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Abstract 
The study is conducted in cooperation with a gender research group, at Mid Sweden University 

as a part of their larger study of gender equality within the organisation SCA. The purpose is to 

identify the challenges that females experience as leaders within male-dominated industries. 

The research approach is based on social constructivism philosophy and with an abductive 

reasoning approach. The empirical data were gathered with a qualitative method, using 

interviews as a research tool. The analysis was conducted with temple analysis method. The 

research’s findings showed that the organisation had a stereotype of a leader that connects the 

ideal leader to the male stereotype, that creates challenges for females in leading positions. It 

also indicated that the organisation had masculine structures and that it values employee’s that 

are being decisive, competitive, result-focused, etc. The research result also indicated that the 

stereotypes in the organisation are creating challenges for females in both operating abilities 

and challenges with advancing/get employment as a leader.  

 
 
 
Keywords: Gender discrimination, leadership, stereotypes, norms, male- and female-dominated 
industries. 
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Summary in Swedish 
Studien är ett samarbete med en genusforskningsgrupp vid Mittuniversitetet som en del av sitt 

större jämställdhetsprogram i SCA. Syftet är att identifiera de utmaningar som kvinnorna 

upplever som ledare inom mansdominerade branscher. Forskningsmetoden är baserad på social 

konstruktivism forskningsfilosofi och med en abduktiv resonemangsinriktning. Den empiriska 

data samlades in med en kvalitativ metod med intervjuer som ett forskningsverktyg. Analysen 

genomfördes därefter med tempelanalysmetod. Forskningsresultaten visade att det fanns 

starkare stereotyper inom organisationen, som fungerar som osynliga hinder för kvinnor. 

Resultaten visar också att deltagaren upplevde att stereotyperna var väldigt anmärkningsvärda 

i arbetsmiljön på grund av företagets maskulina struktur som värderar arbetare som exempelvis 

har förmågan att vara bestämd, konkurrenskraftig, resultatinriktad osv. Resultatet av studien 

tyder också på att stereotyperna i företaget skapar utmaningar för kvinnor i både deras arbetssätt 

och utmaningar att avancera/få en anställning som ledare. 

 
Nyckelord: Könsdiskriminering, ledarskaps stereotyper, normer, stereotyper, mans- och 
kvinnodominerande industrier 
 
  



vi 

Preface 
 
First of all, I want to thank the contributors, the gender research group at Mid Sweden 

University and their contacts within SCA that have included me to their research. My study has 

only been focus on the gender equality among leaders in the company as a contribution to their 

bigger study. Also, a big thanks to the participants that agreed to be interviewed and shared 

their experiences for the purpose of this study. Without you, this paper would have been written. 

 

Secondary, I want to thank my supervisor Olof Wahlgren, that has help guiding me through the 

questions I have had. Also, I would like to thank Ulrica Sjödin that helped me in the beginning 

of the study and helped me see possible research gaps within this research field and helping 

with getting started. 

 

Last but not least, I want to thank my family and friends for supporting me, both those who 

were close by, but also those that were supporting me from a distance. Without your support, I 

would most likely never have made it this far. Some special thanks go to my grandparents. You 

have helped me a lot, and I cannot thank you enough for your assistance.



vii 

Table of content 
ABSTRACT ........................................................................................................................................ IV 

SUMMARY IN SWEDISH ................................................................................................................ V 

PREFACE ............................................................................................................................................ VI 

1 INTRODUCTION ............................................................................................................................. 1 

1.1 BACKGROUND AND RESEARCH GAP ............................................................................................ 1 

1.2 PURPOSE AND RESEARCH QUESTION ........................................................................................... 3 

1.3 CONTRIBUTIONS FROM THE STUDY .............................................................................................. 3 

1.4 DELIMITATIONS ............................................................................................................................. 3 

1.5 DISPOSITION .................................................................................................................................. 4 

2 LITERATURE REVIEW ................................................................................................................... 5 

2.1 SOCIAL INSTITUTIONS: NORMS AND STEREOTYPES ..................................................................... 5 

2.1.1 Stereotypes, traits and behaviours ........................................................................................... 6 

2.1.2 Gender stereotypes ................................................................................................................... 6 

2.2 LEADERSHIP ................................................................................................................................... 7 

2.2.1 Stereotype of a leader ............................................................................................................... 7 

2.2.2 Leadership styles ...................................................................................................................... 7 

2.2.3 Female leadership style ............................................................................................................ 8 

2.3 INVISIBLE BARRIERS FOR FEMALES IN LEADING POSITIONS ........................................................ 8 

2.3.1 Being perceived as weak and less effective leaders ................................................................... 9 

2.3.2 Being perceived to be less competent ..................................................................................... 10 

2.3.3 Advancing/getting job abilities ............................................................................................. 10 

2.4 ADVANTAGES OF GENDER EQUALITY ........................................................................................ 12 

2.5 MALE AND FEMALE INDUSTRIES ................................................................................................ 13 

2.5.1 Work environment in male-dominated organisations ........................................................... 14 

2.5.2 Impacts of leadership styles in male-dominated organisations ............................................. 15 

2.5.3 Forestry industries being male-dominated ............................................................................ 16 

2.6 RESEARCH MODEL AND PROPOSITIONS ..................................................................................... 17 

3 METHOD ......................................................................................................................................... 20 

3.1 RESEARCH PHILOSOPHY .............................................................................................................. 20 



viii 

3.2 RESEARCH STRATEGY .................................................................................................................. 20 

3.3 RESEARCH METHOD .................................................................................................................... 21 

3.4 METHOD AND DESIGN FOR GATHERING EMPIRICAL DATA ...................................................... 22 

3.5 INTERVIEW DESIGN ...................................................................................................................... 22 

3.6 SAMPLE SELECTION ..................................................................................................................... 23 

3.6.1 Participants ........................................................................................................................... 24 

3.7 CREDIBILITY ................................................................................................................................. 25 

3.8 ANALYSIS METHOD ..................................................................................................................... 26 

3.8.1 Ethical issues considered ....................................................................................................... 27 

4 RESULT AND ANALYSIS ............................................................................................................ 29 

4.1 MALE-DOMINATED ORGANISATION AND STEREOTYPES .......................................................... 29 

4.2 LEADERSHIP STYLES AND STEREOTYPES ..................................................................................... 33 

4.3 SUBORDINATES AND STEREOTYPES ............................................................................................ 39 

4.4 ADVANCE/GETTING JOB ABILITIES AND STEREOTYPES .............................................................. 41 

4.5 CO-MANAGERS AND STEREOTYPES ............................................................................................ 48 

5 CONCLUSIONS ............................................................................................................................. 52 

5.1 LIMITATIONS AND FUTURE STUDIES ........................................................................................... 56 

5.2 IMPLICATIONS .............................................................................................................................. 56 

5.3 DISCUSSION OF TRUSTWORTHINESS ........................................................................................... 57 

LITERATURE LIST ........................................................................................................................... 59 

APPENDIX .......................................................................................................................................... 63 

APPENDIX 1 INTERVIEW GUIDE ORIGINAL SWEDISH ...................................................................... 63 

APPENDIX 2 INTERVIEW GUIDE: ENGLISH ....................................................................................... 67 

 



 

 
1 

1 Introduction 
The introduction of the study starts with a background that shows the challenges females former study have 

indicated they has as a leader and then the purpose of the study and a research question is presented. Finally, the 

contributions from the study to society, organisations and individuals are presented, following explanation the 

delimitations made in the study and ends with the disposition of the paper. 

1.1 Background and research gap 
Leadership is not theoretically connected to a specific gender, the majority of the leadership 

positions are, however held by males (eg. Bowles, 2012; Carli & Eagly, 2003; Bosak, Eagly, 

Sczesny & Steinmetz, 2014). According to several of studies, the reason is that the 

preconceptions of a leader’s traits are associated with the stereotype of the male gender (eg. 

Anderson, Born, Dam & Lievens, 2006; Bosak & Sczesny, 2011; Eagly, Engen, Johannesen-

Schmidt & Vinkenburg, 2011).  

 

The definition of stereotypes is that they are social expectations of how people should behave, 

and which traits they should have to be accepted by the group they are part of (eg. Eagly, 2007; 

Bosak et.al, 2014; O’Connor, 2018). In the traditional stereotype of a leader, the traits that are 

included are strength, power, authority, domination and being decision makers. These traits are 

also stereotyped traits of what is considered male traits, which shows the significant connection 

(Anderson et.al, 2006; Eagly & Heilman, 2008; Ko, Kotrba & Adam, 2015).  

 

The stereotype of a leader is so connected with masculinity that according to Emmers-Sommer 

et.al (2007) research, people actually make the association, “think leader, think male.” This 

stereotype of a leader, thereby creates barriers for females that wants to gain a leading position 

(eg. Alvesson & Billing, 2011; Eagly, 2007; Grant & Taylor, 2014).  

 

Some organisations are striving to achieve gender equality in there leading positions and are 

breaking the stereotypes that are connecting leader and male (Schermer, 2018). Research has 

proven that a gender equal leading group increases innovative ideas and changes the leadership 

behaviour to be less strict and authoritarian (Burdfield-Steel, Heap, Potvin & Potvin, 2018; 

Emmerik, Euwema & Wendt, 2010). However, according to Emmers-Sommer et.al (2007), a 

leader is still in some industries strongly associated with stereotypes that are discriminating 

females in leading positions. Therefore, the inequality of gender division within some industries 

is still an up-to-date problem (eg. Burdfield-Steel et.al, 2018; Schermer, 2018).  
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The male-dominated or masculine industries known to be those who still associate leaders with 

the male stereotype and thus women are often a minority in these industries leading positions 

(eg. Alvesson & Billing, 2011; Fuchs, Heilman, Tamkins & Wallen, 2004; Gardiner & 

Tiggemann, 1999). These industries consequently, have an invisible barrier that makes females 

less able to advance or get hired to leading positions. This phenomenon is known by the 

definition of the glass ceiling effect (Agars, 2004; Carli & Eagly, 2003; Eagly & Heilman, 2008; 

Johnson, Murphy, Reichard & Zewdie, 2008). These stereotypes also create other invisible 

barriers, according to several studies, that prevents females from being recognized as leader 

once in a leading position (eg. Caldwell, Embry & Padgett, 2008; Emmers-Sommer et.al, 2007; 

O´Connor, 2018). Invisible barriers are a definition of challenges females faces to get 

acknowledged as leaders, that is unseen and made by stereotypes (Diehl, Dzubinski & Leanne, 

2016). The reason might according to research be since females are regarded as less competent 

and “suited” as leaders by both co-managers and subordinates (eg. Eagly & Karau, 2004; 

O’Connor, 2018). These invisible barriers can be hard to recognized and break as if they are 

built in the roots of organisations (eg. Alvehus & Billing, 2011; Bosak et.al, 2014; Paustian-

Underdahl, Walker & Woehr, 2014).  

 

Studies have also indicated that females struggle with maintaining an effective leadership style 

(eg. Eagly & Heilman, 2008; Heilman, 2008; O’Connor, 2018). If they chose to lead with a 

firm and authoritarian leadership style, they are considered bossy as they lead in a way that is 

considered unfeminine, as authority relates to masculinity. If they use a relational and 

communicating leadership style they are considered as weak, as then they are acting like their 

female stereotype and not as the stereotype of the traditional leader (Caldwell et.al, 2008; Eagly 

et.al, 2011). This research is a part of a bigger research, that is investigating gender equality in 

the male-dominated organisation called SCA1. However, this study will only focus on the 

females working in leading positions.  

 

The problem has been investigated with a quantitative method, which in many studies have 

regarded both male- and female-dominated organisations, thereby a qualitative study could 

contribute with deeper knowledge of the stereotypes effect in companies that are male-

 

1 SCA is a forestry industry in Sweden that is involved in several business areas regarding wood, paper, etc. (SCA, 2019). 
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dominated. This type of study can also provide a deeper knowledge of the effect the stereotypes 

have to females in leading positions. This were also implied by researchers that claimed that 

more specified studies are needed for organisations to identify and get a deeper understanding 

in which extent females experience the challenges within male-dominated organisations (eg. 

Bowles, 2012; Fuchs et.al, 2004; Mallia & Windels, 2014).  

1.2 Purpose and research question 
The purpose of the study wants to identify the challenges that females have/are experiencing as 

leaders within male-dominated industries and investigate how they are affected by them. 

Therefore, the research questions that this research tries to answer is: 

 

How have/do females in leading position experience the challenges, barriers, and gender 

discrimination the stereotypes create within male-dominated industries? 

1.3 Contributions from the study 
The research contributes by increasing the knowledge of the problem between management and 

gender equality for male-dominated organisation, as it shows the challenges females experience. 

Furthermore, it contributes to science that is specified in gender equality in the leading positions 

as it can be used in future researcher’s studies. This research will also provide a deeper 

understanding of the challenges females face when trying to advance or operate in leading 

positions. It will also help society as an eye-opener for the challenges that females are having 

in male-dominated industries. It might also help females that are currently working in a leading 

position to get acknowledgment that they are being treated differently. It might additionally 

help inform males that are working in these industries to see these challenges and help to 

prevent them.  

1.4 Delimitations 

The delimitation that is done is to only investigate this question in one industry (SCA), thereby 

the conclusions of this study are only referred to this particular industry and affect the result of 

the purpose to be less generalised. This delimitation was done as an industry usually has the 

same core values, which makes the outcome more trustworthy. This as the result is not 

compromised by different organisation’s structures and values that are more or less challenging 

for females. The research will only focus on the challenges made by stereotypes. This due to 

that former researches results have indicated that stereotypes create most of the challenges that 
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females struggle with, especially in male-dominated organisations. The last delimitation is that 

the study is only focusing on the female leader’s perspectives and therefore does not contain 

any interviews with male leaders or subordinates. The reason why male leaders are excluded is 

since they are not subjects to these challenges, thereby their perspective might not reflect the 

reality of the challenges that females actually are experiencing. The research is claimed to be a 

feministic study, this since it only wants to identify the unequal challenges that female leaders 

experience because of their gender (Bell & Bryman, 2015). 

1.5 Disposition 

The structure of the thesis for the succeeding chapters will be structured as follows: 

Chapter 2: The literature review is presenting relevant literature for this study, made by former 

researchers. It consists of theory about Stereotypes, Leadership styles, Male- and female-

dominated industries, etc. The chapter ends with presenting the research model that provides 

propositions that are studied in the empirical data.  

Chapter 3: The method chapter is firstly explaining the methodology, that describes the 

research philosophy, research strategy and the research method. Then it explains the method 

used for gathering the empirical data, how the interview guides were constructed and the 

choosing of the participant. It ends with explaining the analysis method and the ethics 

approaches used in the research.  
Chapter 4: The result and analysis chapter present the empirical data and discuss the outcome 

in relation to the study´s propositions and comparing the empirical data to former studies result 

(presented in the literature review chapter). It also discusses new insight that is not mentioned 

in former studies results. 

Chapter 5: The conclusion chapter are concluding what the result/discussion chapter has found, 

also it reveals the study’s limitations, gives suggestions of future studies and some implications. 

The chapter ends with a discussion of trustworthiness.  
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2 Literature review  

 This chapter include summarises of literature from former studies that are published and associated with 

the research´s purpose. The first parts are presenting definitions of stereotypes made from different social 

institutions and norms. Then the chapter defines leadership, and the two leadership styles that is used in the 

study are explained. Then the challenges that stereotypes create for females in leading positions and 

advantages of females in leading positions are presented. Then information about male and female industries 

are presented and describes the leadership styles connection with the working environment. Then the forestry 

industry is presented and in the end of the chapter, a research model is presented based on the literature 

with propositions that will be reviewed in the empirical data. 

 

2.1 Social institutions: Norms and stereotypes 

Social institutions are according to Berger and Luckmann (2011), part of the sociological 

foundation of human behaviour. The definition of what is considered a social institution can be 

hard to determinate as it includes people in whole societies, to a smaller group of people. 

