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Abstract

Based on the study of gender performance in tlzligni-tech sector, this paper sets out
to explore the doing of gender in a bicultural esmta context that is comprised of two
cultural repertoires characterized by divergent emttradictory fundamental
assumptions: on the one hand, the new masculinsenaéional economy, and on the
other, Israeli society, with its strong family artation. The paper demonstrates how by
maneuvering and moving between these global arad tadtural repertoires, privileged
Israeli hi-tech women enact and construct a "newirfenity” that simultaneously
challenges both the discourse of the “ideal hi-t@ohker” as well as that of traditional
Israeli femininity. This new femininity, | argues grounded in a local translation of the
"family friendly organization" discourse.
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Reprogramming Femininity: Gender Performance in the
Israeli Hi-tech Industry between Global and Local Gender
Orders

Introduction

The literature dealing with gender identity in magee organizational and occupational
environments is rich with examples of biologicalmen performing a socially constituted
masculinity (Ely, 1995; Gutek, 1985; Izraeli, 198&nter, 1981). Among the structural
factors seen as affecting this doing of gender (\ied Zimmerman, 1987), or gender
performance (Butler, 1999), are the gender comiposaf both the organization at large and
the specific working group (Ely, 1995; Izraeli, B3&anter, 1977), occupational
characteristics (Bruni et al., 2004; Hearn, 199#),organizational control system (Benschop
and Doorewaard, 1998), and the organizationalaustrial corporate culture (Collinson and
Hearn, 1996; Connell, 1995; 1998; Cooper, 2000}, despite the theoretical recognition of
the importance of historically situated culturgbeetoires in the doing and performing of
gender (Butler, 1999; Connell, 1995; Lorber, 1984st and Zimmerman, 1987), this cultural
variation is not seen as affecting gender perfogeanside the organization. The effect of a
masculine environment on the construction of gerdintities seems to be conceptualized
either as universal in nature with no cultural &aons (at least in relation to the industrialized
world), or rather as the homogenized product obglizing processes in which historically
situated cultural differences have given way tevarfd gender order" associated with the
requirements and rules of the new economy and btapatalism (Connell, 1998). In this
transnational economy, "masculine” performanceg li@come an increasingly important

requisite for inclusion in and promotion into thigher echelons of the labor market,



sweeping away cultural differences that may hatectdd the doing of gender in earlier times
(Acker, 2004; Connell, 1998; Tienari et al., 2008&odward, 1996). According to Connell,
the "world gender order" brought about by the lasgale structures of the new globalized
economy is one in which a global business masctyliassociated with flexibility,

calculability and geocentricism, as well as comaiéil loyalty and a declined sense of
responsibility for others, constitutes the bluepfan the new "ideal worker". But is this "world
gender order" the necessary result of homogenjziagesses of gender performance in
masculine environments across national and culbgoahdaries? Or rather, are there local
variations in this global order that may be affddbg different gender contracts and family
orientations in different cultures?

Based on the study of gender performance in tiaelishi-tech sector, this paper sets
out to explore the doing of gender in a bicultwahtext (Bell 1999), a context that is
comprised simultaneously of two cultural repertoicbaracterized by divergent and
contradictory fundamental assumptions: on the @melhthe new masculine global
economy, and on the other, Israeli society, wilsttong family orientation (Izraeli, 1997).

Considered the seedbed of a "new masculinity" f@od2000), the hi-tech industry
constitutes an extremely masculine environmenthickvwomen are welcome as long as
they perform as surrogate men (Acker, 2004; Cod&90), in particular by working long
hours and making themselves uninterruptedly aviglebtheir work team. In contrast to this
cultural repertoire, the pro-natalist culture cluéeastic of the Israeli middle class is such
that it expects women to produce and reproduce@tod the same time. Working in some
of the best jobs the labor market has to offegdbhi-tech women are thus expected to

maintain their high-profile careers in line withkethorms of the new global economy, while



at the same time functioning as mothers who intehgicare for their families (at least
during after-school hours) in keeping with the estpgons of the extra-organizational Israeli
environment.

Building on the analysis of focus group discussiomwhich Israeli hi-tech men and
women discussed their strategies for combining vemidk family, | argue that by
maneuvering and moving between these global arad todtural repertoires, Israeli hi-tech
women enact and construct a "new femininity" thiaLgtaneously challenges both the
discourse of the “ideal hi-tech worker” as welltiaat of traditional Israeli femininity. This
new femininity, | argue, is grounded in a locahskation of the "family friendly

organization” (FFO) discourse.

1. Gender identities andhe bicultural experience in organizations

Most students of gender identities concur that gestould be treated neither as an
objective property of individuals that is synonyrsaith biological sex, nor as universal
across organizational settings. Instead, gendsaa as an ongoing social construction, the
meaning, significance, and consequences of whichfea individuals and groups across
settings (Acker, 2004; Butler, 1993; 1990; ConnEl95; Hearn and Morgan, 1990; Lorber,
1994; West and Zimmerman, 1987). From this constist point of view, gender identity
scholars are patrticularly interested in two closetgrtwined processes: the doing of gender,
I.e. the "complex of socially guided perceptualeractional, and micropolitical activities
that cast particular pursuits as expressions otut@e and feminine natures” and the
process of "self-categorization”, in which indivadsi in social interactions associate

themselves with one of the gender identity groapsl, assign meaning to this association



(Cooper, 2000; Ely, 1995). In her controversial kydeminist writer Judith Butler (1990,
1993) puts forward the concept of ‘performativenidees’ that combines the two. For Butler,
"the identity categories at the center of womentsmen's lives are fashioned through our
involvement with, and subjection to, cultural amgylistic codes”. Performances on the
outside congeal over time to create an illusioeadf on the inside (see Elliott, 2001).
Performance of self in public has, therefore, apdrtant significance for both the interactive
construction of gender categories and the indetestrself categorization of one into the
constructed gender categories.

As well as describing the doing of gender as dihnat and constantly reproduced,
most researchers and theoreticians in the field @see that they are cast in historically
situated societies and bounded by the dominantralilschemas, ideologies and discourses
that sustain their collective definitions, sociabagements, and hierarchies of power.

In earlier works, these cultural repertoires wdteroviewed as either constructed
within the boundaries of the nation state, or asersal (or at least Western or Euro-
American. See Acker, 2004; Cerulo, 1997). Yet im plostmodern world, in which dominant
social discourses at the national level are cotigtahallenged by both internal minority
groups and external transnational forces, idestihyolars are gradually turning more
attention to the importance of the 'bi' or 'mutiltural experience in the doing of gender
(Bell, 1990; Bell, 1999). Questions concerningways in which movement between two or
more cultural repertoires with occasionally coriftig underlying assumptions affects the
construction of gender categories have becomersgeg important. In her important work
on thebicultural experiencef professional black women in the US, Bell trattes

compartmentalization of the various componenthe$é women's lives as they try to self-



categorize themselves as both career-orientedlanll im an environment in which each part
of their identities is subjected to different arftea contradicting cultural repertoires. Yet in
their analysis of identity construction in diffeterganizational and occupational settings,
students of gender in organizations have by amglaverlooked this bicultural experience.

Thus, for example, in her widely cited work on tpewer in demography", Robin
Ely (Ely, 1995) convincingly demonstrates how difiet sex compositions in organizations
affect both the construction of gender identityegaties and the process of self-
categorization women experience as they attemiffititdo their organizational environment.
Ely compares integrative and segregated mascutgenzations and shows how in the latter
gender is viewed in a more stereotypical way, wéhior women tending to view femininity
in negative terms and to distance themselves fr@anidlentity group. Variations in the ways
gender is constructed by different ethnic groupbthe way this variation may affect the
performance of gender are not discussed (see &&son, 1998; Bruni et al., 2004;

Kerfoot and Knights, 1993). Thus, while the doiriggender in all these contexts is grounded
in the general cultural repertoire beyond the oiggion and may vary across class, national,
and ethnic boundaries, the way this variation nfegcathe construction of gender identities
within the organization has so far received vetieliattention in the literature.

This lack of attention to the complex and confligtieffects of the encounter between
local (national, ethnic, regional or other) andasrigational cultural repertoires is especially
problematic when thinking about the doing of gendehe context of the new economy,
where more people than ever before simultaneouslgtehe often contradicting cultural

repertoires of both their local identity group (bat the national, class or ethnic level) and



that of the transnational economic organizatiowldch they belong (Acker, 2004; Sassen,
1991).

The hi-tech world and the new, transnational hegenmm@c masculinity

In his recent "Masculinities and Globalization,"r®ell (1998) argues that processes
of cultural and economic globalization have effdcenew world gender order and a new
hegemonic masculinity associated with the leadiggrés of the global economy, namely,
the executives and managers of multinational omgaioins. This "transnational business
masculinity”, as Connell calls it, does not requicglily force, so femininity is not excluded
on that basis. Rather, it is marked by an incrggsgocentrism, very conditional loyalties
(even to the corporation), and a declining sensesygonsibility for others (except for
purposes of image making) (p.16), such that fentynia almost entirely negated on the
basis of women's traditional commitment to faméyez Today, Connell argues, "the
requirements of a career in international busisessip strong pressures on domestic life". It
is for that reason, he continues, that "almostnalltinational executives are men" (p. 10).
Thus, while in advanced industrial economies thditional division of labor between the
sexes is being constantly challenged at the ndtlewal, it seems that it is being reproduced
and reinforced at the transnational one (for a neanpirically substantiated analysis, see
Tienari et al., 2005).In other words, for Connell, the new hegemoniccubsity at the
transnational level is not only reproducing antoddlitional femininity, but it is actually
reinforcing a type of femininity that may have béesing ground in most advanced

industrial societies.

