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Abstract  

This thesis is a study of senior manager in county councils with the aim to explore if the life 

situations at home, systematically differs, depending in whether the manager are a man or a 

woman. Are women and men managers living in the same family structures and home 

situations, such as the division of domestic tasks, which let them be managers under equal 

conditions. My research questions are; 1) Are there differences between the managers’ personal 

and domestic life depending on whether the managers are a man or a woman? 2) Do the 

managers studied live within home structures that challenge or conforms the division of labor 

between the genders in the public/domestic gender order? The study is based on semi-structural 

interviews with three male and three female managers. The results indicated that there are 

differences in how male and female managers’ work-life is balanced. The differences found is 

pointing at the direction that female manager’s live in households where they have equal 

responsibility for the domestic sphere of the family. The male managers studied live, to a greater 

extent, in family structures where the responsibilities of taking care of the domestic chores are 

located on to their wives. The work-life conflict is very present in all managers’ lives. The male 

managers are living in, to a greater extent than the female managers, family structures that 

correspond with the public/domestic gender order. Where women are more responsible over 

the domestic tasks in the household in relation to the male managers. 
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1 The importance of leadership, but is the conditions equal for 
men and women?  

Political science is the scientific study of politics. How to understand political phenomena and 

how the society is governed and organized are central questions in political science. However, 

Freidenwall & Jansson (2017, pp. 17-18) points out that the gender perspective is often left 

unproblematized. For example, if gender is left unproblematized in theories about justice, the 

systematical disadvantage in power and resources for women are left invisible. To understand 

the social and political world, studying only men isn’t enough. For a more complex and 

complete understanding of politics and society feminist studies have stressed the value of using 

gender as an analytic tool.  

But, what is politics? Common definitions to describe politics is, that politic is what the state 

does, or that politics are about the public world outside of the private world. Other definitions 

of politics is that politics are legitimate exercise of power or distribution of different values. 

Politics can also be understood as the power structures within different relationships, for 

example that one group are dominated by another group in various parts of society. These 

relations can take place at the office, the classroom or in the family. The core of feministic 

discussions about politics lies in the search for connections between gender and politics. The 

feministic perspective criticizes the boundaries of what is consider political. The political is in 

this view about the questions that are possible to collectively discuss, agree upon or find 

solutions in – feministic perspectives moves the boundaries of what is consider as socially 

negotiable. A clear example for this is the understanding that the personal is political 

(Freidenvall & Jansson 2017, pp. 20-21).  

Every society have to be governed and every system of governance depend upon leadership. 

Public leadership is what makes the political and governmental institutions come to life, from 

the parliament, the courts and the very top of government departments and agencies down to 

the street level bureaucrats. How our societies and personal lives are governed is determined in 

these institutions. Leadership is involved and present in in building, managing, legitimizing, 

controlling, changing and abolishing the public institutions. Opportunities to exercise public 

leadership are particularly given to the holders of senior offices in these institutions (Hart 2014, 

pp. 21-22). As presented, leadership positions, within these organizations are crucial for the 

modern society to function. This could be considered as powerful positions and that who or 
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which groups or individuals that holds these positions are important actors in society. The 

overall goal of Swedish gender equality policy is that men and women should have the same 

power to shape society and their own lives. An intermediate goal in relation to this is that 

women and men should have the same rights and opportunities to be active citizens in society. 

Thus, equal opportunity to shape the conditions for decision making in all sectors of society - 

economic and social aspects should not be an obstacle for securing this (Regeringskansliet 

2019). The right to equal power to shape society and their lives is a human right, it is a matter 

of justice and democracy (Regeringskansliet 2019).  

With this in mind, it is important that not only men, or women, hold significant managerial 

positions. In Sweden, men still hold most of the managerial positions in the private sector with 

69 percent (SCB 2018). In recent years, a reversal of the gender dominance in the public sector 

has taken place. Today, there is a clear overweight of women of managerial positions that have 

been dominated by men for a long time. In county councils 74 percent and in municipalities 67 

percent (Johansson, Lindgren & Montin, 2018). The quantitative change in the gender 

dominance should indicate that, the conditions for being a manager in the public sector have 

changed to increasingly qualitative equality conditions regardless of gender.  

Yukl (2012, p. 29) summarizes the most important findings in research about the nature of 

managerial work. What is clear is that the manager’s days are very long. Due to the nature of 

the leadership, few managers disconnect from work when they return home. Instead the 

workload is equally high throughout the day and this is often a result of the managers' own 

priorities. In addition, they are subject to constant demands from various quarters, subordinates, 

colleagues, superiors and actors outside the organization. The managers' days consist of 

different types of activities and many of them are reactive. This shows a picture of the managers' 

countless working hours and already strained life situation. If this is the working aspect of a 

manager’s life, how much room can other aspects of life take? And are the conditions for being 

a manager equal for both men and women.  

Previous research indicates that women managers experiencing more stress than their male 

counterparts. Alvesson & Due billing (2011, p. 228) shows two factors behind women's higher 

levels of stress, one being family issues and the other having to do with their surrounding 

expecting them to comply with gender stereotyped behavior but at the same time adapt to 

masculine conceptions of leadership. The responsibilities applied to women in the domestic 

sphere appears to be most resistant to change. Focus has been in achieving equality through 



6 
 

women’s entry in paid labor but the family responsibilities are left unchanged. Women must 

juggle these two spheres or in order to maintain the needs of the family by working part time 

or within flexible employment. This has led to policies concerning childcare, parental leave and 

flexible working hours (Hughes 2002, 34-35). For power to be equal, it is necessary that the 

opportunities for being able to work as a manager are equal - therefore the private becomes 

political. The opportunity to gain employment and have a family is also part of the government's 

gender equality policy. An intermediate goal is that there should be an even distribution of home 

and care work between men and women. Women and men should have the same responsibility 

for taking care of the housework and care work (Regeringskansliet 2019). 

Traditionally, women have been responsible for the unpaid work in the household. Today, men 

take more responsibility for children and household chores than before, but the housework and 

the care work are largely allocated to the women in Sweden. An obvious reason behind the slow 

pace of change, according to Gemzöe (2014, pp. 115 - 116), is that a change in working life is 

required to enable change in the home. However, it is an extensive job that involves more than 

shorter working hours and changed attitudes in the workplace.  

Swedish women's childbirth has recently been debated and politicians worry about women's 

lesser inclination to have children. Causes may be that women postpone childbirth until they 

have an education, a permanent job or that they choose to give birth to fewer children. Gemzöe 

(2014) argues that it is for economic reasons that politicians want women to have more children, 

as this may endanger the reproduction of the labor force. Women more often prioritize their 

own careers and financial security. Other perspectives are that being a mother, in terms of 

Sweden's equality, means a constant stress between preschool, school, workplace and a constant 

negotiation of time with partners. Although it is discussed in the media that women, at least 

highly educated, are supposed to live relatively equal lives with men but the mothers appear to 

live in a greater conflict between family and professional life (Gemzöe 2014, pp. 103-104).  

The perspective of equal opportunities addressed the issue with female managers’ situation and 

possibilities as a political and morally issue. There is a strong belief that everyone, regardless 

of gender or other social category, should have equal opportunities. Through this perspective 

there are practical reasons to critically scrutinize the barriers making equal opportunities for 

women to get, and women that holds, leadership positions. Examine the barriers by studying 

the social stratification and career paths in working life and society (Alvesson & Due Billing 

2011, pp. 236-237). By analyzing the different conditions for leadership, and make them visible, 
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also contributes to challenge them. The conditions for leadership shapes and defines how 

leadership is interpreted. If the conditions are changed, the leadership, can be renewed to change 

the balance between the genders. Giving women and men more freedom in the exercise of 

leadership (Alvesson & Due Billing 2011, p. 183). In order to take on the new generation of 

workers, who are engaged in both family and career, a significant change must be made in how 

we view both the private and public spheres of life. Return to discuss the dichotomy between 

the private sphere and the public (Cram, Alkadry & Tower, 2015). 

The quantitative change in the gender dominance should indicate that the conditions for being 

a manager in the public sector have changed to increasingly qualitative equality conditions 

regardless of gender. Which leads me to the question I am interested in this study, does the 

private life between men and women differ, are women still hold back because of the skewed 

division of family and household responsibilities. If that is the case, are the conditions for being 

a manger in the public sector equal for men and women?  This is a study of senior managers in 

city councils, the aim is to study and make assumptions about how the managers’ life differs 

from each other, depending on whether the manger is a woman or a man. If they have equal 

conditions to work as a manager in relation to the demanding nature of their work.  

1.2 Disposition 

I will first present my theoretical considerations and how it is going to be used in this study, in 

chapter 2. Next, previous research about managerial work life balance and the different 

conditions for women and men to be managers will be presented in chapter 3. These two, the 

theoretical and previous research chapters have been used to formulate the research questions. 

For this reason, concrete research questions will be presented in section 4, following the theory 

and the research overview. The delimitations for the study are also presented in chapter 4.  In 

chapter 5 the methodological considerations and methods used when conducted this study is 

presented, the selection of managers to study, a discussion about validity and reliability and my 

ethical consideration.  Here I explain that the methodology for this study is interpretive and the 

methods used are semi-structural interviews. In chapter 5, section 5.8 the theoretical 

consideration in the study is operationalized in to an analytical tool that will guide the 

conclusions. In chapter 7 the analysis will be presented, the analysis is divided in three 

categories - the constellation of family, taking care of children and household responsibilities 

and how work effect the private sphere? After that conclusions and discussion are presented in 

chapter 8.  
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2 Theory 

This chapter is where I present important and relevant concepts for the study. The purpose of 

explaining these concepts is to contribute to a greater understanding of the research question 

and the characteristics of the problem studied. For example, gender as a social construction– is 

my view of gender in this thesis. Private vs domestic sphere is both a discussion of the 

importance of not referring the private, such as the homes of men and women in society, as 

something that shouldn’t be interfered with through research. Gender labeling is to show the 

different valuation that comes with the gendered division of labor between the public and the 

domestic sphere. The idea that women’s place is in to the domestic and the value that goes with, 

it follows women as they enter the labor market. More about how the concepts are going to be 

used and understand are presented in relation to each concept in the chapter. The second purpose 

is that these concepts will guide the analysis, by using the theoretical concepts to operationalize 

them into indicators that will act as a tool in the analysis of the empirical material and especially 

when defining the conclusions.  

2.1 Defining Gender – gender as a social construction  

The feministic perspective in social analysis points out that order between the genders are 

systematically and involves all aspects of societal life, also called the gender system or gender 

order. The gender system has a political stance in its critique against the society’s view on 

gender. That depending on different conceptions of gender, people are treated and valued 

differently, and that this is always present in people’s lives (Gemzöe 2014, p. 79). 

Discussions about gender in society often stresses dichotomy - the biological division between 

men and women where gender is defined as the social and psychological differences that this 

divide creates. The idea of gender often takes its ground in dichotomy and difference, that 

gender addresses the cultural or social differences between men and women based on their 

biological gender. This could be a far too simplified image of humans and human characters. 

The reality of human characters cannot be divided in to two realms. This dichotomy doesn’t 

take account for the differences among women and men. The differences within these groups 

can be relevant when explaining the relation between them. An example from Connell & Pearse 

(2015, p. 10) are the difference between violent and non-violent masculinities.  

A solution to this one-sided view is to move away from differences and focus on relations. The 

understanding of gender as social relations in which people act and interact within. In this sense, 
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gender is best understood as a social structure with different patterns surrounded by social 

relations. Gender is in this way understood as patterns in our social arrangements that shapes 

our everyday life´s. This definition makes gender multidimensional, it is not only about either 

work, identity or power but about all these things at once (Connell & Pearse 2015, pp. 10-12).  

Gender relations are continually being made and re-made, in all aspect of everyday lives. In a 

very well-known article called “doing gender”, West & Zimmerman (1987) analyze how gender 

is developed and created in routine interactions. According to “doing gender” gender is 

considered as a social construct, or the cultural perspective on gender. According to this 

perspective on gender it is something we do daily as we interact with and through society. 

Femininity or masculinity is not what we are or traits we have that are fixed. Femininity and 

masculinity is something we do and an effect of what we do. It is a process that is constantly 

reworked in accordance with the cultural norms that define masculinity and femininity, at any 

time and in any context. In this reproduction of gender, a variety of attitudes arise that include 

what we do in relation to each other and in the different spheres of life (Tyler 2012, West & 

Zimmerman 1987, Gillberg 2018, p. 18).  

This is the view of gender used in this study. That gender are a social construction that interplay 

with all aspects of life. It reflects the different demands put on different genders and how they 

are threated in the social world. How people think of themselves, express themselves and how 

others experience them – gender, as a social construction is always present.  This definition of 

gender, is more about an analytical category, than about men and women. Therefore it works 

as an analytical tool in understanding the differences and similarities in how men and women 

live their lives, which allows me to analyze the gendered aspect if women and men can be 

managers under the same prerequisites.  

2.2 Public vs domestic sphere 

Liberal theory is often based on a clear and simple distinction between the political and the 

personal – the public and the domestic – and this image remains in in political theory today. 

Feminist theorist criticize this simplified division and that it was based under the premises for 

the social and cultural practices of the patriarchy. Fundamental for this dichotomy are the 

division of labor between men and women. Where men occupy the economic and political life 

and women the domestic domain. The private is often referred as a domain of social life, which 

is characterized with freedom and where intrusion requires special justification. The public is 

considered more justifiably accessible. Some argument behind the need of a “private” private 
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sphere is that it’s a sphere free from observation, free from interference with one’s own 

activities or decisions, free from intrusion from state or church. The definition of public and 

private are often overlooked in research, even research about the subject pays little attention in 

analyze or defining it. For example, the political nature of the family, the importance of justice 

in the personal life and the gender inequality, ignoring the family and its division of labor and 

power structures. The opinion that family is non-political is the main reason why it has been 

neglected in political theory (Moller Olkin 1998, pp. 116-141).   

