
  

Women in Games: Experiences and 
Attitudes of Female Employees in the  

Male-dominated Games Industry 

 

 
 
 
 

JOSEFIN REINELÖV 
SARA ÅHSTRÖM 

 
 

  

Master of Science Thesis 
Stockholm, Sweden 2014 

 

 



 
 
  



 
 
 
 
 
 
 
 

 
 
 
 

Women in Games: Experiences and 
Attitudes of Female Employees in the  

Male-dominated Games Industry 
 
 
 

Josefin Reinelöv 
Sara Åhström 

 
 
 

 

Master of Science Thesis INDEK 2014:82 
KTH Industrial Engineering and Management 

Industrial Management 
SE-100 44  STOCKHOLM 

 



  



 
 

 
 

 Master of Science Thesis INDEK 2014:82  
 

Women in Games: Experiences and Attitudes of 
Female Employees in the Male-dominated 

Games Industry 

   
  Josefin Reinelöv 

Sara Åhström 

Approved 

2014-06-11 
Examiner 

Monica Lindgren 
Supervisor 

Marianne Ekman Rising 
 Commissioner 

n/a 
Contact person 

n/a 

 
Abstract 
Sweden	   is	   regularly	   listed	   as	   one	   of	   the	   best	   countries	   in	   the	  world	   in	   terms	   of	   gender	  
equality,	   often	   portrayed	   as	   a	   role	   model	   compared	   to	   the	   rest	   of	   the	   world.	   However,	  
occupations	   tend	   to	   comprise	   disproportionately	   large	   numbers	   of	   women	   or	   men.	   The	  
games	  industry	  is	  no	  exception,	  were	  women	  represent	  only	  15	  per	  cent	  of	  the	  workforce,	  
of	  which	   only	   a	   small	   percentage	   of	   those	   actually	  work	  with	   the	   game	  production.	   This	  
implies	   negative	   consequences	   both	   in	   terms	   of	   business	   performance	   and	   inequality	  
working	  conditions.	  This	  thesis	  aims	  to	  increase	  the	  understanding	  of	  why	  there	  are	  so	  few	  
women	   within	   the	   games	   industry	   through	   an	   investigation	   of	   the	   attitudes	   and	   work	  
experiences	  among	  Swedish	  female	  game	  workers.	  From	  a	  gender	  perspective,	  the	  ongoing	  
construction	  of	   gendering	  practices	   is	  problematized,	  drawing	  on	   the	   study	  of	   a	   Swedish	  
game	  company	  and	  interviews	  with	  seventeen	  female	  game	  workers.	  
	  
We	  found	  that	  the	  general	  attitudes	  towards	  the	  games	  industry	  are	  positive.	  The	  passion	  
for	  games	  was	   the	  most	  significant	  common	   factor	   for	  all	  women	  and	   in	  general,	  women	  
expressed	  a	  friendly	  culture	  and	  satisfying	  workplace	  conditions.	  However,	  the	  analysis	  of	  
women’s	  work	  experiences	  revealed	  that	  the	  industry	  has	  gender	  issues,	  where	  women	  are	  
routinely	  disadvantaged	  in	  favor	  of	  men.	  The	  widespread	  stereotype	  that	  women	  are	  just	  
not	   as	   interested	   or	   just	   not	   as	   good	   as	  men,	   works	   against	   them.	  Women	   suffer	   fewer	  
opportunities	   to	   advance,	   particularly	   in	   reaching	   top	   management	   positions	   and	  
homosocial	   practices	   occurs	   in	   the	   recruitment	   process	   as	   well	   as	   within	   the	   internal	  
jargon.	   Hence,	   the	   gender	   power	   structure	   problematized	   in	   this	   study,	   manifest	   itself	  
through	  multiple	  negative	  implications	  for	  women.	  
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1 Introduction	  
In	  this	  chapter	  the	  introduction	  of	  today’s	  matter	  regarding	  gender	  equality	  is	  presented,	  
both	  in	  general	  and	  within	  the	  games	  industry.	  The	  purpose	  of	  this	  study	  and	  the	  research	  
question	   are	   stated,	   along	   with	   an	   introduction	   of	   the	   context	   for	   this	   research,	   i.e.	   the	  
games	  industry.	   	  
 
Sweden is regularly listed as one of the best countries in the world in terms of gender equality 
(hereafter GE), a role model compared to the rest of the world (World Economic Forum, 
2013). Women are well represented in politics as well as in the labor market (Niklasson, 
2006). According to the Swedish law, employers have an obligation to promote an equal 
distribution of women and men in different types of work, they have to survey and analyze 
provision and practices of equal pay and every three years employers are to draw up a plan for 
their GE work (DO, 2008:567). Nevertheless, occupations tend to comprise 
disproportionately large numbers of women or men. Most women are employed in services 
and most men in manufacturing (SCB, 2012). Hence, the public sector is dominated by 
women (74 per cent women and 26 per cent men) while the private sector is male-dominated 
(39 per cent women and 61 per cent men) (SCB, 2013). There is also an economic gender 
gap, i.e. men have higher salaries than women, independent of having children or not (SCB, 
2012). 
 
Looking at the IT industry is no exception. Female participation is low, in 2012 there were 
only about 30 per cent women in the sector as a whole (Almega, 2012). Within the games 
industry this figure is even lower, as women constitute about 15 per cent of employees 
(Dataspelsbranschen, 2013a). Despite the fact that 15 per cent of employees in the gaming 
industry are women, it is a very small percentage of those who actually work with game 
production, hence most women work within other areas, such as human resource (HR) or 
marketing (Deuze, Martin & Christian, 2007; Haines, 2004; Krotoski, 2004). Relaying on 
data derived from the Game Developer Salary Survey 2013 in the U.S., women represents 
only 4 per cent of programmers, 11 per cent of game designers, 16 per cent of artist and 
animators and 23 per cent of producers (GDM, 2013). No comparable compilation has been 
made for the Swedish market, however it is presumable this result is not a coincident.  
 
Nevertheless, several studies show that companies with better management diversity tend to 
perform better than companies in the same industry where management is dominated by one 
gender (Smith, N., Smith, V. & Verner, 2006). In a recent article, a study has been based on 
the game L’Oreal e-Strat Challenge, which is a worldwide competition launched in 2000. For 
this study the authors used data from three years and these years includes over 37,914 
participants, both MBA students and undergraduate students, from 1,500 different universities 
and from 90 different countries.  Based on this, the authors stated that three people teams with 
one woman and two men perform the best, in comparison with teams with only men or only 
women. These teams had a better team dynamic and therefore had a better economic 
performance (Apesteguia, Azmat & Iriberri, 2012). This is also addressed by Von	  Hellens, 
Nielsen & Trauth (2001), who claims that women and men complement each other since 
women and men generally have different ways to approach a problem. Without women in 
development teams, the teams tend to focus on doing things faster rather than doing new 
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things, why a team with both men and women has a higher level of innovation (Woszczynski 
et al., 2003). 
 
Not only does the research reveal business benefits of GE, it is also an important aspect of 
social justice. According to Swedish laws of society, all men and women should have the 
same power to shape their own lives, as well as society. We shall have equal rights and 
opportunities to be active citizens and to shape the conditions for decision-making and we 
should have equal rights and opportunity for economic independence throughout life (SCB, 
2012). 
 
As members of a relatively new industry, companies within games industry do not have the 
same long history of male dominance, neither in management positions nor the labor force, as 
do industries that came into existence hundreds of years ago. For this reason, the analysis 
among female game developers in Sweden is particularly interesting, considering Sweden is 
often portrayed as an egalitarian country and the industry’s young age. If the great success of 
Sweden’s GE were to be reflected in any industry, it might well be that industry which does 
not have a long tradition of male dominance. 
 
The lack of women in the games industry has potential implications for successfully 
designing and creating games, as well as potential concerns for introducing young girls to 
games and the industry. However, the research on women in this new industry of digital 
games is sparse. In a recent review of studies in the field of gender and the games industry, 
Prescott and Bogg (2014) call for further research on the experiences of game workers and 
their working environment, and why some women are attracted to the games industry and 
choose to work within this male-dominated occupation. In response to this call, we seek in 
this thesis to examine the experiences of female game workers, in order to increase the 
understanding of why there are so few women in the games industry. 

1.1 Research	  Question	  
In order to answer the research proposition stated above, the following research question has 
been formed: 
 

What are the work experiences and attitudes towards the games industry of female game 
workers, and how can these be explained from a gender perspective? 

1.2 Purpose	  of	  the	  Study	  
This thesis aims to increase the understanding of why there are so few women within the 
games industry through an investigation of the attitudes and work experiences among 
Swedish female game workers, drawing on the study of a Swedish game company and 
interviews with seventeen female game workers. 

1.3 Significance	  of	  the	  Study	  
This thesis draws from the perspective of both business performance and social justice. As 
stated in the beginning of the introduction, several researchers argue that companies with 
better management diversity perform better and reach more successfully results. Thus, from a 
business perspective, this is important to ensure profitability. Likewise, it is a human right to 
be treated equally, meaning that men and women should have the power to determine their 



ME	  200X	  Master	  Thesis	   	   Josefin	  Reinelöv	  
KTH	  Spring	  2014	   	   Sara	  Åhström	   	   	  
	  

	   3	  (68)	  

own opportunities and successes. For this reason, the social perspective is important to 
promote equality between men and women. 

1.4 Disposition	  of	  the	  Paper	  
The disposition of this paper is presented in Table 1 below, with a brief content of each 
chapter. 
 
Table	  1.	  The	  disposition	  of	  this	  paper.	  

1. Introduction 
Presents todays issues, the aim with the study and an 
introduction to the specific context of the study, i.e. the games 
industry. 

2. Theoretical 
Framework 

The theoretical framework of the study is presented. Important 
concepts are introduced and relevant literature regarding gender 
and the games industry is presented. 

3. Method 
Addresses the chosen method and clearly states the course of 
action along with the research philosophy, ethical approach as 
well as the researchers role in the study. 

4. Result & Analysis 
A presentation of the case study company is stated as well as the 
results from the data collection along with an analysis of the data 
with support from the literature. 

5. Conclusive Analysis 
In this chapter, we further analyze the findings were patterns can 
be found (referred to as the conclusive analysis). This is followed 
by a conclusion of the study. 

6. Discussion 

In this chapter, we address and discuss the contribution of this 
paper, both from an academic point of view as well as from a 
practical point of view. The chapter presents the aspect of 
sustainability, recommendation for future research and a critical 
review of the study. 

 

1.5 An	  introduction	  to	  the	  Games	  Industry	  
The games industry is a part of the wider ICT (Information and Communication Technology) 
and SET (Science, Engineering and Technology) sector. Nevertheless, it is a well established 
and important industry within itself, grown over approximately four decades from a small 
niche market into an industry dominated by multinational producers (Prescott & Bogg, 2014). 
It is a billion-dollar business, which product has become a major part of today’s media 
landscape (Deuze, Martin & Christian, 2007) and a mainstream entertainment choice for 
millions globally. Last year, the total consumer spend on the games industry in the U.S, 
amounted to 21.53 billion US dollar (ESA, 2014) and in Sweden the total game sales was just 
over 357 million € (just over 496 million US dollar) (Dataspelsbranschen, 2013b). The games 
industry is thus one of the fastest growing sectors of the 21st century (Krotoski, 2004). 
 
The industry is creative and produces commercial goods for a growing audience. The 
companies within it are searching for talented people with a lot of experience. However, part 
from other industries, the employees within the games industry does not need to have several 
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years of education, one can as well be self thought, sometimes referred to as “mods” 
(Dataspelsbranchen, 2014). In a survey made by the International Game Developers 
Association, they found people who wish to be a part of the industry sees it as getting paid for 
what they love doing as well as a hip, fun and free culture. This is consistent with people 
within the industry, where 70.4 per cent of the participants in the survey, strongly agreed that 
they enjoyed their work and had fun doing it (Legault & Weststar, 2012). 
 
However, the industry is also associated with less positive aspects. The traditionally held view 
on the games industry is associated with long hours, employment precarity and a young and 
masculine culture, often referred to as the ´boys club´ or the ‘geek-hacker culture’ (Haines, 
2004; Newbery, 2013; Prescott & Bogg, 2014). As part of this culture, the stereotypical 
historical perception of the industry is said to be a home for the passionate hard-core game 
hobbyist, lead by a nerdy but successful male founder (Haines, 2004). The term crunch time 
is characterizing for many companies, referring to the frenzied period of work right before the 
launch of a game (Pham, 2008) consequently resulting in game developers working 
notoriously long hours (Prescott & Bogg, 2011a). The industry has been described as 
competitive and unfriendly and, as stated earlier, heavily male slanted (Deuze, Martin & 
Christian, 2007); a stereotypical image that the industry itself has been a major force in 
developing (Krotoski, 2004). One researcher within the field describes the industry as follow: 

“It is a world where women are referred to as ‘ladies’, where to go home early is to let the 
team down, and to fit in is to be seen as ‘laddish’.” (Haines, 2004, p. 11) 

 
Until relatively recently, the industry was divided into two platforms (i.e. two different 
technologies). The first one is computer games, i.e. games that are played on personal 
computers. The second one is video games, i.e. games that are played on game consoles. 
However, in recent years a range of platforms has created a new market; low-cost casual 
games, such as online games, cloud gaming, smartphones and tablets.  
 
This is an important enlargement of platforms that the games industry has undergone, mainly 
because of these games' various characteristics. In order to understand this journey and the 
implications it might has resulted in, it is important to clarifying the differences in the games. 
 
When talking about for example computer games, they are often referred to as triple-A games 
(AAA games). These games are large selling games with big budgets, production teams 
numbering in hundreds or thousands, and development cycles measured in years 
(Dataspelsbranschen, 2013a). The games are generally associated with a high level of quality 
and are published mainly via physical distribution. The casual games are (as opposed to more 
involve, complicated games described above) smaller, simpler that are easier to play. They 
are targeted at a mass audience and require shorter time sessions at a time 
(Dataspelsbranschen, 2013a). According to the most recent annual research on game play 
habits and attitudes in the U.S, findings revealed that casual games are now the most popular 
genre, increasing in popularity by 55 per cent from 2012 to 2013 (ESA, 2014). 
 
Hence, the market has moved from not only provide these traditional video and computer 
games, but also a wide range casual games that has come to be extremely popular. This is 
important when discussing the culture of the industry, and the changes the industry has 
undergone recently. Because although the games industry for a long time has been described 
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as above, researchers have recently argued that a change of the industry is about to happen. In 
2004, Lizzie Haines stated in her study that the games industry have begun to mature. She 
identified a new breed of company emerging, different from the earlier garage-hacker culture 
and with better work environment and sharpened management practice. These companies 
outgrow the traditional long-hour culture and offer more flexible working conditions, such as 
the opportunity to take time out for family or work part-time. They also take on management 
styles from outside the industry, i.e. formalizing recruitment and staff development where 
skills and talent are more highly valued than being a hard-core game hobbyist, leading to an 
increasing proportion of women (Haines, 2004). Looking at the Swedish market, this seems to 
have been an accurate prediction. According to Dataspelsbranschen (2013a), the number of 
game development companies has increased by over 116 per cent since 2006 (from 68 to 145 
firms). Additionally, recent research reveals employee satisfaction. The majority of 
employees feel their work is a lot of fun and see a potential of growing. Overall very few 
considered moving to another employer (Legault & Weststar, 2012). Consequently, the 
culture is growing in new directions in line with Haines (2004), i.e. better work environment 
and management practices.  
 
Thus, as Haines (2004) argues, not only have the market grown and the number of companies 
increased, these companies also have new culture and represent a new era of the industry. 
Arguable, these changes of the industry seem to be related to the new market of casual games. 
One explanation might be the increased amount of women who, thanks to these new 
platforms for casual games, plays more frequently. According to the latest statistics, almost 
half of all game players are now women, representing 48 per cent of players in the U.S. (ESA, 
2014) and 45 per cent in Europe (ISFE, 2012). 
 
Organizations within the games industry consist of different occupational roles (cf. Deuze, 
Martin & Christian, 2007; GDM, 2013; Haines, 2004), which can be divided into two groups. 
The first group does not directly work with the game production, but comprises e.g. HR, 
finance and marketing. The second group, on the other hand, works with the game 
production, i.e. main jobs of creating the games. Many companies have their own designated 
names on the type of roles they have within the game production, however some roles tend to 
be similar regardless of which company, game or project they are part of (Adams, 2014). A 
simplification of the typical roles within game production is the producer, game designers, 
game artists and programmers. The producer compares with a project manager, which has an 
overall responsibility of the game, the game designer defines the gameplay, the game artist 
creates the graphical elements while the programmer develops the mechanism behind the 
game to make it playable (Liming & Vilorio, 2011). 
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2 Theoretical	  Framework	  
In	   this	   chapter,	   the	   theoretical	   framework	   of	   the	   study	   is	   presented	   in	   order	   to	   link	   the	  
research	   idea	  to	  already	  existing	  and	  relevant	  knowledge.	  First,	   important	  concepts	  used	  
throughout	  the	  paper	  are	  discussed.	  Second,	  relevant	  previous	  research	  regarding	  gender	  
and	  the	  games	  industry	  is	  presented.	  	  

2.1 The	  Meaning	  of	  Useful	  Concepts	  
Throughout this paper, several concepts are used in various contexts for a deeper 
understanding and comprehensive description. Hence, it is important to contextualize these 
concept in terms of the approaches of which this study adopts. In sections 2.1.1-2.1.5, 
important concepts used in this study are described and discussed. 

2.1.1 Gender	  as	  a	  Social	  Practice	  
Before entering the investigation of gender issues within the games industry, it is important to 
describe and discuss the social constructed perspective on gender this study adopts. It is a 
traditional, commonly held view that women and men are fundamentally different (Archer & 
Lloyd, 2002). However, this assumption is emphasizing the fundamental differences between 
the sexes, rather than gender (Archer & Lloyd, 2002), and ignores the idea of gender as an 
identity tenuously constructed through time (Paechter, 2003). In the late 80th century the term 
doing gender was coined, which suggest that gender should be understood as a “routine, 
methodical, and recurring accomplishment” (West & Zimmerman, 1987, p. 126). Thus, 
gender is a social practice (Linghag, 2009) that is built up of, as well as the result of, human 
interaction (Butler, 1990; Widerberg, 1995). While sex is the biological criteria for classifying 
a person as male or female (West & Zimmerman, 1987) gender is an everyday-activity 
through participation in various events (Acker, 1994). For this reason, gender is best seen as a 
verb that is continually changing over ones life (Emslie & Hunt, 2009). 
 
