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The social institution that introduces us to society is the family. Because it
is within the family that we learn our basic orientations to social life, the
family is considered to be the basic building block of society. Within this
great socializer, we learn our language, basic norms of behavior and
etiquette, even highly refined norms that are difficult to put into words, such
as how much self-centeredness we are allowed to display in our interactions.
Our family also introduces us to its ways of viewing gender, race, social
class, religion, people with disabilities, the elderly—even our own body.
With such far-reaching implications for what we become in life, it is diffi-
cult to overstate the influence of the family.

Like our other social institutions, U.S. families are changing. They have
become smaller, they have more disposable income, parental authority has
decreased, people are marrying later, wives have more power, and divorce
has made families fragile. (Some sociologists point out that because parents
used to die at a much earlier age, today’s children have about the same
chance as children of two hundred years ago of living through childhood with
both their biological parents. Either way, marriage is fragile.) Sociologists
have uncovered another change that is affecting family life, one that has just
begun to appear. As factory work has declined in importance in our society
and vast numbers of women have become white-collar workers, more empha-
sis is being placed on social relationships at work. This has made work more
pleasant and satisfying. At the same time, children seem to be placing greater
demands on parents. One result, as Hochschild found in her study of a
company she calls Amerco, is a reversal of conditions: Many parents are
finding work to be a refuge from home, rather than the family being a refuge
from work.

Reprinted from The Time Bind: When Work Becomes Home and Home Becomes Work (1997), by
permission of Henry Holt & Company.
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It’s 7:40 A.M. when Cassie Bell, 4, arrives at the Spotted Deer Child-Care
Center, her hair half-combed, a blanket in one hand, a fudge bar in the

other. “I’m late,” her mother, Gwen, a sturdy young woman whose short-
cropped hair frames a pleasant face, explains to the child-care worker in
charge. “Cassie wanted the fudge bar so bad, I gave it to her,” she adds
apologetically.

“Please, can’t you take me with you?” Cassie pleads.
“You know I can’t take you to work,” Gwen replies in a tone that

suggests that she has been expecting this request. Cassie’s shoulders droop.
But she has struck a hard bargain—the morning fudge bar—aware of her
mother’s anxiety about the long day that lies ahead at the center. As Gwen
explains later, she continually feels that she owes Cassie more time than she
gives her—she has a “time debt.”

Arriving at her office just before 8, Gwen finds on her desk a cup of
coffee in her personal mug, milk no sugar (exactly as she likes it), prepared
by a co-worker who managed to get in ahead of her. As the assistant to the
head of public relations at a company I will call Amerco, Gwen has to handle
responses to any reports that may appear about the company in the press—
a challenging job, but one that gives her satisfaction. As she prepares for her
first meeting of the day, she misses her daughter, but she also feels relief;
there’s a lot to get done at Amerco.

Gwen used to work a straight eight-hour day. But over the last three
years, her workday has gradually stretched to eight and a half or nine hours,
not counting the e-mail messages and faxes she answers from home. She
complains about her hours to her co-workers and listens to their
complaints—but she loves her job. Gwen picks up Cassie at 5:45 and gives
her a long, affectionate hug.

At home, Gwen’s husband, John, a computer programmer, plays with
their daughter while Gwen prepares dinner. To protect the dinner “hour”—
8:00–8:30—Gwen checks that the phone machine is on, hears the phone
ring during dinner but resists the urge to answer. After Cassie’s bath, Gwen
and Cassie have “quality time,” or “Q.T.,” as John affectionately calls it. Half
an hour later, at 9:30, Gwen tucks Cassie into bed.

There are, in a sense, two Bell households: the rushed family they actu-
ally are and the relaxed family they imagine they might be if only they had
time. Gwen and John complain that they are in a time bind. What they say
they want seems so modest—time to throw a ball, to read to Cassie, to
witness the small dramas of her development, not to speak of having a little
fun and romance themselves. Yet even these modest wishes seem strangely
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out of reach. Before going to bed, Gwen has to e-mail messages to her
colleagues in preparation for the next day’s meeting; John goes to bed early,
exhausted—he’s out the door by 7 every morning.

Nationwide, many working parents are in the same boat. More mothers
of small children than ever now work outside the home. American men
average 48.8 hours of work a week, and women 41.7 hours, including over-
time and commuting. All in all, more women are on the economic train, and
for many—men and women alike—that train is going faster.