2 Joan Acker provides a more subtle version of & sinilar argument that gives more space to cultura
differences in her overview of Gender, Capitaligmd &lobalization.




This conclusion is supported by the few studies laa@e focused on the doing of
gender in the hi-tech sector (Acker, 2004; Coop@00; Wright, 1996). In this context, as it
was vividly portrayed by Cooper, a new masculihi&g emerged that is different from the
traditional US dominant discourse of the "rich, ddooking, popular, athletic, heterosexual
man" in many ways. Technical skill and brillianta, example, "are more important than
looks and athletic ability... competition isn't wagea the basketball court or by getting
girls," but rather "men compete in cubicles to whe can work more hours, who can cut the
best code, and who can be most creative and inmeV&Cooper, 2000). Moreover, unlike
the traditional discourse that associates mastyhvith being a breadwinner, the Silicon
Valley men interviewed by Cooper seem to adhegertiore gender egalitarian ideology. In
their words, though not necessarily in their acidhey welcome women into their work
environment, sometimes claiming that they wouldialty prefer a woman candidate over a
man whenever they can find one. Nonetheless, aiogptad Cooper, the corporate culture
constructed in the Silicon Valley ends up reinfogecthe masculine characteristics of the
ideal worker (Acker, 1990) rather than any egahtaconceptualization. Functioning as a
key mechanism of control in hi-tech workplaces,ahhiely on identity based forms of
control, this culture associates extremely longkivay hours and the scarifying of one’s
extra-organizational and, especially, family Ifgth both masculinity and the ideal worker.
"There's a lot of see haw many hours | can worktldreor not you have a kid..." (p. 382).

Demanding these extra-long, irregular working hdwom all its workers, as well as
frequent and often unexpected trips to answerrtimddiate needs of supervisors, investors
and customers around the globe, the hi-tech seetans to perfectly fit the picture of the

new world gender order portrayed by Connell andekckeinforcing the gender regime of



domesticity all over the world (Acker, 2004; Wiltis, 2000). Domesticity, Williams argues,
constitutes a particular organization of marketknamd family work, as well as conceptions
of femininity and masculinity that support breadaen/primary care giver gender roles.
Under global capitalism, Acker (2004) argues, Gjsit organizations continue to ignore the
needs of their own workers and their families aadge in general unless forced to pay
attention, either because "a critical need afoseertain labor power or because social
movements, responding to crisis of reproductionthegidirectly or through state
intervention challenged corporate power." (p. &jice such social movements are less
likely to succeed and mobilize state interventioraaglobal level, she claims, the
marginalization of women as care givers in the gl@zonomy is becoming ever more
aggressive. The hi-tech sector, she argues, ismipent example of that process (see also
Cooper, 2000).

Nonetheless, Acker’s analysis allows room for la@aiations. She herself
recognizes that under differing welfare regimesl gien the lack of a certain type of
manpower, variation in organizational behaviors rmaperge, even within the framework of
the global economy. To better understand globakfmmations, she submits, "connections
must be established between local and global dbitheries themselves must be
reconstructed. ("p. 22)

The case of Israeli hi-tech women offers such grodpnity to reconceptualize the
binary distinction between the global and the I@al to discuss the influence of unique
local cultural and political characteristics, affgadack of manpower, on the construction of

gender and its social meanings within the contéx@new economy.
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Israel: between pro-natalism and the "new economy"

In the context of domesticity, in which work dewmtiand family devotion are
conceptualized as mutually exclusive and careas ss part of the private sphere,
professional women are expected to perform a dpaahstructed masculinity if they wish
to identify themselves as ideal workers. To do,tthey either avoid having children, or
(almost) fully delegate care responsibility to aghéBlair-Loy, 2003). Alternatively, they are
expected to quit their careers and enact an intemsotherhood (Blair-Loy, 2003; Hays,
1996). Combining professional work (mostly in mds®ienvironments) and active
motherhood often means coming to terms with a “mg@rmarck”, a less prestigious, and less
rewarding career pattern that allows for part-tinwek (Gerson, 1985; Hochschild and
Machung, 2003).

In the context of the professional middle-clastsnael however, childlessness, the
full time delegation of care, and quitting one’sgtigious and highly rewarding job to care
for a child, are all socially frowned upon (IzradlB97).

Since the early 1950s, the Israeli state has eagedrhigh fertility rates alongside
the incorporation of women and mothers in the jeadr force (Berkovitch, 2001; 1997;
Izraeli, 1997). Part of the struggle to attain widh majority in the land of Israel on the one
hand, and to establish an independent nationaloecpn the other, women’s contribution
to the public good was formulated in terms of piitchin and reproduction (Berkovitch,
2001; Shafir and Peled, 2002). The rationale beWioohen’s integration into the workforce
was not necessarily equal opportunities, but weeeraelated to the recruitment of potential
labor power in order to further the project of natbuilding. To enable the successful

integration of work and caring for one’s family, pioyment sectors were created in Israel
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that allowed women to work full time while still iwag for their children in the afternoon. In
these sectors, mostly the public service sectouaimhized workplaces, middle class
women were able to have a career that involvedifal work with limited hours, such that
they could collect their children from the kindentga. In conjunction with these labor
arrangements, the state saw to the developmensystam of subsidized daycare centers for
working mothers’ children. According to Dafna Iziathe widespread gender contract in
Israel was one that expected women to do paid Jd&ubmot to have a career. Since the
1970s, however, Israeli public discourse has chérgad the issue of equal opportunities
and the opening up of professions and industriztbse to women has become increasingly
important. Nonetheless, the cultural ideal thalsdalr the integration of motherhood and
paid labor has not changed. In line with this aalkideal, and with the assistance of the
welfare policies that have accompanied it, Jewsshdli women'’s fertility rates are among
the highest in the industrialized world (2.9 chaldiper woman). A recent survey found that
Israelis see the ideal family as even bigger, @aittaverage of 3.5 children. This survey
exposed a surprising similarity in perceptionshef size of the desirable family across class
and Jewish ethnic groups, and even across difféewas of religiosity (Bareket, 2005). An
interesting expression of this cultural ideal amel immense power of the social control
mechanisms that encourage the integration of miotleer and work can be seen in the
extremely limited presence of childless women mblitical, economic and academic elites
in Israel (Herzog, 1999). Likewise, a list of thiyf most influential women in the Israeli
economy compiled by the prominent newspaplararetzin 2003, included only two
childless women. In comparison, according to HewR202), about 40% of the women in

the top percentile of wage earners in the US havemhad children.
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It is into this context that the global hi-tech ustiy has broken through, with all its
masculine characteristics. Since the early 1990&s become the jewel in the crown of the
Israeli economy, while turning the whole countrioimvhat industry members affectionately
call “Silicon Wadi” (de Fontenay and Carmel, 20043.early as the 1960s and 70s, it was
large American companies, such as IBM and Mototbka, first made Israel into one of their
leading development centers, while from the mid®@snumber of international companies
operating in the country began to grow. Alongsiuen, thousands of local start-ups were
founded, some of which went on to become indepdndeiti-nationals that are traded on
the NASDAQ and compete successfully with the glapahts from Silicon Valley (de
Fontenay and Carmel, 2004; Teubal and Avnimele@B3p The centrality of hi-tech to the
Israeli economy can be seen in the fact that p®#ex in 2000 comprised approximately one
third of Israel’s industrial exports (Israel CehtBareau of Statistics, 2001), and that it
employed around 6% of all workers in the counting highest rate for any industrialized
nation in that year (Abouganem and Feldman, 20D&3pite the importance of the Israeli
army as a hotbed for hi-tech entrepreneurs anthpaoriant base for the construction of the
local hi-tech culture, the Israeli hi-tech indussymbilically attached to its American
counterpart. In the 1980s and 90s, many localdh-entrepreneurs had previously spent
years working in Silicon Valley, and the vast majoof Israeli companies were funded by
American venture capital, and were involved intsfga business partnerships with
American and European firms. The global masculintial characteristics of the hi-tech
industry thus have a significant effect on the singpf the local hi-tech culture; they are
further strengthened by the jargon and work nomnséd in the Israeli military hotbed

(Teubal and Avnimelech, 2003). The emphasis on eoidking hours, numerous trips
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abroad, and making oneself constantly availableiferorganization is enhanced when
dealing with overseas managers, colleagues, cl@msnvestors who work in a different
time zone.

This masculine culture does not prevent women foemg incorporated into the hi-
tech industry, as long as they enact masculinitye growing presence of women in military
units dealing with technology, and efforts madehm®y state to support the technological
training of women and their integration into thdustry, have led to a relatively high rate of
women’s participation in it. According to data frahe Central Bureau of Statistics, the
proportion of women working in hi-tech, in the bdest sense of the term, was about 34% in
2000, a proportion similar to many EU countries¢ Huropean commission, 2001), and
significantly higher than countries such as England Holland. Significantly, according to a
survey of hi-tech women (Frenkel, 2004), 98% ofthwho are not mothers expect to have
children in the years to come.