Instead of understanding gender as biological differences between men and women, the term 
refers to social and cultural variances and the object associated with activities and 
expectations:  
 

“Gender works not only through men and women but also through the classification of our 
activities, and the attribution of worth and significance to those activities”  

(Beale, 1998, p. 233) 
 
Gender is a behavior in the light of normative conceptions of attitudes and activities (West & 
Zimmerman, 1987) with a multiplicity of masculinities and femininities that varies between 
different situations (Paechter, 2003).  It as is a complex relationship between biological and 
cultural processes (West & Zimmerman, 1987) and the construction of gender does not occur 
in a predetermined manner (Wahl et al., 2011). However this thesis requires an understanding 
for the distinction between sex and gender: 
 

“…the distinction between sex and gender serves the argument that whatever biological 
interaction sex appears to have, gender is culturally constructed: hence, gender is neither the 

casual result of sex nor as seemingly fixed as sex” (Butler, 1990, page 6). 
 
By adopting the position that gender identity is socially constructed, and thus partially 
performative meaning that gendered attributes and acts are social performance made up of 
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stylization (Butler, 1990), gender is in the sense of this study used not only as the biological 
sex but as the social interactions and beliefs included in the concept. 

2.1.2 Gender	  Power	  Structure	  
The structure and relationship of power is an important concept when investigation an 
organization from a gender perspective. Nevertheless, there are neither one way to describe 
power, nor a clear definition of it. A classic organizational definition of power is hierarchical 
dominance, meaning that the power belongs to those at the top of the hierarchy (Kanter, 
1977). Hierarchy has been proven closely connected to power (Kvande & Rasmussen, 1990), 
i.e. the hierarchical level affect the degree of power and influence.  
 
It is also suggested that the degree of power contributes to unequal gender balance. According 
to Hirdman (1990), hierarchy is expressed through the creation of female inferiority and male 
superiority. Kanter (1977) suggests that women's behaviors represent the consequences of the 
position women hold in organizations. The common pattern is that women in management 
positions are in the minority, which gives rise to structural effects, i.e. a gender power system 
(SOU, 1994). Formal aspects of power, such as occupations and hierarchy level, as well as 
informal aspects of power, such as network and mobility, affect women’s opportunities (Wahl 
et al., 2011). The greater the gender power system is, the greater is the segregation within the 
organization (SOU, 1994). Most often women are not in power positions, and do therefor not 
have the same ability to influence their own work situation (Göransson, 2007). Thus, due to 
women´s positions (i.e. degree of power), they suffer fewer opportunities to advance and 
gender imbalance remains.  
 
In an attempt to uncover the games industry from a gender perspective, this thesis undertakes 
the assumption of power as gendered (Holgersson, 2013) and examines the organization from 
a gender power system perspective.  

2.1.3 Attitudes	  and	  its	  Implications	  
To be able to use the term attitude throughout this study, a description of its meaning have 
been carried out to clarify its use. This is done from a social psychology point of view, which 
aims to understand “…how people in general think, feel and act…” (Baumeister & Finkel, 
2010, p. 6). For the scope of this study, only a brief explanation of the attitude concept has 
been formulated. 
 
Many definitions of attitudes have been proposed, however most investigators agree that a 
person’s attitude represent his or her evaluation of the entity in question (Ajzen & Fishbein, 
1977). Attitude is a type of response to e.g. a person, an object or to an event and the response 
could be either favorable or unfavorable (Ajzen, Attitudes, Personality, and Behavior, 2005). 
With other words, a persons attitude is interpret as if the person has some kind of opinion or 
feeling towards the specific situation or subject. The person, object or event is often referred 
to as the attitude-object (Maze, 2008). A person’s attitude is linked in memory to other 
knowledge structures, i.e. an attitude can be described as an association of objects 
(Baumeister & Finkel, 2010).  
 
Given this discussion to determine what attitude is, an interesting aspect is how (or even if) 
these attitudes can change. Attitude change means that a person’s evaluation is modified from 
one value to another (Petty & Briñol, 2010). According to Baumeister and Finkel (2010), a 
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persons attitude are able to change, however it is harder to do so when the attitude is more 
associated with a high level of knowledge or high level of confidence. Well-established social 
physiological consistency theories explain attitude change brought about by behavior change 
policies. According to Bem’s self-perception theory (1967), people infer their attitudes from 
observing their own behavior. He argues that people use their behavioral as cues to their 
internal dispositions, i.e. even minor changes of a particular behavior may encourage changes 
in people’s values and identity and thus may lead to further behavioral changes (Bem, 1967). 
For example, if people start bringing their own reusable bag to the shop, instead of using 
single-use carries bags, they may see themselves as being more waste conscious and thus 
more likely to make other waste-conscious decisions. 
 
With regard to this brief discussion, this study adopts an approach in which an attitude should 
be understood as a type of response to the attitude-object and changeable over time. 

2.1.4 Organizational	  Culture	  -‐	  a	  System	  of	  Common	  Symbols	  and	  Meanings	  
Culture is an important concept throughout this study, although it has no fixed or broadly 
agreed meaning. The term is often used as “collectively shared forms of for example, ideas 
and cognition, as symbol and meanings, as values and ideologies, as rules and norms, as 
emotions and expressiveness, as the collective unconscious, as behavior patterns, structures 
and practices” (Alvesson, 2002, p. 3). Another attempt to describe culture is made by Adam 
Kuper, who defines culture as “a matter of ideas and values, a collective cast of mind” 
(Kuper, 1999, p. 227). How people think, feel and act are guided by ideas, meanings and 
beliefs of a cultural nature, why culture can simply be understood as a norm system of social 
patterns (Alvesson, 2002). 
 
An organizational culture includes the fundamental values within the organization and how 
these are expressed trough the daily work (Bolman & Deal, 2005). It is the interpretation of 
different events and experiences, shaped by the group within which a person belongs 
(Alvesson, 2002). The values support the employees’ behavior, which influenced the 
wellbeing and the job satisfaction within the company (Bolman & Deal, 2005). In other words 
the culture expresses both conscious and unconscious agreements of how things should be 
interpreted, which affects the organizational values. Senior organizational members are 
always, in one way or another ´managing the culture’, i.e. framing how the corporate worlds 
should be understood (Alvesson, 2002). Bolman and Deal (2005) means that there are both 
positive and negative aspects with an organization’s culture. For example, the positive can be 
that everyone focuses on the same thing while the negative could be the barrier to not think 
‘outside the box’. 
 
Throughout this study, a comprehensive investigation of the concept is not possible, although 
culture is an important concept. However, with regard to the discussion above, the concept of 
organizational culture is understood as a system of common symbols and meanings including 
values and assumption about social reality (cf. Alvesson, 2002; Bolman & Deal, 2005). 

2.1.5 The	  Metaphor	  Concept	  
Throughout this paper, the use of metaphors occurs in different context. For this reason, it is 
important to conceptualize the meaning of metaphors. According to Alvesson (2002) 
metaphors are an important organizing driver in the thinking and talking about a complex 
phenomenon. Although there is no clear definition or explanation of what a metaphor is, this 
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paper adopts one definition stated by David Ritchie, who argues that a metaphor is defined as 
“seeing, experiencing, or talking about something in terms of something else” (Ritchie, 2013, 
p.8). Hence, metaphors can be recognized as vital for understanding necessary element in the 
development of new approaches to research objects. Throughout this paper, in order to 
develop new ideas and new forms of understanding, metaphors are thus used to perceive and 
understand an object	  from	  the	  viewpoint	  of	  another	  object (Alvesson, 2002). 
 
In this section, important concepts for this study have been defined and discussed. In the 
following sections, previous research from the field of gender studies and the games industry 
are presented. 

2.2 Women	  in	  Minority	  
Due to the unequal gender distribution, women are a significant minority in the games 
industry (Dataspelsbranschen, 2013a; Prescott & Bogg, 2014). In the late 70’s, Rosabeth 
Moss Kanter published her classic works; Men and Women of the Corporation, which 
emphasize some of the consequences that come with being a minority. Kanter coined the term 
token, i.e. a person in a minority group, and argued that women's behavior in male-dominated 
organizations represent the consequences of the position women hold in organizations. Hence, 
due to the unequal distribution of power in organizations, women tend to suffer from fewer 
opportunities to grow and be promoted (Kanter, 1977).  
 
Paradoxically, it seems as if the token status differs between men and women. While the 
token status of women often means limited career opportunities (Simpson, 2004), the token 
status of men is beneficial to their career, often referred to as the glass escalator (Hultin, 
2003; Williams, 1992). This was supported in a recent study through an online survey carried 
out among an international sample of 454 female and 93 male game workers. The findings 
revealed that males in minority occupations experienced barriers to reach higher positions 
existing less, compared to their male colleagues in the gender congruent roles (Prescott & 
Bogg, 2011a). Other research indicates similar results, that men who are not in the majority in 
their occupation have better promotion chances compared to their equally qualified female 
counterparts in similar gender composition structures (Hultin, 2003). Moreover, men tend to 
receive high levels of support in female-dominated professions, whereas women within in 
male-dominated occupations have been found to receive less support than men (Taylor, 
2010). Hence, the token status of men was considered as an advantage. 
 
The token status increases ones visibility and attention, which lead to both negative and 
positive implications (Kanter, 1977; Wahl, 2003). According to Kanter (1977), tokens 
experience three processes that are detrimental to their involvement in work and to their 
career. First, high visibility creates increased pressure to perform, as mistakes are more visible 
in minority groups. Second, polarization occurs as differences between the dominant group 
and tokens are exaggerated, which leads to isolation and separation. Finally, token experience 
assimilation, meaning that individuals are made to fit into stereotyping roles associated with 
their group. In a similar vein, other work suggest that some women experience that the 
attention leads to vulnerability, as they believe that it limits the ability to be anonymous and 
therefor feel controlled (Wahl et al., 2011). Moreover, the gender imbalance helps to create a 
hostile working environment for the minority of women (Simpson, 2000). For example, 
sexual harassment of women has been found to be more prevalent in male-dominated 
occupations (Collinson, M. & Collinson, D., 1996). This is also supported in recent research 
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regarding female game developers, where the findings indicate that women do not like a 
male-dominated environment (Haines, 2004).   
 
However, many women within the games industry also see the advantages of being a minority 
in a male-dominated industry. The fact that women stand out and get more attention than their 
male coworkers is a crucial factor in an industry where networking and recognition can be of 
great advantages for ones success; “Where I maybe have some disadvantages with 
relationships because I’m a woman I think I have a lot of advantages because I’m a woman 
as well because you’re kind of rare” (Newbery, 2013, p. 107). This is also supported by Wahl 
(2003), who claims that this attention help women get their voices heard and standing out of 
the crowd. 

2.3 A	  Glass	  House	  Perspective	  on	  the	  Games	  Industry	  
As stated in the first chapter in this thesis, Sweden is widely known for its policies and 
commitment to GE, hence often considered as a role model. However, research reveals that 
gender equalitarian countries, such as Sweden, often have relatively high levels of sex 
segregation (AllBright, 2012, 2013; Charles & Grusky, 2005; Melkas & Anker, 1998). The 
level is appreciably higher than would be expected from a random distribution and indicates 
higher concentration in the more gendered occupations (Blackburn & Jarman, 2006), as for 
example within games industry. 
 
From a woman’s perspective, the games industry can be describes through the use of the 
metaphor of a glass house (Newbery, 2013). First, there is a glass front door, where women 
find it hard to break in to the industry or establish an interest from young age. Second, there 
are glass walls, i.e. horizontal gender segregation where women tend to present in certain 
occupations. Finally, there is a glass ceiling, i.e. vertical segregation and a lack of women at 
senior levels.  

2.3.1 The	  Glass	  Front	  Door:	  Social	  Perception	  and	  Stereotyping	  
In terms of the metaphor of the front door, two aspects are considered. First, the perceptions 
of the range of career options are impacted by gender roles and stereo typing (see e.g. Adya & 
Kaiser, 2005; Astin, 1984; Michie & Nelson, 2006) why young girls tend to consider a career 
within the service sector rather than within IT. Second, of those who chose to take on an 
education within the field of IT and games, they often find it hard to break in to the games 
industry (see e.g. Dataspelsbranchen, 2014; Haines, 2004; Prescott & Bogg, 2014). 
 
Beliefs about gender roles and stereotypes are based upon structural and social influences, of 
which we all grow up with. Influences from parents, teachers, and peers shape how young 
girls and boys perceive their role in society (Adya & Kaiser, 2005). These perceptions often 
begin to develop in early childhood and leads to the definition and distribution of work-
related activities along gender lines, which influences people´s expectations about what types 
of work are open for them and will satisfy their needs (Astin, 1984). Due to social culture 
impacts, our perception of gender roles within different fields or tasks differs (Michie & 
Nelson, 2006), why technology and computer relevant work is considered as masculine 
(Newbery, 2013). In the Harvard University Stereotype Implicit Association Test, researchers 
measure the “strength to which a person holds a particular societal stereotype” (Nosek, 
Banaji & Greenwald, 2002, p. 101). More than half a million people around the world have 
taken the test, which reveal that more than 70 per cent of the participants associate male with 
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science and female with art. Hence, cultural behaviors conditioned by socialization and 
genetics implies that technology is associated with  “natural masculinity” (Abrahamsson, 
2002) and continues to place computing on the male side of the gender divide (Margolis & 
Fisher, 2002; Poster, 2013). Consequently, female students are seen as less technical by their 
male peers and were women have experience discrimination (von Hellens et al., 1999). 
 
Moreover, these perceptions also have implication in the workplace. Since technology often is 
associated with ‘natural masculinity’, women’s professional competences are denied, 
although it is proved (Abrahamsson, 2002). Poster (2013) highlights that employees and 
managers see technical competence as a masculine trait, which in turn becomes a barrier for 
women in tech. This is also supported by Newbery (2013), who suggests that women often 
are dismissed as game developers and not given appropriate credit for their skills. 
 
The second aspect of a glass front door is that women find it hard to enter the industry. As 
stated earlier, the industry has traditional been associated with long hours, unfriendly 
environment and a geek-hacker culture (cf. Deuze, Martin & Christian, 2007; Pham, 2008; 
Prescott & Bogg, 2014). This has been examnied as unwelcoming to women, and 
consequently resultaed in that women have opted for another proffession (Haines, 2004; 
Prescott & Bogg, 2014). Moreover, the industry is well-known for the reguirements for 
talented people with a lot of experience, why it can be hard to enter due to the fierce 
competition (Dataspelsbranchen, 2014). 

2.3.2 The	  Glass	  Walls:	  Gendering	  of	  Occupations	  
Horizontal segregation (also known glass walls) is often referred to as Gendered Occupational 
Segregation (GOS), which is the extent to which a specific job is performed by one particular 
gender (Miller et al., 2004).  It is a social phenomena that raises in what way some jobs are 
viewed as male, and traditionally undertaken by men, while other jobs are considered to be 
female and thus traditionally done by women (Prescott & Bogg, 2014). It is closely related to 
gendering professions, i.e. the way a position or a task is associated with a gender, or 
considered as masculine or feminine (Wahl & Linghag, 2013). 
 
The concept of gendering professions originated in the perspective of doing gender (coined by 
West & Zimmerman, 1987) and has been further developed through the well-known scientist 
Joan Acker (1990; 1999) and within the Nordic research field by Gunnarsson et al. (2003). On 
this assumption, gender is integrated into ongoing organizational processes, i.e. gender 
construction is part of the organizational practice. Hence, gendering within organizations can 
be analyzed and described in terms of the various processes that integrate with each other, the 
ongoing activities that create a norm of perception of what is masculine and feminine (such as 
tasks, roles, professions etc.) (Acker, 1999; Gunnarsson et al., 2003). In more recently 
research, Acker (2012) re-examine these processes in a present-day context. These findings 
reveal that despite organizational change and development over three decades, the issue about 
gender inequality remains why the concept of doing gender is still relevant (Acker, 2012). 
 
GOS refers to social categories; people within an occupation share things such as preferences 
and experiences (Weeden & Grusky, 2005) and the term is imbued with meanings about the 
identity of the worker (Taylor, 2010). Hence, GOS exist because people tend to choose 
occupation where their own gender is represented (Miller et al., 2004). Occupational 
segregation is one of the strongest factors for young peoples choice of career, especially in an 
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early stage for both girls and boys who tend to prefer jobs suited to their own sex (Miller et 
al., 2004). Recent research suggest that GOS is an important consideration among games 
companies, since it still persists in this relatively new, male-dominated industry (Prescott & 
Bogg, 2011b). Even though GOS is preliminary referred to as horizontal segregation, this 
phenomenon occurs both horizontally (i.e. making some occupations either men’s or 
women’s work) and vertically (i.e. concentrating individuals at lower levels of an 
organizations) (Prescott & Bogg, 2011b). Gendering of work task is in a similar manner 
reflected among both the horizontal axis i.e. women mainly hold roles within e.g. HR and 
marketing (cf. Deuze, Martin & Christian, 2007; Haines, 2004; Krotoski, 2004) and the 
vertical axis, as for example being a manager is associated with masculinity (Acker 1999; 
Kanter 1977). 
 
Moreover, gendering of professions includes an aspect of power, since the term relates to the 
status of a task. Men are often given a higher status than women for what they do, regardless 
of the task (Abrahamsson, 2002; Sundin, 1998). In a recent study within a Swedish global 
male-dominated industrial company, results revealed that almost all tasks were gendered, and 
that the status accompanied the men (Wahl & Linghag, 2013). Another dissertation about a 
large Swedish bank in the beginning of the 21th century indicates similar findings, where 
lower management positions are gendered as feminine and upper management positions are 
gendered as masculine (Linghag, 2009). Hence, rather than a descriptive term, i.e. defining a 
specific task, gendering is judgmental by expressing the differences in status between men 
and women (Wahl & Linghag, 2013). 