But Amerco has “family-friendly” policies. If your division head and
supervisor agree, you can work part time, share a job with another worker,
work some hours at home, take parental leave or use “flex time.” But hardly
anyone uses these policies. In seven years, only two Amerco fathers have
taken formal parental leave. Fewer than 1 percent have taken advantage of
the opportunity to work part time. Of all such polices, only flex time—
which rearranges but does not shorten work time—has had a significant
number of takers (perhaps a third of working parents at Amerco).

Forgoing family-friendly policies is not exclusive to Amerco workers.
A study of 188 companies conducted by the Families and Work Institute
found that while a majority offered part-time shifts, fewer than 5 percent of
employees made use of them. Thirty-five percent offered “flex place”—work
from home—and fewer than 3 percent of their employees took advantage of
it. And a Bureau of Labor Statistics survey asked workers whether they
preferred a shorter workweek, a longer one or their present schedule. About
62 percent preferred their present schedule; 28 percent would have preferred
longer hours. Fewer than 10 percent said they wanted a cut in hours.

Still, I found it hard to believe that people didn’t protest their long hours
at work. So I contacted Bright Horizons, a company that runs 136 company-
based child-care centers associated with corporations, hospitals and Federal
agencies in 25 states. Bright Horizons allowed me to add questions to a ques-
tionnaire they sent out to 3,000 parents whose children attended the centers.
The respondents, mainly middle-class parents in their early 30s, largely
confirmed the picture I’d found at Amerco. A third of fathers and a fifth of
mothers described themselves as “workaholic,” and 1 out of 3 said their
partners were.

To be sure, some parents have tried to shorten their hours. Twenty-one
percent of the nation’s women voluntarily work part time, as do 7 percent
of men. A number of others make under-the-table arrangements that don’t
show up on surveys. But while working parents say they need more time at
home, the main story of their lives does not center on a struggle to get it.
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Why? Given the hours parents are working these days, why aren’t they
taking advantage of an opportunity to reduce their time at work?

The most widely held explanation is that working parents cannot afford
to work shorter hours. Certainly this is true for many. But if money is the
whole explanation, why would it be that at places like Amerco, the best-paid
employees—upper-level managers and professionals—were the least inter-
ested in part-time work or job sharing, while clerical workers who earned
less were more interested?

Similarly, if money were the answer, we would expect poorer new
mothers to return to work more quickly after giving birth than rich mothers.
But among working women nationwide, well-to-do new mothers are not
much more likely to stay home after 13 weeks with a new baby than low-
income new mothers. When asked what they look for in a job, only a third
of respondents in a recent study said salary came first. Money is important,
but by itself, money does not explain why many people don’t want to cut
back hours at work.

Were workers uninformed about the company’s family-friendly policies?
No. Some even mentioned that they were proud to work for a company that
offered such enlightened policies. Were rigid middle managers standing in
the way of workers using these policies? Sometimes. But when I compared
Amerco employees who worked for flexible managers with those who
worked for rigid managers, I found that the flexible managers reported only
a few more applicants than the rigid ones. The evidence, however counterin-
tuitive, pointed to a paradox: workers at the company I studied weren’t
protesting the time bind. They were accommodating to it.

Why? I did not anticipate the conclusion I found myself coming to:
namely, that work has become a form of “home” and home has become
“work.” The worlds of home and work have not begun to blur, as the
conventional wisdom goes, but to reverse places. We are used to thinking
that home is where most people feel the most appreciated, the most truly
“themselves,” the most secure, the most relaxed. We are used to thinking
that work is where most people feel like “just a number” or “a cog in a
machine.” It is where they have to be “on,” have to “act,” where they are least
secure and most harried.

But new management techniques so pervasive in corporate life have
helped transform the workplace into a more appreciative, personal sort of
social world. Meanwhile, at home the divorce rate has risen, and the
emotional demands have become more baffling and complex. In addition to
teething, tantrums and the normal developments of growing children, the
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needs of elderly parents are creating more tasks for the modern family—as
are the blending, unblending, reblending of new stepparents, stepchildren,
exes and former in-laws.

This idea began to dawn on me during one of my first interviews with
an Amerco worker. Linda Avery, a friendly, 38-year-old mother, is a shift
supervisor at an Amerco plant. When I meet her in the factory’s coffee-break
room over a couple of Cokes, she is wearing blue jeans and a pink jersey,
her hair pulled back in a long, blond ponytail. Linda’s husband, Bill, is a
technician in the same plant. By working different shifts, they manage to
share the care of their 2-year-old son and Linda’s 16-year-old daughter from
a previous marriage. “Bill works the 7 A.M. to 3 P.M. shift while I watch the
baby,” she explains. “Then I work the 3 P.M. to 11 P.M. shift and he watches
the baby. My daughter works at Walgreen’s after school.”