This article, then, examines the gender performaind¢graeli hi-tech women as they
move between the masculine global culture of thee¢h world and their local culture, which
expects them to combine full time work (though withited hours) with their active

participation in caring for their children in théex-school hours.

2. Methods

Doing gender is always an interactive process. &nillividuals contribute to this
process, it is the interplay and negotiation betwieir individual contributions within the
larger social context that constructs gender (Holéa, 2002: 478). From this point of view

the construction of gender should be looked faviaryday interactions, read in relation to
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broader symbolic-cultural domains, and understaotha outcome of mediation and
representation work in those domains (Bruni et24104: 411).

To capture this collective human interaction, stud®f gender performativity
typically rely on one of two common methods: papént observation in a specific and
limited context (Bruni et al., 2004; Fletcher, 198®ndo, 1990), or individual interviews in
which the respondent is asked to share her viedslascribe her and others' performances
in a given situation (Cooper, 2000; Ely, 1995)tHis study, however, | build on a focus
group method that possesses elements of both tpaswhile at the same time helping
researchers to overcome some of their disadvan{&geason, 1992; Madriz, 2000; Morgan,
1988; Smithson and Stokoe, 2005).

The use of focus groups is a research techniguecthiects data through group
interaction around a topic determined by the retear(Morgan, 1996: 130). Owing to their
collective nature, focus groups are excellent sftessocial scientists to observe human
interactions (Madriz, 2000) and the processes hghwpeople construct and negotiate shared
meaning while using their natural vocabulary (Gamsk®92). Participants in focus groups
both perform and negotiate their identities in atenactive manner, as well as referring to
their own or others’ performances in different sbcontexts.

Compared with participant observation, focus groofpsr an opportunity to observe
a large quantity of interactions based on a cettgpic in limited period of time (Morgan,
1988: 16). They allow the researcher to ascertaiwtat extent the observed interaction is
endemic to a specific organizational context deraktively, whether it should be considered

widespread in the social context relevant to mastigpants.
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Compared to individual interviews, the clear adaget of focus groups is that they
make it possible for the researcher to observeaot&e processes among participants. Often
these processes include spontaneous responsesnfeoniers of the group that help the
researcher to put her interpretation of the situmatn a context that the participants would

find adequate.

Data Sources

This study is grounded in the analysis of ten fagnasip discussions conducted
between 2001 and 2004 with men and women who wottke Israeli hi-tech sector and were
invited to discuss work-family issues. Groups vaiiesize from 5 to 17 participants, and all
were facilitated by a female leader (the authdrerresearch colleague). Following
Gamson's strategy (Gamson, 1992) in recruitinggagoup participants, we asked a contact
person to organize a group of his/her acquaintafnogasthe industry to discuss work-family
matters. We left it to the contact person to debiow to recruit these people, but after
observing five women-only groups and three mixedgeups, and given the wide literature
on the difference that the group’s sex compositiam make to the type of interactions that
occur in it (Ely, 1995; Kanter, 1981), we made acgl effort to arrange two men-only
groups to control for the sex composition efféct.

Five of our contact persons chose to invite thewarkers, often using their firm’s
intranet communication network to invite peoplenfrdifferent departments in the

organization to participate. In these instancegtbep meetings took place at their

% Itis important to recall that while | see gendsrsocially constructed, it is constructed by hissdly
situated men and women who are aware of the géyaxalilable cultural repertoires concerning
femininity and masculinity. Under these circumseswe assumed that sex composition may be an
important factor in the gender performance process.
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workplace after work hours. Others chose to ineitefriends from the industry (often
former colleagues). These meetings took placeivra@ homes. Our analysis showed no
significant differences in the way the discussiwvaleed in the different locations in terms of
people’s reactions and their level of participation

In both cases the recruitment process took the @dremowball sampling. Since the
population in which we were interested is widelyrtogenous in terms of class, education,
and even age, this recruitment method does noteceedeeply problematic selection bias.
However, the subject itself influenced the likeligloof participation, and our sample thus
included more married people and parents than gheportion in the hi-tech worker
population in general.

Furthermore, as a result of the snowball recruitmegthod, our groups had the
advantages and disadvantages of some personal@temeas among the groups’
participants. The presence of prior acquaintanaasimve prevented participants from
sharing their most profound and deeply personaltiem® and thoughts with the group, but
at the same time it quickly generated a friendlg esarm environment that encouraged
vibrant interactions with minimum involvement frahre mediator. In that sense, the
presence of acquaintances imitated participanttuhal” environment (see Gamson, 1992
for a detailed discussion of the advantages aratldantages of this sampling method).

As mentioned above, participants volunteered te &t in a discussion of work-
family issues in the hi-tech industry, and were@inmasked to share their experiences in
managing relations between the two. The issue wgsopely not presented in terms of
conflict or balance between work and family in artieexamine the extent to which conflict

constitutes as deep and unchallenged a frame &igetta¢ure tends to suggest.
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Group discussions were recorded and notes wera taka research assistant during
the meeting. The researcher also made notes imtabdédterwards in order to document
important non-discursive events and other impressidape recordings from the focus
groups were transcribed verbatim. Participants'asawere changed in order to retain
anonymity. The transcripts were read in conjunctiath the recorded data and field notes.

It is important to note that the original aim oé#le focus groups was not to observe
gender performativity, but rather to acquaint thsearchers with the strategies applied by hi-
tech workers in balancing work and family, and witk vocabulary they use to discuss these
issues, as an initial phase in a survey studyNswgan, 1988). Furthermore, in the spirit of
Acker et al's (1983) call for more "research bywhand for women", we also hoped to
provide hi-tech women and men with a friendly eamment in which they could discuss the
difficulties they experience in balancing work gadhily in this highly demanding
environment, share their idiosyncratic knowledgel support and empower each other
(Madriz, 2000). However, as soon as we started wctimy the group meetings, it became
clear that for most of the mothers in the groupdaihcing work and family is more that just a
technical issue; it is a marker of their feminidentity, distinguishing them from their male
colleagues. We therefore reanalyzed our focus gdaig with the framework of gender
identity construction in mind.

Data Analysis

When transcribed, the focus group discussionsaamare than two hundred pages. |
content-analyzed these data to identify interastiorwhich participants were involved in

gender categorizations, such as defining feminiaitgt masculinity, explaining what makes

* Group discussions took place in Hebrew. Excergievtranslated by a bilingual sociologist with a
special sensitivity to the cultural meanings woadd phrases may have in the two languages.
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one a good mother or father, or laying out the ati@ristics of a desirable worker in the hi-
tech context. These interactions are analyzeddeereflecting the process of gender identity
construction and gender performativity.

Attempting to track not only those situated intéiats in which gender identities are
reproduced, but also those in which identities emallenged and reconstructed, special
attention was given to those sayings and expressioat were consensually agreed with —
that is, statements that provoked acquiescent ngddind similar stories from other
participants — versus challenging performances ttanulated question and debate.
Disagreement between historically situated "mend d&women”, mothers and childless
women, and native Israelis and immigrants, helpgubge the process through which a new
hi-tech femininity is being forged.

Furthermore, drawing on Butler's view of performasof self as fashioned after the
cultural representations of masculinity and femiginhat we see all around us in modern
society, an attempt was made to identify the diferdiscourses and cultural repertoires on
which participants seem to rely while categorizing world into men and women, good and
bad parents, and ideal versus under-functioninderer

| treated talk and behavior in the group contexa isimilar way to performances in
external contexts that were reported to the grdtgs was for two main reasons: A) Reports
about one’s performances in another context shbealdeen as part of the negotiation over
the meaning of social identities in the group centigself. Indeed, reports of gender
performance in the workplace often spurred livelgcdssion in which participants could
clarify their view of the "ideal" woman or man, li@r or mother, or worker. B) Given the

collaborative nature of the focus groups underudision, and the mutual interest researchers
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and group participants had in better understantiegwork-family strategies available to
them, | have no reason to question the reliabifftgarticipants’ reports.

Given the limitation of our sample and the predaieed subject of the group
discussions, it is important to stress that thelevtiie following themes were indeed central
in the doing of gender in the group context, anthanlsraeli hi-tech context in general, there
may be other important aspects of gender performmanthe hi-tech sector that went below

the radar of this study.

4. Findings

Parenthood as the core of gender performance

The most notable finding from the analysis of theugs' discussions is that the
distinction between masculinity and femininity retlsraeli hi-tech world is entirely
organized around the issue of parenthood andflteeimce on what is defined as work
devotion.

While other studies of gender identity at work ne@ovariety of gender markers,
such as different psychological characteristicsagament styles, aggressiveness,
competitiveness, orientation to profit or techngiognalytical skills, and concern for
people’s well being (Bruni et al., 2004; Ely, 19%&®ndall, 1999; 2000; Wright, 1996), these
markers of gender identity were not mentioned Wy @rthe group discussions. Instead, the

issue of parenthood was constantly brought upesitly source of gender differente.