However, Berger and Luckmann (2011) describe it as people with mutual agreements of doing 

things, aka people that coexist and collaborate as a unit with shared values. These social 

institutions can thereby be described as people living together and inheriting their reality and 

norms from the group, with some modifications when new acceptances and perspectives are 

obtained from newer generations.  

 

In social institutions, there are commonly unwritten rules that determine what is considered as 

acceptable behaviours and acts called social norms. If they are not followed, the consequence 

may be that the person is not accepted by the group and, in the worst case, become completely 

eradicated from the group (Hackman & Johnson, 2013). Stereotypes emerge from norms. They 

are assumptions of which traits people should have and how they should behave considering 

eg. gender, occupation, age and nationality (Bosak et.al, 2014). Such can be both hard to 

uncover and change as they are so rooted into people’s mind-sets from their upbringing (eg. 

Agars, 2004; Carli & Eagly, 2003; Eagly & Heilman, 2008).  
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2.1.1 Stereotypes, traits and behaviours 

Stereotypes can be created specifically within different social institutions and may, thereby, be 

different within countries, societies as well as different industries (Alvesson & Billing, 2011; 

Bosak et.al, 2014). The stereotypes are a big part of the socialisation since it provides basic 

facts on which behaviours are acceptable and which is not. Socialisation means peoples 

involvement and shared beliefs within the social institution (Berger & Luckmann, 2011). 

Socialisations are a process where individuals learn to adapt into the society, which changes 

from childhood until one is an adult.  

 

Stereotypes are mostly followed unknowingly by people to get acceptance within a group, but 

the strength of the stereotypes depends on the group’s acceptance of differences (Bosak et.al, 

2014). By behaving according to the stereotypes, people’s social lives become predictable. As 

it prevents social chaos as people do not like unpredictable situations and behaviours (Hackman 

& Johnson, 2013). Not following the stereotypes could be outlined as a “stereotype threat”, 

which is when people act against the stereotype of how they should behave, it leads to shown 

dislike and disapproval by the group (Agars, 2004; Carli & Eagly, 2003). 

 

2.1.2 Gender stereotypes 

Stereotypes of gender refer to which traits the person should have to be regarded as male or 

female by their group. The traits that are included in the stereotype of what is considered male 

is strength, power, authority, competence and being decision makers (Anderson et.al, 2006; 

Eagly & Heilman, 2008; Ko et.al, 2015). The traits of the female stereotype are qualities that 

are on the contrary associated with nurturing, relational, communitive and caring, which 

contribute to females being less associated and accepted as leaders (which is further discussed 

in 2.3) (eg. Eagly, 2007; Fuchs et.al, 2004; O’Connor, 2018). Bosck et.al (2001) claim that 

gender stereotypes originate from the genders physical attributes. As the male gender is 

physically stronger than females, many cultures and societies recognize males as the more 

strong and powerful gender. Females, however, are historically associated with having to be 

nurturing and taking care of their children, which made them stereotyped as relational and 

caring. Two common classifications that are used to describe something that is influenced by 

male and female attributes are ”masculine” and ”feminine” (Paustian-Underdahl et.al, 2014). 
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2.2 Leadership 
Leadership is according to Hackman and Johnson (2013), a fundamental part of humanity. They 

claim this due to the result of observations of communications in social institutions when people 

are trying to solve a problem, some people take the lead in the discussion and tries to lead the 

group to a solution. The leader is thereby created within social institutions where the leader 

takes charge and communicate with the subordinates to make or solve a task.  

 

2.2.1 Stereotype of a leader 

The “traditional” stereotyped traits that a leader obtains are showing authority, ability to make 

decisions fast, being competent, etc. that is closely associated with the stereotyped male traits 

(eg. Bosak & Sczesny, 2011; Eagly & Heilman, 2008; Ko et.al, 2015). However, in modern 

society the stereotype of a leader has shifted in some organisations as the characteristic 

considered to be the most prefered in the ”modern” leader is to be relational, empowerment 

and involving subordinates in decisions. The modern leader is thereby more related to the 

stereotype of the characteristic of females (eg. Eagly, 2007; Fuchs et.al, 2004; O’Connor, 2018). 

The reason may be because of that the modern society is more open to involving people in 

decisions to make them motivated, however the ”traditional” leader is still used and works in 

some organisations (Gardiner & Tiggemann, 1999).  

 

2.2.2 Leadership styles 

According to Hackman and Johnson (2013), there are several different classifications of diverse 

types of leadership styles that have been identified by researchers. However, in this study, the 

two leadership styles that are considered relevant and used in the study are the transactional- 

and the transformational leadership style. The reason is since these two leadership styles relate 

to the problematic of gender- and leader stereotypes (Carli & Eagly, 2003). The problematic of 

these two leadership styles that will be discussed in heading 2.3.2 as they relate to the 

stereotypes within organisations (Eagly et.al, 2013). 

 

These two different leadership styles are named and identified by James MacGregor Burns, 

which are commonly used by scholars (eg. Anderson et.al, 2006; Eagly et.al, 2011; Johnson 

et.al, 2008). The reason could according to Hackman and Johnson (2013) be since these two 

leadership styles are very basic and connected with the human behaviour.  
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The transformational leadership style is characterised by being relational, empowering and 

motivational towards their subordinates (Eagly et.al, 2011; Hackman & Johnson, 2013). They 

get involved with the subordinates and use a democratic approach aka involving the 

subordinates in the process of making decisions regarding the tasks and how to achieve goals.  

 

The transactional leadership style characterised by being strict, dominate and making all the 

decisions in how the tasks should be solved (Eagly et.al, 2011; Hackman & Johnson, 2013). 

They lead regarding their own idea to get the result that they strive for, and the subordinates 

have no saying in how the work could be done.  

 

2.2.3 Female leadership style 

When looking at leadership and gender research there are some that claims that males and 

females have a specific leadership style, as many are using the term “female leadership” when 

describing how the females operating in leading positions (eg. Eagly, 2007; Eagly & Karau, 

2004; Johnson et.al, 2008). Female leadership is used according to Eagly (2007) as females are 

more often tended to lead according to their gender stereotype.  

 

In consequent, there are researchers that claim that this separation is unspoken for and only 

increase the challenge for females to be a recognized as “real leaders”, as the word leader 

continuous to be seen as masculine (eg. Alvesson & Billing, 2011; Grant & Taylor, 2014; 

Heilman, 2001). Alvesson and Billing (2011) therefore claim that talking about “female 

leadership” as a separated leadership style is only a way to put females into a compartment 

rather than accepting them as leaders.  

 

This could as well lead to barriers as when the organisation is looking for someone that is 

dominant and has the self-confident to take fast and rational decisions females are not counted 

for as they lead in a different way (eg. Alvesson & Billing, 2011; Grant & Taylor, 2014; 

Heilman, 2001). This study will therefore not talk about female leadership as a specific 

leadership style, instead, it will talk about leadership styles and the problematic of stereotypes 

connected to them. 

2.3 Invisible barriers for females in leading positions 
Diehl et.al (2016) states that even as females graduedes with higher grades and are good 

candidates to leading positions, they are prevented by invisible barriers, the reason being 
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gender and leader stereotypes. Invisible barriers are created when the organisational structure 

is inflicted by stereotypes that prevent female’s success and are so normalised that they are 

unseen by the employees (Diehl et.al, 2016). Bosak and Sczesny (2011) claim that in modern 

society the stereotypes of a leader’s qualities have shifted to be more involving and relational 

toward their subordinates. This shift could make females more associated to be leaders as these 

qualities are more in line with the female stereotype, but still, they experience barriers (eg. 

Eagly, 2007; Fuchs et.al, 2004; O’Connor, 2018). Emmers-Sommer et.al (2007) claims that the 

reason is since the traditional stereotype of a leader that is connected with the stereotyped male, 

is still working as an invisible barrier for females, even as the stereotype of a leader has changed.  

 

Bowles (2012) claims that for preventing these invisible barriers the organisation must work 

toward changing the stereotypes. However, for this to change permanently, studies also claim 

that societies also have to change to accept females as leaders as they are an external influence 

of the stereotypes (Bosak et.al, 2014; Eagly, 2007; Grant & Taylor, 2014).  

 

2.3.1 Being perceived as weak and less effective leaders 
Some researcher claims that the attribute that makes females less likely to be recognized as a 

“good” leader within organisations is as they are considered weak and less effective (Alvesson 

& Billing, 2011; Bosak et.al, 2014; Johnson et.al, 2008). This assumption of females being less 

effective as leaders are according to research most noteworthy within male-dominated 

industries (Fuchs et.al, 2004; Gardiner & Tiggemann, 1999). This is shown in both Eagly and 

Karau (2004) and Ko et.al (2015) research’s, as their result showed that males tended to rate 

male leaders as the most effective leaders, especially within male-dominated industries were 

the stereotypes of a leader where connected with male traits. This challenge is seen as an 

invisible barrier since females have a harder time with getting accepted and recognized as real 

leaders because of the stereotypes (Diehl et.al, 2016; Eagly & Karau, 2004; Gardiner & 

Tiggemann, 1999). 

 

Heilman’s (2001) and Paustian-Underdahl et.al (2014) claims that these result might be an 

effect of that the stereotype of a leader in male-dominated industries is strongly connected with 

the masculine traits, that makes female less recognised as leaders and thereby make them seen 

as less effective. Heilman´s (2001) research also showed that if a female did not lead according 

to their gender they were considered unnatural and ineffective as leaders.  
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2.3.2 Being perceived to be less competent  
Other research shows that female consistently have to fight the stereotypes of males to be seen 

as more operative leaders as they are considered the more competent gender, which also makes 

them more qualified as leaders (eg. Caldwell et.al, 2008; Emmers-Sommer, Engstrom & 

Jackson, 2007). This assumption can be seen in Emmers-Sommer et.al (2007) research that was 

an experiment were the participants should identify which person they thought was the leader 

in a picture, were most the participant (next into every male that participated) choose the male 

character with the explanation that males were “smarter and better at leading and therefore 

more suited.” However, their research also showed that some females tended to recognize 

females as leaders more often, but they claim that it could be a result of females wanting females 

to be highlighted as leaders. Heilman (2001) research confirmed this as the participants in the 

research claimed that males had more authority making them more suited to lead. This 

assumption is also claimed by Carli and Eagly (2003), (based on research by Smith, 2001), that 

extendedly showed that males were also associated to be decision makers, which made them 

seen as good leaders. This is according to Eagly and Karau’s (2004) research untrue since 

females are as capable of making hard decisions and maintaining authority. However, they 

claim that these prejudices are based on the stereotype of what is considered feminine, which 

prevents them from acting this way as it goes against how society wants them to behave. In the 

result of O’Connor’s (2018) research, it also showed that the ideas and visions that females in 

leading positions convey are more often unrecognized and unvalued by the male co-managers 

and they thereby might be struggling with accepting females as “real leaders.” 

 

2.3.3 Advancing/getting job abilities 
The struggle with being accepted as leaders is one indication of that females are still battling 

with the glass ceiling when wanting to climb up on their carrier ladder (Baker, Budworth & 

Ezzedeen, 2015; Bowles, 2012; Maume, 2004). The glass ceiling is a definition of the struggle 

that people, in many cases females, are facing when wanting to advance in an organisation to 

leading positions (eg. Agars, 2004; Eagly & Heilman, 2008; Johnson et.al, 2008). The reason 

is according to research that men tend to hire men that they associate with and sees them as 

more ”suited leaders” and thereby excluding female applicants (Maume, 2004; Grant & Taylor, 

2014). The opposite is seen in female-dominated organisations (nursing, pree-school) as male’s 

carers in these organisations are known as the “glass elevator,” meaning that they advance to 

leading positions even faster than females, meanwhile the females have to “take the stairs” for 

advancing (Ko et.al, 2015). 
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Grant and Taylor’s (2014) research also show that as the organisation is looking for someone 

that can fill the former male leader’s shoes, they pick a male candidate that is similar to the 

former leader as a replacement. However, according to Eagly (2007), the underlying reason 

might not be that they associate more with each other, but as former argued since males are 

stereotyped as more competent and seen as ”better” leaders. Even so, there has been an increase 

of females in leading the position in some industries, however, the majority of leading positions 

is still held by males (eg. Caldwell et.al, 2008; Carli & Eagly, 2003). Bowles (2012) research 

suggests that the existence of the glass ceiling is so well known that it makes females less prone 

to strive for higher positions. This was seen in Baker et.al (2015) research when they were 

interviewing female students, as the result showed that they were so aware of the glass ceiling 

and knew that the challenge of trying to break it would be so hard that they did not even have 

the ambition to try. Cimirotić et.al (2016) research claim that having role models could increase 

the ambition for females that are working in the organisation to wanting to try to reach a higher 

position. They claim that it may also increase external females to strive for these positions, as 

they see that there are females working successfully in the organisation. Paustian-Underdahl 

et.al (2014) research claim that the barrier that excludes females as candidates for leading 

positions more often occurring in male-dominated organisations. Therefore, the glass ceiling 

effects are thicker within male-dominated industries. According to Bosak et.al (2014), the 

reason is as the stereotype of a leader and females are more in contrast within these industries 

as they have a masculine working environment (Which is further discussed in 2.5.1). 

 

Germain et.al (2012) claims that a reason for why the glass ceiling exists in some organisations 

might be as males might be threatened when a female gets hired to positions and are thereby 

excluding them. So, when females try to enter a male-dominated profession, the male’s self-

image gets ruined as the job can no longer be associated with being “a male” (eg. Females 

entering firefighting department, make the profession no longer being seen as a masculine 

profession). This could according to them be a reason why they get excluded from these 

positions.  

 

Another study by Horvath and Sczesny (2015) indicated that the language used in the job ads 

for leading positions also play a significant role in if females feel that they are not considered 

as candidates by the organisation. The reason for this is that the job ads are using words that 

characterise the employee they are looking for with the stereotype of a male. Consequently, 
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women do not even apply for the job as the add is pointing out traits and working tasks that are 

formulated to be very masculine (Horvath & Sczesny, 2015). That could, to some degree, work 

as an indirect glass ceiling or an additional invisible barrier in promotion abilities that makes 

females feel as less “fit” to perform the job that might be quite similar to another leading 

position.  

 

Mallia and Windels (2014) research in male-dominated industries showed that another reason 

that females do not get promoted to higher levels since they are to some extent gets isolated 

from the male’s social network. This is thereby also an invisible barrier that prevents females 

from advancing within organisations. This is also confirmed in Mallia and Windels (2014) 

study that claims that in male-dominated industries, females experienced that males tend to 

socialize more with other males in gatherings, making it harder for females to build social 

contacts. Cimirotić et.al (2016) and Heilman (2001) studies also indicated that the social 

interaction, in male-dominated industries could be harder to participate in and thereby excludes 

females in the organisation. This is also indicated in the study made by Bolin and Olofsdotter 

(2018) in the SCA industry where the male co-managers had activities outside the organisation, 

that was suited for males and making the female co-managers neglected from this social activity 

as well as the social network.  

2.4 Advantages of gender equality 
Research has shown that equality of gender leads to a more innovative and productive 

environment (Alvesson & Billing, 2011; Burdfield-Steel et.al, 2018; Carli & Eagly, 2003). 

There has been researching that has proven the advantages of the gender diversity in leading 

positions as it provides new perspectives and a changing organisational environment to be more 

open and none discriminating (Alvesson & Billing, 2011). This environment does not focus on 

that a specific gender is obtaining certain qualities that increase the diversity, instead, the 

advantages originate from the diversity of experience and knowledge.  

 

Burdfield-Steel et.al. (2018) argues that only having leaders with the same background and 

experience constructs a homogenous working force that can prevent novelty and tolerance in 

the working environment. Therefore, it is important to investigate and break these stereotypes 

and glass ceilings as it can benefit companies as well as females that want and should lead. 