Linda is working overtime, and so I begin by asking whether Amerco
required the overtime or whether she volunteered for it. “Oh, I put in for
it,” she replies. I ask her whether, if finances and company policy permit-
ted, she’d be interested in cutting back on the overtime. She takes off her
safety glasses, rubs her face and, without answering my question, explains:
“I get home, and the minute I turn the key, my daughter is right there.
Granted, she needs somebody to talk to about her day. . . . The baby is still
up. He should have been in bed two hours ago, and that upsets me.
The dishes are piled in the sink. My daughter comes right up to the door
and complains about anything her stepfather said or did, and she wants to
talk about her job. My husband is in the other room hollering to my daugh-
ter, ‘Tracy, I don’t ever get any time to talk to your mother, because you’re
always monopolizing her time before I even get a chance!’ They all come at
me at once.”

Linda’s description of the urgency of demands and the unarbitrated
quarrels that await her homecoming contrast with her account with of arriv-
ing at her job as a shift supervisor: “I usually come to work early, just to get
away from the house. When I arrive, people are there waiting. We sit, we
talk, we joke. I let them know what’s going on, who has to be where, what
changes I’ve made for the shift that day. We sit and chitchat for 5 or 10
minutes. There’s laughing, joking, fun.”

For Linda, home has come to feel like work and work has come to feel
a bit like home. Indeed, she feels she can get relief from the “work” of being
at home only by going to the “home” of work. Why has her life at home
come to seem like this? Linda explains it this way: “My husband’s a great
help watching our baby. But as far as doing housework or even taking the
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baby when I’m at home, no. He figures he works five days a week; he’s not
going to come home and clean. But he doesn’t stop to think that I work
seven days a week. Why should I have to come home and do the housework
without help from anybody else? My husband and I have been through this
over and over again. Even if he would just pick up from the kitchen table
and stack the dishes for me, that would make a big difference. He does noth-
ing. On his weekends off, he goes fishing. If I want any time off, I have to
get a sitter. He’ll help out if I’m not here, but the minute I am, all the work
at home is mine.”

With a light laugh, she continues: “So I take a lot of overtime. The more
I get out of the house, the better I am. It’s a terrible thing to say, but that’s
the way I feel.”

When Bill feels the need for time off, to relax, to have fun, to feel free,
he climbs in his truck and takes his free time without his family. Largely
in response, Linda grabs what she also calls “free time”—at work. Neither
Linda nor Bill Avery wants more time together at home, not as things are
arranged now.

How do Linda and Bill Avery fit into the broader picture of American
family and work life? Current research suggests that however hectic their
lives, women who do paid work feel less depressed, think better of them-
selves and are more satisfied than women who stay at home. One study
reported that women who work outside the home feel more valued at home
than housewives do. Meanwhile, work is where many women feel like “good
mothers.” As Linda reflects: “I’m a good mom at home, but I’m a better mom
at work. At home, I get into fights with Tracy. I want her to apply to a junior
college, but she’s not interested. At work, I think I’m better at seeing the
other person’s point of view.”

Many workers feel more confident they could “get the job done” at work
than at home. One study found that only 59 percent of workers feel their
“performance” in the family is “good or unusually good,” while 86 percent
rank their performance on the job this way.

Forces at work and at home are simultaneously reinforcing this “reversal.”
This lure of work has been enhanced in recent years by the rise of company
cultural engineering—in particular, the shift from Frederick Taylor’s princi-
ples of scientific management to the Total Quality principles originally set out
by W. Edwards Deming. Under the influence of a Taylorist world view, the
manager’s job was to coerce the worker’s mind and body, not to appeal to the
worker’s heart. The Taylorized worker was de-skilled, replaceable and cheap,
and as a consequence felt bored, demeaned and unappreciated.
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Using modern participative management techniques, many companies
now train workers to make their own work decisions, and then set before
their newly “empowered” employees moral as well as financial incentives. At
Amerco, the Total Quality worker is invited to feel recognized for job accom-
plishments. Amerco regularly strengthens the familylike ties of co-workers by
holding “recognition ceremonies” honoring particular workers or self-
managed production teams. Amerco employees speak of “belonging to the
Amerco family” and proudly wear their “Total Quality” pins or “High
Performance Team” T-shirts, symbols of their loyalty to the company and of
its loyalty to them.