® It might be argued that this finding resulted frime subject matter the group participants wereasi
discuss. However, given the open and lively disonssand the many subjects brought up by the
participants themselves, and bearing in mind thecten bias in entering the world of hi-tech, @ahd long
socialization many women in this sector undergotirer masculine environments (such as high schabl a
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This construction of gender is primarily articulhie the ways that childless women
performed their gender identities, or that motluescribed their pre-motherhood
performances. Similarly to biological women in atbalturally masculine contexts, Israeli
hi-tech women describe themselves as enactinglsoagculinity. An excellent example of
this can be found the words of Dina, a single,dtegs, 29 year old production manager, who
portrays the group to which she herself belonganasxclusively masculine one:

"there aren’t any women... certainly not in thosedkirof jobs, because sometimes

the line goes down and you have to be in at 7 ennttorning, and sometimes you

have to be available for the evening shift at 8abee problems crop up... because
it's really expensive to stop the production linébecause a customer in Japan can
call you at any time of day or night..." [Dina, Gro8p

In her words, her only association with the absesfavomen is the long working
hours demanded by the job.

In a similar vein, Noa, a mother of two, describes pre-parental performance:

"l worked every day from 10 in the morning until &tltnight. At first | became the

support manager, later on the programming man#ageas meteoric... and also

because my partner worked like that, if not evemenbmean, if | stayed at work

until 11 we’d both leave at the same time and gdaua drink, or to eat, to do

things" [Noa, group 9].

Thus, when describing the pre-parental period ofifee Noa, like most other
women in the groups, associates masculinity witlgJaininterrupted working hours and
depicts her past self as "masculine,” working Bkaan. In the above short extract, she
associates her masculine performance with her metg@motion, insinuating that as long

as she could enact the "ideal worker" like a man,"hiological” affiliation had no social

significance in the context of her workplace. Téedf-categorization and gender

university), one can quite safely argue that hirteorkers have come to treat gender in the orgtoiza
context as associated first and foremost with ghosd and its social significance.
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performance fits very well into Cooper's (2000)idgpn of the world of hi-tech as adhering
to a gender egalitarian ideology. As long as thegcethe new man, biological women may
be seen as ideal workers and are more than welcome.

Childbearing, however, is represented by most ferpafticipants as the turning
point in women's, but not men’s, gender and woektidies. It is around this experience that
the cultural repertoire of the Israeli middle clasgades the organizational environment and
makes these "surrogate men" start categorizinggbkms as "feminine”, and reconstruct
normative femininity in a new was. Noa, who usewtok around the clock and would
organize her personal and family life around hetebh career, describes the change:

"....And then | gave birth for the first time in 19%nd of course | worked up until

the day I gave birth. We went straight from my céfto a caesarean section. And |

took it for granted that | would take it upon mydellook after my daughter and later
for my other children. It didn’t cross my mind thtaere might be another
possibility... and at first, for the first 6 monthgjidn’t work at all, but | saw that that
was no good, so | started working for an hourlg.réto matter how much | work, |
get paid by the hour. | started with very littleitlt grew and grew".

In the US, senior women in masculine environmergsidascribed as disassociating
themselves from the feminine features associatddmotherhood (Blair-Loy, 2003); in
Israel, however, they seem to embrace and puldlisjylay a maternal femininity. As
expected in the general context of the Israeli meidthss, Noa anticipated that as soon as she
gave birth she would become the primary care dimener newborn daughter. Moreover,
describing her ex-husband as a "hi-tech tycoomtethivere no immediate financial pressures

to go back to work. But, in congruence with localtgral repertoires, she also felt

uncomfortable with staying at horfie.

® Note that under Israeli law Noa's employer is édrto keep her job for her for 12 months aftergikes
birth.
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As well as returning to work for increasingly lomdmurs and, following her
employer’s wishes, taking on more professional@asgbility, in her group performance Noa
chooses to emphasize her feminine identity andlifference between her and the other
workers. From her words it would seem that thisdtesacterized her performance in the
workplace as well. Despite the work hours she dgtpat in after returning from her
maternity leave, working “by the hour” and stregsihe differences between her behavior
before and after the birth of her child enable Mpput forward a self-presentation as
someone who is adapting herself to the role of Brbibod, as expected by Israeli society. “I
always told them, | don’t want to take on any mérgant to spend time with my daughter in
peace and quiet, and then | took on something .else”

In some cases, it was not the woman herself whiated the change in identity. Some
participants insisted that it was their employel®worced them to re-categorize themselves.
In these cases, an identity shift is seen as intpbgehe more powerful employer onto the
less powerful worker (Jenkins, 1994). The followiagrom Yael, a chemist and mother of
three, two of whom are twins who were born while sfas already working for her present
employer:

When | got pregnant for the second time, which wamplicated pregnancy with

twins, | think that’'s when, | meathat they[her employers] made dlear that I'm a

womanin a kind of way... [group 6, my emphasis, M.F.].

It is especially important to note here that, asl\aterprets it, her impending
childbirth led her employers to change their exagtahs of her. This interpretation hints that
not only female workers but also the Israeli hirtecganization itself should be interpreted
as operating in a bicultural environment in whithmanagers move between the

expectations of the global hi-tech world and thokksraeli society. The renegotiation of
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gendered identity around pregnancy, or even theaapon of future pregnancy, is also
clearly expressed by Orit, a project manager grgel software house:

When | went into management | started working qgmagect that was meant to last 8

months but that went on and on. That happens withdf projects. I'd already been

married for some time and was over 30 years old, each time | saw my boss |
noticed how she’d look at me, like that, checking out really well, has she just put

on weight, or is she pregnant [Group 3].

Note again how the middle class cultural repertofrisraeli society invades the
global world of the hi-tech sector. Since mothexh@oso utterly taken for granted by
professional Israeli women, it is around that is&wen if it belongs in the unforeseen future,
that gender identity issues are negotiated in thekmlace. Women expect that giving birth
will transform their work patterns. This assumptismot applied to men, and therefore does
not seem to affect their identity performance. Diesihe fact that they have voluntarily
joined a group that was called to discuss work-famsues, and although some of them
presented themselves as being extensively invotvedring for their children, none of the
male participants referred to the birth of a claitda crossroads in their career.

Seeing pregnancy and childbearing as turning paintgmen's professional
identities and as endangering their performandbefdeal worker is of course not unique to
the Israeli context. The organizational concepmadilon of this bodily expression of
femininity as a deviation from the ideal workeruig as imagined in management models
and organizational narratives constitutes the obicker's (1992; , 1990) theorization of the
gendered organization. Given its pro-natalist ctt@rastics, what may be unique to the
Israeli context are the unchallenged expectaticailfocial actors that professional women

will become mothers, and mothers' public emphasikeir professional context of the

transformation they have undergone.
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An expression of the importance of cultural diffezes regarding attitudes to
motherhood among professional women can be fouad event that took place in group 9.
In that focus group Sharon, a newlywed, 28 yeamatsite designer expressed her general
doubts concerning motherhood, especially in pradesdly uncertain times when the hi-tech
bubble was bursting. A new immigrant from Engla8taron voiced what would seem to be
a standard conceptualization of the work-familyiessamong professional women in her
native country. The stormy response of the othetenan Israeli participants, reveals the
differences in the underlying assumptions in thesesocieties. Moreover, the group’s
tempestuous reaction teaches us how importantemdat the issue is to the participants,
who interrupted each other so much that it wasadifif to gather who was speaking and
when.

Sharon: I'm not sure | want children. Hi-tech ddekiok stable right now and it's

impossible to know what'’s going to happen. | thimleed to put all my energies into

my work to make sure I’'m successful, and if | hawehild I'm not sure I'll be able to
do that like | should.

Response 1: No, no, no. Don’t think like that. Yahwouldn't link children to your

situation at work.

Response 2: Don'’t put it off because of work. Maldier you won’t be able to and

it’s not worth it.

Response 3: Yes, don't...

Response 4: Everybody here has got children, afsgthing to do with it. We

mustn’t let work change us on that issue.

[Group 9]

Bearing in mind that Sharon is relatively young &ad only just got married, and
noting that the participants in the group werenatech women, their passionate response
was surprising. It would seem that it mainly retiate the idea of relinquishing childbirth

altogether, and the linkage between forgoing meibed and having a career. While the

veteran Israeli women relate to childbirth as aeasal and positive stage in their lives that
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is worth highlighting in the organizational worlgharon sees children as a potential
inconvenience in the development of her career.

A similar, if less emotional response, was aroused comment made by another
immigrant that she would be happy to quit her jod apend more time with her family.
Hanna, the marketing manager of a large Americalti-mational hi-tech company, and
mother of two elementary school children, had migtdo Israel and married an Israeli. She
told the group about her difficulties in raising lehildren while having to travel so often for
business.

Hanna: It's only in Israel that even though my harshworks in hi-tech and earns

fine | have to work too. We can't live off one salaln America it's not like that. My

sister-in-law, for example, stayed at home withkids. My brother’s salary is
enough for them to live comfortably. She doesn't anound the world like | do and
she’s got time for the gym and play groups. Lotsrmoés I've suggested to my
husband that we go back to the States for a fewsybat he says to me, have you
gone mad, raising children there...