2.3.3 The	  Glass	  Ceiling:	  Lack	  of	  Women	  on	  the	  Top	  
Women in general have lower salaries and harder to gain a promotion as well as reach high-
level management, regardless of profession (Virginia, 1999). Even if the inequalities have 
decreased, they still exist and women tend to be represented in the bottom and men in the top 
(Virginia, 1999). Vertical segregation is often explained using the glass ceiling hypothesis, 
which states that there is an invincible barrier blocking women moving upward in an 
organization (Morrison et al., 1994).  It is pointed out that the glass ceiling hypothesis rests on 
notion of discriminatory processes, i.e. positive as well as negative discrimination exist in the 
workplace (Hultin, 2003). However it appears to be a disadvantage mainly for women since it 
blocks their vertical mobility (Prescott & Bogg, 2014) and entails a perception of 
management positions as ‘elite groups’, formed and composed by men (Singh & Vinnicombe, 
2004).  
 
“It applies to women as a group who are kept from advancing higher because they are 
women”, did one of the early writers who used the metaphor stated in the late 80’s (Morrison, 
White & Van Velsor, 1987, p. 13). It appears to be the glass ceiling, rather than lack of 
qualification, that limit women’s opportunities for career advancement (Lyness & Thompson, 
2000). Hence, it appears to be difficult for women to move from entry, to middle or to upper 
levels (Lewis & Fagenson, 1995). In particular, women face almost insurmountable barriers 
in gaining promotions to upper management positions (Morrison et al., 1994). Recent 
research indicates similar findings; among a sample of 318 employees in high-technological 
companies, the women occupied greater numbers of supervisory positions but held few upper 
management position. Promotion was prevalent among both men and women but whereas 
men achieved upper level positions, women seemed to remain at lower level management 
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positions. However, neither male nor female employees seemed to notice the apparent glass 
ceiling (Tai & Sims, 2005).  
 
The glass ceiling is the type of segregation that women within the games industry tend to 
experience the most (Newbery, 2013). For example, a recent study revealed that 72 per cent 
out of 454 female game developers in the UK and the U.S. agreed that the glass ceiling does 
exist (Prescott & Bogg, 2011a). Other research indicates finding in a similar vein, where 
female game developers reported glass ceiling as a negative aspect of their workplaces 
(Haines, 2004). 
 
In this study, a more general approach to the glass ceiling hypothesis is adapted. Unlike most 
of the literature, where glass ceiling tend to prevent women from reaching apex hierarchal 
positions in labor market (cf. Morrison et al., 1994), this assumption have come to treat glass 
ceiling as a matter of degree that have been extended to examining upward job mobility in a 
more general sense, rather than only top positions (Baxter & Wright, 2000). Thus, throughout 
this article, the expression glass ceiling is used to cover the phenomena in the more general 
case, i.e. the intensification of disadvantages for women can occur in several steps and 
varying degrees when moving upward in the organizational hierarchy.  

2.4 Women’s	  Possibilities	  to	  Advance	  
Organizations within the IT industry often have a flat structure, which leads to an informal 
working culture. Thereby the career ladder can be non-existing and the lack of formal career 
structures can make it difficult for especially women, since women tend to achieve better in 
organizations with a clear career path (Prescott & Bogg, 2011b; Wickham et al., 2008). When 
asking employees what responsibilities their employers holds towards them, two of the most 
common answers are promotion and advancement (Prescott & Bogg, 2011a). By having a 
clear way to advance women can relay on rules and regulations imposed by the organization, 
which is harder when it is non-existing (Prescott & Bogg, 2011b). This is supported through 
findings by Martin and Barnard (2013), who reveal that male-dominated organizations need 
to have visible career opportunities to be able to retain women.  
 
According to Metz and Tharenou (2001) women’s chance to advance is influenced by two 
factors; social capital and human capital. The first factor (social capital) refers to social 
networks and mentoring, while the second (human capital) refers to ones education, skills etc. 
The social capital seems to be a strong factor compared to human capital when women aim to 
reach higher management, where social network is of critical matter. Currently, women are 
underrepresented in higher management, worldwide, partly due to women’s lack of social 
networks which men tends to be better at (Metz & Tharenou, 2001). This is in line with 
Hoobler, Lemmon & Wayne (2011), who claims that there is evidence showing that women 
are dependent of the organizational formal structure and career process while men tend to 
depend on their social networks to obtain the opportunity to advance. While social capital is 
more important for women who strive for the higher management positions, human capital is 
of bigger importance when promoting people for lower levels of management were the gap 
between men and women tend to be smaller (Hoobler, Lemmon & Wayne, 2011; Metz & 
Tharenou, 2001).  
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2.5 Women’s	  Self-‐efficacy	  and	  its	  Impacts	  
Women’s self-confidence is a widely discussed topic regarding the issue of gender imbalance, 
especially within the field of technology. Several studies have, in their attempt to examine the 
issue, argued that the explanation is partly due to women and their alleged lack of self-
confidence. For example, Michie and Nelson (2006) suggested in their findings that women in 
general have less self-efficacy for IT occupations than men. They also revealed that men have 
lower confidence in women’s technical capabilities than in other men’s, despite the fact that 
there were no major differences in academic level between the sexes. Additionally, findings 
suggest that this comparatively lower confident women have in their technical capabilities 
may discourage talented women from entering the career field, and also prevent those who 
choose to enter from advancing inside their companies (Michie & Nelson, 2006). A report 
presented by McKinsey & Company (2013) argued in a similar vein. Through a survey of 
1400 individuals on mid-level and senior management-level, the report revealed that women 
are 15 percentage points less confident of their chances to succeed (reaching top management 
positions) than their male peers (McKinsey & Company, 2013). However, it should be 
pointed out that this study is not among the traditional research paper but conducted by a 
company. Nevertheless, due to their proximity to practice and extensive experience, these 
results are considered as valuable for the aim of this study.  
 
Hence, according to the above-mentioned research, lack of self-confidante is discussed as one 
reason to the unequal gender distribution within the IT- and games industry. Likewise, 
research argue that young girls have less confidence within IT and games, compare to young 
boys, which result in gender imbalance also on educational level. Natale (2002) claims that by 
playing computer games, ones confidence in computers increases and since men play more 
computer games than women, they also posses a higher self-efficacy and therefore tend to 
enter a computer related field. One reason for that could be that girls in an younger age 
generally have less interaction with computers than boys due to a lack of access; “…with 
family computers often being placed in a young boy’s room” (Sweetser et al., 2013, p. 244). 
Another reason is that men are the targets when marketing games, and therefor represent a 
majority of players (Natale, 2002). 
 
However, this has been refuted by many researchers who argue that the underrepresentation 
of women is not due to low self-confidence. In a recent study by Prescott & Bogg (2013) the 
authors found that the majority of women within the games industry have a high self-efficacy 
in their current role, which is common for women within male-dominated industries. In a 
similar vein, a recent study of the initiative ‘Computer Club for Girls’ (CC4G), with the aim 
“to provide girls with a gender relevant experience of IT” reveald that girls are confident 
about IT (Fuller, Turbin & Johnston, 2013, p. 499). The authors interviewed both members 
and non-members of CC4G, all girls between the ages of 10-14 years, and did not find any 
significant differences in self-efficacy towards IT. Instead, both groups had a positive attitude 
towards computers.  
 
Hence, it seems to be two perspectives on women's confidence and its impact on the gender 
balance. One side, claiming that women’s lack of confidence is one cause of the problem, and 
the second, arguing that underrepresentation of women is certainly not due to low self-
confidence. However, researchers seem to agree regarding the importance of women´s self-
confidence. For example, Natale (2002) highlighted the importance of female’s high self-
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efficacy, in order to cope with the male-dominant environment. In a similar vein, Newbery 
(2013) suggest that women within the games industry, working with game development, tend 
to use their knowledge of technology to establish their credence. Alexander et al. (2011) also 
addresses this topic. He shows the importance of self-efficacy and career choice and argues 
that several studies have identified self-efficacy issues as an important reason for not selecting 
computer-related educations. Overall, to be able to attract and retain women in IT 
occupations, Michie and Nelson (2006) means that organizations need to build the self-
efficacy for women (as well as for men). 

2.6 The	  Importance	  of	  Role	  Models	  
In several studies, researchers has been trying to examine factors affecting why, or why not, 
young girls develops an interest in computer science, and more specific in games. Already in 
the late 90s, Cassell and Jenkins (2000) explored how playing computer games in early age 
can be a gateway to an interest in computers due to familiarity and thus a gateway to 
computing careers. More recent research confirms this, and argues for the importance of the 
home environments for girls’ perception and interest in computers. In a four-year project, 
including inter alia 230 interviews, classroom observation and surveys among students mainly 
within computer science, the results revealed how influential home environments are for 
student’s computer interest (Margolis & Fisher, 2002). Their research confirmed that 
computing begins at home, where parents impart their computer enthusiasm and skills to their 
children, resulting in children gaining both competence and confidence to carry with them 
into school. Similar findings were reported through Adya and Kaiser (2005). They argue that 
children are being influenced to chose career from two perspectives; structural and social. 
The structural perspective includes the institutional support, e.g. access to technology, 
teachers and same-sex versus coeducational schools. The social perspective includes the 
impact of gender perception, which among others includes role models, peers and parents. 
The authors claim that early perceptions of children are mostly influenced by social factors 
such as parents and role models. A career role model often emerges from the family but do 
not have to be in an IT profession, they rather need to encourage their daughters to pursue a 
career within an area percept as masculine (Adya & Kaiser, 2005). 
 
Indeed, several studies indicate that impact of role models affects girls from an early age 
(Adya & Kaiser, 2005; Chao, 2010; 2010; Cukier, 2007). For example, Miller et al. (2004) 
found implications of the impact of role models, how female students considered a specific 
role as a career possibility if they had examples of women within that role. Their study also 
showed that the number of women exposed as examples is of great impact, as it can be 
perceived as exceptions rather than role models if the number is too low (Miller et al., 2004). 
 
The impact of role models are also supported by Beyer (2008) who argue that role models is 
one of the most important variables for women when choosing education and career and that 
women are more likely to enter the field of IT because of role models. The absence of role 
models runs trough ones entire schooling and further into the workforce and play a crucial 
role for women and their opportunities within IT (Cukier, 2007).  So likely, having more 
women in visible roles within the games and IT industry will have a positive effect of women 
choosing it as a career (Haines, 2004; Newbery, 2013; von Hellens, Nielsen & Trauth, 2001).  
 
According to Trauth (2006), role models serves a great purpose when retaining women but 
argues that there is no clear research supporting that role models serve to attract more women. 
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However, Haines (2004) found that women would be encourage entering the games industry 
if there were more role models visible and thereby make the industry more visible. 
 
In contrast to mentoring, role models do not need to interact with persons modeled to be 
effective, it is about ones assumption towards a role that one could imagine oneself in and the 
role model might not even know she or he inspires others (Trauth, 2006). It is important that 
the role model is socially similar to the one observing, however it is not necessary to be of the 
same sex for role models to be successful (Etzkowitz et al., 1994; Trauth, 2006). 

2.7 The	  Implications	  of	  Homosocial	  Practices	  
In early gender studies the phenomena of ‘men prefer men’ were highlighted, i.e. male 
managers tend to recruit men, and especially men who are like themselves. This was 
described as homosocial reproduction; the selection of managers according to certain criteria 
(Kanter, 1977). Almost at the same time, Lipman-Blumen developed her theory about 
homosociality; men predominate in positions of power in society and organizations, with the 
result that men identify themselves with, and orient towards, other men (Lipman-Blumen, 
1976). These concepts are now widely recognized and commonly used in research. In line 
with Kanter (1977) and Lipman-Blumen (1976), research by Holgersson (2006) describes 
homosociality as a gendered process, i.e. practices laden with asymmetrical power relations 
that reproduce a state of affairs where some are privileged and others routinely excluded. 
 
In the light of recruitment, homosociality is an interesting aspect in terms of how to fill 
positions at higher levels within an organization. Informal processes have been widely 
discussed in terms of recruitment and are from a gender perspective an interesting aspect 
when talking about opportunities for career advancement, since recruitment procedure creates 
space for homosociality. In these situations, men tend to orient themselves towards each other 
whereas women, and some men, are excluded (Holgersson, 2006). This is thus one 
explanation to why men dominate at top management positions; their relationships are 
characterized by homosociality (Lipman-Blumen, 1976). 
 
In a recent study among male managers in Sweden, Holgersson (2013) further developed the 
concept of homosociality and discussed how male dominance is reproduced in the process of 
recruiting managing directors. She suggests that homosociality is done through two main 
practices; (re)defining competence and doing hierarchy. The first practice involves defining 
acceptability and suitability criteria to match the preferred male candidates, as well as 
redefining flaws displayed by preferred male candidates as neither disqualifying nor 
aggravating (Holgersson, 2013). Hence, men continue to prefer men and seem to rather ignore 
their possible deficiencies than include women in the pool of candidates. The second practice 
is done when senior men select younger men through identifying and grooming younger 
prospect, often found in their own formal as well as informal networks. It also involves 
younger men making themselves available and visible in the right way by conforming to the 
existing norms (Holgersson, 2013). 
 
The use of language is another aspect of homosociality, where research reveals the jargon 
used in all-male groups tend to glorifying men and denigrating women. Often, this type of 
communication conceptualizes what attributes and characteristics a man should have 
(Lindgren, 2005), where humor and banter implies that women really have no place in the 
these informal clubs (Gregory, 2009). Hence, to maintain their gender identity, men use these 
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conversations to mutually define what makes a man, i.e. what distinguishes him from woman 
(Lindgren, 2005). 

2.8 Women’s	  Strategies	  in	  Gender	  Power	  Structure	  
Women tend to have different attitudes towards the existing gender order and the gender 
power system as well as GE and the work that it involves (Powell, Bagilhole & Dainty, 2009; 
SOU, 1994, 2003). According to Wahl and Linghag (2013), women’s attitudes and 
approaches are referred to as women’s strategies. They argue that the strategies are relative to 
where in the hierarchy the women find themselves. In a similar vein, Powell, Bagilhole and 
Dainty (2009) title them as the coping strategies, i.e. how women tend to adopt a strategy in a 
male-dominated environment. 
 
Women who are relative new in a male-dominated organization tend to use the conformist 
strategy, which means that women identify themselves with the majority, i.e. the men (Wahl 
& Linghag, 2013). They see themselves as the exception rather than a norm for women why 
they take a stand from other women, sometimes referred to as queen bees or the Queen Bee 
syndrome (Kanter, 1977; Lindgren, 1985; Wahl & Linghag, 2013). Sinclair (2005) also 
addresses the term queen bee, where women are reluctant towards other women, and 
sometime even appears to be more ‘macho’ than some men. The conformist strategy is also 
supported by Powell, Bagilhole and Dainty (2009), but divided and named as adopting an 
‘anti-women’ approach and acting like one of the boys from the coping strategies. The former 
implies that the women feel their presence is a novelty.  When adopting the latter strategy, 
women adopt to fit in with their male peers by actin like one of the boys and showing how 
they don’t need any special treatment (Powell, Bagilhole & Dainty, 2009). 
 
Women holding a higher position within the organization tend to use one of the four 
strategies: the gender-neutral strategy, the positive strategy, the contextual strategy and the 
relative approach strategy (SOU, 2003). First, by embracing the gender-neutral strategy, 
women deny genders significance, that gender doesn’t play a role (Wahl, 1992). Second, in 
the positive strategy, women stress the advantages to be a woman in a male-dominated 
organization above the disadvantages (Wahl, 1992). This is also supported by one of the 
coping strategies named ‘advantages over disadvantages’ were women recognize the 
disadvantages but still think the advantages makes it worth staying (Powell, Bagilhole & 
Dainty, 2009). Third, when adopting the contextual strategy, women exposes the prevailing 
gender order and openly criticizes it while having a positive attitude towards GE work. 
Finally, women categorized within the fourth strategy, i.e. the relative approach strategy, 
normalize the prevailing gender distribution and tend to adopt a comparative approach. They 
thereby feel that the organization, department or team is doing better than others in terms of 
gender issues (SOU, 2003; Wahl, 1992). 
 
As presented above, some of the women’s strategies and the coping strategies resemble each 
other and some do not. One coping strategy that differs from the women’s strategies is the 
accepting gender discrimination. Women adopting this strategy have experiences 
discrimination from men but argues that they did not know better or that is was good for 
them, in other words defending the men’s discriminating behaviors (Powell, Bagilhole & 
Dainty, 2009). Another coping strategy that differs is the achieving a reputation were the 
women claims by working hard, they will get accepted and whereby their gender would not 
be of significance. The women further believe by adopting this strategy that the will no be 
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subjects to discrimination or negative attitudes (Powell, Bagilhole & Dainty, 2009). 
 
The queen bee syndrome along with the gender-neutral strategy, the positive strategy as well 
as the advantages over disadvantages and the accepting gender discrimination has the 
similarity that the existing culture is being accepted. That can be connected to earlier research 
showing women in male-dominated environments often express skepticism towards increased 
GE to stay loyal to the male majority (SOU, 2003). Wahl and Linghag (2013) suggest that 
this approach can be interpreted as an expression for heterosociality in the culture where 
women confirm the male culture and often openly express their wish to work with men rather 
than women. Heterosociality is the women’s counterpart to homosociality, especially when 
the women are in minority whereby women need to get their power in terms of social needs 
satisfied by men (Lindgren, 1985). Wahl and Linghag (2013) further claim that this is a way 
for women to survive the male-dominated culture. 

2.9 Indirect	  vs.	  Direct	  Discrimination	  
As stated earlier in this study, Sweden is widely known as an egalitarian country where men 
and women are treated (relatively) equal. What causes this, or how this can be explained, is 
not an unambiguous answer. Yet, an attempt to categorize societies according to cultural 
values are presented by Minkov, Hofstede, G. J. and Hofstede, G. (2011) who suggest that 
one of these cultural dimensions focuses on how masculine or feminine the cultural values are 
in a certain society. In masculine cultures, properties such as ambition, competition and 
assertiveness are highly valued. In feminine cultures on the other hand, social relationships 
and quality of life are more important. According to this categorization, Japan and Slovakia, 
are the most masculine cultures, whereas Sweden along with the other Nordic countries are 
the most feminine ones. Moreover, the authors suggest the difference between gender roles 
are greater in countries characterized by masculine attributes than in feminine characteristic 
countries. Consequently, according to the reasoning above, all persons who do not have a 
Swedish origin comes from countries with more masculine culture and thus would justify 
Sweden as one of the world's most equal country (Minkov, Hofstede, G. J. & Hofstede, G., 
2011). 
 
