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Enrichment is a phenomenon described as the synergistic and beneficial effects of participating in both work and private life. Far too few studies have acknowledged the role of gender in enrichment. By applying a gender theoretical approach, this article has two aims; first, we aim to study the role of gender in enrichment by examining the factorial structure of enrichment in men and women; secondly, we aim to study the relationship between enrichment and work and private life factors in an approximately representative sample of the Swedish working population. A multigroup confirmatory factor analysis with measurement in variance was performed and this resulted in a two-factor solution for enrichment for both men and women, representing the two directions of enrichment: work-to-life enrichment (WLE) and life-to-work enrichment (LWE). Factor loadings differ across genders, indicating that men and women construct and value items of enrichment differently. Next, linear mixed models were used to answer the second aim. Results show that gendered cultural norms in work and private life manifest in the relationship between factors in the work and home sphere and enrichment. Factors in work and private life with more or less masculine or feminine epithets relate differently to WLE and LWE for men and women. The main conclusion is that masculine and feminine norms are embodied in the values and experiences of enrichment and factors related to enrichment.
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INTRODUCTION

While in the past most of the literature concerning the work–life interface has concentrated on the negative effects of having multiple roles (i.e., work-life interference), in recent years, an increasing number of studies have focused on the positive effects. The concept of work–life (or work–family) enrichment has grown as a perspective that focuses on the synergistic and beneficial effects of participating in both work and private life (Greenhaus and Powell, 2006; Allen and Martin, 2017). Enrichment is recognized as the positive side of work–life interference (Greenhaus and Beutell, 1985; Greenhaus and Powell, 2006). It is empirically suggested that enrichment works in two directions: work-to-life enrichment (WLE), and life-to -work enrichment (LWE) (Greenhaus and Powell, 2006), the two areas which encompass and, in many ways, signify gendered constructs in society. Other concepts have also been developed theoretically to express the positive linkages between private life and work exemplified by positive spill-over, enhancement, and facilitation (Carlson et al., 2006; Williams et al., 2016). In contrast to interference, where life roles have a negative impact on each other, enrichment can be explained as the extent to which one life role can improve the quality and performance in other life roles. The concept of enrichment builds on a model of a beneficial role of salience (Greenhaus and Powell, 2006; Williams et al., 2016), which argues that multiple roles (e.g., worker, spouse, and parent) are beneficial for both women and men. Likewise, it has been proposed that multiple roles are more constructive for women than for men (Cinamon and Rich, 2002). This statement is based on the general assumption that men and women have different qualities and attributes, creating a spatial and functional separation between women and men. Thus, the statement is based on gendered assumptions.

Using a constructivist theory, gender refers to the social constructions of femininities and masculinities which are expressed in what and how we behave as well as in our appearance (Connell, 2002). Gender operates through the interplay of formal and informal norms with gendered implications, which manifest in different phenomena. Williams et al. (2016) raised the concern that gender should have a more prominent place in work-life research. They argued that “[b]y neglecting gender, family-to-work enrichment measures inadvertently embrace, as uncontroversial and untroubling, some key aspects of male privilege within families.” Thus, to understand the existence and distribution of enrichment, general patterns of power, resources, inequalities, and structural conditions in work and private life must be put in focus. As we will outline in this article, the social construct of gender has an important role both in the enrichment as well as in the altered gender perspectives of factors that relate to enrichment. This renders a complex analytical model where gender cultural norms form a framework in which we view both exposure and outcome as well as the relationship between the two. The overall aim of this study is as follows: (i) to explore how gender has a key role in the construct of enrichment, and (ii) to examine the relationship between enrichment and factors in the domains of work and private life that have a strong gender cultural norm.

