PM, others were clearly not fond of the practice. But they recognized its gonpaharacter
nonetheless. Jacqueline, a woman manager working at a well-known Parisi@omgiany
recounted her frustration with the late hour workdays common at her compangd/dgainst
leaving before 9:00 PM by her supervisors, she realized that, by leaving teepoidir to 9:00
PM, she would be signaling a lack of dedication to the job and misplaced "priorMegtings
at the company would be regularly scheduled to start at 7:00 PM and even 8:00 PM. Those
youngcadreswho had the audacity to leave the office before 8:30 PM, she explained, had
essentially signed their own "death warrants":

| am apt to work a twelve to fourteen hour days when things are going well,

when things go wrong, | would do my 9-6, you can arrive after 9:00 AM here.

But leaving early, that is really bad, it's like writing your own deattrawvey if

you leave at the end of the official working day, at 6:00 PM, you won't be taken

seriously and you'll seem not to take your colleagues seriously. Once in a

while, if you have a valid reason to leave, it becomes acceptable to leave at

enough," however, to work "very late in the everinBut he knew that it wasn't necessary "sociaib/vork until
10 PM or 11 PM and doing so would actually detfemi one's status within the organization.

8 However, even in Paris the hours after 9:00 PMgareerally considered private time. Further, retdsi fewer of
the older Parisians worked at home on their laptiyes are somewhat more "segmentalist” (Nipped-E®96)
than their San Francisco and Oslo counterpartsgards to the evening hours.
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7:30 PM, and you shouldn't really be considering leaving before 8:30 PM,

and if you are new and trying to prove yourself as a compeaeing you

shouldn't really leave the office before 9:00 PM.

She was struck by the fact that her colleagues generally acquiescedworting schedule,
even though it often interfered with their private lives. They accepted these hewssyisised,
because they were so eager to make a good impression ondatloss To this end it was
necessary to "be in the office at 7:30 PM."

In the Parisian case, the collective conventions appear to strengthen andislgethe
differences between members of publicly defined status grdepsadresandles cadres
supérieurs and those who do not belong to this elite. For these professionals, therefore, the
routine of working during these hours operates as a practice conducive to theraster
status-group membership which differentiates them from tiogicadrecolleagues. In this way,
the "evening facetime" mandate helps the status-conscamusaffirm his status in a context
where administrative staff are seldom seen in the office after 6:00 PMeChetaries in the
Parisian offices, as many of my respondents pointed out, rarely left the diic6:40 PM
sharp, while the workday of the elitadrestretched on until 7:00 PM or 8:00 PM. In the
Parisian context, therefore, the early part of the evening was resergedifdrinteraction and
distinction work as much as it was allotted for the completion of actual work tasks

While neither the San Francisco nor the Parisian respondents referred to '"®ascbta
or "Parisian” work rhythms, the Oslo respondents repeatedly benchmarkesl/émeng routines
according to the routines of "Norwegians" and "Scandinavians." One managargg Oslo-
based energy company, a company with offices in many countries outside Npraiagd the
company for respecting the "general Norwegian working rhythm." Those who fdlkbnge
rhythm generally ended their workdays around 5:00 PM and seldom stayed lateDthBIVIG:

In the words of one Oslo management consultant "Norwegian professionadsyagood at
saying 'lIt's 5:00 PM and I'm going home'." One Oslo-based consultant who had worked
extensively outside the country announced that "You won't find other countries where
professional people leave as early as 4:00 PM." Bosgnior manager at a Norway-based
technology company, explained how his firm had set guidelines for managers whickddahat
employees could leave their working lives behind after 5:00 PM:

The general Norwegian working rhythm is 8 to 4 PM, basically, yeah,

people come to work at 8 o'clock and leave at 4 PM, basically, they tend

to keep it to an 8 hour day, this goes for around 80% of workers. The

philosophy here is that as a general rule we should not be available after

5:00 PM, it's sometimes hard to live by this rule | think, but it's a good

ambition | think, and it applies to management all the way up.

Indeed, the most distinguishing characteristic of the Oslo workday was west supposed to

end before 6:00 PM. A workday which lasted until 6:00 PM was considered "late,” even if it
was the workday of a professional in the corporate world. One Oslo professional fouell hims
meeting with prospective clients between 4 PM and 6 PM, a time which was Raathélon

the late side, for a Norwegian." For those Oslo-based respondents who workedifay-N

based employers, there were no prohibitions against leaving at 3:00 PM, an hour wkaxh ma
the conclusion of "core timekjernetid.

Another mid-thirties management consultant working in an Oslo management
consultancy approved of his firm's policies and expectations concerning working the
evenings. Unlike the consultancies anchored outside of Scandinavia, his firm did notlexpect
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consultants to work late into the evenings and give up the chance for what he catiena "
Norwegian evening.” In contrast to employees at non-Scandinavian compendesiid usually
make his escape from the office so that he could attend to his familial respiesiivaiting
him at home:

This company says very clearly that they want people to balance their work

and the rest of their lives so that people succeed in work and private life.

This is a concept which \gery clear in Scandinavjaven if others outside

Scandinavia don't understand it so clearly. There are very few companies in

Scandinavia which will say that you aren't a contributor if you say "for me

it's important to get to see my kids in the evening and be there for them as

their father.”
Several Oslo managers made a habit of encouraging their subordinates to leaeetbefofe
6:00 PM in order to make time for a "normal” private life. One manager at a @slo ris
management company considered himself in step with the majority of biw fédrwegian
managers when he tried to ensure that his subordinates could get off work as eadgible:

If you know that you have to finish this task by 5:00 PM today, you can

normally do it. | sometimes wonder how people outside Norway are looking

at this issue. But my opinion is that people should have a life outside the

workplace. | think this is a fairly common way of looking at thiagsong us

Norwegians
The expectation of an early departure from work was also entrenched in aexpty
Norwegian cultural idealselating to the normal workday and, more broadly, the normal life. An
extremely successful management consultant who worked in a pan-Europearanopsuth a
rather un-Norwegian work culture did no care for the managers who allocated a&sggnm
without regard to the work hours of the junior consultants. But there was one senior manager
who made sure that the staffing for each project was adequate enough to engdrealadi
ability to work according to a "normal Norwegian" rhythm:

This manager asks other people to work efficient hours as well and he

prefers people to go home at 5 or 6 PM as long as they've been efficient

at work, he doesn't go and give people hopeless tasks, and he also puts

sufficient people on projects to make it possible for peopheot® normal

Norwegian hours
Jargen, another Oslo consultant lucky enough to work in a Scandinavian consultancy hoted tha
his firm had set up guidelines and policies aimed at ensuring professional esspt@gacity to
"live normal private lives in addition to work." According to a manager in the HR divisian of
large Oslo-based energy company, few of her managerial and professiondersyveven those
without children or partners, stayed past 6:00 PM on a regular basis:

My impression of this company is that even those people who are single

or divorced don't stay here until seven or even six PM. My impression is

that there aren't very many who sit here in the office until this hour. At that

time, it's pretty much dead here. Even if they could stay this late, they

choose not to do so. They are influenced by our geoeltaire of leaving

[the workplace] early
Another management consultant working in the Oslo office of a global consultgriained
that, as she had no wish to leave her children alone until 6 PM or 7 PM, she would never have
considered working for the British or American branches of the firm whehepactices were
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widespread. She counted herself lucky that, along with a large proportion of théiogretaff,
she enjoyed the liberty to leave the office before 5:00 PM. She was gragfsihé didn't work
in the UK where, she explained, "one can't go home before the boss [Faves."

In the San Francisco case, to the extent that the 5-9 PM routine was informed by th
norms of a reference target, it was primarily a function of the "culture" ofimediate work
environment rather than any supraorganizational expectations regardouyreet way to spend
these hours. Thus, for a professional working in a "relaxed" workplace, it did netnpakgecial
boldness to leave the office behind between the hours of 5:00 PM and 6:00 PM. It was actually
quite common for San Francisco managers and professionals who worked in the more sedate
companies to leave the office around 6:00-6:30 PM. As a young engineer workingjéora S
Valley technology firm explained, he was used to people leaving anywheresheiv® and
8:00. His firm did have informal "facetime” rules, but these rules did not apply tee¢hang
hours past 6:00 PM. Of course, if he happened to work somewhere where these fategime r
were in force after 7:00 PM, the situation would be different:

If I were at adifferent companwhere one has to stay until 7:30 PM,

then your personal life is going to be very different, particularly in the

evenings.

While a number of the San Francisco respondents did routinely stay in the officédpa3iG:
several of the respondents actually left before 5:00 PM on a regular bastbe Bigpensation
to depart so early was understood not as the product of a general expectationrdraronve
applicable to all workers. Rather, the dispensation to leave the officenearigresented as a
special accommodation which could only be realized in a special organizationak conte
populated by "empathetic" people. As Mark, a financial strategist atavedy small and
progressive San Francisco company explained, his early departures wgressilble because
of the flexible "culture” of his employer and the personal situation of his inateeslipervisor:

| leave at 4:00 or 4:30 PM most days and I've never had a problem. No

one has said "you need to stay later regularly..." people in this company

are very understanding...my boss has also been very good about this. He

has his own set of kids only 2-3 years older than my kids, so he is very

empathetic in terms of my schedule.
While most professionals did not feel comfortable leaving this early, a number oSatine
Francisco respondents did work in organizations where leaving before 6:00 PM diduset ar
suspicions of slacking. Kirsten, a manager at a medical device company ekhaityéen her
workplace, there would be no stigma attached to leaving before 6:30 PM. The sataaceluc
to extend the working day was evident in the work rhythms kept by the professionalsgworkin
the marketing division of a San Francisco software company. At his firm a 7:00g2kwte
was considered late. As the marketing executive explained:

Here in the marketing division of this firm you get used to a certain

rhythm and if someone says "you need to stay until seven o'clock tonight"

% The contrast between Paris and Oslo in this résmecbe seen clearly in the experience of Emnh\mravegian
consultant who lived and worked in Paris as a memegt consultant for several years after workinthéOslo
office of the same firm, who explained the discrepabetween the Parisian 9-7 PM workday and the
"Scandinavian" workday which ended between 4 PM 2RPM. Because Emma kept to her Scandinavian work
rhythm even when she worked out of the Paris ofibe puzzled her Parisian colleagues who lookiegihas at her
early departures but marveled at her ability tot $kee workday at 7:00 AM. This pattern can alsosken in the
different opening hours of daycare centers; in Egahey stay open until 7:00 PM, while in Norwayey close as
early at 4:00 PM.

50



it's like "oh, my god."” But it's not like thest other firms
As one of department's most productive professionals, he felt that a ten-hour wosalsdanpre
than sufficient. Furthermore, his immediate supervisor, one of the firm's ssirsyuished
herself by staying until 7:00 PM on a regular basis but discouraged him fromifgjlber
example unless absolutely necessary.

Despite the reputation of San Francisco high-technology companies as long-hours
workplaces, this pattern also held true for many large high-tech firms. Ooe pandware
engineer guessed that there were departments in his large high+teathére upwards of 50%
of the managerial staff left the office before 6:00 PM on any given day. Ohne fafrh's upper-
level managers corroborated his picture of the professional employeasgenvertines:

I've been here at Tech Corp. for a little over four years. In general, |

would say that at least some people go home at 5:00 or 6:00 PM, although

there are some individuals that work late, you never see them at 8:00PM

in the office.

Another manager at the same firm, a manager who conceded that he worked sortengéthe
hours in his part of the company, routinely came back to the office after a ten hkdayand

put in another two to three hours of work, often leaving the office for the last time around 11:00
PM. But this was something he did at his own discretion. He did not "expect" others to work
these kinds of hours.

Several of the San Francisco respondents mentioned the influence of conpltwiesdrc
determining acceptable times for leaving work. One investment banker who Hesdiwoga
large industrial company prior to joining the bank recalled that the firm's hetelguamptied
out by 5:30 PM. He attributed this pattern to the "relaxed" character of th@dogis culture™:

Unlike this firm, the hours at this laid-back firm were 8-5, the joke was

that you could shoot a cannon down the corridor at 5:00 PM and not hit

anyone...it was just the nature of the company. So what tends to happen is,

you know, if you are already surpassing everyone else and you can go home

at 5 PM and everyone else is already gone, you'll leave too, so that's just the

culture of the company
At his new investment banking job, however, leaving at 5:00 PM was frowned upon, even
though the workdays started at 6:00 AM. Leaving the office before 6 PM was bound to arouse
the suspicions of his partners. On the prowl for "slackers," they would look around thcsee w
was still at his or her desk after 5:00 PM every day.

But there were other firms where it was possible to leave before 6:00 PM vatingt
stigmatized as a slacker. Charles, one mid-level strategy exed#teemined to get home
before his child's bedtime, regularly succeeded in "slipping out the door" atdriseit services
company despite thddte hours culturéof his firm, a culture he attributed to the preponderance
of "twenty-something” men and women without spouses or children. In his eagerness to get out
of the office early, he would often sneak off before his colleagues noticed hisebsenc

| try to leave work at around 5:30 or 6 PM, some days are harder

than others, X Corp. haslate hours culturgpeople will try to get your

attention and grab you as you are getting out the door, so they might be

counting on talking to me at 7:00 PM, so that's sometimes hard, | have to

pretend to go to the bathroom to avoid them.

51



His habit of leaving the workplace before many of these other employge®hiaurt his career
in the least. He remained one of the firm's most favored employees, as heshlgl been
offered an unprecedented multi-month paid leave to spend time with his newborn son.

While the majority of the San Francisco respondents could count on liberating most of
the 5-9 PM period for private life, a minority of these professionals did work througkStir/b
period on a routine basis. These respondents were the ones who worked in the highly
remunerative and "extreme" jobs (Hewlett 2007) so plentiful in the fields ofgearemnt
consulting, corporate law, investment banking, and high-tech engineering. Fogxtresse
workers, it was not uncommon to stay in the office until 7, 8, or 9 PM more often than not,
particularly towards the ends of project cycles. But they did not stretch thélayst they
remarked repeatedly, simply for the sake of adding hours. Rather, they haadl tchwsek in
demanding workplaces where the project deadlines were tight, the volume of wdrkavgs
and people stayed late in order simply because of the volume of work.

The decision whether to work late or not was, for many San Francisco resppadents
matter of keeping pace or outdoing their coworkers and peers. For Carl, an invéstnent
who typically started work at 6:00 or 6:30 AM, leaving the office before his equaligrdpeers
would trigger these kinds of feelings. Representing himself as a "Typeradnality, he
explained that he did not want to be the person who left the office while others ileogisg
away:

That's what it's all about. You're totally competing, you're competing

every day here. Type-A personalities compete and so you want to be the top

producer in the office and sometimes you feel guilty after a 13-hour day if

you're going home while someone else is still working, yeah, I'm deyinitel

in the top group here, | used to work until 7:30 PM or 8:00 PM whereas

most people leave before 7:00 PM.

As we see, the San Francisco professionals did not experience the impingeraghés die
status-group norms familiar to their Parisian counterparts or the sometas familiar to their
Oslo counterparts. For them, the evening hours could be appropriated either for wiaking |
for private life. To the extent that the way they appropriated these hours dependeeots afs
the external social environment, the only norms which came into play were theatinpsabf
coworkers, superiors, and clients and the culture of the organization in which thegwor
Thus, if any of the San Francisco professional men and women spent this part of thg eveni
working, it was not because they had benchmarked their evening routines agamstinies of
a particular status group, as in Paris, or the working members of the nationttsocie
community, as in Oslo. Instead, they were responding exclusively to the norms pedpaga
local workplace environment.

Contrasting the Three Patterns

By comparing the boundary expectations and orientations of three groups, it becomes
immediately apparent that the three groups, comparable in many respeetdhaless differ in
how they appropriate the evening hours. The three-way cross-national comparisothsihows
these three groups of similarly situated professional men and women approacérting hours
in contrasting ways. These similarly situated groups orient themseleswmtk life - private
life boundary in different ways which reflect the influence of distinctiveresfee targets and
distinctive forms of temporal territorialization.
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The gap between the boundary routines in the three cases is most obvious with respect to
temporal reference targets. In the Parisian context, the temporal convertiohgontribute
the most to the work life - private life boundary are those which relate to the-gtaup culture
of the occupational elite. Among the Parisian professionals, particularky wiaswield
managerial authority within their employing organization, it is impegat stay in the office
during the hours between 6 PM and 8 PM simply because this is what is expecteslitd the
cadre supérieurdn the Norwegian context, a more solidaristic, egalitarian, and homogeneous
environment, the operative temporal conventions arise from society-wide cidaala defining
the appropriate placement of the transition from work life to private |diettae best way to
appropriate the 5-9 PM hours.

The boundary expectations of the Oslo respondents mirror those of their Parissan peer
inasmuch as they also reference benchmarking targets outside theinlocaiment. These
men and women have a collective attachment to a particular daily rhythm amidw@gravork
life - private life boundary. But there are profound differences betteetwo cases. In the
Parisian case, the dominant temporal expectations governing the constructisrbofitidary
spring from a normatizing process keyed to the production of social differentiation and
distinction, while among the Oslo professionals it originates in a normatiziegsy attuned to
the vision of the gender-neutral worker-caretaker. For the Norwegian $iorfals, leaving the
office before 5:00 PM is what the typical Norwegian and Scandinavian workeaicaret
supposed to dtf

Whereas the boundary decisions of the French and Norwegian respondents are informed
by expectations related to reference targets beyond their workplace envit@utie as class-
based status groups in the case of the Parisians and the national-societahitpim the case
of the Norwegians, the San Francisco respondents constitute this boundary sajélyahltical
expectations rooted in their organizational and occupational environment. Thus, for the San
Francisco professional, the boundary expectations regarding the work Ifatepifie interface
derive from implicit reference targets belonging to the local sociaégbatich as supervisors,
clients, peers, and other members of his or her immediate work environment, not distant
reference targets such as society-wide status-groups or membersiohaltsaicietal
community. For this reason, so long as she does not feel personally driven to workhauring t
evenings and she is not defying organizational norms by leaving early rtiegdaisco
professional will happily leave the office before 6:00 PM. Moreover, in this abcmttext, a
professional fortunate enough to work for a "relaxed" employer can leag#iteebefore 6:00
PM on a regular basis without defying temporal expectations, assuming thairkierad is
manageable and her personal circumstances are conducive to this work life -lipeivate
boundary. Thus, viewed from a cross-national perspective, the San Franciscpressnts a
distinctive kind of societal context, a context where distant temporal conventoredaively
weak in comparison with the local temporal conventions.

This is not to say that the Parisian or Norwegian respondents do not attend to the more
immediate reference targets which occupy center stage in the S&is€oacontext. In fact, the
Norwegian and French respondents do pay close attention to the boundary construnities act
and orientations or their peers, coworkers, and the expectations of their emplggnizations.

2 When these Norwegian respondents make the chmieend these hours attending to their privates lra¢gher
than working, they testify to their full-fledged méership in this lifestyle community coextensivehathe nation
of Norway or even the Scandinavian countries ashesive cultural collectivity.
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In each context, these expectations are entrenched in multiple workplatestl&se cases
these local expectations incorporate norms associated with more distartaefi@rgets; within
each of the organizations employing the Parisians, there is an impdagigon of the
distinctive evening routines cadres,andcadres supérieurqarticularly elite cadres with
credentials from prestigious Grande Ecoles. Within Norwegian employingizatjans there is
an implicit understanding of what it means to divide working life from private lifepiroperly
Scandinaviarway.

A similar pattern holds with regard to temporal zoning patterns. When the Oslo
professionals arrive at 5:00 PM, they confront sociocultural expectations whig¢helagxt
three hours as private time or family time, whatever their class, gendegrdgmily status. The
Norwegian presumption in favor of constituting this period as self time or famigyrepresents
an integral part of Norwegian work culture shared across classes, occugatopa, and
employing organizations. In the Parisian case, these same clock hounerleed as a special
kind of "social" work time whereadresandcadres supérieursan commune with one another,
dramatize their authority, and practice thragtierundistracted. For the San Francisco
respondents, these hours are much less strongly distinguished from the precediagdithes
subsequent hours.

In San Francisco the weak territorialization of the early evening, coujtledw
salience of the norms associated with local reference targets, meahs thah Francisco
respondents elude the influence of the temporal alignment pressures impinging Parik&in
and Norwegian counterparts. As a result, the San Francisco professionals, memandwao
enjoyed more temporal flexibility in the early evening than their Rarisbunterparts or
Norwegian counterparts, experience less serious temporal mismatchmzebtl either
significant others or children. When the partnered but childless San Francisco neeanipie,
spend parts of the 5- 9 PM period in the office, they are not afflicted with the piaggst vis-
a-vis their romantic companions which beset their Norwegian counterpartsveigwompared
to the Parisian context, the San Francisco context offers less evidence ohes/leauld call
forced temporal alignmemin the part of the male San Francisco parenting professionals. None
of the parenting professionals in San Francisco saw fit to postpone their childrdtimes so
that they could regularly stay in the office until 8:00 PM.

Temporal Orders and Societal Stratification Cultures

While the chapter's conclusions are necessarily exploratory and leethisy bring new
life to old questions about the elusive linkage between sociocultural influences anaspzitte
work and private life in different societal and cultural contexts. Reveadiag-deated
differences between the kinds of boundary expectations and normatizing megsredive in
different societies, this comparative study yields findings which point ém@ection between
these expectations and the stratification culture of the societies ih thieiz materialize. As we
have seen from our mapping of these experiential and cultural processearditbree
distinctive patterns of temporal benchmarking and temporal zoning among cblagaoaips of
individuals who occupy analogous parts of social space (Bourdieu 1989). These teres patt
correspond to the distinctive stratification cultures dominant in the threesd@uirtexts under
study (Lamont 1992, Smelser 1973: 75).

In the two European cases, the evening hours during the workweek are strongly
territorialized as either private time or working time. When disposing of thmss, business
professionals in the two countries are apt to benchmark their orientation and begjawvist the
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orientation and behavior of reference targets beyond their inmediateesogranment. In the
San Francisco case, however, the respondents benchmark their evening rocitiisesegx
against the expectations of local reference targets, typically noriesiotiepartment or
employing organization. Thus, the San Francisco case differs from the tejpeBorcases
inasmuch as it confronts business professionals with extremely weak mgmcaeconventions
which cannot compete with the comparatively strong temporal conventions issuintpéom
workplace and the employing organization.

The two European cases offer examples of environments with strong macrotempora
conventions which set the parameters professionals' boundary decisions. Iisiha Rdlieu,
with its hierarchic, formalized, and generalized status order and its 8bdekl" daily rhythm,
the evening hours become territorialized as a special kind of working time vemdiec
described both as organizational "facetime" and status-group time defirtesl idgntity of the
cadreand thecadre supérieur In this context, the evening social interaction which takes place
in the Parisian workplace serves as a symbolically potent ritual whiclnsusta individual's
sense of identity as@dreor acadre supérieur In the Parisian context, the corporate
professional's presence in the office during the 5-9 PM period, specificappgtioel between 6
PM and 8 PM, serves as a mark of coveted "symbolic distinction" at the sagrt@ainit
dramatizes his or her authority and responsibility within the organization (8latdeGollac
2003, Cousin 2003, Bourdieu 1989). In Paris the practice of working during these hours is linked
to a status culture binding authority, rank, and position together with the practice of a
distinguishednétier. Thus, in this context, to spend the evening hours in the office and to
conspicuously sacrifice potential self time is to participate in a pubtiecssgaoup ritua{Collins
2004: 272-5) which serves to enact a salient categorical identity and draneafstise
solidarity vis-a-vis the less elevataedncadresvho habitually leave earlier, around 6:00 PM. In
this context, the evening hours are strongly territorialized as both organitétimmand as a
social kind ofworking time.

Such supra-organizational collective conventions also make an appearance in the equally
corporatist but more egalitarian and solidaristic Norwegian context. Hereyé&owamporal
benchmarking is oriented to the workforce as a whole and the "lifestyle woityfrto which the
workforce belongs. In this societal environment, the professional who quits theeaifige
demonstrates his commitment to his private life and, indirectly, his adherens&dagly felt
cultural ideal regarding what constitutes a full and fulfilling privat lifn this lifestyle
community, all working people, regardless of class or gender, are subject tosstcaignd
cultural pressures to reserve time for themselves, their friends, anththiies in the evenings.
In this setting, to use the early evening these hours for private life appma@ acneptable than
donating them to one's greedy employing organization or using them to affirppdbkgion in a
transorganizational status hierarchy. While this pressure is partycsiiarhg for those with
small children and other dependents for whom they have personal responsibilibngéioha
2007), it does impinge on those with older children and those without children as well.

San Francisco stands alone as the context where norms associated naithiontd
reference targets such as peer groups, superiors, and employing organizetiens the fore as
the most salient normatizing forces with the most influence on elite businesssiwotls’
boundary decisions. In this societal context, the weekday evening is weaktyitdized and
temporal benchmarking is oriented towards local contexts and actors tglaticenstrained by
processes oriented to more socially remote targets. Many organizatidatheir professional
employees around the clock while others did take steps to facilitate eamjudep&rom the
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office. Moreover, the San Francisco professionals considered the "greediasd'dy 2003,
Coser 1974) of the work environment, along with their family status, the singlempmstant
determinant of the evening routines. Thus, within the achievement-orienteghijetrean
stratification culture in which the San Francisco group lives and works, the riest aad
significant acts of temporal benchmarking take local kinds of referergegasuch as
workplaces, work peers, and organizations as the relevant benchmarking targets

Conclusions and Implications

As the findings illustrate, occupationally successful professionals apgieofire evening
hours differently in France, Norway, and the United States. Even among individhals w
confront similar demands on their temporal resources and share similaclimstances,
evening routines vary in patterned ways along with the processes of tempeatahbeking and
temporal zoning which inform them. Business professionals working and living in tese t
corporatist European social environments divide the evening hours up between working life
private life with an eye to benchmarking themselves against the behaviibedsc members
of sociocultural categories suchaslresand idealized worker-caretakers. In the American
context, however, these very same business professionals look exclusivelyltctieir
environment for cues about how to dispose of these hours. In this environment, local temporal
conventions acquire an autonomy they lack in the two European environments.

Business professionals living and working in the San Francisco context, and most
probably other urban American settings, tend to follow evening routines whiebt riig
normative pressures emanating from an immediate work environment relatively tusioeas
by external cultural forces. Thus, these influences operate relatively engosly with respect
to temporal orders issuing from more diffuse and loosely bounded higher-level souiitidns
(Turner 2002). In both the French and the Norwegian cases, however, the professiemalg’ e
routines are shaped not only by normative pressures refracted through an autonomous
organizational environment, but by influences originating in higher-level sioiaitures such
as status groups and national-societal communities (Parsons 2007 [1979]). In thetinys) s
the professional does organize her evenings in deference to her employgrtsdteegime”
(Sabelis 2007) and other purely local norms and conventions specific to her orgarizationa
environment or social networks. But in these contexts, the local temporal conveatistisite
specifications of conventions associated with higher-level social famnsagéind categories.
Thus, in observing the norm of working late in France or leaving early in Norway, the
professional responds to localized conventions but also affirms an identityeaslzer of a
categorical social unisuch as a status-group (France) or the community of hybrid worker-
caretakers (Norway).

As this chapter shows, these temporal orders do not always lend themselves to
harmonization. In the French case, there can be a disconnect between the arganizati
temporal regime and the temporal regime of the workadye on the one hand, and the
"temporal habitus” (Elias 1992) of the individual professional, on the other hand. When the
workday continues into the evening solely so thatddrecan observe the imperative to stay
late in the office, the prolongation of the workday can appear as an imposition afvieb the
organization but does little for the individual professional, particularly when thengvieours
are frittered away in relatively unnecessary tasks. This seems teeldertthose French
professionals who do not identify particularly deeply with their occupationakstataadre In
the Norwegian case, on the other hand, the temporal habitus of the individual appears aligned
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with the with the supra-organizational mandate to leave work early, a maedajaed for a
gender-neutral worker-caretaker. Even the most work-centric of theel§@mvrespondents do
not dismiss the practice of leaving the office at 4:30 PM, a practice commaminlange firms
and the Norwegian state sector. Further, those employing organizatiafsdidinsist that their
professional employees stay in the office during the 5-9 PM period as a matersd (such as
global management consultancies), were inevitably represented as dey#arizations which
defy the Norwegian prescription concerning early departures from the offieendre the
organization honors this mandate, the more "Norwegian" its approach to working hours and
work schedules. In the American case, the professional has to deal with an envpioliehad a
relatively free hand in deciding when the workday should end. Thus, unlike the French
professional, if the American professional grows tired of long workdays, she cdly tiada
another employer who could tolerate earlier departures, assuming thasthdlimg to settle
for a less remunerative and prestigious position. Thus, the Americans feliehadtld
exercise some autonomy in orchestrating their evening routines, as tiegeect from a
menu of more or less demanding workplaces when it came to departure times.

The findings from this cross-national study bear on the nexus of gender and wdrk whic
has drawn so much attention from scholars in the Europe and the United States. fdre diffe
temporal conventions evident in the three cases all have a strong connection wetirggintes
(Connell 1987), forms of gender differentiation (Acker 1992), and the gendered division of labor
(Blair-Loy & Jacobs 2003). It is not surprising that the macrotemporakecions prevailing
within the French upper-middle class affirm the necessity of working duren§ PM to 9 PM
period and have a masculinizing flavor. In this Latin European environment which wesleom
"traditional" gendered division of labor (Hofstede 1998), professional women are supposed t
behave in a masculine way and work late into the evenings, regardless of theingatanis.

In the much more gender-egalitarian Norwegian environment, men with cagethkies are
subjected to strong pressures to leave the office early and put limits ondhemgahours in
deference to their parental duties. Here, the operative macrotemporal comsgiajether with

public policies and arrangements conductive to shared parenting (Aarseth 20@saEikir

2005), incline both women and men towards a more egalitarian division of paid work and
household labor. In Norway, these temporal conventions impose constraints on the working day
and therefore make it difficult for professionals of both genders to allocatevleaings for

work rather than private life. The informal stricture on evening work thus haspaictiion the

evening routines of childless professionals as well as parenting poof&ssi

In the French and Norwegian cases, the operative macrotemporal convergiorns se
favor a stereotypically masculine (France) or feminine (Norway) apprimethe experiential
realms of work life and private life. However, it is important to recall thege conventions
affect the work habits men and women alike, even if men and women often respond bifferent
to them. Moreover, the temporal benchmarking practices of the French and thgisosiae
not oriented to explicitly gendered references targets. The Foaakch isnot presumed to be
male and the Norwegian worker-caretakers are not presumed to be farttedeAmerican case,
there is actually a greater scope for an explicit gendering of thenguenitines and the
temporal conventions which structure them simply because men and women are presumed t
exercise more individual discretion in how they appropriate the evening hours abib e
their masculinity or femininity through these decisions (Poster 1999). When wbimesedo
work in more "family-friendly" organizations and occupations with relativdhxesl temporal
regimes and men elect to work in more rigorous organizations more taxing teregorees,
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then these women and men are simply enacting gendered identities. Men amiogriimthe
gendered code of the hardworking "go-to-guy” willing to stay the courdehajob gets done
(Cooper 2000, Weiss 1990) and women are exemplifying the worker who is willing to werk le
so she can attend to domestic responsibilities (Acker 1992, 1990). Thus, to a much gyester de
than their Norwegian or French counterparts, when professional women and men in San
Francisco choose to work in organizations with late hours or early hours culturesetisegn
to be playing out an intrinsically gendered behavioral code which prescribegalaawork-
life balance. Insofar as the Americans feel empowered to individualizestlegimg routines,
they also feel able to assert their own authentically gendered tempotakhabi

This chapter demonstrates the profound ways in which societal context shapes the
mundane practices of dividing working life from private life among individudis vary little in
terms of their occupational and sociodemographic profiles. In the two Europeansdhiese
professionals confront strongly territorialized evening hours. The primanenefe targets
which come into play for the French and Norwegian professionals originate in the soci
formations located "above" the organizational level of social life (Tu#@@R). In the Parisian
context with its more hierarchic and corporatist stratification cuiareell as in the Norwegian
context with its comparatively "tender" (Hofstede 2003, 1998) gender cultdregalitarian and
solidaristic stratification culture, this temporal benchmarking proadh®sses status groups and
national-societal communities rather than the immediate workplace, and thegelveurs are
more strongly territorialized. In the French context temporal benchmaskorgented to status
groups and in the Norwegian setting such benchmarking is geared towards threeshattn
idealized social category which transcends the work milieu. In the Frentdxt these
macrotemporal conventions generate negative solidarity between higher andtaws groups.
In Norway, however, such conventions knit together the workforce as a whole dassdmes.

Finally, this examination of these professionals' evening hour routines showsethat
motivational fields affecting these elite business professionals difjesscietal context. When
the French, Norwegian, and American elite business professional decides dhatith his or
her evening, he or she is responding not only to the demands of his or her workload, the
expectations of his or her peers and clients, and the temporal regime of hisroplogirey
organization. He or she is also responding to culturally specific internalizezppiens of what
is an appropriate use of his or her evening hours, as well as the external inceatiaeds,
opportunities, and exigencies relating to work and privatélife.

The French, Norwegian, or American elite business professional finds hankelfself
in a "space" of workstyles (Bourdieu 1989 [1984]). Like the individual navigating thrbegh t
space of lifestyle, the individual navigating through this space of workstylds imanself or
herself as positively or negatively distinguished relative to other individudigwiine field
based on his or her taste for particular types of work (Bourdieu 1989: 20, Bourdieu 1984 [1979]).
But his or her position is also marked by practices involving the appropriation,tidilizand

% Here | draw upon Levi Martin's very broad definitiof field theory in his overview (Levi Martin 28 | operate
from the assumption that patterned motivations@adtical dispositions emerge from the encounténéen social
actors endowed with culturally specific predispiosis and societally specific fields of action andtivation
(Rueschemeyer 2009: 243-6, Levi Martin 2003: 36&8nont 1992, Bourdieu 1990 [1980This broad conception
of fields leaves room for action fields more logs&tructured than Bourdieu's fields of "organiz&d/gg," fields
where "contestants” struggle with each other taané their relative standing within a structuredcgpof positions
arranged in a hierarchic order (Schwartz 1995, 8ieur1989 [1984]).
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expenditure of "generative" resources, namely time, vital energy, andaattemmdividuals who
work during the evening hours, by choosing to work while they could potentially go hame, ar
thereby demonstrating a particular taste for work. Within the world ofahsi&n professional,
the taste for evening work confers an important kind of positive distinction.

But this taste confers a negative kind of distinction within the Norwegian comteis |
much more solidaristic and gender-egalitarian society, exhibiting tteefteihard work does
deliver the kind of status payoff that it does in the French context, even among the amame
men who occupy the top of the socioeconomic pyramid. In fact, in the Norwegian ctmgext
claims to social distinction made by elite business professionals (both wachemea) who can
point to the ways they have put work "in its place" often appear more credible tltdairtie
made by their more work-centric peers.

Business professionals living and working in American society, with itisiclisely
loose daily rhythm and distinctive stratification culture, face a dist@ctnstellation of
autonomous localized temporal conventions. They look only to their immediate environment in
deciding how to allocate the evening hours between 5 PM and 9 PM. In this sense, tlkarmeri
context can be distinguished on a fundamental level from the two European contthés. |
American setting localized temporal reference targets predominate ovesoumlly remote
reference targets and temporal zoning remains highly specific to the individual andhéis
work milieu.
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Chapter 4: Career Convergences: A Set-Theoretic Study of Matched French, Norwexy,
and American Male Manageme nt Consultants

This chapter compares and contrasts the educational backgrounds, work profiles, and
career trajectories of three groups of biographically matched miaseiitants employed by the
Paris, Oslo, and San Francisco offices of the same Big Three elite iglabagement
consultancy. By undertaking such a cross-national comparison of matched indinerdys
identical in terms of their ascriptive attributes (gender, ethnicity, thige3, as well as their
educational backgrounds, occupational trajectories and fields, and organizatibaaba$, this
chapter exploits an unusual opportunity to isolate and identify the various causalaykd by
national-societal context in shaping the individuals' experiences of varpestasf their
working lives and occupational careers (Crompton & Birkelund 2000: 335-6). Byrrgmi
these biographical dimensions of variation cross-nationally, the analysis i® ablow how
national context comes into play as a decisive influence in the lives of sociodgpimoghy
similar individuals who have been channeled through parallel educational iossitahd have
wound up working in the same positions for the same global firm.