However, more recent research reveals this is not entirely truthfully; Sweden is often 
presented as equal, but are men and women treated the same way? In a recently published 
study, the findings revealed that the ways in which women are unequal treated in a career 
context are similar across socio-cultural contexts, yet more subtle and implicit in the Nordic 
countries. In the study, including Austria, Finland and Sweden, the researcher aimed to 
explore the ways in which gender is “done” (West & Zimmerman, 1987) in executive search. 
Their findings suggested that in different societal conditions and cultural laden forms, people 
engage in similar practices that produce a similar outcome; male dominance. In Austria, 
normative assumptions reproduces the view of men as managers and women as potential 
homemakers. In Sweden and Finland on the other hand, there is an eager to point out that 
women are taken into account when they profile a position, however when making the finally 
decision the few women who have made it to this phase are excluded for different reasons. 
Thus, discrimination because of gender occurs in all countries, yet more implicit in Sweden. 
(Tienar et al., 2013) 
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3 Method	  
This	   chapter	  will	   present	   the	   research	   philosophy	   as	  well	   as	  methods	   used	   in	   the	   study.	  
Further	   the	   role	   of	   the	   researchers,	   limitations	   as	   well	   as	   delimitations	   and	   the	   ethical	  
approach	  will	  be	  presented.	  
 

3.1 The	  Research	  Philosophy	  
The primary aim of this thesis was to increase the understanding of why there is a lack of 
women within the games industry. With regard to this, the study adopts the epistemological 
positions of interpretivism, i.e. the theoretical perspective proposing that reality is subjective 
and dependent on its context (Bryman & Bell, 2011; Denzin & Lincoln, 2011). Hence, social 
reality is shaped by our own perceptions, as data and fact are constructions or results of 
interpretation (Alvesson & Sköldberg, 2009). 
 
With regard to this positioning, it is important to contextualize the idea of interpretation. 
According to Alvesson (2001), interpretation is the ascription of structure and meaning to 
what we perceive and seek to develop an understanding of. He argues that we routinely 
interpret the world around us as well as ourselves, to make these perceptions comprehensible 
and manageable. This study adopts Alvesson’s (2001) approach, i.e. throughout the study 
interpretation helps us to understand the underlying meaning of a phenomenon in different 
contexts.  
  
Moreover, a qualitative approach has been used, which rely more on language and the 
interpretation of its meaning compared to a quantitative approach. Data collection tends to 
involve close human involvement and a creative process of theory development rather than 
testing (Walliman, 2006). This study is influenced by the methodology of grounded theory, 
pioneered by Barney Glaser and Anselm Strauss in 1967 (Glaser & Strauss, 1967). Grounded 
Theory is known preliminary for its inductive approach, i.e. reasoning starts from the specific 
observation and derives general conclusion from them (Walliman, 2006). Hence, the 
inductive strategy of linking data and theory is typically associated with a qualitative research 
approach (Bryman & Bell, 2011). 

3.2 A	  Case	  Study	  Research	  	  
The study has been conducted by the use of a case study methodology with the aim to get an 
in-depth understanding of a single real-life phenomenon (Collis & Hussey, 2009; Yin, 2009). 
This methodology provides detailed information to present the complete story (Neale et al., 
2006) and favors the collection of data in its natural settings, rather than relaying on derived 
data (Bromley, 1986 cited in Yin, 2012). The case study has been conducted at a company 
within the games industry, referred to as the Case Study Company (hereafter CSC). 
 
When using the case study methodology, it is usual to only examine a certain group of 
workers or business (Collis & Hussey, 2009). In this study, only the game production group 
has been examined. This includes employees working direct and indirect (i.e. employees that 
contribute in making the games playable) with the game development. As the presented data 
reveal, the representation of women is particularly low within this group, why this group is 
especially interesting to investigate. In terms of the CSC, the game production group includes 
two business areas; Game Studios and Engineering & Technology. 
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3.2.1 Preliminary	  Investigation	  
In order to increase familiarity within the context of this study (GE in general and the games 
industry), a preliminary investigation was carried out from a variety of different activities 
(Collis & Hussey, 2009). The aim was to make preliminary decision about what would be 
emphasized throughout the study (Suter, 2012) i.e. what aspects of GE and the games industry 
intended to be considered within this research.  
 
First, a number of knowledgeable people formed a panel of experts. The panel consisted of 
both externals experts (i.e. experts on GE and/or the games industry) as well as internals 
(employees at the CSC). These people were selected with respect to their areas of expertise, 
which somehow contributed important knowledge to the study, i.e. specialists within the 
games industry, experts on GE and employees from the CSC. Unstructured, individual 
interviews with an informal character were conducted to get an overall understanding of the 
field of study (Bryman & Bell, 2011). These interviews gave room to questions and concerns 
regarding any issues or challenges within each area. All participants were contacted through 
email (including a brief description of the background to the study) and the interviews 
averaged about one hour. In total, ten people participated in the panel, whereas three were 
experienced people from the games industry, four were experts within GE, and three persons 
were internals (i.e. employees at the CSC). All interviews were held in different locations, 
depending on the interviewee's preferences. 
 
Second, two major events were attended, which were considered currently interesting and 
important for the study. The first one was TechEq, a project initiated by a number of 
companies in order to increase the number of women within the IT-industry. The second was 
the Gender Equality Week at KTH. This week involved speakers and motivators within the 
field of GE and the labor market, with the aim to raise the awareness of GE at KTH. Finally, 
the CSC’s introduction week was attended to get an insight into the company. The week 
included presentations, workshops and team buildings. 
 
By using this panel in combination with the two major events and the introduction week, a 
deep understanding for the research area and a broad view of the issue was reached, which is 
an essential phase when using the case study methodology (Yin, 2009). Some researchers 
believe that it is best to keep the mind free from any prior beliefs at this stage (Collis & 
Hussey, 2009), however the preliminary investigation was considered necessary for this 
research due to the very limited knowledge in this topic from the past. Moreover, this 
facilitated the process of designing the interview guide and ensured the relevance to the 
chosen topic. 

3.3 In-‐depth,	  Semi-‐structured	  Interviews	  
In order to understand the experiences and attitudes of women within the games industry, the 
perceptions among women working in the industry is of interest. Hence, in-depth interviews 
were conducted in order to reach a deep analysis through asking questions about how the 
participants do, think or feel (Collis & Hussey, 2009). In this study, all interviewees were 
women and the interviews revolved around their experiences and attitudes towards the games 
industry. 
 
Individual, semi-structured interviews were used to collect data from the selected 
interviewees. It is one of the most widely used methods in qualitative research (Ritchie & 
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Lewis, 2003) and an appropriate method to develop an understanding for the respondent; her 
basis for opinions or beliefs (Easterby-Smith, Thorpe & Lowe, 1991; Kvale & Brinkmann, 
2013; Rubin, H. J. & Rubin, I. S., 2012). A key feature of individual interviews is their ability 
to provide a detailed investigation for a deep understanding of the person’s individual 
perspective in a personal context within the research area (Ritchie & Lewis, 2003), i.e. the 
experiences of female game workers. Furthermore, semi-structured interviews allow the 
interviewer to ask follow-up questions during the interview if necessary (Bryman & Bell, 
2011), which was considered useful for this study. 
	  
The interviewees were selected from the CSC. In total, seventeen women were interviewed, 
which, as a role of thumb is a suitable number of participants needed for this type of study 
(Brinkmann, 2013; Kvale & Brinkmann, 2013) and an amount of interviewees considered as 
appropriate due to the aim and scope of the this study. The selection of interviewees was done 
with help from the company supervisor of this thesis. She also provided necessary contact 
information to the participants, whereupon all interviewees were contacted and invited for an 
interview via email. The interviews averaged about one hour and took place at the company´s 
office. All interviews were recorded upon the agreement from all respondents, along with 
note taking, and both authors of this thesis were present during all interviews. 
 
Overall, individual, semi-structured interview is a method particularly well suited for 
understanding the meaning of a deeply rooted phenomena (Kvale & Brinkmann, 2013; 
Ritchie & Lewis, 2003). Although this method is sometimes criticized for being time 
consuming (Collis & Hussey, 2009), the advantages overhead and individual, semi-structured 
interviews were considered appropriate for this study.  

3.3.1 Pilot	  Study	  	  
A pilot study was conducted with at small number of participants to try out the interview 
design (Seidman, 2006). The aim was to ensure the interview questions were easily 
understood and reasonable, answered as planned and that the interview where performed on 
time (one hour). Three external persons participated in the first pilot run. 
 
A second pilot test was run with two employees at the CSC, to validate the interview guide in 
its real context and avoid any provocative or objectionable questions. As gender issues in one 
way might be considered as a sensitive topic, this second pilot test was considered necessary. 
Moreover, this allowed room for thoughts and reflection, which lead to minor changes based 
on the pilot experience (Seidman, 2006).  

3.4 Selection	  of	  Interviewees	  
As stated above, seventeen women participated in the interview series. The participants were 
selected based on their relation to the study, thus only women within the game production 
group were interviewed. In order to ensure this sample would exemplify the population (i.e. 
all women in the Swedish organization of the case study), a suitable method to filter these out 
assisted the process. 
 
Hence, to achieve representativeness, stratified sampling was used to select interviewees 
(Dattalo, 2008) and the sample frame was divided into four groups; role within the 
organization, period of employment, level within the company and origin. The first group, role 
within the organization, consists of three subgroups; Creative, Technical and Product 
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Management. Period of employment was divided into three subgroups; 0-1 year, 1-2 years 
and 2+ years. There are nine levels of seniority within the CSC throughout all business areas 
but to ensure anonymity of the interviewees, the levels were divided into three subgroups; 
lower, middle and upper. Finally, origin was divided into two subgroups; Swedish and non-
Swedish. By using stratified sampling, a good spread of respondents was achieved. A 
summary of the interviewees' characteristic can be seen in table 2 below. 
	  
Table	  2.	  Characteristics	  of	  interviewees	  

 Characteristics No. of women 

Role within the 
Organization 

Creative 8 

17 Technical 6 

Product Management 3 

Period of 
employment 

0-1 years 5 

17 1-2 years 7 

2+ years 5 

Level within the 
company 

Lower 10 

17 Middle 7 

Upper 0 

Origin 
Swedish 13 

17 
Non-Swedish 4 

	  
As illustrated above, this method ensured sample representativeness of the population. For 
this aim, the separation between groups was considered appropriate and necessary for the 
desired distribution of participants. However, these groups are not examined with a 
comparative approach, i.e. no comparison is made between the groups. In order to maintain 
anonymity of the participants, the answers from the interviews were not possible to 
categorize. If such distinction had been made, this would plausible have enabled the reader to 
link answers and individuals. Hence, in order to ensure anonymity, these women are, as a 
group, studied as a sample drawn from the population in order to represent female employees 
at the CSC and the results shall therefor not be considered as a comparison between the 
different groups. 

3.5 Designing	  the	  Interview	  Guide	  
The interview guide was created using the theoretical framework, the preliminary 
investigation and other surveys examining gender issues in order to ensure that all fields were 
discussed. The literature review and the preliminary investigation provided the necessary 
background to create the main questions (Rubin, H. J. & Rubin, I. S., 2012), i.e. the themes to 
be addressed during the interviews and some of the major questions. In addition, previous 
surveys regarding GE were used (SOU, 2003; Wahl, 1992) as inspiration and to create the 
supplementary questions in its real context.  
 
The format of the interview guide in this thesis was structured around a number of themes, 
including a number of standard questions with an open end, and was designed to be flexible in 
order to allow the interviewee to talk freely around the subject. This gained maximum 
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information from the respondent and ensured the quality of the interview, by allowing the 
interviewees to answer in their own way (Kvale & Brinkmann, 2013; Yin, 2012) and asking 
questions that required the participants to elaborate on their initial statements (Collis & 
Hussey, 2009; Rubin, H. J. & Rubin, I. S., 2012). All questions were asked in an appropriate 
language, i.e. by using terminology and vocabulary suitable for the women who were 
interviewed (Rubin, H. J. & Rubin, I. S., 2012) and double-barreled questions were avoided 
(Bryman & Bell, 2011). 
 
The interviews were carried out in Swedish or English, depending on the respondents’ native 
tongue. Thus, although this thesis is written in English, Swedish were used if the interviewee 
was Swedish, since this assured a greater comprehension between the parties and allowed the 
respondent’s answer to be more detailed and accurate. Any citations or quotes in Swedish 
used in this thesis were translated to English by the authors. With regard to this, there is a risk 
that the translation has altered the meaning of the quotas. However, the translation has, to the 
best of our ability, been carried out accurately to avoid misinterpreted. Moreover, on the 
occasion of the focus of this study, where GE in some way can be considered as a sensitive 
topic, the questions were designed in a way that are non-threatening to the responders and 
lead up to the most disputed questions in the end (Lee, 1999). A sample interview guide can 
be found in both English and Swedish in appendix I and II. 

3.6 Data	  Analysis	  
Information gathered through interviews was analyzed qualitatively, aiming to search for 
patterns and relationships to improve understanding and expand knowledge (Neuman, 2011). 
Mainly, coding was used a key process, a toolset that has long been used for data analysis 
(Kvale & Brinkmann, 2013). However, unlike quantitative data analysis, the analysis of 
qualitative data is an ongoing process while collecting data rather than a distinct final stage of 
research (Neuman, 2011; Saldana, 2013) and consist very few well-established and clear-cut 
rules (Bryman & Bell, 2011). For this reason, the selected coding method in this thesis 
(described below) was considered as a broad guideline about how to handle the data (Bryman 
& Bell, 2011). 
 
Hence, for the data analysis, influences were taken from the three levels of coding suggested 
by Coffey and Atkinson (1996). These levels include different degree of complexity and 
analytical nature. The first coding level is very basic and unlikely to get us far from analytical 
vantage point; it could be in terms of liking or disliking. In the second level, the language that 
the interviewee uses is reflected and this level comprises much more awareness of the content 
of what is said. Finally, the third level moves towards a broad analytic theme, hence slightly 
away from a close association with what the respondent says. (Coffey & Atkinson, 1996) 
 
In a similar vein, Saldana (2013) describes a codes-to-theory streamlined model, including 
three stages of coding. In this model, the process moved from codes to categories to themes, 
and further in to theory (Saldana, 2013). Hence, through the influences of both Coffey and 
Atkinson (1996) and Saldana (2013), an example of the data analysis process for this study is 
illustrated in figure 1 (see the next page). 
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Figure	  1.	  Illustration	  of	  the	  data	  analysis	  process	  (note;	  the	  quotes	  have	  been	  suited	  for	  this	  figure).	  

In many respects, qualitative data analysis is far more challenging than quantitative data 
analysis. Unlike quantitative analysis, where the data is in form of numbers and thus have 
mathematical properties that allow statistical procedures, qualitative data required more effort 
to read and reread (Neuman, 2011). Due to the high level of reflection and analytical 
requirements, qualitative data analysis is often questioned to be time-consuming and labor-
intense (Neuman, 2011).  
 
Aware of these challenges, god planning has been essential for conducting this analysis. The 
analysis has been an ongoing iterative process, and has mainly been carried out manually. 
However, despite these challenges, this method was considered to be crucial for a good 
analysis of the data collected. As highlighted in Suter (2012):  
 

“Qualitative data analysis is not intended to generalize to a larger population in the same 
sense that a statistically analyzed large-scale survey would. The generalization often sought 

is the generalization of ideas so that they can be applied in many contexts.”  
(Suter, 2012, p. 353) 

 
In this sense, relying on the wise words above, qualitative data analysis in terms of coding 
was the most suitable method for the purpose of this study.  

3.7 Role	  of	  the	  Researcher	  
Bryman and Bell (2011) discuss the role of the researcher and relate to how the researchers 
own values should be taken in consideration. One could argue that the researchers should be 
“value free and objective in their research” (Bryman & Bell, 2011, p. 29-30), but there is an 
increasing awareness that it can be hard to keep ones values from the research. It can 
influence choices throughout a whole research e.g. when choosing the topic, formulating the 
research question and when analyzing the data, especially in a qualitative study (Bryman & 
Bell, 2011). Hence, the role of the researcher may be understood as a way of seeing and 

Code	
 Cathegory	
 Theme	
 Theory	


Glass ceiling	

Women suffer 

disadvantages in 
upward mobility	


Difficulties reaching 
the top	


"It is a very poor 
development potential 

for women"	


"Such roles are 
recruited in a different 

way"	


Less responsibility 
and less complex 

tasks	


"They only ask the 
guys in the group"	


"I was passed by for 
quite sometime"	
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thinking about the world. Alvesson (2001) uses a metaphor to describe it; a lens to use at the 
observation, rather than a direct reflection of an objective reality. Moreover, with regard to 
Bryman and Bell (2011) and Alvesson (2001), this study will not be free from individual 
values, however there is a high level of self-awareness regarding accompanying values and 
biases throughout the process. 

3.8 Limitations	  and	  Delimitations	  
The scope of this study includes an investigation of the attitudes and experiences of female 
game workers for a master thesis at KTH during spring 2014. According to the research itself, 
there have been limitations in terms of time. The course had the decided frame of 30 credits, 
equivalent to 20 weeks full-time work.  
 
Since this study has taken a women's perspective, the investigation was delimitated to 
studying women’s experiences and attitudes. Moreover, the study was delimited to the 
Swedish market and thus only the Swedish organization of the CSC was investigated.  When 
looking at the experiences and attitudes of female game workers focus was put on the roles 
within production and not any other role, such as Human Resources or Administration. 
Finally, this study include research and relevant information about equality with a focus on 
gender, thus it does not include diversity regarding race, religion, ethnicity or age.  