This study took place in Sweden. Sweden carries a gender equal norm that builds on the participation of both men and women in the labor market and their contribution to the Swedish welfare system (Hagqvist, 2016; Carbin et al., 2017). In those measures, Sweden is relatively gender equal, with a high proportion of women who participate in the labor market; 80% women compared to 85% men participate in the labor market (Statistics Sweden, 2020). Also, a relatively high number of hours in paid work by Swedish women compared to other countries (Hagqvist et al., 2017). Meanwhile, in countries with a high proportion of women in the labor market, the labor market is still highly gender-segregated (Ellingsæter, 2014) and as outlined more below, the labor market in Sweden is not omitted (Statistics Sweden, 2020).



THEORY AND CONCEPTS


Gender and Enrichment

Social constructs and cultural expectations of gender are interwoven and penetrate into the values, appearance, culture, and symbolism of men and women, human relations, emotions, and behaviors as well as in the cultural construct of work and private life (Connell, 2002, 2006; Williams et al., 2016). Ample literature suggests that gender norms have implications on the experiences of the work-life interference of men and women (Cinamon and Rich, 2002; McGinnity and Calvert, 2009; Hagqvist et al., 2012; Fahlén, 2014). Some evidence points to a similar situation for enrichment, but here knowledge is still scarce and more research is needed (Härenstam, 2009; Williams et al., 2016; Beham et al., 2020). One of the few studies on enrichment comes from Lapierre et al. (2018), who presented marginal support for a moderating effect of gender in the relationship between enrichment and its antecedents. However, merely comparing the levels of enrichment across genders or adding gender as a moderator as pointed out by Lapierre et al. (2018) does not take gendered cultural norms into consideration. Instead, it is reasonable to assume that due to the social construction of femininities and masculinities, men and women can construct and value enrichment differently. In accordance with the aim of this study, we initially address the role of gender in enrichment and expand on the relevant theory by studying how men and women construct enrichment by testing the factorial loading of enrichment across the genders.



Gender Cultural Norms in Factors Related to Enrichment

In accordance with the second part of the aim, we study the relationship between enrichment and factors in work and private life that are presented as gendered constructs. Specifically, in the work domain, we will focus on paid work time, management positions, industry, and employee responsibilities, and in the private life domain, we examine living with a partner, having children, time spent on housework, and perceived socioeconomic status. In the section below, we discuss the theoretical foundation to our assumptions about how these factors are gendered and how they might relate to enrichment in different ways for men and women.

Lapierre et al. (2018) concluded in their meta-analysis that factors related to enrichment are not exclusive, but tend to be domain-specific, meaning that the contexts and characteristics of the work domain tend to be more highly related to WLE than to LWE. In turn, characteristics of the family domain tend to dominantly contribute to LWE. It is important to note that Lapierre et al. (2018) had no notion of gendered cultural norms in enrichment and factors related to enrichment. Neglecting gender in factors related to enrichment could be a pitfall, abating how femininities and masculinities are expressed, reinforced, and reproduced in work and private life (West and Zimmerman, 1987). The gendered cultural norms of the work domain are embedded in everything, from the gender-specific divisions of paid and unpaid work, to how the labor market is organized and to organizational practices and policies (West and Zimmerman, 1987; Härenstam, 2009). While the work domain contests on masculine norms, the domestic and care domains contest on feminine norms. More often, women think of housework and care of others as nurturance and loving rather than work (Connell, 2002). For many women, care is a duty that they are trained for and to resist the caring of others would be an act of risking their feminine character (Huppatz, 2009). Likewise, for men, being engaged in care work can risk their manhood. Following the theory of West and Zimmerman (1987), men and women produce and reproduce gender in work (both paid and unpaid work) by enduring in masculine and feminine work tasks. As such, the masculine cultural norms in the work domain and the feminine cultural norms in the domestic and care domain are constantly reproduced. Domain specificity might therefore be not congruent for men and women.

Starting with the work domain, the norm of the good worker builds on masculinities (Hirdman, 1990; Connell, 2002; Hagqvist, 2016; Williams et al., 2016). In Sweden, a good worker is also the one who contributes to society by paying taxes (Carbin et al., 2017). Swedish studies confirm that although the difference in time spent on paid work by men and women is narrowing, men still spend marginally more time on paid work and women spend more on unpaid domestic work (Hagqvist et al., 2017, 2019; Statistics Sweden, 2020). Since paid time and un-paid time have different gendered meanings and take different numbers of hours in aspect, its relation to enrichment can vary for men and women.