The political rights of privacy have since the seventeenth-century been claimed as a right for 

individuals, but these individuals where assumed to be male heads of the household. The 

freedom of interference from state and church – freedom from interference as these individuals 

controlled other members of their private domain.  The family and the domestic household are 

often defined as a place where the personal and intimate takes place. It is likely that women 

need privacy as much and for the same reasons as men but, as Moller Olkin (1998, pp. 116-

141) puts it, they aren’t likely to find it in the domestic in a gender-structured society.  

The personal is political – is the core behind the critique of the liberal public/domestic 

dichotomy. In nineteenth and early twenties century most feminist didn’t question the woman’s 

role within the family. Even though they claimed equal rights for women in the public sphere 

there was an acceptance in the assumption that women’s association with the domestic sphere 

where natural. Even in 1960 this contradiction prevailed, when feminists fought for removing 

the barriers against women in the political and work domain while simultaneously endorsing 

the woman’s special responsibilities in the family – the acceptance of the dual role of women. 

This is related toward the discussion of women’s sameness and difference towards men. 

Women was consider having the same intellectual capabilities as men, so they should be granted 

same right and freedom. But their maternal differences indicated that they naturally should be 

the homemakers (Moller Olkin 1998 pp. 116-141, Hughes 2002, p. 46-47). Shortly after, most 

feminist refused to accept this division as something unchangeable and natural. The family was 

not tied to its gender structure. For women to have equality in either the public or domestic 

domain this structure had to change. The personal is political addresses that the personal life 

isn’t immune from the dynamics of power. That neither of these domains, the economical, 

domestic, non-domestic and political life can be understood in isolation from the other (Moller 

Olkin 1998, pp. 116-141).   



11 
 

The theoretical discussion about private/public spheres have two purposes for this study. Firstly 

it shows the relevance of the term the personal is political. That the managers’ relation to the 

domestic sphere are a political issue that have historically been divided between men and 

women, and still is. Secondly, the discussion will work as an analytic tool in analyzing the 

managers’ lives at home. The public/private order – that historically put men in the public 

sphere and women in the domestic is going to be used in understanding and interpreting the 

manager’s private life and family situation. For example, do they live in family constructions 

that are in line with the gendered public/private order? If the male managers live in family 

structures where they are the bread-winner and their partner have more responsibility in the 

domestic sphere, over household task and children – their home situation could be seen as 

conforming the traditional public/private gender order. More detail on how the analytical tool 

will be operationalized will be presented in the method chapter, under analytical tool (See 

section 5.8).  

2.3 Gender roles – embodied learning  

Being a man or a woman is about personal experiences – how we are raised, the way we grow 

up and how we handle family life. It is about how we view ourselves and present ourselves to 

others.  That is why gender relations are so hard to change, it can seem threatening to men and 

women to question their own image of themselves, their personal relationships or everyday 

habits. For example, women or men living in traditional male breadwinner/housewife families, 

this situation didn’t just impose itself on them. They are active participants in creating family 

roles. If the same women would then step put in the public world and start to work, the 

breadwinner/housewife structure is then diminished, but the breadwinner/housewife relations 

between them could still be present. The man is still considered the authority in the household 

which is accepted by the social patriarchal norms in society. For the same reasons the women 

don’t use her economic strength to negotiate about family responsibilities (Connell & Pearse 

2015, pp. 93-95).  

To understand how we acquire gender we must recognize both the developments and 

contradictions - learners are active not passive receivers of gender and gender roles. The agency 

of bodies must be recognized since the active learner is embodied in the social world. The 

institutions that exist in the social world are characterized with power and complexity. To 

understand how gender is acquired, we must take in to account the different gender 

competencies that are learned in different areas of life and the historical change within all of 
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these. Embodied learners encounter gender regimes within all the institutions that they are 

involved in, for example family, school, media. These different institutions present different 

arrangements of masculinity and femininity. Young people learn to meet and navigate in these 

different gender regimes. They are constantly trained to adapt to different gender identities to 

create a specific gender performance. But they are active learners that also question or distant 

themselves from a given gender identity, they engage with it and moves it forward. As the 

gender order changes new gendered paths becomes possible. Women growing up after the 

women liberation movement had their own dilemmas about family and work, but they didn’t 

face the same dilemmas as women of earlier generations (Connell & Pearse 2015, pp. 99-103). 

For this study, gender roles end embodied learning shows how the traditional gender roles, and 

our view of family prevails and affects us. For example, even if it now is 2019 and we have 

new public policies and laws for ensuring gender equality and the fact that women have entered 

the public sphere and are working. Its shows the complex process and how these different roles 

are so deeply rooted. But also, how it is changing and the complex dynamic behind how gender 

is constructed and reconstructed. I think it shows the importance of awareness about how we 

embody gender roles and how they are present in our lives – too start the way towards gender 

equality and away from stereotypes that put men and women in different labels.  The theoretical 

discussion about gender roles and embodied learning are also going to be used in interpreting 

the data (see detailed discussion about analytical tool in chapter 5.8). For example if the female 

managers are more responsible in the household, even though they are senior managers at 

regional level working more than full-time, the gendered public/private order is not diminished. 

Is it enough that women enter the labor market to change the gendered responsibilities laid on 

women – or does it only lead to more responsibility for women? The patriarchal norms which 

we embody are stronger.  

2.4 Gender labeling and the work distribution in terms of gender 

When something is gendered, it means that it is attributed to an association with the male or 

female gender. Through practices, we create and maintain that gender label. For example, the 

management profession has been gendered as masculine but that the gender-labeling can also 

vary within different types of managerial positions. For example, areas such as staff and HR, 

where traditionally stereotypically feminine traits are emphasized, are less masculine gendered 

than the managerial position as CEO. The labeling of gender follows the gender order that 

prevails in society. What is gendered male is valued higher than what is gendered female. The 
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more women in a profession, the lower the status. This over and subordination between the 

genders is also visible in relation to gendered chores and activities. For example, according to 

traditional division of labor, cooking is a female gendered chore, but when men cook, it is 

considered as an art and something that men do in fancy restaurants. It goes from an unpaid 

household chore to cooking art (Gillberg 2018, pp. 83-84).   

What gender is and how it is determined are still under discussion in the feministic debate. The 

concept of gender where introduced to refer to the social and historical creation of gender that 

the feministic constructivists stresses. The hierarchy of the genders are found in both the 

political, economic and family domain, and this conception are based on what is considered 

masculine and feminine. Women and men are found in different types of work. What is 

considered female jobs are also the lowest paid, such as domestic work in the home and care 

work in the public sector? It is this division of labor that forms the basis for the injustices 

prevailing in Swedish working life. The division of labor is supported by precisely these notions 

that women and men possess different characteristics. Where women are stereotypically 

considered to be caring, emotional and relationship oriented. Instead, the stereotypical male 

traits are purposefulness, independence and being able to make decisions quickly. It becomes 

clear how these characteristics reflect the division of labor and categorization of activities that 

confirm the traditional (stereotypical) view of men and women's characteristics. The gender 

order shapes our inner thought, ideas and dream. That is also the reason why the conceptions 

of gender are so hard to change (Gemzöe 2014, pp. 83-86). 

The theoretical discussion about gender labeling and the work distribution in terms of gender 

addresses the issue that the gender labeling also comes with a value, that in relation to the 

public/private order, what is considered as female is valued less than what is considered male. 

It’s also shows how this labeling constructs the idea that women are, in relation to men, more 

fit to have responsibility over the domestic. At the same time it could make women feel like 

bad women (mothers, wife’s, and partners) if they can’t or won’t take that responsibility. Men 

integrating in the domestic work, could in one hand fell like there are not-manly. Or you could 

speculate, that men, by participating only a little bit, feel like modern men that live in equal 

relationships. The theoretical discussion about gender labeling are going to be used in 

interpreting the data (see detailed discussion about analytical tool in chapter 5.8) 
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2.5 Gender and leadership  

Leadership culture is characterized by perceptions of masculinity. Wahl, Holgersson, Höök & 

Linghag (2011) discuss three reasons that contribute to the re-creation of a male dominance in 

leadership, it is: communication, insecurity and devotion. How managers express themselves 

and how they communicate is important to them. Managers want to surround themselves with 

other managers who express themselves in the same way that easily understand each other. 

Managers handle uncertainties in the world by adapting a common managerial culture. This 

common managerial culture reflects the homogeneity that prevails. Gender belonging is one of 

several expressions of homogeneity among managers, that results in the creation of a common 

language and a common lifestyle – men surround themselves with other men. The design of 

what constitute ideas of leadership, such as total dedication to the work and a strong loyalty to 

the organization, is consistent with a masculine culture - about how a manager must be. 

Managers should be able to work around the clock and that managers cannot have primary 

responsibility for children and families is an example of such performances. Taking care of 

children and letting it affect the work can be interpreted as unfair to the organization. (Wahl, 

Holgersson, Höök & Linghag 2011, pp. 116-117) It is against these norms that women are 

judged and where the terms for being a manager could be seen as more difficult if the women 

can’t be equally devoted – in terms that she has to be responsible for family and household. The 

masculine culture and stereotypes that is related to the role of the manager are also reasons why 

possessing managerial positions are harder for women than men. Research have found that 

women that live up to the masculine norm is perceived as un-womanlike. If they present a more 

feminine behavior (what is considered as feminine I mean) they are instead judged as unfit or 

not having what it takes to be a manager (Eagly 2007).  

In a research project that where conducted 1998 on senior managers in the county councils, 

Blom (1998) discusses women and their conditions on high managerial positions. What 

emerges is that it is in the home sphere that the biggest differences exist between the female 

and male managers. Where the female managers live in more equal conditions than the male 

managers do. Blom (1998) also study the managers background, career paths, contacts and 

networks – and what she finds are that there are mores similarities between men and women 

that are managers, then differences, within these areas (Blom 1998, pp. 130-136). The working 

conditions of female and male managers are different on the basis of their gender and the 

different demands placed on them, how they should be and how they are expected to be in their 

role. One of the results are, that it is in the deep-rooted structures that the most significant 
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problems for women to be mangers on equal terms as men lies. The deep-rooted structures are 

about the women’s traditional role in society as mothers, partners and as responsible for 

children and housekeeping. This leads to a more strained life situation for women than men, 

thus they live in this dual responsibilities, where they should do the same work as their male 

colleagues and be responsible for the home sphere. Also, women managers are judged through 

a different lens than men managers. That there are contradictions between the stereotypical role 

of the manager and the stereotypical role of the woman, this prejudices make life more 

complicated for women. Thus, they do not “fit” in these roles. 

 In the end of 2018, I have conducted a pilot study for a research project. The research project 

is a follow up study of Blom’s research in 1998. The aim is to study the terms and conditions 

that female and male managers have in their position and to act within the managerial role. My 

thesis thus becomes part of a larger context. Since I also have a genuine interest in the subject 

and that the context has been an advantage for my opportunity to both develop my own study 

and to gain access to material, it seemed natural to take this opportunity into consideration. 30 

years have passed since Blom conducted her study, how much have changed since then?  

3 Previous research  

This section relates to previous research, it is based on a systematic research overview of 

managers' work-life situation. By applying a systematic approach, the likelihood of bias is 

minimized and it provides a comprehensive scope of knowledge (Booth, Sutton, & 

Papaioannou, 2016, p. 2). I have widened the scope of articles by, in addition to the articles 

from the systematical search, included other relevant articles that I found when conducting the 

search. I do not strive to be comprehensive in my research review. This chapter is both going 

to be used in developing and clarify my research question and in finding important key concept. 

It is also going to work as an analytic tool when analyzing the empirical material. Relating my 

findings to previous research – if these findings are in line with previous research. 

The database used for the systematic literature review is the database international bibliography 

of social science (IBSS). The exclusion criteria for my search was peer reviewed articles, in 

English, after 2009, and the source type where scholarly journals. This is because I want an 

updated review, within 10 years range, to make sure that my research overview is updated. It is 

important to see what the situation for managers are today. Because of the historical background 

with women in the domestic sphere and men in the public. My search, based on a search sting 
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developed for this purpose, had 172 hits. After step-by-step selectively reviewing the 172 

articles - by first reading the title, then the abstract and last the articles in its entirety - I narrowed 

the selection down to eight articles. See appendix 1 for a more detailed information about the 

systematic literature review, how I developed the search string and how the criteria for selection 

went about. 

3.1 Men and women manager’s perceptions about work-life balance and conflict 

Household responsibilities are one significant reason to why women and men don’t live under 

the same conditions in relating personal-life with the working-life. Arráiz (2018) studied why 

women run smaller, less-growth-oriented businesses than men. The author argue that time 

constraints is one of reasons that affect women’s business performance, that women have less 

time than men to put into their business. The study aim to analyze differentials in business profit 

in relation to gender by comparing both business and personal characteristics of small business 

owners. The study is based on data from a survey conducted in 2015 of 2408 micro and small 

businesses in Ecuador. As expected, businesses run by men are larger in terms of employees, 

sales and capital. Male owners are 3.6 percentage more interested in growing their business 

than the female business owners. Except for this, there seems to be no other difference between 

the genders in what obstacles they face in the terms of growing their business. For example, 

statistically the same amount of men and women points out that the main obstacle for business 

growth is time. When studying this further Arráiz (2018) found that the differences in the 

sharing of household’s responsibilities between male and female managers directly explained 

33 percent in business profitability. Where 58.9 percent are explained by factors which the 

author means associate with factors connected to the unequal sharing of housework and care 

activities. Such activities could be, size of the business, being an opportunity entrepreneur and 

sector business activity. This indicates that due to the skewed division of the housework, women 

cannot be managers and in this case, profitable, to the same extent as men.  

When comparing male and female-run business that have the same observable characteristics 

the difference in profit disappear. Both the profits and the distribution of the profits are 

statistically identical. The conclusion is that business owners with the same characteristics, 

regardless of gender, generate the same profits. This instead indicates that when men and female 

managers have the same responsibilities and conditions, they are equally profitable. He also 

discusses whether women start their own businesses as a strategy to minimize or solve the 

competing demands from work and family. An important factor – time is according to Arraiz 
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(2018) an overlooked recourse that lead to the unequal distribution/division of household’s 

responsibilities in heterosexual relationships. The same goes for the social norms that place 

women to the responsibilities for caregiving and housework.  