3.9 Ethical	  Approach	  
One aspect of an ethical approach is the consent between the researcher/researchers and the 
participants (Bryman & Bell, 2011). According to Bryman and Bell (2011), the participants 
should be given the appropriate amount of information before their involvement to be able to 
decide whether they want to participate in the study or not. This has been taken in 
consideration, why the partakers before their interview have been given information about the 
aim of the study. Moreover, all interviewees were informed that their involvement would be 
processed anonymously, both towards the CSC as well as throughout the report. Additionally, 
all participants had to give their approval on the matter of being voice recorded, which also is 
of critical matter (Bryman & Bell, 2011).  
 
Even when an informed consent has been reached the researchers do not have the right to 
invade a persons privacy, which can occur during e.g. interviews and if it does, one should 
respect the participant who might not want to answer the question (Bryman & Bell, 2011). 
The situation did not occur during the study but the awareness that it possibly could, did.  
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4 Result	  &	  Analysis	  
In	   this	   chapter,	   the	   CSC	   will	   be	   presented	   followed	   by	   the	   result	   from	   the	   17	   in-‐depth	  
interviews	   conducted	   along	  with	   an	   analysis	   with	   support	   from	   the	   presented	   theory	   in	  
chapter	   2.	   To	   ease	   the	   understanding	  and	   to	   support	   the	   result	   and	   the	   analysis,	   quotes	  
from	  the	  interviews	  are	  presented	  throughout	  the	  whole	  chapter.	  
 

4.1 The	  Case	  Study	  Company	  
The following information about the CSC has been collected trough observations and internal 
documents from the CSC. 
 
The CSC is a Swedish company, founded in the beginning of 20th century.  The core business 
is casual games, i.e. small simple games, targeted to a mass audience and played on 
smartphones, tablets or computers. The majority of the users are women between the ages of 
25-45 years. Since the company produces casual games, it differs from the traditional 
companies producing AAA games. Hence, this company is not associated with long hours, 
employment precarity and the geek-hacker culture (cf. Haines, 2004; Newbery, 2013; Prescott 
& Bogg, 2014). Further, the company does not seem to have a high level of employee 
turnover and are keen of its staff. The latter is expressed trough various benefits for the 
employees, e.g. smaller benefits such as free breakfasts several times of the week, Friday 
beers’ etc. and more comprehensive benefits such as bonuses, encouraging parental leave, a 
range of courses to attend etc. Overall, the CSC has reached a high level of employee 
satisfaction, which has been proven trough several employee satisfactions surveys. 
 
During the past two years, the company has undergone a rapidly growth, from 150 employees 
to almost 900 employees globally. The majority of the employees are placed in Sweden, 
where the company has four offices with a total of 360 employees. Due to this spectacular 
growth of the company, there is not a clear organizational structure. However, the game 
production (i.e. the major part of the company), resemble a matrix organization. 
 
The company has an equality policy, which HR together with the GM of Sweden has 
developed. The policy has not been communicated throughout the company, and an updated 
version will be communicated during the summer of 2014. The responsibility for an equal 
workplace is managed globally from one of their offices outside of Sweden where the 
majority of executives are located. 

4.1.1 Gender	  Participation	  
To get an understanding of today’s situation at the CSC, tables are presented with the data of 
business areas and levels in terms of amount of people divided by gender. Table 3 below 
represents the Swedish organization (The case study company, 2014). The study includes an 
investigation of the following business areas; Game Studios and Engineering & Technology 
but to be able to present an overall picture, all the business areas within the company are 
presented. Table 3 (see the next page) illustrated the amount of employees at each business 
area within the company divided by gender. 
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Table	  3.	  Gender	  Participation	  by	  Business	  Area	  
 

 
As the table 3 shows, the highest proportion of women can be found within Human Resources 
and the lowest within Engineering and Technology (apart from Platform Partnerships that 
only comprises one person). In total, women represent 22 per cent of the Swedish workforce, 
which is significantly higher compared to the games industry as a whole where women 
represent only 15 per cent of the workforce. In table 4, the amount of employees at each level 
within the company divided by gender is presented, both for 2013 and for 2014. 

 
Table	  4.	  Year	  on	  Year	  Gender	  Participation	  Change	  by	  Level	  
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In table 4, level H is the lowest level, and level C is the highest. As table 4 shows, the 
proportion of women decreases as the seniority increases, i.e. there is a higher proportion of 
women within the lower levels, and lower proportion of women within higher levels. As the 
table illustrates, there are no women at the highest levels within the Swedish organization (N, 
VP & C). However, there are women on these levels in the global organization. With regard 
to this study, all women interviewed has been divided into three different levels (lower, 
middle and upper), see section 3.4. Thus, the lower level includes H-J, the middle level 
includes K-M and the upper level includes N-C. As discussed earlier, this was considered 
necessary to maintain anonymity of the participants. 
 
In table 5 below, table 3 and 4 has been merge for the business areas: Game Studios and 
Engineering & Technology, since these are the business areas we have examined. 

 
Table	  5.	  Amount	  of	  employees	  at	  each	  business	  area	  and	  level	  divided	  by	  gender	  

 
Level No. of women No. of men 

Proportion of 
women 

Game Studios 

Lower (H-J) 30 79 27,5 % 

Middle (K-M) 11 96 10,3 % 

Upper (N-C) - 7 0 % 

Engineering & 
Technology 

Lower (H-J) 5 30 14,3 % 

Middle (K-M) 5 39 11,4 % 

Upper (N-C) - 4 0 % 

 
As table 5 shows, the amount of women is low within both the business areas we have 
investigated and that the proportion of women decreases within the higher levels. 

4.2 The	  Company	  from	  the	  Women’s	  Perspective	  
Judging by the interviews, women described a very positive image of the CSC. When asking 
the women what is the best thing about working with games, most of them answered very 
simply – the people. They described their colleagues as talented, friendly, ambitious, creative 
and fun, and often with a large doze of humor: 
 
“Then I think that competent people are really fun to work with and you notice when you are 

in other industries that it is pretty smart people working at [the CSC].”  
(Interview no. 18) 

 
“I think it is the people you get to work with you know, because some of our programmers and 

engineers could be working at NASA. Like they are super super smart people and they just 
chose to take a peak hike and work in games because they are really passionate about 

working in games. And some of our artists are so talented and they are here and you get to 
like work with all of these amazing smart, funny, creative people.” (Interview no. 14) 

 
“To work with bright people.” (Interview no. 10) 

 
“It is the atmosphere, that it is incredible great employees, people within games in general 
are very kind so one can work with games only because it is such a pleasant environment. I 
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would say, that is one side of it, what you work with is creative. […] There are both good and 
bad game companies but yeah in general the employees are incredible, they are very 

interested and driven so if you compare the games industry to other companies I have worked 
for, it is easier with game companies because everyone who is there generally want to work.” 

(Interview no. 7) 
 

“Now in retrospect I would say the people and that everyone enjoy their job. Everyone is very 
nice, they enjoy their job and yeah everyone want the same thing, work with games.” 

(Interview no. 11) 
 

Another significant common denominator was the passion for games. Almost everyone 
expressed their love for games, either as an interest and hobby, or as a product to develop and 
work with. Basically, these women can be divided into two groups; love for game and love for 
developing games. Often, these are related in some way, however all women belonged to at 
least one of these groups:  
 

"I have played games, always, so…I like games." (Interview no. 1) 
 

“As a kid I really liked games. Like, I started with a Nintendo and just went on from there. 
When I was in high school I already knew I wanted to be in video games so…it seemed right 

for me to give it a go.” (Interview no. 4) 
 

“I am a gamer, I have played games since I could walk.” (Interview no. 13) 
 

“It is a blast to get to do things that others think is fun, plus that it is often stimulating and 
challenging tasks you get as well.” (Interview no. 9) 

 
“I like how creative and forth thinking the games industry is. […] You want to be head of the 
trend, you want to be head of the curve and that is something I find very exiting. I really like 

the idea of being part of a company that is ground breaking in which we define the rules, 
because we are doing things that other people haven’t done before and I really love the 

creative side.” (Interview no. 17) 
 
When asking the women what might make them change industry, several answered this was 
very unlikely to happen. With regard to their passion and love for games, many of them could 
not see themselves changing in the near future: 
 

“If I become allergic to electricity maybe.” (Interview no. 19) 
 

“Oh, I don’t know if that would be possible. I am… games, that is how it should be for me. 
Otherwise, no I can not think of any other industry. Not now anyhow, maybe in 30-40 years.” 

(Interview no. 15) 
 
However, some women were not as convinced they would stay forever. Many of them 
expressed a closely link to their individual potential of development: 
 

“It would be if…if it becomes that I only sit and to the same thing day out and day in, have 
nothing to say about anything, just sits and draws bushes for a year. If I don’t get any 

challenges in my work, or if it only gets boring, you want to find something that is 
challenging.” (Interview no. 13) 
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“I want to have a successful career. I don’t see myself as being tied to the games industry for 
my love of the product even though I do love the product. I would see it more as, if it was an 
opportunity that came up that I knew was going to progress me as a person. That would be 
my focus rather than needing to work with games because that is all I wanted to do in life.” 

(Interview no. 17) 
 
When asking the women to describe the culture of the company, several portrayed a very 
friendly environment with an open attitude in which it was permissible to ask for help: 
 
“A setting that we are all here to learn together. Not a ‘know-all type of person’ anywhere so 

you don’t dear to question or ask for help, because everyone needs to ask for help 
sometimes.” (Interview no. 19) 

 
“It is an open attitude and there is a lot of jokes and overall just a good atmosphere. If you 
need help with something, you can just knock someone on the shoulder and ask.” (Interview 

no. 13) 
 

“It is really easy to ask for help. It has always been like that, it is really like that at [the CSC]. 
Everyone can talk to everyone and you can ask anybody for help or yeah, if it is within the 

right subject or what you can say.” (Interview no. 15) 
 
It appeared that many women experienced this company as very different from other 
companies in the industry, referred to as AAA companies. From their response, this company 
had less crunch-time, less tough stance and was less sexist than many other companies within 
the industry (cf. Deuze, Martin & Christian, 2007; Haines, 2004; Pham, 2008; Prescott & 
Bogg, 2011a, 2014). Overall, many of them held a belief that they, as a woman, were more 
equally treated and respected in this company compared to many other workplaces, which 
contributed to their choice of employer. 
 
Nevertheless, with regard to the company's growth in recent years, many of them described 
the company as moving towards a more corporate culture. As expressed throughout the 
interviews, women mainly experienced negatively consequence, due to a rougher attitude and 
more focus on performance and results: 
 

“[The CSC] has become much bigger so you don’t recognize everyone that passes by. It is 
more talk about numbers and gains. Other focus than when I started here. Then it was a little 

bit more freer way of working, now it is a bit more organized.” (Interview no, 11) 
 

“It has becomes a bit sharper elbows and things like that, but I don’t think you can get away 
from that. It isn’t unique for any organization, if you go from being a total of 70-80 persons to 

over 900, I mean something must happen with the culture.” (Interview no. 9) 
 

“There is a very permissive attitude, you can have a personal life, you have to. For example I 
know those who have kids really appreciate that you can leave at 3pm if you start at 7am, 

flexible hours, again that you care about your employees. Now it is not quite like that 
anymore, the latest games we released forced people to work over time, there is a very 

different expectation now as a result of the IPO.” (Interview no. 18) 
 

Overall, the interviewees had a positive image of the company and thought it was a fun 
environment with driven people. They also expressed the ease to ask their colleagues for help 
when needed. The majority of the women declared their love for games why they found it 
hard to imagine working in another industry. However, many of them described a change in 
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the culture lately as a negative aspect due to the fact that the CSC has grown rapidly the last 
two years. 

4.3 Positive	  and	  Negative	  Implications	  of	  the	  Minority	  Effects	  
The token status of the women interviewed was supported through our finding, as in line with 
Kanter (1977). The majority of the women interviewed were in minority within their group, 
and many of them were the only female within their work group. However, our findings 
reveal this lead to both negative and positive implications: 
 
"In the working world generally, being female is a double edge sword. Sometimes it can be a 
huge advantage and sometimes it can be less of an advantage […] but I feel much more at an 

advantage being in Sweden." (Interview no. 17) 
 
Several women reported dissatisfaction of gaining unwanted attention. For example, women 
are often pushed forward in various promotional events, in order to make female game 
workers more visible: 
 
“[The CSC] like to push women forward if there is a photographer or something like that and 

it feels like a disadvantage rather than an advantage.” 
(Interview no. 1) 

 
“Not really apart from things like, I had to do like an advert and they made me do it and I was 

like ‘why me?’. But then I realized they basically picked all the girls and a couple of guys, 
which made it equal in girls and guys. So there are things like that but I wouldn’t say that was 

a good thing cause that was awful.” (Interview no. 12) 
 
This finding seems to support Kanter (1977), who argues that a token person experiences high 
visibility as a negative aspect of the token status. Though, many women experiences this 
phenomena as positive, i.e. a privilege to participate in various events, which they might not 
had been given an opportunity as a man: 
 
“You get more attention just because you happens to be a girl. If the media comes here, they 

[the CSC] like me to talk to them etc. because they want to show that women work here.” 
(Interview no. 19) 

 
“You are more visible and perhaps if there are events or something, they ask if the girl want 
to go and talk because it is cool that you are a girl who works [within the games industry]. 

So, a lot of that stuff.” (Interview no. 13) 
 

In a more general context, several women expressed an overall advantage of being a woman, 
in terms of uniqueness and attention: 
 

"I think it is good for me that I am the only girl in my team, then it is easier for me to get 
attention for my work." (Interview no. 16) 

 
This rather supports Newbery (2013) and Wahl (2003), indicating women see the advantages 
of being a minority in terms of standing out of the crowd and increased recognition.  
 
The token status in terms of networking seems to have multiple implications. As Newbery 
(2013) revealed, the token status of women is considered an advantage in an industry where 
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networking and recognition is a crucial factor. Judging by the quotes above, this seems to be 
supported by our findings. Several women experienced that, thanks to their uniqueness of 
being a woman in minority, they were recognized and offered participations in various 
contexts.  Thus, this proves the results from Newbery (2013). However, our findings also 
revealed that some women experienced disadvantages in terms of being a token person and 
thus not part of existing (informal) networks. Some women mentioned that they sometimes 
were forgotten or not counted as a member of the team, because they were not a part of the 
male network that their colleagues shared. This resulted in missing out on information or 
important decision: 
 

“Sometimes I feel that I don’t get the same information as everyone else […] and I don’t 
know if it is because I’m a women, if it is because our team is smaller than the others, or if 

someone is incompetent and miss to do so.” (Interview no. 6) 
 

”You might have been invited to more meetings, and take more decisions and things, 
automatically, if you were a man." (Interview no.8) 

 
Our findings do not reveal any support for the polarization effect suggested by Kanter (1977), 
i.e. there were no evidence for exaggerated differences between the dominant group and the 
tokens. However, several women expressed their fear of this happening. They argue that there 
is a risk to draw attention to gender issues, and thus highlight the differences between men 
and women and separate the groups:  

 
“I am not interested in that. I don’t think it’s good to lump together like that. I think you 

should strive to see people as individuals and not by gender, and if you create a group it isn’t 
really like that. If there are women who wants a girl club, they can have it but I don’t want to 

be a part of it.” (Interview no. 10) 
 
Neither did our study provide evidence for the assimilation effect, also suggested by Kanter 
(1977), i.e. no results revealed that women were forced into stereotypical notions of female 
game workers. Contrariwise, they claimed the characteristic of all individuals is that they are 
unique: 

 
“All of us are odd, whether you are male or female, everyone is incredibly individual. That is 
probably what characterizes a developer in the games industry. Everyone is so crazy unique 

and that is what is not unique with us.” (Interview no. 9) 
 
While these responses highlight the uniqueness of individuals, some women expressed a 
doubt whether they have always been as they are, or if they actually have changed as a person 
because of the environmental circumstances. Perhaps they have not embraced a stereotypical 
role, yet adapted to fit into the group: 
 
“I wonder if the games industry has evolved and become better in that matter [being yourself] 

or if it me who has adapted in some way. It’s actually very difficult to answer.” 
(Interview no. 19) 

  
Moreover, some women expressed the downside of a male-dominated workplace in terms of 
working environment. However, it should be pointed out that these examples derive mostly 
from stories regarding other companies, i.e. not incidents from the CSC. One woman 
described it as following: 
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“It’s a huge difference [between the CSC and other companies within the games industry], so 
I would say the fewer women at the workplace, the poorer workplace in general. Here [at the 
CSC] we have women everywhere even though they aren’t within the technical organization, 
there are women in the house. I have been in places were there are 200 persons and maybe 
10 are women, so I think that can be a bit hard. It can be testosterone stint, it can be alpha 

males behavior, although they don’t think about it themselves, there are always certain 
persons in control.” (Interview no. 7) 

 
However, our findings did not reveal support for Simpson (2000), who suggests that the 
gender imbalance creates a hostile working environment for women. Neither did we find any 
support for Collinson, M. and Collinson, D., (1996), who argues that sexual harassment tend 
to be more prevalent in male-dominated occupations. Nevertheless, these negative aspects of 
a male-dominated workplace, as the quota above states, might be one of the reasons to why 
women do not like male-dominated environments (cf. Haines, 2004). 
 
Moreover, this study does not reveal any clear findings regarding whereas the token status is 
more beneficial to men than women. However, according to the findings presented above, 
there are indications that this might be true. As the study reveals, women experiences 
negative consequences as a token person (e.g. unwanted attention and exclusion from 
important decisions and information). There were no indications that this would be beneficial 
to their career prospects (except from participations in fun events), which thus is a direct 
contradiction to the glass escalator phenomena (cf. Hultin, 2003; Williams, 1992) and 
previous research suggesting the token status as an advantage (cf. Hultin, 2003; Prescott & 
Bogg, 2011a). 
 
Additionally, some women also hinted that not only gender, but this in conjunction with their 
age affected how they were treated. A few women expressed that the combination of being 
young and female was particularly unfavorable to them: 
 
"The most difficult…it is probably to be young and female in a male-dominated industry… get 

into a business when you are around twenty and try to get your opinions heard, and that 
people trust you, when you are young and female, that you know your stuff, even though you 

are young and female." (Interview no. 7) 
 
Another women talked about an incident where she had been treated badly by a colleague: 

 
"That's when I felt like…the respect?! and only because I am a women and I am young." 