According to the theories presented by Joan Acker, organizations themselves can promote masculine culture at work (Acker, 1990, 1992) creating and reinforcing both vertical and horizontal structural inequalities and disparities. These can have implications on the types of work contracts for men and women, their presence in the management positions, positions with supervisory responsibilities, and industry affinity. Terms such as “glass ceiling,” “barriers,” and “glass wall” are often used to mark the masculine culture in paid work and the structural, vertical, and horizontal inequalities that follow (Ely and Meyerson, 2000; Connell, 2006). Starting with horizontal inequalities, in Sweden, women make up more than 75% of the workforce in the public sector, while more men are found in the private sector (Martin, 2011; Statistics Sweden, 2020). Traditionally, the public sector is responsible for the care and educational work; thus feminine caring norms are also found in industry segregation. Female dominated workplaces are generally characterized by higher demands, lower decision authority (Cerdas et al., 2019), and lower control over working time (Albrecht et al., 2016). Because of this gendered horizontal division of the workforce, the employment sector could be important for the level of enrichment for men and women.

Sweden is not only horizontally segregated with male and female dominated occupations and sectors, but also vertically segregated with more men in the top posts and with high status jobs (Ely and Meyerson, 2000; Martin, 2011; Ellingsæter, 2014). Women's unequal access to the top in the Swedish labor market is visualized by the fact that men in management positions are far more numerous than women, particularly in the private sector (Statistics Sweden, 2020). Male managers in total reach 60% and in the private sector, 67% of managers are men (Statistics Sweden, 2020). The narrations concerning good management and leadership circulate around gender-appropriate behaviors building on masculine norms (Ely and Meyerson, 2000; Fogelberg Eriksson, 2016). Male and female managers are thus judged based on their gender-appropriate behaviors, while they are measured against masculine cultural norms in the management. Women who distinguish themselves from feminine-appropriate behaviors and adapt to the masculine culture in management or in paid work in general, risk losing their obligatory attributes of femininity (Huppatz, 2009). This attempt to alienate from feminine-appropriate behaviors and to adapt to the masculine culture has been seen among workers with career ambitions as well as leaders and managers (Kvande and Rasmussen, 1994; Hagqvist et al., 2020). This seems, in turn, to have had implications for how enrichment is constructed and experienced by male and female managers (Hagqvist et al., 2020). Management positions are therefore important to include in this study.

Furthermore, male and female managers are not managing on equal terms (Nyberg et al., 2015), which can also have implications for the level of enrichment. First, women are more often described as less committed to work and might not be given the same possibilities to progress to a management position as men (Ely and Meyerson, 2000). In reality, these same women are often less flexible with regard to working for long hours the companies require because they are obliged to take care of their home and children (Ely and Meyerson, 2000). Secondly, women in management positions report higher overall demands, lower influence at work, and poorer well-being than men in similar positions (Nyberg et al., 2015). Furthermore, male and female managers in the public sector tend to be clustered in different branches or industries, where the number of subordinates a manager is responsible for differs to a larger extent (Björk and Härenstam, 2016). Female managers in female industries more often have large groups of employees and less power and management support to lead these employees. To explore this further, we will study male and female managers in male- and female-dominated industries.