A general increase in women appointed in leadership positions, particularly in academic 

contexts shows that contemporary women want to achieve a balance between their private and 

domestic spheres, avoiding a spill-over-between these two spheres. Plessis, Rothmann & Botha 

(2018) set out to explore how this spill-over model affect white females that hold leader 

positions at a South African university, where white female academics occupy most of the 

available space for females in the academia. Also, how this spill-over model contributes to 

establishing a practical work-life balance for the studied women. In relation to the theory used 

for this study, the re- and de- traditionalization of gender in the workplace, they chose to study 

white female academics to explore how they, like their black female colleagues, need to adjust 

to the social duties that follow traditional gender roles. Their findings indicate that the women’s 

view of what is considered a good mother is affected by having the career that they have, both 

negatively and positively. On the negative side there was that because of the limited time, they 

couldn’t do the same things they could have done if they didn’t work. The positive thing about 

being a career woman in the field of the academia was the greater knowledge they can share 

with their families.  

Neither of the studied women felt like they had to choose between being a mother and having 

a career. They saw it as having the best of both worlds and that it makes you a more fulfilled 

individual. But on the other hand, eight women confessed that it is difficult to balance work and 

family life. All women pointed out time as the most significant factor when describing what 

makes it hard to be a working mom, whishing that the hours in a day could be a little bit more. 

Six of the studied women brought up flextime as a factor that helps them in balancing their role 

as mothers and as career women.  For four women the age of the children plays a significant 

role in balancing between work and family. One woman meant that there is always a choice 

and when the children isn’t at home one could “take on a heavier workload” (Plessis, Rothmann 

& Botha 2018, p. 72). Another one meant that the demands on women are increasing and that 

makes it more difficult in achieving a work-life balance. When defining the good wife, the 

authors have marked key phrases that women when describing what they found important in an 

ideal marital relationship. Some of these key phrases where: being equal partners, giving each 

other unconditional love, good friendship and being able to have good conversations. When 

seven of the women describe the household tasks, it doesn’t reflect traditional gender roles. The 
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three other women dividing household tasks reflect the traditional gender roles, but compromise 

is emphasized. For example, through negotiation. The author also find that the task of cooking 

is mostly shared among the partners and that traditional roles are being switched. It is evident 

from the research findings that the participants identified definite constraints regarding the spill-

over between their private and professional lives.  

Another study of eight women leaders in Ethiopia states that finding balance between work and 

family life is a daily struggle, and that that’s the case especially for women because of the social 

demands from family, work and the society. When it comes to organizational factors that 

challenge the balance between the responsibilities of work and family, all the women mention 

work overload as the main challenge. The work overload was mainly related to the difficulties 

to say no, because of the nature of their work and responsibilities. Working extra every day and 

on the weekends was considered as normal for them and their coworkers in their organization. 

When discussing societal factors, such as fulfilling the family’s needs, seven of the women 

leaders said that the responsibility lies with them. Needs of their family was for example, 

purchasing all that the family need in the household, taking care of extended families or other 

social affairs. One participant didn’t do it because she felt like she wasn’t able because of the 

working demands from her job, the others tried regardless of the working load to not be outside 

of the social norm. Most of the respondents felt like they had great assistants from their spouses 

and that this is an important factor for their success and balancing work and family life. Though 

the help mainly referred to handling or looking after the kids, not necessary in household chorus 

(Bahjru & Mengistu 2018).  

Similar conclusion was drawn by Heikkinen & Lamsa (2017) in their analysis of how, 29 male 

managers who are fathers and lived in heterosexual relations, describe their wife’s support in 

relation to their career in Finland. They found that the construct of support from their spouses 

was various and flexible and not fixed or uncomplicated that previous studies suggest, that 

wife´s support is about taking care of everting else. This picture, the authors mean, are to 

unproblematic and limited. The support that these male managers was categorized in 

negotiating, enriching and declining. The study indicates that flexible gender roles for both men 

and women managers are a source that works satisfactory for the work-family relationship. 

Heikkinen & Lamsa (2017) critique that the research about work and family is too single 

focused on women’s experience only, which has made the research blinded in terms of 

understanding men in this area, and that they perspective are less visible. A bigger issue is, 

according to Heikkinen & Lamsa (2017), the lack of problematization and the over assumption 
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that in the male managers life, there will always be a woman that are responsible for the 

domestic responsibilities.  

A study that examined the centrality of different life domains among male and female workers, 

junior managers and middle managers found that the centrality of family is higher among 

women than men in all three levels. However, there were no gender differences in how they 

ranked work centrality. Both women and men in all three levels ranked family first followed by 

work although women still handle most of the family responsibilities. Women middle managers 

have a lower leisure centrality than both women and men in the other levels. The findings 

indicated that women mid managers with children had developed a strategy where they reduce 

working hours and their leisure domain to handle the work-family conflict. Since they, like the 

women in Plessis, Rothmann & Botha (2018) study, don’t give up domestic duties (Sharabi 

2017).  

Seierstad & Kirton (2015) investigated the work and life balance that women politicians and 

non-executive directors’ experiences in Norway. Arguing that the Scandinavian model is often 

considered as the best practice for Work and life balance for men and women. That there is a 

gendered social expectation that women in Norway can have it all, a prevailing discourse about 

gender equality in the Norwegian households. The context and idea of having it all is according 

to the authors something that translates to the unequal division of domestic work between men 

and women. Even in countries in Scandinavia, that are consider as egalitarian and progressive.  

Most of the women in this study had male partners and children, neither of them had postpone 

marriage or childbirth or remain single or child-free. The women stress that equality at home 

as a crucial factor in combining family and career. They highlighted the significance in finding 

and choosing the right man. The right man was a man that would be willing to do some of the 

housework and that was supportive towards these women’s career. Despite this, a large number 

stated that they were more responsible in taking care of household duties than their partner. 

Instead of negotiating with their partners some of the women hired help, to avoid irritations and 

conflict over domestic tasks, for the directors this was important to balance the work and family 

life. The outsourcing of domestic doesn’t mean that the gender regime in the household are in 

some way challenged. Still, the gendered social expectations remain and results in an increase 

in women’s fear of being seen as a bad mother. In the study several women felt guilt and 

expressed a feeling of being inadequate both work, home and for neglecting friends. The women 

that had outsourced the domestic task by hiring help felt the need to explain that they are still 
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responsible and continued to carry out some traditional feminine tasks. There was no question 

of whether these women valued close involvement with their children. Even in a progressive 

country like Norway, work and life balance are more complex for women than one might 

assume. The women managers tie to the working part of life where strong, but there was 

tensions between ideals and the reality for these women because they live and operate in 

gendered ordered levels in the private and workplace (Seierstad & Kirton 2015).  

Broadbridge (2009) investigated how managers experience multiple role demands in their 

personal live and career, and what sacrifices the managers to in these two spheres. For the study, 

22 retail managers in large companies in UK where interviewed by in-depth biographical 

interviews. The difficulties of combining and finding balance between their work and family 

life’s where stated by both men and women, but that there were differences between men and 

women in how they experience conflict. The women in the study usually live within in dual-

career households where they do most of the housework, while the men have or have had a 

supportive infrastructure at home that allows them to focus on their career. Other findings 

implied that the managers made sacrifices in one domain over the other, and that the work 

domain where more likely to affect personal life than vice versa. Women however experienced 

to a higher degree the need to juggle the demands of their work and home domains. The men 

prioritized the career above personal life, where better able to separate these two domains. All 

men in the study tell stories that correspond according to traditional gender roles expected of 

them in their careers and private life. For example, describing that sacrifices have been made, 

in their non-work life that conforms the role of the breadwinner.  

3.2 Male and female managers live in different family constellations  
 

Studies have shown that the likelihood of divorce following a promotion to a top job seems to 

increase for women but not for men. The same applies when a high proportion of the total 

income in a household comes from the woman. This means that divorce is favorable for 

women's career development but not for men's (Rogers 2004, Folke & Rickne, 2017). 

Although there would be equal conditions at work, a successful career could involve social 

costs for women. Another study that analyzed how family constellations affect the possibility 

of power in the workplace showed similar results. The gender differences in power come 

about when men become fathers, which increases their chances of promotion compared to 

when they do not have children (Bygren & Gähler 2012).  Previous research has shown that  
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Having children leads to higher levels of stress and workload for women than for men. The 

effect has also been shown as the more children in the family - the more stress. That this has 

an adversely affect women's career paths while the same does not apply to men (Løkke & 

Madsen 2014, Lundberg & Frankenhauser 1999, Linehan & Walsh 2000). Folke and Rickne 

(2017) when analyzing the likelihood of divorce for men and women in top positions in 

Sweden, the positions where chairman of the municipal council, Member of Parliament and 

the CEO of companies with more than a hundred employees. They found that the average 

women within these families had taken out more than 80 percent of the family’s total parental 

insurance, and the men less than 15 percent. They also found that the men, holding these top 

positions lived within family structures that was consider as traditional, that the men earn 

more than 60 percent of the household total income. It was also clear that the women lived 

within family structures that are dual earner families, where none of the partners earned over 

60 percent. Similar results were visible in Blom’s (1998) research, where 72 percent of the 

women that worked as senior county managers lived in relationships with men   who were 

also in some form of career. When it comes to the male senior managers in city councils, 65 

percent lived in relationships with women who worked in lower occupational positions than 

themselves.  

 

3.3 Key concepts from the literature review 

Findings from the research literature, key words: Several words are used for explaining the 

private sphere: domestic, domestic-work, housework, household chores, household duties, 

family labor, family household-labor, the personal life, personal domain, private life, family 

life. In this study I’m going to use the concept domestic when addressing the tasks and 

responsibilities that involves the family and household. The concept of personal life will be 

used referring to the managers’ life at home but outside the domestic, such as leisure and 

friends. The concept public are going to be used as referring to the managers’ life outside of the 

household, family and in to the work context. Working-life balance or conflict are going to be 

used referring to the relation between the domestic, public and personal life.  

Other key concepts are social norm, social duties, gender roles, social demands, time, and 

sacrifices.  
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4 Comment on previous research and research question 

The previous research indicate that the gendered expectations put on men and women in society 

is somewhat changing. Both men and women managers find the balance between their work 

and family as a struggle, and men priorities family before work also that men living in relations 

that was characterized by negotiation and flexible gender roles are a source that works 

satisfactory for the work-family relationship for both men and women. At the same time, even 

though the man’s role in the family isn’t only one of the bread-winner, these findings strongly 

points to the societal expectation of women as responsible for managing the housework. 

Women live in more strained life situations than men and don’t as often as men live in family 

structures that allows them to focus on career. Women need to a greater extend balance the 

expectations laid on them from both family, work and the society as a whole. Because of the 

family structures that women managers live within they hire help to take care of the domestic 

work. This indicates that even if women don’t have time or the will to take care of the domestic 

work, it still falls back on other women – not on the men living with them. This could be seen 

as an effect of the female gendered coding of household tasks. Also, women sacrificing time 

for friends and leisure for balancing the family-work life, but men make sacrifices in their 

family life for the work life. In relation to the theory chapter, what do this mean for women 

today? A lot of time has passed since Blom (1998) conducted her research of the gendered life 

situation for managers in regions, finding that the difference between the female and male 

managers studied wasn’t in the working context, but in their private lives. The picture presented 

by previous research indicates that women that are managers have a more restrained life 

situation than men that are managers. Women are allowed in the public sphere but if her place 

in the private-sphere is left unchanged, I ask, like Gemzöe (2014) is this the liberation of women 

we have been striving for? It is important in this perspective to critically examine the obstacles 

for women to have equal opportunities and conditions for being a managers, as men. This 

perspective is still highly relevant and it is in this background that I have developed my research 

questions.  

The purpose of this thesis is to study senior managers in county councils with the aim exploring 

if the life situations at home, systematically differs, depending in whether the manager are a 

man or a woman. Are women and men managers living in the same family structures and home 

situations, such as the division of domestic tasks, which let them be managers under equal 



23 
 

conditions. Can we expect the same from men and women in the working context as managers, 

if societal norms persist to hold them against different standards? My research questions are; 

• Are there differences between the managers’ personal and domestic life depending on 

whether the managers are a man or a woman?  

Hypothesis 1 is that the female managers more often than men will express difficulties to 

combine private-life with working-life because of the dual roles as managers and as responsible 

for the domestic tasks.  

• Do the managers studied live within home structures that challenge or conforms the 

division of labor between the genders in the public/domestic gender order?  

Hypothesis 2 is that the male managers will more often than the female managers live in family 

structures that corresponds with the public/domestic gender order.  

4.1 Delimitations 

Which brings me to my delimitation for this thesis, the perspective on intersectionality. 

Intersectionality is about the fact that gender and other social categories cannot be understood 

or analyzed individually. Social categories integrate with other social categories and power 

relations. Examples of social categories are ethnicity, race, sexual orientation or class. The 

categorizations and power relations to be considered in the analysis land on the purpose and 

focus of the individual study. However, it has been debated that the focus on categories such as 

gender, with a white, heterosexual, and middle-class norm systematically makes their 

privileged positions of power invisible. That leads to a continuing of structural inequality due 

to the assumption that these are neutral positions of power - where, for example, whiteness or 

heterosexual acts are normative (Lykke 2017, pp. 57-58). 

I notice that in the literature about gender and work-life relations there is mainly white middle-

class or higher middle-class, heterosexual women and men that are studied. There is a gap, or 

lack, of other gender relations for example the work-life balance or conflict for black women 

and men, or queer, transsexual or transgender. These perspectives where more visible when 

scoping for theoretical perspectives on gender, but mainly as a critique to the heterosexual norm 

within theory of work-life balance. The same critique can be applied in this study. The theory 

chapter and managers studied have a white heterosexual perspective and are about relations 

between men and women. Because the selection of managers where randomly based on 
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systematical criteria, I didn’t have more information about the managers than their position and 

name before conducting the study (Se chapter 5.2). I haven’t therefore developed or included 

other perspectives in the theoretical chapter, but I think the most important is to be aware about 

this. Feminist research have been critiqued for only including one perspective, the one of the 

white, middle-class women in western countries. But as the research review prevails, there are 

still things needed to be done for the gender equality for these women around the world. I 

emphasize and think that it is important that research shouldn’t be about studying one way and 

not the other, and that there must be a parallel thinking about what are being researched. That 

there is still an important perspective – to apply the gendered lens – in understanding and to 

provide change in the society. At the same time other groups of people and social categories 

must be more included and prioritized in research. That in the best of worlds, all these 

perspectives are being studied and prioritized in research. I don’t want to, in my aim to grasp 

the life situation for women managers in Sweden, not mention that I understand that this is 

considered a privileged group in society.  