Research made by Emmerik et.al (2010) claim that when there is gender equality within the 

leading positions, contributes to a less initiating structure by male leaders. They claim this as 
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having female leaders inflicts on the leadership behaviour within the organisation so the leaders 

obtain a less strict and more understanding leadership behaviour. The study also claims that the 

acceptance of female´s in leading position was differences regarding how gender equal the 

management positions within the organisation was. The more gender equal, the more accepting 

the subordinates were to female leaders and see them as equal to male leaders. The result also 

indicated that the working environment differed in a gender equal working environment as the 

structures within the organisation were different. 

2.5 Male and female industries 
When examining the gender distribution within leading positions, there are according to 

Alvesson and Billing (2011) both common and important to separate male and female industries. 

The reason why the separation is noteworthy is because studies that have researched female’s 

barriers within different industries have discovered that there are differences in both 

advancement and operative abilities (eg. Alvesson & Billing, 2011; Fuchs et.al, 2004; Gardiner 

& Tiggemann, 1999). There is no established definition of what is considered a masculine or 

feminine industry, but a common separation is done by examining which gender is dominant 

within the organisation. An organisation that is considered as masculine is therefore mainly 

dominated by male employees and the vice versa for feminine industries (Hoy, Smith & Smits, 

1992). One major separation of male and female industries is done by separating the public 

sector, that has more female as leaders and the private sector where the leader positions are 

mainly dominated by males (Bowles, 2012; Eagly & Heilman, 2008; Germain, Hamilton & 

Herzog, 2012). In Sweden, this is shown as the private sector only having 29 % of their 

leadership positions held by females and within the public sector females obtain up to 67 % of 

the leading positions (Schermer, 2018).  

 

Alvesson and Billing (2011) claim that one way to separate the industries is by the profession 

as it is being seen as a female or male profession. This separation is associated with what kind 

of working tasks the profession has and its connection with the gender stereotypes. However, 

Alvesson and Billing (2011) also claims that professions are not fixed, as for example working 

in middle school up to high school level were considered a masculine profession in the past, as 

male teachers were more common and today it is considered a feminine profession as female’s 

teachers are most common.  
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Other more detailed separation of feminine and masculine industries is education, nurturing and 

other social service jobs that are considered as feminine, while the military, forestry-, and metal 

industries are acknowledged as masculine industries (Carli & Eagly, 2003; Germain et.al, 2012; 

Paustian-Underdahl et.al, 2014). The separation is in some way connected with the 

controversial stereotype of female and male traits. Masculine industries are connected with a 

job that has, in the beginning, required male attributes of strength, power, and courage, like the 

military and forestry industries. Nevertheless, females are very underrepresented in positions 

that do not have anything to do with physical strength like management positions (eg. 

Andersson, 2019; Bosak et.al, 2014; Hoy et.al, 1992). This means that even if females are suited 

to lead within these organisations, there are still battling with the leader being associated with 

males. This study will not discuss female-dominated industries further as it is not relevant to 

the study. 

 

2.5.1 Work environment in male-dominated organisations 

The work environment is according to Mallia and Windels (2014) within the male-dominated 

industry also differ in the term of having more masculine norms. This due to the internal 

environment is characterised by “boy club culture” that is seen by: 

“Personality factors such as perseverance, toughness, competitiveness, and a thick skin were 

seen as important factors for success” (Mallia & Windels, 2014, p. 125). Thereby, male-

dominated industries are in a bigger extent driven by achieving goals fast and showing control 

and power by making fast and good decisions (Emmerik et.al, 2010; Gardiner & Tiggemann, 

1999; Mallia & Windels, 2014). Therefore, the environment within these industries as the co-

managers are less accepted when showing “weaknesses” as the norm is to be a hard worker.  

 

Mallia and Windels (2014) research also showed that the gender stereotyped traits are stronger 

in male-dominated organisations and thereby also making prejudices that females cannot be 

seen as the “ideal leader” in these organisations. This makes females according to Carli and 

Eagly (2003) less likely to search for higher position jobs in the male-dominated organisation 

as the higher up in the organisation, the stereotypes are stronger and more male coded. They 

also claim that females tend to quit their job in these organisations as they feel that they often 

have to face subtlety stereotyping of being seen as less competent, have to face sexual 

harassment and social isolation. Gardiner and Tiggemann (1999) claim that the work 

environment in male-dominated industries is different, as it tends to create higher invisible 

barriers that thereby makes females have to work harder to advance in as well as lead operative.  
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2.5.2 Impacts of leadership styles in male-dominated organisations 

As presently discussed the transactional and transformational leadership styles are commonly 

used when looking at both leadership and gender stereotypes (eg. Anderson et.al, 2006; Eagly 

et.al, 2011; Johnson et.al, 2008). The reason is according to Eagly et.al (2011) as the leadership 

style is different and depending on the organisational culture and the stereotypes within the 

organisation. The transactional leadership style that is stricter is in larger extent connected with 

the male traits, and the transformational is more relational and connected with the female traits. 

Therefore, these two leadership styles are related to the stereotypes and show the conflict female 

has, especially within male-dominated industries (Gardiner & Tiggemann, 1999).   

 

 Carli and Eagly (2003) and Caldwell et.al (2008) researches showed that the transactional 

leadership style is more commonly used and encouraged in male-dominated industries. Both 

studies also showed that females in these industries tended to use a more transactional 

leadership style, then they ordinary do. However, their research also showed that females that 

used a transactional leadership style did not get fully acknowledged as leaders as they acted 

against their gender stereotype (eg. Bowles, 2012; Johnson et.al, 2008; Lewis, 2000). Johnson 

et.al (2008) support this and claims that when females used a more transactional leadership 

style were called bossy or bitchy. Nevertheless, research made by Carli and Eagly (2003) 

showed that a transformational leadership style is not successful in male-dominated industries 

either as they tend to prefer authority set by male leaders. This as their research showed that if 

the female lead with a transformational leadership style they were considered weak. This could 

according to Eagly et.al (2011) be due to the conflict in the stereotype of a leader and the 

stereotype of what is female gets sharper, making the females less accepted as leaders.  

 

Gardiner and Tiggemann´s (1999) research showed that some females suffered from mental 

health disorders as they felt pressured to use a leadership style to succeed and the pressure made 

them lead in a way that wasn’t related to their personality. Therefore, it is not only the stereotype 

itself that is a barrier for females to get these positions, but it is also the struggle of how they 

should lead to be accepted (Bosak et.al, 2014; Eagly, 2007; Grant & Taylor, 2014). In the 

research done by Emmerik et.al  (2010) it also indicated that the leadership style differed from 

which hierarchal level the leader obtains within the organisation. The higher up in the hierarchy 

the more transactional leadership style and that could indicate why females are not accepted in 

this level, as it is not as feminine as their gender stereotype wants them to be. The leadership 
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style of being more transactional or transformational is in this research seen as a scale2 which 

means that it is not seen as one or the other but different degrees of using more or less of either 

leadership style (see Figure 1). 

 

TRANSFORMATIONAL    TRANSACTIONAL 

LEADERSHIP STYLE    LEADERSHIP STYLE 
 

Figure 1: Transformational vs transactional leadership style by Amanda Jonsson 

 

2.5.3 Forestry industries being male-dominated  

According to Andersson (2019), the Swedish forestry industry is known to be dominated by 

male employees and to be associated as masculine. Bolin and Olofsdotter (2018) claim that the 

working force within this industry contains 90 % of male workers. The reason why these types 

of industries are mostly dominated could be caused by many things, like as males historically 

had the physical strength to manage the jobs better before electric saws and machines existed.  

 

Another reason might be the education requirements, as many positions require an education in 

forest or hunting master´s programs that are also in a big extent dominated by males (Bolin & 

Olofsdotter, 2018). One other reason for the gender inequality can historically be established 

by the requirements for compulsory military service for admission to the hunting master's 

program, which therefore consequently led to that the applicants to forestry with the right 

education were males (Andersson, 2019). However, even as this change has been made, the 

hunting master’s program is still majority obtained by male candidates and thereby making 

fewer females applicants to the industry as well as the forest master program (Coutinho-Sledge, 

2015). In this notion Coutinho-Sledge (2015), suggest that the educational requirements could 

be changed, but more important is that the organisations should change their holistic knowledge 

of the forestry industry with fresh perspectives and extinguish the masculinity of the profession. 

However, she claims that this also requires changes in the working culture within companies to 

make it a less masculine so females that have a leading position can operate and advance at the 

same level as male co-works does.  

 

 

2 Inspired by the “Continuum of Leadership Communication Style” (Hackman & Johnson 2013 p. 49). 
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The knowledge of that an industry is male-dominated could according to Gardiner and 

Tiggemann (1999) be a reason why they are lacking females in these industries. They claim 

this as the females may be aware of the increased challenges within masculine industries. 

Thereby they do not apply for jobs in these industries. This is supported by Coutinho-Sledge 

(2015) research that also claims that since this is an issue in most forestry organisations, it is 

hard to change the outward appearance even if a single organisation wants to change. However, 

she argues that every solitary organisation should take actions for equality and promote that 

and let it take time to make the appearance of the whole sector change. She states that the best 

way to make changes are to educate the people in the organisation to be more aware and gain 

knowledge of gender equality to prevent norms and stereotypes that are gender discriminating. 

To change this Andersson (2019) claims the organisation or industry should be a totally 

emasculated and rebuild with new values. However, Bowles (2012) claims that for any change 

to actually happen the top management has to be provided with proof of its significance. One 

of these woods and forestry organisations is SCA which is a part of the forestry and wood 

industry in Sweden (the organisation that will be investigated in this study) (Bolin & 

Olofsdotter, 2018). According to Bolin and Olofsdotter (2018) study made in the working 

environment within SCA, showed indications to be challenging for females. However, they also 

claim that the organisation wants to make a change to be seen as a more equal workplace. 

2.6 Research model and propositions 
This model below is built from the theory that has been lifted in the former parts of this chapter 

(see, Figure 2). The model shows what the study will investigate while gathering the empirical 

data. The arrows and the number within shows the connection that has been seen in the theory 

and then propositions with relation to the number below of the model. The result is presented 

in the following chapter result and analysis.  

 

Former studies have shown that stereotypes are affecting females within male-dominated 

industries. Even, so the researcher has investigated these connections on a wider level, mostly 

with a quantitative approach, thereby some researcher is implying that more specified studies 

are needed for a deeper knowledge (eg. Bowles, 2012; Fuchs et.al, 2004; Mallia & Windels, 

2014). Therefore, this study will contribute by investigating the same connections and 

challenges from the stereotypes with a qualitative approach. This could thereby provide a 

deeper understanding of how the stereotypes are affecting the females. This could as well 
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provide organisations with knowledge of the struggle females has within male-dominated 

organisations. 

 

 

 

 

 

 

 

 

Figure 2 Challenges female potentially has as leaders within male-dominated 

industries by Amanda Jonsson. 

 

1. The male-dominated working environment that values the male stereotyped leader, 

influences that females experience challenges in the organisation 

This proposition is asked since many studies confirm that the organisations working 

environment, affect which stereotypes that are valued within the organisation, that thereby 

are more challenging for females (eg. Alvesson & Billing, 2011; Carli & Eagly, 2003; Fuchs 

et.al, 2004). These values of stereotypes are according to Eagly et.al (2011) a consequence 

that some industries are connecting leaders with males. The male-dominated organisations 

are a working environment that is in many cases harder for females to work in due to the 

stereotypes are more characteristic to value masculinity in male-dominated organisations. 

  

2. The stereotypes within the organisation make females experience that they have to 

use a specific leadership style. 

This proposition is based on the research done by Carli and Eagly (2003) and Eagly et.al 

(2011). They say that the leadership style is affected by stereotypes. As earlier mentioned in 

the literature review, females have to constantly balance their leadership style. If they have 

a more transactional approach, they are seen as bossy, and a transformational as weak. This 

balance is different depending on how significant the stereotypes of a leader and female are 

within the organisation. According to Gardiner and Tiggemann (1999), these challenges are 

bigger within male-dominated industries, as they connect a leader with more transactional 

leadership style, that is more associated with male traits. However, some may change it 

because they want to be more effective and accepted by subordinates and co-managers. Even 
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so, they are in both cases affected by that the stereotype of a leader in the organisation is 

more related to the male traits. 

 

3. The stereotypes within the organisation make the female experience that they are 

being less preferred as leaders than their male co-managers, by their subordinates 

This proposition is made due to the studies by Eagly and Karau (2004) and Paustian-

Underdahl et.al (2014) results from their studies indicate that the subordinates are rating 

females as less effective as a leader, especially within the male-dominated organisation. This 

since the stereotype of a leader is so associated with male traits that they think that females 

are not suited as leaders. 

 

4. The stereotypes within the organisation makes females experience that they do not 

have the same chance to advance/getting job as leaders as males, despite merits  

This proposition is based on many studies, but to name two Grant and Taylor (2014) and 

Baker et.al (2015). They show that the glass ceiling that is based on the stereotype that 

females are not as capable to lead as males. The glass ceiling has in some organisations 

according to Ko et.al (2015) lifted a but in male-dominated industries, it still exists. Also, 

the barrier can display from the isolation of the social network and being pre-discriminated 

in the job ads (Coutinho-Sledge, 2015; Mallia & Windels, 2014). 

  

5. The stereotype within the organisation makes females experience that it is harder 

for them (then male managers), to get their voices heard aka their ideas and visions 

by their co-managers 

This proposition is in biggest extent based on the study made by O´Conner (2018). Her study 

says that females weren’t seen, as their co-managers did not recognize their ideas and vision. 

This might be seen as their suggestions in meetings are ignored or that they are isolated from 

the conversation in work-related conversations (Mallia & Windels, 2014). 
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3 Method 

This part is describing the method that is used to gathering the empirical data. This section starts by explaining 

the research philosophy as that explains the view the study has. Next, the research strategy is described as it shows 

how the study tries to answer the research question. Then, the research method is described as the method that is 

chosen to investigate the research’s problem. This is done by starting to describe the method that is used to collect 

the data and the its design. Then the interview design that is used in this study as having semi-structured questioned 

is explained. After that the chose sampling within the male-dominated industries is explained. Then the measures 

that are done to increase validity and reliability to the study is explained. Finally, the analysis method of constant 

comparison is explained and end with explaining the ethical approaches made. 

3.1 Research philosophy 
The research philosophy explains the view that the researchers have on the world, which reflects 

the belief the studies have on the reality gathering data (Bell & Bryman, 2011). This research 

is having a social constructive philosophy approach, as it wants to investigate the social world 

within an organisation and include external factors that influence the behaviours that prevent 

gender equality in leading positions in the organisation. This since the working environment 

and stereotypes are an external factor that is influencing the social behaviour within 

organisations, that creates barriers for females. 

 

The social constructive perspective in ontological research philosophy has the belief that the 

social role and behaviour are pre-given and created by external social influences like societies 

norms or culture. However, a social constructive perspective means that the social phenomena 

and its structure are made and constantly changed by its social actors (Braun & Clarke, 2013). 

Meaning that some social roles might be more hardly embedded within the society, but there is 

still room for changes as the society evolve and thereby might change the social actor’s views 

or beliefs. This research tries to identify these social influences that create challenges for 

females in leading positions. The study is also considered to be a feministic study, whereby the 

study is only looking at inequalities of social challenges that females face because of their 

gender (Bell & Bryman, 2015). 

3.2 Research strategy 

According to Braun and Clarke (2013), the research strategy could be made with a more 

deductive or inductive approach. This study has an abductive inspired reasoning approach that 

involves both inductive and deductive elements (Bell & Bryman, 2015). A deductive strategy 
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means that the research empirical data are strongly bonded with the theoretical framework while 

an inductive strategy based on that the studies theoretical framework is more dimmed and less 

guiding through the study. An inductive strategy wants to develop theories or new perspectives 

from the empirical data and not proving or testing theories from former studies (Bell & Bryman, 

2015). 