Moving to the private life domain, a meta-analysis indicates that family support is important for the level of experienced enrichment (Lapierre et al., 2018). Individuals who are married or cohabiting tend to report higher levels of enrichment (Lapierre et al., 2018), indicating that a partner at home can be a potential non-work support. Meanwhile, having a partner, as well as parenthood, are central aspects of life that can change gender relations. Living in a relationship means partners have to balance a powerful relationship and have constant negotiations, which tend to be based on gender role stereotypes. An emulating factor in a partnership that can contribute to a reduced role salience can among other things be an unequal division of domestic responsibilities and work. Studies show that relationships that lack equal sharing of household duties more often dissolve compared to those who share household duties (Ruppanner et al., 2018). An equal division of work tends to be more important for the family satisfaction of women than that of men (Staland-Nyman et al., 2008; Harryson et al., 2012; Eek and Axmon, 2014), and inequality tends to create deeper feelings of resentment among women than men (Bernhardt et al., 2008). Although in Sweden, there are examples of “modern couples” who aim to share work and care more equally, the societal and cultural pressure of different expectations of women and men severely hampers such ambitions among heterosexual couples (Harryson et al., 2016). While having a partner was previously proved to contribute to enrichment (Lapierre et al., 2018), exploring the relationship between having a partner and enrichment using a gender perspective can give further insights to the phenomenon.

Parenthood can strengthen gendered values between heterosexual parents, especially for women (Bernhardt et al., 2008). The norms of good motherhood are essential for femininities (DeVault, 1991; Arendell, 2000). In Sweden, parental norms imply that fathers and mothers possess the same qualifications to care for the children and the household as well as to provider activities (Elvin-Nowak and Thomsson, 2001); however, these norms seem truer for provider activities than for housework and child care (Hagqvist et al., 2017; Kling et al., 2017). Gendered parental norms are also visualized in phenomena like the weak acceptance in the Swedish labor market of fathers staying at home with children (Haas et al., 2002), the fact that the time spent by men on paid work remains unchanged when they become a parent, whereas the time spent by women reduces (Dribe and Stanfors, 2009), and the income penalization that exists of mothers but not fathers (Cantalini et al., 2017).

Gender is related to social position, another factor that could influence enrichment. Furthermore, the social position could have greater importance and significance for men than women as it provides status and power which is important in masculine hegemonies. Masculine hegemonies are hierarchies and power structures within the group of men (Connell and Messerschmidt, 2005), sometimes based on class or socioeconomic status (West and Fenstermaker, 1995; Acker, 2006). The socioeconomic position gives people societal privileges that can also have implications for the level of enrichment (Williams et al., 2016). When ranking their socioeconomic position, men seem to consider their personal income as an important factor, while women put more weight on the household financial situation (Miyakawa et al., 2012). High income gives individuals better possibilities in private life that can enrich life in general (Greenhaus and Powell, 2006). Income differences between Swedish men and women start in early life and accumulate over the lifetime (Cantalini et al., 2017) and socioeconomic status and its relationship to enrichment is therefore important to study.




METHODS

The study is based on the Swedish Longitudinal Occupational Survey of Health (SLOSH), which is a biennial self-administered questionnaire study consisting of an approximate representative sample of the Swedish working population. For details on the SLOSH population, see Magnusson Hanson et al. (2018). For the present study, data collected in 2018 were used, resulting in a total sample of 11,553 men and women who reported that they were currently in paid work. Of those, 11,468 answered all of the enrichment questions. The sample is presented in Supplementary Table 1.

Ethical approval for SLOSH was obtained from the Regional Research Ethics Board in Stockholm (Ref: 2012/373-31/5) and for the present study, from the Swedish Ethical Review Authority (Ref: 2019-00972).


Measurements

Enrichment was measured using six items adapted from Fisher et al. (2009) asking whether the respondent felt that work had a positive influence on private life and whether private life had a positive influence on work. The questions are as follows:

E1 My job gives me energy to pursue activities outside of work that are important to me.

E2 Because of my job, I am in a better mood at home.

E3 The things I do at work help me deal with personal and practical issues at home.

E4 I am in a better mood at work because of everything I have going for me in my personal life.

E5 My personal life gives me the energy to do my job.

E6 My personal life helps me relax and feel ready for the next day's work.

Items were rated on a five-point Likert scale from “not at all” to “almost always.”