Response 1: It's true, who would want to raisedrbih there? Over there, if you have

got small children you can’t work. Daycare is irditdy expensive. And who wants

to stay at home with their children all day? I'd gad.

Response 2: Your job really does sound too mucth & those trips, but to go back

home completely is definitely not the solution. Whauld you do with all that time?

Hanna: OK, so maybe I'm exaggerating, | wouldrkelto stop working altogether,

but | would be happy to spend more time at home.

The group discussions clearly show that both fergaihildbirth for the sake of a
successful career, or giving up entirely on paidkao order to look after small children —
the two “solutions” that are usually representethasacceptable ways to resolve the work-
family conflict in the USA and Britain (Blair-Loy2003; Gerson, 1985; Hays, 1996;
Williams, 2000) - are met with strong resistancésnaeli society, even among professional

women, who are constantly exposed to the cultegéntoire identified with the world

gender order. It is equally important to stress évan though Israeli women refrain from
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seeing childbearing as interrupting their cardexytvenerate the differences between
mothers’ work patterns and those of others. Acewlgi the other women in the discussion
group think that Hanna ought to carry on workinghe world of hi-tech, but her current job,
which takes her away from home so often and fdosg, is seen as “too much”.

Israeli hi-tech women thus adopt the cultural repes of their country’s middle
class, with its emphasis on the strong link betwleemninity and motherhood, and the
corresponding importance of production and repridncHowever, their working lives in
the new economy allow only a few of them to workited hours, an option available to
many women working in Israel’s traditionally fenmei sectors, such as the public sector. In
these conditions, their doing of gender shouldmeustood in terms of the bicultural
experience: the movement between the world ofd¢hsterhich defines the ideal worker in
terms of long working hours and identifies thidetyf work with masculinity, and Israel
society, which defines femininity in terms of limit working hours and allows for active
participation in after-school childcare. As | shimathe following section, in conditions such
as these femininity is defined through an expegeasfcconflict between work and family,
and through making use of the work-family practiof#fered by the organization in order to
overcome this conflict.

Doing femininity by embracing the "work-family conflict" narrative

The centrality of the work-family conflict in distyuishing masculinity and
femininity is not unique to Israel and has beenagasively described in the work-family
literature. Indeed, this conflict was the backgmboh sex-differentiation in all the group
discussions. Both mothers and fathers expressetiffloeilty of maneuvering between work

and family, though they all emphasized that it wese difficult for women than men.
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Sentences like, “Of course | drop everything amdtaupick him up from the nanny while he
puts in overtime, because that’'s how it is” (Daystems analyst and mother of an 8 year
old girl, group 8), or, “I really try to get homehite they're still awake, but mothers who
work with me obviously try much harder” (Natan, deapment team leader, group 4), were
variously repeated in each group. Notably, theiBaant difference in the way men and
women represented the conflict they were expenmniuches on its force and centrality in
the participants’ identity. While men representealsi a technical problem stemming from
contradictory external pressures, most of the metrepresented the work-family conflict as
internal and emotional.

This difference is made tangible through the follogwshort discussion about the
need to look after children when they get back fsmimool. In both cases the speakers
describe the constant conflict between the neetlseaf workplace and the needs of their
family, which ends up with them making the necegsiare to spend with their family.

Yonatan, who earlier in the group discussion hadar&ed how important it is for
him to spend time with his children, describes ieg¥or home at 5pm, something he does
several times a week. However, a daily telephofiescaeeded to get him out of the office:
“It's simple, at 5 | pick up the phone and thenlfiaif an hour it's, when are you leaving,
when are you coming home?” In response to a queabout what would happen were the
phone not to ring, Yonatan answered, “I would forggself’. Responding to Yonatan's
words, Hila, a project manager and mother of tvescdibes going home to her children in a
completely different way:

Hila: | have a very powerful clock that tells meliflon’t go and get him from the

kindergarten he’ll be there on his own, so | ddrdve the privilege of staying late at
work.
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Moderator: and what is it that reminds you? Somduere said that the phone nags

rI1|Iir|21: My internal clock [group 2].

Yonatan and Hila, who work in the same companycriles a similar situation of
leaving work early (in hi-tech terms) in order te@h the needs of their children. During the
group discussion they both mentioned that spentimg with and looking after their
children is important to them and constitutes amiregul part of their world. In Hila’s
response to Yonatan’s comments, she intentionagses the gender difference between
them in a situation where it would seem to be uassary. The existence of the conflict and
its centrality in Hila’s life are for her an impartt identity marker that she wishes to
highlight, and not blur, as part of her identitynstruction. Without questioning the
genuineness of the power of the conflict that ldk@eriences, the choice to stress it when
doing so was not essential testifies to its ceityrad constructing feminine identity.

One of the expressions repeatedly used in the grmugescribe situations where a
mother is unable to attend to her child’s needs Watears me apart”. Tali, marketing
manager and mother of two school-aged children; sai

“I'm on a trip to Singapore, trying to make my sips short as possible, running from

meeting to meeting. Anyway, | call home when | kihe children will be in so I can

talk to them for a bit, and my husband answers. Malayou doing at home so early?

Nothing special, Inbal had a small accident at ethad | had to take her to hospital,

don’t worry, it's nothing really, she’s already cpletely fine. And then she came to

talk to me, and she sounded pretty fine, butlittetars you apart” [Group 5]

Tali’s account immediately aroused a flurry of serabout similar incidents. Such
stories did not come up in the men’s groups, naewleey brought up by men in the mixed

groups. However, descriptions of the conflict agrabteristic only of women and as a

marker of their gender identity came up a numbeimeés. Noa, who defined her ex-husband
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as a hi-tech tycoon, bitterly described the circimeses that led to her eventually leaving the
industry.

“I said to him, look, I'm working around the cloekd slaving away here, maybe you

can come home early one day a week to be withddret | can work normal hours

and go to sleep like a human being. Then he saitketonvhat’s the problem, take a

live-in. You don’t need to tear yourself apart. Anglanted to scream, a live in? Your

daughter needs you. For him it's just a technisslie...”

According to Cooper, sacrificing family life foreéhsake of professional advancement
is part of the construction of hi-tech work as apression of masculinity, but also part of the
demonstration of loyalty to the organization, whielwvards the worker with organizational
remunerations. Emphasizing the conflict and theifsae it implies for women may serve a
similar function in stressing loyalty to the orgeation and its needs despite pressing family
needs.

Representing the work-family conflict as internatlaleep is also not unique to the
Israeli case. In interviews that have been repartelde literature, when free from the social
control of other colleagues, men and (mostly) womlsp raise the issue of the conflict and
its deep impact on their lives in other culturahisxts (Blair-Loy, 2003; Cooper, 2000).
However, what would seem to be singular aboutdheeli case is the way the conflict is
highlighted in the professional context and inphnesence of colleagues in a way that could
affect the speaker’s professional future.

While stressing the conflict as a feminine identitgrker, Israeli hi-tech women
make widespread and ostentatious use of the wonkyfgractices offered to them by the

organization in order to manage and regulate thi&-femily conflict. Before showing how

the description of the way that FFO (family friepdirganization) management practices

30



make up a notable element of hi-tech workers’ gepdgormance, it might be useful to

depict the model in short.

The FFO discourse and related practices

The FFO discourse and its related set of orgaoizalipolicies was institutionalized
in the US in the 1980's as a response to the éadtiaffirmative action to bring a gender
egalitarian labor market to fruition (Glass andeSst1997; Hochschild, 1997; Kelly, 1999).
Theoretically, the model ties together a set ohargational policies aimed at allowing
workers to better balance their work and familydgend a more general discourse that, at
least according to feminist advocates of the maate¢mpts to radically transform the figure
of the ideal worker such that it would include aetcare givers, who could thus fully reap
the benefits of their professional positions (RapgR002; Rapoport et al., 1996Thus, at
the practical level, the model encourages emplageirtroduce policies such as employer-
sponsored parental leaves, leaves to care famnllly, childcare centers and referral services,
flextime, and telecommuting. At the theoreticaldevt builds on the more general discourse
of diversity in order to try and reconceptualize #mployee with caring obligations as an
alternative ideal worker, one who is more effecawel loyal, and who brings into the
organization abilities and qualifications that atthwrkers do not possess (Kelly, 1999;
Rapoport, 2002; Smithson and Stokoe, 2005).

The broad support for the model from a wide ranfggraups, such children’s rights
advocates, feminist groups, HR managers and thstat§, as well as its representation as

making a significant contribution to organizatiopakformance and increased productivity,

" It is most important to note that feminist groapsl scholars constitute only one of several saa@irs
involved in the institutionalization of the FFO.Fa@her social actors, such as children’s advocatelsHR
managers, dismantling the image of the ideal wolnkernot been a major goal (see Kelly, 1999).