5 Method  
5.1 Methodological approach.  

Questions about how we can gain knowledge and what is considered as knowledge in a social 

world. What is considered as valid knowledge and that can say something about the reality? 

The interpretivism approach to knowledge is based on the assumption that the social world 

differs from the natural, and that this difference is essential. Because of this difference, the 

methods used to understand and to explain the natural world cannot be applied to understand 

something in the social world. Interpretivism maintains that the social world is subjectively 

created, and it is what we, humans experience it to be. Social phenomena are not something that 

can be explained by natural laws the goal is instead to interpret the meaning and ideas behind 

human behavior. Interpretivism is about understanding and explain different patterns and 

arrangements of human behavior. In order to do so we must understand the meanings that 

humans’ places on their social and natural environment – how they value, perceive and interpret 

the social action of others and their own goals and choices. The notion that people act based on 

the meaning that lies beneath (Halperin & Heath 2017, pp. 41-43). The epistemology, in this 

approach is that the researcher interprets data and are therefore never objective.  Interpretivism 

is an approach that includes for example social constructivism, or hermeneutics, or 

phenomenological approaches. This study is closest to the interpretative phenomenological 

analysis, which is a qualitative methodological approach in which the researcher analyzes 



25 
 

expressions in relation to its context. It is about finding out what individuals have for 

experiences about a particular phenomenon. It is the individual's experiences of their personal 

and social world that are of interest. It is suitable for understanding how people experience 

everyday situations in life, or complex processes in people's lives. Through this approach, the 

researcher collects qualitative data from the informants through, for example, interviews, 

preferably semi-structured interviews where the informant is allowed to use his/her own words. 

This approach always involves interpretation, much like the hermeneutics methodological 

approach. Where the text is read based on the researcher's pre-understanding and interpretations 

(Fejes & Thornberg 2019, pp. 165-178). This is where I take my stand point. I believe that by 

studying social actors – such as female and male managers, and through their stories about their 

lives say something about the social world. According to this methodological approach 

qualitative methods are preferable that focus in interpreting the material. In this understanding 

I don’t fell restricted to, as in a naturalistic approach, prove the interpretations with visible facts. 

By applying methods such as interviews and by study the managers stories though a gendered 

lens - that is filled with meaning of how people see themselves, others and their environment 

we can say something about human behavior. This is also a phenomenon that in a sense, we 

won’t be able to grasp if we don’t read between the lines. The interpretations need to be 

undermined with meaning and knowledge about the context. Also, the comparative aspect in 

this study aims to find patterns of human behavior, patterns that can be understood as 

meaningful to understand how humans act depending on different meanings. The way that 

managers explain their life’s can say something about the world.  

5.2 Comparison as the way to find gendered differences  

The comparative method is one of the most common methods used in political research and the 

scope for this method is almost limitless. Comparative politics could sometimes vaguely be 

used as referring to the study of foreign countries, but it is more a methodological approach. 

The focus lies in what methods that are being used, not what subject that are studied. The 

method is about the rules that are used to identify or explain similarities and differences between 

cases (Halperin & Heath 2017, p. 211). In this case, the differences between female and male 

managers’ life situation and life and work balance. There are different approaches within this 

method, for this study, the small-N study is the used approach.  

Comparison is an important part of most of empirical analysis, in some way all science is about 

comparison. Important when conducting comparative research are that the research has a clear 
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theoretical goal, then this method can be useful in finding differences or similarities in different 

phenomena. If the justification of the study is lacking or that the theoretical goals is unclear the 

method won’t be too much use developing or testing theory. It is crucial to think carefully about 

the purpose of the comparison so that you don’t end up comparing different cases just for the 

sake of comparing. The way that the comparative method is going to be used in this study is 

somewhat theory testing. For example, comparison can be used to see if what we have seen as 

a truth in one context works the same way in another context. Is also helps with the problem 

om false uniqueness that sometimes happens when studying one case where researcher 

emphasize on the uniqueness of their chosen case to study (Halperin & Heath 2017, pp. 212-

213).  

The first question is, how many managers are being studies? And how are they selected and on 

what basis? This thesis is based on small-N samples. Which means that more than two are being 

studied and normally not more than a dozen, but the method doesn’t have an upper limit. For 

this study six managers have been selected. These kinds of studies can provide for detailed in-

depth analysis but also include a larger outlook for contextualization. The small-N studies are 

problematic if the selection of studying objects isn’t carefully considered, otherwise the result 

can be misleading. To avoid selection bias the justification for managers selected need to be 

clear and not selected aimlessly or careless. The selection should be based on strategic criteria, 

which makes the method well suited to test theory (Halperin & Heath 2017, pp. 217-221). 

The managers selected are all senior managers that work closely to the politics within a region 

in Sweden. Because I want a variety of people, I haven’t controlled for other variables. For 

example, I haven’t included how long the managers have had this position, I haven’t controlled 

for age or similarities in work-task or situation other than the position. It is the leadership 

perspective that is most important in this study - how the managers’ live their lives and explain 

their lives outside of work and in relation to work. To see what kind of men and women contain 

this managerial position and how do they describe their life situation outside of work and the 

work-life balance. The variable that are the key explanatory variable for the hypothesis are the 

gender of the managers. This is the variable that I’m going to analyses when explaining the 

variation in the dependent variable which are these managers home/life-situation. I want a 

variation in the material but also limit the scope, which is why I limited it to six managers. For 

the study three female managers and three male managers where selected. In terms of variation 

in the selection, managers in four different regions across the country with the same position 

but different titles have been included in the study. To maintain the promise of anonymity to 
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the managers, I will not present which title or region they belong to. This is because it is difficult 

to maintain the managers anonymous and at the same time describe and present their family 

and private lives in detail. Information that are personal in that way that it directly could 

undermine the managers’ identity haven’t been included in the analysis. 

5.3 Research techniques – semi-structured interviews to provide deeper insight  

Interview data is a commonly used method to collect data in political science. Much research 

is interested in what different actors think, say or do. One way to collect information about and 

to understand the social world is by asking question to people. There are several methods that 

can be used to ask people questions. In this study, the semi-structured interview method is the 

method used for collecting data. Before deciding if interviews are the method to go for, some 

questions must be answered. For example, questions about how interviews helps or enable me 

to investigate the question for my research. Which information do I need from the interviews 

and are this the best method for the purpose of my study? 

Semi-structured interviews are interview where the interviewer uses combination of 

unstructured and structured question. To both access descriptive information and to devle 

deeper in to people’s experiences and understandings.  Semi-structured interviews can provide 

a deeper insight into the meanings of a person’s experience, consequently contribute to more 

valid data. Difficulties with this method is that the data are not standardized and are therefore 

harder to compare between responses of different groups or people since different questions 

have been asked and harder to generalize. (Halperin & Heath 2017, p. 289). I choose the semi-

structural method because in order to answer my research question and to get an insight in to 

their private life these interview methods can provide that kind of information. There is a 

complex subject which require sub-question. Semi-structural methods are instruments that can 

help to understand people’s feelings, experiences, values, behavior and relationships. Another 

reason for this method is that, I don’t know anything about the managers life situation, so the 

semi-structures interviews allows me to be open to what the managers say in the interviews.  

One limitation in the data is that it is only based on what the respondent tells the interviewer 

and people can have issues with remembering information accurately. But the most important 

consideration when conducting these kinds of interview are the possibility of bias, which could 

undermine the validity and reliability in the results. An example of this are the interview effect. 

The interview effect is based on the assumption that people give answers that they believe that 

the interviewer is looking for, or that the respondent provides answers that they know are 
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socially acceptable. At the same time, no person, comes to an interview without biases or 

prejudices. The interviewer’s biases can play part in the interview process, for example 

avoiding sensitive or difficult questions or because of strong opinions listen to differently to 

different information. There is also the problem that people don’t want to speak the truth 

because they are embarrassed or because they want to “look good” (Halperin & Heath 2017, 

pp. 289- 290).  

The questions I’m interested in, that involves the manager’s private life, could be consider as a 

sensitive subject. Therefore it is highly important that the managers feel that there is no right 

and wrong answer, especially not from the interviewer. It is important to face all kinds of 

answers in an open way, and not for example sound happier if the answers reflect my own 

opinion of what’s right or wrong, or encouraging answers that reflect my hypothesis. Before 

conducting the interviews and when formulating the interview guide this is all aspects I took in 

consideration. I think that it is important to reflect on this kind of questions before interviewing 

someone. If you do that you can be aware of your own part in the interviews. The role of the 

interviewer can never be taken away and is something that always will be present in the 

interviews. I think that the best way of minimizing bias is by being aware and reflect on your 

own role and ways in conducting the interviews. Also, to always ask open questions that’s not 

aiming for one specific answer. In this case – not reflect or encourage traditional gender roles 

for example, by listen more about women managers’ difficulties in balancing work and family 

life than the male managers. Or focusing more on support from family in the interview with 

male managers.  

Because the managers live so far apart and throughout the country the interviews have been 

conducted through telephone. This is a way where I quickly can get in touch with the managers 

and gather the type of information necessary to answer my research questions. This method 

involves personal contact and the opportunity for the interviewer to ask the follow up questions 

necessary (Halperin & Heath 2017, pp. 287). 

Because of the sensitive nature of the subject I’m interested in I think that it is very important 

to reflect on how you can build trust to make the respondent feel that they can speak honestly. 

The different subject of the interviews is broader than only the subject that I’m interested in for 

this thesis, because the interview also where a part of a bigger research project. For example, 

another big part of the interviews where about the managers work situation and their role as a 

manager. This can be a subject that the managers are more custom to talk about and when 
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formulating my interview guide, this subject came first. I think that I would have done it in the 

exact same way even the study wasn’t included in a broader context, through the research 

project. Building up the interviews in this way, I think makes it more diffuse for the respondents 

what my intent or what my topic is.  

When conducting a semi-structured interview, you get the opportunity to adapt the order of the 

questions to how it arise naturally throughout the interview. For example, if the respondent 

themselves starts talking about the personal aspects if their life I can continue this track and not 

being stressed that it doesn’t follow a specific order. That is one of the main reasons to why I 

chose the semi-structural method. The interviews are considered an active subject where, I 

before the interview designed an interview guide, a checklist almost that covers all the subjects 

I’m interested in but that be a living guideline (Halperin & Heath 2017, pp. 290-291). Therefore, 

it could make it easier for them to speak about it and not reflecting to much about what is right 

or what is considered wrong answers. It is important to ask question, and both listen in a way 

that encourage the respondent to talk, my aim is to speak as little as possible. For example, 

avoiding led questions, not speaking too much and take too much room in the interview and to 

be encouraging. For example, that it is okay that it gets quiet for a while after the respondent 

have answered a question. Not for too long off course, but by doing so it gives them time to 

reflect and my experience is that they often continue in - and go deeper in to their answers. 

Also, if I don’t understand something or that it is not clear to me what they talk about I think 

that it is important to not interrupt the respondent, just ask them to clarify after they give their 

answer. To be sensitive toward the respondent’s feelings or mood, and newer to be judgmental 

toward their answers (Halperin & Heath 2017, pp. 293).  

When defining what questions and aspects of people’s household chores and domestic life’s to 

base my interview questions. I have based the questions on criteria that are lifestyle 

independent. It should not matter how you live or how you live, whether it is in a house or 

apartment or if you own a car. It is based on what everyone can consider must do. Everyone 

must eat, shop for groceries and to some extent clean their homes.  

5.4 Interpreting and analyzing data – color coding to find patterns  

According to Halperin & Heath (2017, pp. 304-306) there are three steps to follow when 

analyzing interviews. The steps are data reduction, coding and lastly drawing conclusions. De 

first step concerns the process of the selection, focus and transforming the data from the 

interviews. The interviews have all been recorded and transcribed word for word, this is because 



30 
 

I want to avoid rewriting in this first step too accidentally change their substance. In this way 

the test/interview only have been rewritten once when it are presented in analysis. The next step 

is to reduce the amount of data by starting to identify the parts that are most interesting and 

meaningful in relation to the topic of my thesis. The first step here is just to find out and 

discovering what´s in the material. Here all information about the life situation at home and 

when the managers talk about the relationship between private-work lives have been included. 

All data that’s related to other areas such as their work situation are excluded.  

I have thoroughly read the transcript material, several times. First just to get to know the 

material. Next, I have started to take notes about my impressions, what does the managers say, 

key words? Then the process of finding and identifying the specifics have begun. What patterns 

can I see? What similarities and differences appears in the data? Here I have highlighted and 

colored different topics in different colors to make it clear how the different transcripts are 

connected. This is called the coding the material. Coding is about breaking the material down 

in to different categories by examine it thoroughly. I have used color-coding as the technique 

for making this process clearer and more visibly for myself in finding patterns. It makes it clear 

what the respondent are talking about and how it differs from each other. Sometimes open 

questions lead to more open answered that needs coding to make it clear what the answer means, 

this involves thoroughly reading and giving these segment colors or numbers that tells how it 

is related to different categories. By systematically organizing and interpreting information 

using categories that helps to identify patterns and relationships (Halperin & Heath 2017, p. 

304).  

The result in this data is deeper explanations of patterns of the managers’ behavior. Throughout 

the whole process it is important to reflect on the significance of the data in relation toward my 

research question. Also, it is necessary that I am aware of the choices that I must make in 

relation to what data to be included or not, or which data that should be emphasizes. In this 

process I must think about the reliability in the findings, which is about the consistency of 

findings. Also, aspect of validity must be takin in consideration – does the study investigate 

what was intended? The coding and analyzing are depending on the researcher’s interpretation 

of hidden meanings of the data. I have used the research question and hypothesis as a guide in 

finding relevant categories that all text should be categorized in to. For example, a color for 

each category, as household, family constellation, work-life balance or conflict. The coding of 

the data has been done manually, there are programs that can do this for you, but I have not 
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used one simply because I find it easier to color code it myself, and I feel that I have control 

over the process (Halperin & Heath 2017, pp. 303-307). 