The chapter's individual-level matching strategy affords explanateyege over
guestions regarding the interplay of individual goals and aspirations, l@cebthtext factors,
and macrostructural/macrocultural environments. It makes it possiblelyaatize relationship
between the ways in which French, Norwegian, and American professional rarexyit
similar occupational goals and aspirations shape their work and caresptrage Grounded in
rich data, such a study promises to shed light on several elusive questions wékinational
life course research, questions relating to the effects of societaliedatand employment
regimes on partner choices (Blossfeld & Timm 2003, Kalmijn 1998), the age-geitéots of
particular educational and employment regimes (Featherman 1983.

Why Management Consultants Working at a Big Three Firm?

At first glance, Big Three management consultants might seem an odd fohaiaeh a
cross-national comparison, as the management consulting field originadteddnited States
and still carries with it a decidedly American "flavéf.And yet, as a research setting, the Big
Three management consulting firm constitutes a perfect organizatromairenent in which to
find the kind of biographically matched individuals suitable for such a cross-national
comparison.

2 \While the Big Three American management consujtalid exit the 1980s as an American institutioreriters
the 21st century as an increasingly globalizedtirigin. At present, the "Big Three" elite manageine
consultancies (McKinsey, BCG, and Bain) have ewbleyond their American origins to become somdefrhost
"transnationalized" organizations within the enbresiness world, at least in terms of the profigtheir
professional workforce. BCG, for example, emplogasultants from over 20 countries in its globadm@ions.
This evolution is borne out in the trajectory of Klasey, probably the preeminent management consytan the
United States and perhaps the world as a wholeKindey appointed its first non-American worldwidemaging
director, Rajat Gupta, in 1994. By then, the falready earned 60% of its revenues outside theed8tates and
employed people from over 20 different countriegpta, raised and educated in India, was hired bigiNsey in
the 1970s in the New York office after distingursihimself a Harvard Business School. McKinseyGipta's
words, had become glbbal institutior! relatively insensitive to the nationality of pisofessional employees. For
historical reasons having to do with the developnoéprofessional services firms, almost every Erane of these
highly desirable firms originated in the United t8&
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While it is true that the field of management consulting originated in thedUSiates
during the 1960s and matured in the United States in the 1970s and 1980s (McKenna 2006),
consulting firms have entered the 21st century as extremely transnagdraiganizations.

Both integrated and decentralized, today's Big Three management consultiegfitays a
multinational workforce across its numerous offices located in many diffeoeintries.
However, each office assembles most of its own consulting staff by recrutisgltants from
its host country. This is particularly true in the North America and Westeop&uwvhere local
institutions produce highly qualified recruitment pools of business and technidabhtga.

While the Big Three management consultancy employs a heterogeneaulsacbns
workforce from the standpoint of nationality, it employs a very homogeneous warkfons
the standpoint of educational backgrounds and work experience. Rather than hiring tfe bul
their consulting staff from companies or “client-land" (LeTrent-Jones 20@&LBiyg Three
consultancies recruit the majority of their entry-level analysts ang-leviel associates straight
out of undergraduate and graduate programs, particularly those which spétiatizaomics,
business, or the hard sciences. This pattern of recruitment, which began in the earlg t860s i
United States (McKenna 2006), enables the firms to capitalize on the youtjy, et
ambition of individuals at the launching stage of the business careers (Bartholovaas E
1979). Indeed, in conjunction with their pyramidal "leverage” nfd@eid their outsize billing
rates, it is the tremendous toil of these highly motivated "grinders” pluckexf coilleges and
universities which sustains the immense revenues generated by the &dfiirhs (LeTrent-
Jones 2001).

For the last two decades, the elite consulting firms have enjoyed immeonssssuctheir
recruitment efforts vis-a-vis the world's leading educational instituspasializing in technical
fields, economics, and allied business fields. Each vacancy at one of the Rig@hseltancies
usually attracts a minimum of 100 applicants and often many more. In the Uritesl &id
European countries, the firm's recruitment efforts are targeted towhestlful of elite
institutions (Oxford and Cambridge in the UK, Harvard, Stanford, Northwesterm éte. US,
Polytechnique and HEC in France, etc.). The popularity of the Big Three finorsgathe
graduates of these institutions cuts across national borders. In the Uniésg @1anhg the high
water mark of management consulting in 1999, 25% of Harvard's graduating classecoimpet
entry-level positions at a single Big Three management consultancy (B€@ann 1999). A
year earlier, over a third of all graduating MBAs from Wharton, Northwestelh, Warvard,
and the Booth School at the University of Chicago headed straight for jobs in manageme
consultancies such as CapGemini, Accenture, BCG, Bain, McKinsey, Booz, Allem&tdta
(Lublin & Hausman 1999) The appeal of these global firms is not confined to gradliates
American business schools and colleges. When students attending the top 80 European MBA

% Unlike most companies, elite management consuéiminvestment banking firms are built around"teeerage
model." Thedeverage modaiakes it possible for a small number of highlydganinders" to appropriate a very
large proportion of the firm's revenues, while iegdthe much larger number of less highly remureatdgrinders”
who carry out the firm's revenue-generating prgj¢€t'Shea & Madigan 1997: 293-4, LeTrent-Jones 20P8).
Whether paired with an investor-organized or argaghip-organized ownership structure, the leveragéel can
generate immense profits for the firm's ownersag las the firm can command high billing rates fidients. The
leverage model works best when the firm can coard steady flow of hardworking, motivated, and aatde
workers ready, able, and willing to carry out thienfs demanding projects. The largest and deqestof
prospective grinders, as such firms have learnedigh long experience, is to be found not in clemnpanies or
“client-land" as it is called within consulting, tin undergraduate and graduate programs withimtiréd's leading
universities (LeTrent-Jones 2001, Lemann 1999).
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programs were invited to rank the ten most desirable places to start theirpastavkers, they
placed elite management consultancies McKinsey and BCG in the top ttiedositions
respectively (2008 Pan-European MBA Survey).

While these firms depend on similar recruitment channels and screenindyresct
assemble their multinational consultant workforces, it is important to note tmao#ige is
responsible for its own recruiting, and each office draws from a nationadifispecruitment
pool. With the partial exception of the largest offices in New York and London, eachenem
the Bain and Company network of offices recruits from a nationally specific groyplafamts
drawn from the office's home country. Because the Big Three firm emphoyarsiecruitment
channels and similar screening procedures, but uses them to recruit natioredily gpmrips of
employees, it affords an excellent opportunity to contrast the careetdrage and family
trajectories of individuals who are nearly perfectly matched along a mwhbbjective and
subjective dimensiorf$. This chapter therefore compares and contrasts three groups of fifteen
male junior consultants ranging from associate to project manager alornigtg @hdimensions
pertaining to the job, the intensity and volume of work, their ages, their partnetarae, the
occupational profiles of their partners, and their parenting trajectories.

The Demands of the Job

While the members of the three groups worked under roughly similar conditions and
constraints, the demands of the job did vary slightly across the three gtoipshe map
indicates, the French consultants work extremely long hours and do a fair amourat-of intr
European traveling. With one exception, French consultants toiled for fourteen arfdtega
hours during "normal" workdays, even when their projects were in the early sfageroject
cycle. As one of the consultants reported:

We work many hours here. Many hours. The average day here starts at 9:00

AM or 9:30 AM and ends around 11 PM or midnight. Sometimes even later.

We work fifteen hours per day on an average day at this firm.
As another, more cynical, French consultant put it, those who made it to the next levislever
ones who could marshal the extraordinary stamina and endurance which the finmaeléimiats
junior consultants:

Those who stay and rise to the top in this consultancy are the ones who

can work until three in the morning while their neighbor falls by the

wayside at two in the morning.
For another French consultant, the pace, pressure, and hours combined to deliver a knockout
punch his very first year on the job. After "crunching numbers" from 9 AM to 2 AM every day
for eight months, he found himself "unable to speak or get out of bed for two weeks." Once he
recovered from his nervous breakdown, he resumed working a "more liveable" 9 AM to 11 PM
schedule. For this consultant, a twelve-hour workday was a "light day." Artetrerh
consultant explained why it is that his French colleagues outwork their Amexcinterparts,

%4 The Big Three firms employ an intensive screemirazess to weed out "misfit", typically resultimga pool of
recruits who have very similar personality profi(ese Rivera 2008).

% n all three countries, the Big Three managemensultancies are widely known as exceptionally duediray
workplaces, even with the demanding profession@ices arena. Because of demanding clients, hiihgorates,
ambitious partners, and tight timelines, almostrgyeoject requires workweeks of 60+ hours anddags travel to
client sites every week, as well as near 24-7 aldity to the client (Perlow & Porter 2009, LeTtelones 2001,
Pinault 2000).
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attributing the more demanding work conditions to the higher position of the firm in France
versus the United States:

To work in a Big Three consulting firm in France is to be have one of the

very best jobs in the country. The hours here are much tougher than the

hours in the US, because there are so many more consultants and consulting

firms in the US. When | worked out the firm's Chicago office, | left at 8:00 PM.

This would never happen here in the Paris office.

In explaining how they coped with these marathon workweeks, the French consultants
referenced their experience gaining admission to the elite Grande Hdvseexperience had
inured them to the intense pressure, the tight timelines, and the endless perf@vahrateons
which they faced as management consultants working for a Big Three coogulia one
French consultant put it:

| never been afraid of the pressure and the long hours. Just to get to this

point, | have had to work all the time and deal with tremendous pressures.

So I've become accustomed to this kind of situation. It seems completely

normal to me.

Though many of the French consultants expressed dissatisfaction with the pressure, the
travel, the heavy workloads, and the extreme hours, they felt that this priceovtlapaying in
view of the experience they garnered as consultants. Moreover, even wheit tineyflens and
joined the "more relaxed" French companies, they might well still haveraustus working life
full of travel and long workweeks. One French consultant predicted a post-conauthwgeek
which never dropped below sixty hours per week:

| can accept these working conditions because they are part of my education

in a way. Just like | studied 60-70 hours a week to gain admission to Ecole

Polytechnique, | am working 70 hours per week so that | can succeed here

and gain a good reputation. And | might well work 60 hours a week for my

next employer, that's for sure. That's a pretty standard workweek for an

executive at a large French company.

Pascal could see himself working sixty or more hours a week even after lda/c@nsultancy
and joining a more typical French company as an executive or manager.

Marathon work hours were not the only challenge with which the French consult@nts ha
to cope. Because the Paris office of the consultancy was staffed with ¢aglalgle consultants
with rigorous training and a wide variety of skills, many of the consultantsifthemselves
staffed on projects with non-French clients located outside the country. Duringptbpsxs,
they followed the "American-style" pattern of working out of a hotel locatedthealient's site.
In the course of a single year, once consultant had spent significant amountswbitking out
of hotels in Greece, Germany, the UK, and Spain. Another consultant found it so aggriavati
"get on an airplane at 7:00 AM every Monday and flying to remote places in @€rthat he
considered quitting the firm.

While they faced heavy demands on their time and energy, the French consaiilthts ¢
avail themselves of generous leaves. All of the French consultants took betweenwleakd 5
worth of vacation most years, and rarely worked during August, the summer holiddy mont
when the French business world shut déWiThe office practically closed down during the
month of August as the Norwegian economy went into hibernation during this month and client

% The Norwegians also enjoyed about the same anudyoatid guaranteed vacation time as their French
counterparts, although their summer holidays tdakein July rather than August.
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work dried up. In addition, the consultants enjoyed a guaranteed 10 day vacation during the
Christmas holiday and a couple days off during the Easter break as well.

The Norwegian consultants generally did not work at the same pace as tisgnPari
counterparts. Unlike the French consultants, they worked in an office wherettirerpaad,
under some pressure from junior consultants, made an informal commitment to kikeping t
"baseline” workweek at 60-65 hours, and where junior consultants were did not leave the
Scandianvian area much for assignments. Unless the project deadline was |demmagjotity
of the Norwegian project managers sent their teams home between 8 PM and 10 PM. On
Fridays, most of the consulting staff left the office at 6:00 PM, to return on Monday grornin
Looking forward to a more relaxed working life in the future, Espen took inspiratontfre
experience of his friend, who had recently left to work in a large Norwegian company
headquartered in Oslo. He had heard that this person had managed to cut his workweek down to
an average of less than fifty hours a week. These stories circulated around'th@ior ranks,
and made an impression on all of the consultants | interviewed. As another consplainedx

Almost all of the people | know who have left the firm have gained between

ten and twenty hours for themselves by quitting this firm and going to work

in the strategy departments of large Norwegian companies. It's almost

impossible to get a job in a Norwegian company where you work as much

as we do here. Even the people working in the private equity firms here in

Oslo don't work our hours.
This expectation was rooted in reality. When | re-interviewed Espen twe giar leaving the
firm, while he was working in the Oslo office of a pan-Scandinavian investmennldirkn, he
confirmed that he had reduced his workweek by an average of fifteen hours per week. His
average workday had declined from fourteen hours to eleven hours and he was alilertzeget
by 8:00 PM most nights. While the French consultants did not expect to maintain tlamgace
work intensity they sustained at the consultancy during the next phase of theirgnimegn
they did foresee many sixty hour workweeks in their professional futures Na@rwegian
consultants, however, were aware that a sixty hour workweek put them at tinecestie of the
Norwegian work hours spectrum. Tellingly, the only consultants who anticipatedhgy@®i
hour workweeks routinely once they had left the consultancy were the ones determineddo pur
their careers outside of Norway.

Compared with the French group, the work hours of the Americans did not appear
particularly extreme. In fact, the fourteen and fifteen hour days reportibe t-rench were
rarer among the American consultants working out of the San Francisco officeal Seve
American project managers "on the lower end" confessed that theyeacelyded 60 hours per
week. Another American consultant explained that he and his compatriots would "compkain qui
bitterly" if the workweek started to creep above 14 hours a day or started to cqrastsred the
weekends. Luckily, an 8:00 to 11:00 PM day was an "unusual occurrence."

While the Americans did not have to work quite as long days as the French, they had to
do even more traveling and had shorter vacations. Eight of the Americans had spealf o¥er h
the year doing project work for clients located in another part of the Unitezs Stigually in
another time zone. One of the American consultants remembered the danw@gthishravel
schedule had inflicted on a budding romance only four months old. The romance had fallen
apart after he had been assigned to a project which required him to spend every \wedkash t
Coast. As for vacations, none of the Americans had ever taken more than four weeks of paid
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leave in one year, and a quarter of the Americans had taken less than thkeefwaeation
during at least one of the years they worked as consultants.

When it came to their expectations about future working conditions, the Americans
diverged more from the Norwegians than the French. Based on the experience eX-other
consultants, the Americans could expect a gain of roughly eight to ten hours per week, a
temporal gain which exceeded the gain expected by the French consultants but dicenot com
close to the gains expected by the Norwegians. However, where the Amexigaciee to make
improvements in their lifestyle was in terms of the amount of traveling they asgdBon the
experiences of previous cohorts, the Americans anticipated a dramatitaeduthe amount of
traveling hey did for work. One of the Americans explained that his friend who hadoganekt
in the strategy department of a Bay Area high-tech company finallydgteep in his own bed"
on a regular basis.

The Perceptions of the Job and the Work: Three-way Cross-National Convergeac

Members of all three groups approached their stint in consulting in fundaméméall
same way, as a transitional phase in their careers, a kind of unique and shapgpemticeship
which bridged the purely educational phase and the purely professional phase of theuesork |
They saw the 3-5 years they expected to spend as associates and potesjgatiynamagers at
the firm as a kind of hyper-intense and compressed business training which weelthesr
even better than the training they had received in their educational institutioras virtually
impossible, as a Norwegian consultant declared, to find this type of trainimareybesides
one of the Big Three management consultancies. It was as a managemerdrapmnatilier than
at his university, that he had received his "real training." As he explained:

My time here has been like getting another education. It made it possible

for me to acquire a portfolio of skills which complemented the skills | acquired

in my scientific studies at school.
This French consultant was prepared to spend several more years in his twerkiieg &5 a
management consultant "in order to expand" his "professional possibilities” dewoath One
of his American counterparts stressed the wide variety of skills whichitedgas a result of
this apprenticeship, saying "since I've been at the firm, I've worked oegstia@td operations
projects, and I've developed my problem-solving skills, my analytical skills)dmutrey
communication and interpersonal skills a hundredfold.” As one of the Norwegian consultants
observed, his four years at the firm represented "investing rather thastivagV years because
he was still building the foundation for his real career. Another Norwegian corisi{dained
that he never "planned on staying here many years," but that he felt fothatdte was able to
"complete"” his education in such a way: .

The way that | see it, it's a part of your education...sort of a post-MBA

education. It's really unique because is gives you the chance to work within

many different industries and in many different functional areas such as

strategy, operations, finance, due diligence, marketing, practically agythi

you can think of.
Another American consultant explained that, by gaining expertise and expdrdhe full
spectrum of functional specializations, he was building a foundation for a qafeer i
management culminating in a CEO position. There was little point in prematuredyvimey
their professional focus before they had found the right functional niche fordlveists

I'd like to run a business. It's my ultimate career goal, it's what I'd like
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to do the rest of my career. I've done a lot of strategy stuff already, and

now | am getting exposure to different functional areas like finance,

marketing, operations, so once | move around and get all that experience,

| will be well-suited to running an entire company.

By participating in such a wide range of projects with such a wide varietieats, these
consultants not only acquired particular competencies and forms of expertisarbatilhow to
apply these skills to solve real problems facing real firms. The Normwegrasultant Olaf
explained that he had never really understood how "decisions were made" in corapaies
had worked on several consulting projects for clients.

Members of all three groups also saw their short-term stints as masrggamsultants
as a part of their careers where they could leave an indelible imprint on ploeaterworld
despite their youth and inexperience. A multi-year stint at their Big Tinnegyave them the
chance to participate in decisions which would "make it to the front pages of the bpsipess
as one French consultant explained. One thirty-year old American consultanten@e s
first years at the consultancy, when he dispensed advice to "C-level péopkr &urope" and
felt "on top of the world," asking rhetorically "where else can a tyeeven year old close a
deal worth $250 million?" For one of the French consultants, working as a projegenahthe
firm meant that powerful executives would take his advice very seriously déspfiect that
they had spent their entire careers working in their industry and he had sperd totakof
three months studying it. It is gratifying, he revealed, to "have at#da table with such
prominent and powerful people.”

The important thing is the professional apprenticeship that puts you

in contact with business elites. Because then you can get a real sense of

how they do things.

Moreover, with his lack of experience, at any normal company he would find himsedfds
levels lower" than the people with whom he interacted as a Big Three mamagemsultant. A
Norwegian consultant made the same point in slightly different terms, talkingthbdiumpact”
of the firm's activities on the Norwegian business world:

This firm has a lot of impact on the Norwegian business world, it more

impact than practically any other firm. Here as a consultant yoo geirk

with the largest companies in the country on some of the biggest issues.

Here we are directly involved in most of the big deals, the biggest mergers,

or the biggest operations campaigns in the biggest companies in the

country. And this can be very exciting for someone straight out of

school without a lot of work experience.

One of the American consultants wondered aloud whether someone only five yexrs out
business school was truly qualified to be making such "big decisions" for large anthmhpor
client companies:

It can happen that you're dealing with a major company that everybody has

heard of and everybody you know has heard of and you’re doing something

big for them..and it sometimes comes to me as a sudden ‘shazzam’, you know,

I'll be like ‘wow?!...you know, I'm sitting here and I'm inside thirty and I'going,

you now, I'm looking at the two numbers and I’'m making a judgment, and based

on what | come up with, big things are going to happen. Like, big enough that |

shouldn’t be sitting here.
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A French consultant also noted the fact that in no other corner of the corporate watld coul
someone so green and inexperienced make such weighty decisions. It was ardg beca
worked for one of the Big-Three management consultancies that his veryeexpdrand
elevated clients would actually listen to him.

Just as members of all three groups approached their stints in managemdtingas
both a "paid education” and a "career booster," they also viewed this stinstefaheir
potential as future executives and business leaders. Members of all three gdotines"bareer
payoff" uppermost in their mind when weighing the offer. As an American consultaint'put i
never would have even considered turning down an offer from such an elite firm." Tfiegbay
a stint at such an elite firm was not lost on the French or the Norwegians eithesf tlme
French consultants indicated that he would never have turned down an offer from atirm wit
such a "prestigious name," as a stint at the firm was bound to lead to many good caree
prospects. A stint at the firm, as he said, would do more to accelerate one'theareary other
kind of work experience. An American consultant exclaimed that he would never appsifhim
to the same extent if he worked for a firm without the same "brand power."

| wouldn’t work this hard for Accenture and I'm being very candid at the

risk of sounding arrogant. It's not because | take such pride in working at the

firm but the brand has power.

The Norwegians and the French likewise extolled the firm's "brand name."

All of the consultants paid heed to the need to stay in the firm for a minimum of 3s4 year
so that they could prove themselves and put themselves in a position for the promotion to the
coveted project manager positidrEven those who were tempted to quit decided to stay so that
they could reap of the "career payoff" accruing to those who reached theflpvglect manager
at a Big Three consultancy. An extra year or two could enhance their ppo&sapital and
give them a crucial edge in the competitive post-consulting job market. Oagcam consultant
was ready to quit after four years at the firm, but he "gritted his teetudiedl it out” so that he
could be promoted to project manager. He knew that future employers would find gsimere
that he had managed to reach this coveted position, only two rungs down the ladder from partner.
In the eyes of potential post-consulting employers, a stint of five years er liorpe firm
signaled a level of ability and endurance which could only enhance the casdigaisal and
marketability. One of the French consultants quickly discovered the truth of tbépfren once
he left his consultancy and sought employment as an executive with large puipardes:

If I can show that | did five years in a Big Three management consulting

firm, that's going to open a lot of doors for me. The first thing that any

recruiter or head hunter or hiring person looks at, they say 'five years in

consulting,’ That's what it says on my resume - That is, | think stalfigtic

much longer than most people stay.

27 Less than 10% of consulting associates workira Big Three firm clear the hurdles necessary faoapgment
as partner, mostly because these organizationesigried as very steep pyramids, where the grir{daedysts,
associates, engagement/project managers, andasspigncipals) far outnumber the relatively fewtpars and
directors sitting atop the organization and becadiske "up-or-out” promotion system which creavedt amounts
of attrition in the junior ranks. The vast majgrif individuals who make the transition from aversity directly to
one of the Big Three elite management consultareso with the understanding that they will spkasd than a
decade at the firm, and most likely less than Ss/€ehe average tenure for junior consultantsat'Big Three"
(Bain, BCG, and McKinsey), for example, is threange
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Unlike their French and American counterparts, however, the Norwegiamgemeat
consultants did not feel as much pressure to reach the project manager level im ool t
their worth to prospective employers later on. The Norwegian consultant Boegetato reach
the associate level at the firm in record time, but then decided againshgvbnkiself to the
bone in order to secure the project manager position. As Borg recounted:

| have actually achieved my first goal very quickly, | became an

associate in less than two years, and so that felt very good. But now

| don't know whether | really want to move on to the project manager role.

Rather than exerting himself to move up into this role, he quit after working &arag the
firm's marketing manager. This early departure did not do any damage toeleis bawever, as
he quickly found a very good strategy position with a large Norwegian company.

Just as members of all three groups shared the same understanding ofi¢haédlithited
stint as management consultants in the Big Three firm as a singular opgddwenhance their
skills, their expertise, and their future marketability, they also treatedtihi as a test of their
capacity to deal with the extreme demands imposed by the consulting environmeriauiio
five years of management consulting under their belt, they figured, no prospegbiloyer
would doubt their capacity for hard work and sustained effort. Given the well-ddserv
reputation of their Big Three consulting firm for arduous assignments, aanbpséssure to
perform, long hours, and frequent out-of-town travel, a four to five year stam associate and
then a project manager would inevitably confer a reputation as a dedicated Wwookieinig
else. As one of the French consultants put it, "After showing that | know how to workllike he
for three years straight, I'll be popular among French companies.” AnogmehFeonsultant
echoed his remarks, noting that "our reputation here is such that any other contigamywwy
just how hard I've worked here and how hard | am capable of working when I'm nbtivate

Educational Systems and Career Trajectories: French Exceptionalis

The consultants from the three countries by and large approached their BiqnTasee
management consultants in the same fashion, inasmuch as they all treateshdrasesm
career accelerator which would boost their business career into a high orbitveraivere
were nation-specific differences when it came to the paths these congiolériis arrive at the
Big Three firm and the anticipated paths out of management consulting into tiphasetof
their careers. For the French consultants, more than half of whom had graduatdw from t
prestigious and highly selective Grande Ecoles Polytechnique, the stint ateaicdn Big
Three management consultancy was the culmination of a very intense melsstaction
process which ended around the age of twenty-five or twenfy-six.

For the French management consultants working at the Big Three firm, & stiatfirm
was the natural next step in a career progression which began with a degread of the most
prestigious Grande Ecoles. To secure a position as a consultant in the Parcf afftig Three
consulting company was to obtain one of the "very best position in the private sastor.”
Matthieu explained:

If you want to go into the private sector after graduating from Ecole

Polytechnique and then HEC, or ESSEC, it's important and necessary

% The rarified educational predigree of the Frenmhsaltants is not surprising, as this Big Threesaitancy
recruited almost exclusively from these institusiofhis office employed two full-time recruitindficiers who
spent large amounts of time identifying promisiagdidates for the firm.
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to work for a Big Three consultancy or an American investment bank

like Merrill Lynch. This is how you get your business career off to a

great start in France.
In fact, the French group had an elite educational pedigree which neithendre@dns nor the
Norwegians could match. Of the fifteen consultants interviewed for thig, steden had first
degrees from the foremost scientific Grande Ecole in the nation, Ecoledwligue, widely
considered one of the most selective institutions of higher education in the"W@rfdhe eight
remaining consultants, all had earned first degrees from second-tier Geoids nearly as
selective as Ecole PolytechnicgtieThese institutions included the Ecole des Ponts et Chaussées,
Ecole des Mines, Institut des Sciences Politique, and Institut d'EtudeguRsitirhe
consultant's second degrees had come predominantly from HEC (Ecole des HaldssIE
Commerce) or ESSEC in Paris, but quite a few had attended INSEAD, the London School of
Economics, or elite American business schools such as Harvard Business Schoahfand St
Business School.

The French consultants had the strong sense that, by launching their busesrssata
prestigious and selective Big Three consultancy, they were continuing am@egaipetition
with their peers. This competition had absorbed their energies for many yeate pntering
the firm. One French consultant described the process as a tournament witloumals and
relatively few contenders left in the final stages, proclaiming "I haga bempeting with a
small group of my peers for many years," he said, "and now I'm taking it toxhiewa."
Having distinguished themselves in this sustained and very intensive competitopldce at
one of the Big Three firms, these young men and women regarded themselessrasnvan
extremely rigorous competition with their peers.

Many of the French management consultants began thinking about joining one of the Big
Three management consultancies as soon as they decided to enter the ptoratessady
during the first or second year of Polytechnique. But it was usually whemasheytained their
class ranking that they made up their minds to give up on the public sector. This decision t
attend HEC meant that they were passing up the possibility of a prestigittienpgoghe elite
corps at the Minstry of Finance (Ministére de L'Economie des Finances éhdiastrie) in
order to go into the private sector. In fact, every one of the French consulnmtsde the
decision, at one point or another during his or her educational trajectory, to abandon any
ambitions to work for the French state. One of the French consultants recalecnteat when
he recognized that he did not have the "soul of a haute functionnaire.” After liaestiag he
quickly abandoned his plans to apply to ENA, perhaps the most prestigious Grande Ecole next t

2 When comparing their professional situation tofhefessional situation of his American counterpavorking in
the American offices of the firm, Jean-Pascal oles@that the Parisian office was staffed almostieskeely with
technically trained men. Because the Paris offimeuited only "pure scientists and people with ragiing
backgrounds," none of the consultants had comeetdirm with training in "softer" fields like biolyy, economics,
or other social sciences. Because of this biaatdsvscientifically and technically trained recsuthe firm ended
up hiring from a recruitment pool with very few wem This situation was different in both the UK dhd US,
where the firm recruited individuals with a varietf/backgrounds and with expertise in "softer"dgebf study.

%0 Admission to Ecole Polytechnique is an honor neseifor less than .5% of those who begin theirnigs
preparatory coursework, and to graduate amongpfhguarter or even the top half of the 400 X gréetués to earn
a lifetime status which can open doors within thghbst reaches of the French public and privattose(Platt
1994).
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Polytechnique, and applied instead to the private Parisian business school ESSE@eso tha
could launch his career in the private sector:

| graduated highly ranked with honotadreaf from Sciences Po. So what

happened then? | did not avail myself of the opportunity to proceed to

ENA. | said to myself, "l want to go into the private sector.” So | went on to

business school. | did 'TESSEC because | was tired of studying at that time.

And | wanted to earn money and | had made up my mind to go into the

private sector. So after ESSEC, this firm was the obvious next step.

At the same time, however, but it was also a renunciation of a very differeat patke in the
public sector and the elite ranks of the French state administration ref@rgeaduates of this
elite institution. Of the French management consultants graduating from PRalyiee, none
had ranked in the top 10% of their classes.

The Norwegian group resembled the French group in some respects, but differed in
others. Like the French consultants, the Norwegians were between the agesdf27 when
they first began their jobs at the firm. Like their French counterparts, ties@and women
constituted an equally rarified group, consisting of some of the most ambitious anebitalent
students from the top Norwegian technical and business schools. Recruited adgrfessivan
analogous trio of Norwegian universities (NTNU in Trondheim, the public business school
Handelshgyskolen in Bergen, and the private business school Bl in Oslo), these students ha
distinguished themselves in fields such as engineering, economics, and businessratonitti
As one of the Norwegian consultants announced, "The Big Three consultancies getQk
sharpest technical and business minds from the best Norwegian universitielpéd that the
consultancy's office in Oslo, like its counterpart in Paris, had acquired a repusatierost
desirable and attractive places to launch a high-flying business caienvay by the late
1990s. As one of the Norwegian consultants recalled:

When | graduated from the Norwegian School of Management in 1999,

management consulting was a very popular career choice. Some 30% of

the graduates went into some kind of consulting work. And the top 10% of

this group found work at the Oslo office of one of the Big Three

consultancies. This office was particularly popular. These three firms

were the most desirable positions for people wanting a career in the

Norwegian business world.

Just like the French recruits who had entered the firm from Polytechniq@z,ddESSEC, the
Norwegians who joined the firm from one of these three schools found that many of their
schoolmates had also applied to one of the Big Three consult&hkigke opinion of one of the
many rejected applicants:

The Big Three consultancies really like the people at NTNU who study

31 Technical backgrounds were almost as well reptedeamong the Norwegian recruits as they were arttoeig
French counterparts. Of the fifteen consultantghtdiad obtained MA/MS degrees in engineering,iass
economics, math, or some other hard science field NTNU, and the other half had obtained a dedeseribed
as "halfway between a BA and an MBA" from eithemHalshgyskolen or BI.

32 Here the smaller scale of the Norwegian recruitrpenl came into play. The firm's Norwegian offimely dealt
with a total recruitment pool of 300 or 400 peodpétween the three universities, and handpicked ®dlynew
recruits each year from this pool. Because of thallssize of the Oslo office, only three recruitaifd be hired each
year. This recruitment pool contrasts with the mlazger recruitment pool in the French case, whgeool was
on the order of 1000 people and the firm hired %%® recruits each year.
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industrial economics, they take maybe nine to twelve people each year.

These people are the pick of the litter. These people are very ambitious

and very focused and they know what they want. You can also see that

they have a strong work ethic and they are very capable.
These were the students which the Big Three firms recruited agghgssive

Neither the Norwegian nor the American consultants gave any thought to jihiaistate
before moving on the business careers and joining the consultancy. Unlike their French
counterparts, who had friends and peers making their high-flying careers letlpaes of the
French public sector, these Norwegians had little interest in launchinginears in a slow-
moving and "boring" environment.One of the consultants characterized the state as a stagnant
workplace ill-suited to him and his "dynamic" compatriots:

| don't know anyone who did well at NTNU and decided to go into the

public sector. We got the impression that the Norwegian government is

very boring and slow-moving. And none of us know anyone who has

gotten a job in the Norwegian public sector, even if the hours and

working conditions are really good there.
In the same way, the American respondents never considered the possibility ofvioriany
branch of the US federal or state government.

Conclusions

When it comes to the three groups' perceptions of their stint in managementrgnsult
and the career advantages which such a stint brings, the three groups essemntalyne
another. Members of each group count on their three to four year stint at a Big Three
management consultancy to boost their careers into a very high orbit and give taerala c
edge in their search for high-level positions at large companies in thedctigspcountries.
Additionally, they all agree on the immense advantages conferred by such axpagyre to
the most powerful organizational and individual actors in the business world and the most
consequential decisions taking place within the business world.

In spite of the fact that all three offices belong to the same well-im¢elgnatwork
managed by a unified global partnership, the conditions under which the consultants work do
vary slightly. Somewhat surprisingly, the French consultants work the longestdmaverage,
although it is the American consultants who take the least amount of vacation and do the most
business traveling. While all the groups can expect much more time to thenasevésaving
consulting, only the Norwegians can look forward to a substantial reduction in their wosk hour
(over twelve hours a week) after their departure from management consuti@ngréinch and
the Americans will likely work fifty-five or more hours a week even terrg/after leaving the
management consulting field. When it comes to post-consulting work conditions, thedgsorw
groups stands out as exceptional among the three groups of respondents.

% Besides their aversion to careers in the largavigian public sector, the Norwegian managementultargs set
themselves apart from their French counterparénother more subtle way. The French consultastaearecall,
had all entered consulting as the winners in a-sigkes multistage tournament, having emergedeastthmpions
in an extremely long, rigorous, and competitivegess of selection. The Norwegians had also bessy of their
peers to get jobs at the firm, but they had nohlsedjected to a selection process anywhere ndang®r intense
as the one endured by the French consultantsthEddorwegians, their stint as Big Three managemmemsultants
was not the same culmination of an extremely lamdjiatense process of grooming as it was for thesnch
counterpartsMoreover, unlike their French counterparts, thewdmians did not seek further credentials by
attending elite American or international busingdsools after receiving their first degrees.
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This three-way cross-national divergence gives way to a more stoargdtd
transatlantic divergence in the case of the three groups' age profiles. Agensela, the
American consultants were an average of two to five years older thakrech and
Norwegian counterparts, mainly because of the Europeans did not break up theioedvita
a stint in the work world before obtaining their terminal degree. This transatéaetigap
results from the different articulation of the elite educational systemtiaé employment system
in each country. In the two European countries, an individual on track for a high-flyimg4sis
career is supposed to complete his educational career before beginning hisataupater, at
least if he is pursuing a career within the business world. In the United Staeshow
individuals are supposed to return to school for an elite MBA after enteringothenorld,
thereby breaking up their employment career with an educational stint.
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Chapter 5: Divergences in Partner Profiles and Partner Alignment ProfilesA Set-
Theoretic Study of Partner Alignment Among Matched Male Managament Condtants

This chapter deals with the occupational profiles and family trajestané aspirations
of the matched respondents’ female partners. Melding the data from both thevisstandethe
life calendars, it sheds light on the ways in which members go about choosingrige&rm
romantic partners, calibrate their "family clocks" together witlseéhgartners (Altucher &
Williams 2003), and constitute the shifting interfaces between working life aradeplife
(Shin-Kap Han & Moen 2001). The chapter pays special attention to the typekioésnand
mismatches which occur when respondents partner with women who have their own
occupational trajectories, lifestyle preferences, and life planari@er2007), preferences and
plans which sometimes come into conflict with the respondents' own designs. Likeioeigr
chapter, this chapter makes extensive use of set-theoretic visoakzatiorder to inductively
identify divergences between nationally "archetypal” groups of French, §amyeand
American respondents.