31



have led many organizations to adopt the pracéispécts of the model. Indeed, in a 1997
survey of 389 US organizations, Kelly (1999) fouhdt half of the respondents reported that
the CEO or top executive of their organizationyidupported corporate involvement with
work and family issues. Hi-tech organizations wemeong the first to adopt this model.
Seeking to keep hold of and re-recruit professiovakers in conditions of a tight labor
market (Hochschild, 1997), and wishing to porttagmiselves as advanced and gender
egalitarian, leading hi-tech firms such as IBM, g Intel and others, adopted some of the
organizational policies associated with the molfiglre importantly, they also publicly
celebrated their commitment to family friendlinessl work-life balance in their web sites
and mission statements. Moreover, since some FEQipes, such as telecommuting or even
flextime, are technologically related, it was ea$ie hi-tech firms to present work structures
that they were implementing in any case asxgression of their commitment to family
friendliness.

The extent of the influence of the radical femifatily friendliness discourse,
however, is still debatable, with most critics refeg to it as a component in the
reproduction of the ideal worker as a man, andasa factor in its deconstruction (Glass,
2004; 2000; Smithson and Stokoe, 2005) . Since méthe policies associated with the
FFO are offered only to women, or used almost estehly by them, with the result that they
have become associated with femininity, criticauarthat the model actually helps to
reproduce the traditional gender division of labor.

Focusing on the point of view of the hi-tech worlkamnd not that of the organization
itself, this study cannot validly evaluate the exti® which the model has been adopted

throughout the Israeli hi-tech sector. Having shat, the high rate at which practices such as
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reduced working hours, telecommuting, and flextane used, as transpires from the
workers’ statements in the discussion groups, npgbtide a good measure for the high
proportion of the adoption of the practices thems®l A further significant indicator of the
way that the discourse is adopted in the Isradietin sector is provided by Aron’s
comments, a human resources manager. In the grseysdion Aron displayed mainly
professional interest, and did not reveal manyi®keRperiences at work, despite having
three children of his own. Instead, he interwedus®xperience as a father with his
experience as an HR manager in the practices ¢hafférs to women working under him:
I've got a woman in senior management, the R&Ddaloe she’s in charge of three
team leaders... she’s pregnant with her first ctiitdm my own experience from
home | know that everything you say beforehane, fiky wife was saying, yes, I'll
come back after 3 months, or, | want to spend afltime at home... it doesn’t
matter when it comes to the reality of it. Onlyeafgiving birth do you know... so she
can’t make commitments to me... and | don’t wanttbezommit now about what
will happen afterwards. | did say to her, duringiymaternity leave, if you decide
that you want, that you think of coming back anak you want to get back into
things, take a lap-top, start working from home. efkep to date all the time. If you
decide to take 6 months at home, no problem, wesrg open [group 2].
Aron once more exposes the bicultural context irciwhi-tech organizations operate.
As VP of human resources in a large internatioinad, fAron simultaneously draws on his
experience as an Israeli father, or, more accyratel his wife’s experience as a mother, in
order to offer support to a senior manager whd@iaito have a child. If they reflect the
organization’s position, as would be reasonablexjgect, his comments also express the
adoption of FFO practices and their perceptioraksrt for granted, alongside a more
hesitant adoption of the radical feminist discoulsg accompanies them.
The two practices brought into the discussion bgrnfarre maternity leave and

telecommuting. In the Israeli context, the seni@nager’s maternity leave is non-negotiable.

The Israeli welfare state guarantees 12 weeksllgfgaid mandatory maternity leave. It is
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forbidden to return to paid work during this periodless the worker forgoes the allowance
she is entitled to. The option of extending matgri@ave, though without pay, is also
recognized by the law, which obliges the emplogeteep the mother’s position for her.
However, while the “ideal worker” discourse medmast tAron should have demanded that
the senior manager return to work after 12 weelksnasxpression of her work devotion, the
FFO discourse offers him a normative framework mol he can represent the option of
extending maternity leave while making use of tefemuting (taking a lap-top and keeping
up to date) as no less an expression of work dawvoln keeping with the FFO discourse, the
existence of commitments external to the workplaspgcially those to do with one’s family
life, does not damage the image of the senior nemagyan ideal worker. At the same time,
family friendliness is blatantly gendered. Aronféeo is made to a woman, part of a minority
among the organization’s managers, and not to bhis mumerous male colleagues, many
of whom, like Aron himself, are fathers to childneho were born while they were at their
current job.

Moreover, in his supposedly generous offer, Ar@o alraws on a stereotypical
conceptualization of femininity, suggesting thdémale employee will undergo a
transformation around childbirth that will changg from being a senior manager who
makes rational decisions on a daily basis, to baimgpman who cannot commit to a
professional futuré There is not enough evidence from the focus gréoptetermine the

extent to which this approach is common in othganizations, though from comments

8t is particularly interesting to compare Aron’snements with those of the CEO of a very big
multinational company as analyzed by Joan Martingnarticle on the suppression of gender conflict
organizations. The senior manager she analyzesallews” a senior employee of his to make use of
telecommuting technologies so as to carry on wagrkiom the maternity ward. However, while Aron’s
basic assumption is that his employee will be abierl2 weeks and will then use telecommutingeek
herself up to date, the CEO of this internatiomahpany expects his employee to use telecommuting in
order to carry on working as if she had not jusegibirth.
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made by other men and women, it appears that itstheli context it is indeed taken for
granted that women will make use of work-familygirees, varying only to the extent that
they are punished in terms of promotion.

Congruent with critiques of the FFO discourseijntplementation in Israel does
indeed reproduce the identification between feniiyiand caring for the family, though
analysis of hi-tech women’s performance showsithatprecisely this characteristic of the
discourse that makes it a central component icdmstruction of “femininity” in the
masculine world of hi-tech. The following sub-seotthus demonstrates how ostentatious
and accentuated use of FFO practices at the warkglanstitutes part of doing femininity in
this specific context. However, in contradictiorthe theoretical expectations that this
femininity should imply women’s marginalizationtae workplace, my findings reveal how
the FFO discourse allows them to resist such maligation and to begin sketching out a
new femininity, which simultaneously incorporatesages of the “mother” and the “ideal

worker”.

Performing femininity through the use of FFO practices

Having discussed the identification of femininitythvmotherhood, and having noted
differences between women and men in terms of #mhdof the work-family conflict that
they experience, we come now to hi-tech men and em@nattitudes to the use of FFO
practices. Gender differences are constructed drthia issue in two ways: the very use of
FFO practices (frequency), and the complexitiesusing them. While masculinity is

identified with extremely limited use of FFO praes (see also Cooper), and while men
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represent them as a simple technical solution, ety is identified with the broad use of
such practices and the multitude of problems thiatdreates.

A very powerful expression of this affinity betwesrasculinity and minimal use of
FFO practices can be found in the comments madedysenior women bio-tech workers,
both of whom said that they work around the clodkheaut taking advantage of the FFO
practices available in their organization. Aftdkitag at length about the long hours they put
in at work and the price this exacts from their &g, the moderator asked:

Moderator: So, what does it mean to you being g6t

R1: Like fathers (laughter)

R2: My relationship with my children is like whatMould want their relationship to

be with their father. [Group 6]

For these two women, abstaining from work-familggiices means that their performance is
part of the behavioral repertoire associated witisculinity. The laughter in the group and
the responses from other participants show that #oeept this association between using
FFO practices and masculinity.

A few minutes later, the participants of this gravgre asked what tips they would
give to a woman who was about to join the worldhiefech. The answers to this question
also hint at the way the use of FFO practiceslisgieed as an expression of femininity.

— | would recommend that she decides what she viams with herself... | mean, if

she wants to be a careerist or a mother of twot'3 ttze first thing.

— To decide priorities. What's more important fer,hchildren or work. And if it's

the children, then first of all to work until 4 eyeday, to pick the kids up from the
nursery at 4. That's how | see it. And anything tieppens, or if the child is ill or
something, then the child comes first...

— First of all to decide what you want, where tantMa go with your work. | mean, if

it's a career or something completely differengtth a different way of thinking. If

it's to bring money home, a salary from 8 ‘til 4uyget up and go home, you don’t
care what's happening at the office [group 6].
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The first point to notice from this short discussis the absolute identification of
femininity with motherhood. Even though the quesisked for general recommendations
for women, the immediate answers dealt with motHeemininity is expressed through the
decision to work reduced hours and to persistliillfng the role of the normative mother in
Israeli society by caring for one’s children whaey get home from school. While they
accept the contradiction between “career” and fartilese three women represent the use of
the FFO practice available to them — a shorteneatt day, in this instance — as enabling
them to balance work and family.

However, not all the participants in this groupesgt with the first three speakers.

The discussion that developed highlights even &urthe identification between using a

range of FFO practices and performances of norm&timininity/motherhood.

R4: It seems too black and white to me, | don’hkhihat a mother who gets home every
day at 7 in the evening is a bad mother. Obvioulsike, if | was developing my
career and realized that I'm a bad mother, theodldn't be there. Today, | think, in
our company at any rate, | think you can be a goather and develop a career,
because your work can allow that. The firm undexdsaworking mothers and lets
you work from home. For instance, they gave lotspebple in our company a
computer at home.

Moderator: Does it help, working at home?

R4: Of course.

R5: It's a nightmare. Listen, it's great, but ymammitment to work is even greater once
they put that machine in your house...

R4: You can be with your child and do some worlkhat expense of your health, at the
expense of your sleep, and not at the child’s expe8o it doesn’t hurt the child. It's
bad for you because you don't rest after 8.30 oviten the child has gone to bed. It's
bad for you. The child goes to sleep, and you gavaok. But it's not every day.