 

The abductive reasoning is in this research used by including relevant theory for providing 

information of challenges females has experienced but tries to get a deeper understanding of 

the topic and maybe identify new insights (Bell & Bryman, 2015). The reason why it does not 

focus on a deductive research strategy is as the research wanted to make room for some new 

insights of the challenges females struggle with, that has not already been found in former 

studies. Using an inductive approach that can generate a new theory, would require a great 

amount of work to prove the result valid as it is not based on established theory. Nevertheless, 

as the study wanted to identify new perspectives that former studies have not presented, it partly 

has an inductive research method. The abductive reasoning was seen as the best choice as it 

enables a movement between theory and the empirical data. This approach makes it possible to 

obtain information about what can be found in the empirical data and look for new insights, 

which was of interest in this study. 

3.3 Research method 

According to Bell and Bryman (2015) a study could have a quantitative or a qualitative research 

method. As this study wanted to examine female leaders experience of stereotypes a qualitative 

approach was chosen as it can provide greater insights and deeper understandings of the 

participant’s experiences than a questionnaire in a quantitative study. A qualitative research 

method makes it possible to ask follow-up questions to the provided answers, which also was 

of interest for this study that wants to get a deeper insight of the female’s challenges (Braun & 

Clarke, 2013). A qualitative method makes the result less generalised, however, it provides with 

deeper understanding and knowledge that can lead to new information.  

 

If the research had used a quantitative study, it could have given a more generalised result and 

could increase the validity of the outcomes, since it associates with more people (Bell & 

Bryman, 2015). The reasons why the quantitative method was not chosen as the research 

method were due to that former researches mostly contains quantitative methods. Also as this 
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study wanted to develop a deeper understanding of the challenges of females experiencing, 

which a quantitative study usually can not (Braun & Clarke, 2013). 

3.4 Method and design for gathering empirical data 
A qualitative study method means that the method to gather empirical data can according to 

Braun and Clarke (2013) be collected through several different approaches, but the most 

commonly used are observations or interviews. This study used interviews to collect empirical 

data. The interviews were selected to be held individually in this study as it can provide deeper 

personal answers about the females both past and present experience and challenge’s as leaders 

within a limited time  (Bell & Bryman, 2015). Doing observations would be good since then 

the authentic culture and abilities to lead could be identified without being reflected by the 

participant’s personal views or opinions (Bell & Bryman, 2015). The reason why this study 

does not include observations is since it would be time-consuming to follow more than one 

person in a long time since the leaders do not work in the same geographical area. Also, the 

study wanted to investigate past and present experiences and personal opinions about female 

leadership. Therefore, interviews were seen as the most effective empirical gathering method, 

however, observations might be used as an edit in future studies by observations.  

 

The study is presenting the result and discusses it in the same chapter. The reason is since the 

result of the empirical data is presenting quotes from the interviews, so it won’t be repeated in 

another chapter. It is then concluded in the following chapter as well as presenting the 

limitations, implications, suggestions for future studies and discussion of trustworthiness. 

3.5 Interview design 
The design of an interview can take different forms that depend on the aim and research 

question. The interviews can be either structured, semi-structured or unstructured (Braun & 

Clarke, 2013). This research has a semi-structured format as it made the respondents 

perspective enlighten and made room for a non-hierarchal relationship. The reason why the 

semi-structured format was used instead of unstructured was since these interviews stayed 

within the study’s framework with questions that are relevant to the thesis but at the same time 

gives an opportunity for developed answers (Bell & Bryman, 2015). Structured formatted 

interviews make the interviewer in charge and try to extract answers by closed questions with 

a prepared structure that are easily transferred into measurements. Structural formatted 

interviews can make the interviewer interpreted as un-personal or robot-like and in a powering 
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position. Thereby Bryman and Bell (2011) do not recommend this approach in a feministic 

study since the interviewees shouldn’t feel like they are being put in a powerless position. They 

also claim that this approach makes no room for the participants own perspectives and seeks 

out information from the perspective of the researcher. Therefore, the structured interview 

format was not used in this study. As for using unstructured formatted interviews, the researcher 

has almost no power and the interviewer is leading the interviews (Lewis, Saunders & Thornhill, 

2009). This could be beneficial as it is not following an agenda, but are on the other hand, harder 

to transmit and code. The semi-structured interview format is designed to be easier to transmit 

but contains open-questions which make the responders able to speak their mind, which was 

seen as the best format for this study.  

 

The interview guide contains of 16 questions with follow-up questions, which were different 

regarding the interviewee’s answers. The interviews were all held in Swedish to make it more 

comfortable for the interviewees that all spoke Swedish fluently. Additionally, the interview 

questions were open to serendipitous events which means that new questions have been added 

or changed after conducting interviews as some answers have led up to new insights (Lewis 

et.al, 2009). For instance, when an answer to a question indicated new insights, a question was 

added to see if this were indicated by other participants. 

 

All but one of the interviews were held virtually by video calls that were audio recorded. The 

one interview that was not held by video call, was held in person in the female’s office. However, 

in two cases the video did not work after a while, so they were held without the video, but as it 

had some degree of video it did not seem like a problem. It would be preferable to have had all 

interviews face-to-face as it can provide a more personal and trusting interview environment, 

especially when held in their own working space (Bell & Bryman, 2015). The reason why face-

to-face interviews were not used was because the geographical distance is too far. The video 

interviews were chosen as a substitute as it still provided the chance to analyse face expirations 

and as it can create a more personal bond between the interviewer and the respondent (Braun 

& Clarke, 2013). 

3.6 Sample selection 
In qualitative research, the selection of respondents is chosen with a focus on answering the 

research problem. The respondents that participate in the study should, therefore, be specified 

within the research’s area to be able to provide qualified answers (Braun & Clarke, 2013). The 
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research area in this study provides a narrow group of respondents, as females that have leading 

positions within SCA are limited. The participants that were included in the study were 

suggested by the gender research group at Mid Sweden University that this research is part of, 

and they were in contact with people within SCA that helped find participants. According to 

Braun and Clarke (2013), the number of respondents is insignificant in a qualitative study, it is 

the meaning and information from the given answers. The limit instead depends on the answers 

homogeneity that has the same pattern this state is called saturation (Braun & Clarke, 2013). 

The females that were suggested as participants to the study were contacted by email asking if 

they wanted to participate. Everyone that was contacted wanted to participate.  

 

3.6.1 Participants 

The study’s participants included seven females that have a leading position within SCA. The 

reason why there were not more than seven is since there are not many females within this 

industry as well as it would be too time-consuming. The interviews as mentioned were held 

individually and took one interview proximally 40 minutes. The participants are furthermore 

separated by code names in the paper of Female A, Female B, etc (see table 1). This was done 

to separate their answers in the analysis. Information about the participants like where they 

geographically are working or in which section of the organisation won’t be revealed for 

keeping them anonymous. As there are so few females working in a leading position within the 

organisation, the paper only reveals a minor deal of personal information about the participants 

(working more or less than 5 or 10 years and experience of working as a leader in another 

organisation). This due to that the internal employees in the organisation might be able to 

identify the females, which would harm their anonymity.  
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Table 1: Individual information about participant and their interviews 

Participants Time working in 

SCA in a leading 

position 

Experience 

working in leading 

positions in other 

organisations 

Length 

of 

interview 

Conduction 

of interview 

Date of 

interview 

Female A Less than 5 years Yes 1h Video call 25/4-19 

Female B More than 5 years Yes 30 min Video call, 

ended with 

only audio 

29/4-19 

Female C More than 5 years Yes 40 min Video call, 

ended with 

only audio 

2/5-19 

Female D Less than 5 years No 40 min Video call 2/5-19 

Female E More than 10 

years 

No 30 min Video call 6/5-19 

Female F Less than 5 years No 50 min Video call 6/5-19 

Female G Less than 5 years Yes 40 min In person 7/5-19 

 

3.7 Credibility 
To increase the credibility in this study, some approaches have been taken that is based on 

authors suggestions of qualitative studies (Bell & Bryman, 2015; Braun & Clarke, 2013). To 

increase the credibility Braun and Clark suggests that a member validation can be used. A 

member validation means that the participants are clarifying their part in the study, either by 

confirming the transcribed interviews or the analysation (Braun & Clarke, 2013). This approach 

was used so the participants were able to read their interviews transcript’s and confirm or edit 

if something seams in conflict with what they answered (Bell & Bryman, 2015). However, the 

changes the participants have implied have just clarified their answers and not changed their 

answers or the interpretations of them. 

 

Reliability of a study is indicated by the studies trustworthiness (Bell & Bryman, 2015). To 

increase reliability within the study ethical rules can be transmitted and followed through the 
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process. Therefore, this study has followed certain ethical rules throughout the writing of the 

paper (that is shown under heading 3.8.1). Reliability is also determined by the researcher not 

letting their own opinion reflecting the outcome of the study (Braun & Clarke, 2013). As this 

study used a constant comparative analyses approach and tried to see connections with former 

studies with theoretical sampling. Braun and Clarke (2013) say that the authors can get a bit 

blindsided by only seeing the subjective connection that is based on the authors own view and 

bias. To avoid this, the study was attempted to be made with an objective approach when 

interpreting the data. Another approach that was taken, was to include people that are not 

included in the study to interpret the analysis chapter to see that there have not been any personal 

assumptions in the analysis. 

 

Another aspect that can increase credibility within a qualitative study is validation. The validity 

is shown if the result can be transferable into different social settings (Bell & Bryman, 2015). 

This is often not the case from qualitative studies as they are specified into a specific group of 

people during a time. However, as this study has an abductive reasoning approach, the 

theoretical chapter was used for producing an external validity, as the chapter was used to find 

connections with past studies in the research area to examine if they show similar results. 

External validity can also be increased by reflecting the trustworthiness of the participants 

answer, which has been taken in consideration by asking for concrete examples for the 

participant’s statements.  

3.8 Analysis method 
The analysis method for this research was made with a template analysis, as the gathered data 

wanted to identify similarity in the answers through coding categories and also comparing the 

data with the result with former studies (Lewis et.al, 2009). This means that the analysis is both 

inductive and deductive. However, there are many forms of analysis approaches to help analysis 

empirical data. In this study, the analysis method that was used was the constant comparison. 

Constant comparison means that the data will be frequently compared and analysed so it might 

produce emerging theories (Bell & Bryman, 2015).  

 

To do this the empirical data, once collected, were listened to and then transcribed into 

documents and then were coded (Braun & Clarke, 2013). The coding method that was used in 

the study was open coding. That means that the answers were compared and analysed and put 

into different categories that show resemblances. The coding, therefore, starts by looking for 
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the transcription and tries to find quotes that resembles a category and put them in a separate 

document (Bell & Bryman, 2015). The studies coding was done by looking for quotes in the 

separate transcripts that were related to different theoretical concepts as male-dominated 

working environment, stereotyped leader, glass ceiling, etc. After marking the quotes in the 

separate transcripts, they were concluded in a gathered document and then were compared to 

each other. 

 

The reason why a constant comparison was used as an analytical method since comparison of 

the answers is an effective way to see a new connection and relations between the coded 

categories (Bell & Bryman, 2015). The analysis did compare the gathered theory with the 

empirical data to see if there were new aspects found in the research area that previous research 

has not seen in their studies (Bosak et.al, 2014). The template analysis means that a deductive 

approach to compare the empirical data with the formulated propositions that were made from 

assumptions from the result of former studies (Lewis et.al, 2009). This study did therefore not 

try to establish new models or theories, just develop a deeper understanding and maybe find 

new perspectives or knowledge within the area. The result of this study can be used as a tool 

for future studies to further test the findings.  

 

3.8.1 Ethical issues considered 

According to Bell and Bryman (2015), ethics is important and complicated when making 

qualitative studies. The main reason is due to that the respondents are put in a situation where 

their answers could be misused and exposing them. There are ethical codes and conducts that 

should be used in research at the lowest level (Vetenskapsrådet, 1994). These are based on the 

respect of the given information, the responsibility of the answers is only used in the research, 

integrity of the respondents and consent with what is published. This research has taken all this 

into consideration. To increase the integrity of the participants, their names are kept anonymous. 

This was done to protect their privacy, so their answers cannot be held against them (Bell & 

Bryman, 2015). The gathered data were also transcribed in a way to prevent the participants 

from mischief. The transcribed part of their interviews was, as mentioned, presented to the 

participant, so they could correct and consent their answers before using them in the analysis. 

This is done so they can confirm that the transcribed is parallel with their answers and are not 

twisted or changed to fit the study (Braun & Clarke, 2013). The same notion also goes for the 

result and analysis when trying to make a point (Bell & Bryman, 2015).  
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Social aspects have been taken to consideration as the thesis has not been written in a way that 

it may do harm to the society as it is focusing on essential issues. The social aspects this paper 

positively contribute with is that it pays attention to the challenges females leaders have and 

thereby help to reduce them. These challenges are not caused by the lack of competence or the 

like, but solely because of their gender. This is socially beneficial as an even gender distribution 

increases the innovation within organisation (Alvesson & Billing, 2011; Burdfield-Steel et.al, 

2018; Carli & Eagly, 2003). Also, this paper helps to encourage gender equality in general that 

also is beneficial for the society. 
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4 Result and analysis 

This part is presenting the result from the empirical data. This is done in line with the discussion of the 

result as well as comparing it to what former studies has mentioned. It is based on the propositions that 

were presented above. 

4.1 Male-dominated organisation and stereotypes 
As earlier mentioned, a male-dominated work environment is recognized by having more male 

attributes that are according to Mallia and Windels (2014) characterised by a “boy club culture” 

that are more competitive, hieratical and tougher. The participant’s answers all indicated that 

the organisations working environment is affected by this masculine structure. This was 

indicated more or less through different perspectives in the participant’s answer. One aspect 

that was mentioned or indicated by some of the participants was that the organisation is very 

influenced by the norm of being tough. This could particularly be seen in one of the participant’s 

answers, when asked what she thought of the work environment, as Female A claimed that: 

“I can feel that there is a tougher working environment here or a different attitude than in my 

previous workplace. It is less forgiving if you make a mistake, which I did not experience at my 

last workplace.” 

 

Another of the participants, Female F, also indicated that the work environment was strongly 

inflicted by masculinity claimed that: 

“The work environment that we have is very macho and is dominated by talk about moose 

hunting or disputes with timber car drivers or forest owners. After all, it is premium points in 

being a tough negotiator and also being a tough negotiating in relation to their co-workers 

which I think do not happen in a conscious process. It becomes indirect action like they have 

to declare themselves all the time so that no one dares to show weakness and it sets up 

difficulties for the work of gender equality.” 

 

These answers are all in line with Mallia and Windels (2014), statement that male-dominated 

organisation was more competitive and wanting to inflict how much power they had. This 

feeling that the working environment contained internal competitiveness was claimed by two 

of the participants, but indicated by others by claiming the environment as “result focused” and 

“challenging.” As Female G said: 
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“There is a kind of measuring amongst males. It can be measuring who has shot the biggest 

moose or which one who has the fastest dog, it does not have to have anything to do with 

competence. It is very kind of hard to describe with words. But, it is like you know that 

something is happening in this room that is difficult to touch. Like the environment change 

when you are among males and you notice that something is happening that you do not 

understand as a female.” 

 

As former studies have clarified, a male-dominated organisation apart from only having these 

“masculine” working environment, the environment also engenders in having stronger 

stereotypes that is, in some degrees, connecting leader qualities with male traits (eg. Alvesson 

& Billing, 2011; Carli & Eagly, 2003; Fuchs et.al, 2004). This was also confirmed by all the 

participant’s answers in the interviews but in different quantities. Female E, for instance, 

claimed that: 

“I have never felt like the working environment within SCA has been challenging or harder for 

me as a female.” 

 

This shows that the working environment is affected by the masculine stereotype, but according 

to this answer is manageable to work in. This is in line with what former studies claimed about 

stereotypes within male-dominated industries (Anderson et.al, 2006; Eagly & Heilman, 2008; 

Ko et.al, 2015). The answer also implied that there is a prejudice that females do not “fit” to 

work at leading positions in the organisation. The reason could thereby be since the stereotypes 

in the organisation make males seen as more “suited” as leaders. Nevertheless, all the 

participant made it clear that even if they could identify or be affected by the stereotypes, they 

all claimed that they liked working on their position in the organisation. Still, even if some of 

the females claimed that they thought that the work environment wasn’t “hard” to work in, they 

all claimed that there were norms and stereotype that weren’t of benefit when working as a 

female in a leading position. Conversely, there was also participant that claimed that it is not as 

hard as it has been historically and that people might still believe it is. As Female C claimed: 

“It is an industry where changes have occurred a lot during the past year from a low level of 

equality between females and males. SCA had an old-fashioned culture a few years ago.” 