5.5 Alternative methods  

I understand that my subject of interest, men and women’s private life through a gender 

perspective, could be tackled in other ways. As my systematic literature overview shows, there 

are different methods used to grasp the work-private life balance/conflict. For example, surveys, 

semi-structured and in-depth interviews, narrative analysis of interviews and questionnaires.  

I could for example gotten a broader data and more generalizability result if I would have 

conducted a survey. By using surveys, I could collect information from a much larger number 

of managers (Esiasson, Gilljam, Oscarsson & Wägnerud 2012, pp. 232-234). It could have been 

useful in finding a clear structural pattern between men and women working as managers. The 

results from surveys are also often easy to present in numbers, that for example shows how 

many managers do what and how many live in a specific family constellation and so on. 

Through semi-structural interviews, which is my chosen method, I can directly control how the 

respondent perceives a question or follow up on answers that may be in line with what the 

manager thinks they should say. For example, as Alvehus (2019, p. 131) express it, if they give 

standardized answers that managers have learned to say. The same cannot be done, in the same 

extent, through surveys or quantitative methods. This is something that I found very valuable 

when conducting the interviews. Quantitative methods is more about getting generalizable facts 

about a population. While the qualitative methods go in to find complex knowledge about a 

phenomenon (Patel & Davidson 2019, pp. 53-57). It also is a method that in is more adaptable 

and in order with the interpretivist methodological approach.  

Observational studies for example, can be useful in seeing something with your own eyes – 

through a naturalistic approach this would be consider as “truer” than research based on the 

managers own stories. There could be value in following a manager throughout a whole day, 

getting to see the whole picture of their lives. I could for example, follow a manager for two 

different days. Observations are also useful when studying a phenomenon that people take for 

granted or so taken for granted that people don’t think about mention it in interviews. It could 

also be useful in more sensitive subject that are hard to talk about, like the personal aspects of 

one’s life. Although this would provide insight and provide the opportunity to get into the 

managers' "living room". I think that there are difficulties, both practical, methodical and 

ethical. For example the ethical aspects of observing a family without they knowing my 
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purpose. One solution could be that the researcher would come back after the observations and 

inform them about the purpose. Other problems with observations are about the validity, for 

example thus I’m interested in the personal and domestic aspect the manager’s lives I think that 

my presence in their homes could affect the results. Things can happen and other factors can 

influence the manager’s lives making the observation not reflect the ordinary everyday life. 

Observations would also be time consuming (Esiasson, Gilljam, Oscarsson & Wägnerud 2012, 

pp. 232-234). I also find it valuable that the managers get to tell their own stories and expressing 

feelings about their lives in a way that open interviews, like the semi-structured, allows.  

Other methods that I have considered are the use of diaries. This is also a way to get in to their 

homes, their thoughts. This could provide insight in what the managers do in a day to see what 

their struggles are. It is also a useful method to discover activities and routines. Problems is that 

there can be big differences between how detailed or how much information the managers 

provide (Patel & Davidson 2019, pp. 90-93). For me, using diaries as the only method, also had 

the same problem as the survey, I think that the opportunity to follow up and ask question is 

very valuable and diaries doesn’t allow that. Though I think that these different methods all 

have value I found the interview method most valuable for this purpose.  

Thus the phenomenon I’m interested in studying concerns the lives of both men and women, I 

found it relevant to include both men and women to really see how their lives in the private 

differ from each other. Off course studying only men or women could have value, for example 

testing if the male managers are living in a public/domestic gendered structure. Maybe include 

managers in different levels and different ages. For example, asking questions if male managers 

(men) take responsible for the housework and care of family? With that said I think that the 

comparison, in this case, brings a lot of insights about the gendered differences that methods 

without a gender comparison fail to capture.  

On the other hand I found all of these methods very useful when it comes to developing and 

continuing the process with this study. More about my thoughts about that are presented in the 

discussion chapter (chapter 8). 

5.6 Validity and reliability 

To describe the quality of one’s study, concepts like validity and reliability are important. In all 

research, there are demands, that the research is conducted and presented in a way that expresses 

quality and competence. Validity comes from the quantitative research tradition, and the 
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concept is about how the research that has been conducted and the methods used are 

investigating what was intended to investigate. In every study the researcher must reflect and 

consider issues of validity to ensure that the data collected for the study is valid and reliable to 

ensure that the result isn’t misleading. Is there any serious shortcomings in the data collection 

or analyzing the material, and will this affect how well the researcher has investigated what was 

intended. Bad validity is also about unclear results and approach. Some researcher are hesitant 

to use the concept validity, and instead use concept as credibility and trustworthiness. This, is 

about how thorough and systematic the researcher has been all through the research process. 

Fejes & Thornberg (2019, pp. 275-277) uses the term quality to address these issues.  

In qualitative research, I think that it is highly important to be transparent throughout the whole 

process. Transparent for me is about showing the reader my considerations and choices, and 

also to be transparent of how and why I have make that choices. I have also, in terms of quality, 

tried to make myself visible when presenting the different methods and methodological 

considerations for this study. For example my aim is to be reflexive about the methods used in 

this study, for example by showing the arguments and consideration when explaining why and 

how semi-structural interviews is used. Here my ambition was to be clear about how the method 

is going to answer my research question. I also think it important to show the limitations of the 

chosen method, which I think I have done by discussing the effect I have as an interviewer and 

ways that the interviewed can approach the interview which could be problematic. By using a 

systematical approach to reviewing the literature it could reduce or minimize the risk of 

selection bias.  

Another way where I have tried to be transparent and clear is how the theoretical chapter and 

previous research is going to be used in this study. How they are going to work as analytic tools 

and guiding the analysis, making sure the analysis and conclusions are based on criteria’s and 

previous research in a systematic way. Important in relation to this is that this is clear and 

transparent throughout the analysis and when it is presented. For example validity is about how 

we define the concepts that were aiming to study. Face validity means that the indicators are a 

good match to the concept, as mentioned earlier this has its ground in quantitative thinking, but 

I still think it can be translated to more qualitative reasoning (Halperin & Heath 2017). For 

example, this study the concepts of private/domestic sphere have been operationalized in to 

more clear critters – That works as an analytic tool. This operationalization of the concept is 

based on discussion about managers’ private/family life´s in previous research. The concept 

private-life – has also been left open where the respondents themselves can define what they 
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consider is included in private-life. This refers to content validity, that means to which extent 

the indicators are covering the full range of the concepts. The meaning of private life is 

complex, and differ from person to person, so by using a semi-structured technique allows the 

participants to fill in their own experience and views of private-life. Which I mean is a way of 

strengthen the validity. Also, the concept of household tasks – the definition of what they are 

and how are based on that is should be life independent. It is about task that everyone has to do, 

everyone must eat, buy food and household items, and everyone must wash and remove dust in 

the corners of the home. This is also something that strengthens the validity, this definition 

makes it possible to talk about household task without taking different life-situations in too 

consideration. For example if they own a car or not.  

Another important issue when it comes to transparency and in another term, quality, is the fact 

that everything that the managers have said in the interviews about their lives at home and 

balancing work are included in the analysis, except information that are personal in a way that 

would risk their anonymity. This is both an indicator for me that the discussion and question 

for the interviews where relevant. But also transparent because of the fact that no data has been 

left out, for example data that don’t fit in are excluded and that only data that would confirm 

my hypothesis are included.  

Reliability are about how repeatable the results are. Is the measure reliable? If we do the same 

research again, will we get the same answers? High reliability, is about just that, that it should 

be researcher independent. But these concepts, in terms of qualitative research, are a bit odd 

and difficult to apply. If you want to qualitative interpret something for example there are no 

use to talk about a reality that are independent to the tries to describe it. The demand on 

repeatability is also difficult to apply thus the researcher, in this case myself, are constantly 

active throughout the process. I have earlier discussed my considerations of being active in 

interviews, but also in interpreting the material the researcher is always present. The 

researcher’s role in this case does not have to be problematic, the researcher is instead a 

prerequisite for analysis (Alvehus 2019, pp. 126-127). 

If another person for example would have conducted the interviews, because it is a meeting 

with two different individuals, with perhaps different social categories, it will affect the 

answers. What I mean is that the respondents would have given other answers depending in just 

how they feel about the interviewer. This is very complex, but by being transparent and aware 

of one’s role, I think, is how far we can get on securing the quality of the collected data and 
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analyzing the material (Alvehus 2019, pp. 126-127). Again I think transparency is the central 

dimension to quality. 

The results are based on systematical and methodical approaches and by questioning the 

plausibility in the analysis and results. Transparency is an important part of securing quality in 

the craftsmanship of a study. My study is not innovative in terms of finding revolutionary new 

results. But, it does give insights that can help to understand and to get a grip about old problems 

in a new way. Too see something, and make something visible, is necessary for it to even be 

discussed and problematized (Alvehus 2019, pp. 127-131). Another aspect that could be 

considered in terms of validity are that the results should be authentic. For example that the 

people studied should recognize themselves in the descriptions. For example sometimes it is 

wanted that the transcribed interviews are send back to the respondent too let them say if they 

are understood in a correct way. This, have been said to increase the authenticity within a study. 

On the other side, Alvehus (2019, p. 131) gives an example when he have done this, and a 

interviewed manager had replaced answers that he didn’t like with typical standard phrases, and 

instead give an answer that was that embellished and as Alvehus (2019) puts it, by the book. I 

haven’t done this in my study. Mostly because I find value in the first responses and thoughts 

from the interviewed managers in relation to the questions, and the feelings that they had and 

expressed at the moment. My reflections are also - if this isn’t more authentic? – Under the 

assumption that the answers are treated with transparency and respect. Which leads me to my 

ethical considerations.  

Generalizations and conclusions arising from this study are based on the context studied. Which 

means that the selection is too small that it is not possible to make wider generalizations, but it 

can also show patterns and give insight into the phenomenon, even if it is not possible to apply 

it to the larger population. 

5.7 Ethical considerations  

The researcher has a responsibility to maintain good ethics in conducting a study and research 

ethical aspects must be considered. It is partly about developing knowledge that is credible but 

also that is important from a societal perspective. It is important that people included in the 

study are not subject to mental or physical harm, humiliation or abuse (Patel & Davidson 2019, 

pp 83-86). The Scientific Council has developed ethical rules that researcher should take in to 

account when conducting their research. One criteria is to be truthful about the research. For 

me this included through the research process. For example speaking truthfully about how 
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different material or articles are included in the study (Vetenskapsrådet 2017, pp. 10-12).  

Which I have tried to do, both by conducting a systematical research literature overview and by 

being transparent about the choices that have been made throughout the process. Why methods 

are used and how the material are interpreted. This is also, in my perspective closely related to 

the discussion about reliability and validity presented above. It also agrees with two other 

criteria’s for ethical consideration in research, that the researcher shall consciously review and 

report the basic premises the study and openly account for methods and results. In relation to 

this it is important that the purpose of the thesis are clear about which question it is supposed 

to answer- and how chosen methods are going to provide answers to these questions. This I 

have tried to be clear with by starting to present the overall purpose of the study, then after 

theoretical and previous research chapter formulated research questions. By doing it this way it 

is clear what the questions are going to answer and to what background. I have presented my 

reflections about alternative methods and also how the chosen methods are going to be applied 

and what the advantages and disadvantages are. The aim has been to be clear about how the 

methods are going to provide answers to the research questions, whether or not I have succeed 

are up to the reader to decide. I have used only peer review articles and publication from 

authorities. Only books that written by professionals in the area and often written for other 

researchers of student.  

Another aspect of being truthful is in relation to the respondents in the study. I have when 

making contact with the respondent first sent an email informing them about the purpose of 

the research project (study) and who I am and why and under what terms they are asked to 

participate. Also, Information about how the research are going to proceed and how and why 

they were selected for the study. All through the contact with the respondent I have made it 

clear that their participation is entirely voluntary, from first email and during the interviews. I 

have also informed them that they are allowed to whenever they want to interrupt their 

participation. The managers have been informed that the information they share in the study 

will only be used for research purposes.  

It is important to respect other researchers and not make unauthorized use of the research 

results of others, which is another criteria. Also to be fair in the judgement of others research. 

(Vetenskapsrådet 2017, pp. 10-12).  This is, I think also related to being truthful. I have 

always referred to the source of where I have collected information and I aim to present it in a 

clear way throughout the thesis. I think that it is important to not make room for ambiguity, it 

should be clear when reading the thesis where information has been obtained from. It is 
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important that when other research is used in the essay to make sure that their purpose is not 

changed or that it becomes unclear what they have said or concluded. This I have tried to 

prevent through careful reading and always make sure that I have an understanding of what is 

meant by the research I used. 

Another aspect of ethical consideration is to conduct research without doing harm to people, 

animals or the environment. In relation to this, the participants are the ones that decide on which 

terms they will participate (Vetenskapsrådet 2017, pp. 10-12).  For example if they want to 

participate or for how long – I informed them in the first contact that the interviews where 

estimated to take 1, 5 hour. But some managers said that they could participate a little bit shorter 

and other a little bit longer. This is something that I have respected and when the interview 

started to reached the time that the managers have set I started ending the interview. None of 

the participant have asked to end their participant or indicated any concerns of their 

participation. I have informed the participants that they are anonymous in the research and that 

their answers are going to be handled confidential. For example, I have not included information 

that will clearly identify the managers, clear examples are the mangers title and which region 

they belong to. I have for example not included what their partners are working with. Off course 

there are difficulties in maintain the managers completely anonymous and at the same time 

describe and present their family and private lives in detail, for example if there would be 

someone that know a managers very well maybe could have guessed or have speculations about 

the identity of a specific managers. But there are several managers working at this level within 

the different city councils and one person can’t have detailed knowledge about all of these 

managers’ lives. There are nothing that indicates that different managers' home situation 

wouldn’t be similar to other managers. I am the only one that have taken part of the interviews 

and transcribed material and the name or selection of managers are not included in the same 

document as the different transcribed interviews.  