The company occasionally decorates a section of the factory and serves
refreshments. The production teams, too, have regular get-togethers. In a
New Age recasting of an old business slogan—“The Customer Is Always
Right”—Amerco proposes that its workers “Value the Internal Customer.”
This means: Be as polite and considerate to co-workers inside the company
as you would be to customers outside it. How many recognition ceremonies
for competent performance are being offered at home? Who is valuing the
internal customer there?

Amerco also tries to take on the role of a helpful relative with regard
to employee problems at work and at home. The education-and-training
division offers employees free courses (on company time) in “Dealing With
Anger,” “How to Give and Accept Criticism,” “How to Cope With Difficult
People.”

At home, of course, people seldom receive anything like this much help
on issues basic to family life. There, no courses are being offered on “Dealing
With Your Child’s Disappointment in You” or “How to Treat Your Spouse
Like an Internal Customer.”

If Total Quality calls for “re-skilling” the worker in an “enriched” job
environment, technological developments have long been de-skilling
parents at home. Over the centuries, store-bought goods have replaced
homespun cloth, homemade soup and home-baked foods. Day care for
children, retirement homes for the elderly, even psychotherapy are, in a
way, commercial substitutes for jobs that a mother once did at home.
Even family-generated entertainment has, to some extent, been replaced
by television, video games and the VCR. I sometimes watched Amerco
families sitting together after their dinners, mute but cozy, watching
sitcoms in which television mothers, fathers and children related in
an animated way to one another while the viewing family engaged in
relational loafing.
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The one “skill” still required of family members is the hardest one of
all—the emotional work of forging, deepening or repairing family relation-
ships. It takes time to develop this skill, and even then things can go awry.
Family ties are complicated. People get hurt. Yet as broken homes become
more common—and as the sense of belonging to a geographical community
grows less and less secure in an age of mobility—the corporate world has
created a sense of “neighborhood,” of “feminine culture,” of family at work.
Life at work can be insecure; the company can fire workers. But workers
aren’t so secure at home, either. Many employees have been working for
Amerco for 20 years but are on their second or third marriages or relation-
ships. The shifting balance between these two “divorce rates” may be the
most powerful reason why tired parents flee a world of unresolved quarrels
and unwashed laundry for the orderliness, harmony and managed cheer of
work. People are getting their “pink slips” at home.

Amerco workers have not only turned their offices into “home” and their
homes into workplaces; many have also begun to “Taylorize” time at home,
where families are succumbing to a cult of efficiency previously associated
mainly with the office and factory. Meanwhile, work time, with its ever longer
hours, has become more hospitable to sociability—periods of talking with
friends on e-mail, patching up quarrels, gossiping. Within the long workday
of many Amerco employees are great hidden pockets of inefficiency while, in
the far smaller number of waking weekday hours at home, they are, despite
themselves, forced to act increasingly time-conscious and efficient.

The Averys respond to their time bind at home by trying to value and
protect “quality time.” A concept unknown to their parents and grandpar-
ents, “quality time” has become a powerful symbol of the struggle against the
growing pressures at home. It reflects the extent to which modern parents
feel the flow of time to be running against them. The premise behind “qual-
ity time” is that the time we devote to relationships can somehow be
separated from ordinary time. Relationships go on during quantity time, of
course, but then we are only passively, not actively, wholeheartedly, special-
izing in our emotional ties. We aren’t “on.” Quality time at home becomes
like an office appointment. You don’t want to be caught “goofing off around
the water cooler” when you are “at work.”

Quality time holds out the hope that scheduling intense periods of
togetherness can compensate for an overall loss of time in such a way that a
relationship will suffer no loss of quality. But this is just another way of
transferring the cult of efficiency from office to home. We must now get our
relationships in good repair in less time. Instead of nine hours a day with a
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child, we declare ourselves capable of getting “the same result” with one
intensely focused hour.

Parents now more commonly speak of time as if it is a threatened form
of personal capital they have no choice but to manage and invest. What’s
new here is the spread into the home of a financial manager’s attitude toward
time. Working parents at Amerco owe what they think of as time debts at
home. This is because they are, in a sense, inadvertently “Taylorizing” the
house—speeding up the pace of home life as Taylor once tried to “scientifi-
cally” speed up the pace of factory life.