So, you are experiencing a change in the organisation? 

“Yes, in the entire forestry industry.” 
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This was also mentioned by other participants that had worked in the organisation for a longer 

time. Thereby, this expectation, that the organisation is hard for females might be based on the 

historical interpretation of the work environment, which might have been even harder for 

females to work under, but have changed to be more acceptable for females. This notion might 

thus be made on a judgement based on historical interpretations. This was also implied by 

Female A who said that: 

“I think there is a discrepancy between how you experience SCA from the “outside” and how 

you experience SCA if you work here, I feel at least. I haven't worked here for so long, but I 

enjoy it!” 

 

This would thereby indicate that the organisation is not as hard to work in as external actors 

may think. Nevertheless, all of the interviews did indicate that stereotypes exists and is an issue 

in the organisation. Another reason might be that different parts of the organisation are more or 

less ruled by norms and stereotypes than others, but fundamental norms are still part of the 

organisation. This was implied by an answer from Female E that claimed: 

“I had been working in a part of SCA for 16 years and then I switched to another part and I 

see a difference in the two different units. In my experience, my first working place within SCA 

was more inclined to change and more open to other competencies and such issues as gender 

equality as well. The second part of SCA is much more conservative and not at all change-

prone.” 

 

This response could explain the difference in some of the interviews as some participants 

seemed to be more affected by the stereotypes than others. Some of the participants indicated 

that the stereotypes in the organisation did not just affect the females, also it affects the people 

that did not “fit” the stereotypes within the organisation, as Female E claimed: 

“I think we have a lot to work with, like which boundaries within the jargon that is okay. I think 

it is not just about gender equality, but they are also about young guys who may not be 

interested in hunting and outdoor air and dogs or scooters, but you may be more interested in 

classical guitar playing. Do they feel welcome then in our work environment?” 

 

This also indicates that the organisation has an internal stereotype of which personal interest 

are considered essential and are more highly rated within the organisation and if you are not 

interested in this, you might be excluded. This was also indicated in Bolin and Olofsdotter 
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(2018) research, however, this seems to affect both males and females. As Female D also 

pointed out when asked if there were any benefits of being male in the organisation: 

“Yes, everything that is deviant in a non-positive way and which does not follow the template 

or norm. It is very clear in a group that is homogeneous and consists of certainly 95% of men 

with hunter training with a grey dog with common interests. At another workplace, it can be a 

very heterogeneous group, where you have different interests. Here it is hunting, dog and forest 

which forms an extremely homogeneous group, everything else becomes very different.” 

 

This implies that this organisation is very inflicted by certain norms and the workers values 

certain qualities. This was also indicated in research done in the forestry industry, which is also 

increasing the masculinity in the organisation (Andersson, 2019; Coutinho-Sledge, 2015) In the 

interviews, it gets clear that the organisation is working to change the working environment to 

be more gender equal. However, this seems to be hard since the stereotypes made by norms are 

set the organisation is according to the interviewers somewhat rooted within the organisation. 

Female B said in her interview: 

“The work towards equality I think is both positive and needed. We have a lot of norms and 

values that are rooted in the walls that we need to overcome, it is not just the image of a male 

and female but also ethnicity or sexual orientation or if you eat meat or not, but I think we are 

on the right track.” 

 

This shows that the challenge of stereotypes in the working environment might be hard and not 

only by the stereotypes relates to gender and leader, but also towards other stereotypes of how 

to be within the organisation, especially if it is so rooted in the walls. However, the internal 

work toward equality seems to have been an eye-opening for some of the participants. As many 

of the participants claimed that they have studied or/and worked in male-dominated 

environments before, some claim that they, in some degree, were a bit blind towards that they 

were treated differently because of their gender. As Female D claimed when asked if she felt 

that the working environment was harder as a female: 

“I think that I have been a little naive since I have worked here for many years and have not 

come up with these insights until now. The structure of the organisation is influenced by being 

a “male-dominated world” and that many females actually resigns from us and get hired to 

leading positions in other companies. It is only now that I have started to see this and I have 

started to feel somewhat angry at how the organisation has been ruled, but it is probably since 

I got real awareness of the structure of the organisation. Otherwise, I have not found the 
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environment hard to work in because there are many male co-managers here I have not 

experienced. I do not think that is the problem, but what I am annoyed about is these structures.” 

 

This was also indicated in Coutinho-Sledge (2015) research in the forestry industry stated that 

the more educated the employees are, the more of these stereotypes are seen and might engage 

change in the work environment. This was indicated more or less by all the participants as 

everyone had gone through a basic course in gender equality within the organisation and some 

had even participated in more gender equality courses. Thereby some might be very aware of 

stereotypes, and structures while others are not as sensitive to them. This was also indicated by 

Female A that claimed:  

“I think everyone must pay attention to what we hear and see and think about how we act. To 

wear our gender glasses and help widen them. I have reflected a lot on it, as a female in a 

minority, of what I meet, see and hear. Do I understand everything, or do I let it pass by? For 

my own part, I'm going to get better at it. In the work of gender equality, it is important to learn 

to see and say - and this is everyone's responsibility. It is good that the organisation drives the 

issues and focuses on it. Then it is all about me and my behaviour and work.” 

4.2 Leadership styles and stereotypes 
According to Gardiner and Tiggemann (1999), the leadership style in male-dominated 

industries that are most commonly used in these industries is in a bigger extent more associated 

with masculine traits and the “traditional leader.” This type of leadership style is characterised 

as the transactional leadership style. This notion could be highly implied in Female F’s answer 

when asked what leadership style was most common: 

“The most common leadership style could be defined as the “glorified administrator,” in some 

degree, the person who leads by saying “the figures from last month were not good” then it is 

up to the employees to solve it.” 

 

This description of the most common leadership style was in more or less similar in all but two 

of the participant’s description. Even though they did imply that the leadership style was 

inflicted by being result-oriented and did inflict their leadership styles to be more transactional, 

but not in a wider extent. One of the interviewees, Female A, did not describe the more 

transactional leadership style as the most common claim that: 

“I think my boss leads a lot like me and includes and bring everyone together and make the 

decisions. Then there is also some that lead with the slightly archaic leadership style, according 
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to my way of looking at it, where one point with the whole hand type of leadership style. It gets 

pretty “quiet” of that style I think. If you have not bottomed out the questions then it will not be 

so fun, it will be more like an order delivery, I think it is going to be extinct...” 

 

Thereby she acknowledged that the more transactional leadership style did occur in the 

organisation, but she thought that it was going to be extinct since it is not that effective. Female 

G, however claimed that the more transactional leadership style was needed as she said: 

“Yes, sometimes you may need authoritarian leaders, but it is more dependent on the situation 

and going in and steering with the whole hand depend on the situation. I think the coaching 

democratic leadership style wins many times. You might end up in a situation where you must 

go in and control with the whole hand and say now we do this. But for the most part, I believe 

in the coaching bit.” 

 

This might indicate that these two participant answers suggest that in their positions in the 

organisation, they might not be encouraged to use a more transactional leadership style unless 

the situation calls for it. However, the other participant, Female B, claimed that the usage 

transactional leadership style seems to be changing as well as the organisation is working 

towards being more transformational. She claimed that: 

“If looking back 10 years in the leading group it was very authoritarian then it was much more 

hierarchy also people were almost a little afraid of their boss, today we (SCA leaders) aim to 

be much, much more democratic and want to involve our subordinates.” 

 

This indicates that the organisation has changed from being very transactional to be more 

common to use transformational leadership style in the last 10 years. The reason for this change 

might be if SCA has increased the number of females in leading positions. This would be in 

line with Emmerik et.al (2010) research said that with a more gender equal working 

environment, the leadership style behaviour changes to be less connected with a transactional 

leadership style that is related to male traits. They claim that a transformational leadership style 

is, therefore, more accepted when having more gender equal working environment in leading 

positions (Caldwell et.al, 2008; Carli & Eagly, 2003). Nevertheless, leaning more toward one 

of the two different leadership styles is not “wrong” but not leading according to one’s own 

personality and values could according to Gardiner and Tiggemann (1999) lead to less mental 

stress and other mental health issues. Another reason for the dissimilar answers might be since 

different parts of the organisation is more or less influenced by the stereotype, as earlier 
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confirmed. This might also influence on the stereotype of a leader, and some sections might be 

more or less required to lead with a transactional leadership style. Female C claimed this when 

asked the question: If you were to use a different leadership style, would it be accepted then? 

“Yes, I work mostly with males, so they might obey and incorporate themselves into it. But yes, 

in other parts of SCA I think there are many who uses a more guiding and controlling leadership 

style, but it is probably a bit freer within certain parts of SCA.” 

 

The indication that it might differ depending on which part of a male-dominated organisation 

you work in wasn’t indicated in former studies but might be an important aspect to take in 

consideration. As the ones that are suffering from the stereotypes more strongly can be 

interpreted as they are more “sensitive” is not true, they might be experiencing more stereotypes 

because their sections working environment is more rooted by stereotypes. However, if there 

are changes in the organisation during the 10-year period, it could be an effect that the 

stereotypes of a leader are changing to be more modern and based on a more transformational 

leadership style (eg. Eagly, 2007; Fuchs et.al, 2004). This was also indicated in Female B:s 

interview to be a reason why the leadership style is affected, as some subordinates are used to 

not having a strictly transactional leader. The participant claimed that: 

“There is a change within society that wants a that builds a slightly softer leadership style to 

feel that the subordinates can make a difference.” 

 

Nevertheless, the majority of the interviewees did claim that the leadership style that was most 

commonly used was the more transactional leadership style. This might indicate that the 

organisation is in a wider extent connecting the most effective leadership style with a more 

transactional leader style approach. Female G claimed, as an example, when asked if a leader 

were associated with males in the organisation: 

“The leadership style that works is the authoritarian since if you point with the whole hand, 

then it works better. I have noticed that I need to take more space to get the attention and clarity 

that I needed, I had to point with the whole hand. That is what is expected here at SCA.” 

 

This further indicates strongly that the transactional leadership style is more encourage in the 

organisation and are accepted if wanting to be successful. This is also in line with the outcome 

from former studies in male-dominated organisations, that also claim that a transactional 

leadership style is more encouraged (Caldwell et.al, 2008; Gardiner & Tiggemann, 1999). 

Nevertheless, the degree of how the females felt the obligation to use a more transactional 
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leadership style was different. Some of the participants implied that the more transactional 

leadership style was used, the more successful females could be in the organisation. Female F 

claimed that: 

“Those who are female and are high-class within SCA's group are described as by people that 

they do not lead with the typical “female leadership” and I find it almost like the main point to 

show everyone that they are not females.” 

 

This indicates that these females have resisted the stereotype of what is considered feminine 

and used a leadership style that is associated with the stereotyped leader in the organisation, 

has been successful. However, this assumption of that using a more transactional leadership 

style was more successful, was not really confirmed by everyone. Even so, the majority claimed 

that the typical leadership style is in a bigger extent more leaning towards a transactional 

leadership style. When asked if using a more relational and democratic leadership style would 

work (transformational leadership style) Female D claimed that: 

The work environment makes it difficult to use other forms of leadership, a softer or coaching 

leadership style does not belong here, because here we count in volume- and result-prioritised 

outcomes, because it is important. The best buyer is the one who buys the best volume, not the 

ones who do the best business, it is a testosterone thinking that is of value in the organisation. 

Otherwise, we have very efficient and good processes.” 

 

This is also in line with what former studies has shown that the use of a transformational 

leadership style is less accepted in male-dominated industries. Female F also indicated that the 

using the transformational leadership style is not accepted within the organisation as she 

answered the question about what would happen if a female used a democratic and relational 

(transformational) leadership style related to gender in the organisation: 

“You are not used to it in the organisation, and everything that is deviant is very different, most 

are very similarly shaped so if someone comes to a meeting and asks, “how do you feel?” and 

talk feelings and are softer, it would be perceived as strange.” 

 

This could indicate that using a transformational leadership style make the leader to be 

considered as a “weak leader”, as former studies indicated in their researches (Caldwell et.al, 

2008; Eagly et.al, 2011). Nevertheless, none of the females claimed that they had experienced 

indications that they were considered weaker because of their leadership style. On the other 

hand, everyone claimed that they had been inflicted by the stereotypes in the organisations to 
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use a more transactional leadership style and thereby might not have experienced this. Another 

reason why they haven’t been considered as weak could be as they are females and are 

stereotyped to use a more transformational leadership style and are not considered as weak but 

maybe only considered as “different” or not “real” leaders. This would also be in line with 

former studies that claim that females are supposed to be different and are not considered “real” 

leaders as they are “female leaders” (eg. Bowles, 2012; Johnson et.al, 2008; Lewis, 2000).  

 

Apart from not being able to use a transformational leadership style many of the participants 

claimed that the organisation was very focused on that the employees provide results. Thereby 

using a transactional leadership style makes the leader being more able to make a fast decision 

and getting the results that they want. Female G also claimed that the organisational structure 

was constructed so the employees having different roles making them accountable for some 

specific areas, which also could increase the transactional leadership style. As she claimed that: 

“SCA has clear roles. The advantage is that you know who to ask if you have a question in a 

specific area. If not having clear roles I think would have created more conflicts like whom 

should work with this and why do you do this? So, it becomes clear which is my area and then 

I know that no one should come in and take responsibility for my questions. Perhaps no one 

likes collaboration in a general way in SCA, so it is both advantages and disadvantages I think.” 

 

Having specific roles might indicate even more that the structure of the organisation compels 

the leaders to be more result-focused of their specific responsibility. This also provides them 

with power over the questions and accountable for a positive outcome, that might increase the 

transactional leadership style as they feel that they have to be successful. The notion that the 

organisation values leaders who are strong and driven by generating good results, encourage 

the transactional leadership style, according to former studies (Emmerik et.al, 2010; Gardiner 

& Tiggemann, 1999; Mallia & Windels, 2014). Thereby it is very clear from the participant’s 

answers that the transactional leadership style is encouraged and transformational leadership 

style is disliked. However, former studies also indicate that female that worked in a male-

dominated industry implied to having struggle with balancing in the leadership style within the 

organisation, as they are more judged of leading against the stereotyped leader (Bosak et.al, 

2014; Eagly, 2007; Grant & Taylor, 2014). Only one of the participant, Female E, claimed that 

they thought she had herself been judged by having a transactional leadership style that wasn’t 

equal to what is considered to be “feminine.” She claimed that: 
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“If you come in as a manager and a leader and as a female, not only employees but also the 

whole environment expect you to be caring and very communicative. I do not meet these 

criteria’s. I am more fleet-footed and make fast decisions, I rather make a quick decision and 

then correct it as it gets clear. This creates a collision with what is expected of me as a female 

and how I act as a manager and leaders.” 

When asked the follow-up question of: Have you experienced any negative comments because 

of this conflict between the stereotype of how to be and how you are as a leader? She answered: 

“Yes, one comment I have received is that I am like Margaret Thatcher, the Iron Lady. I think 

this clearly has to do with the male and female perspective. Had I been a male and acted as I 

do with making decisions and not being afraid to make uncomfortable decisions, then the male 

had not been perceived as Margaret Thatcher.” 

 

The struggle of being judged because of using a more transactional leadership style wasn’t 

experienced by any other of the participant. This answer indicates that the stereotype within the 

organisation is making females being reviewed in a negative way when using a more 

transactional leadership style that is not connected with being feminine, which were what 

former studies also implied (eg. Eagly & Karau, 2004; Gardiner & Tiggemann, 1999). The 

reason could be that none of the other participants have used the transactional leadership style 

to the extent that others have reacted against it. Likewise, with the transformational leadership 

style, as many claimed that it did not work in the organisation. Another reason might be that 

they are unaware of that other employees thinks that they are too bossy or too weak as former 

studies have found that people does (Bosak et.al, 2014; Eagly, 2007; Grant & Taylor, 2014). 