The work domain was represented by five categorical variables: worktime (full-time/part-time), work position (manager/subordinate), employee responsibility (supervisor/employee), paid work time (<35 h/36–45 h/>46 h), and unpaid work time (0 h/1–5 h/6–10 h/>10 h). The two variables, work position and employee responsibility were both used, since being a manager does not always include employee responsibilities. This is especially true for managers higher up in a corporate structure while first line managers are often those with employee responsibilities. According to Cerdas et al. (2019), industry is categorized into seven categories: education, health, and social care, labor-intensive services, knowledge-intensive services, public administration, goods and energy production, and machinery operations. Public administration is set as a reference since that industry was the most gender balanced (Cerdas et al., 2019).

Private life domain includes two categorical variables, i.e., relationship status (single or married/cohabiting) and children living at home (children/no children), and one continuous variable, namely subjective social status (SSS). SSS is represented by self-rated socioeconomic status for gainfully employed and it is measured using the MacArthur ladder scale (Miyakawa et al., 2012) comprising 10 graphical rungs. SSS was transformed into a categorical variable based on quartiles.



Analytical Strategy

In line with the first part of the aim, a confirmatory factor analysis (CFA) was run to determine the factorial structure of work–family enrichment. Thereafter, a multigroup confirmatory factor analysis (MCFA) with measurement invariance was performed to assess the possible gender differences in the factorial structure of enrichment. Three indices of the goodness of fit were used to evaluate the model fit: the root mean square error of approximation (RMSEA), standardized root mean square residual (SRMR), and the comparative fit index (CFI). Typically, the CFI is used with a value >0.95 along with SRMR (good models <0.08) and RMSEA (good models <0.06). Chi-square statistics were used to confirm significant differences in the factorial structure between the structural models.

Next and in line with the second part of the aim, the level of enrichment and variable distribution across gender were explored using independent t-test and chi-square test. Lastly, a fixed effect linear mixed model (LMM) analysis was performed to explore the likelihood of experiencing enrichment by each of the variables in the work and private life domain. Since studies indicate that management roles of men and women differ across industries, mainly in terms of the number of employees, additional models were run to identify interaction effects between industry and responsibility over other workers (supervisor/employee) and work position (manager/subordinate). The LMM was carried out using restricted maximum likelihood (REML) model fit, which is presented by Schwarz's Bayesian information criterion (BIC) for men and women separately.

Factor analyses were run with Mplus version 8. All other analyses were executed using IBM SPSS 25.0.




RESULTS


Gender as a Key Role in the Construct of Enrichment

First, a CFA was carried out for the whole sample (n = 11,553), and this confirmed the best model fit for a two-factor correlated model (x2 [8], 656.570; p < 0.001; RMSEA = 0.085; SRMR = 0.036; CFI = 0.978). The results confirm the previous findings of a two-factor structure representing the two directions of enrichment, namely WLE and LWE (Greenhaus and Beutell, 1985). Next, the MCFA was run to explore possible differences in the factorial structure between men and women. The results indicate metric invariance (x2 [24], 713.320; RMSEA = 0.071; SRMR = 0.038; CFI = 0.977), while a strong invariance is not given (p < 0.0001).

Although the independent contribution of each of the variables representing WLE (E1, E2, and E3) was rather similar between genders, factor loadings were generally higher, though marginally, for women than for men (Figures 1, 2). A similar pattern was observed for LWE (E4, E5, and E6). Item E4 (I am in a better mood at work because of everything I have going for me in my personal life) loaded substantially higher for men than women (0.71 and 0.66, respectively). The relationship between the two factors of enrichment was higher for men (0.48) than women (0.40). A reliability test showed high internal consistency for the respective factors and respective gender: WLE (Cronbach's alpha = 0.83 for men and Cronbach's alpha = 0.85 for women) and LWE (Cronbach's alpha = 0.84 for men and Cronbach's alpha = 0.81 for women).


[image: Figure 1]
FIGURE 1. Factor loading/correlations for a two-factor model of enrichment for men.
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FIGURE 2. Factor loading/correlations for a two-factor model of enrichment for women.