(Interview no. 16) 
 
To conclude, the token status of women within this organization seems to be reflected in both 
positive and negative implications. Several women appreciate the opportunity of participating 
in different kinds of events, an advantage of being a woman in minority. Neither did they feel 
forced into a stereotypical notion, nor suffer from a hostile environment (cf. Kanter, 1977; 
Simpson, 2000). However, as our findings reveal, women do suffer unwanted attention and 
exclusion from important decisions and information.  
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4.4 Implications	  of	  the	  Glass	  House	  Perspective	  
Our findings from the CSC, presented below, support Newbery (2013); the games industry 
can be described trough the metaphor of a glass house. Women are disadvantaged due to a 
stereotypical image of technical skills as a masculine trait (i.e. a glass front door), the 
presence of women are restricted to certain occupations (i.e. glass walls) and there is a lack of 
women at senior levels (i.e. a glass ceiling). 
 
First the findings of a glass front door will be presented, then the glass walls and finally the 
glass ceiling. 

4.4.1 The	  Glass	  Front	  Door:	  The	  implications	  of	  Gender	  Stereotyping	  
From the findings revealed throughout the interviews, women did not experience a barrier for 
entering the industry due to the fierce competition as suggested by Dataspelsbranschen 
(2014). Instead, many felt that there was a desire from the industry to hire more women. 
However, it should be pointed out that all interviewees are employees within the industry, 
why the result might had differ if the interviewees had been women who did not succeed to 
enter the industry. Nevertheless, it appears that many women have chosen this particular 
company due to the friendly culture and good working conditions (see section 4.2). Hence, it 
seems to be a stereotypical image of the games industry in general, preventing women from 
entering (cf. Haines, 2004; Prescott & Bogg, 2014). 
 
This stereotypical image also seems to characterize the industry from within. When entering 
the games industry, women seem to face a common belief; technical skills are male traits. 
This is evidenced within this company as well, due to the fact women experiences that their 
male colleagues have lower expectation of them. Women’s competence is denied, which 
creates a barrier for in the workplace. For example, several women had experienced occasions 
when their male peers had been positive surprised of their skills and several women explained 
that they often get contested and have to motivate to others why they think the way they do: 
 
“…they [male colleagues] went like ‘Did you do that?’ And I was like yeah, it is just typing, it 

is not that hard, using your brain for 10 minutes.” (Interview no. 12) 
 

“…there is still always that I have to justify why I think as I do, and it is for other occupations 
when you tell them something, say marketing or other departments. You sometimes have to 
justify it very much and it will maybe be another developer coming by who is a guy and say 
‘yes she is right why are you arguing?’, ‘Oh sorry’, and then it is okay.” (Interview no. 9) 

 
"A strange image, that somehow you should know less or be less interested as a girl." 

(Interview no. 8) 
 

"It is hard to get people to understand that I am something else than an administrator. I have 
trouble getting it out there." (Interview no. 18) 

 
“To be able to justify your arguments, you often have to explain why you do things. So that I 

think, while those times I have worked with girls I have never needed to explain why, they 
understand anyway.” (Interview no. 7) 

 
In line with previous research, these findings indicates that women are seen as less technical 
than their male peers and that men have a higher confidence in other men than in women 
(Michie and Nelson, 2006; von Hellens et al., 1999). It also indicates support for Taylor 

Title	  shohreh	  
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(2010), who argues that women within male-dominated occupation receiving less support 
than men, however without examine the level of support men receive. The quotas reveal that 
technical competence is seen as a masculine trait (cf. Nosek, Banaji & Greenwald, 2002; 
Poster, 2013). Further, the findings also show that the some women think they have to work 
harder to prove themselves than their male peers. For example, one woman said: 

 
"I think maybe when I am in these groups, that are all guys, I feel like I have more to 

prove."(Interview no. 12) 
 

This does not seem to be unique for the CSC but a phenomenon in the industry as a whole: 
 
“Well I guess that you might have to prove a little extra, that you also actually can do it. That 
you’re not inferior or know less about anything because you are a girl. That is quite common 

sometimes.” (Interview no. 11) 
 
However, not all women had these experiences. Some of them claimed that there is no 
different in expectation regarding to gender: 
 

“Never and especially not at [the CSC] because I haven’t even been doubted on when I was 
new, as I thought I would.” (Interview no. 15) 

 
Overall, the finding shows that the majority of the women have experienced that their male 
colleagues, in some situations, have lower expectations of them because they are women, 
both in their own team as well as within other departments, e.g. marketing. This is not a 
specific phenomenon for the CSC but rather a phenomenon in the industry in general. 

4.4.2 The	  Glass	  Walls:	  Gendering	  Remains	  Judgmental	  
Not surprisingly, horizontal segregation is evident in our study. First, one can see the whole 
profession of game workers as a gendered occupation, first and foremost undertaken by men. 
Women on the other hand, mainly undertake the profession of HR, finance and marketing 
(see section 4.1). This is also confirmed throughout the interviews, where most women are 
one of few, or the only, female worker in their game team. In line with Miller et al. (2004), 
this implies that game development is a job performed by men, and thus viewed as male, 
supporting Prescott and Bogg (2014). 
 
Hence, as earlier research reveal, game development is a profession considered as masculine 
and gendered as a man's work (Acker 1994; Wahl & Linghag, 2013). However, all the women 
interviewed have in one way or another chosen this profession, despite this traditionally held 
view. For many women, it was the natural choice, thanks to their passion for games. Very few 
of them reported that they ever thought about the male-dominance as an issue. Instead, these 
women chose profession with respect to interest and willingness to work with games.  For 
some women, on the other hand, this was not an obvious choice. Several had never associated 
themselves as game workers, but came by change into this career path. For example, one 
woman declared: 
 
“I programmed for the first time when I was around ten years old, so the interest has always 

been there, but the thought that I could work with it had never occurred to me.”  
(Interview no. 19) 
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In line with earlier studies (Astin, 1984; Abrahamsson, 2002; Fisher, 2002; Poster, 2013), this 
finding suggest that perceptions developed in early age influences peoples expectations about 
what type of work are open to them, where technology and computing remain on the male 
side of the gender divide. It also supports Taylor (2010), who argues that GOS is imbued with 
meanings about the identity of a worker (i.e. these women could not identify themselves with 
the stereotypical image of a game developer). 
 
Moreover, according to Miller et al. (2004), GOS is one of the strongest factors for young 
people choice of carrier, and both girls and boys tend to prefer jobs suited to their own sex. 
Nevertheless, it should be pointed out that all of these women for various reasons have chosen 
to go against the flow. Are these women the exceptions that confirm the rule? Or is it contrary 
evidence to Miller et al. (2004)? Our findings do not allow a sufficiently comprehensive 
investigation of this, however judging by the number of women working in the industry, and 
especially what positions they hold, it seems like GOS do affect children's choice of 
profession in line with Miller et al. (2004). 
 
As suggested by e.g. Abrahamsson (2002) and Sundin (1998), gendering of professions 
includes an aspect of power, where men often are given higher status than women for what 
they do. Our study reveals findings in a similar vein, as some women expressed their work 
was valued differently compared to their male colleagues. For example, two women 
expressed: 
 
“…’but you are more as a coordinator’ and I become a coordinator rather than a driven and 

good project manager.” (Interview no. 18) 
 

“All the time, everything must always be justified by a dude and it shows. It has starting to 
annoy me lately.” (Interview no. 9) 

 
Hence, some women experienced the status accompanied the men (cf. Abrahamsson, 2002; 
Sundin, 1998; Wahl & Linghag, 2013). This is also significant when examining different 
levels within the organization, where men hold upper management positions, and thus higher 
status.  
 
Overall, the glass walls tend to exist due to the fact that men and women hold different 
occupations within the games industry and since the interviewees expressed how they were 
one of few, or the only, female worker in their teams. 

4.4.3 The	  Glass	  Ceiling:	  Women	  Unable	  to	  Reach	  the	  Top	  
Out of seventeen women interviewed, seven of them possessed middle level positions and ten 
of them at lower levels. However, no one of the women interviewed held upper management 
positions, due to the fact that there are no women at the higher levels of game production 
within the Swedish organization. Our findings revealed that a glass ceiling tend to exist, 
however these women did not declare it in the terms of the metaphor. 
 
The lack of women on upper management positions, and in general the movement of women 
to higher levels, may be constrained by the limited number of positions available at the high-
level positions. However, we noted that there was a barrier perceived by women towards 
reaching these positions. In line with earlier research, several women at middle management 
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level experienced career wise disadvantages in comparison to their male peers, i.e. negative 
discrimination in the workplace (Hultin, 2003). They found it difficult to reach higher 
position, which seems to support earlier research suggesting women face barriers that blocks 
their vertical mobility and promotion to upper management position (cf. Morrison et al., 
1994; Prescott & Bogg, 2014; Tai & Sims, 2005): 
 
“Yes, it happens all the time. That's the negative aspect, I think, it's a very poor development 

potential for women here right now.” (Interview no. 18) 
 

“Yes, how such roles [upper management] are filled. It is the same as in most companies, 
they are recruited in a different way.”  (Interview no. 9) 

 
Also the nature of the top management culture may impact the conditions for women to 
advance. Some women described the jargon among the top level of the company: 
 
”It is just their personalities, they are like boorish…kind of. And I have heard some talk, but 
it just like…I guess that is typical for managers, they are a little bit more like that, blocking 

and position themselves more than they want the company to do well." (Interview no. 1) 
 

“They [senior manager] are alpha males, a little bit boorish.” (Interview no. 6) 
 
In line with Singh and Vinnicombe (2004), this suggest a perception of management positions 
as an ‘elite group’, formed and composed by men. 
 
Moreover, not only does women seem to be prevented from reaching apex hierarchal 
positions within the organization, they also seems to suffer disadvantages on lower levels in 
varying degrees. Several women on lower levels expressed that they have been through times 
when they were given less responsibility and less complex tasks than their male colleagues, 
however they all claimed that they did not know if it was because they were women, or 
whether they might have been the least experienced member of the team: 
 
“If they ask if anyone want to take some responsibility for an area and they only asks the guys 
in the group, you get a bit ‘okay…’ but it can also depend on experience. That they maybe ask 
the more senior for just that task, I believe so. I actually think I am the only non senior in my 

team.” (Interview no. 2) 
 

"I felt that I was passed by for quite some time in the beginning, when there came a [work 
task]. It went to a guy who is not particularly good at it, or, at least worse. But I do not 

know…it may not be gender-based, it could also be that he has worked longer."  
(Interview no. 1) 

 
According to these findings, there seems to be situations were women feel disadvantaged and 
deselected. This might partly be due to the fact that they are women, however this can not be 
proved relaying on these quotas (cf. Morrison, White & Van Velsor, 1987). The findings of 
this study indicate both the occurrence of the traditional glass ceiling (i.e. an invincible barrier 
blocking women from reaching apex hierarchal positions within the organization), as well as 
proof of the more general approach of the metaphor (i.e. as a matter of degree to examining 
not only top positions but also upward job mobility in a more general case) (cf. Baxter & 
Wright, 2000; Lewis & Fagenson, 1995; Morrison, White & Van Velsor, 1987). 
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As presented in chapter 3.4, women hold few middle management positions and no upper 
management positions, and our findings reveal that they experience negative treatment among 
their male peers. However, in contrast to Prescott & Bogg (2011a) and Haines (2004), only a 
few women explicitly declared or related to the traditional concept of a glass ceiling. Thus, 
there is no evidence from our study supporting Newbery (2013) in terms of female game 
workers’ experiences of glass ceiling as the most common form of segregation within the 
games industry. Instead, our findings seems to rather support Tai and Sims (2005), who in 
their study suggested that the employees did not seem to notice the apparent glass ceiling, 
even though there are clear indications that the glass ceiling does exist. 
 
Overall, many women find it difficult to take a position on a higher level in the organization, 
due to the male dominance. As stated by Weeden and Grusky (2005), people within an 
occupation share things such as preferences and experiences. For this reason, many women 
consider themselves not able, or willing, to reach higher positions. Hence, supporting Linghag 
(2009), upper management positions seem to be gendered as masculine and lower positions as 
feminine (cf. Acker, 1999; Kanter, 1977). These findings reveal ongoing processes that 
created a norm of masculinities and femininities, in line with Acker (1990; 1999) and 
Gunnarsson et al. (2003).  
 
Our findings disclose GOS exist both horizontally (few women working with the game 
production as it is associated with masculinity) and vertically (concentrating women at lower 
levels), as suggested by Prescott & Bogg, 2011b). Hence, the concept of doing gender (West 
& Zimmerman, 1987) is as relevant today as three decades ago (cf. Acker, 2012; Prescott & 
Bogg, 2011b). Yet, in this relatively new industry, gendering of professions and task remain 
judgmental by expressing different status between men and women, thus contributing to 
sustained gender inequality. 

4.5 Women	  do	  have	  the	  Skills,	  but	  not	  the	  Social	  Capital	  
As presented earlier, there are no women in the upper levels within the CSC’s Swedish 
organization. This is generally in line with the rest of the world were women tend to be 
represented lower levels and men in higher (cf. Hoobler, Lemmon & Wayne, 2011; Virginia, 
1999). 
 
The majority of the interviewees described the CSC as an organization with flat structure 
without a clear way for advancement. The latter due to the fact that they did not know what 
roles were available or possible to reach since the requirements were unclear. Neither did they 
know what was expected of them: 
 

“I could be [a role on a higher level than today], and I then need to make decisions over 
people but it ends there. Then I wouldn’t have anywhere to go, it gets harder and harder.” 

(Interview no. 1) 
 

“I don’t really know, I just changed manager. My last one and I talked a little about it, but I 
am so crazy non-career oriented, I think more like ‘this is fun’ or ‘that I want to learn more 

about’. So for me, I don’t know, I have thought about become a specialist. […]. But I have my 
daily work, I can sit at the meetings with my manager and talk about it, but it is rarely I get 

time to actually go that path […]. I don’t know how that would happen.”  
(Interview no. 8) 
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“[Is there a clear way for you to advance?] No. [Do you know who you would talk to, to find 
out?] Yes but they probably know as little as I do.” (Interview no. 9) 

 
Furthermore, during one interview with a middle level employee it become even more clear 
that she and other women at the CSC does not know how to advance, that they need an offer 
or someone else to bring them to the front while men are better at helping themselves:  
 

“He [her manager] could be a little like ‘help yourself’. But that is not so easy to do and I 
know several other women who think like that as well. We do not really understand how it 

works for one to advance because you are waiting for someone to say ‘You, who are so 
talented’, so you get boosted and get the feeling of being needed and talented.”  

(Interview no. 6) 
 
She continues later on in the interview on this topic: 
 
“There are so many really talented persons who work intensively and are ambitious but who 

might be a bit low-keyed about it and I don’t think they always see them. They should get 
better at understanding that women might need a clearer offer for an opportunity.”  

(Interview no. 6) 
 
These findings are supported by Prescott & Bogg (2011b) and Wickham et al. (2008), 
suggesting that organizations within the IT industry often have a flat structure and a unclear 
way for advancement, which often is a disadvantage for women who tend to stay at the lower 
levels. Hence, from a women’s perceptive, it is particular important to have visible career 
opportunities in male-dominated organizations (Martin & Barnard, 2013). 

 
Moreover, several findings from the interviews are in line with Metz and Tharenou (2001), 
who claims the importance of social and human capital in terms of promotion. Many women 
declared their advancement from junior to senior have been due to education and skills, i.e. 
human capital. Hence, human capital appears to be important in lower levels promotion. 
However, several women expressed difficulties in reaching higher positions due to the lack of 
social capital: 
 

“Actually I am more interested of strategy and product development and would rather go 
towards some kind of producer role, but I don’t have those contacts […]. It is the business 

managers who appoints those roles, and I don’t know them.” (Interview no. 10) 
 

“But like I said, it is excluding because those men know each other, whereas they ask each 
other if they want the job.”  (Interview no. 9) 

 
This example illustrated women’s lack of social capital. As this woman claims, she can not 
advance or change to a certain role because she do not know the right people, which is a 
characteristic of great matter in terms of social capital. This is also in line with Hoobler, 
Lemmon & Wayne (2011), claiming that organization formal structure is more important to 
women, since they can not relay on social network to the same extent as men.  
 
Another interesting finding from the interviews, with regard to the idea of social capital, is the 
importance of proactivity when considering advancement. Several women described their 
chances to advancement as their own individual responsibility: 
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“I have definitely been…I have been pretty proactive that way, like; ‘Okay what am I doing 
and were can we go’. So yeah, I take a lot of ownership over that [her advancement].” 

(Interview no. 14) 
 

“I have notice that you really have to be outgoing and put your best foot forward, because I 
have seen some of my colleagues who have worked here longer and they haven’t advanced. I 
won’t work here for 4-5 years without advancing, so I stay on top of my line manager all the 

time.” (Interview no. 16) 
 
Hence, judging by the interviews, women feel as their chances to advance depend on their 
ability to pave their own way. According to Metz and Tharenou (2001), this is very much 
related to social capital. But how to pave the way without an appropriate (informal) network? 
As Hoobler, Lemmon & Wayne (2011) suggest, men tend to depend on their social networks 
to advance while women are more dependent on the organizational formal structure. 
According to the adobe-presented findings, this seems to be the case also within this 
organization, where women must be proactive in order to advance but lack the necessary 
networks. 
 
Moreover, some women expressed unwillingness to advancement. They declared that they 
rather continue to work with creative tasks and would not want to have any responsibility for 
employees: 
 
“I have gotten the offer to become a middle-level manager and you might say that is a way up 

but also a way away from what I’m doing today, which I wouldn’t like.”  
(Interview no. 1) 

 
“I would not appreciate chief responsibility either, I like to create things and that is what I 

want to do. I am happy when I can sit and produce, with as few meetings as possible.” 
(Interview no. 8) 

 
Judging from all interviews, it seems the women did not know how to advance due to unclear 
ways for advancement. They did not know what was required of them or which roles were 
available. The importance of social capital seemed to be of great matter when advancing to 
higher levels since many women expressed they did not know the ‘right people’ to do so. 