5.8 Analytical tool – indicators  

In this study I’m going to use the concept domestic when addressing the tasks and 

responsibilities that involves the family and household. The concept of personal life will be 

used referring to the managers’ life at home but outside the domestic, such as leisure and 

friends. The concept public are going to be used as referring to the managers’ life in the working 

context, outside of the household and family. Working-life balance or conflict are going to be 

used referring to the relation between the domestic, public and personal life. The definition of 
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these concepts is based on the previous research in chapter 3 and helps in understanding the 

first research question, what are the personal and domestic life. Question 1 - Are there 

differences between the managers’ personal and domestic life depending on whether the 

managers are a man or a woman?  

Based on what is presented in the theoretical chapter (chapter 2). I have operationalized the 

different complex concepts in to more clear indicators that will guide the analysis and the 

conclusions. By defining these concepts in to indicators or criteria’s enable me to answer my 

research question in a systematically and transparent way.  Also, the research questions are 

based and précised in relation to the theory chapter. Question 2 - Do the managers studied live 

within home structures that challenge or conforms the division of labor between the genders in 

the public/domestic gender order?  

What home structures that confirms or challenge the public/domestic gender order has to be 

defined. According to the traditional gender roles, of public/private, the women are responsible 

over the domestic task in the household and taking care of children. So, if the domestic tasks 

are shared in the household, and both partners take responsibility, it could then be considered 

as challenging the traditional idea about the gendered private vs. public work distribution, 

challenging the public/domestic order. The family constructions that conforms this 

public/domestic gender order are the male bread-winner family structure, where women are 

placed in the domestic sphere and men’s place is in the public sphere. For example, if the male 

managers live in family constellation where their partner (spouse/wife) is not working or 

working part-time. Challenging this gender order would be if the mangers lived within a dual 

couple earning structure – structures that emphasize women and men in both worlds. Another 

family structure that conforms the public/domestic order are if the female managers would live 

with a male partner that didn’t work or that are working part time, being the opposite of the 

male bread-winner structure.  

The single parent family structure is a bit more difficult to clearly operationalize, simply 

because it all comes down to how they have structured and how the responsibilities are divided 

between the parents to the children, if the mother has more responsibility for the children the 

family structure conform the public/gender order, in terms that responsible for family, and 

caring of children is part of the domestic responsibility that are put on women. If the 

child’s/children’s father are more responsible for the children, the family structure challenges 

the public/domestic gender order.  
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Single managers without kids are also more difficult to operationalize. This, in the same way, 

comes down to how the managers explains their lives, if female managers would discuss that 

the reason why she don´t have a partner is because there is no time for her to be a mother or 

wife, or that the reason is that it is hard to find men that accept her ways of living – it could be 

seen as conforming the gender order, in terms that women can’t have both worlds, and specially 

not the public one. But if the female manager expresses that this is by choice and she don’t want 

to have children and that it has nothing to do with her being a manager. I would say that it, in 

some means challenge the gender public/domestic order – in that way that women are free to 

choose the public sphere over the domestic. The same can be said about a single father 

household, if he has a bigger responsibility for the children, it could be considered as 

challenging the gendered domestic/private order because of the fact that this is something that 

belongs to the domestic sphere that are considered as gendered as female. But if the single father 

household, has children and that the responsible is not shared equally or that he takes a bigger 

part of the responsibility, it could instead be considered as conforming the public/domestic 

gender order.  

I have also considered the fact that there are a lot of ways a family can be constructed and 

organized and different reasons for that - which I will not have thought of. It is not possible to 

fully classify them all. But by doing this operationalization it will make the conclusion, and 

how I have come to these conclusions clearer for the reader. Even if family constellation that 

not have been thought of, this operationalization still shows the analytical thinking behind it. 

And in that case, as long as I am clear in how I have thought and come to these conclusions, by 

motivating how it reflects the public/domestic gender order, solves that problem.  

6 Analysis  

The managers have been named as Female Manager 1, Female manager 2 and Female manager 

3. The same goes for the managers in the study that where men, Male manager 1, Male manager 

2, Male manager 3.  

6.2 The constellation of family  

Male manager 1 are married to a woman and has three children that are between the ages of 16, 

20 and 22. Only the two youngest of the children are living at home. His wife has always worked 

part time both when the children were young and now when they are older. He has been 

commuting weekly for 2 years. Which means that he does not live at home on weekdays, he 
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goes to work on Monday morning and comes home again on Friday night. But when the children 

where young he lived at home. Manager 1 also describe it as, that the position of being a manger, 

has helped him in being able to choose to be at home a little bit more. Because that he is the 

manager over his own time. The fact that his wife has worked part-time is described as 

important because he works a lot and she has always wanted to be more at home, even now 

when the kids are older. It is a luxury that we have he describes it. He also addresses that there 

have been discussions between him and his wife whether this is fair, and if they should have 

done it in another way. But the main reason for this division, or the fact that his wife has been 

working part-time, is an economic question because he has a much greater income than his 

wife. He also explains that it’s is also convenient because he has worked more than her and 

because his wife also wanted to work part-time and to stay at home, so much more than he 

wanted to. Not that he doesn’t want to, she just wants it more. His wife has tried to start working 

full-time, when he was on parental leave. But she would rather be home. He also discusses that 

they have considered what effects this division of work has given for signals to their children, 

and notes that they – just as he and his wife, have perceived it as a traditional gender distribution 

between a man and a woman. Because it has, in fact, become.  

Male manager 2 are also married to a woman and have five children, three of the children live 

at home and are between the ages of 15, 18 and 20.  The other two children are now adults and 

are from a previous relationship with another woman. His wife is now working full time, but 

this is new for the last few years. Previously, she worked part time and where, and still are, self-

employed. When the children were young, she studied and took some time off from the studies 

to be at home. Like manager 1, this division with his wife being at home and him continuing to 

work full-time was mainly an economic question. The same goes with parental leave. Because 

of his wife being a student at the time they didn’t split the parental leave, he took a lesser part. 

With the older kids from the previous relationship he doesn’t remember.  

Male manager 3 lives with his partner, a woman, and has three kids that are between the ages 

of 10, 8 and 3 years old. His partner works full time and has a job where she works in shift, 

days and nights. This has been the situation since they got their first child. When it comes to 

parental leave, they have been about the same at home. However, they have not made full use 

of parental leave to any of the children. How male manager 3 and his partner have taken parental 

leave looks different, but the total number of days is the same. His partner has taken out 

cohesive time from birth and half a year on. While I have been sporadic parental leave scattered 

over different periods, which differs him from the other two male managers studied.  
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Female manager 1 does not live with a partner, have two children between the ages of 18 and 

20. The youngest lives at home fulltime and the oldest has moved away from home. She has 

full responsibility for her children, and they have lived with her for the last six – eight years. 

She describes the difficulties of making these worlds go together. Her youngest child has been 

ill and therefor been on sick leave from school, in this phase she cancelled all working trips and 

had a talk with her manager about her situation. Female Manager 1 describes that she has taken 

full responsibility in supporting and taking care of her child. When it gets overwhelming it has 

also made her reflect on whether the job I worth having.  

Female manager 2 lives with her husband and has two kids between the ages of 14 and 17. The 

cooperation within her family is much easier today with the kids being older. Her husband’s 

work as head of the department within a company and has done for the past 12-15 years.  His 

work means a lot of travel and he has an office at home so when he is at home he is often 

working. When the kids where younger both where traveling a lot within their work. Female 

manager 2 have taken a much bigger part of the parental leave than her husband. Much because 

he is self-employed and like male manager 1 and 2, the reason behind this where also economic. 

But in the aspect that she got a better compensation compared to what he got when he was at 

home. Also, she then had a situation where she was terribly tired of working and was very 

happy to be home instead, so she took a very big part. She was on parental leave with both 

children for about 12-14 months.  

Female manager 3 lives with her husband and has two adult children in the ages 27 and 29. Her 

husband work fulltime as a specialist in his profession. She started off as a manager at a very 

young age and she explains that she often gotten the question how you can have this occupation 

when you have small children at home and being home at such late hours. The answers she uses 

to give is that “I am not a good mother nor a good wife if I can’t be the person I want to be”.  

Female manager 3 stresses the importance of balance between work and private life. If there 

isn’t balance, I make sure to do something about it, in the private life or at work. She explains 

that it is all about boundaries, towards others and herself. For example, in the good faith that 

you can work more hours and the situation will be better, that’s not the case. She explains that 

it is important to constantly have conversation with her partner and her children about this 

balance – how are we going to handle the situation right now. She also describes that they as a 

family has grown in to this thinking, and the important to sometimes say that this is okay for 

now/right now. In order to find ways to live that works.  
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What is clear, is that the male managers live within more breadwinner structures, with women 

taking care of the domestic work than the female managers do. One of the male managers live 

in a dual-earner structure, For the women it is instead clear that they live in more dual-earner 

family structures and one of them in a single-parent household. As previous research has shown 

is than male managers more than female managers live within family structures where women 

live in dual career households and men in more traditional family structures (Blom 1998, Folke 

& Rickne 2017). As previous research indicates, the male manager’s family structure allows 

them to a greater extent than for female managers, to focus on career (Broadbridge 2009). The 

same could be said about these managers. The female manager’s partners are both career men, 

one as a head of a department of a company the other as a specialist in his profession. It is clear 

when the female managers describe their family constellations that they are quick on addressing 

the balance between work and family. Both male manager 1, male manager 2 and female 

manager 2 all explain that reasons behind why the women took parental leave of work part time 

is an economic question. But there is a difference in their argument, the female manager 

explains that because she got a better compensation compared to what he got when he was at 

home. The same doesn’t go for male manager 2 whose wife also is self-employed. Off course I 

can see the difference in income that makes these decisions rational. But the difference in 

argument can still say something about gender structures in families. For example, being self-

employed can be consider as much more flexibility. Male manager 3 and his partner had shared 

the parental leave equally, but none of them have used their days fully. He also differs from the 

other two managers, in term that his partner is working full-time. This could indicate that she 

is focusing, equally much, on career and because of that the parental leave are equally 

distributed between them.  

6.2 Taking care of children and household responsibilities  

When describing the different responsibilities in taking care of the children male manager 1 

describes that he has been responsible for taking the kids to different sport related practices. 

Picking up children from preschool has also been shared equally between them. He has, on the 

other hand, spent much less time at home compared to his wife, quite a lot less time. He 

estimates that it is 25 percent for him and 75 percent for his wife's time spent at home. Male 

manager 2 presents a similar picture as male manager 1. In terms of responsibility for raising 

and nurturing the children, he believes that it is equally distributed between them, him and his 

wife. He has always been involved with picking the children up from preschool, but he also 

mentions that it could be because of that they only had one car and he had to use it to get to 
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work. He remembers the picking up and leaving children for preschool as a constant discussion 

in their home.  

Male manager 3 presents a more detailed description, in terms of staying home to take care of 

children when they are sick, he describes that his partner does this somewhat more than he does. 

This is because if he stays home from work one day, his workload for the day don’t leave his 

desk, instead he must catch up for the work that he missed, meaning he has to work extra-long 

hours the day after. While his partner, if she stays home for work, someone else will take over 

the job that day. Male manager 3 also notes that there is a big difference between their incomes, 

but that this has never even been under discussion. If it concerns the older kids, he can 

sometimes work at home if he knows that some work can be done at home without disturbance 

and if his presence isn’t required in the office. Like Male manager 1 did when he talked about 

his wife working part-time, male manager 3 also reflects on the gendered aspects of this 

division. He notes that even if this agreement between him and his partner result in her spending 

a little more time away from her work than him. It isn’t because she works within a profession 

that is female-dominated and therefore have a lower income, and that this would be the reason 

behind their agreement.  

When male manager 3 talks about taking care of children he also mentions the other 

responsibilities that needs to be done in a household and how he and his partner has divided 

this between them. That the differences in responsibilities within the household and taking care 

of children lies in a kind of pragmatic solution. For example, his partner doesn’t have a driving 

license, so she leaves for work earlier than him in the morning and he makes breakfast and get 

the kids ready for preschool and school and driving them there. After that he goes to work, and 

his wife’s leaves work earlier than him therefore she picks the kids up from preschool and 

school and makes dinner for the children when she gets home. He comes home after they have 

had dinner, then he takes care of the diches and cleaning the table after the dinner. Then he is 

responsible for driving the kids to their different after school activities, such as horse riding and 

soccer practice. That means he states, that the time that he had available for cleaning and 

washing is greatly reduced, and that his partners time for this instead increases. During the 

weekends they try to divide the different responsibilities and task equally, for example he notes, 

with 3 children you need to wash clothes every day.  He also mentions that the discussion of 

what is equal is always under discussion, is it when you do 50/50? Or is it when you can give 

and take in the different chores that needs to be solved within the family and you have agreed 

on a good way to solve it for the moment?  
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When male manager 1 describes that the cleaning within the households are split 50/50 between 

him and his wife. When asked what chores that he does, he describes that he takes care of 

watering the flowers and cleaning of the windows. “What else do I do?” he asks. He bakes but 

his wife is better at cooking and she stands for 70 percent of the cooking and he 30 percent. On 

the weekends they cook together. When I follow up with a question of what is considered 

household chores in your home his answer is that he doesn’t know and explains that when 

picking up and driving the kids to different places they are approximate equally good at it.  

Male manager 2 also states that the chores in their household are divided equally between them. 

His wife does the cooking and he does a lot of the washing. The reason for this he describes is 

that their laundry room is a little but rusty and their dryer isn’t working so well. In order to 

make it work you must put a chair in front of it in a special way because the hatch is broken. 

He explains that he and his wife both have a relaxed attitude towards the Friday cleaning, 

referring to other relationships he had with previous girlfriend where the Friday cleaning have 

been a conflict. Other chores that he is responsible of is issues related to the car. He also 

describes that his wife is very good at putting up wallpaper and painting walls. His role then is 

to just obey orders and to be the one holding the tools. They both have different supervisor roles 

within different tasks. When I asked the question of what chores that they have in their 

household he also mentions to put in and take out dish in the dishwasher and taking out trash. 

He also explains, that they have done “taking time to chill/relax” as a household chore, and that 

they are good at that.  