Nonwork Trajectories: Three-way Cross-national Divergence

Just as the three groups differed in their working conditions, they also exhioissd c
group variation with regard to their age profiles, their partner trajectanestheir parenting
trajectories. These patterns of similarity and dissimilarity aseest to identify with the aid of
profile maps similar to those produced for the previous section on work conditionsle®s it ¢
from these maps, the American consultants tended to join the firm at an oldesrageeth
French and Norwegian counterparts. While the French and Norwegian consulteedshe
firm in their mid-twenties (25-27), the Americans joined the firm in the@ taenties or early
thirties (29-33). The French respondents whose partners work fifty or more howrsgbe a
subgroup which accounts for more than half of all the partnered French respondents, are
involved with women who have themselves graduated from an elite educationaliamséitut
are following more or less the same high-flying career track. Alainpbtiese French
respondents, explained that, since meeting his current wife at Ecole Polytectiréguead
followed parallel career tracks, seeking out demanding jobs with very long work hours:

| met my now wife while | was attending Ecole Polytechnique seveeakyago.

She also went to HEC afterwards and got a demanding job afterwards. Ste alway

wanted a demanding and stimulating job like mine. She's actually working eve

more than | am at the moment...she's doing M&A transactions for a higheprofil

banking group. She probably works on average 75 hours per week.
As a result, they rarely got to see very much of each other during their hedtigegks. On the
"good days" he could count on seeing his wife between 10 PM and midnight, when they went to
bed. On the "bad days," however, both he and his wife would generally return home no earlie
than midnight. Both he and his wife were committed to having children in the near fture.
Alain had set a more aggressive timetable for parenthood; he could see hinmaihbex
parent within the next five years. His wife favored postponing children until shepéiatseven
to eight years working at the bank. At this time she would be in her mid-thirtie® pge for
childbearing, and she would have left her mark on the business world. It seemethékéhis
disagreement would be resolved in favor of her timetable, as Alain recognizetig¢hwd a
right to "capitalize on her intensive studies" and "pursue her career,g bedoing the high-
flying world of finance.
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While the majority of the partnered French consultants expected to spend émiesw
with a girlfriend or wife engrossed in her own high-flying career in the busimedd, this was
not the case with their Norwegian counterparts. Partnered with less canemitted women
more interested in moving quickly into motherhood, these men experienced pressure in the
opposite direction. Among the similarly aged and partnered Norwegians, it was tles wm
set the more aggressive timetable for childbearing. Of the eight Namvegnsultants with
partners at the time of hiring, six of them were partnered with women who had deiterdif
career aspirations and quite different educational trajectories. Thesenheld public-sector
jobs outside the business world, jobs such schoolteachers, dentists, nurses, and government
lawyers, jobs which typically allowed for reduced schedules for parents. Aa2®lge
Norwegian consultant Sigmund had married his high school sweetheart Vigdi® @tarting at
the firm at the age of 28. As a junior consultant, he typically dedicated between 60 ands70 hou
a week to work and traveled extensively. His wife, however, lived a far less watrkedife as
a personal assistant to an executive at a large Norwegian company, tygpealtyng between
40 and 45 hours in the workplace. Unlike her French counterparts, Vigdis did not harbor any
ambitions for a "big-time" business career, although she expected her husbarki fearlyor
long hours during his entire career, although not the kinds of hours he was working as a Big
Three consultant.

Unlike her French counterparts, Vigdis was adamant about having her fidsbeture
turning thirty. At the age of twenty-eight, she felt that she felt that she teadialput her own
parenting aspirations on the shelf for long enough. It was imperative, saeedethat she and
Sigmund "head into their thirties as parents.” In order to liberate timedantensive parenting
she anticipated, she would be happy to shift careers and become a schoolteacherd3hathope
a career as a schoolteacher would enable her to free up more time to "look aftddtea and
be available to thent® But she did not have any intentions of permanently dropping out of the
workforce and becoming a "stay-at-home" mom either. For his part, however, Sigmumok was
nearly as eager to become a parent so early into his career. In fact, he woapgyp& spend
the next five years as a nonparent. There was "no reason," he indicated, "tborpsinanthood
so soon." Indeed, by the time he had started the third year at his job, she had made good on her
promise and started the training program leading up to certification asherea

As we have seen, the partnered French and the Norwegian consultants, thdadly simi
young, got involved with young women, also in the mid-twenties, traveling diffiegent career
trajectories. While the young partners of the French consultants wished to lagxtichebi
professional careers as befitted their elite training and education, addseeuhemselves
delaying childbearing until their mid-thirties, the Norwegian womenrexted rather different
long-term life goals (Orrange 2007) and different childbearing timetablesthem,
childbearing took precedence over careers. And, as far as childbearingneashed, sooner
was better than later.

% The Norwegian parenting professionals studiousbided the kind of paid childcare help used by mpasenting
professionals in other countries (Blair-Loy & Jas@®03). One female Norwegian manager | interviteeuldn't
even imagine handing over caretaking respons#slitd a paid helper. She was adamant about besranehto pick
her daughter up from kindergarten in the afternoahss task was a vital part of "being a pareint,her view.
Further, if she or her boyfriend were not abledag out this assignment, the duty would fall tgrandparent rather
than a hired hand. A male software developer wegalarly picked his young children up from the lérgarten
declared "there is no point in having childrennfemever spends time with them and leaves theheihands of
"nannies" and such...I think this is very irrespbles"
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When compared to their French and Norwegian counterparts, the American respondent
found themselves in a distinctive situation. As we recall, the American respomgept3-4
years older than their French and Norwegian counterparts, as they haddaseassal years of
work experience before joining the consultancy and had more time in school as af riasut
three-year MBA programs. Their partners were also several yearst@dehe partners of the
French and Norwegian consultants. Of the eleven partnered Americans, feyranteered to
women pursuing similarly demanding careers. The remaining seven Angeraplicated the
"Norwegian" pattern, inasmuch as they partnered with women who were not on traigk for
time professional careers requiring extensive commitments of time amy éner workweeks
averaging over fifty hours per week).

Unlike their French and Norwegian counterparts, the American resposéemsgd to be
more aligned when it came to childbearing timetables and parenting asysyathether or not
they were aligned with regard to their occupational trajectories and gimfakaspirations.
Whether they wanted children in the near future or not, the first year éanaespondents who
wanted to have children relatively soon were paired with women who also wantednchildre
relatively soon, even when these women had very different career asgirail@wise, the first
year American respondents who wanted to postpone childbearing or did not want to fresne pla
for near-term childbearing had relationships with women who were content tgrconsi
childbearing to an undefined future.

Interestingly, those partnered American men paired with high-flyangec-committed
women (Gerson 1993: 100) during their initial year at the Big Three consultancy didanet
their French counterparts' aggressive timetable in regards to parenting andtjmmocre
Childbearing was consigned to a future whose temporal parameters were lefiethdedien
though they were in their thirties instead of their twenties, these Ameriease@emed content
to put off childbearing for the sake of their immediate career goals acdréner goals of their
wives and girlfriends. These three men thus distinguished themselves from brdeneteh
and their Norwegian counterparts in terms of their procreative timetablaendilingness to
allow their career-committed partners to advance their own big-time bsisiakeers at the same
time that they were advancing their big-time business careers. As Saf,tbhese mid-thirties
Americans put it, "The goal is to have kids. The goal is mdgégetto have kids."

Carlton serves as a telling example of this phenomenon. In his earlystatrtree
beginning of his tenure at the consultancy, Carlton met his wife while he was gvorkan
assignment out of town. The woman he married had already earned an MBA and had many
years of workforce experience behind her. At the time of marriage, shevagears into her
tenure as a project manager at a high-profile management consultandy hMghsle he worked
twelve hour days himself, she could easily log sixty-five or seventy work haugsladuring
crunch times. As a couple, running at full throttle at their respective jobs,dbkylog up to
125 working hours a week. He expected them to keep up this pace for the next five yars, unt
such time as they both received promotions in their respective firms and couldhagantsize
salaries due partners. Thus, both members of the couple poured their energies emd time
advancing their careers as rapidly as possible. As Carlton explained,

It is really important than one or both of us get to the partner level

at our respective firm. Hopefully, before we turn forty years old. This

way, we will really be putting ourselves in a position to become financially

independent before we hit the age of forty-five. Once we have a few

million [dollars] in the bank, then we can start to pull back a little bit.
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We really want to slow down by the time we hit forty-five. You can't

stay in this game forever, or you're going to crack.

Equally committed to her high-flying career, his wife embraced the saratabta for her own
career.

While they set a clearly defined timeline for their careers, neitkenbar of the couple
entertained a definite timetable for procreation or childbearing, even though dratimvtheir
early thirties. When asked about her family plans, Kendra did not want to venture @sg pre
prognostications, saying "ldeally I'd like to have a kid or two sometime in tinefuttut having
kids is kind of far from my mind right now." Indeed, a certain ambivalence colloeéd t
perceptions of parenting. Both Carlton and Kendra were mindful of the fact that tveenof t
most likely her, would have to quit a lucrative, rewarding, and high-profile job im trdieee up
time for parenting. As he said, "l don't how we would manage to progress in ous thnee
added kids to the mix right now." Indeed, he did not like the idea of her stepping down from her
job in the firm, as her income was "a big part of why we are getting ctoser financial
goals." For this American consultant, then, an entry into parenthood which coincidedswith hi
climb up the lucrative rungs of his firm's corporate ladder (and his wifeib dip the lucrative
rungs of her firm's corporate ladder), would not be ideal, as it would jeopardizenhesy goal
of amassing a nest egg sizeable enough to make him and his wife independerttly. wealt

The same considerations around money prompted another mid-thirties American
respondent partnered to an equally career-committed professional women to puagdhiiued
parenting on the back burner. Beginning his position as a project manager at theeBigrivhr
in his mid-thirties, Sigmund looked forward to reaching the partnership beforegdoniy. He
expected his wife, a corporate attorney by profession, to do the same in h&ofether, they
would be able to bring home a paycheck which would assure them of a very comfortable
existence in one of the country's most expensive areas and, ideally, free thamatesral
concerns altogether. The premature entry of a child into their lives wouldlhyatierail such an
accelerated career progression, at least for his wife, as her caresrdgel long workweeks and
extensive business travel. Neither he nor his wife had ruled children out, but it tiraderise
to plan for children in the near future, either. An aggressive timetable for childpaad
parenting would conflict with their ambitious career plans. At the same tinfehband his
wife enjoyed the freedoms of the childless life. The "freedom to travel dnna and do
whatever we want," after all, was a liberty which they did cherish. Fa thasons, he felt
fortunate that his wife, who had yet to experience a "strong urge to haskenliiloved her job
every bit as much as he did and was as committed to her demanding careeassohieisv
demanding career.

In summary, while there is considerable overlap between the three groups of retponde
in terms of their nonwork trajectories during their first year of tenndetlaeir third year of
tenure, it is nevertheless possible to identify distinctive subgroups of respondents waito exhi
nation-specific profiles with respect to their own age, the age and workepobtheir partner,
and their parenting status and childbearing timetable. These nationespeafife most
distinctively Norwegian (with regard to the first year profiles) would Havee the young man
in his twenties who is content to wait until his thirties to have children. This marnngenear
with a woman who holds a full-time but relatively relaxed job outside the business world a
wishes to pursue an aggressive timetable with regard to childbearing and par€éhgng
archetypal profile for the French group departs considerably from thigad@n profile. The
archetypal French respondent is a young man in his mid to late twenties whd hartsels an
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aggressive procreative timetable but is partnered to a woman who is ambivalerhtaatoogit
children during her twenties and wishes to pursue her own big-time career witindiness
world during this life stage. Finally, the archetypal American, seyegat senior to his French
and Norwegian counterparts, is partnered either with a business woman whimgstavidirop
out of the workforce upon the arrival of a child or someone who is herself willinggo for
children for the time being in order to realize her near-term careertaspsra

These cross-national divergences in nonwork and nonoccupational trajectorie®stem f
a combination of cultural, institutional, and social factors which operate in vavayssin the
three countries under study. The very consequential two to three year agacddfeetween the
American respondents vis-a-vis their French and Norwegian countegxautis directly from
the educational systems through which the three groups of consultants have beencthdheele
major difference here has to do with the fact that the American business schaolapoé€ants
who already have several years of work experience under their belt, iéhieeinch business
schools and the Norwegian MA programs accept applicants without any workeexgeri
whatsoever. Only the French students make a seamless transition from thedigelehnique
to HEC without entering the work world. These different admissions policies ihapnaduce a
multi-year age gap between the American respondents and the two European groups.

As for the occupational profiles and trajectories of their partners, sevViéeat i
processes lie at the root of the observed cross-national divergencesthé&icsintrast between
the educational/occupational profiles of the French consultants' partnerstherdlswegian
consultants' partners has to do with the different sorting and matching mechdrapmg she
partner selections of the two groups. Because the (male) consultants are dubjeaterasting
sorting processes as they travel through the educational system, thkglate encounter
somewhat different prospective partners. Second, the evidence suggests tleatdhe Fr
respondents, unlike the Norwegians, voluntarily restrict their pool of potential [gaiongomen
whose educational credentials, social background, and occupational aspiratidngheiegc
because of preconceptions about the "right kind of woman."

In the French case, many of the consultants appear to move within fairly clossd s
circles attached to their postsecondary schools, making it likely that ilstéLitpropinquity”
(Stevens 1991) at the postsecondary level plays a relatively large role ipaittiear choices.
Indeed, of the ten French respondents who had partners during the initial yearcurtbelting
stint, seven had met and courted their a partner they met at or through one tifel@naade
Ecoles. The Norwegian case offers an intriguing contrast, insofar asteix fjht Norwegians
had met their current partners either before they entered their postsecostiartyan or had
met the women while they were attending their postsecondary institution lmgiahntexts
unrelated to school. One Norwegian consultant recalled that he had met hengirlfhile
traveling outside of Norway after he completed his business degree. Ttreafdbe
Norwegians met their partners either before they entered these iossitatioutside of any
selective educational settings meant that, unlike their French countgetipaytsame into contact
with a more heterogeneous pool of women, many of whom did not aspire to similar kinds of
high-flying business careers. Just as the French and Norwegian respoadeniisto contact
with different pools of potential partners with different occupational aspiratyy virtue of their
induction into different educational systems, they were also exposed to cogtcastiiral
prescriptions and proscriptions regarding the class of potential "dateablehwém®ne of the
French respondents remarked with a chuckle, "These women are grefiinfpriat they aren't
suitable for a long-term relationship.” An American consultant who had workeusesdky in
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Paris found it shocking that his peers would not even flirt with women who lacked thigigster
educational and class credentials:

| would go up to the hostess serving peanuts at parties and flirt with her,

my [male] French peers here wouldn't do that. They will not talk to these

women at all because they are considered subclass citizens who don't have

adequate academic credentials or gray matter and aren't suitadle for

long-term relationship.
Not as selective as selective as the French in terms of the educationet@apational
credentials and aspirations of potential partners, the Norwegians weretbajapg women
following less elevated professional trajectories. One Norwegian canstdtalled meeting his
current partner at a music concert the same year he started at th8diveral others were still
dating their high school sweethearts they met in their hometowns outside of Osimdote
their partner profiles, the majority of the Americans approximated thedgpains more than the
French in terms of the occupational profiles of their partners. These men didtriot re
themselves to women hailing from elite educational institutions or women whiecagphigh-
flying careers in the upper reaches of the business world. However, the tneeeaks who
had paired up with matched women did replicate the French pattern of educationally and
occupationally aligned partnering, albeit at a later age and slightly meaeeed life stage.

Finally, in terms of parenting plans and aspirations, we have already sedemehbvee
groups (and their partners) diverged when it came to their parenting plans aaticsspi This
divergence is clearest in the case of the French-Norwegian contridmsagroups are matched
in terms of age. If we take the most characteristic subgroups of respondentse tmésntatch
between the parenting plans of the French consultant and those of his partner appears a
inverse of the mismatch between the parenting timetables of the Norwegsuitant and his
partner. As for the American consultants, they and their partners appear todnaveatched
parenting plans, even when these plans consist of vague ideas about having clsluren at
point in the future.

Implications and Conclusions

This chapter set out to chart and examine some of the cross-national coraeegehc
divergences in the nonoccupational profiles and trajectories of biographicallyeshaets of
male management consultants from France, Norway, and the United Sthtesxact same
stage of their stints as management consultants in a global Big Thregemama consultancy.

The situation is complex and more intriguing with regard to the partner prafite
family trajectories of the three groups of respondents. As each natioopl@ntains multiple
subgroups which vary along multiple dimensions, it is comparatively challetogyagsess
degrees of dissimilarity and similarity with respect to these dimeneidhe life space. And
yet, with the aid of the profile maps appended to this chapter, we can make inroads in the
direction of identifying the most prominent divergences between the "nayi@nefetypal”
subgroups corresponding to the three national environments under study. As these maps show, it
is analytically useful to conceptualize these divergences in terms of the kthdsgree of
alignment (i.e. alignment profilebetween the respondents and their partners regarding
occupational trajectories and family trajectories (i.e. childbedningtables).

First, it seems appropriate to characterize the most distinctivenckt subgroup of
French respondents as a subgroup with a relatively high degree of educational aatic@iup
alignment with their partners but a relatively minimal degree of childbealigigment with
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their partners. In their mid-twenties to late-twenties, these (rRedech respondents entertained
moreaggressive childbearing timetables than their partners, women who entertabigdues
career aspirations consonant with their elite educational background. Favghdistinctively
"Norwegian" subgroup accounting for a majority of the Norwegian respondenlta¢ihaf
alignment with respect to occupational profiles is combined with a lackgof@gnt with respect
to childbearing timetables. The respondents belonging to this subgroup, alsonmdheilate
twenties, are involved with women who do not want a big-time career for themaeti/@go
wish to get an early start on realizing their childbearing and parentibig@ms, preferably
before hitting the age of thirty. Among these Norwegians we Sgeudle” mismatcloetween
the focal respondents and their (female) partners in the occupational realm emittithesing
realm. These respondents are neither particularly aligned with thigieygin terms of their
occupational trajectories and aspirations nor are they particulayhedlin terms of their family
aspirations. Thus, this dimension of cross-national dissimilarity can be coalcegd as an
intra-European divergence between the alignment profiles of the distinctreslghFand
Norwegian subgroups.

The most distinctively American subgroup presents yet another ideal/byple can be
distinguished both from the Norwegian subgroup and the French subgroup. In the American
case, we find the only doubly aligned respondents in the sample. These doubly aligned
respondents, several years older than their French and Norwegian peersedreiffailvomen
partners who entertain very similar career trajectories and childgdaretables (which can
vary from moderately aggressive to completely undefined). dduble alignmentalthough not
characteristic of all the Americans, does not characterize any ofe¢hehFor Norwegian
respondents, and therefore qualifies as an archetypal "American" profile

This double alignment, however, appears to last only as long as the respondent (and his
partner) are childless. Once a child arrives on the scene, the partndhtgxpariences a
radical change in employment status (i.e. an abrupt withdrawal from therata workforce, a
shift which is unknown among the Norwegian partners who work in the more forgiving and
relaxed public sector. Of the eight partnered and parenting Americansrimiti¢hirties who
have children by the third year of their tenure at the consultancy, fiyaegrered to women
who quit their high-pressure and demanding corporate jobs only when they had their child.
Lacking any possibility of reduced work schedules, and wanting to spend as muclitime w
their children as possible, these parenting partners temporarily cuig¢bdo the corporate
workforce in order to practice intensive motherhood, defying the terms of ther"dawetion
schema" so prevalent in the business world. This choice between competing devasiome w
which the parenting Norwegian partners did not face, partially becauseati¢lye fortune of
working in less all-or-nothing workplaces and partially because they copédtietheir
coparenting husbands to work in less demanding workplaces as well.

The analysis presented in this chapter suggests that, while the threeajnagpe®ndents
share very similar outlooks on their jobs and their careers, they differ mavideelhyit comes to
their kinds and degrees of alignment they sustain with their romantic paAitbmigh there is
plenty of overlap between the national groups, we can identify nationally "aralietypgroups
with nationally distinctive alignment profiles. The respondents with the mdistatiigely
"American" profile are those men whose girlfriends and wives have simaiaing, work in
similarly demanding occupations, and entertain similarly vague and open-endibeahiig
timetables. The respondents with the most "Norwegian" alignment profi¢lseaones who
partner with women working in less demanding occupations, and who entertain mote defini
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and aggressive childbearing timetables. Finally, the respondents with thdistiastively
French alignment profiles are those men who entertain relatively aggrebdbearing
timetables themselves, but who partner with occupationally matched women who detayt
childbearing and family formation until they have gained a foothold in their owrgugiered
careers.

The differences in expectations and aspirations around childbearing imgiieateength
and definiteness of the "social clocks" (Blossfeld 2009) relating to reprodudis these social
clocks reflect the cultural patterns internalized by the respondents, thesertdiéfs tell us
something about the expectations around childbearing and life plans charastefiie three
countries’ macrocultural environments. The differences in the partner ch@desby the three
groups of respondents, however, originate in a combination of macrocultural anduttacab
factors. The three groups of men differ in their tastes for women with partbadapational
profiles (see Gerson 1994); as a group the French men are less open to mglatieitis less
educationally and occupationally accomplished women than their American and Norwegi
counterparts. However, the well-known macrostructural factors involved in pseleetion
also come into play here as well, as each group of men comes into contactfenémidpools of
potential partners through their social networks and institutional affiliatiwhde the majority
of each group did meet their partners during their school years, the French raspamte
more likely than the Norwegians and the Americans to meet the women who beeaurtonga
term romantic partner (during their tenure at the consultancy) while theyattending an elite
postsecondary institution. But many of the Norwegian respondents, men who were tlhgsame
as their French counterparts, had met the woman partnered with them duringribeitirtg
tenure either during high school or after they graduated from university thvbylevere in the
workforce. Like the American respondents, they chose their partners frosmrmiasgeneous
pool of candidates, many of whom did not boast similar educational credentials and did not
harbor similar occupational aspirations.
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Chapter 6: Norwegian Exceptionalism? Counterpressures to Extreme Work in Norway,
France, and the United States

Numerous studies have explored the various causes and consequences of overwork and
extreme work among business professionals working in various organizational, mec@lpand
societal settings. The causes and consequences of the hard work "cult" acti¢hea™ of
work devotion are well-known, thanks to the numerous in-depth studies of professionals and
managers working in the contemporary "greedy" corporate workplace-(Bki2003,

Hochschild 1997, Coser 1974). The contemporary corporate manager or professional often
finds herself working long and unpredictable hours, traveling out of town on a weeldydraski
generally giving unstintingly of her time and energy. As studies of havensiowany

corporate workplaces, success only comes to those who demonstrate an unweax@nitgent

to their tasks, their job, and even their employer (Roth 2006, Sharone 2004, Blair-Loy 2003,
Cooper 2000). Interactions with peers, supervisors, colleagues, clients, andatiiere avith
internalized impulses to render "extreme work" (Hewlett 2007) a normahked for granted

set of practices and expectations for the modern-day corporate profeasidmahnager.

While managers' and professionals' penchant for extreme work pracsogsrhared
substantial attention from scholars, the factors which inhibit or suppress the tetaeack
extreme hours among these workers has escaped similar scrutiny. Howevamiragan of
the nexus between working life and private life can be considered either coor@e®quate
without a systematic analysis of these inhibiting factors. In orderitcagdeeper understanding
of the social, institutional, and cultural factors which inhibit the enactment wflRlg's work
devotion schema, an examination of the "flip side" of overwork and extreme work ssaigce
This chapter orients inquiry towards the underexamined counterpressuresniititioverwork
among those business professionals most susceptible to the cult of extreme aeodmplish
this task through a close examination of these suppressants and counterprefiseygsasout
in the lives of Norwegian professionals.

This chapter focuses on the experiences of corporate managers and progetbaiogal
and working in Norway. Given the distinctiveness of the Norwegian setting inabal gl
context, it offers a uniquely promising societal environment and a uniquelyteeyatase (Yin
1996) for an inquiry into the experiences of overwork counterpressures and overwork
suppressants in the lives of workers. Bringing qualitative and quantitative data tmlibe
guestions under study, this chapter trains attention on the ways in which various kinds of
counterpressures and suppressants impinge on the lives of successful addeeatdee
professional Norwegians working in a range of high-pressure high-stakes cmesiplat order
to explore the societal specificity of these counterpressures, the ciaptanayzes the ways in
which these counterpressures do and do not impinge on the lives of non-Norwegian padgessio
living and working in France and the United States, two countries where long-rakramong
the educated workforce is considerably more common.

The interviews with the Norwegian respondents reveal three analyticstinct types of
counterpressures. As a group, these men and women experience the effeds of soc
suppressants tied up with their social attachments and ties, institutionalssapgpseassociated
with the specific formal and informal rules structuring work life, and cultunabpessants
issuing from internalized precepts and expectations regarding the ingeabprivate life,
family obligations, the multidimensional good life, and taking care of oneself
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Social Counterpressures in the Norwegian Context: Organized Leisureursuits

Of the single Norwegian professionals, a large minority pursued time-comggum
avocations and organized leisure pursuits alongside their paid jobs. Such organized leisur
pursuits often consumed time and energy which would have otherwise gone to their paid work
(Stebbins 2004, Meiksins & Whalley 2002: 27-38). Baldad spent several years working as an
internal consultant for a large Norwegian company after leavinge taanagement consulting
firm. He had recently managed to secure an accommodation to work four days in weels He
thankful that his workplace afforded him the scheduling flexibility to attend to his vy
meaningful job" as an administrator at a nonprofit religious organization. This unpaatiamoc
gave his life "purpose and meaning" and he looked forward to devoting at least alag fall
week to it. Moreover, he could not imagine allowing his paid work to consume all of his time
and energy, as it was his voluntary work for the nonprofit organization which gavhéenim t
"challenges” he craved. As he put it:

| work about 45 hours a week nowadays, but actually, | don't want to

spend more time at work. Fewer hours would be better. | need a job which

| experience as meaningful with short days and with enough scheduling

flexibility so that | can do my volunteer work on the side. Very soon | am

going to accept an 80% position here at the company so that | can take

Fridays off. This will give me more time for my important volunteer work.

This is the work which gives my life meaning
For an executive working at a large energy company, the dampeninigodffies organized
leisure pursuit on her work hours was obvious and direct. Vilde had played amateurddlasket
for many years while she built a career in the consulting world. Even wherosteziin the
Oslo office of an extremely demanding international firm, however, she rtayedsn the
office until 9:00 PM "out of habit" as many of her coworkers did. Now working as an HR
executive at a large Norwegian risk management company, she left the b#igé BM three
days a week on account of her organized leisure pursuits. She played in an amagthalbask
league which held practices during weekday evenings and she did not want to "disdpgyoint”
teammates who were counting on her:

I've thought about the reasons why I've been so committed to working

shorter hours. | think it's got a lot to do with my sports activities. I've played

[amateur] basketball in the top division in Norway. Now I'm in the lower

division, but we have fixed training sessions two or three times a week. And

one has to go to the training sessions. If | don't show up, | disappoint myself

and my teammates as well. Since the training sessions begin at 5:30 PM, I've

got to leave here at 5:00 PM at the latest. So it's always been a cleafr goal

mine to leave work early. If one doesn't make this a goal, and one stays as

long as one likes, then one can end up chatting with people until 7:30 PM.

But if you know that you have to leave at 5:00, then you work much more

efficiently. On the days when | have to train with the team, | work very

industriously and efficiently. | don't want to miss training. This would be a

great sacrifice for me and | would be letting the team down.
The fact that others were counting on her to attend the practice sessions nesuet liaa to
leave the office early and work "effectively" during the core work hoursdset 9 AM and 3
PM.
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Short-hours Reference Individuals

Among the respondents who felt able to resist the pressures to work relaimgehours
and taken on a heavy workload were several men and women who modeled their own work
stances on that exhibited by their fathers. Eajloung engineer whose parents worked for the
Norwegian government, recalled that his father as well as his moghealty got off work by
4:00 PM in time to pick him up from school. His father, also an engineer, worked the very
circumscribed 37.5 hour workweeks common among employees in the Norwegian pubtic sect
Only rarely did his father work late in the office. For his own part, Emil idedtliimself as
"the type" who put a premium on his free time, and had no wish to work long into the evenings,
preferring to limit his workdays to eight hours. Hauk, another engineeringgeaemployed by
a large Norwegian firm, also considered himself someone who had an unusuatlyneasy
working shorter hours than most of his colleagues. In explaining this tendencyktehooter
hours, he cited his own father's laid-back approach to work. Hauk had "learned a lot" from his
father, a man who worked 6-7 hours a day as a high school principal and left in the aftewvnoons
go skiing.

I've always worked relatively little. And it's something I've thought about

often. From the first day here, I've worked less than my colleagues and

peers in terms of overall hours. And when | started in this job, | was nervous

because my predecessor worked quite a lot. But | learned quickly that | could

handle everything in an eight-hour workday. It's really a matter of pesriti

and the ability to get the right things done. And to not be afraid to say 'no.’

And this is something I've learned, or inherited because my father was the

same way. | recall him saying many times that he couldn't understand why

his colleagues at the school complained that they had so much work. He worked

between six and seven hours every day, and then he went skiing. No one ever

complained about him even though he wasn't a perfectionist like some of his

colleagues. So I think | got this ability from him. And it's been very useful here
Looking back at the example set by their own fathers, these two men felt eragdavdefy the
work hours norms in their own work environments.

For those respondents who worked in jobs and organizations where scaling back the
workday was simply impossible, long work hours often provoked conflicts between them and
significant others who could not understand why they had chosen to let work consume their
lives. A young woman who spent four years working for Oslo office of an elitelgloba
management consultancy endured numerous criticisms and indictments of her nindk-ce
lifestyle from her working class parents who represented a "wholeattitfeorld from my job"

In the eyes of her father, a bus driver, and her mother, an elementary schoo] tegehe

worked so much that she was essentially "throwing away her life,” asoldeyer. They simply
could not understand, she explained, why she would back out of a family dinner at 6:30 PM on
account of her work. Such collisions of work and private life happened all too often and had
strained their relationship:

And so it's stressful when | have an arrangement with my parents and

relatives and we have scheduled a dinner with them and I've got to cancel.

In these situations the job always comes fiksid my family is from a different

world and they stand for totally different values than my [consulting]gob

they have a hard time understanding why | do this. So it can be very
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stressful for me.

Astrid, another female consultant who worked the same long hours at the samdidgrfian,
grew increasingly dissatisfied with her long workdays when her new rotanenavoman
working for a ministry of the Norwegian government, told her about all the thinggsh® do
during the week, after her workday was finished. After hearing for ovearsapout her
roommate's delightful experiences at her evening "poetry readirgsuseums, concerts, book
clubs, and restaurants,"Astrid decided to call it quits at her managementiogrjsbland move
into a less demanding organization.

In another case, an effort to control work hours was prompted in part by corthaat wi
sibling who had gone over to the public sector and left the high-pressure world ofemeaema
consulting to teach high school. Terje, a male management consultant in the lastadpenof
his occupational and family careers (Clarkberg & Merola 2003) had decidethaftarth of his
second child to scale back his work schedule. He felt that he spent most of his eitgryea
at the firm working too many hours. Although the arrival of his second child had a lot tehdo wi
his decision, he might not have pursued this arrangement so eagerly had his brother not dropped
out of the business world and started a more relaxed job as a high school teachetaraegaOs
high school. It was his brother's tales of his enriched personal life which led Houlit the
wisdom of working sixty or more hours per week.

And then my brother became a teacher. This really affected me and gave

me bad conscience. He tells us much he gets to exercise, how many books

he is able to read, and his vacations up in the mountains, and he's much more

of a relaxed type of guy and he gives me a bad conscience, but he also helps

me to see that work and the closest family is not all that is important in life.

The evident enjoyment his brother derived from his reserves of discretionarynspired Terje
to rethink his long workweeks and contributed to his decision to limit these workweeks.

For those Norwegian men who worked for extremely demanding international
professional services firms such as corporate law firms and managementarmnssiitwvorries
about the threat posed by a greedy working life vis-a-vis their intimateralaips prompted
steps to resist the pull of working life. Several of the male Norwegian piafi@ds had struck
"deals" concerning their work hours and travel patterns with their superaisraetors so that
they could free up more time for themselves and their families in the weekelaygs. Despite
his responsibilities, Tore, an attorney, had reached an arrangement \gitipdrgising partner to
limit his working hours. Henceforth, he would spend no more than fifty hours in the office on a
regular basis, barring any kind of crisis, and he would not take more than one busireegsofr
town every monthThis agreement, which had the strong backing of his wife, allowed him to
spend more time with his young children. This arrangement proved to be a boon to him and his
family. This measure made it possible for him to see more of his wife and to psnhip at
the public kindergarten at 4:30 PM.

Temporal Coordination with Short-Hours Girlfriends and Wives

For many of the male Norwegian respondents, it was the desire to pagtinipgsure
activities in the company of a short-hours romantic partner which strengtheshaffiened the
willingness to shorten work hours, scale back the time and energy allocatedkpamaswitch
into less demanding jobs. Among many of the young Norwegian professional men, the
establishment of a serious romantic relationship with a short-hours gullfviewife brought
about the curtailment of work hours. Gaute, a former management consultant, qutyieusi
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a week consulting job soon after establishing a romantic relationship with brgeefofmer

clients. A year into the relationship he lost his taste for working late intovémengs and readily
yielded to his girlfriend's entreaties to work fewer hours. With Annangagt home for him in

the evenings, Gaute no longer looked forward to laboring on work assignments at 8:0WPM wit
his buddies over a frozen pizza. With his resume he easily found a job with a compdny whic
would allow him to work substantially fewer hours. Happy to have more time for hiamgelf

his family in the evenings, he delighted in the new arrangement. Once he discovelstdtas

new arena" where he could socialize with his girlfriend, hang out with bisdfsj "read a book

or get some new ideas," there was no turning back. For Gaute, the moment when his romantic
life took off was the moment when he opted out of the management consulting world.

The same kind of romantic relationships with a short-hours woman also played an
important role in hastening the exit of from the high-pressure long-hours worlanaigement
consulting. A five-year veteran of one of the most prestigious consultanciesfl&ethie
consulting world for a substantially more predictable and manageable worldrgéa la
Norwegian telecom company, a workplace where a forty-five hour workweegesliffHe was
growing tired of the pressure and the lack of any private life during the week.vButf &e
had enjoyed the job, he still would have to please his short-hours girlfriend, a womagesmpl
in the public sector who chafed at his absences. He attributed the strengthrefatienship in
part to the much more "reasonable" hours he worked in his new position:

Yeah, it was in the cards that that | was quitting my consulting job. My

now wife wanted me to quit the job and | also wanted to quit it myself. |

would have quit even if | hadn't wanted to, though, for her sake. But we

were pretty much of one mind about this decision. | do have other friends

in the consulting firm who didn’t want to quit, and they're still there, and

that hurts their relationships badly. Many of these relationships are on the

verge of falling apart. | never worried about my career, but | haveeaorr

about my relationships.