Some claim that the degree of the use of the transactional leadership style might be different in 

which level of the organisation people operated on. As Female A mentioned: 

“There is a female manager who I just have seen once in a work situation, but I think she 

seemed to have a more authoritative leadership style. Then she also has a higher position, 

where she is responsible for more people then you might use another leadership style. It may 

be that she has these qualities, but I have seen her so few times that I can not confirm it.” 

 

This assumption is in line with Emmerik et.al (2010) study as that claim that in higher levels in 

a male-dominated industry, it is more common for leaders to the use a transactional leadership 

style. However, this wasn’t confirmed in other answers by a majority of the participants. The 

reason for this was most likely since the participants had in most cases barely never met any 

other female in leading positions within the organisation. Nevertheless, the majority of the 
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participants indicated that the organisation was structured and ruled by hierarchies, that 

indicated that the leadership style in the higher level uses the transactional leadership style even 

more and maybe that goes for both genders. 

4.3  Subordinates and stereotypes 

Former studies have implied that subordinates tend to see the females as less effective as leaders 

especially within male-dominated industries (eg. Alvehus & Billing, 2011; Bosak et.al, 2014; 

Johnson et.al, 2008). This was seen in the research’s as the subordinates tended to be more 

willing to listen and accepting their suggestions from males in leading positions and rating them 

as most effective. Nevertheless, the majority of the interviews indicated that most of the 

participant had not felt that their subordinates were less accepting or seeing them as less as a 

leader than their male colleagues. However, Female G claimed that: 

“There is no problem if you are sitting in a group. Even if I lead a large group that I am 

appointed to lead, then they do as I say. If I have been appointed leader, they are docile and do 

what I say and it works great. In a medium-sized group, it depends a little on what you are 

supposed to do, but if I am the only female, I can notice a hierarchical game, which lasts a 

while and then pass by. I think that this would not be as noticed if there were more females in 

the group.” 

This shows that the number of participants in the group, effects if the subordinates willingness 

to listen. This could thereby indicate that females are less likely to be seen as a leader when 

males are trying to assert themselves. This “hierarchal game” as she claimed, would disappear 

if there were more females in the group. Thereby the gender diversity within the group might 

also be an important implication. This indicates that there might be some kind of resistant with 

some of the subordinates, but it might not be because they are seen as less good as leaders by 

the subordinates. The same thing may also happen for male leaders leading middle sized male-

dominated groups. Nevertheless, Female F claimed that her subordinates could act like she was 

less accepted as a leader, as she said claimed: 

“I have a subordinate who would rather go to my boss with things than to me. I find it difficult 

to manage since it could only be a problem caused by some type of role conflict or similar is 

what I am investigating. It works as long as I'm accommodating and doesn't ask for anything 

back. While I start making demands, it can almost be that they question mandates and the like.” 
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This might indicate that the male leader was seen as a “better” source and therefore the follower 

decided to turn to the leader that was seen as most “knowledgeable.” This could however also 

be because the subordinate wanted to gain contact with an even higher leader to get some 

recognition for his/her work. Even so, the majority of the females indicated that they had not 

felt judged as a less successful leader by their subordinates because of their gender. As Female 

D claimed when asked if she experienced this she said: 

“No, actually not. I feel that I have a lot of support from those who are under me, and I’m in a 

big extent fighting for our questions.” 

 

This is thereby not in line with what former studies has mentioned. The reason why the majority 

have not experienced this might be due to that the studies were made from evaluations of the 

leaders in the organisation. Thereby females might be less liked, but this evaluation might not 

have been shown so the females can see it. This was also indicated by Female F claimed in her 

interview that the subordinate’s description of a leader was a male according to working groups 

employee surveys, as she claimed: 

“There is this model how you as a human being should be in the forest industry, which is equal 

to a male. It is reflected in the language when talking about the boss as "he,” it is also reflected 

in the job listings where male traits that are coded and in the working group’s employee surveys 

of their expectations of their boss. All this goes towards the fact that there are only males who 

fit into the model and the female is rejected already at step one.” 

 

This would indicate that the researcher’s result might be accurate, however, most of the answer 

did not indicate that this was a problem. A reason why it is not a problem might be since Sweden 

might have another culture that is in general more accepting to accept females that have been 

hired into a leading position (Schermer, 2018). Another of the participants, Female A, implied 

that some people may have had a prejudice against her being a young female who would take 

over the leadership role. She said in the interview: 

“Some, many of the elderly, or a male who is 60+ and a lot of practitioners, may think that it 

is a little strange with a female who is under 30 years old to be a leader and who might perhaps 

feel weird in the beginning. But then you show that you can do things like male managers and 

you might have other quarters than what previous managers have had, it changes. I feel 

respected and more accepted now.”   
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This indicates that people that have worked in the organisation during a longer time than other 

employees, may not be used to have females as leaders might be suspicious. Especially because 

of the stereotypes that prevent them to see them as leaders. However, the answer also indicated 

that they might change their mind after a time, which might be because they are not used to 

working with a female as a leader. This was also indicated by Female D when asked the question 

if she thought that a “good” leader was associated with a male in the organisation. 

“Yes, most would say a male, and we have almost only male leaders in the organisation, thereby 

it would probably be difficult for them to see anything else.” 

 

The result of the research that showed females was rated as less effective, could in assembling 

to this answer, be an outcome of that the subordinates have had so few females as their employer. 

Thereby they might compare many good male candidates to one female candidate and thereby 

make the assumption of the females being less effective as leaders.  

4.4 Advance/getting job abilities and stereotypes 
The majority of the participants claimed that females that externally or internally wants to reach 

leading positions within the organisation, experience the glass ceiling. This is in line with what 

former studies has implied, especially within male-dominated industries as a leader, as earlier 

mentioned, male-coded or associated with the stereotype of male gender (eg. Caldwell et.al, 

2008; Carli & Eagly, 2003). Even though most of the participant hadn’t experienced the glass 

ceiling themselves (as they were recruited successfully from outside of the organisation with 

other leader qualifications) they had female companions that hadn’t been as lucky as them. 

Female A claimed that:   

“I have not experienced the glass ceiling problem myself, but I have acquaintances who have 

worked here earlier who have applied for higher services. I do not know her personally, but I 

know who she is. She had a job in another business area, where she had a position with a 

personal responsibility for a larger group of about 30 people. She searched for a managerial 

position within the forest section and got an interview with a recruiting manager. She realized 

early in the interview that she was not considered as qualified for the job, but was encouraged 

to seek another service, as an entry service that was below her qualifications. She had very 

good results in the leadership index from the employee survey. When you hear such stories, you 

start to wonder.” 
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There were more examples in the interviews with similar cases of females experiencing the 

glass ceiling, as they were “less fit” as leaders by the recruiters, even though they were qualified. 

Thereby this result is in line with what former research that has claimed that females are not 

considered as qualified as a leader within male-dominated industries (eg. Caldwell et.al, 2008; 

Carli & Eagly, 2003). This indicates that there is a glass ceiling for females that wants to reach 

higher positions within the organisation. Female F claimed that: 

“I do not understand why people are surprised why there are so many male managers. It is 

simply because the ideal leaders in the organisation are male coded.” 

 

Thereby one of the reasons is that the stereotype of what is considered as a leader within the 

organisation is affecting the choice of who is relevant for leading positions regardless of their 

resume, which is also what former studies have stated (eg. Agars, 2004; Eagly & Heilman, 2008; 

Johnson et.al, 2008). As the ideal leader is connected to the male stereotype, it further implies 

that the that the glass ceiling exists in the organisation. The reason why females are considered 

as “unfit” and are excluded could be because that the qualities of a leader are not connected 

with societies stereotypes of how females are supposed to be. This is also indicated by Female 

F that claimed: 

“Females in leading positions deviates from the male template (the ideal of the leader in the 

organisation) and that means that much of the working day is about legitimizing why you should 

be there. Then it creates the problem that you have to be the incredibly skilled female, that you 

have to be better on all fronts. Then I think females feel that it is not worth the trouble perhaps. 

They will never be a male. So, then they might think “why should I make an effort?” When you 

just can remain in the position you are working in.”  

 

This indicates that females have to be even more competent than males to be seen and to be 

considered as leaders. Nevertheless, many of the participants claimed that the organisations had 

difficulties in getting job applications from females and thereby increasing the lack of 

candidates to choose from. However, all participants claimed that one reason for this could be 

that the job ads for these positions were so descriptive that the reader might think that the 

organisation is searching for a male employee. The consequence of this is that females do not 

apply for the jobs because they feel that they do not fit in. As Female G claimed: 

“A study or research I have read claimed that females wanted 9/10 properties/competencies in 

the job ad to fit themselves in order to apply for the job, while the corresponding figure for 

males is 4/10. So, I think maybe as a girl or a female, you have higher demands on the job ads 
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to make you should feel safe, compared to males. This error unnecessarily limits the selection 

so that only write about the ads.” 

 

This strongly indicates that job ads have a significant role in how the job is being described to 

make females wanting to apply for the job. This was also stated by Horvath and Sczesny (2015) 

as their research that showed the importance of the words and the language in the job ads. This 

could be an indication that the organisation has an invisible barrier that is like an indirect glass 

ceiling effect that females before even applying feel like they cannot get the job. This barrier 

seemed to be well known within SCA as it included in the basic course in gender equality that 

everyone working in SCA had taken. This also seemed to be in consideration when new job ads 

were created. This was indicated by Female G that claimed: 

“We are now looking for a colleague in my department, and my boss wants to try to adapt that 

ad so that it doesn’t imply that you have to be “man of steel” (laughter), it is terrible, but 

instead tries to write it so that you can be human when applying for it.” 

 

As the interviewees claim that organisation is changing the job ads to be less gender-focused 

in the description, some also claim that the job ads also contain information that the organisation 

is working with gender equality, as they are, to make females wanting to apply for the jobs. 

However, this might create an expectation for females that applies for the job as Female F 

claimed: 

“We (SCA) publish ads saying that we work towards gender equality at the workplace, but it is 

dangerous to promise something that they are not really settled in. Because then these females 

that get hired will come into the organisation realizing thinking that this it is not at all what 

they had thought it would be.” 

 

This could thereby make females think that the organisation is more gender equal than it 

actually is. Another of the participants indicated that when applying and getting a job that seems 

like the organisation is being more gender equal, then gets a position where she is the only 

females in the department, might be a shock. As Female D claimed that: 

“There has to be some knowledge in advance of how exposed that role can be. This should be 

considered by the gender consciousness management group so that newly employed females 

won’t just maintaining a “guest play” of 1 ½ year and then she quits. The risk is then that you 

make recruitment that will be an unsustainable employment that they have not thought through 

all the way.” 
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This was indicated by some of the participants that females had worked in the organisation a 

while and then quit their jobs. The reason could be as new females might be used to a more 

gender equal environment which is not so marked by masculine norms and stereotypes and then 

feel like they do not fit in the organisation. This would be in line with Carli and Eagly (2003) 

research that claim that females tend to quit their job because of the stereotypes within the 

organisation is it was to noteworthy. Another reason, that also is in line with Carli and Eagly´s 

(2003) study, may be that the females feel the isolation of the social interaction in this case if 

they do not have same interests and hobbies that are highly valued in the organisation. 

Alternatively, there might indicate that they feel that the organisation values them as “less 

competent” as there are so few females in the organisation and maybe that are not used to that, 

which make them feel uncomfortable in their role, which also is indicated in other researches 

(eg. Carli & Eagly, 2003; Emmerik et.al, 2010; Gardiner & Tiggemann, 1999). This assumption 

of that female is regarded as less competent were also indicated by other participants that had 

experienced that some females that had tried to reach these positions did not get them, even if 

there were competent candidates. This was indicated by Female F who claimed that: 

“What is particularly disturbing is that there have been four different job ads on middle 

manager positions which have been published and all four positions have been appointed by 

males. These positions also hold an average length of 6-8 years which is a very long time, and 

when do the organisation intend to start changing the business? I happen to know since I am 

in the union, that there were competent females that applied but they chose the easy way 

through and claimed that “he has worked here before and we know he is.” So that is upsetting.” 
 

This is indicating that even if the job ads are changed to be more attractive for females to apply 

to, the recruiter also has to hire females to these positions. As the interviewee also implied these 

positions are held during at least 6-8 years and are thereby in some ways preventing the 

organisation for being more gender equal. This also makes females remain as a minority in the 

organisation, which might make fewer females wanting to apply for jobs in the organisation. 

This was also implied as Female F talked about the effect of not hire more females claimed: 

“This means that the succession takes a very long time, to bring in more females who can create 

more role models for younger females.” 

 

The lack of role models in the organisation was implied by most of the participants. This is also 

identified in Cimirotić et.al (2016) research as a way to increase the ambition for females to 

desire to reach leading positions in the organisation. Having role models in the organisation 
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shows that females can work successfully in the organisation. All the participants implied that 

it could really generate that more females apply for jobs at leading positions in the organisation. 

However, one superior problem is the unreal belief that females cannot manage the jobs because 

of their gender both internal (by recruiters) and external (by females outside the organisation 

that does not apply to the jobs) as it does not fit the reality. This was indicated in the majority 

of the interview as everyone thought that they managed their job, even with some challenges. 

As Female A claimed. 

“I believe that "same recruits the same", they feel that they do not dare to test something new. 

With the belief of "A girl, what should she contribute with? Will she manage this job?" I do not 

know if you can call it thoughtfulness but a scepticism, tradition/culture that it is a tough climate 

and that as a female you cannot thrive. We internally might cultivate their own image that it is 

tough working climate, which I do not think it needs to be, or I have not experienced it. We put 

that restriction on what we can manage ourselves, I believe that we need to let the female decide 

for herself whether they can manage it and if they want to take on the challenge.” 

 

This assumption of “same recruits the same” were also implied by most of the participants. That 

the recruiters often hired someone that could fill the former leader’s shoes and did not take a 

chance with hiring someone different. This effect was also seen in other studies that they hire 

a similar leader that historically has fit the group (Maume, 2004; Grant & Taylor, 2014). The 

expectation that females couldn’t manage the obligations that the former leader had or that she 

does not fill the “traditional” leader, was also implied to be an assumed reason for why females 

weren’t hired. The belief that organisation is “tough” or to “hard” for females to operate at a 

leading position might according to the participant’s answers be an overstatement. This 

indicates that the “scepticism” is most likely based on stereotypes. As Female F did imply this 

in the interview, as she said: 

“As long as SCA continues to recruit people according to the organisational structure, which 

is based on what we perceive as a good organisation today or a good competent person today, 

we will be blind by these ghosts who are the male norm in the forest industry. Then females will 

never have a chance. “ 

 

This further indicates that the stereotypes and norms in the industry are thickening the glass 

ceiling for females to reach these positions, and to make a change the stereotypes has to change. 

These stereotypes that create this glass ceiling, that females may be aware of, might also have 
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the effect that females not even consider the organisation as a potential place to work in. As 

Female D said: 

“The people that work with recruitment say that there are no females applying for the jobs 

because there are no females in the education programs and those who attend the programs 

apply to state and private companies, then we get stuck there.” 

 

This is also in line with former studies that claim that females are more likely to seek position 

when knowing that they can work effectively (Carli & Eagly, 2003; Gardiner & Tiggemann, 

1999). This could also make the glass ceiling thinner if the organisation would see that females 

can work effectively in the organisation, and make the recruiter more tending to hire females. 

Some of the participants claimed that for the glass ceiling to break, the top managers in the 

organisation must realize that these problems exist and the seriousness of the situation. As 

Female E claimed: 

“Yes, there are obstacles and one of them is the competence issues, they are so few females 

high up in the organisation. The males who are at the top of the organisation do not have what 

a female is capable of and it sets some limits.” 