The Relationship Between Enrichment and Factors in the Domains of Work and Private Life That Have a Strong Gender Cultural Norm

Depicting each variable by gender, a pattern of manifest-gendered structures in work and private life emerged (Supplementary Table 1). All variables, except WLE, showed significant differences between men and women. Men experienced a marginally (but not significantly) higher level of WLE (1.46 and 1.43), while women experienced higher levels of LWE (2.32 and 2.26). More men than women had a full-time contract and they more often reported working longer hours. Men more often found themselves in a management position and had supervisory responsibility over employees. Women reported spending more time on housework than men. Women were more often found in industries that are female-dominated, while the situation was reversed for men. Labor- and knowledge-intensive services were the most gender equal industries. Moving to the private domain, more men than women had children living at home and had a partner. Moreover, more men belonged in the high and middle socioeconomic status groups.

Focusing on WLE (Table 1), overall, BIC numbers presented significantly a better model fit for men than for women. Thus, the included variables better explained the level of WLE in men than in women. Men who reported working over 45 h a week also reported the highest level of WLE compared to those working 36 to 45 h. No significant differences were observed between women working long vs. shorter hours. Being in a management position as well as having a supervisory role increased the likelihood of reporting high WLE among men and women. Across different industries, only men and women working in goods and energy reported significantly lower levels of WLE than those in the public administration. Women who reported doing 0 h of housework report significantly lower levels of WLE. However, only 0.1% of the women reported 0 h of housework (see Supplementary Material), and those who did report 0 h might suffer health issues that diminish their possibility to do housework and might therefore experience lower levels of enrichment.


Table 1. Linear mixed model for men and women separately for the likelihood of reporting work-life enrichment (WLE).

[image: Table 1]

For men, but not for women, living with a partner was associated with higher levels of WLE (Table 1). Both men and women belonging to the highest SSS group reported the highest levels of enrichment, and differences were great especially in comparison to low and to middle SSS groups.

Moving to LWE presented in Table 2, as with WLE, the BIC numbers for LWE were generally lower for men than for women, indicating a significantly better model fit for men (Table 2). Women working full time reported higher levels of LWE than women working part time, whereas no significant difference was seen among men. For men, working more than 45 h was related to significantly higher levels of LWE than if they work normal work hours. Men and women in management positions reported experiencing more LWE than their subordinates, and for persons with supervisory responsibility, LWE was also higher. Similarly, to WLE, men working in goods and energy production also reported significantly lower levels of LWE. For women, those working in education reported the highest LWE levels, although estimates reached only borderline significance (p = 0.056). Time spent on housework had no significant relationship with LWE.


Table 2. Linear mixed model for men and women separately for the likelihood of reporting life-work enrichment (LWE).

[image: Table 2]

Men, but not women, with children, reported significantly higher levels of LWE than those without children (Table 2). Men and women living with a partner showed significantly and essentially higher levels of LWE than men and women who live alone. It could also be seen that for men, the difference in the level of LWE between living with a partner vs. living alone is larger than for women. Socioeconomic groups affected the level of LWE. Men and women belonging to the higher level of SSS groups also reported higher levels of LWE, and the differences between the groups were considerable.

In Table 3, interaction effects between industry and work position (manager/subordinate), and employee responsibilities (supervisor/employee), respectively, are presented. For LWE, female managers in labor-intensive services reported significant and much higher levels of enrichment compared to their subordinates. Turning to WLE, the results showed no significant relationships between WLE and either work position or supervisory responsibilities for men. For women, adding the effect of employee responsibility to industries showed that in health and social care as well as in knowledge-intensive services, women in management positions reported significant and considerably higher levels of enrichment than their subordinates.


Table 3. The interaction between industry and work position, respectively, and employee responsibility for men and women in work-life enrichment (WLE) and life-work enrichment (LWE).