Advertisers of products aimed at women have recognized that this new
reality provides an opportunity to sell products, and have turned the very
pressure that threatens to explode the home into a positive attribute. Take,
for example, an ad promoting Instant Quaker Oatmeal: it shows a smiling
mother ready for the office in her square-shouldered suit, hugging her
happy son. A caption reads: “Nicky is a very picky eater. With Instant
Quaker Oatmeal, I can give him a terrific hot breakfast in just 90 seconds.
And I don’t have to spend any time coaxing him to eat it!” Here, the modern
mother seems to have absorbed the lessons of Frederick Taylor as she
presses for efficiency at home because she is in a hurry to get to work.

Part of modern parenthood seems to include coping with the resist-
ance of real children who are not so eager to get their cereal so fast. Some
parents try desperately not to appease their children with special gifts or
smooth-talking promises about the future. But when time is scarce, even
the best parents find themselves passing a system-wide familial speed-up
along to the most vulnerable workers on the line. Parents are then obliged
to try to control the damage done by a reversal of worlds. They monitor
mealtime, homework time, bedtime, trying to cut out “wasted” time.

In response, children often protest the pace, the deadlines, the grand
irrationality of “efficient” family life. Children dawdle. They refuse to leave
places when it’s time to leave. They insist on leaving places when it’s not
time to leave. Surely, this is part of the usual stop-and-go of childhood itself,
but perhaps, too, it is the plea of children for more family time and more
control over what time there is. This only adds to the feeling that life at home
has become hard work.

Instead of trying to arrange shorter or more flexible work schedules,
Amerco parents often avoid confronting the reality of the time bind. Some
minimize their ideas about how much care a child, a partner or they them-
selves “really need.” They make do with less time, less attention, less
understanding and less support at home than they once imagined possible.
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They emotionally downsize life. In essence, they deny the needs of family
members, and they themselves become emotional ascetics. If they once
“needed” time with each other, they are now increasingly “fine” without it.

Another way that working parents try to evade the time bind is to buy
themselves out of it—an approach that puts women in particular at the heart
of a contradiction. Like men, women absorb the work-family speed-up far
more than they resist it; but unlike men, they still shoulder most of the
workload at home. And women still represent in people’s minds the heart
and soul of family life. They’re the ones—especially women of the urban
middle and upper-middle classes—who feel most acutely the need to save
time, who are the most tempted by the new “time saving” goods and
services—and who wind up feeling the most guilty about it. For example,
Playgroup Connections, a Washington-area business started by a former
executive recruiter, matches playmates to one another. One mother hired
the service to find her child a French-speaking playmate.

In several cities, children home alone can call a number for “Grandma,
Please!” and reach an adult who has the time to talk with them, sing to them
or help them with their homework. An ad for Kindercare Learning Centers,
a for-profit childcare chain, pitches its appeal this way: “You want your child
to be active, tolerant, smart, loved, emotionally stable, self-aware, artistic and
get a two-hour nap. Anything else?” It goes on to note that Kindercare accepts
children 6 weeks to 12 years old and provides a number to call for the
Kindercare nearest you. Another typical service organizes children’s birthday
parties, making out invitations (“sure hope you can come”) and providing
party favors, entertainment, a decorated cake and balloons. Creative
Memories is a service that puts ancestral photos into family albums for you.

An overwhelming majority of the working mothers I spoke with
recoiled from the idea of buying themselves out of parental duties. A bought
birthday party was “too impersonal,” a 90-second breakfast “too fast.” Yet a
surprising amount of lunchtime conversation between female friends at
Amerco was devoted to expressing complex, conflicting feelings about the
lure of trading time for one service or another. The temptation to order
flash-frozen dinners or to call a local number for a homework helper did not
come up because such services had not yet appeared at Spotted Deer Child-
Care Center. But many women dwelled on the question of how to decide
where a mother’s job began and ended, especially with regard to babysitters
and television. One mother said to another in the breakroom of an Amerco
plant: “Damon doesn’t settle down until 10 at night, so he hates me to wake
him up in the morning and I hate to do it. He’s cranky. He pulls the covers
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up. I put on cartoons. That way I can dress him and he doesn’t object. I don’t
like to use TV that way. It’s like a drug. But I do it.”

The other mother countered: “Well, Todd is up before we are, so that’s
not a problem. It’s after dinner, when I feel like watching a little television,
that I feel guilty, because he gets too much TV at the sitter’s.”