This assumption was also indicated in Bowles (2012) study that also claimed that without 

acknowledgement from the top management, the change won’t happen. As there is a lack of 

females in these positions, it might set a message to the entire organisation that females are not 

“fit” or “competent” to work at these positions. As mentioned, Mallia and Windels (2014) and, 

Carli and Eagly (2003) research’s also claimed that isolation from the social network also 

makes females less likely to gain a leading position. This was indicated by most of the 

participants that claimed that some of the internal recruiting were most likely made from the 

internal social network in the organisation, that they were more or less, neglected from. This 

internal social network some participant indicated was caused by the structures within the 

organisation that is built from masculine hobbies (like fishing and hunting) that freezes the 

females out. An earlier example that was mentioned external gatherings made on hunting or 

fishing trips to SCA:s free rental cabins for their employee. Another of the participants, Female 

A, mentioned that these “masculine” meetings when answering the question if males had any 

advantages because of their gender: 

“I think that social networks and sauna culture give males advantages, as when the 

conversations become unofficial, people get to know each other. It may be so when you are out 
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on fun activities. There may be good job conversations as well, but if you are a part of a minority 

group and do not keep up with the whole conversation, then you miss some.” 

Another of the participant claimed that males tended to bond with males more quickly, which 

also could contribute to a barrier for females. Another of the females, Female G, claimed that: 

“I notice that other males in my department have easier contact with other males than I have. 

I have to elbow myself forward and to set about to get in touch with people. This is especially 

true for males in the administrations and males up in the organisation.” 

 

Thereby this makes male’s social network in the organisation much wider than females. 

Nevertheless, as one participant also claimed, that if she engaged herself in the conversations 

she wasn’t declined form them, but she had to take the initiative to participate in the 

conversations. This could likely be something that happens unknowingly in groups that are 

male-dominated. Another aspect that seems to be thickening the glass ceiling is that the social 

networks within the organisation make male acknowledged and in some cases hand-picked to 

take on leading positions. This was assumed in Female G: interview as she claimed: 

“It is also about being seen and people saying, "I think you would fit as a manager in this 

group!" That you get the questions and you feel that it is possible so that seeds that can grow 

for a while. I do not know how it is for other colleagues, but I can imagine that in the social 

game and that it is easier with social contacts between males I think it is easier for male 

managers to place such seeds in male employees for social reasons. I do not think that is done 

to the same extent for females.” 

This indicates that females are not as evaluated as candidates for leading positions since the 

male’s social network within the organisation provides them with contacts in higher positions 

which might help them advance. The reason why females do not connect with other males as 

often is a bigger question that might get different answers depending on which social scientist 

is asked. Female F claimed that the perception of that the male is so connected with a leader 

was a problem made by society as the stereotype are created there from the beginning. 

“There is an expectation that you should be quite satisfied as a female when you reach a leading 

position. What I experience is that there is an expectation, in the same as in the playschool, 

where boys are encouraged to build higher towers, while to girls they say "oh, what good you 

are that you have come so far". It is not a question of what is the next step, but it is good that 
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we have a female that we can count as manager. I see the expectation that females should be 

satisfied.” 

 

This could also be why females are not seen as candidates for leading positions, regardless of 

the internal social network. Instead, norms within the society may have pushed women into 

being satisfied with how far they have come, while males are being encouraged to do better. 

Another theory why females are held from these social networks or are upheld to reach the 

leading position could be as there is a fear that the females might take over these positions. As 

former studies have claimed the glass elevator is an evolution for males that works in female-

dominated industries, but in male-dominated organisations this seems to be a glass ceiling for 

females. The leading position is therefore held hardly by males as they do not want females to 

penetrate this barrier. This was in some degree identified by Female C that claimed that: 

“I believe that it is both a fear and ignorance and I believe that prevent males to think outside 

the framework as the females come very quickly in the whole labour market and business. Just 

look at who's having the best results today in schools, it is the females. I think males are really 

afraid of what will happen to them, which jobs are left for the males in twenty years maybe.” 

This could also be a reason why females are not accepted as leaders, as the position is 

considered historical to be “the male’s positions” and females are thereby seen as threats. This 

was also shown in Germain et.al (2012) research that claims when females get jobs that are 

considered masculine the proof that you are male when they have a “masculine job” vanishes. 

4.5 Co-managers and stereotypes 
Former studies claim that a female that has a leading position could be facing difficulties to get 

accepted and being recognized as leaders by their co-managers because of the stereotypes that 

females are not as skilled as leaders (eg. Caldwell et.al, 2008; Carli & Eagly, 2003). According 

to O’Connor (2018), this can be seen as the female’s visions and ideas once presented are not 

valued and unseen by there co-managers. This was in some degrees experienced by most of the 

participants, but in different degrees and mostly not by their main co-managers. Nevertheless, 

some of the participants claim that in some cases they feel like their ideas are declined or not 

taken to considerations by the colleagues. As Female G claimed: 

“Sometimes some questions did not come about, but that was more when I was newly hired in 

the organisation. I also imagine that in some cases I have to be more convincing than my male 
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colleagues to get my views and ideas heard. Most often, you have good ideas and thoughts and 

everyone work together to make it work, I like that.” 

 

This implication of the challenge is in line with what former studies have confirmed (O’Connor, 

2018). However, the challenge, in this case, seems to have changed once working and proving 

herself as a good leader. This might also, as earlier mention, be since they have underlying 

connections made by the stereotype of what a leader with the male stereotype. Thereby, they 

might think females are less skilled as leaders and thus do not think they have anything to bring 

to the table. This was indicated by studies several that claimed that the stereotypes are the main 

issue (eg. Bosak et.al, 2014; Eagly, 2007; Grant & Taylor, 2014). Another aspect as earlier 

mentioned could be that females are not seeing the extent that they are being neglected because 

of their gender. As Female F claimed: 

“One of the employees in my office, he is not a mean person in any way, but he did not listen 

to what I said and it took me a week before I realized what had happened. When I reflected on 

why he did not listen to what I was talking about then, I got a revelation of "oh that was why.” 

It has nothing to do with the generation between males and females without this macho culture 

that indulges people in this kind of behaviour that makes you not listen to each other. There 

are, however, females who do not listen to each other, of course, in this organisation. It feels 

like it is washed out in the organisation.” 

So, you think this behaviour is strengthened within this organisation? 

“Yes, for it is certainly encouraged, I can only play with the idea that there are some survival 

benefits to having those behaviours. I can think of an organisation where you are more 

incentive and listening and you are more aware of this problem, and you are surely much more 

on the alert for offensive behaviour at all.”  

This strongly indicates that stereotypes are making it harder for females to get their thoughts 

and ideas valued. Another participant, Female E that also indicated that she had experienced 

struggle in getting her ideas accepted as she claimed that:  

“There are situations that we in this part of SCA have experienced behaviours of diminishing 

and ridiculous of female's proposals. I have myself made reflections of that many times when 

females arrive and report ideas they get more questioned than men do.” 

 

This answer also indicates that females do have a challenge in being accepted as leaders by 

their co-manager Nevertheless, some answers indicated that acceptance from the nearest 
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colleges might help them in getting their voices heard, but the challenge of getting their voices 

heard could still occur when other co-managers were included in meetings as Female G claimed:  

“Generally speaking, it doesn’t occur, I would say. Not at my department in any way, but it 

does occur at meetings. I do not think there is any underlying attention with that. I usually have 

suggestions because I can be very driving and sometimes I notice that it just flows into the sand. 

After a while when people have been thinking, then the same proposal can come from another 

person at the meeting and it is usually a male, saying the same thing 5 minutes later and then 

he can get the proposal accepted.”  

This could be indicated as an ignorance of the proposal for that female’s ideas are being 

undermined by the co-managers. However, it is not by the “core” co-managers. This answer 

implies that the ones that are not considering the female’s ideas and visions as leaders are the 

co-managers that are not in the same section or people from outside the organisation. This result 

hasn’t been implicated in other researches but could be true that some females once gain the 

acceptance from their colleges, they are listened to and their ideas are more valued. The reason 

why some of the interviewees said it had not been exposed to this, could simply bee that they 

gained the acceptance fast and thereby haven’t experienced it in a degree that is noticeable. 

However, it may also be that they have been “blind” to the problem. Perhaps they have simply 

not noticed that their ideas or suggestions haven’t been received because they are females. The 

alternative that they believe this treatment exists but its caused by other reasons, as Female A 

claimed: 

“Maybe not so much because I'm a female. Perhaps more because of the fact that other elderly 

people, who are usually males with long experience (pause) who may think they are sitting on 

the truth. That is hard to value. It can be that they are right because they have more experience 

that weighs heavily. I think we generally need to consider how we take on new ideas and 

evaluate them, not to reject without having tested them. It can simply just be that those with 

greater mandates and experience do know better, but they may not always be right. We must 

think that new young graduates have modern ideas and fresh knowledge so as to have a culture 

where we say "let's test" or can "you tell more" so they evaluate it before they reject it.” 

 

This would thereby be an effect that both male and females face, and could be harder to confirm 

that it is related to the stereotypes. Nevertheless, the one that has more experience in the 

organisation might have a high mandate, as mentioned, and thereby they dismiss all ideas that 

they feel are not good. Another indication that two of the participants claimed, was that they 
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were not accepted by co-managers because of their position within the organisation. As Female 

B claimed when asked the question: 

Have you experienced that your suggestions or your ideas have not been taken seriously by 

your colleagues? 

“Yes, I have experienced that, but not because of my specific gender I would say, I do not think 

so. I think I have done so much in my position that may not be linked to my specific gender, but 

sometimes the reason why you are treated differently may be more connected to position than 

to the gender. And I do not think that is a difference between being a male or a female.” 

 

This indicates that there might be differences of experiences regarding which position they have. 

This assumption has not been indicated by other research, but it could, as earlier mention, be 

because the stereotypes are different depending on which part of the organisation they work in. 

Another of the participant, Female D that had a more administrative role and are not therefore 

as educated an interested in the hunting and forestry activities/hobbies claimed when asked if 

she felt that they were being undermined because of it she answered: 

“Yes, as a manager said recently, we did not include the core business.” 

 

This provides further proof that the stereotype is affecting the acceptance of the co-managers. 

As these positions are not as fully committed to the norms the interpretation is that the 

employees do not “fit” the other stereotype of what interest an employee should have. Thereby 

they are not considered as being included in the fundamental organisation.  
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5 Conclusions 

This chapter is presenting the conclusion made from the result/analysis chapter. This is done to ensure 

that the research purpose is achieved and to answer the research question. It also contains an 

implication part and future study suggestion based on the result. It ends with a discussion of 

trustworthiness of what could have been done better. 

 

The purpose of this study was to identify the potential challenges that females have/are 

experiencing as leaders within male-dominated industries and investigate if they experience 

any gender discrimination. This was investigated by asking the research questions:  

How do/have females in leading position experience the challenges, barriers and, gender 

discrimination within male-dominated industries? 

 

The working environment proved to be affected by a “boy club culture” by being competitive 

and being result focused and values the employees that generate the best outcome. Thereby the 

organisation could be indicated to maintain a masculine structure of norms that thereby created 

stereotypes that consequently creates challenges for females that work in a leading position, as 

were mentioned by former researcher’s (eg. Alvesson & Billing, 2011; Carli & Eagly, 2003; 

Fuchs et.al, 2004). This could be seen as all of the interviews answers indicates that the working 

environment is characterised by masculine hobbies and norms. Some did specifically mention 

the competitiveness and toughness that former studies also indicated. This was very clear when 

looking at the stereotype of the ideal leader, being according to the majority of the participants 

very connected to the male stereotype. Nevertheless, some of the participants claimed that the 

stereotype was different within different sections of the organisation and also depending on 

which level of the organisation they work in. Some of the participants also claimed that there 

had been a lot of changes within the organisation towards equality for the better. These changes 

may have made the working environment more tolerant of females in leading positions. 

Although all the participants claimed that the working environment was manageable and 

everyone claimed that they liked their job. Thereby they indicated that the bias made from 

historical interpretations of the organisation, might be unfair as the working environment is 

more accepting of females in a leading position. Though, changes should be made to reduce the 

stereotypes that are affecting women in leading position negatively. This is somewhat in line 

with the first proposition that claimed that the working environment are inflicted by strong 

stereotypes that makes the ideal leader male coded. Even though the stereotypes may be 
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different in the sections of the organisation and had become weaker during the last years, they 

were proven to exist and to be encouraged in the working environment. 

 

One aspect that proved to be affected stereotypes within the organisation where the leadership 

style. The empirical data showed that everyone thought that the leadership style that worked 

and was encouraged within the organisation was the transactional leadership style. The reason 

why this leadership style was common could be since it is in contradiction with the stereotype 

of a good leader within the organisation. One of the participants even claimed that this was the 

leadership style to use if wanting to be successful as a leader within the organisation. It also 

seemed that the degree of the use of a transactional leadership style might be different 

depending on which section of the organisation they were operating in. This could be due to the 

organisation providing the leaders with specific roles and making them responsible for the 

outcome of their specific areas. That might contribute to them using a more transactional 

leadership style, to increase control. However, the challenge of having to balance their 

leadership style, that former researches suggested, seemed in many cases not to be true (eg. 

Carli & Eagly, 2003; Gardiner & Tiggemann, 1999). That the transactional leadership style that 

goes against the female gender stereotype would create problems for the females as being 

judged as bossy or bitchy, did not seem to be true for the majority of the females in the study. 

Most of them claimed that even if they were using a more transactional leadership style, they 

were accepted as leaders, as far as they knew. Nevertheless, they also claimed that using a 

transformational leadership style would be considered weak by the employees and thereby no 

one used it. With that knowledge, there might not be a problem with having to balance the 

leadership style to get accepted. On the other hand, one of the participants that had a more 

transactional leadership style claimed that she had been judged by her co-managers and being 

compared with Margret Thatcher, which indicates that the balance of leadership style could be 

a challenge for females. This means that there could be a challenge of acceptance for females 

if they act in a way that is in contradiction of the stereotype of a female to act more in line with 

the stereotype of a leader in the organisation. The second proposition that concerning the 

relation of stereotypes and leadership style is thereby seen as true. This due to that the balancing 

of leadership style was not a problem for the majority of the participant, all claimed that a more 

transactional leadership style was required to be seen as a leader. 

 

Some indications were found that the females could feel the challenge of being less accepted 

as leaders by the subordinates, as in line with Eagly et.al (2011) and Paustian-Underdahl et.al 
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(2014) studies result. One of the participants claimed that males in leading positions were more 

expected subordinates as were seen in employee surveys within the organisation. Thereby there 

might be underlying feelings about females in a leading position being seen as less “good” 

leaders based on the stereotypes in the organisation. Nevertheless, it may not be in the extent 

that the participant feels like they are not accepted as leaders by their subordinates. Also, as one 

of the participants indicated the workers within the industry might also be more common to 

have male leaders and thereby think of them as better or the ideal leader. As the empirical data 

also implied one of the participants claimed that in the beginning she could feel some 

“judgments” but it vanished after a time when working in the position. This could indicate that 

this challenge is not as big as it affects the females work abilities, but that males could be 

preferred by subordinates because of the stereotypes within the organisation. The third 

proposition that claimed that the subordinates could be less accepted of females as leaders could 

be true in some cases. However as just a few females experienced this in this study, it cannot 

be absolute. 

 

Another challenge that seemed to be known as a challenge for females in the organisation was 

the glass ceiling however, the females in the interviews had not experienced it by themselves. 