Other Norwegian professional men told the same story of cutting back th&ihwams and
findings less burdensome positions in response to their romantic companions' wistes, M
another consultant, started dating Amalie, a public defender while he workedrige a la
international firm. Soon after Magne's relationship took a serious turn, strams®ot@endency
to work evenings quickly surfaced. Used to working shorter workdays herself, Anade it
clear that she would like him to end his workday when she ended her workday, around 4:30 PM.
After several years of tension over working hours, Magne switched inte ddeganding job.
Stig, a graduate of Norway's foremost engineering institutionsgdtafft his career in a
consultancy, routinely logging between fifty and sixty hours a week. Once hel incegether
with his short-hours girlfriend, however, such long hours seemed inappropriate. A sutiwlte
new to Oslo, she pined for his company during the evenings which she had to hergalboisti
decided to take the "natural step"” of curtailing his own workdays so he could sperwith

her.

Only a couple years into his consulting job, Hugo, a younger Norwegian mamageme
consultant, had just begun what promised to be a serious romantic relationship with a denta
student. Instead of leaving the office at 9:00 PM or 10:00 PM as he had done before ieeting
girlfriend, he would leave the office at 7:00 PM or 8:00 PM. As Hugo explained:

I've had a girlfriend for the last couple of months now so | just need to be

a little more focused on getting home earlier. It's something | make fhagsel
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you know. And so as a result of this choice I've had to become even more
efficient at work.
Like other Norwegian professional men, Hugo claimed that his romantic relapomish a
woman who "minds working all the time" boosted his own efficiency at work by foleeng
work into a more restricted workday.

Norwegian Women Partners' Framings of Men's Long-Hours Work

In the commentaries of the Norwegian men's women partners, legitimiging a
normalizing frames were nowhere to be found. Even though the Norwegian womenis partne
did not work as long hours or travel as much as their American counterparts, thgidorwe
women assailed even relatively mild forms of work absorption and work overcomrh#sie
unwarranted and detrimental to their quality of life. Whereas the Americaenvonaracterized
their partners' live-to-work approach as necessary and even virtuous, the ldarwegien
refused to rationalize what they framed as an overcommitment to job and chessrwiomen
expected to see their partners during the week, as well as the weekends. ashaosegaod
reason, they asserted, that their partners had to regularly work longer thaal"reurs and
sacrifice their legitimate needs for frequent companionship. It was ocdybe their partners
had fallen under the sway of an illegitimately greedy institution, in freming, that the men
gave up so much of their private lives for work and shortchanged their relgponshi

Anette could not understand what possessed her partner Matthias, a management
consultant, when he allowed his client work to spill over into their evenings and weekends. |
her view, there was no reason why he should make himself available to clientsvertimge
when he should be spending time with her and their friends. Given that he was alveddyg w
over ten hours a day at the office, she declared, he "could well afford to avoid wdtkirthe
official workday was over." As she explained:

He won't let go of the endless work which the workday consists of, if you know

what | mean by that. He always thinks a little bit about work and takes the laptop

computer home when he arrives and works for a half-hour or so. And | don't like

this. | think that when there is free time, which is my time in a way, then he

shouldn't use it for work. If he works an hour per evening, it sets limits for what

we can do together later on.
Annette felt duty-bound to call him on this downright "stupid” habit, behavior. It wasinot fa
that he sometimes worked during what was "her time."

Like Annette, Hilde did not think that her partner's job warranted so much of his time,
energy, and attention. She excoriated her long-time partner Gunnar for his Higlbolirod
phone calls from clients during the evenings and weekends and his routine of disgpjoeam
hour or two into his home office in the evenings in the middle of a TV show or a conversation.
She didn't think that he should be "trading away" so much of his free time just to enshre tha
numerous clients were happy all the time. In direct contrast to the Americagnwvamo
rationalized their partners' absences, Hilde refused to justify thegbdifalshe led in her spare
time. She bemoaned the fact that "our [private] lives are independent of ea¢hobiduegying
that "this arrangement doesn't always work out so well." If Gunnar had wedseduring
evenings and weekends, she argued, then "we could have escaped to the mountains, attended
cultural events, seen friends together, or gone to various restaurants andocedfé<eslo."
Like Annette, she found it galling and distressing when Gunnar vanished into his haraenoffi
the evenings, claiming that he should be working since they weren't doytgifenspecial”
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together. In here eyes, it was unreasonable of him to neglect her legdesaeefor evening
companionship:

He has to remember that he doesn’t live alone. He must remind himself that there

is another person who also would like to spend time with him, and who in a way

needs some social and physical contact with him, who needs predictability in

daily life, especially during the weekends.

Instead of minimizing or suppressing her own claims on her partner's timeenteat as the
American women do, Hilde framed her desire for companionship as entireignkegl

The three Norwegian women who enjoyed a "reasonable” amount of companionship
expressed gratitude for the couple time they had at their disposal. Accordingeowtose
husband Jgrgen had chosen to work for a Scandinavian management consultancy which did not
require sixty-hour workweeks, a matching work schedule served as one of thiyprima
foundations for a well-functioning partnership and a healthy family lifetaAmas glad that her
husband got to work "reasonable” hours and had no trouble "setting aside" enough time to spend
with her and their two children. It was important for her that he return home I6e®@@®M and
eat dinner with the family most nights of the week. It would be "inappropridte declared, if
she got to see him for only an hour every night.

The Norwegian women passed over the normalizing frames which came relesisigy
to their American counterparts. Whereas the American women framegdhimiers' twelve-hour
hour workdays and frequent out-of-town travel as a "fact of life" to which theyorethpt, the
Norwegian women perceived these hours as unreasonable infringements on tteis'garvate
lives and, by extension, their own private lives. They could not bring themselvesesergthe
emotionally and temporally "downsized" relationships as entirely ledeintéis was especially
true in regard to the weekday evenings. The Norwegian women were lesg Willvrite off the
weekday evenings as chunks of time where they could pursue couple-orienitidsgteeing
these activities as more central to their own lives and more central toetagonships than their
American counterparts. Hoping for the chance to engage in joint leisurgéiegtiuring the
week, the Norwegian women were unwilling to abandon their hopes for a more comfgniona
relationship.

they upheld the women's complaints about their work habits and the women's pleas for
more couple time. None of the Norwegian men defended the "weekend-only" relatiohgtp w
figured prominently as a benchmark in the narratives of the American menuylpalgithose
who had worked in management consulting. None of the Norwegian men attempted to
legitimate their pursuit of big-time career success as an enterpisie deserved their partners'
full commitment and support. Further, the three Norwegian men who did work relatingly |
hours made little effort to rationalize these long hours as a fact of life thwie women should
adapt.

Even when they worked in demanding jobs, the Norwegian men expressed a sermsitivity t
their partners' desire for companionship and couple time. Matthias, the managenseittant,
found his long work hours "frustrating” because they did not allow him enough time with his
partner. He appreciated her desire for more companionship in the relationshigpacteteker
"legitimate” wish to feel "prioritized" and to "feel more importardart my work.” Stein, another
management consultant, felt that his job, which required him to work until 9 or 10 PM, "robbed"
his girlfriend of the daily couple time which she had every right to want:

| am living with a girl and she is sitting at home waiting for me a lot because

she is finished at 4:00 PM so that takes a lot of energy from both of us and |
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do not feel like | can satisfy her on that dimension.

His inability to provide sufficient companionship bothered Rifven Gunnar, perhaps the most
work-centered of all the Norwegian men | interviewed, granted thenegyi of Hilde's
complaints about his very long working hours and his constant absorption in his work. He
believed that she had "every right" to complain about his attentiveness tehis ald his
neglect of her own companionship needs.

For those Norwegian men who had chosen to work at the most demanding jobs there was
an intense concern over the potential harm that their work schedules could inflict on the
relationship. The fragility of relationships weakened by the man's uabiiyl was a common
theme in the narratives of the Norwegian men. Stein, for example, worried that he was
endangering his relationship because he could not afford to spend any time wéttries
during weekday evenings. Matthias considered himself lucky that his cuipeiitlj not put his
marriage at risk; he knew of at least one consultant whose relationship "hargregad"”
because he never had enough time for his girlfriend.

Several of the Norwegian men had struck "deals" concerning their work houra\aid t
patterns with their partners ensuring that they could enjoy several hours of thmepheost
workdays. Jgrgen, for example, had made an agreement with his wife early on in the
relationship never to work more than fifty hours per week on a regular basis and tbarome
by 5:30 PM unless there was a crisis at work. This agreement, he recounted, sérwed as t
"basis" of their relationship. After all, denying his wife the chanceddsa for at least "an
hour per day" simply wasn't "fair."

Involved Parenting for Women and Men in Dual-Career Couples

If short-hours girlfriends and wives exerted a moderating effect ondhesehedules
and routines of partnered professional men, these effects paled in comparisompprtéssant
effects of parenthood on both the male and the female parenting professioral®utioes and
work schedules. Both the female and the male parenting professionals carvedkautdseand
weekday evenings for parenting activities, making it necessary to cufithal eforkday short.
Because of this generalized deference to the gender-neutral idea¢-ohtensive parenthood
and caring practice (Johansen 2007, Blair-Loy 2003: 57), both the Norwegian women and the
Norwegian men made an effort to schedule the tail end of their workdays around thestidom
responsibilities rather than the other way around. All of the Norwegian pfalsimade it
clear that there was nothing more important than being "thiést&dlg for their children,
whether as mother or father. For their part, with a few notable exceptions, Nemfiegis and
supervisors almost always accommodated the desires of women and men who wishe to le
the office early in order to spend the dinner hours with their children.

Every Norwegian respondent with young children under the age of five made anoeffort t
curb their work hours in the afternoons and evenings. Both the female and male parenting
professionals reserved these hours for intensive and involved hands-on parentingsadtoit
example, Jarla male technical consultant in his early thirties who was expecting hisHild,
switched jobs months before the birth of his first child in order to better reconciletks w
schedule with his imminent parenting responsibilities. In this new job he wadeatrthat he
could normally get away from work by 5:00 PM in time to spend the dinner hours at home with
his wife and child. As parenting professional, Jarl explained, he could not expecktinevor
same hours as he did when he had no children and no parenting duties:
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Onemusthave more flexibility in one's work schedule when one has a

family than when one is 21 without any kids so that one can spend more

time at home. When my child arrives, my work hours will of course go

down and | will definitely reorganize my workday so that | can go home

earlier.
Jarl was committed to being at home in the evenings "when the children &e="alivhe
changed employers in the future, he would only accept a job which would allow him t@keep t
this schedule. He was thankful that he had turned down the offer from a prestigious global
consultancy because it would have meant a job which was "incompatible” with angHewmily
life." The men as well as the women expected to work fewer hours in the officehegce t
assumed childrearing responsibilities. Even young and ambitious male jmadéstooked
forward to restructuring their workdays upon the arrival of children. Haldur, ayyoafe
consultant at least five years away from fatherhood, predicted a transéormiatis work
schedule following the appearance of his first child. Though he worked long evasiags
bachelor professional, he was prepared to carve out a three-hour parenting inititw
evenings to ensure that he could "bond" with his children. As he explained:

Q: But if you decide to have kids in the future, would you continue working

the same number hours as you do now?

A: No. | guess I'd take the evenings off, between 5 PM and 7-8 pm, and spend

time with my kids to develop a bond with them. Take a 3 hour break with my

kids in the evenings. And then I'd continue working after that from home. So

one must spend some time with one's children. It's really important. Ibis real

obvious that if one has children, one cannot work long days at the office.
Women in childless couples expected that their partners would not hesitate to cut ek on t
work hours once they became fathers, in part because they were not prepared to give up their
own jobs and careers. Considering what would happen to her boyfriend's work schedule once
children arrived on the scene, Hanmaimounced emphatically that meorkaholic boyfriend
would have to give up his habit of staying in the office until 8:00 PM. As far as she was
concerned, he had only one option because she was not prepared to relinquish her own job and
step into a homemaker role:

He knows that if we were to have children, he would have to quit [working such

long hours]. If there are children in the picture, he can't work until 8:00 or 9:00 PM.

| am not interested in being a stay-at-home mom and taking care of them by

myself...taking them to kindergarten, picking them up from kindergarten..making

lunch, putting them to bed. This would not be good at all.
Jesper, another male Norwegian management consultant in his early thidiabehdy
experienced the joys and burdens of parenthood for several years. Like theaotiregibin
professional dads, Jesper made a point of coming home in time to take part in thdifarar.
In addition, at least twice a week he shared "dropofihping] and "pickup” hentind duties
with his wife, a woman who also worked in a Norwegian company and enjoyed\zehglshort
workday. Only during the most pressured part of the project cycle would Jespertsi office
during the treasured dinner hours. Generally, if there were more tasks to be edrafieat5:00
PM, he would work on them at home after putting his children to bed at 8:30 PM. Voicing a
vision of his marriage as an egalitarian partnership founded on reciprocity, besephis
commitment to an egalitarian division of both childrearing activities and ingamerating
activities.
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For me it's natural to say that our children are our shared responsibility,

since we have had children together. But | know that she doesn't want to

stay at home with the kids, she wants to work. She has no interest in staying

at home all the time...she feels it's good for her own self-development to have

a job. If I opposed this, it would have harmed her own self-development. And

she wouldn't be very happy either. So it would have created problems for me

and the family too. So I've got to give her as much freedom as she gives me.
There was no way he would consider asking his wife to cut down on her work simply so that he
could work more himself. In his mind, she had every right to pursue her occupationatanteres
just as he had every right to participate in the childrearing activitiehwlei@vidently enjoyed.

The other male professionals also approached childrearing as a tinmviatactivity
which deserved a substantial allotment of their time and energy, partigaléine evenings and
weekends. The arrival of a child a few months prior to the interview had led a nuaasat
one of Norway's top corporate law firms to rethink his work schedule. Kjetil decidduetha
would henceforth follow the example of his colleagues and leave the office byNd:80 that
he could be home in time for the family meal between 4:00 PM and 5:00 PM. As he explained,
"when you've got kids and a family, you need to be able to call it a day before 5:08 AM."
work past 5:00 PM on a regular basis was not "compatifdegrjlig] with childrearing and
family life. Because his young children required his presence, Kjatlena habit of picking
them their kindergarten even if they extended their opening hours past their 4:30 Pl clos
time. Echoing the comments of other Norwegian professional men and women, Kjetil
guestioned the appropriateness of allowing children to spend "11-12 hours a day" away from
their parents:

Q: But if they were open later, would you work differently?

A: But the question is whether it's good for them, you know, if you drop your

kid off at 7:30 am, and he’s there until 4 or 5 pm. Then the question is if | as a

parent would have the conscience to, say, have the kids stay in kindergarten for,

like, 11 or 12 hours, you know. | mean, I've chosen to have kids, so then |

need to take responsibility for them too. There’s a lirkitls can only be in

kindergarten for so long don’t think my wife and | would let the kid spend

that much time in kindergarten. | don’t think we would have liked that at all.
The Norwegian women professionals made even greater efforts to spend thesewhitigeir
children than the male professionals. Lisbet had worked long days during hexsshilgénties,
sometimes staying in the office past 7:00 PM. Working "extra hours" gbkhishe recalled,
did not pose a big problem as she had no childrearing responsibilities during this period.
However, when she returned to work after her year-long maternity leave, Etelsuek her
workdays so that she could leave before 4:30 PM. Other female professionals fdtlewed t
same strategy. Berit, a very successful professional woman workirgjrategy executive for a
large telecom company, shortened her workday by an average of two hours. Picking up her
daughter from kindergarten constituted a pivotal moment in Berit's daily roungsahe
parenting time afterwards. She felt strongly that her responsib#éisie parent required her to

% A comparatively large proportion of the professiband nonprofessional working population betwdenages of
30 and 40 in Oslo had young children of the rigi# &or these kindergartens. The prevalence ofipiage
professionals, together with the aversion to paitticare and the rigid opening hours of the bargehameant that
a relatively large proportion of professionalshistage group (both women and men) frequentlytheftoffice at
4:00 in time to pick up their children.
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spend evenings in the company of her child. In the absence of such opportunitieso@dr
have given serious thought to remaining childless. The aspiration to be an involved and "hands-
on" parent and this aversion to the outsourcing of carework was ubiquitous among the parenting
Norwegian professionals of both sexes.

At the same time, Norwegian employers also took the wishes of parentieggoofls
very seriously, and reflexively honored their parenting employees' wishviotlea office early
to see their children. Jonas had chosen to remain with his Scandinavian consulthtwcyed
down several offers from elite international consultancies in large mezetaase of the
"freedom" he enjoyed to plan his workdays in accordance with his family obhgafonas
considered himself fortunate to work in a firm which observed the Norwegian gdnkia
regulations, particularly where they concerned the rights of parentingsprohals to leave the
office to take care of their children. He found it comforting that, once he becatieeg he had
a free hand to leave the office when necessary. In the view of Kaia, aeamardgonsultant
who had worked in the Oslo and New York offices of a global management consultancy, the
stance of the Oslo office reflected a distinctively Scandinavian empghraaiscommodating the
needs of working parents:

When you have kids here in Norway, you are supposed to look after

them. Here in Oslo it is quite unacceptable for parents to leave the kids

[at daycare] from 8 AM to 6 PM, whereas in New York City that was a

common practice. But this is very unacceptable in Norway. Also, the

management here accepts that you have other responsibilities besides work,

and they want people to have balanced lives here in Oslo, so it's also more

acceptable to work reduced schedules, especially for women with young

children, so there is an ideal of providing options like reduced work schedules.

And even if you aren't likely to reach the top working one of these schedules,

they can't fire you for working an 80% schedule eitNerwegian

employment law is quite strict on this point
Sverre, a mid-level executive at a large Norwegian energy congoangyed the guidelines his
organization followed in regards to working scheduling and work hours. These policges wer
designed to make it possible for people to observe the "general Norwegiangabihm. "
This rhythms was tailored to the demands of parenting professionals raisingcydngn, as
he explained:

The philosophy at this firm is that we should not be available at all times

after 5:00 PM during the week or during the weekends. As a general rule we

should not be available after 5:00 Pig almost never schedule meetings

which might break into this part of the daly’'s sometimes hard to live by

this rule, but it's a good ambition. It applies to management all the way up

and down the hierarchy.
Even though Sverre's own children were in their teenage years and did not require that muc
intensive parenting, he felt "relaxed" enough about his career in the compaayedte office
even earlier than the norm. But he also left early to "signal” to his subordinattdeetheould
fulfill all of their work obligations without staying late in the offite.

% The idea that employees would not "produce” a$ uvééss they had the resources to attend to fiily
commitments was popular among many Norwegian masagel professionals. The best supervisors wesetho
people who "are aware of their own time and theetohthe consultants working under them," in thedgoof one
of my consultant respondents.
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Institutional Counterpressures in the Norwegian Context

The institutional type of overwork suppressant is connected with the formsl rule
governing working time under the Norwegian employment system. One caguiisii four
different types of rules and regulations which come into play as overwork sugpsessales
governing overtime pay, rules connected to leaves, rules connected to employment and
employment security, taxation schemes applying to marginal income in ttex hegiches of the
income distribution, and organizational timetables. As one of my respondents surdrtiegize
situation, "No one in Norway today is forced to work 80 hours a week. No employer can make
you work 80 hours a week if you do not want to do so.”

For the younger Norwegian professionals without supervisory responsibildgr&sg in
large companies, a number of bureaucratic hurdles stood in the way of long work hoty#. Firs
a junior professional wanted to work paid hours over and above the hours specified in the
Norwegian Work Environment Acrbeidsmiljgloveh the company had to apply for an
exemption from the government on his or her behalf. One technical consultant working in a
large Norwegian risk management company used to apply for this exemption exergsyhe
averaged 42+ hour workweeks, meaning that he worked more than 200 hours of annual overtime
above and beyond the statutory limit of 40 hours per week. Working more than 400 hours of
overtime during the course of the year without an explicit waiver could lead $oefimae
potentially, jail time. Further, those who exceeded this limit on a regulerwease entitled to
take their overtime hours out as paid vacation time once they had accumulated more than 100
hours worth of this overtime. When this happened, it was often possible to add the combined
overtime hours to the annual fixed vacation allotment. Using this stratagem, a rafirthiger
junior Norwegian professionals had turned their five weeks of guaranteed anraielrvéime
into six or even seven weeks.

Some companies followed slightly different work hours guidelines. Supervisorsaf juni
professionals working at a large Norwegian energy company were framedequiring their
subordinates to work more than 8 hours in a single day. While the junior consultant was free t
work these extra hours on a "voluntary" basis, they could not be penalized for rédusiords
the extra time and they had to obtain permission from their supervisor to work theseGieurs.

a young analyst at the company, recalled times when he did work on the weekends, ¢t only
this voluntary basis:

At this company anything more than 8 hours is considered overtime. It's a

strange system because we have overtime and flexitime...overtime is not

optional, you have to use the extra hours, but flexitime is optional and you don't

get extra pay. Some other managers are stricter on this, that you havekto che

with them whenever you want to work over the 8 hours. My first boss saw that

| was ready to work and so she would ask me to come over on Sunday night and

go over some data, but it was always voluntary and | sometimes said "no."

If the junior professional did work more than 42 hours per week on a regular basis, he or she was
entitled to overtime paymentsyertidsbetaling For this reason, many supervisors at this firm
hesitated to grants exemptions to their subordinates because the extra money veouddbime

out of their budgets. According to a junior strategy consultant at a Norwegian teleegary,

his supervisor only asked him to work extra hours when he could pass on some of the costs to
other departments.
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Just as these overtime regulations exercised a moderating influencenamk®urs of
nonsupervisory Norwegian professionals working in large companies, the policies aauesl |
and termination created a strong sense of employment security which alsbutedtto
containing work hours. As one banking executive explained, the general sense of 'fjitp isecu
very high in Norway." In his company, a large Norwegian bank, one could take up to twelve
paid sick days off every calendar year without a physician's note. Atgking these days
enjoyed protection from sanctioning and reprisals:

| think that there are twelve sick days one can take without a doctor's

note. And these days are considered extra vacation days. And if one takes

sick days now and then, this doesn't lead to any retaliation or negative

consequences for one's career. Of course, if one does this all the time, it

can happen that you don't get rewarded as much as others, but at the same

time you aren't ever punished either.

He availed himself of these options at least five or six days out of evary yea

All of the respondents who with children availed themselves of the generous Naorweg
leave policies connected to parenthood. According to the amendments legislated in 2006, the
parents of a newborn have the right to paid leave from work (a total of 54 weeks at 881%a\of
or 44 weeks at 100% of salary) with guaranteed right of reinstatement. Four nsaetexved
for the mother and 6 weeks for the father while the remainder of the leave can bd djwvi
between the father and the mother as they see fit. In keeping with findingstiier studies,
the "daddy leave" was very popular with the younger male parenting respondents.

Finally, the extremely progressive tax system in Norway fixed tiestef the time
versus money calculus in ways that made longer work hours economically urvettr&air
those Norwegians who already earned a high salary in the Norwegiantcastetly considered
anything over 800,000 NOK gross income, it made little sense to climb into the ranks of top
management. As high-level executives and managers, they would be workyagjssxhour
workweeks but most of their salary gains would be eaten away by taxes. Tharstacessful
management consultant at a Scandinavian consultancy worked around 50 hours a week on
average, but brought home a salary of very high 1.1 million NOK (= roughly $175K). If he
secured a position in the firm's management, he might add an extra 500 K NOKdtathizut
more than half of this increase would go to the state:

In Norway there aren't any incentives to work a lot, because you will pay

55% of the increase in taxes. That's why the economic motivation to work

a lot is weak. If | wanted to become a leader in a company, it would be

entirely possible, but what would | have gotten out of it? | would be working

60 hours a week or even more. | imagine it's a lot more work to be a CEO

than a consultant. But | would be earning only a slightly higher income,

much of which would have disappeared in taxes. So why bother?

The management consultant Knut also saw little point to taking on more respoesiaiiid

larger workloads in return for marginal increases in pay. Why should one work mose hour
Knut asked rhetorically, if "out of every additional 200 K NOK in salary, one imatedgliloses

130K NOK in taxes?" In the Norwegian system, as he explained, because of tredsgif
taxation on high incomes, the majority of people who already earn a decephsatatittle
economic incentive to ascend to a more demanding position which gives them much rkore wor
but a only a few NOK more in additional income.
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Just as these tax-related institutional factors exercised supprdésetstan the hours of
some Norwegian professionals, other institutional factors connected tozatiyamal timetables
(Zeruvabel 1981) had similar effects. Most prominent among these timetabéetheveigid and
constrained timetables of the widely utilized state-sponsored kindergdvéenstiage}. For
parenting professionals with children between one and five years of ageyetebtes of these
state-sponsored kindergartens had a strong suppressant effect on the hours spent at the
workplace. Every one of the parenting Norwegian respondents with young ihiddte women
and men, availed themselves of these centers for extended periods of time. In dbieyg so, t
imposed constraints on their own workdays. Because a time-consuming form of intensive
parenting (Blair-Loy 2003) was embraced by both sexes, and even professionis {werie
responsibility for picking up the children from kindergarten, workdays could leggisnend as
early as 4:00 PM whenever young children were involved because the parentercamy” at
4:30 PM Arvid, a male technical consultant working at a large Norwegian energgany,
describes the constraining effects of la@nehage's limited opening hours:

In Norway people generally leave the office early and our workday grows

even shorter when you need to pick your kid up in kindergarten at, say, 4 pm,

or 4:30 pm. And that leaves you in a situation where you just need to bring

out your laptop at home at 8 pm. So you go home, have dinner, put the kids

to bed, and then work from 8 to 10 pm. Because you need to pick up the kid

they need to be picked up from their kindergarten at 4 or 4:30 PM either by

mom or dad.

Anders, an executive at a small software development company, explainedubaaepicked

up his son two to three days a week and consequently got home no later than 5:30 PM. Open
only between 8 AM and 4 PM, these daycare centers insisted that parents pick cimatigeis

by 4:30 PM at the latest. Failure to pick up one's child at 4:30 PM could trigger thetiomposi

a substantial fine. Coupled with the rarity of paid childcare and the tendencoyvaé@ian men

to share pickup duties with their spouses, the early closing hours of the state-sponsored
kindergartenslfarnehagef ensured that leaving the office at 4:00 PM was a common practice
among parenting professionals with young children.

Cultural Counterpressures

So far we have examined two types of overwork suppressants: social overwork
suppressants and institutional overwork suppressants. The first type comes ibip\piaye of
the respondents’ social activities and ties, whether to their family afi,ahgir significant
others, or their own children. The institutional type of overwork suppressant, however, is
connected with the formal rules governing working time under the Norwegianyeneio
system. Now, we turn our attention to the cultural idealizations which appear a®ver
counterpressures among the Norwegian respondents. These cultural suppredssimbsy,a
take the form of internalized cultural ideals and idealizations relating foroiper disposition of
time and energy, the importance of efficient working, the desirability ahtiiédimensional
life, and the necessity of self-care.

Leading the Multidimensional Life

The ideal othe multidimensional lifexerts a strong grip in the Norwegian environment.
While Stian, a consultant at the Oslo office of a global consultancy, had chogendaise
better part of his twenties working sixty-plus hour workweeks, he did not have angtfaimgt
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the many Norwegians his age who worked the "normal" Norwegian eight hour dean $tian
told his Norwegian friends and his American friends about his prestigious and ratiwen@b,
he encountered two very different responses:

Here when | tell people about my [demanding and prestigious] consulting

job, I always get the question "do you have time for your family, your

friends?.” This is the first question | get when | meet family or friends,

"OK, you work there, but do you have time for your girlfriend, time for

your family, time for sports?” But | never get this question from the

Americans | know.

While Stian's American friends applauded him for his enterprising spirit, hised@an friends
worried about his personal life. After regaling his friends with stories absutdriathon
workweeks, Kristian, another Norwegian consultant, became accustomed ng Iheafriends
ask "why are you so eager to kill yourself?" and "have you lost your miratNorwegians, he
explains, what is "hardest to understand," is that he "lives his life at work tiadéimeoutside it."
This approach offered a stark contrast to the attitude he had encountered in tH&Stanas.

Practically all of the Norwegians paid at least lip service to tha.itdany of them took
the ideal to hear in orchestrating their everyday lives. A surprising numtiexsef hardworking
and successful business professionals made an effort to lead a multidimensioddifég in
which work took its place alongside an equally important or more important peigan@rhe,
a Norwegian consultant turned executive explained that he consulted this ideal vehétede
from a very demanding position in an international consultancy to a less demandihg job a
Norwegian telecom company. Arne's decision to switch jobs was the fruiteddica
consideration concerning the meaning and requirements of the "good life."

My main goal has never been to have a high-flying career. My main goal is

to live a good life. | want to live a good life, job-wise, but also family-wise

and personal interest-wise. | think | have a very well-thought out sense of

exactly what this means. And | have put this principle into practice.

Even Norwegian professional men and women without any children treated taeimfeeas
their main source of meaning in life. For Erlend, a young male engineewatked around 45-
50 hours per week at a Scandinavian civil engineering firm, his what he did in Higneee
counted as a greater priority than what he did at work.

Even single consultants could take steps to contain their working hours in thd oifteres
making time for private life. One single male management consultant te@kyastrict” line
regarding working hours despite the tremendous pressures of his pressked-job in a
particularly demanding management consultancy. Even though he was sihgléraetof the
interview, Einar endeavored to keep work in its place by keeping his weekendstetnipde
of work. One of his former colleagues, a consultant who had endured five years oiehigyg
pace before switching to a job with a less onerous schedule, explained that heayadadae
his personal life is "highest" priority even when he found himself working around the cloc
during the week. Free time was Einar's "alpha and omega" and he was debghtek in a job
which gave him his weekday evenings back. He could not understand why anyone "normal”
would choose to spend their adult lives toiling away at the consultancy. In hid waw & sign
of "insanity" to work a job where one never could plan one's evenings or even § "famil
vacation" for fear that it would fall victim to an unanticipated crisis.

Many of the Norwegian professional men and women practiced what one walhean c
the "art" of leading a full and rich private life alongside a demandingeanarding work life.
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During a typical week, Elise, a manager at a large bank, got all of hikerdane in forty-five
hours or less. Though childless, she was determined to leave time for othéesdtivier life
besides work. Anyone foolish enough to work twelve hours a day and permit their work to
swallow up all of their time and energy, she pointed out, risked becoming dull and "one-sided"
[ensidid.

| think that one becomes somewhat narrow if one spends twelve hours at

work every day. It would be hard to know that is going on in the wider

society. One might know a lot about one's own job, but one will lose one's

perspective on other parts of life. So | think it's important to have other

things in one's life. When one leads a more balanced life, one becomes a

"better" person and one does a better job at work.
Elise and her live-in boyfriend both succeeded in keeping their work hours down andgscapin
this ugly fate. She used her free time to take French lessons, to travelhand twut with her
friends. Giving up these activities would harm the quality of her life:

J: So if you increased your work hours by ten hours per week, what kind of

effect would this have on your private life?

E: It would have a harmful influence on my life in the sense that | would have

less time for leisure activities, to do the things that | find interessng person

The things outside work. So it would not be good.
This boyfriend, also a manager at a bank, made a point of broadening his horizons in order to
sustain a good “mental outlook” and to have "something pleasurable to look forward to and
something pleasurable to reflect upon afterwards.” He could not imagine leddeng/hich
consisted of nothing more than "getting up, going to work, going home, eating, and sleeping."
Another childless professional, a woman who had worked at a large technology company and a
large bank, explained why she did not want to add another ten hours to her workweek, which
oscillated between forty-five and fifty-five hours. Elise's fifty hour kvegek left her enough
free time to take part in the many invigorating activities which enrichegrhate life:
exercising, socializing with her friends, writing, traveling, and so forth. wih#d not want to
give up these activities simply so that she could "work all the time™:

If I worked sixty hours or more a week on a regular basis I'd become kind of

narrow. | don't think | would've liked it, because I'd felt like my involvement

with other things that | like to do was too low. That's why | can’t work a lot

over longer periods of time. | don’t have that kind of one-track mind, you

know. There’s nothing at work that I'm passionate about to the degree that |

would stop doing other stuff outside work. If | didn't have any spare time,

I’d miss reading the chapter, I'd miss spending time with my friendsnisd

working out. So | wouldn't like this situation very much. There are just so

many other things | want to do with that flexibility than just working all

the time.
For the Norwegian parenting professionals caught in the often punishing léesqueeze
(Wilensky 2002: 198), the lack of personal time often caused intense consternation and
disappointment. The severe lack of personal time troubled one male managementntonsulta
raising a young child, who asserted that this "was no way to live." A lifeewteelacked the
time to see his friends or exercise was not meeting his most basic needs:

So | have needs related to exercise and other things besides work and parenting.

Outside of work | spend a lot of time with my son, of course, but he doesn't take
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up all of my spare time, | usually exercise three times a week and lavant t

maintain a social life. | want to have good vacatidt'snot just work and kids,

there are other important things in life
This ideal guided many of the Norwegians in their efforts to channel theiatichenergies
where they would do the most good. The parenting Norwegians voiced misgivingshaiiout t
inability to attend to their "personal” interests. Lars, a manager abttreeljian branch of an
international accounting firm revealed, he chafed because of his inabiligki time for his
personal interests. Giving up these interests was tantamount to denyinghiseafstence.”

It's hard to take care of all the parts of one's existditegefelsefp So if |

had more free time, | would of course make sure that | spent more time

with my son, but | would also try to develop the personal sides of myself,

develop myself outside of work by spending time with friends, doing

organized leisure activities, and other stuff. There are many interests outside

of work which | have never really cultivated, never done anything with. And

these things could help me to transform myself, develop myselfeally

concerned about this issue, actually
However, like the other Norwegian professionals enduring the life cycleaguhis man put
this dream of living the multidimensional life on the shelf, deferring it to theg#&llowing the
launching phase.

It was common for Norwegian managers to encourage their subordinates teswork a
"efficiently" as possible so that they could leave the office at a decent@oaimanager at a
large Norway-based risk management firm routinely berated subordinateslady
subordinates with children, who "spent inordinate amounts of time here in the officergede
these women and men to finish their tasks "at a reasonable time" so thaiullegat home in
time to enjoy the family dinner. He felt that the good morale the compangarehen it
respected employees' desires to spend time with their children more thamsatagdor the
reduction in working time. Another manager with a long career behind him put éhiocabkort
work hours particularly forcefully. He pointed to some of the workaholics in the offiosev
careers had sputtered despite the "incredible" amounts of time they had loggeofficehmver
the years. Such people, he judged, were actually undermining their own occupatieee by
shortchanging themselves in their personal lives and depriving themselvesmichieng
experiences which would give them a "broad perspective" and enable thenati tradlients."

| don't want people here who spend 100% of their time at work. In fact, |

need people who can be open to other impressions and who have a surplus

of energy and who can talk about things outside work. So when | see people

working here all the time, | ask them "why are you spending all thataime

work? Don't you have friends, don't you have a social life outside work?"

And so | encourage them to spend more time away from work.

His ideal employee, as he explained, was someone who had a thriving privieégdfel the
office walls and who could invigorate his working life with the energy and "irspmes" he
brought from the nonwork sphere.