4.6 Women	  Possess	  a	  High	  Level	  of	  Self-‐efficacy	  
The majority of the women interviewed revealed that they had a satisfying level of self-
efficacy. In line with Fuller, Turbin and Johnston (2013), many of these women have had a 
positive attitude and high confident towards IT and computing since early age. Likewise, 
many of them expressed confidence in adulthood, regarding work tasks as well as in their 
current role: 
  

“That I definitely feel, and what I can’t do, I can always ask about so I learn it from my 
colleagues.” (Interview no. 2) 

 
"Yes, I do [feeling confident in her role and competence], now absolutely."  

(Interview no. 11) 
 

“Yes, I do [feeling confident in her role and competence]. Now I know, since I have been here 
for a while and tried most of the things, I know what I am capable of and what I’m not as 

good at. I have explored my limitations. I can say I feel really confident in my knowledge and 



ME	  200X	  Master	  Thesis	   	   Josefin	  Reinelöv	  
KTH	  Spring	  2014	   	   Sara	  Åhström	   	   	  
	  

	   44	  (68)	  

that they grow for every sprint. I always try to take the more challenging tasks to be able to 
develop.” (Interview no. 13) 

 
"Yes absolutely [feeling confident in her role and competence]." (Interview no. 14) 

 
This finding, suggesting that women in the games industry overall has a high level of self-
efficacy, is in line with Prescott & Bogg (2013) who argues that this is a common 
phenomenon for women within male-dominated industries. Also Newbery (2013) support this 
finding, claiming that women within the games industry have a high level of self-efficacy, 
which they tend to use to establish their credence. Thus, our findings from the interviews 
seem to contradict earlier research regarding women’s lack of self-confidence. Neither do 
women within IT occupations have a lower self-efficacy than men (cf. Michie and Nelson, 
2006), nor do they seem to suffer lack of confidence in terms of chances to succeed in their 
career (cf. McKinsey, 2013). 

4.7 Early	  Influences	  and	  Role	  models	  Matter	  
Judging by the interviews, home environment seems to have a significant influence on their 
interest in computing. The majority of the women interviewed revealed that the access to 
technology from an early age has been made possible due to their childhood and family: 

 
“We have always had game consoles since I don’t know when at home. I basically grew up 
with it and the interest has continued. My brother was interested in games and my dad was 

interested in technology so I guess he thought it was fun with game consoles.”  
(Interview no. 2) 

 
“It is probably because I grew up with computers, my father is a software developer. So in 

one kind of way it is an interest I have had my whole life.” (Interview no. 8) 
 

“My whole family play board games, and like card games, so we are just like a gaming family 
in general. [...] And my brothers, I have two older brothers and they were, they are the ones 

who maybe brought in the amount of games that I was exposed to.”  
(Interview no. 14) 

 
"At home, mum had some old NES [Nintendo] that I sat and played Mario on. And that's the 

way." (Interview no. 15) 
 

These findings support Margot and Fisher (2002), who suggest parents impart their computer 
enthusiasm and skills to their children. Playing computer games in early age can thus be a 
gateway to computer careers (cf. Cassell & Jenkins, 2000). The findings also confirm that 
access to technology is an important influence of young children, referred to as the structural 
perspective by Adya and Kaiser (2005).  
 
According to more than half of the women interviewed, they have not had a role model when 
growing up. On one hand, this contradicts earlier research suggestion role model is one of the 
most important variables for women when choosing education and career (cf. Adya & Kaiser, 
2005; Beyer, 2008; Chao, 2010; Cukier, 2007). However, due to the reported importance of 
computers at home and the availability of technology, we argue that some form of adult role 
model have influenced the women’s view on technology. As reported above, most of the 
women revealed that there was something (i.e. someone) close to them who contributed to 
their career choices, even though they did not refer to it as a role model. Hence, the social 
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influence suggested by Adya and Kaiser (2005) tend to be supported, arguing that family or 
friends encourage young girls to pursue a career within an area percept as masculine, such as 
the games industry. 
 
Furthermore, out of the women who explicit reported they had role models when growing up, 
four of them said they had role models within their family, which were their fathers and 
brothers: 
 
“It is mostly my father. As a result of me playing and my father’s love for games, our [her and 

her sister] love for games grew with him.” (Interview no. 13) 
 

“Both my parents, especially my dad, and my brother who are really passionate about games. 
My dad is a, not in the games industry, but he is a programmer so when I was little I used to 

do a little bit of programming.” (Interview no. 12) 
 

As these findings reveal, a few women had role models within theirs families, in terms of 
their father or brothers. This is in line with Etzkowitz et al. (1994) and Trauth (2006), who 
suggest that it is not necessary for a role model to be of the same sex as the modeled. 
However, we want to highlight the importance of this findings, i.e. it is possible to have a role 
model of the opposite sex, but in this study we identified this pattern only when it was a 
family member. Thus, the women have been inspired and supported by men and seen them as 
role models, but all of these had a family relationship. Further, young girls often identify 
themselves with adult women, and create a perception of the possible careers that are open to 
them. Therefore, by having more women visible in the games industry we argue more women 
will chose the same career path (cf. Haines, 2004; Newbery, 2013; von Hellens, Nielsen & 
Trauth, 2001). 
 
Throughout the interviews we also found that almost all women had at least one who inspires 
them within the company: 
 

 “I know of some women, like [a female developer] and some graphic artists and [another 
female developer], but maybe not to look up to but think they are cool girls within the 

company.” (Interview no. 2) 
 

“Well, look up to. I guess I look up to most of the people here, but get inspired by, well, yeah I 
guess it is [her colleague] since she is…it feels like she is so chill and like to know 

everything.” (Interview no. 15) 
 
The majority of the women had both male and female colleagues who inspired them. These 
findings are partly in line with Trauth (2006) who argues that role models serve a great 
purpose of retaining women. Thus, relaying on results from this study, we argue that by 
having role models within the company, one can see a future or the possibility for personal 
development. 
 
Trauth (2006) defined role model as a person with a role one could imagine oneself in, which 
is not always the case in our findings. The interviewees rather saw the person as a source for 
inspiration and admire than imagine one in: 
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“All the other artists, like the things people can do. We have a girl who started [the name has 
been left out] and she is a few years younger than me, and she is so freaking good and it is 
really impressive. It is really nice environment and you get a lot of inspiration from all the 
other artists by seeing the things they come up with. I wouldn’t say…there is not someone 

above me that is like, ‘that’s the job I want’.” (Interview no. 12) 
 

“Yes I look up to persons here, but it is not like ‘I want to be like them’ but rather that you re 
so damn impressed of their competence.” (Interview no. 18) 

 
In general, the interviewees were introduced to technology in an early age trough their 
families. Hence, their families tend to have influenced their career choice, even if the majority 
did not refer to their family members as role models. All of the interviewees had a person at 
the CSC they got inspired from, which is important for the retention of women. 

4.8 Homosociality:	  Ongoing	  Practices	  to	  Exclude	  Women	  
Judging by the interviews, homosociality exist and appear to favor men in the organization. 
Mainly, this study found support for gendered processes in terms of recruitment and career 
promotion, where informal processes occurred as an important aspect. 
 
Relaying on the findings from the interviews, there was not any explicit examples of 
(re)defining competence (cf. Holgersson, 2013). None of the women declared they had 
experienced occasions of ignoring the deficiencies of preferred male candidate to their 
advantage, and women did not feel excluded from the pool of candidates due to suitability 
criteria in favor for men. However, our findings did reveal support for the practice of doing 
hierarchy (cf. Holgersson, 2013). The importance of personal connections and networking, in 
terms of reaching higher positions, was highlighted during the interviews. Some women 
expressed that those responsible for the recruitment preferred candidates that they already 
knew, which indicate that women suffer from not having such a network: 

 
"Here in Sweden, the men states that they are so equal but there is a glass ceiling, more often 
men get positions here too and that is...we have scandalous low presence of women in boards 
and as managers compared to the rest of Europe. And then they will come and say that there 

is because they can't find any women. But that is because you recruit from your own 
networks, people who are like you, namely men. So it exists here too as well as here at the 

company." (Interview no. 9) 
 

"If you are a developer, I think it is easier to get a job because they want girls but also harder 
since they recruit their friends." (Interview no. 1) 

 
Hence, our findings shows, in line with Holgersson (2013), that senior men tend to identify 
and select younger men when recruiting for upper level positions. Additionally, judging by 
the interviews, men appear to make themselves more visible than women and therefor to a 
greater extend promote themselves:  
 

“You might not be as good at showing of, which I think men are better at, which is a shame 
[…]. They [the CSC] should be better at noticing people who do good things even if the 

talented persons doesn’t go around and brags about it, which I still think they are poor at.” 
(Interview no. 6) 
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Judging by the interviews, women were considering themselves less likely to reach a higher 
position, due to the male dominant top. This strengthens the theory of the impact of 
homosociality in recruitment processes highlighted by e.g. Holgersson (2006) and Kanter 
(1977). Thus, it support the idea and provides evidence of that ‘men prefer men’, even in the 
2000s and within an industry that is relatively young. 
 
Not only did our findings reveal support for homosociality throughout the recruitment 
process, there were also evidence of the use of language as a homosocial practice. Several 
women described an exclusionary jargon in which the men expressed their belonging to the 
homogeneous (male) group: 
 
“People walks into a meeting and says ‘Hi fellas’. I know they don’t mean anything by it but 

you still get excluded every time it happens.” (Interview no. 8) 
 

“I can notice it in my game or in this project, that when I do my game characters, I try to 
make them gender-neutral and they [the men] always want to call them ‘him’”.  

(Interview no. 1) 
 

As suggested by both Lindgren (2005) and Gregory (2009), there is a language used to 
conceptualize the characteristics of a masculine norm and separate women from these 
informal clubs. 

4.9 Accepting,	  Denying	  or	  Questioning:	  Women’s	  Use	  of	  Strategies	  
During the interviews, we could see tendencies that almost all the strategies, presented in 
chapter 2.8, were adopted by the interviewees. However, the conformist strategy was not 
adopted but existed, since some of the women expressed their experiences with that category: 
 
“If you come to a team as a girl, which previous only had one girl, it is more often a little bit 

of ‘show one’s claws’ from the girl than from the guys.” (Interview no. 10) 
 
This is in line with the queen bee syndrome the conformist strategy involves, that women who 
adopt this strategy are reluctant towards other women, supported by earlier findings 
(Lindgren, 1985; Kanter, 1977; Sinclair, 2005; Wahl & Linghag, 2013). 
 
We further found women who might not have adopted the conformist strategy, but who tend 
to express their sympathy for the heterosociality: 
 

“I would only see a negative distribution if there where too many girls, you know if the 
balance went the other way. Then of course, I can’t really tolerate the bitchiness, I am a 

pretty tomb-girly girl.” (Interview no. 4) 
 
“I actually prefer to work with guys compared to girls. I think guys are so easy in one way.” 

(Interview no. 19) 
 

This is in line with Wahl and Linghag (2013), who argue that an expression of the 
heterosociality in the culture could be when women openly express their wish to work with 
men rather than women. Another tendency of expressions of the heterosociality aroused when 
asking about female networks. Some of the women felt positive about joining a female 
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network to be able to meet and talk to women in the same situation while some women did 
not: 
 
“Like I said, I forget I am a girl, why this is really interesting to me because most of the time 
it does not cross my mind and I often, how to describe it…I often worry that the guys get a 
bad name, you know when you thinking about women’s equality, like I feel bad. It feels like 

we are persecuting them, I don’t know…I do have that feeling and I don’t want to be like ‘ohh 
I am a woman in the games industry’.” (Interview no. 12) 

 
This support the theory, were women in male-dominated organizations often tend to express 
skepticism towards GE (SOU, 2003). Wahl and Linghag (2013) terms this as an expression 
for heterosociality, were women tend to confirm the male culture. 
 
Several women expressed that there are no any differences between men and women as well 
as that they do not see themselves as girls or women. For example, one woman expressed the 
following: 
 
“I haven’t thought about it actually. I don’t think so much about it, I think it doesn’t matter if 

you are a girl or a guy, you should get the same respect, from everyone.”  
(Interview no. 16) 

 
This is line with the gender-neutral strategy were women means that gender does not play a 
role, as suggested by Wahl (1992). 
 
Further, during the interviews many women expressed the advantages of being a female 
within the games industry but when the interviews continued, disadvantages also aroused. 
However, the women still putted the weight and focus on the advantages, which are in line 
with positive strategy, or ‘advantages over disadvantages’ as Powell, Bagilhole and Dainty 
(2009) names it. 
 
Tendencies that the relative approach strategy had been adopted was due to the fact that 
several women compared the CSC or their own teams to others and therefore claimed that it 
was a good environment for women: 
 

“I experience that the gender equality at [the CSC] is pretty good, at least in my team. […] 
But as a whole it could probably be much better.” (Interview no. 2) 

 
“I think it is uncommonly good here, as I said I don’t think there are a lot of macho attitudes 

or boyishness within the teams, as there have been at other places I have been. It is more 
neutral in some way. So here, I think you have it really good as a women.” 

(Interview no. 11) 
 
There were also women who openly criticized the prevailing gender order, i.e. adopting the 
contextual strategy (cf. SOU, 2003): 

 
“Yes, I think they [the CSC] should strive for a more equal gender balance at the highest level 

of the business pyramid. It is missing, the women at the top are mostly HR.”  
(Interview no. 10) 
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“If you travel to France, the U.K or the U.S., you then know, it is a lot worse for women in 
those countries but it is expressed, you have something to fight against. Here in Sweden, the 

men say that they are so equal but there is a glass ceiling.” (Interview no. 9) 
 
Overall, the majority of women interviewed adopted most of the strategies. However, none of 
the women expressed their acceptance towards neither gender discrimination nor the need to 
achieve a reputation, why those two coping strategies do not seem to exist at the CSC. We 
also found that it did not matter which level within the company the women belonged to, the 
majority could still be categorized within a strategy while Wahl and Linghag (2013) suggest 
that women in higher levels adopt the strategies. The reason for this finding could be due to 
the fact that many of the women have been professionals, often several years, before they 
came to the CSC, and therefor see the culture and male dominance differently from newly 
hires. 

4.10 Sweden	  -‐	  a	  Role	  Model	  Compare	  to	  the	  Rest	  of	  The	  World?	  
From what our findings revealed, very few women expressed that they have experienced 
incidents where they felt directly unfairly treated or disadvantaged because of their gender. 
Very few held concrete examples (beside the aforementioned aspects of advancement) when 
they felt discriminated in comparison to men, and overall this type of overt discrimination 
appears to be rare. Nevertheless, several women did claim that there are cultural aspects on 
GE and attitudes towards women, as many of them described	   Sweden	   as	   an	   egalitarian	  
country	  in	  comparison	  with	  many	  other	  countries: 
 
"Sort of, so initially, this is less so in Sweden, so I'm thinking more of [in other countries], but 

maybe it happens in Sweden more suddenly. So initially a man lets say, might think you are 
not qualified because or he might not think that you actually game or you get questions in 
interviews were it is like ‘do you actually game?’ and you are like 'would you ask this to a 
guy? I don't know that you would'. You actually get some initially resistance, that people 

might assume that you are not qualified for whatever reason and that is something that is a 
disadvantage." (Interview no. 14) 

 
"The culture in Sweden allows women to be more…for their presence to be more acceptable 

in the games industry. There are less of women need to stay at home and look after the 
children you know, or be expected to look sexy all the time and just be there for guys to look 
at. There is much less of that here in a big way than there is in, say Australia or perhaps in 

America [...]. Just from my experience there is a lot less of that." 
(Interview no. 4) 

 
Hence, without consider this as a problem, they do reveal that cultural values differs between 
societies. This might be considered as a support for Minkov, Hofstede, G. J. & Hofstede, G. 
(2011), as they suggest that Sweden is the most feminine country, and thus all people from 
outside Sweden comes from countries with more masculine cultures. However, we wish to 
question whether it is the “feminine character” of Sweden who caused this, or simply the way 
we do not discriminate in an explicit manner. Perhaps the authors are correct in their 
observation about the differences between gender roles are less in Sweden compared to the 
rest of the world, but this do not per se imply support for Sweden as the most ‘feminine 
country’ spared from discriminatory practices. 
 
In line with previous research (e.g. Prescott & Bogg, 2014; Tai & Sims, 2005; Morrison et al., 
1994), our findings reveal that the glass ceiling exists, however most women did not seem to 
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notice it. In a similar vein, homosociality occur in terms of gendered processes, but without 
the women really aware of this phenomenon. Overall, many women claimed that the 
opportunities and capabilities are the same, regardless of gender. However, their experiences 
reveal that it certainly exists negative treatment and discrimination, albeit indirectly. 
 
As revealed throughout the interviews, women posses the human capital that is claimed to be 
an important factor in terms of advancement. They do have the skills, they do have the 
education, however they have difficulties in reaching higher positions. What they do miss is 
hence the social capital, as suggested by Metz & Tharenou (2001). In line with Lyness and 
Thompson (2000), it seems to be the glass ceiling, rather than lack of qualification, that limit 
their opportunities for career advancement, since women’s lack of social network and 
exclusion within the organization decrease their opportunities to advance. As several of them 
revealed, they do not have the right contacts to get promotion or the appropriate jargon to fit 
in to the team at the top. In line with what Metz and Tharenou (2001) terms social capital, 
women expressed it as barriers to reach higher positions (cf. Morrison et al., 1994; Prescott & 
Bogg, 2014; Tai & Sims, 2005). They expressed negative treatment, mainly due to exclusion 
(i.e. social factors) and the internal culture among the hierarchical top, referred to as elite 
group by Singh and Vinnicombe (2004).  
 
Moreover, this reveals homosociality is done as a gendered process throughout the 
organization, where men are privileged and women are routinely excluded. Men predominate 
in higher positions resulting in relationships characterized by homosociality such as informal 
networks and masculine culture (cf. Holgersson 2006, 2013; Kanter, 1977; Lipman-Blumen, 
1976). 
 