The reason might be as most of the participant that had gotten the job externally, had and 

thereby had not tried to advance from a lower position in the organisation. Nevertheless, some 

of the participant new people in and outside the organisation that had experienced a glass ceiling 

and thereby making it clear that it did exist. This is also in line with former research’s (eg. Baker 

et.al, 2015; Braun & Clarke, 2013; Carli & Eagly, 2003). This could be seen as recruits seemed 

to think that the females in their examples were not capable to operate in the organisation, even 

if they had a good resume. The extent of the glass ceiling was hard to identify as many of the 

participants confirmed that females did not, to a greater extent, apply for the jobs. The reason 

was due to the job ads in some cases almost pointed out that they were looking for a person 

with male traits, making them not apply for the jobs. This was an issue that might create an 

indirect glass ceiling challenge for females, as they get discriminated already in the job ads as 

mentioned in Horvath and Sczesny (2015) research. The organisation is aware of this problem 

and was according to the interviewees trying to change this by making the ads more “female 

attractive.” The problem that the female might be aware of that they would be a minority in the 

organisation and thereby do not apply for the job is another issue. Another challenge that was 

implied by the participants was the isolation of the social network, that also could work as an 

external glass ceiling. This due to that the males could get contacts through the social networked 
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that helped them advance in the organisation. This were also mentioned in former studies results 

(eg. Heilman, 2001; Mallia & Windels, 2014). The fourth proposition that regarded the 

problematic with advancing or getting a job at a leading position as a female is in this study 

accurate looking at the participant’s answers.  

 

The challenge of being seen or accepted by their co-managers because of their gender was not 

seen as a big problem by the participants. Some of the participants claimed that they had during 

some occasions felt that their ideas had not been considered by the co-manager, but after a while 

when another male suggested the same thing, the idea was considered as good. This type of 

minimising of the ideas or suggestions was implicated in some of the participant’s answers. 

However, there were also those who had not experienced any challenges by like getting their 

ideas heard or accepted by their co-managers. Whether they had been so fortunate to be 

accepted as a leader by their co-managers or that they had not been able to notice these kinds 

of behaviours is unconfirmed. One participant claimed that the older males in the organisation 

that had more experience could in many cases shoot down ideas, whether that was because of 

her gender could not be confirmed, but could nonetheless be true. Another of the participant 

claimed that her profession could be a reason for that her ideas were not heard, as she was 

treated differently but in the same way as males with the same profession. One of the 

participants claimed that her position made her seen as less “important” and thereby regarding 

her proposals as less valued. This result was also seen in O’Connor´s (2018) research. The 

suggestion that the female’s position or profession in the organisation would make it harder for 

them to get their voices and ideas heard was not indicated in former research’s. The fifth 

proposition that implied that the stereotypes of a leader would make the females co-managers 

less accepted were in this study hard to confirm as true or untrue as some females did experience 

it at occasions while other did not. It may be due to other external aspects such as the 

participants' personality and whether they notice the occasions when it happens. 

 

The new challenges that were discovered from the study are that there can be more or less solid 

norms and stereotypes in different parts of the organisation. Therefore, the challenges and the 

degree they have experienced them differ in some regards. Also, the empirical data implied that 

all the females felt that the working environment did contain stereotypes, but they were not as 

challenging that they made them dislike working in the organisation. Even though the 

participants claimed that there were women that quite their job in the organisation, it could just 

be as they did not like the structure or not being comfortable with leading with a more 
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transactional leadership style. However, the interpretation that females struggles as leaders 

within the organisation would be a misstatement. Another finding is that the education of gender 

equality and thereby gaining knowledge of what these challenges look like increases the 

participant’s awareness of the invisible challenges they might have, but are not aware of having.   

5.1 Limitations and future studies 

Limitations in the study are that it is made with a qualitative approach, making the result less 

generalizable. Future studies may thereby do a quantitative study provide a more generalizable 

outcome. As this study only contains answers from seven females, it cannot speak for all the 

females in a leading position, which is also considered a limit. The study did only study females 

in one organisation, that also is a limit as it may provide different result in another organisation. 

As the study was done during a specific time, that may also have limit the study as a longitudinal 

study would be needed to see any changes. Another thing that limited the studies outcome is 

that I’m no experienced academic researcher. This might have compromised the depth in the 

discussions within the study may not be equal to an experienced researcher. 

 

This study has indicated that the stereotype within the organisation is still an issue for the 

females inside and those who might want to work in the organisation. Future studies could 

thereby look at the male’s perspective of the challenges they experience from the stereotype 

and working environment as it is characterised by specific male hobbies and somewhat a macho 

culture. It would, therefore, be interesting to see if males do suffer from this if they feel that 

they do not fit this norm. Another aspect that might be interesting is the leadership style from 

the male perspective. As some of the females pointed out they think males also have challenges 

in not being seen as “weak leaders,” if not maintaining a transactional leadership style, that they 

might not be conferrable with.  

5.2 Implications  
This result could help the organisation to see the challenges females have in the organisation 

and make changes to make it better. This could be that they start an internal forum or group for 

female leaders, so they do not feel isolated and can talk and get feedback from each other. 

Another suggestion is that the work towards a more gender equal environment means that the 

norms in the organisation should try to be changed so the stereotypes changes with them by 

further educating the employees.  
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This result could also help other organisations that might find themselves in similar situations 

and be an eye-opening for how vulnerable females in the organisation might be. It could also 

make females that work in male-dominated industries see that they are not alone feeling this 

way. This might thereby help them to start seeing things that they haven’t associated with 

stereotypes within the organisation.  

 

This is helpful as some organisations are not confronting these challenges that the stereotypes 

are creating. Therefore, could this study’s result further indicate that the challenges do exist and 

should be handled if wanting to attract more females to leading positions. Another implication 

that this study may bring is that the propositions regarding acceptance form subordinates and 

co-managers that were based on former studies result, were not as significant as other studies 

suggested. In this study, they were also proven to be true in some cases, but not in a bigger 

extent. However, the other three propositions regarding the work environment, leadership style 

stereotypes and advancing/ getting a job were proven to be highly noticed and in line with 

former studies, but this study may add specific examples and deeper information about them. 

To break these challenges, organisations may pay attention and educate their employees, so 

they can notice and break the stereotypes, which may change the organisation. The females may 

thereby become more aware of these problems and can notice when this happens. Also, the men 

become aware of these behaviours and maybe tries to break them. 

 

A final implication may be that the strength of the stereotypes differed within the different 

sections the female’s works within. Thereby the work towards changing the stereotypes may be 

harder in some sections. This could be important to know when an organisation tries to break 

their stereotypes and they might have to use different methods within different sections. 

5.3 Discussion of trustworthiness 
As much as the study has tried to uphold trustworthiness, nobody is perfect. Things that might 

have inflected the outcome are since the participants work in different sections of the 

organisation. This might show different outcomes in the degree that they feel they have 

experienced the stereotypes in their work section, as the female’s answers were different. 

Another attribute that might be an error is that some of the respondents were more educated and 

engaged in the internal gender equality work than others. Therefore, those who are more 

knowledgeable can have different knowledge and responsiveness to problems in the 

organisation that indicate stereotypes against females. As many of the participants have studied 
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and worked in male-dominated environments before they might be in some degree blind to the 

stereotypes that are affecting them, as they are so used to them. 
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Appendix 

Appendix 1 Interview guide original Swedish 
 

1. Hur länge har du arbetet inom SCA? 

 

2. Hur länge har du haft en ledande position i SCA? 

a. Har några underanställda? 

 

3. Hur är det att vara ledare på SCA?  

a. Finns det något som är mer krävande? 

b. Finns det något som är lättare än vad du trott? 

 

4. Varför tror du att det är så få kvinnor som jobbar på ledande positioner i 

SCA?  

a. På vilket sätt? 

 

5. Vad tror du SCA skulle behöva göra för att öka antalet kvinnor i ledande 

positioner? 

a. Anser du att ändringar inom policyn av rekryteringskrav skulle behöva införas? 

b. Anser du att utbildningskraven för jobben skulle behöva ändras? 

c. Tror du det skulle behöva ske ändra organisationens policy för att öka antalet 

kvinnor? 

d. Organisations förändringar för kvinnor som jobbar i ledarposition som gör 

arbetsplatsen mer attraktiv? 

 

6. Har du någon gång upplevt att männen i liknande ledande position som du 

inom SCA har haft fördelar med att vara man?   

a. Om Ja kan du ge några exempel på en sådan situation? 

b. Vilka följder ledde detta till? 
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7. Har du någon gång upplevt att kvinnor i ledande position som du inom SCA 

har haft fördelar med att vara kvinna? 

a. Om Ja k an du ge några exempel? 

b. Om Nej vad tror du det beror på? 

 

8. Har det funnits någon situation där du känner att dina förslag eller dina 

idéer inte blivit tagen på allvar av dina arbetskamrater på grund av att du är 

kvinna?  

a. Kan du ge exempel på en sådan situation? 

b. Tycker du det finns skillnader av acceptans beroende på ålder? 

c. Hur reagerade arbetskamrater? 

 

9. Har du någonsin känt att din personal du ansvarar för inte tagit dig eller 

dina idéer på allvar för att du är kvinna?  

a. Om Ja: Kan du ge något exempel? 

b. Hur löste du detta?  

c. Finns det skillnader beroende på kön? 

d. Finns det några skillnader beroende på ålder? 

e. Har du upplevt att dina arbetskollegor har sådana problem där de mindre 

tagna på allvar? 

 

10.  Finns det, vad du vet några svårigheter för kvinnor inom SCA som vill 

klättra och nå högre positioner i företaget?   

Om ja: 

a. Kan du ge några exempel hinder?  

b. Vad tror du dessa hinder grundar sig i? 

c. Varför tror du dessa barriärer finns? 

d. Varför tror du det är svårare för just kvinnor? 
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11.  Vad anser du företaget har för arbetsmiljö?   

a. Trivs du som kvinna i denna miljön? 

i. Vad skulle kunna förändras för att få dig att trivas? 

ii. Kan du ge exempel på vad det är som gör att du inte trivs? 

b. Känner du att det finns situationer där det är jobbigt att va kvinna? 

c. Alltså hur är organisationen i sin helhet, vilka värderingar prioriteras?  

 

12.  Hur skulle du beskriva din ledarskapsstil, resultatorienterad (mer 

auktoritär) eller medarbetarinriktad (mer involverade)? 

a. Varför tror du att du använder just den ledarskapsstilen? 

b. Vad tror du dina underlydande anser om din ledarskapsstil? 

i. Varför tror du de tycker så? 

ii. Kan du ge något exempel på en situation där deras åsikts visats? 

c. Vad tror du dina kollegor anser om din ledarskapsstil? 

i. Varför tror du de tycker så? 

ii. Kan du ge något exempel på en situation där deras åsikt visats? 

 

13.  Vilken ledarskapsstil skulle du säga är vanlig inom SCA?  

a. Varför tror du denna är vanlig?  

b. Anser du att den är mer effektiv än andra ledarskapsstilar? 

i. Skulle det vara något problem att använda en annan ledarskapsstil? 

ii. Kan du ge något exempel? 

  

14.  Anser du att ditt arbete inom SCA har präglat din ledarskaps stil?  

a. Skulle du säga att ditt sätt att leda skulle vara annorlunda i ett annat slags 

företag? 

i. Om Ja varför skulle den vara annorlunda? 

ii. Om Nej: Så du tror den skulle anses vara lika effektiv i andra 

organisationer? 
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b. Skulle du säga att din ledarskapsstil är mer auktoritär en vad du egentligen är 

på grund av arbetet inom SCA?  

c. Tycker du att du blir dömd för att vara tuff eller svag för det sättet du väljer att 

leda? 

i. På vilket sätt har det yttrat sig? 

ii. Kan du ge några exempel på en situation som skulle beskriva en sådan 

skildring? 

 

15.  Hur skulle du beskriva en bra ledare?   

a. Vilka egenskaper och färdigheter?  

i. Anser du att det finns en manlig eller kvinnlig koppling till dessa/den 

beskrivningen? 

b. Tror du andra i organisationen skulle koppla dessa till ett specifikt kön? 

c. Om JA: Varför tror du det? 

d. Vilka skulle dessa personer kunna vara? 

 

16. Har du någon erfarenhet i att jobba som ledare inom någon annan 

organisation?   

a. Om JA: Vilka skillnader har du upplevt? 

b. Finns det några skillnader som är mer positiva? 

c. Finns det några skillnader som är mer negativa? 

d. Vilken av organisationerna har du trivts bäst i? 

e. Har dessa organisationer haft en annan könsuppdelning än i denna 

organisation?  
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Appendix 2 Interview guide: English 
 
 

1. How long have you worked at SCA? 

 

2. How long have you maintained a leading position at SCA? 

a. Do you have any subordinates? 

 

3. How is it to work as a leader at SCA?  

a. Are there some things that are more demanding then you thought? 

b. Are there some things that are easier then you thought? 

 

4. What do you think are the cause of why so few women are maintaining 

leading positions in SCA?  

a. How so? 

 

5. What do you think SCA have to change to increase the number of women in 

leading positions? 

a. Do you believe they have to change/introduce a new policy of requirements for 

recruitment? 

b. Do you think the educational requirements would have to change? 

c. Do you believe the organisational policy in the organisation would have to 

change? 

d. Do you think the organisation could/should do some changes in the leading 

positions to make the organisation more attractive to women?  

 

6. Have you experienced that men in the same leading position as you have had 

advantages by being men?   

a. If yes: can you give an example of such a situation? 

b. What were the consequences of this? 
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7. Have you experienced that women in a leading position within SCA have had 

advantages by being women? 

a. If yes: can you give an example of such a situation? 

b. If no: Why? 

 

8. Have you experienced any situation where your suggestions or ideas have not 

been taken seriously by your co-managers because of your gender?  

a. If yes: Can you give me an example? 

b. Do you believe there is an age difference in the attitudes of your co-managers? 

c. How did the other co-managers react to this? 

 

9. Have you ever experienced that your subordinates have not taken your ideas 

seriously because of your gender?  

a. If yes: can you give an example of such a situation? 

b. How did you solve this?  

c. Do you believe the attitudes could be different regarding the gender of the 

subordinates? 

d. Do you believe the attitudes could be different regarding the age of the 

subordinates? 

e. Do you know if other female co-managers have had this problem? 

 

10.  Have you experienced that there are barriers for women to get hired to 

leading positions within SCA?   

a. If yes: Can you give an example of such a barrier?  

b. What do you think are the cause of these barriers? 

c. Why do you believe they exist? 

d. For which reasons do you think women are the ones that are facing these 

barriers? 
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11.  What do you think about the organisation's working environment? 

a. Have you felt a difference in the working environment because of your gender? 

i. What would have to change to make you like it better? 

ii. Can you give some examples of why you do not like it? 

b. Have you experienced any situations where it’s harder to be a female? 

c. What do you think of the organisation, as its priorities and values?  

 

12.  How would you describe your leadership style, stricter and result focused 

(transactional) or more involving and employee focused transformational? 

a. Why do you think you have that leadership style? 

b. What do you think your subordinates think of your leadership style? 

i. Why do you believe they think that? 

ii. Can you give an example of a situation where their opinion has shown? 

c. What do you think your co-managers think of your leadership style? 

i. Why do you believe they think that? 

ii. Can you give an example of a situation where their opinion has shown? 

 

13.  Which leadership style would you say are the most common within SCA?  

a. Why do you think that?  

b. Do you believe that is the most effective leadership style? 

i. Do you believe it would be accepted to use another leadership style in the 

organisation? 

ii. Can you give an example of such a situation? 

  

14.  Do you believe that your leadership style has been characterised by working 

within SCA?  

a. Do you believe you would have a different leadership style within another 

organisation? 

i. If yes: How so? 
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ii. If no: So, you believe it would be as effective in other organisations? 

b. Do you believe that your leadership style has become more authoritarian by 

working at SCA?  

c. Have you experienced that you have been judged by having a weak or a bossy 

leadership style? 

i. In which way have that characterised itself? 

ii. Can you give an example of such a situation? 

 

15.  How would you describe a good leader?   

a. What qualities and skills?  

i. Do you think there could be a masculine or feminine association to that 

description? 

b. Do you believe that others within the organisation would connect a good leader 

to a specific gender? 

c. If yes: Why? 

d. Who would these people be? 

 

16. Do you have any experience in working as a leader within another 

organisation? 

a. If yes: Where there any differences? 

b. Where there any particularly good differences? 

c. Where there any particularly bad differences? 

d. In which of the organisations have you liked working in the most? 

e. Did these/this organisations have another gender diversity in their leading 

positions?  

 

 

 
 
 