Self-Care, Sustainability, and Vital Energy

As a group, the Norwegian professionals acted as self-appointed stemthmdsetakers
of their own supplies of vital energy. Careful not to "overdo it" at work, these womenesmd m
made a point of using their working time as efficiently as possible and puttingndaalled "a
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hard stop" to the workday. They aspired to leave the office at the end of the workdawp wit
"energy surplus"dverskudfiwhich would enable them to get the most out of their private lives
and greet the next workday with loads of energy to spare. Assuming resporfsibtligir own
mental and physical well-being, they tried to husband their vital energies idewere at work
and they endeavored to deploy these energies as efficiently as possibtanplestctheir work-
related objectives. For instance, Alf, a Norwegian management consultaatiardd a small
boy, generally worked 50 hour workweeks. He had no wish to ratchet up his workweeks, even if
this would accelerate his career, because it would endanger the surplugpheneeeded to
fulfill his parenting obligations and to continue to work effectively at his job. As haiesol,
"it's not only about having enough time, but it's about having enough eoeargkuddifor
one's family, oneself, and one's future work commitments." To Alf, it just didike any sense
to "consume” so much of his energies that he could not muster enough for the next round of
work, let alone his private life:

When I'm at work, | don't want to consume so much of my energies and

motivation that | undermine my ability to go to work the next day or take

away the mental energg\erskudgito really produce at work then next day.

This way of doing things just doesn't make any sense.
Stian, the younger nonparenting consultant, echoed these comments. For him, tmer@aovals
in overconsuming one's energy in the current work cycle, because one would invaryadbly pa
price in the future. Putting in a tremendous amount of hours during one work cycle, Stian
remarked, would not necessarily make him a more productive worker during the nlext wor
cycle:

| don't believe that | would have gotten more done with these hours. If |

were to go up to sixty hours per week, it would interfere with the activities

| getmy energyrom outside worland it would ultimately lower my

effectiveness. Because the hours | get off from work make me ready for

the next workday.
This association between excessively long work hours and ineffectivenvessatas a
common theme in the narratives of the Norwegians.

A sensitivity to physical and mental tiredness and fatigue was common &neong
Norwegian respondents. As one financial officer at an investment fund explafiestalt to
feel worn out, I listen to my body and | do what it wants..." The Norwegian respondents kept a
close watch on their energy levels, and enlisted a variety of regenerativestorative
strategies in order to sustain a positive balance in their energy accountsqd#@arberg
2000). Many other Norwegian professionals exhibited the same sensitivitypoytsieal
limitations imposed by their body's demands for rest and renewal. In threaloddruly
pressing deadlines, many of the Norwegians put a "hard stop" on the workday aneé&kprkw
typically after 50 hours per week, so as to keep their own energy reservaetosieid. Olsen,
the young technical consultant, explained how he would quit work whenever his energly level
started to slip and the quality of his work began to drop. As he explained:

| know my limits and when | can't use my time productively anymore,

| just say 'stop,’ and | do stop. | have a certain threshold and | know how

much | can do before | get tired and | stop producing much of value. |

would say that, if | go beyond fifty-five hours of work in a week, then what

| do at work beyond these hours will not be useful for anything. And working

beyond these limits would also not be good for the company because |
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would just be wasting their time and money.
For these Norwegian, it was simply irresponsible to work extreme hours. Weiglrtg hours
a week regularly was an excessive investment of time and energy in wonlothd ultimately
impair the worker's capacity to continue. In keeping with the cultural ideelfefage, they
sought to spare enough time outside work to conserve their energies, both for their own persona
well-being and their future effectiveness as workers.

Individual Characteristics, the Life Course, and Overwork Counterpresures

As we have seebusiness professionals living and working in Norway contend with a
variety of overwork counterpressures. While it is important to distinguish thetifres of
overwork counterpressures for analytical purposes, it is also critical tdedct that they
often appeared bundled together. In concrete empirical cases, social, omstifand cultural
counterpressures often reinforce and stabilize each other. Social supprepsaaite primarily
through temporal coordination pressures (Southerton 2003) created when male prdgessiona
working in demanding long-hours jobs form intimate ties with short-hours women dntheiit
own children. These temporal coordination pressures also impinge on unattachedopiadfessi
of both sexes by virtue of their participation in organized leisure pursuits which impose
constraints on their work schedules. Such social counterpressures exentiseediate
suppressant effect if the individual in question works in an employing organization Wbws a
him or her some control over his or her work scheduling. If the individual works in ahdevi
employing organization which does not permit such control (such as an international
management consultancy), then strong enough counterpressures may lead ge angbas.

Moreover, social ties and relationships such as couplehood and parenthood exert their
inhibiting effects on devotional orientations and behavior only because they are coupled wi
culturally specific frames and expectations about companionship and care nhplexa
Likewise, cultural counterpressures relating to the imperative of @edfand institutional
suppressants such as rules limiting overtime, leave policies, and taxation séhehigh
incomes often lend support to one another. Moreover, the three varieties of counterpredsure
hand in hand to moderate the effects of the overwork cult among professionalgyiiperdtre
institutional limits to overwork and the cultural ideals militating agaiwerwork, for instance,
the more likely the individual is to forge social ties which establish additiona¢isato
overwork.

Unlike cultural counterpressures, social and institutional counterpressures and
suppressants wax and wan over the span of the "launching" and "establishment"tparts of
respondents’ occupational and family careers (Moen et al 20d3)e the cultural inhibitors
exercise their influence throughout these phases of the life course, and impiaestbé
respondents during their twenties and thirties, the social counterpressued, & many of the
institutional counterpressures, exert their effects during particulargpbbtee individual's
family careers. The social overwork suppressants connected to couplehood nmagkesbace
felt during the twenties, when most of the male professionals are in the midsgingftheir
first serious romantic relationships. Those overwork suppressants relating techvol
parenthood surface during the respondents' thirties, the years when both the mateabnd fe
respondents begin their parenting careers. Many of the institutional overworkrpoessures
and overwork suppressants, however, only kick in during particular stages of the individual’
occupational career. The impact of rules and regulations mandating paid ey&stiexample,
are felt only by professionals without supervisory responsibilities, men amémat the early
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stages of their occupational careers. On the other hand, institutional inhibli&birsg to tax
rates on high salaries come into play later on in the individual's occupatioreal tgpecally
after the individual has worked in the business world for at least seven or eighaydattained
a well-paid position placed higher on the corporate ladder.

Societal Context and Overwork Counterpressures

For some of the Norwegian professionals, the twenties and thirties abound wakd a wi
variety of these counterpressurébor others, a much smaller selection of counterpressures
make their appearance. Moreover, in some cases the counterpressureaassticdarly
potent form while in others they do not gain much traction. And yet this inter-individual
variability masks the important fact that the Norwegian professionalgjrasip, experience
stronger and more varied counterpressures than their American and Frenclpecoisnie order
to show the distinctiveness of the Norwegian case with regard to these coustegs;es
contrast the experiences of my Norwegian respondents with those of g#rethand American
peers as they relate to overwork counterpresstires.cross-national evidence lends support to
the supposition that the Norwegian societal environment differs from the Frethéhneerican
societal environments in terms of what | call the social, institutional, ahda&gdtructures of
constraintrelative to overwork and extreme work.

Societal Context and Social Counterpressures

It is obvious that institutional counterpressures are in some sense necesséthlly
specific because they depend on a legal-institutional environment establishettbbyspecific
collective actors such as the state and labor unions. In the United Stateapiptegovertime
rules are practically nonexistent and taxation schemes do not create ¢héisacentives to
extreme work as they do in Norway. But other kinds of counterpressures unreliedotorial
legal context also exhibit a high degree of societal specificity. In feteawill see, the
Norwegian context spawns more intense social counterpressures than theaRceAenerican
societal contexts for the simple reason that Norwegian professionalsedyddi develop social
ties and attachments less compatible with extreme work.

While none of the Norwegians had allowed their work to derail or retard theintioma
lives, several of the American men had spent a large part of their twotiaag such long and
unpredictable hours that they simply did not have any opportunities to cultivate otiemnti
For several of the American bachelors and bachelorettes, their work ltveb$arbed such a
large chunk of their twenties and thirties that it proved next to impossible sodargnduring
romantic partnership. Whether by choice or circumstance, their all-conswmikdife forced
these men and women to defer their romantic life during their twenties antirsemtheir
thirties.

Even though these men (and women) had already accumulated the financial sesource
make themselves attractive prospects on the marriage market, they nesenplostponed their
romantic life to an potential life consigned to an indefinite future (Hochschild 199a¥, a

37 As we have seen, socially based overwork suppresssend to affect sociodemographically distindigroups in
different ways, varying along the faultlines of den age, and parenting status. Institutionallyeldasuppressants
vary along the boundaries of administrative catiegoestablished by the Norwegian government. Those
counterpressures connected with internalized allsitrictures and expectations diffuse across these
sociodemographic and administrative boundariesiridffects were felt by professionals belongingltmf these
categories.
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bachelor professional in his mid-thirties, serves as a good illustration phém®menon. At the
time of the interview, Max was regularly working over sixty-five haugeek as a project
manager at a large Silicon Valley software firm. His life as a backhalrkaholic was not
entirely satisfying to him, but he wanted to invest himself in his demanding job, a jdb léhic
found extremely rewarding and meaningful. Max was not averse to the idea ofya lharpiin
his current life phase, he defined himself as someone who "lived to work.” O&cbars
realized that it was no simple matter to go out and find himself a significant githen his 24-7
work schedule. As he remarked:

It's pretty difficult to meet somebody when you’re in the office from

seven-thirty in the morning until eleven o’clock at night and you're

working every weekend. How much time do you really have to go on

dates in this situation?

On the other hand, there was no way Max would give up the job just because it ate up too much
of his time and energy and he could bear his monkish life for the time being. Moreover, he did
not anticipate either scaling back his work commitments or switching to a leasdiam

position any time in the near future.

While none of the Norwegians were caught in what several Americang tadléi-
banker's trap,” this syndrome touched the lives of at least eight of the Amesdlan m
professionals. Manuel, a single professional software developer in lyishedies working in
the high-tech sector admitted that his personal life was not "where it shduRshdanuel
explained, his social life outside of work, deprived of nourishment for so long, had withered to
the point where it had little to offer. The more anemic his private life, howéesmare his
work life appeared as the appropriate central life interest which hadrlatgtclaims on all of
his time, energy, and attention:

| feel like, for me, | don't have much going on in my personal life. A lot

of the time | feel like | am working so much because it's easier to work

than to proactively go out and build up something from scratch in my

personal life.

Thus, even though Manuel was convinced that any kind of extra-work activity oomelap
would enhance his life and make him "happier overall," he appeared reluctant to consider
altering his work commitments in order to make room for a richer personal litealkded at the
effort it would take to jump start something so listless and depleted.

At the same time, the relative occupational distribution of men and women in Norway
means that the Norwegian male professional is more likely to come into cordaagtablish a
relationship with a woman who holds a full-time job but does not work extreme hours herself.
Fewer than 1% of all women with full-time jobs regularly work more tha fiifturs per week,
and a large proportion of women work in the Norwegian state sector where constraiked wor
hours are near universal (Kjglsragd, Lise 2005, Birkelund & Sandnes 2003). in the aknaarit
French environments, however, it is likelier that the American or Frenchsprafal man will
find a romantic companion in an occupationally ambitious woman pursuing her own high-flying
business career and working in a long-hours job. This cross-societal divebgaEaenes clear
when we examine the career profiles of the romantic partners chosen logribl, Norwegian,
and American professional men. While roughly 35% of the American and French male
professionals with partners had been involved with long-hours women professionalsngtd a si
Norwegian male professional had been involved with a long-hours professional woman.
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Many of the American men established romantic relationships with women who
dedicated almost as much time and energy to work as they did. While none of thgibiorwe
professional men became romantically involved with women working at long-hourssooial
jobs, a significant minority of the American and French partnered professionddetiuaged to
symmetric long-hours dual-earner couples. They and their partners workezhtbng
unpredictable hours at pressure-packed jobs which came with large paychecks. fi@vo of t
American men who worked the longest hours and traveled out-of-town the most frequently
became romantically involved with women who avidly pursued their own high-flgregecs in
the business world. Caleb, an American investment banker, had always datedgoraifessi
women with demanding careers. When Caleb eventually settled down and get nmalnis
early thirties, it was to a woman MBA who worked long hours herself for one of tlieusig
accounting firms. Even though they did not have any children, Caleb and his wifeohad g
accustomed to having very little joint leisure time at their disposal. Jbstvasrked twelve-
hour workdays and traveled out of town extensively as an investment banker, she worked 60+
hour workweeks as a tax advisor employed by a large professional services siaresllt,
neither Caleb nor his wife could count on much companionship except on Saturdays. However,
by operating as an income-maximizing team, they accelerated thgiepsdowards their joint
goal of amassing several million dollars in savings by the time thelggedbeir late forties.

Both Caleb and his wife were prepared to sacrifice a lot of joint leisuesttimeach this
objective, potentially at the expense of children. Interestingly, seveta &rénch professional
men also became romantically involved with ambitious and successful women pursuing
demanding careers in long-hours fields. Most of these unions were formed aetiGratite
Ecoles where they met each other. Arnaud, a French management consultant, fie,exam
married a star student attending Ecole Polytechnique, the most prestigiousalesdirool in the
country. While Arnaud went on to work sixty-plus hour weeks at an elite mapagem
consultancy, his girlfriend turned wife logged even longer workweeks for anrelgstment
banking firm. Throughout her twenties and into her early thirties, she workethoradays
doing M&A transactions. None of the Norwegian male respondents had partners ggth the
kinds of careers or working lives.

Legitimizing and normalizing framings predominated in the American women's
commentaries on their partners' work commitments, the consequences obthasaents for
the relationships, and their own adaptations to their partners' work-relatedainfixai Doing
without long stretches of couple time was a burden that some of the American Yoame
hard to bear. While they did not wish for a temporally "downsized" (Hochschild 1997)
relationship and a romantic life without much couple time, they viewed these dkavasaa
price well worth paying. Their partners' unavailability was interpragean inevitable
byproduct of a demanding business career in which they had a large stake. Mueny of
American women also cast their partners' working life as a legitiyralteconsuming domain
which had rightful claims on a large share of their partners' time, enedygtt@ntion.

For the American women who enjoyed substantially more leisure time thasgbases,
the man's success in his high-flying business career was an objectivenbéssarily entailed
long hours and frequent travel. Nancy, a corporate manager married to Victoragemant
consultant, "understood" the imperative to put in many late nights at the office. aStezlwo
see Victor, a person she described as "driven," succeed in his high-poveeagement
consulting job. He had "always wanted the job," she explained, so she "owed it to him" to
support his efforts in the career department. And she knew well that managemenincpwsisl
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the kind of extreme profession where one has to "prove oneself" by putting in teahththe
sweat equity.” Revisiting the period before their child, Nancy remembtdsaedhe managed to
keep herself occupied during the evenings while her husband Victor toiled at tiee Bifen
when Victor had arrived home after 10:00 PM on a regular basis, she was "fine wiflobdier
own." She could "go hang out with friends or exercise or read, go to bed early, or Watch T
His evening absences did not constitute a "big issue" for her.

The ability to amuse oneself was also a point of pride for Cara, the younger jodrt
Nick, a management consultant at a high-powered firm. Because of Nickisritdravel out of
town, Cara was accustomed to very long and frequent periods of separation, someaviethe
five weeks. As she had worked herself in the same firm, Cara knew the difefstike
management consultant well. She realized she knew that she could not Cadlglistkpect to
see Nick much during the week. But this unavailability was not a "big deal.t aftshe
declared, his absences during the week made her more "productive" and lafeherttang out
with her friends and family.

Other American women also devalued leisure time companionship as a dispensable
aspect of the relationship far less important than their partners' sameess and job-related
contentment. For Wilma, a highly successful corporate attorney marridibin &n
entrepreneur who often worked deep into the night, her husband's career success trumped her
desire for leisure time companionship. The priority for her was that her husbartideoul
"whatever it took" to succeed in his work, even if this meant filling his evenings eekkewds
with work instead of spending the time with her. Wilma was not "terribly unhajyoyt éosing
out on couple time in the evenings and weekends. What was critical for her was paatrier
was "into his job" and wanted to succeed in it. Even though Wilma wanted his company during
her leisure time, she cared much more about his willingness to work long hours tHahthi®a
provide companionship.

Just as the American women normalized their partners' demanding jobs amatkei
devotion and tried to minimize the importance of couple time in their relationship, dmegdr
their own acquiescence to this lack of togetherness as a justifiable and ewsal raponse to
the situation. This reflexive framing was particularly apparent in the @ntary of Sara, a
voluble woman in her early thirties with her own demanding career in the fashion warld. S
came closer than any of the other American women to acknowledging the problemaedcter
of her partner's working life. During the entire lifetime of the relationshyn fdating through
marriage, her husband Stan had traveled extensively on out-of-town assignmentsséls
they had rarely spent more than two consecutive days together at a timem8heered back
to the early stages of the relationship when she barely saw him one day out eVesiegnd
she was not even certain whether he was keeping "another family” in thecitgxaisere he
spent the Monday through Thursday portion of the week.

Despite these weekly disappearing acts, Sara was very "patidnStan's absences in
the beginning of the relationship. However, as the relationship progressed, howedeat, she
eventually tire of his unavailability. She found it increasingly difficult tagre$erself to
occupying "second" place behind his career. Now that they were a married soaphg a
residence and planning a joint future, Stan's absences had become increasatiglysieShe
wondered whether they would ever be in a position to have children or even a dog on account of
Stan's working hours and travel schedule. She dreaded her future as a "btessedowied by
the company." But she had not pushed him to change jobs. She rationalized her own hesitancy t
force the issue, explaining: "I'm not gonna push him [to get a more relaxed job t&t Seqa]. |
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don’t know. I'm not going to ask for ridiculous things. I'm noti@ational person” From her
perspective, by accommodating his work absorption she was not only adapting to arbimmuta
reality, but also validating her own character as a rational person.

As we can see from these commentaries, the American women varied imibgonel
responses to their common predicament. For these women, their partnersisgrasons,
however disruptive to their relationship, deserved their deference. And yet, ifrdheirgs of
both their partners' working life and their relationships, they all enlistetefavhich rendered
greedy jobs and downsized intimate relationships both normal and legitimate. Suwubt s
case with their Norwegian counterpaffs.

The American men echoed their partners in carrying out framing work designed to
normalize and legitimize their immersion in their working lives and theiténaveness to their
partners' desire for companionship and couple time. Like the women, they m&guidbeir
greedy working lives and robust work ethics as facts of life to which thetirgpa had to adapt.
Nick, the management consultant who rarely saw his partner Cara for more thekeadvat a
time, complained that Cara had made "unwarranted" requests for him to reduoek®wrs.
He was particularly taken aback by these requests because she hadimnvtr&ezime firm
herself. It should have been obvious to her, he argued, that his success as a coasultant w
contingent on his ability to travel and work long hours without her interference. A&er a
"discussions," he had gotten her to realize that he was not about to "fuck up the wagkntxtth
day" by leaving the office before he had completed his work. A weekend-bagexhstlip, he
felt, "should be enough for her." Victor, another consultant, manifested the sairod ki
intransigence over his work hours. Explaining the "facts of life" to his wite iegpect to his
work responsibilities as a management consultant, he made it clear that he csurtphotut
down his hours because "this [effort] is what the job calls for and this is whiegstttado the
job."

The American men also expended a great deal of effort rationalizingpéntiers'
acceptance of their work absorption and frequent absences. Imputing a pragmmartig fo
their partners, these men explained that the women were invested in thes, deotefor
altruistic and selfish reasons. As a result, they claimed, the women wisdbo&ee the
deficiencies of their temporally downsized relationships and focused on theahaantages of
a relationship the men likened to an exchange or deal.

These legitimizing frames concerned the women's purported interesing tesr
partners excel in their demanding long-hours occupations, as well as th déititying to alter
the men's relationship with his work. Stan knew that his partner Sara was uitbasg work
absorption and his open-ended commitment of time and energy to his work and career. In his
view, however, Sara was a "pragmatic person” who had married him knowing lfutatédne

3 My interviews suggest that the partnered male Ngian professional involved with a short-hours wonmeakes
an effort to limit his work hours in the interedtfieeing up more couple time and satisfying thanaa's desire for
more companionship in the evening and weekendshBukmerican counterpart is more likely to condhichself
differently in regard to work hours. More likely &pproach his career as a legitimately greedy@nige deserving
of large amount of time and energy, and more likelgerceive the couple's joint leisure time asxaity rather than
a necessity, his American peer is more likely &mdtfirm against his partner's pleas to curtaiMusk hours, cut
back on his business travel, or give up his longrbgob in exchange for a position at once lesauresrative and
more relaxed. Unlike the Norwegian men, none ofptéienered American or French male professionatiseir
twenties reported curtailing their work hours id@erto spend time with their significant othersoptio having
children.
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would never relinquish his devotional attachment to work and career. Well-acquaithitelisvi
facet of his personality, she had "come to terms" with her role as theotbesthing” in his life:

[In the beginning of our relationship] she quickly understood that, ok, I'm just that

way. [Working really hard] is something | have to do. So, what she was thinking

was, 'I'm not going to make him choose between me and the job. I'm just going to
try my best to be the other thing in his life.'
Moreover, in Stan's eyes, Sara had a stake in his own high-flying business Eisagse in the
business world gave them a level of financial security and affluence whickngyed every
bit as much" as he did. For Sara, he indicated, the scarcity of companionship latigedyre
small price to pay in view of these tangible benefits.

For the American men, it was only "sensible" for their partner to swallowis@ntent
with his work hours and job commitment. One of the clearest examples of this normalizing
framing surfaced in the comments of Carl, an American investment bankerdraran
accountant. His perspective was that Kathy, his wife, wanted to see him succeaed in hi
remunerative line of work, both for his sake and for her own sake. Moreover, she knew "what
she was getting into" when she married him several years into this degpéadking career.
For Victor, a management consultant with a baby, it was the bargainingviaictetook center
stage in his commentary. In Victor's eyes, his wife was willing tetcatnpanionship during
the week for a higher standard of living for them and their child. She had a stakearebrs c
and knew what the family "stood to lose" if he gave up his lucrative but demandingemesTd
consultant position. Characterizing his wife Nancy as a woman primarilgc@twith the
economic well-being of the family unit, he spoke of the economic exigenciefattedl as a
couple with a young child to support and the importance of a large paycheck:

We're at a point where she's great, she definitely understands thdelifest,

you know, getting a good salary is very important to the family. Now sheegaliz

that if | take a more relaxed job I'll be taking a 30% pay cut. So, even if | can get

home by 6:30, we'll have less money. Now she's like 'hah, maybe it's worth it for

him to stay.'

Chris, another American management consultant, framed his partner's intbissareer as a
matter of her own desire for "more flexibility" in her life. By alloygihim to work "whenever"

the occasion demanded, he pointed out, his wife put herself in an economic position where she
could afford to work less herself. Her acceptance of the "deal” between tlsetimusa matter

of simple self-interest, as well as a recognition of his own devotional appadiik. As he

put it:

My wife wanted to only work four or three days in a row, so part of the deal was

'Ok, my husband will have the high-powered job, he’ll get paid a lot and he'll

have to work when he’ll have to work. And I'll get to live a more flexible life that

| want.'

Like the other American men, Chris rationalized his partner's accommodaiicg sowards his
own work absorption, underscoring her pragmatism as well as her own selftinteres

The same cross-national divergence can be observed with respect to the intfbitisg e
of parenthood and parenting, particularly among men. The Norwegian parenting rheat wit
any exceptions, all fit the template of the "superdad" who assumes theafgibands-on
parent (Aarseth 2007). With respect to the balance they struck between wibekamg |
childraising, these professional men behaved like American male professtrdiéd by
Cooper. Many of their American and French counterparts manifested arsiomdmitment to
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such parenting practices. However, whereas the Norwegian parenting menidautls a
single traditionalist man, the French and American groups contained atynofdraditionalist
men who saw fit to practice fatherhood in a manner that did not impose constraints on thei
work. These traditionalist American men and French men did not bother to modify thieir wo
hours upon the arrival of children. Many of the French men in particular continued teoskay
in their offices past their children's bedtimes. Sometimes, their ilgeant® provoked conflict
with their spouses. More often, however, they and their spouses both acquiesced to the demands
of their long-hours job& Vincent, an American management consultant, serves as a good
illustration of this orientation. When his first child was born, Vincent worked émrt®ur days
as very well-paid management consultant working long hours at an elite fimas tommon
for him to leave for work at 6:30 AM and return from work after 8:00 PM, a pattern which
disturbed his working wife even though she had hired a nanny to look after the child. Although
Vincent did try to rearrange his work hours and "work more creatively," he hadin®tdesut
down on the time and energy he expended on his work. As he explained, "you can't work less
hard just because you have a baby." Jérbme, a Parisian attorney, worked twelvesatihidgay
corporate law firm. Although he would have liked to see his infant son every weelatayge
or morning, Jérdme could not bring himself to shorten his workday. Such a move would
jeopardize his career prospects, he feared:

Because | get home a bit later, it isn’t really easy to see my kisisrué

that we don't often get the chance to have dinner together. Having a kid

didn't really change my lifestyle in terms of mgganization of time at work.

Now | get home late at night and | don’t get to see them, but what can | do?

| still can’t just leave after eight hours if | want a good career here.
While the majority of the French and American men who took this approach framed it as a
matter of deferring to the ineluctable demands of their high-paying jobs, sdaheskrench
group actually confessed that they were happy to stay at work whilevilieg took care of the
more tedious aspects of childrearing. Rémy, a French consultant with yuolangrcconfessed
that he did not feel the need to be around for the "administrative-logistical wadt/ed in
hands-on parenting. Rémy preferred to be the one earning the money that kepilytefifzat.
While he enjoyed the company of his sons, he was happy to leave the tasks whiell @etptir
of "patience" to his wife. He declared "l have no desire to bathe them kpnithén@ with their
homework."

Societal Context and Cultural Counterpressures

Just as the Norwegian context presents an environment congenial to strong social
overwork counterpressures and overwork suppressants, it also presents the busissgsnatofe
with cultural resources which can be used to resist the hard work cult and the scharia of
devotion. This embrace of private life as a vital source of personal enrichntesélf-
development appears in a stronger form among the Norwegians than the French aalllyespeci
the Americans. In this respect, the Norwegian context approximates the Fetimghraore
than the American setting. Like the Norwegians, all of the French respongietiedethe
importance of leading a "full" life. Giving up this aspect of life constit@égreat sacrifice,” in
the words of Matthieu, a French management consultant. Given another day in the veéek, all

39 As these male "traditionalists" define their paireduties solely in terms their fithess as gooabvjtlers rather
than providers of care, they seek to maximize tbainings at the expense of family time (GersorD2Q@krange
2007, Blair-Loy & Jacobs 2003).
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the French respondents professed a desire to spend the day pursuing threal pefamily-
based leisure interests. Sébastien, a single French banker, would usetthendizh his
personal life with cultural activities, social activities, and recreatigparts. And yet, for the
French respondents, such ideals rarely informed their actual work psactic

While the vast majority of the Norwegian and French respondents pointed out the
indispensability of a multidimensional life with "anchorages” outside of wadkaahealthy
balance between working life and private life, only three of their Americas pesised the
virtues of the multidimensional life. In fact, a minority of the Americapoasents did not
idealize the multidimensional life or observe the imperative of self-casn those parenting
American respondents who looked forward to spending time with their families aruilyadirig
in family-based leisure activities outside of work (Orrange 2007: 150-160) did piatithx
address the importance of nonwork activities and interests as a necegsatient of the good
life. Further, when asked whether they would use an extra (eighth) day in théoweekk or
for something else, assuming their workload stayed fixed, the majority ohtleedans replied
that they would allocate this day for work.

If the multidimensional life ideal exerts a stronger grip in the Nolae@nd French)
contexts than in the American context, so did the idea of working efficientlpgtakre of
oneself, and conserving one's vital energies for private life. The Aansrdid not express an
allegiance to any ideals about the multidimensionaf{ifélor did they voice a concern with
conserving their vital energy, deploying their work time efficientlyGreating a healthy balance
between working life and private life. Rather than attempting to use tingiedi working time
efficiently and conserving their energies for private life (and for &x¢ work cycle), the
majority of the Americans made very little effort to either work ehdy or husband their
energies at work. Several of them occupied themselves with the task of consumiunghas
energy as they could muster in their work lives, even if they had nothing left oviee foext
work cycle. The idea was to have "nothing left behind" at the end of the workday.,Miton
American project manager at a large high-tech firm who often worked thintee days, took
evident pride in pushing himself "to the limit" at work. Milton's goal was toeuat the end of a
project with his resources "exhausted.” Stra self-described "hardcore” management
consultant described his approach to work as "doing things to death.” Sam was proud of his
reputation as the "burner" among his colleagues. He wanted to be known as thémpdngon
trenches at 2 AM when everyone else had gone home" and prided himself on hisoability
outperform many of his more talented peers through sheer €ffsiiter a twelve to fourteen

0 Many of the Americans did lead lives one couldsider unidimensional for long stretches of timenbyg a
corporate litigator who had a prodigious appetiteviork and "didn't have much trouble" working fteen and
fifteen hour days on a regular basis. There wengymaonths when he "didn't talk to anybody, not migrfds, not
my parents.." He became so engrossed in his mattkhere he felt unable to spare five minutesndutine
workday to send an Email to his friends and familgmbers. While this unidimensional life was net itheal to
which he aspired and made him "crabby and edggitrats, it was a price he considered fair and reasien
considering the pecuniary and nonpecuniary rewaf tiéss work. Sometimes, he declared, one has akém
sacrifices" in order to "scale the heights."

*When he joined the consultancy out of businesealche was determined to work harder than alloiher junior
consultants. It came as little surprise that bisstilting coworkers quickly began to see him as'tiaedcore
burner" able to work eighty hours a week for weaksend. As a result of his experience at the coascy, which
ultimately imperiled his health, he was excitedligcover that he had the physical ability to "bueny hard day in
and day out." This self-discovery made him "re&bypy." After several years of this grueling page,mind and
body were worn out, and he confessed that he vaking forward to a slower-paced job. And yet, desfooking
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hours workday, he announced, "l don't want to have thing left in reserve." This profensity
giving his all to his work had long roots extending back to his adolescence, as heegkplai

The attitude since the beginning of college really was 'l will not be

successful unless | push with allyy might and spend every ounce of

energy | have Luckily | can set myself up to burn really hard both

mentally and physically so | can work really long hours for long periods

of time without killing myself healthwise.
Rather than putting limits on the amount of time and energy he was willing to dedioaiekt
and trying to work as intensively as possible within these limits, Sam workétedshifts and
fourteen hour days, even as his body protested and he struggled with fatigue-induymtedisym

Conclusions

This chapter surveys the varied social, institutional, and cultural overwork
counterpressures which impinge on the work lives of successful and ambitious Norwegia
businesspeople prone to overwork. This overview reveals the existence of threg/pesjarf t
analytically distinct factors, namely social, institutional, and cultwahterpressures. In their
various combinations, these three factors create a particular stroicoamestrainin relation to
overwork and extreme work among professionals. To varying degrees, this stofictnstraint
curbs the practices and orientations constitutive of overwork. The evidenogyraahe
Norwegian case suggests that, relative to the French and especially theaireavironment,
the Norwegian context offers a particularly robust and multidimenssbnedture of constraint
when it comes to the work orientations and practices of successful businessqrafessi
particularly male business professionals. This structure of constraintastibngest when the
institutional, social, and cultural elements all come in to play at once. Reoaevidence
presented in this chapter, it seems that this structure of constraint is motanabes
Norwegian environment than in countries like France and particularly thed 8tdges. The
comparative evidence presented at the conclusion of this chapter suggebts izl
Norwegian professional has a greater likelihood of exposure to social andiorsl
counterpressures than his American (or French) counterparts. At the maniaé Norwegian
business professional lives and works in a cultural environment which affords him anbex a
varied and abundant stock of cultural resources he can use to resist work devotion. Unlike his
American or French peers, he can call upon cultural repertoires (Lamont 1992) toostirk
devotion. Some of these cultural frames cast extreme work in an unfavorable tidggptivers
extol the importance of life anchorages outside of the work realm.

forward to the day when he could get "off the tradil' Sam did not devise or implement any stragsgio combat
his tiredness or keep himself in better mental @mgsical shape.
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Chapter 7: Conclusions and Implications

This dissertation sets a new course for cross-national studies of wofk&iagdiprivate
life by carrying out an interview-based in-depth multisite caseysitidomparable French,
Norwegian, and American elite business professionals' modes of working agd limidoing
S0, it opens up a new window onto the similarities and differences between the modes of
working and living characteristic of American and Western European maraagkrs
professionals, men and women who have attained an elevated and advantaged socioeconomic
status in their respective societies. Probing these ways of working arglfiem many different
analytical perspectives, and drawing from a diversity of descriptive ananexpty "theory
frames" (Rueschemeyer 2009), the study supplies many new insights into e wdnych
comparable French, Norwegian, and American managers and professionals go about the
professional and personal lives.

Broad in its scope, the dissertation exploits the richness and multidimengiohas
evidentiary base in order to compare and contrast the three groups of respondents along a
panoply of analytical dimensions. These dimensions of similarity and digsiynitelude the
architecture of respondents' daily routines, their temporal "boundary work,5tiyles of "work
talk," their self-identifications in relation to realms of work, leisure, andlyatheir relationship
to the cultures of their employing organizations, their strategiebdatort-term and long-term
allocation of time and energy, their interactions with significant othetsdrwork and family
issues, their pathways through their countries' educational and employmergs;ggeir
lifestyle preferences and expectations, the occupational trajecadeshildbearing aspirations
of their romantic partners, and the kinds of alignments and mismatches theyreogpbaveen
them and these partners.

Synthesizing the dissertation's findings, we can how various factors inetmehFr
Norwegian, and American societal environments work together and separatelgitioepr
cross-group differences in the ways in which respondents organize and experienkeiboth t
work lives and their nonwork lives. Viewing these findings through the analigiesilof the
workscape, we can see how various society-specific cultural, social, andiorstl factors
come into play in shaping nationally distinctive workscapes experienced yttines groups of
comparable managers and professional workers. A quick review of the coredadtiinese
society-specific workscapes is in order, as it will set the stage forenpmésen of the
dissertation's theoretical and empirical implications.

The Norwegian Managerial-Professional Workscape

The analyses of the extreme work counterpressures, temporal zoning prhatidegork
talk, job stances, lifestyle preferences, and romantic ties of the Norwegjmmdents point to a
very particular managerial-professional workscape qualitatively diffehan the managerial-
professional workscapes experienced by the French or American respondehésyast
majority of its dimensions and aspects, this workscape is antithetical togh&abans
associated with extreme work and identity of the unconditional worker.

First, the Norwegian workscape is one in which the national institutionaltmicage,
particularly the Norwegian government's policies vis-a-vis working hawt<anditions, throws
up numerous institutional barriers to extreme work, even among managerial assiprod!
employees. Norwegian state policies mandate universal restrictions on wiariergpplicable
not only to nonmanagerial employees (as is the case in many other European ¢olout aéso
to junior managerial employees. While these restrictions are enforcedijaaly stringently for
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managers and professionals working in the public sector and those working in fasyeltiere
the state has an ownership stake, they can apply even to the Norwegian offiobaldirghs. In
many firms, "overtime" hours worked by managerial and professional ensglayest be
compensated on an hourly basis at a high rate. Thus, at the very moment when thgesesmana
and professional are motivated to work very hard to launch their careers into the dilgitest
possible (Bartolomé & Evans 1979), their employers have incentives to limit thest hour
Secondly, like other European managers and professionals, Norwegian managers and
professionals enjoy guaranteed access to statutory and collectivelg agnémum paid
vacations (Alesina et al 2005). Thirdly, as we saw in Chapter six, the Nonweggianal
institutional regime creates disincentives for individuals to work very loareicbnomic reasons.
They recognize that a large proportion of whatever income gains they asairesult of their
exertions will end up in the hands of the government. Finally, the childcare polidmes of t
Norwegian government (much less so the French government) exert a profoahdreffe
working schedules because of the very limited opening hours of the subsidizedrstddgaare
system, a system which has a large constituency among parenting managerseasbpatsé
with young children.