As task after task falls into the realm of time-saving goods and services,
questions rise about the moral meanings attached to doing or not doing such
tasks. Is it being a good mother to bake a child’s birthday cake (alone or
together with one’s partner)? Or can we gratefully save time by ordering it,
and be good mothers by planning the party? Can we save more time by
hiring a planning service, and be good mothers simply by watching our
children have a good time? “Wouldn’t that be nice!” one Amerco mother
exclaimed. As the idea of the “good mother” retreats before the pressures of
work and the expansion of motherly services, mothers are in fact continu-
ally reinventing themselves.

The final way working parents tried to evade the time bind was to
develop what I call “potential selves.” The potential selves that I discovered
in my Amerco interviews were fantasy creations of time-poor parents who
dreamed of living as time millionaires.

One man, a gifted 55-year-old engineer in research and development at
Amerco, told how he had dreamed of taking his daughters on a camping trip
in the Sierra Mountains: “I bought all the gear three years ago when they
were 5 and 7, the tent, the sleeping bags, the air mattresses, the backpacks,
the ponchos. I got a map of the area. I even got the freeze-dried food. Since
then the kids and I have talked about it a lot, and gone over what we’re going
to do. They’ve been on me to do it for a long time. I feel bad about it. I keep
putting it off, but we’ll do it, I just don’t know when.”

Banished to garages and attics of many Amerco workers were expensive
electric saws, cameras, skis and musical instruments, all bought with wages
it took time to earn. These items were to their owners what Cassie’s fudge bar
was to her—a substitute for time, a tailsman, a reminder of the potential self.

Obviously, not everyone, not even a majority of Americans, is making a
home out of work and a workplace out of home. But in the working world,
it is a growing reality, and one we need to face. Increasing numbers of
women are discovering a great male secret—that work can be an escape
from the pressures of home, pressures that the changing nature of work itself
are only intensifying. Neither men nor women are going to take up “family-
friendly” policies, whether corporate or governmental, as long as the current
realities of work and home remain as they are. For a substantial number of
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time-bound parents, the stripped-down home and the neighborhood devoid
of community are simply losing out to the pull of the workplace.

There are several broader, historical causes of this reversal of realms.
The last 30 years have witnessed the rapid rise of women in the workplace.
At the same time, job mobility has taken families farther from relatives who
might lend a hand, and made it harder to make close friends of neighbors
who could help out. Moreover, as women have acquired more education
and have joined men at work, they have absorbed the views of an older,
male-oriented work world, its views of a “real career,” far more than men
have taken up their share of the work at home. One reason women have
changed more than men is the world of “male” work seems more honorable
and valuable than the “female” world of home and children.

So where do we go from here? There is surely no going back to the
mythical 1950s family that confined women to the home. Most women don’t
wish to return to a full-time role at home—and couldn’t afford it even if they
did. But equally troubling is a workaholic culture that strands both men and
women outside the home.

For a while now, scholars on work-family issues have pointed to
Sweden, Norway and Denmark as better models of work-family balance.
Today, for example, almost all Swedish fathers take two paid weeks off
from work at the birth of their children, and about half of fathers and most
mothers take additional “parental leave” during the child’s first or second
year. Research shows that men who take family leave when their children
are very young are more likely to be involved with their children as they
grow older. When I mentioned this Swedish record of paternity leave to a
focus group of American male managers, one of them replied, “Right, we’ve
already heard about Sweden.” To this executive, paternity leave was a good
idea not for the U.S. today, but for some “potential society” in another place
and time.

Meanwhile, children are paying the price. In her book When the Bough
Breaks: The Cost of Neglecting Our Children, the economist Sylvia Hewlett
claims that “compared with the previous generation, young people today are
more likely to underperform at school; commit suicide; need psychiatric
help; suffer a severe eating disorder; bear a child out of wedlock; take drugs;
be the victim of a violent crime.” But we needn’t dwell on sledgehammer
problems like heroin and suicide to realize that children like those at
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Spotted Deer need more of our time. If other advanced nations with two-job
families can give children the time they need, why can’t we?

� � �

Thinking Critically

As you read this selection, ask yourself:

1. Do you think you will prefer work to family life? Why or why not?

2. Hochschild says that there are two sides of the same family: the rushed
family that they actually are, and the relaxed family that they imagine
they might be if only they had time. How does this apply to your own
family life?

3. What does Hochschild mean when she says that the corporate world is
creating a sense of “neighborhood” and a “feminine culture”? How does
this development pertain to family life?
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