[image: Table 3]




DISCUSSION

By taking a gender-theoretical approach, this study aimed to explore the role of gender in enrichment. Initially, a two-factor structure of enrichment was confirmed for both men and women, representing the two directions of enrichment, WLE, and LWE. Our confirmation of the two-factorial structures for men and women corresponds to the existing research and definitions (Carlson et al., 2006; Greenhaus and Powell, 2006). However, what this study adds to the previous knowledge of the two-factorial structures of enrichment is the clear pattern of social constructs of gender and gendered cultural expectations, a pattern that we would not have looked for if we had not been guided by gender theory. Our results show that men and women do not interpret or value items measuring enrichment in the same way. Therefore, because of the way enrichment is measured at present, it is questionable whether one can compare the level of enrichment of men and women in Sweden using the scale of Fisher et al. (2009). When linking factors representing the work domain and the private life domain with WLE and LWE, respectively, continuing strong evidence for acknowledging the cultural construct of gender in enrichment and factors associated with enrichment is shown. In the meta-analysis conducted by Lapierre et al. (2018), it was concluded that the relationship between enrichment and work and family factors was not moderated by gender. However, by including gender as a moderator, it was assumed that men and women construct enrichment in a similar matter, which we have shown is not the case. Men and women must be viewed in their social context and in relation to the construction of gender (Connell, 2002). In the doing of gender, men and women reproduce gender by exercising tasks with respective masculine and feminine cultural norms (West and Zimmerman, 1987). This implies different meanings in tasks for men and women, and also shows that the capabilities of men and women to exercise tasks, such as management are viewed differently. Gender cultural norms in work and private life seem to have implications for the two dimensions related to enrichment. Thus, the gendered cultural norms in work and private life manifest in the experience of enrichment as well as in the construct of enrichment. Our results extend previous theories of enrichment (Greenhaus and Powell, 2006) by presenting how enrichment is embodied—that is, how the social construct of genders, the historical contexts, and the material structures are incorporated in how men and women value and experiences enrichment. Further development is needed for the instruments of enrichment where the manifestation of gender cultural norms and the organization of genders in both the work domain and the private life domain are considered.

This study was carried out in a setting that is often considered to be gender equal (Thévenon, 2011). However, in Sweden, the private life domain still has strong feminine cultural norms, and narrations of equality are mainly directed toward the labor market (Hagqvist, 2016; Carbin et al., 2017). Women often find themselves balancing between being the main career and being equal (in terms of participation in the work life), which seems to have a negative effect on their well-being (Hagqvist, 2016). In a qualitative study of Scandinavian managers, the authors found that female interviewees strongly identified with the masculine norm as the good worker while they also emphasized the importance of support from family and friends to uphold this role as a good worker (Hagqvist et al., 2020). To find broader support for the phenomenon of the embodiment of enrichment, this study should be replicated in other countries and settings.

Focusing on the various factors related to enrichment that are highlighted in this study, four factors stand out. The first two concern the work domain. First, as expected and following the masculine norm, men working more than 45 h a week reported higher enrichment (both WLE and LWE) than those working approximately full time (40 h a week in Sweden). This suggests that men in this situation strengthen their masculine capital, the advantages that follow from the social construction of femininities and masculinities (Huppatz, 2009) in work, which seems to contribute to the experience of enrichment. Secondly, women with a full-time contract experience higher levels of LWE than those with part-time contract. The data from the study show that Swedish women more often have part-time contracts than men (Statistics Sweden, 2020). A part-time contract often implies less income and more domestic work and care of children, which are factors that strengthen feminine capital (Huppatz, 2009). Thus, as in the study of the Scandinavian managers (Hagqvist et al., 2020), women seem to benefit from adhering to masculine capital. The two last factors concern the domestic domain, having a partner and children at home. In general, having a partner seems more important for the level of enrichment for men than that for women. While both men and women living with a partner report significantly more LWE than those living alone, only the relationship status of men was important for WLE. Men with a partner report higher WLE. These results partly confirm and give nuance to previous findings by Lapierre et al. (2018). The fact that a partner is more important for the level of enrichment for men indicates that they seem to find more support and satisfaction from their relationship, which in turn enriches their work. As satisfaction in partnership can be related to the division of housework (Harryson et al., 2016), it would be interesting to further study the relationship between enrichment and perceived fairness, division of housework, and gender equal attitudes. Moreover, men and not women, present a relationship between having a partner and WLE. These results can stem from the notion that Swedish men still feel satisfaction in supplying their family with an income while women still struggle to manage the work domain and family domain (Hagqvist, 2016). Although having children living at home is an important factor influencing the level of interference (Gallie and Russell, 2009), it has little importance for the level of enrichment. A significant difference was only observed in the level of LWE for men. Although the effect was small, it is interesting as it is often argued that women benefit more from domestic factors than men (Lapierre et al., 2018). Perhaps since women are more involved in childcare (Hagqvist et al., 2020), they benefit less from children in their working life. This should be further explored in future research. In the division of work, there is constant negotiation within the family concerning who will do what. In this negotiation, a gender power relation has implications for the narrations constructing the roles of male and female in the family.