As male manager 1 and 3, female manager 3 also discuss that her husband is better at working 

with the car and she is better at cooking. Even if these patterns, she states, are reflecting a 

traditional gendered distribution of household chores, they find it okay. But in their context, 

there isn’t anything unequal with that. But when she was on parental leave the division weren’t 

as 50/50 as it has been after that.  

In terms of the organization of the families and the household Male manager 1 talks about 

paying the bills, something that he has been responsible for but that his wife now has start doing. 

They have a shared economy, everything goes in one shared account. He explains that they both 

contribute equally as much even if he has a remarkable higher income than her. But at the same 

time, he states, he would not be able to have this job without her. They also do a shopping list 

together and that it works well. Male manager 2 also addresses that they have a shared economy 

in their household, even if he makes more money than his wife. He explains that she has been 
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sometimes surprised over the fact that his money is her money. In terms of organizing the family 

and household, he addresses that he and his wife are good at finding time for each other and 

getting away. His wife often has the ideas, but he is the one that makes the practical 

arrangements, such as booking hotels or finding trips.  

Every Sunday morning, male manager 3 and his wife sits down and make plans and schedules 

for the week to come. All the picking up and leaving children, homework, dental opponents and 

other things. This strict planning is something that they have decided to do in order to make 

everything function and to be able to handle the everyday life. They have a shared electronic 

calendar, and if you want to do something by yourself then he tries to put in the calendar a week 

ahead so that they can plan for this when they arrange for the upcoming weeks tasks.  

Female manager 2 and her husband both travelled a lot when the kids where younger. That 

meant that the person that where home at the time did everything. They haven’t been able to 

share or divided in to these chores are yours and these are mine. They lived as single parents 

but together. If her husband where home for two days he did everything that needed to be done 

those days. Including buying clothes, cooking dinner or attending performance appraisal at 

school. Female manager 2 also stresses that they have felt the need that everything should be 

divided the same, for example if she does more of the laundry – he does more of the dishes. 

They have a flexible view on this thing. They understand that they do as much as they can and 

share what we find are most boring to do. Female manager 2 describes that it is more time-

efficient that she does a chore and are better at it, she will do that for now. The fact that they 

both did everything for a longer period have created a stable ground for how they handle 

household chores.  

Female manager 3 says that it is a prerequisite that the household chores are shared between 

them. Even if she gets annoyed about his ways of handling the laundry, she accepts it and vice 

versa. When asked what requires as household chores in their home the female manager 3 

answers that there is no division on whom do what, they just help each other out and that it is 

necessary for them to cope with work and private life. Later when I ask about whether they 

have hired help at home the answer was yes, they have cleaning help. This help she describes 

as essential for their lives to work. Otherwise the weekends would have been spent doing 

laundry and cleaning. Hiring cleaning help liberates them to do other things than household 

chorus, like taking care of her health or being able to be together with her husband.  
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It is clear that male manager 3 that live in a dual-earner structure description of how the 

domestic task and taking care of children where shared more equally than the other two male 

managers. The shared division of responsibility is also characterized by negotiation and mutual 

planning. Even though both male manager 1 & male manager 2 first response to the question is 

that the division of domestic task are equally distributed between them and their wife’s, it 

becomes clear that when they later in the interviews describe the division of chores, that it isn´t. 

For example, male manager 1 says that the cleaning is shared 50/50 between his and his wife 

and at the same time he says that I can’t describe what chores they do in their household because 

he doesn’t know. Both male manager 1 and 2 gives examples of tasks that isn’t chores that are 

involved in the daily life of every household. Examples given is cleaning window, baking, 

taking care of the car or that the wife is responsible for putting up wallpapers – this could be 

seen as an indicator that these men aren’t that involved in daily household chores.   The same 

goes for female manager 3 that has similar descriptions of the division of domestic tasks not as 

detailed and referring to the car, they have also hired cleaning help which could be the reason 

for that. She is also the manager that in the interview talks about having time for hobbies and 

leisure in another way then the rest of the managers. Something that by hiring help allows her 

to do and to live a healthy life. On the other side Seierstad & Kirton (2015) states that the 

outsourcing of domestic doesn’t mean that the gender regime in the household are in some way 

challenged.  

The difference between the male managers is also something to reflect upon - the male manager 

3 are the only one that have a partner working fulltime. Because of that the week must be 

planned very specifically for them to manage their lives. When male manager 3 discuss the 

domestic sphere of his life there is clear that it is filled with negotiation. My interpretation of 

his stories is that the discussion and thought that they have had in order to make the everyday 

life work are present in his description of how their domestic chores are distributed between 

them. The fact that male manager 3 lives has younger children could also be a factor to his more 

detailed image of negotiation and planning that are presented through his interview.   

The male managers have more children than the female managers. Previous research has shown 

that if there are children in the family, this leads to more stress and workload for women than 

men. The number of children has also been shown to affect the level of stress, with more 

children leading to an increased feeling of stress. It has also been shown to adversely affect 

women's career paths while the same does not apply to men. In addition, women are more often 

faced with the choice of either career or family (Løkke & Madsen 2014, Lundberg & 
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Frankenhauser 1999, Linehan & Walsh 2000). Another study that analyzed how family 

constellations affect the possibility of power in the workplace showed similar results. The 

gender differences in power come about when men become fathers, which increases their 

chances of promotion compared to when they do not have children (Bygren & Gähler 2012). 

The female manager 1 that live in a single parent household does alone have responsible for her 

children and everything that needs to be done in the household, which can reflect the more 

traditional roles of the male breadwinner family. For example, one study shows that the 

likelihood of divorce following a promotion to high status jobs or if the women are the bread-

winner, seems to increase for women but not for men (Rogers 2004, Folke & Rickne 2017). 

I’m not suggesting that this is the case, but it seems worth to mention in this context.  

When it comes to gendered labeled task, such as cleaning as a feminine and takin care of car as 

masculine. Several of the managers, reflects upon and mentions that their division of household 

task is reflects traditional gender roles. All the male managers and female manager 3 mention 

this in relation to household or in terms of partners working part time. They address is but also 

states that it doesn’t mean that the division are unequal. Because female manager 2 and her 

husband have travelled a lot and learned to live as “single parents” when the other parent is 

away. In that way, according to her description, no tasks have been labelled to one or another.  

6.3 How work effect the private sphere?  

When discussing the working life and the long days and time-consuming working conditions, 

Male manager 1 explains that it would be difficult if he had to pick up kids from preschool 

when the working burden is at its highest. But he also states that it is fully possible to stop his 

work and do that because he distributes his own time. He can also delegate things to others. It 

happens that he does prioritize family during the week, but instead he tries to prioritize family 

on the weekends. He also describes that being away from the family during the week isn’t 

something he finds desirable and that he misses the everyday life with them. He hasn’t taken 

home with him as much, but instead the work has taken time away from the family. Male 

manager 2 also share a reflection about the difficulties it would mean if he had younger children 

again with this heavy workload. He also describes this as the reason to why it works, because 

his children are older. In relation to de complex and time-consuming role that comes with being 

a manager. One of the reasons that he has been able to handle this is because he can sit down 

in peace and quiet and work on the evenings.  
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Male manager 3 explains that when the kids have gone to bed, there is some time where you 

could get some personal time or some peace and quiet, but you are too tired to work-out instead 

he starts working again between nine and twelve PM to deal with the issues that he have not 

already had time to do. The personal time for training and exercise or being with friends are 

what gets un-prioritized. It also means that on the weekends, very little happens because both 

are quite tired. It's not an easy puzzle with careers, shifts, kids, sports involvement.  

Female manager 1 also describes that in the beginning of her managerial role she could stay 

awake in the nights and reflect about her staff and feeling guilt. She also describes situations 

that when making dinner for her children work related issues that had to be done could pop up 

in her head and make her feel stressed. Now she is calmer in that role and doesn’t take it with 

her home as much and not carry it with her at home. She has found a way to process thinks 

instead. Female manager 1 describes that when she comes home the first thing, she does is to 

pack up the groceries, then go about an do her daily chores or picking up after the daughter, and 

while doing that she clears her head about work. She also describes, like male manager 3, that 

she is too tired to work out anymore and that she doesn’t have the energy to have the kind of 

leisure time that she desires. The weekends are spent to catch up after the week, and Saturday 

and Sunday she prioritizes sleep. She also describes that she can’t do two things at the same 

time on the weekends, because that’s how close you are to the wall. She tries to plan for one 

leisure activity, a cup of coffee with her sister for example. Female manager 1 also expresses 

gratitude toward her female friends and explains that she has told them to not give up on her 

and to not forget her. Also, Female manager 1 gives this reflection "I start with a reflection, I 

think part of me being more stressed than my male colleagues in the regional department. It 

clearly has to do with the fact that they are men. And they are modern men my senior colleagues. 

At the same time, I have never heard them complain that they must take a trip, they do not 

wonder, like - oh how shall I go shopping groceries and still finding time to do this... They have 

wives and children in the ages 8-12 years. Where I only absolutely know and see and hear that 

their wives take a huge responsibility for the practical aspects at home” 

Female manager 2 explains how she’s now better, or at least trying to be, in not answering mails 

on the evenings or weekends. She also states that it would be difficult to have this position if 

she weren’t available outside of working ours. Her opinion is that she can control it and if it 

would pass the limit of what she thinks is okay, she feels like she expresses that to her manager, 

and it will be heard. Female manager 2 also stresses that if she would have had this position 

today when the kids where younger, it would be too difficult. The position today is highly 
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demanding in that you must be flexible in relation to your private life, in a way that I wouldn’t 

want to have if my kids where younger. She also emphasizes that it isn’t only for family 

members that she stresses the need for a private life, it is also about setting boundaries for 

yourself. Something that she has succeeded with differently over various periods.  

Female manager 3 describes that work often follow her home and sometimes she works from 

home. This role and position require that you are available, but she can disconnect her mind 

from work when she is working out, are out with family or grandkids – then she is present in 

the moment. 

All managers express the difficulties in finding time and sacrificing time in other to keep up 

with work and the private. They all do take work with them at home, both in physically working 

from home and in their minds. Both men and female managers express the sacrifice of leisure. 

According to some female leaders studied in Plessis, Pothmann & Botha’s (2018) article, age 

of the children is a significant factor for balancing between work and family. There seem to be 

the fact for many of the managers in this study. Several of the managers, both male and female 

expresses the difficulties in having small children at home and at the same time being able to 

be in this managerial position. Both male manager 1 and 2, expresses that they wouldn’t know 

how to cope if their wives would have had fulltime employment when they were working as 

managers and at the same time have young children to take care of. Male manager 2 asks “how 

do you do?” and asks if hiring help is the only option. Female manager 3 explains that hiring 

help has been essential for them to maintain a healthy life.  

Female manager 1 describes, like male manager 3, that she is too tired to work out anymore 

and that she doesn’t have the energy to have the kind of leisure time that she desires and when 

it gets overwhelming it has also made her reflect on whether the job I worth having. Female 

manager 1 expresses guilt towards staff and friends, similar to the results in Seierstad & Kirton 

(2015) study where several women felt guilt and expressed a feeling of being inadequate both 

work, home and for neglecting friends.   

The women in this study also found that working extra every day and on the weekends was 

considered as normal for them and in their organization (Seierstad & Kirton 2015). The same 

can be said for the managers in this study. All managers express a strain life situation with a 

heavy workload and demand from work and difficulties for balancing the work-family life. 

Even if they critique the work load and demands in the interviews, they at the same time thinks 
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that this is the nature of their work and are in a way very acceptant towards the time and 

workload that their jobs take.  

7 Conclusions  
 

• Are there differences between the managers’ personal and domestic life depending on 

whether the managers are a man or a woman?  

Hypothesis 1 is that the female managers more often than men will express difficulties to 

combine private-life with working-life because of the dual roles as managers and as responsible 

for the domestic tasks.  

There are differences in how male and female managers’ work-life is balanced. The differences 

found is pointing at the direction that women manager’s live within households that gives them 

equal or full responsibility for the domestic sphere of the family. The male managers studied 

live in relationships where responsibilities of taking care of the household chores lies in the 

hands of their wife´s or partner. But one of the male managers studied have same difficulties to 

get the domestic sphere to function and where the responsibilities is equally divided between 

him and his partner, similar to the female managers. He is also living in a different family 

structure, then the other male managers. Though I will highlight that the work-life conflict is 

very present in all managers’ lives. Hypothesis 1 can, with some restrictions, be 

adopted/assumed. 

• Do the managers studied live within home structures that challenge or conforms the 

division of labor between the genders in the public/domestic gender order?  

Hypothesis 2 is that the male managers will more often than the female managers live in family 

structures that corresponds with the public/domestic gender order.  

Two of the female managers live in dual earner family structures that can be seen as challenging 

the public/domestic gender order. One of the female managers, live in a single parent 

household, and have had full responsibility for her two children, which indicates that this family 

structure conforms the public/domestic gender order. Two of the male managers live in 

traditional bread-winner family structures with wife’s that works/have worked part time and 

have a greater responsible of the domestic tasks. These two managers live within family 

structures that conforms the public/domestic gender order. One of the male managers live in a 
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dual earner family structure, where the domestic tasks are divided between them – living in a 

family structure that challenge the public/domestic gender order.  

The male managers are living in, to a greater extent than the female managers, family structures 

that correspond with the public/domestic gender order. Where women are more responsible 

over the domestic tasks in the household. There is a greater lack of negotiation present in the 

way that the managers stories about how the domestic tasks are to be organized. The 

breadwinner family structure – structures that support the male economic model – men in the 

public world, are present.  

 

8 Discussion  

For this thesis only one method to collect material are used, it could be important and to get a 

higher reliability to use more methods. For example, by using the concept of triangulation where 

several collection methods are used (Patel & Davidson 2019, p.135). In this case diaries could 

be a method that would contribute to a fuller picture of differences and similarities in the 

managers' everyday life. This could bring the research even closer to the personal, and in to the 

living room and kitchen tables of the managers. This could provide more perspectives that 

contribute to a greater understanding. It is also interesting aspect, if what emerges in the diaries 

differs from what emerged in the interviews. Other perspective that could be included are to 

follow up the interviews with the managers family members. How do they describe the family’s 

domestic sphere and the responsibilities it holds? It could have a value comparing the different 

partners’ stories.  