[group 6]

Similarly to working reduced hours, the option airking from home in order to

make up necessary work hours is also seen by thieipants as an expression of good
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motherhood. The sacrifices implied by using thasetces — whether it be sacrificing the
possibility of promotion in order to be a good n@thor sacrificing one’s personal time and
health in order to be a good mother and good emeglay the same time — are also a marker
of feminine identity in the organizational enviroeanmt. While men sacrifice their family life
on the altar of career devotion, women sacrifi@rthealth and free time on the altar of
work-family integration.

The motif of sacrifice returns in comments madeShyah, a technical writer and
mother of one, who also describes her use of wamkilf practices as an expression of her
femininity:

Sarah: Because everyone knows I’'m a mother, evergoes me that legitimacy. If |
leave earlier then they take that into account wdetting up meetings.

Moderator: No one complains about it?

Sarah: They are considerate to me. | pull a fage,| @et what | want right away. If |
complain about something...

Moderator: Is that considerateness, or also higarce

Sarah: | think I'm highly regarded because of whdo. | don’t think anyone would
say “very good, very good” if nothing | did was aggod, and that they are only
considerate because I'm a woman, like, “what cando, it's hard for her”, it really
isn’t like that

Moderator: Is the subject of motherhood valuedt seen as difficult, or it's just that
they are considerate?

Sarah: Yes, | think so. | think they really accep#lso, | always do what | say | will.
I'll never finish something late because my childswill. That has never happened,
and they know it. | proved to them that what | takel do, and do it on time. So
they've got no problem when | come and say thatchlg isn't feeling well, they've
got no problem to say OK, go home, that’s fine’dlgp 1]

It is important to note that Sarah's self-presémathrough her use of FFO practices
was performed in the presence of her direct boagjd) also a participant in the group. In
his immediate response, Daniel backed up Sarab&eptation of self as a good worker but

provided an important addition to her self-concepmation by saying, “Sarah is very

responsible, | try and get her out of the offiae ske’ll go home and be with her kid, but she
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says, no, no, I've got to finish this." Daniel'snds hint that his high appreciation of her is
grounded in the fact that her use of FFO practisgaken for granted. If she refrains from
making use of the benefits her organization offess she is seen as sacrificing other needs
in the name of devotion to her work.

Sarah’s comments right after this further strengthke identification between
femininity and broad usage of FFO practices, asrale against the fact that men are not
allowed, normatively speaking, to make use of them.

Mostly it's difficult for men... [my husband] sharesesponsibility at home

completely equally with me, but it's easier for tweget legitimacy because I'm a

woman. And they don’t understand, what do you meaman, let his wife do it, let

her be there. It's harder to accept [group 1].

The emphasis on the use of FFO practices as arssipn of good motherhood, but
also as a measure of the high esteem in which tinkewis held by her organization, can
also be seen in remarks made by Donna, a markeamgger who, according to her own
narrative, got her job in hi-tech by presentingsieiras an “ideal worker” despite being a
mother. Her wide use of FFO practices after thehlmf her second child is seen by her as
proof of her employers’ high regard of her:

"After | had my second child | was ready to ressgnl could look for a position that

would suit me in terms of raising my kids. And thesrsuaded me to stay and | got

carried away with the idea that they would promotto a more senior position and
make me sales manager for Asia. | drew up a ligtooiditions, but | didn’'t expect
them to agree. But, to my surprise, they did, aadtually worked from home until

my child was 1, and | got to the office wheneveould" [Group 8].

In her self-presentation as someone who was preépargive up a senior position in
order to raise her children, Donna enacts femminitkkeeping with the repertoire of the

Israeli middle class, which sees full time worlqulgh not in a demanding career, as

normative behavior. When, according to her peroaptier employers enable her to fulfill
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this normative femininity and use FFO practicedawelop her career, she sees the
opportunity given to her as an expression of tasieem.

However, gender performance goes beyond the uBE®fpractices and includes the
way in which they are used as well.

In the world of hi-tech, some practices that cardmsidered part of the FFO are
actually available to all workers, whether or rfegyt are subjected to family pressures. Thus,
for instance, flextime is a practice available émywmany hi-tech workers, as is the option of
undertaking certain tasks at home. However, theswlagt men and women present their use
of such practices and their meaning in definingeptal identity are utterly different. A
notable example is that while most mothers takeaathge of flextime to arrive at the office
early in the morning (sometimes as early as 5.38aar), which allows them to leave early
enough in order to spend the afternoon with th@ideen, many childless workers and
fathers use the practice to arrive at work latee fidllowing exchange is from group 4:

Miri: I'm lucky that we have flextime here. | ged the office at 6, 6.30, at least that’s
the idea, it depends if | can drag myself out af.lf8o at 3, 3.30 in the afternoon I've
already done my 9 hours’ work and | get to picknup children from childcare. The
morning hours are the best, there’s no one hedgive you crazy and | get so much
done. But of course when my boss arrives at 1A 30and sees me leaving at 3.30,
to him it doesn’t really look like I’'m working. Otihe other hand, by the time | get to
my children in the afternoon I'm a rag. | mean,dt gip at 5 and as far as I'm
concerned it's already late in the evening.

Uri: Flextime is also very significant for the timecan spend with my children. My
wife leaves really early, so | get the kids readyhe morning and drop them off at
the nursery, then | stop for a coffee and avoidrtiwening traffic. No one needs me
there before 10 anyway, and | stay late so | camb@ved when the offices open in
the states.

Miri: Yes, that's what my boss does as well. | wisbould have a relaxing cup of
coffee in the morning and that someone else woickl yp my kids while I'm on the
phone to America. As it is, | have to make all nai<from my cell phone with the
kids screaming in the back seat. I'm sure the limgsmerica doesn’t think it's very
professional.
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A further difference in the way men and women empl@ same practice in different
ways can be seen in descriptions of how people rork home. One of the characteristics
of the hi-tech industry is wirelessness, that i &bility to work anywhere at any time.
While the option of telecommuting is often preseniy Israeli hi-tech workers as a work-
family practice that allows parents to spend maneetwith their children without that
affecting their complete devotion to the workplaegrelessness also serves to allow full
communication with people in different time zon8ath men and women describe their
work from home after regular hours as a demonstraif their work devotion and something
which raises their value as workers. For instabz®jt, an informationist in a large hi-tech
company and mother to five year old twins, said:

| was nearly fired because | work until 3 in théeaioon, even though I'd make up

the hours at home at night, and my boss, who @ @alsother, and my age, she told

them, but you know she works at night, you seeeamails she sends at 1 in the
morning, that's what saved me at that point. [Gr8lp

However, men and women’s descriptions of workinghatme are completely
different. Sarah (mother of one), who only worksnfrhome during periods of exceptional
pressure at work, said:

Sometimes | work with my child on my lap, bangingtbe keyboard and pulling the

cables, breaking the disks. | don’t do it much, tnatre are periods of pressure, and |

have to go home to pick up the children from thedkrgarten, and it’s difficult, and

they don't like it... [Group 1]

Compare this to Moshe (father of two), who desctitiee way he works from home
in an entirely different and conflict-free fashion:

I work at home when | need to, if there’s somethingrseas, different times... I've

got a study, I've got a computer, I'm online, | dbat | need. | close the door behind
me and I'm at work... [Group 1]

41



While most of the women participants in the focusugs described working from
home (after regular office hours) as a necessitichvimvolved conflicts with their children
and physical difficulties to do with tiredness, mos the men described it as a simple and
conflict-free process (see the above extract dasgitelecommuting as a "nightmare").
Having been asked whether anyone at home commamst work coming at the expense of
time spent with his children, Leo (father of twalsaered: “No, that goes with the job, what
are you talking about...” [group 1].

In her depiction of masculinity in Silicon ValleGooper argues that "the successful
enactment of this masculinity involves displayinge® exhaustion physically and verbally in
order to convey the depth of one’s commitment, starand virility" (Cooper, 2000: 383). In
the context of Israeli hi-tech, it seems, the sssfié enactment of femininity involves
displaying similar levels of exhaustion as a restiittempting to integrate good motherhood
and ideal hi-tech work.

It is crucial to stress here that the claim thagrehis an element of gender
performance in the public enactment of the diffiesl of integrating work and family is in
no way meant to take away from the very real diffies experienced by men and women
who are deeply committed to both their family aadeer in hi-tech. It may be that men who
combine market work and care work experience a dgaptional conflict that they are
forbidden from conveying in public. What | wish &mphasize is that in conditions of a
bicultural experience that requires contradictoagtgrns of behavior from women but not
from men, biological women with significant soci@sources can move between the two

cultural repertoires so as to enact a femininiigt ttloes not entirely fit the stipulations of
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either of them. In the space created in the eneoumgtween two cultures, the FFO discourse

is a base from which these women can challengenmbeultures that see them as deviants.