Reinforcing these institutional barriers are cultural forces whoahpcomise the appeal
and social acceptability of work centrism, work devotion, and extreme work routineg As w
have seen throughout the dissertation, the Norwegian respondents' inner workstapglis
inflected by a variety of ideological forces which militate againstalizing devotion to work, a
commitment to career success at any cost, and the open-ended investmentaotitenergy in
work-related activities. Internalized to varying degrees by the Blgiam respondents on an
emotional, cognitive, and conative level, these cultural forces come in a varetynsfand
inhibit extreme work in a variety of ways. Internalized ideological constsiath as the ideal of
the multidimensional life, the concern with self-care and the preservation|enaiay, the
interest in the efficient use of work time, the universality of childbearmgng women and
men, and the understanding of romantic relationships as time-intensive consphrerttmget
undermine the appeal of extreme work and to erode its social acceptability mablilitgs
These cultural forces predispose the Norwegians to look for life anchorages aatdidend to
nurture these nonwork life anchorages with time and energy which would otheosa/grk.

Not only do the Norwegian respondents entertain alternative identity cormamgtnvhich
divert time and energy from work, but they do not adhere to an identity code which peescribe
occupational success as the royal road to self-realization. As is oleathie analysis of the
Norwegian' hard work talk, the male Norwegian respondents, even those who work hohbrs whic
are long and arduous by Norwegian standards, do not approach their inner work &thtalas
element of their self-identity and a vital precondition for social and perselfidiliiliment.
Rather than constructing a self-identity built around their work ethic, viewagaschant for
hard and unrelenting work effort, they articulate a self-identity built artheidinterest in
realizing themselves through their dedicated engagement with the wbekisctually enriching
tasks.For the Norwegians, the commitment to hard work had to be understood solely as a
commitment to a kind of intellectual self-realization. Such behavior could not benkgged
through a quest for mere wealth and externally validated occupational statueer,Rbg
Norwegian's commitment to hard work is to a large extent a conditional and revocabl
commitmen, because it springs from his or her intellectual engagement with the patihskis
which best advance his or her interest in self-realization. This commitoneatd work,
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therefore, can be suspended when work tasks become tedious and cease to engage one's
intellectual faculties sufficiently.

At the same time, other features of the Norwegians' workscape corisgmiallocations
of time and energy and the claims their employing organizations can make on pleeidiexes
of these inputs. This constraining aspects of their workscape can be selgnrclihe chapter
dealing with the temporal benchmarking and temporal zoning practices andtmesntelating
to the evening hours between 5 PM and 9 PM, prime working hours for the work-centric
professional. Both the Norwegian respondents and the Norwegian employers, ashea ile
this chapter, tend to zone these hours as private time rather than work time., Namvegian
managerial and professional employees tend to benchmark their evening ragéimss the
evening routines of idealized worker-caretakers, even when they did not have childegn of th
own. Given these findings, it is fair to characterize the Norwegian workssape avhich
incorporates macrotemporal conventions binding both workers and employers andrgogstrai
their allocation of the evening hours as working tffhe.

As we saw in this chapter, the Norwegian professional whether femaldeyrcomaent
parent or future parent, is expected to recognize the legitimacy and audtfiohié early
departure norm. This distinctively "Scandinavian" norm applies to workers atressnomic
sectors and social classes. Because of the existence of this very gedeliffuse temporal
convention around the evening hours, the Norwegian professional conforms to typicagworkin
time conventions when he or she leaves work at 4:30 PM and works efficiently during the day
make this early departure possible. The dispensation which the Norwegian pnafiessin or
woman enjoys to leave his or her workplace before 5:00 PM in order to enjoy his or her private
life is a dispensation which is encoded in informal organizational mandates as well a
conventions and norms diffused through his or her local and remote social milieut, thigac
norm binds the organization and limits the claims it can legitimately makedmte of its
professional and managerial employees. Thus, unlike the American employ¢oniegian
employer is not at liberty to institute a late-hours "temporal regimdde{isa2007) for its
managerial and professional workers without becoming deviant in the eyes ofittg at
large.

Extreme work also goes against the grain of the Norwegian managefedgional
workscape in its outer aspects, as the immediate life contexts of the Nemmwegpondents
afford relatively few incentives to put work at the center of life. First,alaive paucity of
managerial and professional positions in Norway requiring extreme work ningdise person
bent on devoting himself or herself to work and pursuing an extremely time-ireemsl
energy-intensive career will have relatively few opportunities to workch gpbs within the
country. From a structural perspective, this dearth of very demanding mahagdri
professional jobs is first and foremost due to the occupational composition of the Nmrwegi
economy, particularly the lack of the kinds of professional services jobs whichltypequire
the longest hours (see Perlow & Porter 2009). But, the study shows that, even whegidtorwe
men and women do wind up working in the positions and organizations which put them at the
most "risk" of work devotion and extreme work, they nevertheless are likBhdtthemselves
enmeshed in social relationships with other individuals, particularly romantigasooms, who
stand firm against the encroachments of greedy work and make things uncoefatrtairhe for

“2 Even if some of the Norwegian professionals endamppensating for the private use of the early enghours
by allocating the late evening hours (8-11 PM) tokatasks, they still consider themselves removenhfthe
workplace environment.
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the work-consumed male partnd?aired with women who neither have demanding long-hours
jobs themselves nor are preoccupied with the economic and status dividends whichltheir m
partner reap from these jobs, the Norwegian male managers and professiohal®neo® the
seductions of their relatively intense jobs experience very strong counteyyagssures from
their girlfriends and wives. These partners insist that their men maksdlves available as
romantic partners, particularly in the early evening hours and over the reeriwéekend.

These counterpressures only intensify with the arrival of children, ahwsbiat both
these women and the men come into contact with very strong norms dictating énsvimtand
gender-egalitarian parenting. These norms proscribe paid childcare anibprese-intensive
mothering and fathering for young children. Finally, the male Norwegiaegsiohals who
partner with Norwegian women wind up with family-oriented women who entedktively
aggressive childbearing timetables, given their educational backgrounds. Fpathdemale
Norwegian managers and professionals face quite strong pressures fnals énel families to
have children of their own, closing off the childfree route to work devotion open to women in
other countries (see Blair-Loy 2003).

The American Workscape

While the Norwegian manager or professional encounters a workscape whicls render
extreme work impractical, unappealing, and undesirable on a variety of ideologgcal, and
institutional fronts, his or her American counterpart faces a workscape with different
extreme work "gradient.” First, American managers and professionals leagdhelives in an
unregulated institutional environment which does not impose any restrictions on wuookirsg
or create economic disincentives for long work hours. Firms and companies gpier#tis
laissez-faire environment enjoy a free hand to work their managerial andsioagd employees
as hard as they wish. Conversely, the American government does not levy fipaneiéies on
firms or companies when their managerial and professional employeeswebr&-hour days or
sixty-plus hour workweeks; overtime pay rules only apply to employees without miahage
responsibilities or qualifications. Although many American managers anesprofnals do
receive paid leaves through their employers, American managers angspmaéds cannot count
on statutory or collectively agreed guaranteed minimum paid leaves likeeljian and French
counterparts. Finally, because the American government does not tax margimasrat a
particularly high rate when these incomes are high, the American professianaécures the
financial benefits of working longer hours gains a larger share of the eapayaff then his
Norwegian or European counterparts.

Secondly, as the interviews with the American respondents vividly reve&inteeof
internalized ideals, orientations, and outlooks which blunt the appeal and acceptability of
extreme work in the Norwegian context exert a much weaker grip in the Aameontext. The
American respondents rarely approached working time as a resource to beembaffigiently
in the interest of a full, thriving, and fulfilling private life. The ideolodicancern with self-
care, the emphasis on the preservation of vital energy, and the interest in potkrignits
place" were either suppressed, weak, or absent among the American respondemnig theém
childless Americans, for example, those who sought to keep work's claims omibegrergy,
and attention contained and made an effort to nurture other life anchorages weestwb@n
had met with some kind of disappointment in the professional careers or had wearied of thei
work lives in some respect. Whereas the Norwegian professional men had tpkdn at®id a
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situation where their job monopolized their time and energy, many of the Amercfssional
men allowed work to take over their lives to a much larger extent.

The male American professionals also distinguished themselves from thedwaors in
the way they talk about their self-identities they formed in relationship to both warkisure.
The Americans did identify themselves as individuals interested in harvedtfigatual
stimulation from their work tasks in order to realize their inner capaciiggfdirm their
individuality in the same way as the Norwegians. But they also portrayedeiiremas driven
"overachievers." They approached their demanding and remunerative jobs not onrces sf
intellectual stimulation, but also as sources of externally validaa@asstmost often symbolized
by the monetary rewards of the job) and as vehicles for the mobilization of tkeijrair
essential element of their personalities and character with roots in teieirAsafar as leisure
time was concerned, particularly unstructured leisure time (Orrange, 200 American male
professionals engaged in de-legitimating talk. These Americans disavanten@gt in leisure.
They cast aspersions on leisure time, particularly long stretchesuwtléime, depicting these
temporal voids as breeding grounds for an idleness which could undermine their glastitie
driven overachievers. In all of this self-presentation and posturing talk, tbeAmairican
professionals do exactly what the Norwegian male professionals avoid. d3tejilemselves as
people motivated in their work lives by the lure of extrinsic rewards, the desitgdo their
peers, and, most importantly, a longstanding need to succeed in the occupational lesim
need has nothing to do with the character of their work tasks. Instead, it is rodted in t
unchanging bedrock of their personalities.

Here we can see how the American workscape, in its internalized takpegts, is void
of the kinds of ideological and practical counter-affordances (Levi Martin 2003: 44l tia
Norwegian workscape makes available to Norwegian managers and professianaisivto
contain their working hours. This lack of "inhibitongeological and motivational resources
also extends to the kinds of intersubjective and often externalized cultunadaes encoded in
temporal zoning and benchmarking practices of both individuals and organizations. a'he dat
concerning the temporal zoning and temporal benchmarking practices of Amer@nagers
and professionals in Chapter 3 makes clear the extent to which the Americanqmeafess
entirely at the mercy of an autonomous corporate culture when it comes to his evatimes
and the timing of his departure from the office. While the Norwegian managepiadfessional
employee can avail himself of the socially general dispensation to leawertkgace before
5:00 PM, an American wishing to do so must be working for a very relaxed supervisor or bette
yet a company which has a "family-friendly" early departure norm. Some oftleeidan early-
leavers did in fact work in such environments, and did benefit from company-speeiieror
department-specific dispensation to leave the office early. But mang etheking in late-
hours firms could only vacate the office 6:00 PM if they were prepared to be sadiviasial
"time-dissidents” (Fuchs Epstein 1999).

In the American context, then, the decision to extend or compress the workday has
everything to do with the local workplace milieu and the specificities of the indi\ggheasonal
and family situation. In the absence of general transorganizational pressigtiout the
temporal zoning of the evening hours, some professionals wind up working later than they would
like in their late-hour organizations, while others go home as early as theylwd#ns where
organizations wield considerable control over their employees' work schedules and do not
contend with strong societal conventions around the structure of the daily round, locacesglue
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hold sway when it comes to the disposition of the evening hours and the extension or
compression of the managerial and professional workday.

It is clear that the American manager and professional works and lives in agidalol
and motivational "field" (Rueschemeyer 2009: 156, Levi Martin 2003) where neitherailited
ideals nor externalized routines stand in the way of extreme working schaddla totalizing
commitment to the job, is not in a position to resist the seductions of work or push back against
external pressures emanating from his or her workplace milieu as thevagras his or her
Norwegian counterpart.

Just as the American professional finds cultural resources useful fangegistk
devotion scarce in his cultural environment, he also must contend with a scarcityabtiesci
which mitigate extreme work. This scarcity is most evident with respelsetpartnered
childless male professional who finds himself romantically involved with anridéarewoman.
First, it is likely that his partner is pursuing her own demanding and timesoamg career in
the business world, and has less time to spare than her Norwegian counterpart.h8pared t
temporal coordination pressures bearing down on the partnered male Norwegissiqralfes
from his girlfriend or wife (even in the absence of children) who pines foohgany at 5:00
PM on a weekday evening, the partnered but childless American male professestéllly
spends his evenings working. Even those American professional men partnered to women
working in short-hours jobs appear to escape the strains experienced by tagaalim
counterparts caught in a tug-of-war between their jobs and their signifibans.din fact, as
interviews with these professionals and their partners reveal, the Aam&riemale partners
often clear the way for their partners to adhere to the identity of the uncondtiomair.
Legitimizing their partners' long work hours as signs of an admirable dedi¢atwork and
career, the Americans' girlfriends and wives, whether or not they wergmyudemanding
careers of their own, characterized their boyfriends' and husbands' alisemcesme as a
necessary evil. They were prepared to overlook this absences in the interestaiirfgdheir
partners' pursuit of professional success and the monetary rewards flommnguich success.
Thus, the very people who act as counter-affordances in the Norwegian casegrlagifferent
role in the American case.

For many of the male American's partners, the forgiving stancedsyay absorption
carried over into postures towards childbearing and childraising. The Norwegiaerpa
entertained fairly aggressive timetables for childbearing and expeatetlitn to full-time work
directly after maternity leave. At the same time, they insisted onaiteeign and symmetric
sharing of childcare responsibilities and rejected the use of paid childmamtkather forms of
commodified childcare arrangemefitsWhile a few of their American counterparts adopted
these same stances, the majority deviated from this pattern in one respether.dany of the
American women partners, some in their thirties, had put their childbearingtasy@ron hold
for the sake of their own careers. Others who already had children had taketamtislibs
amount of time off work to become stay-at-home moms. Or they had remained at work and
hired paid childminders while their husbands slaved away at the office. Adtaadarge
proportion of the parenting American respondents of both genders, even those who subscribed to

3 This reluctance to exploit commodified childcaremagements may also be peculiarly Norwegian,dig hot
find it to be the case among either my Americafr@nch respondents. Single-country research amaregican
families has uncovered a widespread willingnesotamodify many household services including in-h@nd
out-of-home childcare services (Stuenkel 2005).
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egalitarian gender ideologies, had drifted into the "neotraditional” divisibougehold labor
(Gerson 2010, Orrange 2007, Hochschild 1989).

The French Workscape

The French managerial-professional workscape offers an interestingegooint to both
the Norwegian managerial-professional workscape and the American mahpggessional
workscape. Institutionally, it resembles the Norwegian workscape in mays/ iFor example,
like the Norwegian firm, the French firm is not legally free to work its neaettve managerial
and professional employees as many hours as it wants (Lallement 2003). , FuetReench
managers and professionals did avail themselves of the generous leave polwediaht and
companies and they took five or six weeks off work during the course of the year.

Yet, at the same time, because the elite French manager or professianabigap
special class set apart from the rest of French society, the socikéy38-hour workweek
(Viard 2004), he or she actually lives and works in a subcultural environment much more
hospitable to extreme work. As a result, not only did the French respondents work a longer
workday than the Norwegians, but they allowed work to absorb a larger proportion afrikeir t
energy, and attention. While the French respondents did distinguish themselves from the
American respondents in some of their discursive behaviors, professing a coitlcditnng a
full and rich life outside work, and largely avoiding references to careerssuand
moneymaking in their hard work talk, the did not try to restrict their investmentaeand
energy in their jobs with the same zeal or success as the NorwegianscK lisdati-overwork
zeal stemmed in large measure from the French respondents’ deep idemtiictitheir
elevated status asdres supérieurand the indispensability of long work hours and workdays as
testaments to this status. Thus, even if the French professionals werdingttavinake the
same sacrifices as the Americans in pursuit of career syzeess they were obliged to work
hard and stretch out their workdays simply in order to live up to their elevated statusaslhus
we saw in chapter 3, the French respondents felt obligated to work late hoursrkiBygvate
hours, they took part in a workplace status-group ritual required of Feadecbs supérieursin
this societal context, the mandate for working long hours, a mandate targegngspecific
occupationally defined status group, trumps the French emphasis\ie thereé Thus, even
though the bulk of the French workforce works limited working hours, the people at the top of
the occupational pyramid face a very different cultural workscape.

In its social dimensions, the workscape faced by the French respondents reseenbled t
workscape faced by the Americans more than the Norwegians. This resendzantieularly
clear in the case of the partnered male professionals without children. Whe#enten had
long-hours or short-hours partners, they did not experience much pushback from thieinasrf
or wives. Unlike their Norwegian counterparts, the French partners acceptddttivethout
much protest. Moreover, as in the American case, a sizeable proportion of thesewesme
pursuing demanding and rewarding business careers of their own. Because ciitasiacal
alignment, the French male professionals escaped the temporal coordinasonesréseir
Norwegian counterparts endured from their short-hours partners. FinallyFiteosh
professional men with young children were content to leave almost all of theipgtertheir
children's mother. By contrast with their more gender-egalitarian &pan peers, these men
did not see themselves as equal partners in the joint venture of childraising. Ascaenosge
the French parenting professional men did not seek to organize their work schexuidsiae
needs of their children in the way that the Norwegian parenting professionals did.
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Cross-National Divergences in Workscapes

So how does this inquiry advance the quest to pinpoint the distinctiveness of the
American and Western European workscapes? What does it tell us about the wiaig i
these workscapes facilitate and inhibit extreme work among these elitgeraaad
professionals?

Relative to both France and the United States, the Norwegian workscapespifesent
elite manager or professional with a constellation of interrelated conditiansnilitate against
extreme work in many different ways. First, the incentive environment iwayomwith its
employment security, high taxes on outsize incomes, strict work hours regulartiches;cee
public sector, makes it less likely that the manager or professional will eitinkeiin a very
greedy workplace or feel compelled to "push it" in order to secure the modeyadus which
accompanies big-time career success. Second, the practice of workiegtialle and making
work one's "central life interest” (Stebbins 2004) just does not make a lot ohts#ose in the
Norwegian cultural context. Even if the Norwegian manager or professional hankst is
only for the sake of intellectual enrichment, not career success as subls. cimtural context,
respect and appreciation come to women and men who stand with "one foot in the work realm
and the other foot outside it," as one of my Norwegian respondents put it. Third, the woxk-centri
Norwegian manager who does work extreme hours and adopts a work-centric posture risks
acquiring a reputation as a "narrow" deviant with misplaced prioritidse @ she has a partner,
then he or she may also have to cope with considerable pushback from an unhappy partner who
feels entitled to significant amounts of couple time. Given all of these findinggair to say
that, contrasted with the American and French managerial-professionatameksthe
Norwegian managerial-professional workscape offers many different &irmginter-
affordances for those managers and professionals who do encounter pressuresaiogéaurs
and conduct themselves as unconditional workers.

The French respondents share some of their Norwegian counterparts' presuamotions
ideals favoring the multidimensional life and the importance of life anchoragedeoat work.
Like the institutional components of the Norwegian respondents' workscape, tiudiomsti
components of the French respondents’ workscape does create some barriers tavexkieme
Like their Norwegian counterparts, the French respondents enjoy generouspaidrd
protections against unwarranted dismissals. They also work in organizations arimol ¢
legally demand extreme work schedules from their nonexecutive manageriaogessional
employees (although these rules were not enforced in most of the French weskplac

However, from the standpoint of elite managers and professionals, the Freksbaper
differs considerably from the Norwegian workscape. As an elite worker, taé-etnch
manager or professional does not enjoy the same ideological dispensations &limi®sn
their temporal, emotional, and attentional investments in work as his or her Nonpegia
Working extreme hours does not make him a deviant in the way that it does in Norway.
Moreover, the elite French manager or professional comes into contact witlcatiamng and
social influences that incline him or her in the other direction, towards a devotngagement
with work. It was incumbent upon many of the French respondents to signal theirnsti@mbe
in an elevated social group who practiced a distinguistétierby working hard and long hours,
particularly in the evening. Both men and women did not hesitate to work long and hard hours,
particularly during the evenings, no matter where they worked and everdilnbdsuit their
personal proclivities, because of their membership in this very special dooapabcial
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category. Thus, long workdays were common across occupational fields and employers
However, to the extent that the French respondents conduct themselves as unconditional
workers, they exhibit a "group-oriented" kind of workplace-centrism eXglmitented to their
membership in the elevated social category otHure supérieur

When the French professionals did work extreme hours, they did so without pregjpitati
much pushback from their intimate partners. For whatever reason, the Frem@ndsland
wives did not stake their claim on their partner's temporal, emotional, and atterégmaces
anywhere near as forcefully as their Norwegian counterparts. Thigweaof parenting partners
and childless partners alike. Both types of French women partners did not feedl eéntitie
same amount of couple time as their Norwegian counterparts.

The workscape facing the elite American business professional presifesesmt mix
of inducements to extreme work than the workscape facing the elite Frenctsbusine
professional. In many ways, the inducements evident in the American corgebdreeven
stronger grip on the elite manager or professional than the inducements evitierfiench
context.

First, the elite American business professional confronts what one coudah call
employer-centric institutional workscape. In the United States, emplogee free rein to
promote, mandate, and reward work-centric behaviors. American firms camdiextreme
work hours and minimal vacations and stay within the bounds of the law. Unlike the Norwegian
or Frenchman, the American has no statutory right to paid holidays. American emaoy
free to reduce the paid vacation time they offer to employees as they Setadit {992: 32). As
a result, none of the American respondents could count on more than four weeks' worth of paid
holiday leave every year. In terms of working hours, the American businesssooial has no
legal recourse at all if his employer requires him to work eighty hours a wedke $ame time,
he or she does not have the same sense of employment security as his or her French and
Norwegian peers. Finally, the fact that the American tax code impogggex iax burden on
high-earners than the French or Norwegian tax codes means that the dvélkaican
business professional can retain a greater share of his or her moneynat afi¢ghe day.

While theemployer-centric American workscape creates the institutional conditions
conducive to extreme work among business professionals, it is important to empgtetsspene
American business professionals do happen to work in more relaxed workplacethehean
get away with working 9-5 or 9-6 work schedules. In this situation, they can end kipgiess
intensively than their French counterparts. These men and women feel congpeitell long
and intensive hours in order to uphold and affirm a socially legitimated occupatorel-s
status which applies to them irrespective of their occupation or employerrszatganal culture.

We also see differences between the inner workscape of the French vemsasrthe
workscape of the American business professional. Rather than a mere outveairdgbatbnduct
which signals a strategic conformity to behaviors ascribed to anzdéaocial category, as in
the French case, in the American case such behaviors and orientations altesreatentegral
part of the person's constitution. The American respondents practice a kind efhjobre at
once personalized and organizationally-oriented. In many cases, the long warkfiber
American professional serves as proof of his or her drive to succeed, an importanterdrnist
his or her personal identity. Thus, the self-identified "overachievadstiaven people were all
American. These respondents related to work as the primary experiesni@hvdrere they could
prove this identity to themselves and to others. Compared to the French form of werkplace
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centrism, therefore, the American form of extreme work can be chazadtas a very specific
kind of job-centrism tightly coupled to personal identity.

The male American professionals' predisposition to adopt a work-centricepisstur
strengthened and reinforced by the welcoming posture of their femalersatiimlike the
Norwegian partners, these American women by and large tolerate their Patsences from
home, approaching these absences as a necessary price of a careensicicesey prize.
Moreover, as we have seen, a significant proportion of the partnered male americ
professionals were romantically involved with occupationally matched women putkain
own big-time careers, women whose work schedules aligned with theirs. Threeatig
minimizes the temporal coordination pressures felt so acutely by the Nanvagh partnered
with short-hours women. Thus, the social ties which acted as brakes on extrénne tver
Norwegian context did nothing to blunt the same form of behavior in the Americaxtont

Implications: Multiple Exceptionalisms

This comparative three-way case study examines extreme work adg mgree among
some of the most work-oriented individuals to be found, namely elite male and femaksbusi
professionals working in the stimulating fields of consulting, finance, law, andesrgig
management. Within this group of privileged workers, societal context makes aroasor
difference when it comes to the pull of work as a potentially all-consunfengellm. It also
makes a difference with respect to the way in which individuals engage wittighisalim. The
American respondents distinguish themselves from their Western Europeangats t@ot
necessarily in the extent of their extreme work, as many of the Frespdnoents work hours as
long and hard as theirs, but in their relationship to work, as an arena where they@irove t
worth as individuals.

These findings invite the inevitable question about the origins and antecedens of the
cross-national and cross-societal differerféds.this kind of ecological account the chain of
causation which eventuates in the observed variation in articulated culturaldhvays

* Fortunately, a ready-made point of departure @fobnd in the convincing explanatory efforts unaieen by the
practitioners of the "ecological" tradition withikmerican sociology of culture (Kaufman 2004: 33¢rhaps the
most useful of these attempts was made in Lamstuttly of the boundary-marking discourses of Frearuh
American upper-middle class male managers and gsiofeals. Seeking to advance beyond explanatiaiedadn
differences between indefinable "national charagtdramont proposes a multilevel ecological explemmafor the
discrepancies she observes between the culturtodes characteristic of her two groups of reslgots. This
ecological explanation begins with an inventoralbthe societal and "subsocietal" (Smelser 199%fgreénces
between French and American society potentiallpvaht to the ways in which her respondents talluabocial
categories and personal worth. These factorsdechociety-wide cultural traditions with historicabts,
educational systems, stratificational systems,thadlivision of labor between the public sector traprivate
sector (Lamont 1992). Because the French and Aareriespondents are exposed to contrasting matucedul
influences circulating within their respective si@nvironments, they confront contrasting cultumainus.
Moreover, as these patterns are widely diffusedsacthe various parts of social space within eaclety,
individuals from many different occupations, classitions, and generations come into contact vaigmt. Thus,
the American respondents and French responderitarags when it comes to their discourses and théiural
repertoires. It is for this reason, and not becadiskeir "autonomous moral and existential proggdmas Lamont
writes (Lamont 1992: 134-7), that the French andeAoan respondents wind up giving voice to conimngstultural
menus when they talk about their feelings of supyi inferiority, and distinctiveness. To pusltghtly
differently, the two groups favor different kindsseripts when addressing the same dimensionsaidlistifference
and similarity simply because they have been exptsdifferent reservoirs of cultural forms by wietof their
embeddedness in different macrosocial environments.
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originates in variations between "higher-level" social and culturaldtoms. Thus, the real
explanatory weight is borne by the features of the macrosocial landseap®e” from the
individual. At the same time, the factor most directly responsible for the oldsexxiation in
the cultural forms produced by the individual respondents is their societal emplac In
deference to the ecological model's mandate to explore variation in the macebdahdscapes
of the respondents’ host societies, | submit that we can understand the observedesfiarthe
ways the respondent engage with work as a function of societal-level di#fsriesioveen
Western Europe and the United States considered as the settings fatiaéiemnd contrasting
forms of individualism.

Over four decades ago comparativists interested in the cultural dimenstbas of
transatlantic divide identified a profound difference between the forms of indigithua
prevailing in the European "corporatist” environment and the form of individualisnrmaotin
the Anglo-American "associationalist" environment (Swanson 1967). Thesedifferms of
individualismconstitute the individuals' involvement with his occupational and nonoccupational
roles in markedly different ways. This deep-seated difference hastanponplications for the
way in which occupational engagements are tied to the self. As an "exguaniety, American
society provides a distinctive identity template for social actors sgékirealize and enact their
individuality, autonomy, and authenticity (Jepperson 1992, Baum 1979, Swanson 1967). In the
United States the search for authentic individuality is premised on the fusion of petsohty
with social-positional identity acquired as a result of participation in tr& world. In Baum's
formulation, the modal individual socialized in American society internalizeglantity code"
which privileges working life as a primary locus of his self-identity and, agdhee time, makes
work a deeply personal affair (Baum 1979: 98-107). This tendency is partictitarig,sone
might expect, for those upper-middle class professional men individuals who invésbimuc
themselves in their work (Meiksins & Whalley 2002).

Thus, the American individualist who succeeds in the work world is likely to look to his
or her accomplishments in the occupational sphere rather than his or her achieirethents
private sphere as evidence and proof of his or her fully realized autonomous individuality
(Thomson 2000, Hewitt 1989). The modal Frenchman or Norwegian, however, lives in a societal
context where a different identity template prevails. In these soctettdxts different kinds of
self-identities are prescribed for the individualist. In France and Norwafi®account, the
deep identification with one's occupational role and one's career which isdakgarited in an
American context becomes problematic. As we saw, the French professghéidit a kind of
shallow and group-oriented workplace-centrism premised on their membershipbhdly
consecrated social-occupational elite, but eschew the personalized idemifigiéh the job
characteristic of the Americans. As Baum observes, in corporatistisedeth as France and
Norway the social-positional self and the personal self are meant to stan(Bapan 1979: 98-
107). In these societies, the task of the individualist is to disengage his perfdnainsene
role-mediated realm of work and find the materials for his authentic seifl@wtswork
(Jepperson 1992). For the modal Frenchman or Norwegian, then, an unwillingness ¢y toabili
dissociate one's personal self from the social self manifested in trileof@rbrk betrays an
overinvestment in an inauthentic and artificial identity. An individualist who ifiestioo
closel>£5with his occupational role thus mistakes his true self for a mere peresated for
others:

“>We could add another dimension of cultural diskirity more closely tied to the material aspectshef
respondents' lives, namely the differing framin§sanomic incentives and economic insecurity inekican
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This cross-societal difference in the articulation between selfiig@md work goes a
long way towards explaining the transatlantic gulf in forms of engagemdniwarking life. It
explains why so many of the French and Norwegian respondents hesitaterttenit@ sources
(i.e. their character, their personality, their drive) as the motivatfaehpropelling their desire
to work hard and why their American counterparts so readily implicate exlaeflg sources
when making sense of their propensity to apply themselves at work. For the #magetie
authentic overachieving self emerges from the union of the personal self and thellgutwa
defined occupational self whereas for the Europeans it emerges from the union ofdahal pers
self and a work self defined by "romantic subjectivisms" (Jepperson 1992}y dneedesire to
develop one's intellectual and moral capacities in directions uniquelyoovie's

The characteristically American way of relating to work, then, arre@s &n exposure to
a form of individualism which insists on the fusion of the personal self and theopakgelf
tied to job and career. The Norwegian and French way of relating to work comebateuge
of an exposure to a different kind of individualism which dissociates the sociabpabkgelf
and the authentic personal self. Thus, the American professional man or womengsome $b
engage in extreme work precisely when he or she approaches this extdnaes Wwis or her
passport to a high-flying and remunerative career.

If the American professional stands in a distinctive relationship to the ofaliorking
life, the Norwegian professionals does so as well, except in a different wgyNdrwegian
exceptionalism comes across clearly in the contrast between the Frefedsipnal's embrace of
extreme work and the Norwegian professional's aversion to it. As we saw, theghor
professional, unlike either the American or French professional, strivespgdiseer her
distance from the orientations and behaviors associated with extreme workvérkisrato
extreme work has to do with their socialization wihtin the very gender-sugatitand class-
egalitarian Norwegian culture. As Hofstede's surveys suggest, likeSithedinavians
Norwegians live in a relatively "tender” society where careecess and career ambitions count
for less than they do in more "masculinist” and "performance-orientedtissdi@ category
which includes both France and the United States) (Hofstede 2003, 1998). In this teeter soci
where living to work seems patrticularly unreasonable, both women and men feel more
comfortable investing their time and energies in traditionally feminieegbfals relating to
family and community. Thus, men in high-commitment careers cannot opt out of copaeenti

society vis-a-vis French and Norwegian societythitn American context, economic incentives and desitives
seem to be invested with a motivational power tael in the two European contexts. As the Ameritaomfort
with the career success and moneymaking scrifstajtthe Americans are used to the idea that moarejuel the
motivational engine. In this environment, the notihat economic incentives can spark work effoetiisost an
chapter of faith, at least in the business worlie Europeans, contrast, do not harbor such a staithgn the
incentive effects of money. This cultural contriastween what one could call the American "incentiwkure" and
the incentive culture characteristic of France Bodway is intimately related to the differing masticonditions
under which the respondents work. Although alihefrespondents earn far more than the median ie¢otheir
countries, the American respondents command evea lagish remuneration than their European couatésp As
contrasted with their counterparts in the sameslofewvork at the same level of seniority, the Aroanis bring home
substantially larger paychecks, particularly in pamison with the Norwegians. During the periodhe interviews,
a boom market in professional services across tast&h world, an American corporate attorney with ears
experience working for an elite corporate law fimSan Francisco could easily earn $230K, whileqmally well
experienced French attorney would earn the equivale$160K and a Norwegian attorney $135K. Thedarg
gaps are even more striking outside the profeskgmmaices context. The Norwegian engineering marsgarned
a good 25% less than their American counterpart&ing for equivalent companies and the Americand fess of
their income in taxes than their European countéspa
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easily as their French and American brothers and working women in dual-eenies cannot
outsource their childcare as easily as their French or Americarssi&et Norway is also a
class-egalitarian and solidaristic society where women as wellragseleobliged to pursue full-
time employment of one kind or another, even as if they caught between demandirgavor
family obligations. Further, relative to both France and the United States, tved\km
professional of both sexes has a harder time eluding the pressure to have childrerheThus, t
Norwegian societal context is also exceptional with respect to extrenkemthin the

managerial and professional class, but in a very different way.
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Appendix D
Venn Diagrams (Crisp-Set Visualizations) for Chapters 4 & 5

The patterns identified and described in the preceding discussion can be clatified w
the aid of the Venn diagram mapping techniques used in QCA (Qualitative Corngarati
Analysis)?® The visualizations have been created with the aid of the Tosmana QCA pfégram.
In each visualization, each individual counts as a single case whose location @anthdidgram
is defined by the conditions specified. Thus, by locating each of the respondemdhethi
diagram, we can see exactly which combinations of dichotomous conditions clegaaach
person. Specifically, each diagram draws on a specified set of dichotomous cond#ansf E
the specified conditions splits the universe of cases (respondents) into twarieat€yor 0,
positive or negative).

Thus, in the sample Venn diagrams in this paragraph (Rihoux & De Meur 2009: 38), each
respondent is positioned in a zone that defines a case type. Each zone is defined in a binary
fashion: cases are included when they meet the specified inclusion critetieraduded when
do fail to meet this same criterion. In this example, there are three pabshméomous
conditions. For the sake of argument, let us imagine that they are 1) collegespretig
high/low, 2) college GPA over 3.5: yes/no, and 3) LSAT score > 160: Yes/No. Given these
conditions, the Venn diagram must contain zones¥s8 2ight possible configurations or case
types. These zones are listed below:

1. (0,0,0) college prestige index low, college GPA < 3.5, LSAT score < 160
2. (1,0,0) college prestige index high, college GPA < 3.5, LSAT score < 160
3. (0,0,1) college prestige index low, college GPA < 3.5, LSAT score > 160
4. (1,0,1) college prestige index high, college GPA < 3.5, LSAT score > 160
5. (0,1,0) college prestige index low, college GPA > 3.5, LSAT score < 160
6. (0,1,1) college prestige index low, college GPA > 3.5, LSAT score > 160
7. (1,1,1) college prestige index high, college GPA > 3.5, LSAT score > 160
8. (1,1,0) college prestige index high, college GPA > 3.5, LSAT score < 160

“5 Ragin (2000) describes these techniques as aegbbieigveen in-depth “intensive" analysis and vagiatlented
"extensive" analysis (see Ragin 2009, 2000, 1987).