Another important result is the relationship between enrichment and self-reported SSS. Self-reported SSS seems to stand out as the single factor that most strongly relates to enrichment. Although SSS is positively related to enrichment for both men and women, the results indicate that for men, to a higher degree than for women, the likelihood of reporting high WLE differs quite substantially between the high and the low SSS group. Those who report belonging to the highest SSS group report substantially higher levels of enrichment, both in terms of WLE and LWE. Income and status are more closely linked to masculinities than femininities (Ely and Meyerson, 2000; Connell, 2008) and could therefore have greater implications for the relationship between socioeconomic status and enrichment for men than for women. In general, our regression model showed a better model fit for men than for women, which indicates that the included variables to a greater extent explain the enrichment level of men than that of the women. Further studies are required to find what best explains the level of enrichment for women. Although not conclusive, the results indicate some degree of domain-specific interplay with enrichment. In the work domain, having a full- or part-time contract, industry, managerial positions, and the number of hours worked are areas where the powerful relationship between men and women becomes visualized (Connell, 2006; Hagqvist, 2016).

It has been empirically substantiated that managerial positions imply different preconditions and roles for men and women across different industries (Björk and Härenstam, 2016). Although little difference was observed across industries, some differences were observed in the interaction terms. Men working in goods and energy production report significantly lower levels of WLE and LWE than men in other industries. Women working in goods and energy production report significantly lower WLE than other women, while women in education reported higher LWE. In the moderating effect of industry and management and employee responsibility, patterns of gendered cultural norms become visualized. Female managers in female dominated industries tend to have higher levels of enrichment. These results stand in contrast to those of Björk and Härenstam (2016) who showed that first line managers in female- dominated industries often felt higher demands and lower support from the organization. Furthermore, studies show that women in professional jobs and those with long work hours more often report conflicting demands between work and private life (McGinnity and Calvert, 2009; Bianchi and Milkie, 2010). Meanwhile, our results align with the findings by Hagqvist et al. (2020) who showed that women managers could strengthen their self-identity and experience more enrichment by adhering to the masculine norms and culture in management. However, they also found that these women experienced hardship in relation to the family (Hagqvist et al., 2020). Thus, it seems to be a struggle and hardship for women in leading positions. However, whether this hardship overrules the role of salience for women in management positions and those women with supervisory responsibilities is yet to be further studied. Furthermore, future studies should focus on the balance and imbalance between work and private life experienced by these women and how organizations can support women to strive without hardship.


Strengths and Limitations

Gender is a complex continuum of femininities and masculinities and should not be marginalized to the dichotomy of men and women. Although in statistics this continuum is difficult to measure, we have tried to find variances both within and across genders. Although the intersectional power structures existing among gender, class, and ethnicity are strongly postulated in literature (Ely and Meyerson, 2000; Acker, 2006), we have not taken ethnicity into consideration. This is because the number of respondents with a non-Swedish background is fairly small in the sample. The role of intersectionality in enrichment should therefore be further acknowledged in future studies.




CONCLUSION

This study also expands on the theories of enrichment to include how the social construct of gender, the historical contexts, and the material and structures are incorporated in the experience of enrichment by men and women and the value they attach to it; that is, how gender is embodied in enrichment and the factors related to enrichment. The gendered aspects of work and private life should be considered in future enrichment studies.
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