Disruptions, digressions and the alternative idealorker

As mentioned above, one of the harshest and matlyheard criticisms of the
organizational work-family discourse makes refeeeteits role in reproducing the existing
gendered social order (Glass, 2000; Glass and ,Ri/@98; Lewis, 1997; Rapoport, 2002;
Williams, 2000). The available practices are moatippted by women, thus increasing the
identification of masculinity with the ideal workdfeminist activists and researchers agree
that in order to seriously challenge the regimedofmesticity, the seemingly “natural”
linkage between hours invested in work and labpreductivity must be questioned, thus
challenging the organizational discourse that @sfithe ideal worker in terms of the number
of hours he spends at the office. As we have seeughout this article, when discussing
and enacting the FFO, hi-tech workers in Israeltfer most part do indeed reproduce a
traditional division of labor that takes the asation of care and femininity for granted. In
stressing the different ways biological men expergethe work-family conflict and make use
of the FFO in managing it, the group participargers to perform a hegemonic discourse of
masculinity and femininity. Thus, for example, ek made by hi-tech women between
“careerism” — the popular epithet for work devotienand long work hours, including
refraining from making use of available work-fampyactices, sharpens and reproduces the
icon of the ideal worker as free of family commitmge However, building on the bicultural
context, the discourse and performances of Isnitich women also bear a challenge to this

social order.
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In her discussion of gender performance, JuditHeBstresses that even though the
repetition of linguistic codes and existent cultur@pertoires usually precedes the
reproduction of the accepted social meaning of rigglgy to a gendered category, every
performance of identity is also always potentiaigruptive or disturbing. It is in this context
that Butler seeks to give some specifically pcditisveight to her feminist analysis (Elliott,
2001). Adopting this point of view, it is possible argue, albeit with caution, that the
repetition of the conventional, gendered FFO diss®in their professional context has some
potential for the disruption of traditional femiiti (in its Israeli version) and the figure of
the ideal worker in its hi-tech version.

. The data from this study do not allow us to asderthe extent to which this
alternative is perceived as legitimate in the oizmtional context of the Israeli hi-tech world.
Remarks made by mothers and the few managers wtiopated in the focus groups paint a
complex and by no means one-dimensional pictureolild seem that in some instances
employers reject the wider interpretation womenredio the organizational FFO discourse
and see women who make extensive use of FFO pradi deviating from the norms of the
organizational culture. In other cases, such asetltbat Sara and Donna reported (page 39),
the employer is portrayed as accepting the newnsahand as recognizing the worker’s
contribution as that of an ideal worker, despiteialéng from the code of required behavior.
This complexity can be seen in the following incitjeas described by Irit, manager of the
process engineering team at a large bio-tech coynpa mother of two:

In this company they know | leave earlier, and omgeCEO quipped to me: how do

you expect to get everything done by three o’clogki?i there were other people

there. And | was already on my way to the car,Idutned around and said to him:

that’s the last time you do something like thate in front of people... and you
know you get your productivity one way or the othéou always get what you need.
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| was really angry and | went to pick up my kidstaand even before I'd arrived he’d

called me to say, I'm sorry, | didn’'t mean it [gpo8].

From their reactions, it would seem that otheripigdnts in the group had been in
similar situations and could identify with the ang®ad helplessness they provoke. “And he
said that in private, right?” one of the particitsmasked sarcastically, referring to the CEQO’s
apology. Irit's answer to this bitter commentdels something about the extent to which the
repetitive performance of maternal femininity ateewhat is taken for granted in their work
environment: “No, he went and told the other peopho were there [what a good worker
she is and how unfair he had been]. He sortedotitét According to her, Irit's boss seems to
accept her conceptualization of femininity at wattkat is, that you can actually be both a
devoted mother and an ideal worker.

Irit told her story in response to a discussiort thed developed in the group about
strategies for enabling mothers to balance work fandly in the best possible way. The
women in that women-only group all agreed that ‘sheuld stop working like men, and
teach them to work like us”. Irit’s ability to starup to her manager should be seen in the
context of a serious lack of hi-tech manpower atttime, which virtually guaranteed her job
security. The availability of the FFO discoursettipmesents a successful work-family
balance as potentially contributing to the orgatnirés performance, together with the
Israeli middle class cultural repertoire that makbgdlessness, the full delegation of care,
and the forfeiting of one’s job for the sake ofl fiune childcare socially censured, allowed
Irit, as well as other successful hi-tech womengxperience the artificiality of the link
between work hours and productivity, and to conwitieeir employers that it is problematic.

Within this context, a new femininity would seemh® evolving, one that tries to bridge the
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complicated work-family conflict, despite the hdrgs. Being a "new women" means not
only balancing family and work, but balancing on@mily care with a career.

Furthermore, the use made by women of work-famiycpces is slowly allowing
men to turn to this mode of action as well, anddéine their parental identity in contrast to
the conventional breadwinner discourse.

Ohad, a programmer and father of an 8 month olg,sdid:

| got a new boss a month ago. Before then I'd Hddrdbosses with kids, and now |

had a boss who was a kid, 26, single, who wouldrfi@rviews and meetings at 8pm,

so | send him rejections... without going into detaiothing, | just won’'t go to

meetings at that time of day, period... it's not abmaking excuses, my daughter
gets tired, period, | don’t need to make excusemimne. | just won't be at the office

[group 1].

Ohad’s remarks once again highlight the differebe®veen feminine and masculine
performances in relation to the FFO: unlike womeio emphasized the difficulty and
struggles involved in using FFO practices, he regmés his attempt to balance his work and
family life as simply a matter of decision. Unlikee women participants in the focus groups,
who highlighted their family needs as a reasondaving work, Ohad represents himself as
not needing to offer any excuses. Nonethelessugffiraheir performances, both Irit and
Ohad give examples, albeit not very common ones, i&turn to the radical version of the
work-family discourse in a way that challengesekisting social order. Through their use of
the work-family practices offered to them by thesspective organizations, they challenge
the perceived correlation between long work hourd high productivity, as well as that
between masculinity and permanent availabilityhte workplace. Maneuvering within the
organizational work-family discourse itself, theyeate the radical possibility of

reconstructing gendered professional-parental itiesit
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5. Conclusion: Gender performance in a bicultural ontext

Research into gender identities in organizatiansg, especially that focusing on
masculine professional organizational environmemds,shown that in order to cope with the
demands of an environment that identifies the inaghe ideal worker with masculinity and
utter devotion to the workplace, biological womelopat behavioral patterns and worldviews
that both they themselves and their surroundingstity as masculine. According to most
studies, femininity is defined by default as th@agite of masculinity and the image of the
ideal worker, as a set of properties identifiechvabncerns that belong outside the
organization. With the strengthening of the glob@anomy and the appearance of a world
gender order, most researchers assume that thesmpaf gender identity will continue to
characterize masculinity across national and callfowrders (Connell, 1998).

In this article, | have examined the extent to Wiirte global masculine work
environment shapes gender identities when locak&srand managers are subject to an
additional cultural repertoire with differing andem contradictory assumptions. Based on an
analysis of the gender performance of Israeli bivt@orkers as they move between the
transnational repertoire of the new economy, wismhnects the image of the ideal worker
with disassociated and egocentric masculinity, thedocal repertoire, which sees the
integration of work and family as expressing nofagatemininity, this research shows how
the local cultural repertoire significantly influegs gender performances in work
environments that, on the face of it, seem sintdaheir overseas equivalents.

The space created between the two cultural repestthat shape gender performance
Is seen as allowing Israeli hi-tech women to redgethe meaning of femininity in the

workplace. This new femininity, which relies on tREO discourse, posits the image of the
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woman struggling to juggle active family caring ke career as worthy of imitation and as
the cultural hero of the new economy in Israel.examination of their gender performance
reveals that the repetition of the family friendhganizational discourse does indeed
reproduce the traditional gender division of lath@at associates femininity with family care.
However, this repetition also bears the potentiadisrupting the dominant discourse by
challenging the accepted characteristics of botdgnotherhood and the ideal worker. By
openly and demonstratively making use of FFO prastin keeping with the traditional
Israeli perception of motherhood and femininityd day publicly rejecting the claim that by
doing so they are less worthy workers, hi-tech womreeast partially succeed in extracting
themselves from the social role of surrogate mahithimposed on women in other
masculine environments, and manage to create getirapace in which to maneuver their
doing of gender and their self-classification. Niiedess, it is important to note that both
Israeli society and the Israeli hi-tech sectorraefree from gender discrimination and a
gendered perception of the image of the ideal woltewever, studies suggest that the
tension and conflict felt by Israeli career womeslightly less acute in comparison to their
counterparts from the American middle class, fstance (Lieblich, 1987). In this sense, the
findings of this research reveal an important amspoken aspect of the social role of the
FFO discourse: even though it has been shown todape certain elements of the social
order, it may also play a significant role in cansting a new femininity that neither forgoes
family caring nor accepts the marginalization afcgivers in the organizational context.
This study also makes a contribution to the disonssf gender identity in bicultural
contexts. While most studies into ethnicity anddggrin organizations focus on the

experiences of women from weaker groups, espedraltyigrants and ethnic minorities, and
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discover an unbridgeable fragmentation in the& ékperiences, this research deals with the
strongest group of women in Israeli society, nameynen from the professional middle
class, who mostly belong to the European cultditd, @end who work in a desirable
profession in which there was a manpower shortaggtfite some time. From this position
of power, they are able, to a limited extent, teaante a social discourse that bridges the

contradictory demands of their organizational andify environments.
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