*" This program makes it possible to produce visatitins of property spaces and condition spacesaither
properties and conditions are coded dichotomowgigned either 1 or 0). The Tosmana program wasajged
by Lasse Cronquist at the University of Trier inr@any.
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Diagram 1: Sample Three-Condition Venn Diagram
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The exterior lower left quadrant "010" caise 5s comprised of those individuals who have a
low college prestige index, a college GPA above 3.5, and an LSAT score below 160. The
interior lower left quadrant "011" mase Gs comprised of those individuals who have a low
college prestige index, a college GPA above 3.5, and an LSAT score above 160. Tbe exteri
upper left quadrant "000" @ase lis comprised of those individuals who have a low college
prestige index low, a college GPA below 3.5, and an LSAT score under 160. The interior upper
left quadrant "001" ocase 3s comprised of those who individuals who have a low college
prestige index, a college GPA below 3.5, and an LSAT score above 160. The exteriorgiyper ri
guadrant "100" ocase 2s comprised of those individuals who have a high college prestige
index, a college GPA below 3.5, and an LSAT score below 160. The interior upper right
guadrant "101" ocase 4is comprised of those individuals who have a high college prestige
index, a college GPA below 3.5, and an LSAT score above 160. The exterior Idwer rig
guadrant "110" ocase 8s comprised of those individuals who have a high college prestige
index high, a college GPA above 3.5, and an LSAT score below 160. The interior lower right-
hand quadrant "111" @mase 7contains those individuals who have a high college prestige index
high, a college GPA above 3.5, and an LSAT score above 160. From this we can see how to
interpret the configuration of conditions represented in each elementary Eovadly, the Venn
diagram enables us to see which of the eight zones contains cases coded eiiier(@egat
positive (1) on the outcome condition. In the Tosmana visualizations zones which contain only
negative cases are colored green while those zones which contain only positiveecesiesexd
pink. Those zones inhabited by negative and positive cases are marked by diagosal stripe
The first set of visualizations, which deals with the work conditions discussed ire€hapt
4, is slightly more complex than the example above, as it has four antecedent coaditi@hs
as an outcome condition, meaning that the visualization must display*€enfentary zones.
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In addition, a population of forty-six (15 French respondents, 15 Norwegian respondents, and 16
American respondents) cases are distributed within these various zones. Badoyisix

individual respondents in this component of the study is located in a particulanelgnmne

of this profile space and, as the reader will notice, some zones are mordedtdian others as
some conditions are better represented in the universe of cases than other conditions.

In the following visualizations, the basic zones are constructed accordingatidténg
thresholds:

1. vacation duration > 3 weeks in calendar year: More/Less

2. "normal" consulting workday > 13 hours: More/Less

3. travel frequency > 5 days every 3 weeks: More/Less

4. post-consulting workweek expectation > 50 hours on average: More/Less
Given that there are four binary conditions, the total possible number of differabination is
16 (16 = 2).

Even though it makes no intuitive sense to consider nationality as the result of the
antecedent conditions relating to work, | have designated nationality as tealéolitcome™
condition for the purpose of these visualizations in order to make it easier to distemmspat
with respect to nationality. Thus, in the following diagrams, the green-dabarees are regions
exclusive to the designated nationaglisshile the pink-colored boxes are regi@xlusive of the
designated nationalitylif the region is colored green, in other words, then all of the respondents
located within the region belong to the designated nationdfitie box is colored pink, then
none of its inhabitants belong to the designated nationality. If the box is stripedsthen i
inhabitants belong to both the designated nationality and at least one other natiesalies.

In order to make the most out of these visualizations, | have created thregesppafile maps,
each with a different designated nationality. Thus, the following three prddips correspond
to the following three either-or situations:

Map 1: French respondents versus non-French respondents (i.e. Norwegian or American)

Map 2: Norwegian respondents versus non-Norwegian respondents (i.e. French or

American)

Map 3: American respondents versus non-American respondents (i.e. French or

Norwegian)

The reader will notice that, even if a particular respondent's region is coltfexdrdly in each
of the three maps, each particular respondent is located in the same regi¢nahteadhree
maps. To understand these three diagrams, all that is necessary is to intelpeatitdreof the
focal respondent in the same way as we did with the same diagram. For exampheeticai
respondenf4 expects to work over fifty hour per week after leaving consulting, curretlys
less than thirteen hours per day on average, travels for business at ledaydiesery three
weelig, and takes more than three weeks' worth of vacation every calendaraysgical

year.

The following three diagrams complement the discussion in Chapter 4 by showing the
configurations most characteristic of the three groups of respondents. When weDa@ujram
1A, it becomes clear that the French consultants expect to work long weeksaafiey

“8 The location of the respondent can also be demtiiibthe standard Boolean notation where * staméisr the
logical operator AND. Thus, A4, the American resgent located in zone 1011, can be characterizétein
following way: respondent's expected post-consgltvorking hours 50+ per week * normal workday $ik3*
business travel at least 5 days every 3 weeks dtiatduration > 3 weeks in a calendar year.
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consulting, but do not travel that much for work, relative to their American counterparts
small majority of the French respondents work "extreme" days lastingtorteeh hours on

average. The Norwegian consultants (Diagram 2A) cluster in the elegnzoter 1000.

Itis

rare, in other words, for the Norwegian consultant to currently log thirteen hour wesrkda
expect to work fifty hours plus after leaving consulting, travel extensiaaty get little vacation
time. Finally, when we look at Diagram 3A, it is clear that the Americaruétanss are more
widely distributed throughout the condition space or profile space. Yet, two of the elgment
zones (0011 & 0111) account for the majority of the sixteen American respondents. This is

because ten of the sixteen Americans expect to work over fifty hours per werdkafing

consulting.

Venn Diagram 1A: French versus non-French Respondents
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Venn Diagram 2A: Norwegian versus non-Norwegian Respondents
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Venn Diagram 3A: American versus non-American Respondents
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The next series of diagrams complements the discussion in Chapter 5 and deals with
those aspects of the respondents’ lives unrelated to work, namely the respagdehis
partnership status, occupational profile of his partner, and his parenting statusrdsuntt five
dichotomous conditions rather than four conditions, these diagrams are slightly morexcompl
than the preceding series of diagrams, as they include 3@len2entary zones. These five
conditions are listed below:

1. age >28: Older/Younger

2. partnered to serious romantic partner: Yes/No

3. partner works > 40 hours per week in full-time job: More/Less

4. partner works > 50 hours per week in full-time job: More/Less

5. parent to at least one child: Yes/No
The first cross-national divergence which these diagrams illustrateage¢hgap between the
French and the Norwegians, on the one hand, and the Americans, on the other hand. A glance at
all six diagrams reveals that, with two exceptions, the respondents who @irdrethe
"young" half (the left-hand side) of the profile space are Norwegian amtiirand the
respondents who cluster in the "old" half of the space are American. Thus, nsttsetfof three
diagrams, the pink-colored regions located on the exterior parts of the right haofithalmap
(respondents older than 28) are bereft of French or Norwegian respondents, sestiaasdents
are all above the threshold age of 28. In the second set of diagrams, the Amerigapshecc
zones to the right of the threshold age of 31 and the French and Norwegians occupy tte zones
the left of this cutoff age.

Of the six diagrams in this series, the first set of three (diagrBn2Bl and 3B)
represents the distribution of profiles at year 1 of the respondents' tenure@ishkancy and
the second set of three represents the distribution of profiles during the thiaf yrear
respondents’ tenure at the consultancy. Thus, not only do these diagrams show the patterns of
cross-national divergence and convergence at a given time, but they enalde¢héarsee how
these profiles change over a three-year period.

The diagrams are equally revealing when it comes to the occupationalspodfite
respondents’ female partners. As we can see in the first set of diagrprogjraately equal
proportions of the three respondent groups are unpartnered at the time of theirduigdy(
five of fifteen). Of those American respondents who do have partners at this juticdure (
respondents located in the lower half of the diagrams), two thirds of the Americansdraing
partners while more than half of the Norwegians have nonworking partners. @frthered
French respondents, all have working partners, even at this comparatwetyage.

Conversely, none of the partnered French respondents have nonworking partners ongaostners
work less than forty hours per week (i.e. work a part-time schedule). In fact, ansiabst

fraction of the partnered French respondents, along among the three groups oéghartne
respondents, are paired with wives or girlfriends working a minimum of fifty hounsqek

These visualizations shows that a substantial minority of the partnere¢h Frenc
respondents have partners who hold relatively long-hours jobs, in contradistinction to the
American and Norwegian partners. As the diagram makes clear, while none ofweghn
or American respondents are in an occupationally "symmetric” relationsling doe initial
year of their consulting tenure, a substantial proportion of the French respondémtsuate
relationships at this moment in their careers. As far as parenting statjslge only two
parents in the entire pool of respondents are the two AmeréaasdA10. None of the
Norwegians or the French have children at this moment in their careers.
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The second set of diagrams (diagrams 4B, 5B, and 6B) depicts the respondelets’ prof
during their third year as consultants at the firm. As far as the respenalge profiles are
concerned, these three maps replicate the previous three maps, as the Amexiagas older
than their European counterparts. However, the two sets differ when it comes teethe ot
elements of the profiles.

With respect to the partnership status of the respondents, it seems that thejoatst on
each group makes the transition from unpartnered to partnered during their tehariran.

While one of the Norwegians went from partnered to unpartnered, only four Norwegianoand tw
Americans are single at year 3 of their tenure at the consultancihe @¥a partnered

Americans A6 andA10) who had children and working partners when they started at the firm,

both have moved into the zone reserved for respondents with nonworking partners. This zone
has American and French respondents, but no Norwegian respondents. The absence of
Norwegian respondents indicates that, even among this group of very hardwaokiveghn

fathers, it is common to have a partner who works full-time. Finally, two of ieriéan

respondents (A4 and A12) have joined the numerous French respondents (F2, F3, F4, F6, F7, F9,
F10, F11, F13, F14) as occupants of the zone reserved for respondents in symmetric
relationships where the partner works more than fifty hours a week on average.

Another cross-national divergence which these diagrams illustrate has tddbewit
timing of fatherhood among the respondents. When compared with their French peers, all of
whom have yet to become fathers, the Norwegian respondents are following a messiaggr
childbearing timetable. The French, in other words, appear to lag behind the Mosixagheir
transition into fatherhood.
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Chapter 5 Age-Partner Profile Maps
Venn Diagram 1B: French Respondents: Year 1
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Venn Diagram 2B: Norwegian Respondents: Year 1
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Venn Diagram 3B: American Respondents: Year 1
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Venn Diagram 4B: French Respondents: Year 3
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Venn Diagram 5B: Norwegian Respondents: Year 3
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Venn Diagram 6B: Americans Respondents: Year 3
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Appendix B
Research Sites: Comparing the French, Norwegian, and American Macroctaxts

Transatlantic studies based on aggregate behavioral and orientational datéhwaue w
doubt revealed important contrasts between Western European, treated as atsingae
American allocations of time, work habits, attitudes towards work and privatati@l a host of
other dimensions of transatlantic variation (see Martinelli 2007). At the samaehowever,
these studies have underlined the very significant intra-European differemcasany
comparative study must take into accolintf one defines Western Europe as the original EU
15 (France, Germany, Italy, Spain, Portugal, Sweden, Denmark, Austria,tttez|leds,
Greece, the UK, Finland, Belgium, Ireland, Luxembourg) plus the Western Schengeresount
Switzerland, Iceland, and Norway, then Western Europe indeed lacks the maarcateunct
macrocultural coherence which makes the United States a significangyumiéied cultural and
social entity, despite the unifying influence of such supra-national stescisrthe European
Unions (Fligstein 2008, Martinelli 2007).

Indeed, recent cross-national research has shown that, even in terms of smany ba
societal and subsocietal characteristics, the United States falt& #mthe middle of a
"European” distribution bounded by Western European countries. This is the case for such
indicators as absolute poverty, for example. In regards to at least one rmesaxsurieabsolute
poverty only Norway, Denmark, Switzerland, and Luxembourg come out ahead of the United
States, with the rest of Western Europe lagging significantly behind (BaRBG9: 194).

The internally heterogeneous character of Western Europe also ase#ntit respect
to societal characteristics relevant to this project. In terms of wotikiegpatterns, the Western
European zone appears internally variegated along several different dinseoiscross-national
variation. As Burgoon and Baxandall explain in their article on working tinterpatin the
industrialized world, when one charts these eighteen countries according tggnegade work
hours profiles, they actually cluster into a number of distinct subgroups (BurgBamaiadall
2004: 446-458). The largest subgroup contains the "continental” countries of Gernaawcg, Fr
Austria, Italy and Belgium. In these countries, average annual hourgeng-age person are
low, in part because the labor participation rate in low, and, of those who do hold fulblispe |
work hours are also low. The country which ranks the lowest on both axes is the Netharlands,
country with a somewhat distinctive working time profile, mostly because lafgs number of
female part-time workers (Cousins & Tang 2004: 533). In the next cluster, vamtdins the
Nordic countries, we find slightly different work hours profiles. In these casnthe average
annual hours per working-age person are higher than in the continental countries, etastbeb
of the higher labor force participation rates in these countries. But wevkariill-time jobs do
not work particularly long hours either (particularly in Norway). The WS kt the intersection
of the Nordic cluster and the English-speaking cluster composed of thehEsggtier societies
(the US, along with Canada, Australia, and New Zealand). Cross-nationalsscoveyaring
the work centrality of British workers have found them to be slightly more wemkric than
their peers in other European countries, most notably Spain (Hakim 2003: 55).

These intra-European differences can have a significant effect on tifeutimt of
working hours between sociodemographically defined subgroups. In the Netherlands, for
example, neither employed women nor employed men work particularly long hoursvétpwe

“9 Even Martinelli admits that critics have a poiriiem they describe the European Union as a "sum of
heterogeneous cultural areas" (Martinelli pg. 2ither than a culturally unified entity analogoustte United
States.
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there is also relatively large gap between men's and women's working Isouedl as a large

gap between the working hours of mothers and nonmothers (Cousins & Tang 2004: 234). When
we juxtapose the general work hours profiles of the Netherlands and Sweden bgtaygreg
working hours across the population or the workforce, he resulting profiles look vehyatike.
However, when we break the work hours data down by the gender and parenting status of the
worker, suddenly the two countries look very different, as Sweden is a countey aviterch

larger share of women work at least forty hours a week and women's work haunstdoc a

much larger share of total work hourghis discrepancy follows from the fact that Swedish
working time policies are more oriented towards facilitating womern'stipation in the labor
market than Dutch working time policies, which are designed to accommodate wbmerant

to work part-time. When comparing the working lives (and private lives) of Aaresiand

Western Europeans, it is important not to overlook these intra-European dissesilari

working time patterns and regimes. In fact, on some dimensions of cross-natiatarveahe

gap between any two Western European countries may surpass the gap beyvoeencd the
Western European countries and the United States. To take one example, the proporiimpn of |
hours men in Germany comes close to the proportion in the US, while far exceeding the
proportion in the Netherlands, as the following chart shows:

Proportion of Employed Men and Women Working 50+ Hours per Workweek
(Source: Medalia & Jacobs 2008: 146)
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It is also essential to appreciate the differences between Westerndfucopatries with
regards to other relevant dimensions of variation, particularly those rdiaoagtnerships and
family life. In terms of their sex-role preferences within marridgeexample, British men and
women find an egalitarian "family model" more appealing than their countenp&psin,
although very few of British or the Spanish married couples manage to put thidsei@ga
ideals into practice (Hakim 2003: 74-76).

As far as educational homogamy goes, Western European individuals living andgworki
in some European societies appear to have more in common with their counterpartf@cross t
Atlantic than they do with their peers in other European countries. On this dimension the
transatlantic divide is overshadowed by the divide between low-homogamy colikeritbe
UK, the Netherlands, Germany, and Belgium and high-homogamy countries hkeabe
Ireland, and Finland, countries which far eclipse the United States on this enebsocietal
openness, as can be seen in the following chart (Smits 2003):
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Odds Ratio for Educationally Homogamous Marriages
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Here the transatlantic divide pales in comparison to the intra-European divide lvétween
high-homogamy and low-homogamy countries.

Paris, Oslo, and San Francisco

Given these intra-societal differences between Western European egauhgeems
reasonable to choose two different European countries as research sitisscimmparative
study. The two "revelatory” (Yin 1994: 40-5) European research sites chosen todthare
Paris and Oslo, the two biggest metropolitan areas within France and Nospeagtieely. Paris
and Oslo, along with the San Francisco Bay Area in the United States, makedonsing trio
of research sites well-suited for a discovery-oriented multi-sitestadg such as this one. While
all three countries clearly belong to the "Atlantic family" of nationdd®an 2009), France,
Norway, and the United States offer both contrasts and similarities alanglzer of
dimensions of variation potentially relevant to the dissertation and to the stuslyenital
topics. In order to get a sense of where these three countries differ aedhdyecoincide, it is
very helpful to map out the potentially relevant features of each country in covgarat
perspective.

Aggregate Working Time Profiles of France, Norway, and the United States
Cross-national studies of these working time regimes provide evidence whgdsts
that each of these countries has a distinctive working time profile. Aleastomparative
study has placed Norway and France, in this order, at the very bottom of the distrdfuting-
hours workers (defined as the percentage of workers in the labor forceiager48 hours per
workweek) among all of the OECD countries (including Western and Eastern European
countries) (see Parent-Thirion 2007: 18, OECD Employment and Labour Marfsti&ief

9 By 2000, both Norway and France have extensivetsiy and nonstatutory legal frameworks governimgking
hours. However, in France industry-specific "conigars" dictate work-hours ceilings (both annual arekkly) for
various classes of managers (Lallement 2003). imilyp, the Norwegian Work Environment Act
[Arbeidsmiljglovehspecifies a weekly ceiling of 40 hours per weekdll nonsupervisory workers. In most
industries, however, this ceiling is supercededhey37.5 hour weekly limit negotiated between tmpleyers and
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Although this survey did not record the percentage of workers exceeding thi®ltiesthe
United States, it is safe to say that this percentage far exceeds thegugrée either of these
short-hours countries (Medalia & Jacobs 2008, Jacobs & Gerson 2006). ILO data from 2000
shows that significant numbers of American workers exceed even much higkenouor
thresholds. According their statistics, while only 4% of employed Fremechamd 2% of
employed Norwegian men routinely log over 60 hours a week at work, this is true of 20%os
of employed American men (ILO).

The three countries also differ in the amount of different kinds of paid leave which f
time employees get on an annual basis, as is illustrated in the following chart:

Annual Weeks of Paid Leave Among Full-Time Employees
Source: OECD Employment Outlook 2004
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Here we can see that the modal French and Norwegian full-time eragiy&urpasses the
modal American full-time employee in terms of the amount of paid leavadkeyn an annual
basis. Further, the Norwegian worker comes out ahead of the French worker iategsties
of leave, even though the French worker gets slightly more holiday leave.

Rhythms of Working Life and Private Life in The Three Countries

Just as the three countries differ from each other in terms of basic workengdtiterns,
they also represent three different kinds of general social rhythmssTdpparent when we
compare the ending times of the occupational group which tends to adhere to fixed work
schedules, namely the administrative and clerical workers. In Norwag,wlekers tend to
start leaving the office around 3:00 PM and the majority of clerical workersdegpasted by
4:30 PM. In the United States, however, the exodus begins around 4:00 PM and it takes until
6:00 PM for the majority of clerical workers to commence their journeys honkgahce, the
administrative exodus also starts around 4:00 PM, but it takes until almost 7:00 PMiefore
majority of these clerical workers have left the office. What is pdatity noteworthy about the
French case is that, during the "transitional” period between the hours of 4:80dP8/00 PM
(Nippert-Eng 1995), the number of managers and professionals at work exceeds theofiumbe
clerical and administrative workers by a larger margin than is thercag@er Norway or the
United States. The Norwegian and American professional workday bears &istesggnblance

the employees' representatives. Overtime is capp&@ hours per week and 200 hours a year by stdiut
companies may apply for exemptions from the bodyrghd with overseeing work hours (Torp & Barth 2001
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to the administrative workday, as there is a greater degree of inteisglashronization in each
of these two countries.

This gap in the temporal rhythms is apparent when we compare the ending tihees of t
occupational group which tends to adhere to fixed work schedules, namely the adtiviaistr
and clerical workers. In Norway, these workers tend to start leaving tbe afbund 3:00 PM
and the majority of clerical workers have departed by 4:30 PM. In the Undtzs Stowever,
the exodus begins around 4:00 PM, and it takes until 6:00 PM for the majority of clerical
workers to commence their journeys home. In France, the exodus also starts arouil 41@0 P
it takes until almost 7:00 PM before the majority of these clerical weohare left the office. In
the French context the number of managers and professionals at work during the peged bet
4:00 PM to 8:00 PM period exceeds the number of clerical and administrative worleers by
larger margin than is the case in either Norway or the United States. Thusykidays of the
Norwegian and American professionals bears a stronger resemblance to theteatimei
workday, as there is a greater degree of inter-class synchronizatiom iof ¢aese two
countries.

As time diary data regarding the timing of meals lends further support ibethef a
cross-national divergence in social rhythms. Meals, as sociologists have notiég agual
central social event in the daily rounds of most individuals in any given societd¢\Waal
2007, DeVault 1991). The divergence in the timing of major meals throughout the weekday in
the three countries can be seen clearly in the following "tempogram™ shtheipgoportion of
the population engaged in eating during the hours of the day.

Percentage Population Engaged in Eating
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Cross-national time diary data shows that the majority of evening easisigrse take place at
different hours in each of the countries under study; in Norway, the percentage of thégopula
consuming a meal peaks at 5:30 PM, in the US, this proportion peaks at 6:30 PM, and in France,
a "late-hours" country, the proportion peaks at 8:30 PM. Further, as compared to theiddorweg
and the American cases, the French case stands out on account of the redagi@qdyolportion

of the French population which consumes the evening meal at this time of day.|§iasldine
following work hours tempogram shows, in each of the three countries the end obthed™'m
workday (as well as the beginning and middle) takes place at a different hdwuigrbot
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occupational groups which tend to have fixed work hours and those with unspecified work hours:

Work Hours of Professionals/Managers versus Administrative Staff
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Labor Market, Employment, and Occupational Patterns in France, Norway, and the
United States

These divergences between France, Norway, and the United States pesigtaemes
to the basic contours of their employment and occupational patterns. First, althouiglokhey
almost identical with regard to the laborforce participation patterns of pegtfemales, the
group which presumably carried the heaviest responsibilities for chifdyaied household
maintenance (Goodin 2008, Gershuny 2000), they part company in relation to the laborforce
participation rates of three other major sociodemographic groups, namééyraig single
women, and partnered me. With respect to single men and single women, Nonaayositafor
its unusually low laborforce participation rate relative to France, andlarty the United
States. This divergence is evident from the following chart:
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Laborforce Participation Rates by Sociodemographic Group
Source: Medalia & Jacobs 2008: 145
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However, when we look exclusively at men and women in dual-earner couples, NosAay ha
far the highest employment rate of the three countries. Some 98.9% of all Norwegitesc
where at least one person is employed are dual-earner couples. This cateawéclipses the
rate of France (52%) and the United States (50.8%) and tops even the other Sizandina
countries (80% for Sweden) (see Medalia & Jacobs 2008: 149).

Just as they differ with regard to the participation rates of various so@gdsphic
groups within the general population, these three countries also differ witl teghe
sociodemographic composition of the laborforce. The laborforces in France, Nanwdaye
United States present distinctive profiles in terms of their employmegnssind gender
composition. As the following chart illustrates, while full-time men predotaimathe
laborforces of all three countries, a greater share of the French labasfooreposed of fulltime
men than the laborforces of either the United States or Norway. Norway distieg itself
from France and the United States on account of its large population of women working on a
part-time basis (defined as women who work an average of 37.5 hours per week or less):

Composition of Labor force by Employment Status and Gender (2005)
Sources: Bureau of Labor Statistics, 4th Survey of European Working Conditions
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Finally, the three countries diverge with regard to the occupational distniaftemployment
across the various sectors. The following chart shows the occupational dwtridfuti
employment in France, Norway, and the UK (unfortunately, | could not locate ratateefor

the US, so | used the UK as the best approximation).
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Occupational Distribution of Employment in France, Norway, UK
Source: Fourth European Working Conditions Survey
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What is immediately apparent from an inspection of the left-hand caedgsenior managers
and professionals) is that the UK ("standing in" for the US) has a very hagiveatumber of
senior managers relative to Norway. This preponderance of managers &latted in
comparisons between the official statistics from the US and Norwegiamguosets. According
to these figures, the "managerial gap" between the two countriesasmmificant: as recently
as 1998 the US laborforce had nearly twice the number of "managers” as the Biorwegi
laborforce (Birkelund & Sandnes 2003: 212).

Occupational and Educational Gender Segregation Patterns in the Thregountries

France, the US, and Norway can also be distinguished on the basis of the occupational
segregation of the laborforce by gender. Norwegian women are somewhaikeigraan
American women to be employed in highly "gender-biased” (i.e. female-dahjreccupations,
a product of what some analysts have called the unusually strong "gtardetyping"” of
workers in the avowedly gender-egalitarian Nordic countries (Melkasl&A1997: 200-207).
In Norway, as in other Nordic countries, employed women are concentrated ie-donahated
occupations to a higher degree than France or the US. This high level of gendetisedraga
consequences for the wage ratio between men and women. It is likely that ldarwemen
earn less than their French or American counterparts, if their earning®asered as a
proportion of their husbands' earnings (Goodin et al 2008} the same time, because of the
higher degrees of vertical occupational segregation by gender ireFaad@specially Norway,
as compared to the United States, proportionately fewer women occupy top nameagions
in private sector companies located in these two European countries than in the tatged S
(Dolado et al 2003).

This high rate of gender segregation in Norway extends into the highes-staupations
which employ people with tertiary education. The rather high rates of occupgbonker
segregation among the highly educated is at least partially the conseqlitmectarge size of
the public service sector and the large number of well-educated stateredhfdaretakers” such

*1 Unfortunately, Goodin only has data for Swederhism wage rate measure, but it stands to reasorthaa
Norwegian rate is close to the Swedish rate.
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as teachers, nurses, social workers, and the like (Birkelund & Petersen 2005: K&On8i&
Sandnes 2003: 211). Itis also likely that Norwegian women, more than their French or
American sisters, choose female-dominated fields as fields of whitéyattending institutions
of higher learning. Among Swedish women attending tertiary institutionsatinefrgender
segregation by field of study is very high, more than double that of France (Srdy@teanmetz
2008: 272). It is likely that the same pattern exists in Norway.

Elite Educational Regimes in the Three Countries

The function of selecting and channeling those individuals destined for manageérial a
professional positions, particularly managerial and professional positionteifiretis, is
performed by three distinctive educational systems in France, Norway, anditbeé States.
The differences between these educational systems are particulardahblgtiat the tertiary
level. First, the Norwegian system, as we would expect, is a relativelysrakd, decentralized,
and egalitarian system. In this country, students bound for managerial and professititas
in the business world can choose from three universities, one private (Bl in Oslo), atitethe
two public (NTNU in Trondheim & NHH in Bergen). None of these universities israetse
selective in their admissions policies. NHH, the most selective of the ttireels, admits
roughly 19% of its yearly applicants to the Business Economics program.

The French system is built along entirely different lines. First, therayshcompasses
two very different subsystems, one exclusively for the masses, and the othavelycfasan
elite comprising roughly 6% of the entire undergraduate student population (Hag&28)0:
Each of these two parallel systems is run by the state. Anyone baitcalauréatcan attend a
campus belonging to the regular system of universities but only a handful of afgpéioa
accepted into one of the Grande Ecoles, particularly the top tier of Grande Emwigrising
Ecole Polytechnique, Ecole Normale Supérieure, Ecole des Hautes Etude Ciales)end
Ecole Nationale d'Administration. Even the applicants to one of these augustimstihaive
already completed several years of rigorous preparation at the sgclmvah(Platt 1994).
Graduation from any one of these institutions assures one a bright future within thehogipre
of the French business world. The individuals who enter into the business world from one of
these institutions arrive already "consecrated” as a member of then@canobility (Bourdieu
1996 [1989]: 130-160). Indeed, specific positions within the French government areddserve
those alumni of Ecole Polytechnique or Ecole Nationale d'Administration who havetgrhdtia
the top of their classes.

The American system offers a contrast between both the French and the iNlorweg
systems, as it is extremely decentralized and encompasses a mix oapdipicvate institutions
of varying status and prestige. Because of its much larger scale, the@msrstem presents
top business students with numerous public and private tertiary institutions from which to
choose. While the top undergraduate and graduate programs in the United States are
significantly more selective in their admissions policies than the compamageams in
Norway, they are not nearly as selective as the French Grande Ectiesighl Harvard
Business School only accepts around 12% of its applicants in any given ydact# §em a
relatively heterogeneous pool of applicants; many of the people who apply to Hangard<3
School are not graduates of elite institutions. In the case of Ecole Poigiee, however, the
applicants who apply are already the products of three separate rounds of wi)ranli this
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represent a miniscule proportion of those who would have been eligible as appirciertan
American-style systent.

Employment-Parenthood Regimes in the Three Countries

Just as the countries differ with respect to the levels of occupational antiathlca
gender segregation evident in their educational systems and the labor miaelyedtsd present
their citizens with "welfare regimes" (Goodin et al 2008, Blossfeld & DkoP001, Esping-
Andersen 1999) structured around different government policies. These welfaresegeate
distinctive incentive environments and opportunity structures for the various sooigaghic
and occupational groups within the workforce. Norway is an example of an egalitenig@n s
democratic regime which treats social benefits as universakemtitits to be dispensed in equal
measure to every member of society, regardless of gender, employmes)t@taccupational
history (Goodin et al 2008). Corporatist France, however, approaches social benefits a
entitlements whose relative size reflects the recipient's emplatycontributions and
occupational history. The United States, one of the foremost examples of tHedigiena,
attempts to minimize rights-based social benefits for all benefigranyps, particularly for those
with a weak attachment to the labor market (Esping-Andersen 1999).

Living in societies with different welfare institutions, Norwegiarertah, and American
citizens face different opportunity and incentive structures with regard to wailtd, and
parenting. While the laissez-faire American regime is does not offamtimes for childbearing,
both the French and Norwegian regimes are "pro-natalist” in the sentigethatipply economic
incentives for women to have children (Goodin et al 2008: T94).

The two pro-natalist European regimes can be distinguished on other grounds.IThe dua
carer/dual-earner welfare state regime (Leira 2002) instituted wadydnas "de-familializing”
consequences (Blossfeld & Drobri001: 43) for all parenting men and women who participate
in the labor market. The Norwegian state's policies enhance the opportuniéesgpfoyed
women (and employed men) to raise children and work outside the home at the same time.
Through its relatively generous parental leave policies (44 weeks at 100%rcfgdary or 54
weeks at 80% of prior salary) and public provision of childcare services, the Narnvatgie
partially emancipates mothers of young children from the temporal and eicocmrstraints
accompanying childcare responsibilities. The Norwegian state haspgessively expanding
the number of subsidized day-care centeesrehagey during the period 1999-2007. The
public system could accommodate some 80% of children between the ages of 2-5 in 2005
(Ellinsgseeter 2006). In Norway, the state lessens the temporal and economis burtiee
class of citizen engaged in both working and caring activities. At the samebrause it

°2 personal communication with Marion Fourcade

%3 The work-family literature dealing with professamworkers in the United States has identified poskof strong
work-family strain among almost all professionatgrding women and among some "egalitarian" professi
parenting men (see Blair-Loy 2003, Cooper 2000,Hdohild 1997). At the same time, other "traditidnal
professional parenting men appear to escape the sty extending their workdays and handing oveepiing
duties to their female partners, even when thainpas would prefer that they come home earliexssist in
childcare duties (Blair-Loy & Jacobs 2003). Altlyh the work-parenting nexus has not been studied a
extensively in France, in Scandinavia it appeaasiths less culturally acceptable for the pamgiprofessional
man to withdraw from parenting duties because tten@inavian "gender regime" (Connell 1987) is ratli#ierent
than the American or the French gender regime.dlio,@ Scandinavian environment where "family-fdigt
policies and working time arrangements hold swadln@seeter & Leira 2006), middle-class men are eigeto
take part in childrearing activities, even if thians that they have to curtail the workday.
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organizes these benefits in a gender-neutral way, the state provides incentiadsefertd assist
their partners in childcare.

Compared to the Norwegian system, the French system is less "deliaimglia It does
not go quite as far as the Norwegian system in providing universal paid piaatabnd
making subsidized public childcare universally accessible. While parentalifeguaranteed in
France, it is not necessarily paid. Further, in 2002 only 15% of children under 3 yages of
were in the custody of French daycare facilitme¢he3. While an additional 29% of children
under age three were under the care of a paid childminder employed byehtheteemainder
received care which was entirely private (Fagnani & Letablier 2005: EBglly, the French
system upholds gendered norms regarding the male breadwinner more higictkie
Norwegian system, and does not offer guaranteed paternal leave for edfaithers’

The laissez-faire American regime leaves decisions about work, empiostatis, and
childcare primarily to the individual and the private market. With no public provision of
childcare services, it does not relieve the caring burdens of mothers in the/game either the
Norwegian or French regimes. Neither does it alter the incentive stréeting employed
parents who are juggling work and family responsibilities. It may havedidéidlizing"
effects, but only for those parents affluent enough to afford the "outsourcinghiof éand
caring activities to paid providers (Blossfeld & Drab80D01, Gershuny 2000).

Work Centrality and Gender Cultures

According to Hofstede's comparative work on gender cultures acrossittide tive
"tender" cultural environments of Norway and other Scandinavian countriedatieety
inhospitable to the "masculinist” live-to-work ethos, as compared with the ¢@hwieonments
in either France or the United States. In Norway, more so than United Statearsce] Both
women and men tend to favor a "work-to-live" ethic (Hofstede 2003, 1998). This supposition
finds some support in existing cross-national values surveys. A recent Exmebar survey
confirmed that, with the exception of the Dutch, Norwegians attach less anpeto a
successful career, and consider career success less central to &éyttmahl any other
European population (Mykkelvedt 2005). A pronounced gap between Norway and the United
States is also evident with respect to stances and attitudes towards witgkidglISSP
"values" study from 1989 revealed that a concern with securing high incomes andmippsrt
for advancement is more widespread in the U.S. than in Norway (Birkelund & S&t0i&s
Clark 1998). In Norway, as foreign observers have reported, managerial careers dgy tio¢ ca
same prestige which they have in other non-Scandinavian countries (Tixier 1996).

Stratification Cultures in the Three Countries

Just as the three social environments under study diverge when it comes to daily wor
rhythms, they also differ with respect to the prevailing stratifioatidtures. The French
professional lives and works in a post-aristocratic society preoccupiedaeith rank
(D'Iribarne 2006, 1989) whereas the American professional lives and works in an environment
which promotes a generalized competition for status and wealth open to individalhisoofal
backgrounds (Lamont 1992). The Norwegian professionals live and work in a relatively
solidaristic, egalitarian, and cohesive society which frowns upon most overt stapetiiom

>4 On the other hand, the French system does frelemoto join the workforce to a greater extent thst other
corporatist regimes (such as Germany).
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According to a survey study undertaken by cross-cultural psychologistsefians feel
uncomfortable with overt claims to socioeconomic status to a much greaterteatettieir
American counterparts (Kleiner and Okeke 1991: 514). It seems likely thditediteess
professionals in Norway do not differentiate themselves overtly from lessesonomically
successful members of society to the same extent as they might in othelesppatticularly a
country like France where rank counts for a lot or a country like the United &tates
achie\écsed wealth is the mark of an elevated moral standing (Sivesind 1997, Tixier 49@6t L
1992):

The high degree of vertical differentiation, "groupness," and publicly sanctioned
hierarchy which characterizes the French and especially theaRangieu has been noted by a
variety of observers, both French and non-French. Philippe D'lIribarne has gone so far to cal
modern France a modern-day “society of orders,” (D’lIribarne 2006, 1989, Crozier 1964)
obsessed by social rank. This "castelike" society, according to Digbpromotes an unusual
post-aristocratic stratification culture where individuals draw distnstbetween the "base" and
the "noble,"” and where status is codified in publicly communicated forms.