Also, the fact that all managers expresses a strain life situation with a heavy workload and 

demand from work mentioned difficulties for balancing the work-family life. Even if they 

critique the work load - they at the same time think that this is the nature of being a manager in 

their position. They are in a way very acceptant towards the time and workload that their jobs 

take. My reflections are, is it reasonable that city council managers should dedicate their lives 

and give so much time to their work. Is that reasonable? Or even fair? It seems that they have 

been drilled in the notion that if you don’t want this life, you can’t have this job. Which aren’t 

weird at all thus even the literature describes this as natural conditions for managers. But should 

it have to be that way? This I think, also indicates areas for continued research, how does the 

city councils view the demands and term that these managers work in. For example, a research 
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question could be, how the public sector works in order to secure that men and women can be 

managers under the same conditions. For example, next step could be comparing this result 

with authority or regional policies.  

Heikkinen & Lamsa (2017) critique that the research about work and family is too single 

focused on women’s experience only, which has made the research blinded in terms of 

understanding men in this area, and that they perspective are less visible. A bigger issue is, 

according to Heikkinen & Lamsa (2017), the lack of problematization and the over assumption 

that in the male managers life, there will always be a woman that are responsible for the 

domestic responsibilities. My view is that it has to be evident that this isn’t the reality for men 

and women that are managers, before this problematization can be fully critiqued. This is also 

why I think that this subject, the domestic sphere for men and women, is valuable to analyze 

through comparison – where the lives of both women and men are visible. Of course, men can 

express for example, lack of support or the problem of combining work and family to the same 

extent as women. But by adding the structures that they live within and how they both explain 

their lives, provides a more complex and nuanced image of the problem. It could be clearer that 

even if male managers feel the same way – the lives of the women still are more strained.  

In relation to this, I wonder if women – because of the more “take for granted” relation that 

they should be responsible for housekeeping and children, makes them to “put up”, in lack of 

better words, with a lot more demands and struggles in their lives than what the male managers 

do. For example, the male manager 1 and 2 that lived in more traditional families first answer 

in relation to the household task are that is equally distributed between them and their wife’s. 

But as the interviews shows, that is not the case. Is it so, that because of the societal norm that 

doesn’t expect men, to the same extent as women, to take part in housework - creates a skewed 

image for men in terms of how much they actually do? That they feel that they are contributing 

to as much as their part-time working wives, just because of the fact that they are contributing 

at all. If we speculate, that it due to the societal gender norms men involved in the domestic 

work, could in one hand fell like this is not their job to do, that they are “bad” at housekeeping.  

Or that these norms make men feel, by participating only a bit, like that the division between 

domestic tasks are equal.  

Previous research also indicates that women managers experiencing more stress than their male 

counterparts. But Alvesson and Due Billing (2011, p. 226) describes that his isn’t necessarily 

the case, there could also be the factor that female managers, or women overall, is to a greater 
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extent than men, allowed to admit vulnerability. Men often denied their vulnerability. The 

problem may lie in acknowledging rather than actual stress expressed by managers. At the same 

time, it is also more likely that women experience more stress than the male managers, for 

example it has shown that female manages stress levels increases when they get home from 

work, due to the bigger responsibility in the household and care of children (Alvesson & Due 

Billing 2011, pp. 226).  

I think that the managers’ own reflections about their division of work and domestic tasks 

within the household reflects gender roles. Makes it clear, I think, that in the answers they have 

given is not a constructed image or “untrue” image of their domestic sphere. That the answers 

don’t reflect too much on what socially acceptable.  

I also feel the need to supplement with quantitative analyzes, for example through surveys, in 

order to get a broader picture of whether this result also corresponds to the overall picture. What 

family constellations do male and female city council managers live in? And what does this 

mean for Swedish equality policy? From a justice and democratic perspective, can the power 

to shape one's life and participate in the social, public and political world, be considered as 

gender equal. If men who make a career live in family structures that "take care" of family and 

household, while women do not? If the societal structure holds women against dual roles as 

women, wives, mothers and managers? The term for men and women to be managers and to 

hold managerial positions, is not equal. Also, in relation to Seierstad & Kirton (2015) that argue 

that the Scandinavian model is often considered as the best practice for work and life balance 

for men and women. That there is a gendered social expectation that women in Norway can 

have it all. 

For continued research it could be to in advance control for variables such as family situation. 

For example, study the differences between women and their conditions of being a manager. 

Other examples could be, comparing single women, women living without partners and 

children, women with partners and children and also include same-sex couples. Based on this, 

study how they describe family life as well as what their conditions for being a manager look 

like. This could contribute to a greater understanding of the private / public gender order, if the 

most vulnerable are women living in heterosexual relationships? This is where traditional 

gender roles are expressed. Similarly, it could be done between men who have the most 

responsibility in the home, where men are responsible for care and compare with women who 
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are not. How do their working conditions look like? This could also contribute to complex 

instincts about how family life and gender integrate with the conditions to act as manager.  

But then what is equality? Is it a solution that men and women take help of other men and 

women? Is it that managing a household and a managerial career isn’t compatible? Is it 

important for everyone to do household chores or can someone else do them? What does this 

mean for the gender equality in society? These are issues that need to continue to be discussed. 

How should managers be able to live healthy lives? There is nothing I can answer but that I 

want to pass on as questions to reflect on.  

Lastly, 20 years have passed since Blom (1998) conducted her research on city council 

managers. This study’s result indicates that not much has happened since. Men and women 

managers live within different domestic spheres, where women still are more responsible for 

the housekeeping and men live in structures that allows them to focus more on career that their 

female counterparts. This also indicates, that the gender roles and gender relations that shape 

our lives, are indeed resistant and difficult to change. Therefore, it is of relevance to study, the 

private and the public conditions for men and women to be the manager on equal terms. I again 

askes the question - is this the liberation? 
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Appendix 1.  

Systematic literature 

A systematic literature review can be useful for different aspects, for example, to identify the 

research gaps or to help developing the design for the methodological approach or to get a better 

grasp of previous research of the area. Important in conducting systematic literature review is 

that the review and process is question led. In that way you better make sure that the research 

is systematic. These different questions or purposes effects all steps of the systematic literature 

review, how the data are collected, identified and presented. Systematically searching ensures 

that the identified studies are relevant for the research question (Booth, Sutton, & Papaioannou, 

2016, p. 84). My focus for this literature review is to present a systematic literature review of 

previous research findings in the work-life of managers. I’m not setting out to be comprehensive 

in my systematic research review (Booth, Sutton, & Papaioannou, 2016, pp. 107-109).  

The questions that will guide my systematically research review is:  

• What are the main findings?  

• What are the key concepts?  

The database used for the systematic literature review is the database international bibliography 

of social science (IBSS). This is because it is a database for social science and because that I am 

interested in the political science aspect of the area (Booth, Sutton, & Papaioannou, 2016, p. 

112).  

A clear methodology in a systematic literature review shows what the reviewer have done or 

not done. It is important to be transparent about exclusion or inclusion criteria’s, which makes 

it clear why some articles have been included or not. Systematic research is based on that the 

articles are selected for the inclusion criteria and not based on preferred results and findings. It 

secures the issue of selection bias. It´s crucial that all the stages in the review are done in a 

systematically manner (Booth, Sutton, & Papaioannou, 2016, p. 17-20).  

The exclusion criteria for my search was peer reviewed articles, in English, after 2009, and the 

source type where scholarly journals. This is because I want an updated review, within 10 years 

range, to make sure that my research proposal is relevant today.  
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To develop my search string, I’ve used Boolean logic to combine and connect the terms using 

AND, OR, NOT to determine how the database should combine the search terms together 

(Booth, Sutton, & Papaioannou, 2016, pp. 118-119). 

I started out scoping for synonyms and relevant search term. My first search (manager* OR 

Boss* OR Leader*) AND (Men* OR Women* OR male OR female) AND (work* OR job*) 

AND (Privat* OR family* OR life*) Next, I read the abstract and key word of the first 30 

articles.  I also did a google search for synonyms witch I included in the first search efforts 

(Booth, Sutton, & Papaioannou, 2016, pp. 117-118).  

After several searches and testing different search terms I've organized it into a search strategy 

(Booth, Sutton, & Papaioannou, 2016, p. 115).  I used the CIMO method which is one of the 

methods that Booth, Sutton & Papaioannou (2016, pp. 87-88) suggests using to define the scope 

and developing a search string. This method goes back to the importance of asking questions in 

a systematic research review. One part of the search string consists of different concepts of 

managers and work synonyms, since there are my focus groups. This is the “who” and context 

in my research review. Another part of the search string are concepts related to work-life 

situation of the managers, which is the intervention that I'm interesting in. I want the searched 

articles to include the mechanism of gender, so these search terms are included. Next string is 

about the outcomes, such as conflict or balance 

(manager* OR boss* OR leader* OR executiv* OR director) AND (men* OR women* OR 

male* OR female* OR gender* OR sex*) AND (privat* OR famil* OR house* OR home* OR 

domestic* OR personal* OR partner* OR spouse* OR wife* OR husband*) AND (differen* 

OR Conflict* OR balance* OR stress* OR coping*) AND (work* OR job* OR labor* OR 

labour*) AND (life*) 

This search string had 172 hits in IBSS. The next step was to read the titles (Booth, Sutton, & 

Papaioannou, 2016). The inclusion criteria for this step is that the titles must mention 

managers/or be related to private-life aspects or context. Therefore, the criteria are – mention 

in the title a clear relevance toward managers and the area of the private-life. Most of the articles 

that wasn’t selected was about organization factors such as how policies affect the work-life 

balance for men and women, also articles that didn’t focus on mainly managers but was about 

employees and the effect of managerial support for work-life balance.  



2 
 

After reading the titles and keyword in IBSS 72 articles were included. The next step is reading 

the abstracts. The inclusion criteria are that the main issue or focus should be about managers 

and mention work-private life context and it should be related to gender. After going through 

the abstract 22 articles fit these criteria’s 17 articles were excluded because they were 

duplicates. Next, I read the articles in full and 8 articles fit the inclusion criteria. The article that 

didn’t fit the criteria had a theoretical focus and didn’t examine “real” managers or just 

perceptions of manager’s lives.  

According to (Booth, Sutton, & Papaioannou, 2016, pp. 115-120) I ideally shouldn’t limit the 

search to only the English language because there could be a potential language bias. But, 

because my language skills are restricted to the Swedish and English language, and the lack of 

access to translation, the articles are limited to these languages. Another limitation is what type 

of publications I'm interested in and I've chosen only articles. The review is also limited because 

the grey literature isn't included so there could be a publication bias) I have not done a 

Bibliographic search, simply because of the time issue (Booth, Sutton, & Papaioannou, 2016, 

pp. 120-122).  

The broadness of my search is limited to only one database. Also, there could be very important 

articles on the topic that is older than 2009. But as mentioned, the purpose is to scope the newer 

studies to ensure that my study is relevant. Also, the characteristic of the topic being studied is 

changing a recreated (Booth, Sutton, & Papaioannou, 2016, p. 137).  

There are also central concepts that I could have missed in my research review that are 

important within the studied subject. For example, I have later, when reading the articles, found 

that mothers and fathers are both concepts that could have been included in the search string.  
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Appendix 2  

The result of the systematical literature overview  

 

Article  Who is studied?  Country  Method  
Arráiz, I. 2018, "Time to share the load: 
gender differences in household 
responsibilities and business profitability", 
Small Business Economics, vol. 51, no. 1, pp. 
57-84. 

2408 micro and small 
businesses (business owners)  

Ecuador  Survey  

Du Plessis, A., Rothmann, J. & Botha, D. 
2018, "Re-/de-traditionalization of 
Emphasized Femininity? The Potential 
Influence of the Spill-over Model on White 
Female Academics in Leadership Positions", 
South African Review of Sociology, vol. 49, 
no. 2, pp. 61. 

10 white females that hold 
leader positions at a South 
African university 

South 
Africa  

Semi-structured 
in-depth 
interviews 

Bahiru, B. & Mengistu, A.B. 2018, "The 
Challenges of Women Leaders of Business 
Organizations in Addis Ababa, Ethiopia, in 
Balancing Work-Family Responsibilities", 
Journal of International Women's Studies, 
vol. 19, no. 2, pp. 140-158. 

Eight women leaders of 
positions from large and 
middle scale organizations 

Ethiopia  In-depth 
interviews 

Heikkinen, S. & Lamsa, A. 2017, "Narratives 
of Spousal Support for the Careers of Men in 
Managerial Posts", Gender, work and 
organization, vol. 24, no. 2, pp. 171-193 

29 male managers who are 
fathers 

Finland  Narrative 
analysis of 
interviews  

Sharabi, M. 2017, "Work, family and other 
life domains centrality among managers and 
workers according to gender", International 
Journal of Social Economics, vol. 44, no. 10, 
pp. 1307-1321. 

1,201 participants of whom 
928, 453 men and 475 
women, were employed in 
organizations in middle 
managerial, junior managerial 
and worker positions 

Israel  Questionnaire 
and interviews  

Seierstad, C. & Kirton, G. 2015, "Having it all? 
Women in high commitment careers and 
work-life balance in Norway", Gender, work 
and organization, vol. 22, no. 4, pp. 390-404. 

46 women politicians and 
non-executive directors’ 

Norway  Qualitative 
interviews 

Broadbridge, A. 2009, "Sacrificing personal or 
professional life? A gender perspective on 
the accounts of retail managers", 
International review of retail, distribution 
and consumer research, vol. 19, no. 3, pp. 
289-311. 

22 retail managers in large 
companies, 13 men and nine 
women 

UK In-depth 
biographical 
interviews. 
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Appendix 3  

Interview guide  

Modified interview guide based on the topics included in the study; 
 

• Can you start by telling a little about yourself, your profession and your organization? 
• Would you be able to give a brief account of your background and past professional 

life? 
• How could you describe the combination manager and private life? 
• Describe what the division of responsibilities looks like at home at home? 

o Tell me, who does what? How did you choose to divide it? And why? 
o What is considered as chores in your home? 

• Can you describe your family situation? 
o If children: tell us what the distribution of everyday childcare looks / looks 

like? 
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