In his many studies of French culture and society, Bourdieu has describiglfiya rig
hierarchized and closed country with a number of homologous occupational fields ayie lifest
fields. In such a society, every field of activity is organized by theténdghotomy" of
dominated/subordinated (Fuchs 2007: 160). Moreover, in France, much more so that in
comparatively open countries like the United States or Norway, an elevaitonpal®ng one
dimension of stratification implies an elevated position along another dimension. THsis, one
elevated educational pedigree has to be "matched"” with a similarbtedesccupational
position. In this society, the graduates of schools such as Ecole Polytechniquehihose
occupy the apex of the educational stratification order, constitute a pubbclyecrated"” elite
identified as the leaders of the country's primary economic and politicaliilests (Bourdieu
1996 [1989]: 150-3). For this educational-occupational-social elite, living up to this gublicl
conferred status necessitates the investment of significant amounts ahtireeergy in
professional life. As Boltanski wrote in his classic studiesfcadresthecadreis defined in
France as someone "who does not count his work hours" (Cousins 2004, Boltanski 1987). More
recently, French sociologists have observed that the work hourscEdheshave long been a
publicly observable "vector of social demarcation” within the French corpocakgplace
(Baudelot & Gollac 2004, Delteil 2004, Lallement 2003: 72, Cousin 2004).

In Norwegian society, the prevailing stratification culture does notisarfaerarchies of
achievement or ascription to the extent that it does in most other European societibe
United States. Instead, it sublimates inequalities of wealth and accomgishna valorizes
equality as "sameness" (Gullestad 2001, 1992: 190-8). In this society, equaliteniima
condition and social status is presumed as a prerequisite for membership in the broader
community felleskap valued highly by many Norwegians (Lien et al 2001). In this social
environment of "conspicuous modesty," it is the avoidaf@dvious forms of social ostentation
and distinction which becomes an indispensable strategy in the arsenal of those who have

%5 This devalorization of careerism in Norwegian stgimay also be connected to the archetypally Soawign
"cult of modesty" which in goes by the namelahteloverin Norwegian. According to this Scandinavian crdtu
code, outward signs of success such as conspieusalth should be muted as much as possible. Chasimgard
success and trumpeting one's success to the outsitte becomes signs of pathological egoism rathan laudable
ambition (Daloz 2007, Kannoner & Okeke 1991). Thi#t of modesty is connected to the Scandinaviabraoe of
outward "sameness" as an important social cemadtirg together individuals belonging to a community
[felleskap (Gullestad 2001, 1992: 190-8, Lien et al 2001).
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achieved monetary or social status (Daloz 2007). As previous cross-natsaaathehas

shown, Norwegians are more apt than Americans to look askance at ambitiougmess in t
occupational domain as a morally suspect form of egoism rather than a laodaitd $elf-
betterment (Kleiner and Okeke 1991: 514). Moreover, in Norwegian society the development
one's professional career carries less weight as an ingredient gbdtklife” than it does in

other countries such as the United States (Frgnes & Brusdal 2000).

American professionals live and work in an environment with a stratificatitureul
macrocontext that differs from the French and the Norwegian stratficatiltures. Here the
members of the corporate elite live and work in a relatively nonstratdi@dtg without any
explicitly formalized public status order. As Weber noted at the turn of the 20thygehtur
United States is a nation where "status conventions" are "weak" retatitgopean societies
(Weber 1978: 960). And yet, American society is exceptionally unequal irdsetgar
socioeconomic status and all capable individuals are expected to take part irnzgehe
competition to achieve economic status (Mennell 2007: 250). This competition open to all
comers and its outcome is supposed to meritocratically reflect the effbskdls contestants
bring to the competition (Minch 1992: 151). Success in one's professional carelelyis hig
valued, particularly for those who have succeeded in landing managerial and pnallgssis
(Lamont 1992). In this stratification order, members of the business elite nogypeinjleged
access to jobs and wealth on account of their education or connections, but they do not occupy a
place in the publicly sanctioned social hierarchy in the same way as thsiafPpeers do
(particularly those who graduate from Ecole Polytechnique and other Grands)E&blthe
same time, insofar as it lacks a relatively robust sense of a community vemisbends
differences of wealth and status, the American stratification culttiezdirom the Norwegian
stratification culture and the French stratification culture.
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Appendix C
Research Strategy and Methods

This study is designed as a exploratory and generative multicase stsidych, it aims
to elaborate novel conceptualizations, analytic frames, and explanatory accorgthan to
verify or test prespecified conceptualizations and explanatory accounts definedatset of
the inquiry (Luker 2009). In order to generate these analytic frames, the sikey heavier
use of induction from observations than deduction from theoretical postulates, although it
necessarily moves back and forth from observations to theory-laden hypotheses and
generalizations (Alford 1998: 27-29). It poses relatively open-ended cespagstions and then
gathers the maximal amount of empirical evidence potentially relevants® dgoiestions. This
process of induction proceeds largely along the lines proposed by Glaser andistraiss
grounded theory manifestoes (Glaser 1978, Glaser & Strauss 1967). Followirigeragive"”
approach to induction, the study carries out repeated rounds of analysis and repeatedfr
conceptualization, bringing the theoretical constructs and the data intdasesratignment
(Luker 2009, Dey 1999, Alford 1998).

The cases which this dissertation examines belong to different categuripsréorm
different analytical functions in the research process. The units of obsamwéiich serve as the
study's observational cases, the individual men and women included in the three groups of
respondents, are treated as empirically "real" units (Ragin 1992). Thpsealy real units,
however, are also analyzed as loci for generic social processes whictosstthese cases
(Ragin 1992: 8). Each of these empirical real cases also belongs to a collectpiricbé
cases, a group or subgroup of individuals all of which have been "cased" (Small 2009:25). Thi
empirically cased group or subgroup can also be viewed as a "constructecreatas! in the
course of the research process. In this sense, the empirical cases d@mubedwnder a
theoretical conceptualization. For example, in the chapter dealing wittntipeital zoning of
the weekday evening we meet the collection of French respondents who confortictdepar
conventions applying to late-hours work. The behavior of this collection of French reggond
with regard to the evening hours constitutes a "case" of temporal zoninggw atitiated by
status group norms and expectations, as well as a collection of empirisal unit

Respondent Matching and Selection

If each individual member of the national groups constitutes an observationdhease
the only way to make any valid inferences about the effects of societal ca@extppendix C)
is to try to matchihe observational cases (i.e. the individuals) across national contexts to the
fullest extent possible. This matching process lies at the heart ofubeistd or controlled
approach to cross-national research involving individuals as the units of campnc
countries as the contextual cases (Sivesind 1997, Lamont 1992).

With respect to matching strategies, several options present themseltresr In
comparison of the domestic and work-related "careers" of British and Norweegia and
women, for example, Crompton and Birkelund employ an individual-level "biographical”
matching strategy to find out how the differing sociocultural and institutionélaments in
the UK and Norway shape the work trajectories and family trajestofieomparable
individuals (Crompton & Birkelund 2000). This biographical matching strategy takes
individuals' sociodemographic attributes, especially age and gender, and ctiresstisito
matching parameters (Smelser 1973). Further strengtheninglttiglual-levelcomparability
between their two groups of male and female bank managers, they also ensure that the
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Norwegian and British respondents have done similar types of work for simémyars, in

this case large retail banks (Crompton & Birkelund 2000: 334-6). By matchingwoesets of
respondents biographically and in terms of their employment context, thegesua producing

the kinds of individual-level matches between individual members of the groups which enable
them to chart the career and family trajectories of like individuals. This chaildevel

matching strategy makes it possible for them to arrive at a number of irden@garding the
consequences of societal context for the individual-level trajectories oféspwndents in the
realms of work and family life®

In her landmark study of social boundary-drawing practices in the Urtees&nd
France among both upper-middle class and working class men (Lamont 2000, 1992),
Michéle Lamont exploits a looser type of group-level matching strat8giecting her French
and American respondents from two distinct urban areas within each countfyn@nepole”
and one second-tier city), she winds up with two groups of conationals matched only on their
gender and their general class status (Lamont 1992). If we brealetteh lgroup down by
every pertinent individual-level attribute (i.e. occupation, educational creldem@zome, etc.),
we see immediately that not every member of the two groups has an exattri'tie other
group (Lamont 1992: 154-5). While each of her two groups contains at least one computer
specialist, the French computer specialist does not have an exact Ama&nicahthe same age,
family status, and social background, for example. But this relativelg lomgial matching
strategy turns the individual-level heterogeneity of each group into a strergthud® of the
variety of occupations and occupational fields represented in both her Americanraid Fre
groups, Lamont can claim that the differences she finds between the Amaxcareach
cultural repertoires are not specific to particular occupational groupsebdiffased throughout
the upper-middle class populations in both countfi@$us, this strategy exploits the
occupational heterogeneity of each group to identify genuinely cross-nationgjedives
between the groups on "cultural” dimensions of comparison.

Because this dissertation focuses on cross-national variation betwegndiffdsked
group-level phenomena such as cultural repertoires and biographically speeifmmena such
as family trajectories, it combines these two matching strategietheAsudy examines the first
kind of cross-national divergences it was necessary to assemble conational grtminesinm a
loose sense. However, in order to analyze the biographically specific dimeofstmmsparison,
the study replicates the biographical matching strategy used to suchbgfté@mpton and
Birkelund.

%% |n their study of British, American, and Hong Kobanking managers working in offices of the sanubal
company, Wharton and Blair-Loy they employ a péartiatching strategy which allows them to stage &iteal
pairwise comparisons between individuals throughistical techniques which replicate qualitativetchang.
These techniques allow them to divvy up the thede af managers are into smaller subsets corresmptaltheir
gender and family status, thereby controlling ferste sociodemographic attributes. They employ @ mo
straightforward matching strategy in terms of tegpondents' employment contexts, however. Eamlpgof
employees works for different branches of a sitiglasnational bank with a relatively uniform corgiar culture
(Wharton & Blair-Loy 2002).

>’ |t should be noted, however, that Lamont is alsie £ make cross-national comparisons between iareand
Frenchsubgroupsvho are matched on individual-level attributeshsas social backgrounds and occupations. Her
group-oriented matching strategy stages group-lewelparisons first, and then takes advantage dhthenal
heterogeneity of the two national groups in ordestagesubgroup-level comparisondlere she compares and
contrasts more closely matched American and Frezggiondents sharing the same kinds of social baakgs and
other individual-level attributes (see Lamont 1988p. 6).
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These two matching strategies are evident in the composition of the final ragponde
groups. While the members of each conational group have all attended eliiéonstiof
higher education, have all landed jobs with well-regarded employers in the fdarspatbr, have
all earned high salaries, have all amassed between a minimum of fiveraxthaum of
eighteen years of work experience, and have all attained an elevated@ummiecstatus, they
nevertheless differ among themselves with regard to their occupateldal fEach national set
of respondents is comprised of managers and professionals drawn from five different
occupational fields: engineering management, software design, corgovatevestment
banking, and management consulting. The groups also exhibit some internaldmettyogith
regard to sociodemographic profiles. Each group has a mix of people in their syimties,
and forties, as well as similar gender ratios (approximately 3:1 in favoery. Il partner and
family statuses are represented in each of the three groups (with thgaxoéthe single
parent).

Within each set of conationals, however, is a smaller subset of respondents whiokare m
more closely matched across countries than the members of these largilhgetthese subsets
of conationals are not matched on every sociodemographic dimension of interest, a$ethey di
in their ages and their family statuses, they are all male and all betwesgethef 26 and 36.
Most importantly, the fifteen members each subset have all spent a mininfiouon péars
working as post-MBA/MA management consultants for one particular BigeTrhesmagement
consultancy, a global company with an extremely standardized and uniform c®qdtate
across its American and European branch offices. Because of their tetngrérat, the
members of these subsets can be said to have experienced nearly identicaltmgahiz
cultures, and endured nearly identical pressures and demands on their time apd.energi
However, it is critical to note that, while the members of these subsets ya@osaly matched
with their "twins" in the other subsets in terms of their educations, their damgddields, and
their context of employment, they do diverge from these twins in terms of theicguaulting
trajectories and, most importantly, their partnership status and fanpdgttaes.

These various groups were assembled with the aid of sa@véedlrecruitment strategies
The first procedure relied on elite educational institutions and employdrs pamary
recruitment channels. This recruitment strategy was used to recrunvésement bankers,
accounting professionals, and management consultants for the general getgiohals. In
order to identify promising interview candidates from these occupational giagigited the
assistance of alumni relations departments at top graduate MBA prograac icoeintry in
order to obtain the names and contact information of their alumni who had gone to eemloym
at one of the major management consultancies or investment banking houses. These MBA
programs insisted on maximum confidentiality. An MBA graduate who had worked éer thr
years or more at any of these firms was eligible for selection. Ebrpedential respondent, |
located the prospective respondents’ current employer so that | could comteabthé the
study. Once potential respondents had been located, they were initially contaetedillbgnd
then by phone. Of the prospective interviewees that | contacted in this maitirmrt a handful
declined to participate in the project, yielding a very high cooperation ratedquattiof the
recruitment process. However, even when a particular person had agreed foapaitidihe
project, it was not uncommon for it to take several months to actually schedulersiemidue
to respondents’ long work hours and intense work schetfules.

%8 In the most extreme case, it took eighteen matatisshedule the interview given the respondentisduale.
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The subgroups of corporate attorneys, engineering managers, and softwimgeteve
each country were generated through a different initial recruitmaegyrcentered around
employers. This employer-based recruitment strategy was also ussemabée the fully-
matched subsets of management consultants described previously. In order spbndeats
through this recruitment channel, | first assembled lists of betwespgutive employing
organizations with large offices in each of the three target citiesnldbntacted gatekeeping
individuals at these employing organizations, typically HR personnel who ddathe public.
These gatekeeping personnel put me in touch with professional employegshitiselection
criteria. Only three gatekeeping personnel at the different comganiesn the United States
and two in France) refused my solicitations; the others cooperated fully and putomeact
with their employees. Just as with the previous recruitment strategy, alhamidful of
prospective respondents agreed to an interview. Again, all individuals and compeimnesssti
that | keep their names and identities to myself at all stages ofstmsreh process.

In order to round out the conational sets, | turned to a third recruitment procedure:
snowball sampling. This procedure was used to recruit yet another wave of respémdeath
of the conational groups. While not an ideal procedure for finding respondents framstizaita
perspective (Small 2009: 25, Weiss 1994: 29), snowball sampling has many virtues from a
practical standpoint, not least of which is the usefulness of having a known and trustedgrouchi
figure "pitch" the project to prospective respondents. As many resealehe learned, the
person doing the referring is in a better position to dispel any doubts or concernshehich t
snowball respondent harbors about the study than the researcher himself or\WeisslfL994:
34).

As this indicates, virtually all of the potential respondents contacted throsghetiod
accepted my invitation as | had already been "vetted" by someone in thaimstaiork. It
should be noted that a similar dynamic may have worked to my advantage in all three
recruitment strategies. | surmise that the high level of acceptance@peration was due to the
fact that | had been "vetted" in each case by a respected gatelegeipelividual who vouched
for me, an HR department that screened me, and an elite institution's stgpgppeba

Finally, given the success of these strategies, | would have interview@auicipant
who accepted my invitation stemming from all three recruitment methods. Howeweith any
research, | did not have unlimited time and resources to remain indefinitelyfieldh&rgo,
once | had interviewed fifty respondents in any national pool, | stopped issuing newansitat
Yet, as indicated previously, the time lag between an invitation being at@utean interview
date being scheduled could be of several months duration. Thus, even after redaghing fif
respondents, | continued interviewing any respondent who had accepted my invitation
previously. For this reason, | exceeded my target threshold of fifty respermmbzntational case.
In sum, the final sample of over one hundred and fifty respondents comprises fétyeast
respondents from each of the three countries.

Data-Gathering Procedures: Semi-Structured Conversational Irgrviews

The bulk of the data gathered for this study was obtained between 2003 and 2007 through
a series of semi-structured conversational face-to-face intervienedcaut in Oslo, Paris, and
San Francisco. All of the interviews were done at a time and location chosen égpibredent.
Two of the San Francisco respondents elected to do the interview in my home, and
approximately 20% of the respondents in each country preferred to hold the intervibeis i
offices during business hours. The majority of the interviews in each locale, mpteekeplace
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in public venues such as restaurants, cafes, and pubs. Interviews wereypdomahilcted
during lunch, the evening, or on the weekend. Each interview lasted between 60 and 90 minutes.

| conducted all of the interviews in Oslo and San Francisco by myselfrignifitarviews
were carried out by myself and a French-speaking colleague in resataheeEcole Normale
Supérieure who acted as a translator and interpreter. With respect tehiews carried out in
Oslo with the Norwegian interviewees, the majority of interviews were dohorwegian once
| had acquired sufficient mastery of the language. While it took consideralolents of time
and energy to gain sufficient proficiency in spoken Norwegian, it was wethwhe effort, as it
enhanced the quality of the intervieWsAlthough many of my Norwegian and French
respondents spoke fluent English, | preferred to do the interviews in their native tongue
capture the richest possible data.. Further, several of the French and dasxegnplimented
my efforts as they interpreted it as a sign of my seriousness and commitnespietct their
cultures and languages. Immediately after conducting each intervieotd wp a brief memo
listing my initial thoughts about those aspects of interview material rdlévahe study.
However, special care was also taken to record each interview for subsegbative
transcription.

The semi-structured interviews themselves served two distinct analyposes. First,
they gave me access to the respondents’ recollections of events, decisions, asespgooss
on at the time of the interview and during the past which preceded the interviewl as thelr
interpretations of these first-person phenomena. As other analysts have notedivgual
interviews work well as a means of securing retrospective narratives abotaltteady-
experienced" lives, as well as prospective expectations and aspiratianlsngetfzeir futures
(Gerson 2010: 233, Orrange 2007, Weiss 1994). The interviews succeeded in giving me a good
sense of the events and decisions which had shaped the respondents' life histories iaitise dom
of education, work, leisure, and family life (Elder Jr. & Giele 2009) and, indire¢b# ways in
which these experiential domains connected with macrosocial structureg.pibvided for
material which enabled me to bridge the gaps between positionalitie®-stauctures,
institutional logics, and interior worlds (Maynes et al 2008: 16, 41).

The interviews also served as ways of probing the cultural worlds of the resppndents
attempts to elicit the more or less well-articulated ritual vocabslane codes which
individuals use to render their experiences of working life and private ldémimgful and
socially acceptable (Rubin & Rubin 1995). In probing the "sociocultural framewdlest-(
Loy 2003: 195) which the respondents used to frame these experiences, the interveews wer
designed to unearth the body of cultural resources (Swidler 2001) which the resp@nelesnt
into service when they are asked to make retrospective and prospective skase of t
engagements with working life, with their careers, with leisure, and withyfdéifei By tapping
into this reservoir of cultural resources, the interviews expose to view the staclpts,s
accounts, and narratives which the individuals have at their disposal by virtue ekffesure
to a distinctive cultural environment (Lamont 2000, 1992).

In terms of the substantive themes surfacing in the interviews, they tendeast¢o into
the following five categories:

1. biographical patterns. What do the respondents have in common in terms of

their work careers and private life "careers” (Becker 1992), both in termsiof t

objective profiles and their subjective experiences?

9| owe a debt of gratitude to the FLAS programftording a year of Norwegian language training, a# as the
American-Scandinavian Foundation which provided Imeicthe support for my fieldwork in Oslo.
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2. life resources patterns How do the respondents allocate their own personal
resources such as time, energy, and attention to working life and private life
(leisure, socializing, family life)?

3.identity-self patterns: How do the respondents represent their identities

"typify" (Hewlett 1989) their selves in relation to other selves, and whahare t

"operational” (Glaser 1978: 76) constructions of the self which come into play at

working life and private life?

4. life context patterns How do the respondents experience their engagements

with educational institutions, work institutions, and the social networks whikh ma

up their private lives? How do they experience marriage and family life?

5. adaptational and goal-seeking patternsHow do the respondents formulate and

pursue their general goals, aspirations, and strategies, both with tespedting

life and private life?

6.interpersonal relations patterns What kinds of interactions do the respondents

have with other people in their work lives and private lives? What kind of

relationships do they have with their colleagues, peers, friends, re)atiae family

members (spouses, children, friends)?
While the interviews were structured in a loose and flexible manner consigierie
methodological tenets of qualitative research, they did contain some set quekidnwaere
posed in the same form to every respondent. This rigidity was necessitatectoyljfe
explicitly comparative approach. Further, many of the questions posed to the respaimciedts
at eliciting "generalized accounts” (Weiss 1994: 73) of such experienogsragrk, moments
of extreme satisfaction and dissatisfaction at work and outside work, episodeswatiere
commitments came into conflict with private obligations, and so forth. Finallyubedhe
interviews were intended to capture the interpretative frameworks relatregpondents'
experiences of working life and private life, they incorporated a variety ofepeed,
hypothetical, vignette-based and third-person questions designed to elicit respgshemts
orientations and "policies" towards these domains (Swidler 2001: 105, 220). In particular
several questions tapped the respondents' perceptions of what a normal and deskalge w
life (and private life) entailed and, correlatively, what an intolerable, uradiésj and
unacceptable working life and private life entailed. Many of these cujueaitions focused
specifically on the respondents’ immediate motivations for working hardimjoihe and
dedicating themselves to their careers (see Chapter 2). These quest®isrmulated in both
more and less open-ended forms, such as "What makes hard work worthwhile" and "What
motivates you to work hard?" These questions were tailored to elicit botbrfliest motivation
scripts adducing specific motivations (e.g. career success) and sedendaipts or glosses
offering interpretations and specifications of these factors and thewanotial roles.

For those particular respondents who constitute the subset of individually-matched
management consultants (see the preceding section), these semi-stinttuveews were
supplemented with life calendars useful in the gathering of factual infamatincerning life
histories (Elder Jr. & Giele 2009). The completed life calendars faeitih@ mapping of
work/career and family trajectories of the three groups of matched @oalatalong a multitude
of dimensions, including work hours, vacation patterns, promotions and job changes, partnership
events, and parenting events. Some of the findings from these life calendars have been
incorporated into the analysis presented in the two chapters contrastingykhend nonwork
lives of the matched male consultants.
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Analytic Procedures: Analysis of Interview Material

The corpus of data collected through the interviews and life calendars waseslityext
iterative process of empirical-theoretical coding. This "rolling” preedlswed for a repeated
tacking back and forth between the empirical and theoretical tracks of ar(@ljsrd 1998).
Through multiple rounds of data coding and analysis, | slowly maneuvered the dataaodtthe
analytically useful and applicable "theory frames" (Rueschemeyer 200@)aser and closer
alignment with each other. More concretely, | took the behaviors, orientations, déscours
perceptions, goals, and interactions making up the actual data and put them in dvitlogue
variety of conceptualizations and abstractions. While most of these concepitbradizvere
informed by theory frames plucked opportunistically from the symbolic interagtioni
Bourdieuan, rational choice, and other theoretical traditions within the sociolbgidabthers
were devisedle novadfor the occasion.

Because the point of the study was to elucidate and explain contrasts aadt&Emil
between the three groups of respondents partially matched on individual-levelediribat
coding process had to make use of both theme-codes and variable-codes (Sivesind 19@9). As
bread and butter of qualitative analysis, theme-codes were central to the catimdpctl
dimensions of comparisdfi. They were indispensable in the coding of interview material dealing
with dimensions of comparison such as hard work scripts, work hours routines, orientations
towards long-hours work and business travel, experiences of negative or positivekdexbac
significant others regarding working life, stances towards unstructurecel¢isg, balancing
working commitments and family obligations. Theme-codes made it possible taucbns
analytic frameswvhich would structure the formulation of hypotheses relating to these focal
dimensions of interest. By contrast, variable-oriented codes served a magd fumittion in
the coding operations. These codes only came into play in the coding operatioms te e
respondent’'s background characteristics, characteristics such as sogigdme attributes,
occupational fields, employment contexts and the like (Sivesind 1999: 365-7).

The mechanics of the coding process were simple and straightforward, buineery ti
consumind® The process began with the formulation of some general problematics which could
give direction to my initial attempts to classify and categorize the phamoomder study in
ways that would permit meaningful comparisons across the individual-level (s@geStrauss &
Corbin 1998). For example, the coding which | carried out in order to lay the groundwork for
the chapter dealing with the evening hours began with some basic descodthg af the
respondents’ practices and orientations vis-a-vis the weekday evenings. efjusabsounds of
classificatory coding, | grouped these practices and orientations ingeid" distinguished by
clearly defined properties and boundaries (see Strauss & Corbin 1998: Chp. 8). In the next
rounds of coding, | took these clusters of routines, practices, and orientationsteanttexbfom
them essential properties which could provide a toehold for a useful theory-franexaple,
when re-coding the interview material from the respondents who habitually worgeattathe

% Sivesind (Sivesind 1999) defines theme-codes descattached to “text-bits with a more or lessraleevance
for a certain theme" He goes on to write that themdes may signify multidimensional variation dnerefore
lack the structure of a variable-code.

®1| did manage to speed up the process, howevarsing a qualitative data analysis program (MaxQD#his

program enabled me to integrate all of the intevuieaterial into one body of text and rapidly divigie this corpus
of text in whatever ways were most useful for tagacanalysis.
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evening, | noticed that their orientations came in two "flavors." The fagoflof orientation was
an orientation organized around the principle of heeding only the signals givea'dy on
workplace social environment and one's significant others outside this environrhent. T
orientation was characteristically American. The second flavor of cti@mt@xemplified by the
French respondents, was organized around the principle of behaving in line with expectat
attached to status group affiliation. A similar bifurcation in orientationé et appeared when
| analyzed the interview material from respondents who often left the offettevely early.
With respect to these instances of evening orientations, the same pattegndhgtexclusively
to the signals given by one's workplace environment turned up among the Amespandents.
These American early leavers also attended to the signals of their wetkgtaept that their
workplaces gave them the license to quit early. Again, however, many of those pdralerds
who habitually left their offices at 5:00 PM or before did so because they fek pavaand
parcel of a "normal” daily round. This flavor of early departure was visibting the
Norwegian respondents who felt that, in leaving the office before 5:00 PM, theyaetarg in a
"responsible” manner befitting someone who had or would have familial respaoiesibilit
requiring them to be at home at a "reasonable” hour.

In the final round of theoretically-driven coding associated with this pratien
started to re-coded the same interview material by applying partibetanytframes borrowed
from the symbolic interactionist work of Eviatar Zeruvabel and Christena iigpg. Using
these theory frames, | was able to reconceptualize these clustaentdtamns as instances of
two different processes, temporal benchmarking and temporal zoning, through whidfuiggivi
constitute their engagement with particularly blocks of time. Once thesterd of orientations
had been rendered in these "theory-laden" terms, it was a comparativelgtem#d arrive at
theoretically informed explanations of their country-specificity.
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Appendix D
Comparative Approaches in Cross-National Research

This study uses the comparative approach heuristically to shed light on patterns
similarity and dissimilarity between behaviors and orientations of adotorg and working in
three different macrosocial environments. The study is designed priasalgiscovery-
oriented inquiry rather than an explanatory effort directed at finding teeetents of cross-
societal differences (or similarities) in predefined outcomes (Ragin 198Wever, the study
does venture a number of explanatory claims dealing with such cross-societahdds in
temporal zoning practices, hard work talk, and life trajectories. Insoflamages explanatory
claims about the sources of cross-societal differences in these domains, grapple with
some thorny logical complexities which afflict explanatory comparativdiess of this kind.

Let's say for the sake of argument that we are designing a study whismatahed
individuals' career trajectories as its fodamhensions of comparison and individuals as the
relevant unit of comparison. These units of comparison can only be studied as embedded units
as they almost certainly live out their lives as members of families, cortas, organizations,
occupational groups, and so forth. But these embedding structures and contidveiaetves
folded into higher-order social structures such as sectors and instituéalmasy subsocietal
structures which form the backbone of society (Smelser 1997). Only at the topvebst lthis
ladder do we find the societal "systems" typically designated by the rdro@screte countries
(e.g. France) (Przeworski & Teune 1970: 30-7).

Given the presence of these intervening layers of social structure behgait of
comparison and the societal level of social organization, it is important to consigestilgility
that any observed differences between the dimensions of comparison attached to isdividual
originate in the differences between the local life context factors riatkiee more "remote”
(Lamont 1992) societal systems enfolding these social structures. To put thidiglotiyt s
differently, if we want to cast the intersocietal differences or &takeffects" (Maurice & Sorge
2000) as the solitargxplanandumit is necessary to exclude the possibility of causal
contributions on the part of these lower-level social structures which condiguteal
environment shaping individual's immediate life contexts. But this feanissalimpossible in
practice, because we would need to actually hold all of these life contexsfachstant across
societies. In order to be sure that intersocietal differences werelpinigsg we would need to
match every individual in our two groups of individuals with regard to every possible lilextont
factor, including their family backgrounds, same educational paths, frignastworks,
residential communities, employers, and so on (see Crompton & Birkelund 2000: 336). While
nothing prohibits such a complete pairwise matching in terms of life conttat$an principle,
in practice it proves very difficult to find empirical candidates. Even CromptdrBakelund,
the researchers who pursue this logic the furthest, only match theshButd Norwegian
respondents on their postgraduate training and their context of employment, leahititesu
context factors as their families of origin to vary.

If, however, we cannot hold all of the life context factors constant across te@koc
cases, by far the likeliest scenario for this kind of comparative casg #tad we have to settle
for a less ambitious implicit causal model. We are forced in this situationrtguish our aim
of looking at intersocietal variation as the only possible factor responsibleefobserved
variation in individual-level dimensions of comparison. We have to embrace a kind of causal
agnosticism as to trexplananda’sevel of social organization (Przeworski & Teune 1970: 26)
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and admit the possibility that the different life context factors affgdatie sets of individuals are
responsible for the observed individual-level differences.

As this dissertation is not in a position to hold such differences in life conteatsa
constant across the societal environments, it must adopt this agnostic steaizeottsay for
certain that intersocietal differences alone account for the obserieedes in the individual-
level dimensions of comparison. But this agnosticism need to be a liability in amaggp)
"discovery-oriented" (Luker 2009) study of this kind. The objective of this study is soigle
out one particular kind of determinant - either an intersocietal differenobsacetal
difference, or a difference in life context factors - as the sole Ickasar responsible for the
observed differences in individual-level and group-level dimensions of variatidherRife
point is to discover the range of possible factors at all these levels of socraratiga. For
example, in the chapter dealing with counterpressures to work devotion among thegiBiorwe
respondents as compared to their American and French peers, the life cambes{(far
example, differences in social ties between the Norwegian, Ameriaranch respondents),
share the stage with subsocietal factors (the institutional regimes ohih@yenent systems in
the three countries), and intersocietal factors (macrocultural differbete@sen the three
countries relevant to the weight accorded work versus leisure and fdsjily li

Moreover, the attempt to single out societal and intersocietal differaadke ultimate
causal factors responsible for differences in dimensions of comparison assacdthtlower-
level social phenomena and entities can easily founder upon the rock of incommengurabili
(Steinmetz 2004) and the need fdedium comparationisthe infamous "third of comparison”
which rescues the two cases from this incommensurability (Sgrensen 2008: 312).

The puzzle of incommensurability and teetium comparationisirises with particular
force in case-based comparisons whereekpanandas predefined as a societal-level factor.
In such a situation, thexplanandahas a double existence as a commensurable entity (a societal
pattern comparable to other patterns) and an incommensurable entity fla spéon with a
particular and singular history) (see Maurice & Sorge 2000: 30). Thus, the"Enditize" can
be conceptualized in a societal sense, as a "type of society" with paneiul@s on
transsocietal dimensions of variation such as levels of homogamy. But it can also be
conceptualized in an incomparable sense, as a concrete country with a sirstoriaranid a
singular constellation of subsocietal institutions.

It is easy for comparative case-oriented research to vacillatedretivese two
alternative conceptualizations of teeplanandaThis tendency is particularly visible in
Lamont's comparative work on French and American boundary-drawing categorits. Whi
Lamont frames her project as inherently hostile to the notion of "incommensunabta’-
specific characteristics (Lamont 1992: 2), she ends up incorporating thglerioici
incommensurability into her actual causal model anyway. When she explainfgrendes she
observes in the boundary-marking talk of her American and French respondents, Lamont
oscillates between the conceptualization of societies as bundles of tratedsd@racteristics
and as singular and incommensurable entities. This ambivalence comes to tiesfoshe
discusses the macrocultural traditions which have percolated through Fnen&marican
society and molded individuals' cultural repertoires in the two countries. When Leaitesrthe
French humanist tradition as the source of her French respondents’ aversion to anoney, f
example, she seems to be arguing that there is something specificallytandaply French
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about this stance (Lamont 1992: 13729And yet, she also proffers potential antecedents which
can only be described as aspects of France, conceived as a bundle of niotiisakt
transsocietal characteristics. For example, she mentions the giegttee of job turnover and
class mobility within the American employment system as contrastedhe French

employment system as a difference which makes socioeconomic statu®soo@t as a

marker of personal worth in the United States than in France. If this traastabpooperty - the
degree of job turnover - is really responsible for this cultural difference thieeantecedents of
this difference do not lie in a phenomenon which could be considered singularly French. On the
contrary,any countrywith the same rates of turnover and class mobility would present an
equally hospitable environment for the diffusion of this kind of status criterion among uppe
middle class men. In Lamont's study, then, the macrocuiypdhnandaare conceived in a
singular way (as specifically "French" or specifically "Amarit) while the macrostructural
explanandaare conceived as intrinsically specific to the country, as a historigaithye cultural
constellation.

For a variety of reasons, | do not try to resolve this tension between paiingland
universalizing comparisons in this dissertafidRather, | take the "easy way out" by following
Lamont and making use of both macrostructasgdlanandaconceptualized in a universalist
manner and macroculturekplanandaconceptualized in a more particularist manner. While this
strategy may not be perfectly satisfactory from a logical standpointpitiafthe greatest
explanatory leverage over the empirical issues under investigation.

%270 give an example relevant to this dissertatidihough the Grande Ecole system may resemble tonah
systems in other countries (i.e. Japan) in padicigspects, it is in many respects unique to Frahlus, if we find
differences in the career trajectories of elitenEreworkers and elite workers from other countnes,cannot rule
out the possibility that these differences stermftbeir exposure to the uniquely French Grande &sgstem rather
than the "Frenchness" which they bring to theiregignces as students. We cannot exclude the fliiggint
Germans, for example, would experience the GramdéeEsystem in a different way if they were expotei.
Sorting out these two types of causal factors dioubwever, require some type of experimental @sgu
experimental research design (see Goldthorpe 2000. 7).

% It is obvious that, on a purely logical level,stboth-and" comparative strategy is not entiralys$actory. After
all, it fails to resolve the tension between thartjgularist" mode (Friedberg 2000) of cross-naglacomparison
which favors the analysis of societally specifiepbmena and the universalistic mode which commatesir
phenomena of interest such that no societal sp#gifs preserved. The most logically satisfactsojution, as
Friedberg advises, is to shift the level of analysiahigher plane of abstractio(Friedberg 2000: 63). At this
higher plane, one could map the different confijars of transsocietal phenomena, grouping themspecifically
national "articulations.” While this solution salsngood in principle, it is entirely unclear howvibuld work in
practice, particularly with regard to macrocultyshenomena and features, since macrocultural Eaane
nowhere to be found in their analyses. After ait only kinds of features which the proponentsef'societal
effects" approach to cross-national
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