Hence, this indicated that women experience discrimination and unequal treatment, although 
they not explicitly declare this occurs. Instead, many of them describe Sweden as an 
egalitarian country compared to many others. Relying on these findings, we argue that 
unequal treatment exist and prevent women from reaching higher positions, however in a 
subtle and implicit manner. This seems to support Tienar et al. (2013), who argues women are 
unequal treated across socio-cultural context, yet not as explicit within this organization.  
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5 Conclusive	  Analysis	  
In	   this	   chapter,	   we	   further	   analyze	   the	   findings	   to	   get	   a	   deeper	   understanding	   of	   the	  
prevailing	   gender	   issues.	   With	   regards	   to	   the	   abovementioned	   findings,	   interrelated	  
factors	   are	   identified	  and	  patterns	   are	   examined.	  This	   is	   followed	  by	  a	   conclusion	  of	   the	  
study.	  
 

5.1 A	  Deeper	  Understanding	  of	  the	  Gender	  Issues	  
Below a deeper analysis will be carried out to examine interrelated factors from findings 
presented in chapter 4. 

5.1.1 Women	  Hold	  a	  High	  Level	  of	  Confidence	  due	  to	  Exposure	  in	  Early	  Age	  
As our finding reveal, the majority of the women interviewed had a high level of confidence 
in their competence and in their prevailing role (cf. Newbery, 2013; Prescott & Bogg, 2013). 
They also expressed that their interest and confidence had accompanied them since an early 
age, in line Fuller, Turbin and Johnston (2013). Moreover, our findings revealed that home 
environment and access to technology from early age was a significant common denominator 
for most of the women we interviewed, which seemed to support earlier findings (Adya & 
Kaiser, 2005; Margot & Fisher, 2002; Sweetser et al., 2013).  
 
Hence, we identified a positive relation between high level of confidence and exposure for 
computing in early age. High self-efficacy derives from their early exposure and interaction 
with gaming and computers why, in line with Natale (2002), a person’s self-efficacy seem to 
increase by playing computer games. This might also explain why an earlier study found that 
women have lower self-esteem for IT occupations than men (Michie & Nelson, 2006). This is 
basically because women, in comparison with men, are less likely to be exposure to 
computers and games in young age. However, it still seems that men have lower confidence 
in women’s technical skills, which might be reflected in that computer related work are seen 
as a masculine trait (cf. von Hellens et al., 1999), created by the social culture outside of the 
company (cf. Michie and Nelson, 2006). 
 
Perhaps our findings clearly state the partially obvious fact that women within the industry 
have in early age been exposed to computers, developed an interest and, consequently, 
acquired a good self-esteem. This is further the reason to why, most of the women 
interviewed, have chosen a career within this field and might thus explain and support 
Alexander et al. (2011), who suggests that low self-efficacy is a primary reason for not 
choosing computer-related careers. 

5.1.2 Social	  Constructed	  Perceptions	  Allows	  Homosocial	  Practices	  
Judging by our findings, there are some explicit evidence of homosocial practiced not only in 
terms of men preferring men when hiring for higher levels, but also in terms of language and 
internal jargon (cf. Gregory, 2009; Lindgren, 2005). However, in addition to this, there are 
indications of more implicit examples of homosociality, where the practice of (re)defining 
competence disfavor women, although they did not explicit declared these apparent practices 
(cf. Holgersson, 2013). 
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As several women revealed, they experienced their male colleagues to have lower 
expectations of them, due to the fact they are women. Many women expressed that they are 
being questioned for their technical skills. They also experienced that their male peers in 
general have a greater confidence in other men than in women (cf. Michie and Nelson, 2006; 
von Hellens et al., 1999). This illustrates the traditional held perception of technical 
competence as a masculine trait, which consequently places computing on the male side of 
the gender divide (cf. Abrahamsson, 2002; Margolis & Fisher, 2002; Newbery, 2013; Poster, 
2013). By doing so, skills and competence are routinely evaluated with a norm of what is 
considered masculine and feminine. Due to traditional, perhaps unconscious, beliefs about 
technical competence as a masculine trait, acceptability and suitability criteria are defined in 
an advantageous manner for men. Criteras such as technical skills are highly valued and 
associated with men, why men consquently seats under the most suitable candidates. Hence, 
social constructed perceptions and norms allows the homosocial practice of (re)defining 
competence, in an unfavorable way for women. 

5.1.3 The	  Glass	  Ceiling:	  A	  Consequent	  of	  Gender	  Imbalance	  
As revealed throughout the study, women are in significant minority in this organization. 
Additionally, women tend to suffer invincible barriers to reach higher positions within the 
organization, i.e. a glass ceiling. With regard to these finding, we argue women suffer from 
the glass ceiling phenomenon due to the gender imbalance.  
 
Judging by the interviews, as well as presented facts, women are in significant minority 
within the organization. This concerns the whole organization, and indeed the occupations in 
focus of this study (i.e. game production). Looking from a historical perspective, this is not a 
coincident.  From the very beginning, the number of males has exceeded the number of 
women. In a similar vein, the top management have been permanent male-slanted, reflecting 
the founders that were all men.  
 
Hence, the positions at middle and top level of the hierarchy were hold mainly by men, 
resulting in an informal culture reflecting the masculine dominance. Consequently, due to the 
lack of women at these levels, the token status of female workers resulted in exclusion. 
Women were not members of informal networks and missed out of important information and 
decisions.  
 
By raising our perspective and reflect to what these results actually presents, we must 
acknowledge the ways in which gender imbalance raise structural effects. Women appear to 
remain in lower positions because of the hierarchical structure. As discussed earlier, the 
hierarchy level affects the degree of power and influence (cf. Kvande & Rasmussen, 1990). In 
terms of this organization, this implicates men hold more power and influence compared to 
women, which in turn created barriers for women. Due to both formal and informal aspects of 
power, women suffer fewer opportunities to advance (cf. Simpson, 2004; Wahl et al., 2011). 
Hence, these women’s absence in certain occupations and levels give rise to discriminatory 
effects; it is difficult for women to reach the top because there is a lack of women at the top.  

5.1.4 Formal	  Structure	  Important	  for	  Women	  to	  Advance	  
The women in our study declared a high level of confidence with regard to their competence 
and prevailing role. Neither did they have a low self-efficacy, nor did they seem to suffer lack 
of confidence in terms of chances to succeed in their career. Nevertheless, many of them 
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described the organization as a flat structure with unclear way for advancement and lack of 
social capital for women. They experienced barriers to reach higher positions within the 
organization (i.e. a glass ceiling) and a recurrent preference for men (i.e. homosociality). 
Hence, although they are confident in their competence and potential, it appears to be 
difficulties for women in terms of vertical mobility.  
 
This illustrates, not surprisingly, the way in which the formal structure cause implications for 
women. As revealed throughout the interviews, women held both the required skills and 
experiences, i.e. human capital as suggested by Metz & Tharenou (2001), however they suffer 
lack of social capital, such as knowing the right people. Consequently, they are disadvantaged 
when recruiting for higher positions and deselected due to the fact they are women. Hence, 
rather than lack of confidence, women are disadvantaged in terms of informal practices due to 
a heavily male-dominated organization. Women do not know the ‘right’ people, are not in the 
pool of candidates for higher positions and do not have as large informal network as men. The 
lack of women within the organization and indeed top management can, thus, not be 
explained through women’s behavior. Given this, we wish to raise the importance of 
challenge the notion that women’s insecurity is the problem, and emphasize the importance of 
structural changes as prerequisites for increasing the proportion of women. 

5.1.5 Talk	  the	  Talk:	  Increase	  the	  Awareness	  of	  Attitudes	  
With regard to the findings revealed throughout this study, we want to highlight the 
importance of open up the discussion concerning GE. Relaying on Bem’s self-perception 
theory (1967), we argue that people infer their attitudes from observing their own behavior. 
As exemplified earlier, if people start bringing their own reusable bag to the shop, instead of 
using single-use carries bags, they may see themselves as being more waste conscious and 
thus more likely to make other waste-conscious decisions. In a similar vein, we suggest that 
by including GE as a natural part in all work related activities, people will reflect upon their 
own behavior and possible change their unconscious homosocial practices. In pursuit of a 
workplace with the same conditions for both men and women, it is important to talk the talk 
in order to increase the awareness of GE. 

5.2 Conclusion	  
The understanding of the games industry as a forum for gendered practices suggested in this 
study, is based on a conception of gender as social constructed and conditioned by power 
relations. As the analysis reveal, the general attitudes towards the games industry are positive. 
The passion for games was the most significant common factor for all women and in general, 
women expressed a friendly culture and satisfying workplace conditions. The negative 
aspects experienced by the women themselves, such as the lack of female colleagues and a 
sometimes masculine jargon, does not appear to be compelling women to leave.  
 
The majority of the women interviewed expressed a desire for a gender neutral industry, i.e. 
an attitude towards the industry where gender simply was an irrelevant factor. Many of them 
acknowledge that they did not wish for recognition due to their gender, but rather for 
competence and for doing a good work. In fact, as the analysis suggest, some appeared to feel 
that speaking out about GE would result in negative repercussions, i.e. it would problematize 
something that was not yet an issue.  
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However, far from being gender neutral, the analysis of women’s work experiences revealed 
that the industry has gender issues, where women are routinely disadvantaged in favor of 
men. The widespread stereotype that women are just not as interested or just not as good as 
men, works against them. Women are often in the position of having to justify their presence 
and competence, and often contested by their male peers. Due to the token status of women, 
they suffer fewer opportunities to advance, particularly in reaching top management positions. 
Homosocial practices occurred in the recruitment process as well as within the internal 
jargon. Not surprisingly, our analysis also identified women’s use of different strategies to 
face these gender issues. Hence, the gender power structure problematized in this study, 
manifests itself through multiple negative implications for women. 
 
However, it is not necessarily the perception of women as less technical competent or the 
reluctance for female participation that lead to these gendered practices, but rather an 
unconscious preference for certain men and the complex occurrence of gendered practices. 
Thus, the lack of women can be seen as a result of the gendered processes embedded in the 
organization in which men are favored, rather than a conscious discrimination of women. 
 
As discussed in the beginning of this thesis, this relatively new industry might, if any, reflect 
the great success of Sweden’s GE. As members of this new breed of companies, they do not 
have the same long history of male dominance as do industries and companies that came into 
exist long time ago. The perception of gendering practices as a ´non-issue´ however, does in 
many ways preventing a possible change. As such we argue that by raising questions 
regarding GE and highlight areas of improvement, people would encouraged to reflect on 
their own attitudes and behavior and thus make the industry a better place for women. 
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6 Discussion	  
This	   chapter	  will	   address	   and	  discuss	   the	   study’s	   contribution	   to	   the	   field	   of	   research	   as	  
well	  as	  the	  study’s	  practical	  contribution.	  Further,	  this	  chapter	  will	  also	  present	  the	  aspect	  
of	  sustainability,	  recommendation	  for	  future	  research	  and	  a	  critical	  review	  of	  the	  study.	  
 

6.1 Contribution	  to	  the	  Field	  of	  Research	  
As mentioned earlier, Sweden is often portrayed as a role model within in the field of GE. 
However, occupations still tend to comprise disproportionately large numbers of women or 
men, often in an unfavorable way. From a women’s perspective, several studies has been 
done within this field of research, aiming to increase the understanding of women’s 
experiences in male-dominated work contexts. Nevertheless, very few studies have been done 
within the context of the games industry. This applies particularly Sweden, where we, to the 
best of our ability, have failed to find any such study. Hence, we argue that this study is a new 
theoretical contribution to the body of knowledge in terms of examining women’s attitudes 
and experiences within the Swedish games industry from a gender perspective. 
 
The findings from this study are very much in line with previous research within the area of 
male-dominated work contexts, suggesting that gender issues exist and the gender power 
structure manifests itself through multiple negative implications for women. What is 
particularly interesting, thus, is that these practices can be found within this company, 
although it is relatively new and do not have the same long history of male dominance as 
many other companies. As this research is based on a single case study, there are no proofs 
for that the findings revealed occur in other companies. However, with regard to this 
discussion, we argue that the results from this study very possible also apply to other 
companies within the industry. Hence, our findings can not be generalized directly across the 
industry, but we do argue they reveal indications about female game workers’ attitudes and 
work experiences in general within the games industry.  

6.2 The	  Practical	  Contribution	  
The practical contribution will be presented in terms of suggestions of initiatives for the CSC 
to implement. Some of the suggestions are quite specific for the CSC, while some could be 
implemented for other companies within the industry. The initiatives have been divided into 
five categories, referred to as ‘catch phrases’; pave the way, hire for attitude train for skills, 
change the spotlight, communicate for awareness and sharing is caring. The use of catch 
phrases is motivated by the fact that they might be easier to remember and every catch phrase 
has a specific aim. 
 
Moreover, the initiatives are based on the major challenges the CSC faces and that was 
identified trough this study. The scope of this study was to investigate the CSC’s organization 
in Sweden but we argue that these initiatives can be applied in a global perspective, i.e. the 
initiatives can be implemented throughout the whole organization. All the initiatives are first 
stated with a hands-on suggestion, i.e. how the CSC should implement it. Second, each 
initiative has a measurable objective for the purpose of evaluation and last, a description what 
the different initiative will lead to is presented. The initiatives are internal and external and 
lead to positive implications for the company as well as for the industry as a whole. 
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‘Pave the way’ aims to create structural conditions to decrease the risk of a glass ceiling and 
enable women to proceed in their careers. Firstly, there should be a clearer way for women to 
advance. The interviewees expressed the need for an offer or a push in the right direction to 
be able to advance why we suggest a use of a career plan for advancement. The target is to 
have concrete requirements and objectives for all levels in each business area, i.e. the 
employees will then know what to strive towards and what is required of them. This leads to a 
formal structural career path, which increases women’s opportunities to advance. Secondly, 
we suggest that the CSC should strive for a transparency of higher positions. The majority of 
the interviewees claimed that many manager positions were appointed trough internal 
networks. Therefore it is critical for everyone to have the same opportunity by the use of 
transparency, i.e. everyone should be able to see which positions need to be filled. The 
suggested target is to at least post 90 per cent of the available positions internally, which will 
lead to an increased amount of female applicants for management positions. Thirdly, to 
ensure a gender-balanced selection of candidates we suggest that the target should be to have 
at least one female and one male candidate for each position. This leads to decreased 
homosocial practices, e.g. recruiting a person like oneself. 
 
‘Hire for attitude, train for skills’ aims to do a critical review of the skill requirements and 
redefine these. Firstly, we suggest a reformulation of the job adverts for the purpose to be able 
to target a broader audience, i.e. people from other industries whose competences would 
benefit the company. By reformulation we claim that parts of the requirement list instead 
should be included into additional preferences. The target is to increase the number of 
applicants, especially women, which leads to a higher amount of female candidates and 
hopefully hires. Secondly, we suggest an implementation of a short track program. This 
means that the CSC should implement intensive internal training, e.g. for three months, for 
young professionals that have the right attitude but who need more technical knowledge and 
experience. We further claim that this leads to increased number of women within the 
organization since the CSC are able to recruit from a broader range of people and still ensure 
the skills required. 
 
Within ‘change the spotlight’, we wish to rise the importance of putting women in the 
spotlight. Women need to be visible and represented in all kinds of events, internal and 
external. Four initiatives are suggested. Firstly, it is important to make sure women are 
represented in every level of the company. This might not necessarily mean an equal gender 
distribution, but a proportional amount of men and women in all levels and business areas. 
Hence, the target is to have a proportional representation of women within every business 
area and level throughout the whole company. To explain this target, an example will be 
presented: if there is 9 per cent women within the lowest level of the technology department, 
there should be 9 per cent women represented at every higher level. This will lead to a 
diminishing risk of a glass ceiling and increase the gender balance at the company, especially 
on the higher levels. Secondly, the company needs to make sure women within the 
organization are visible at internal and external events. In a similar manner as above, the 
target is to have a proportional representation of women in all internal and external events. 
For example, when an event is carried out in terms of a presentation or workshop, the same 
percentage of women working within the company should be represented in speakers and 
moderators etc. Today, there are 22 per cent women within the Swedish organization in total. 
Consequently, 22 per cent of the speakers, lecturers etc. should be women. Internal, this will 
lead to higher visibility of women and thereby a higher amount of role models for women 
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within the company. External, this will increase visibility of female game works, which in the 
long rung will inspire more women to choose to work within the games industry. Thirdly, we 
suggest the company should make current networks and forums for women more visible. 
Today, there are several female networks for women within the games industry such as Geek 
Girl Meetupi and ‘Kvinnor i spelbranschen’ii, but many of the interviewees did not know 
about them, even though they were positive to the idea of female networks. The target is to 
present available networks or forums on the intranet, whereby the women themselves can 
choose to join or not. This can lead to an increased network for the women at the company 
who choose to join, and further to a future competence provision for the company (since these 
women will expand their personal networks). The fourth initiative is to broaden the base of 
female candidates. We suggest a target in terms of a collection of recommendation of female 
candidates from the company’s employees. The target is to get a list of women that fit the 
profile in terms of the right attitude and personality for the CSC, but which today might work 
outside the games industry. It is important to point out that this list should not be limited to 
persons who all possess the exact skills for some particular role, but rather persons that would 
fit in well with the company and possibly participate in the proposed short track program. 
This would lead to a greater range of candidates that the recruiters could choose from, which 
has proven successful for other companies. 
 
‘Communicate for awareness’ aim to increase awareness and support for the employees. 
Firstly, we suggest a development and implementation of an Action Plan for discriminating 
practices. The target should be to ensure that an updated version always is available and that 
the Action Plan should include guidelines on who to contact if discrimination has occurred. 
This leads to clearly communicated responsibilities for discriminating practices. Secondly, 
ensure that the Gender Equality Plan has been communicated. We suggest that the targets 
should be to ensure that all employees are aware of the Gender Equality Plan, which would 
lead to an increased awareness of the GE work both internal and external. 
 
Within the catch phrase ‘sharing is caring’, four initiatives are suggested, with the aim to 
share both knowledge and roles. These four initiatives will lead to positive implications for 
the company in terms of more women willing to become managers and increased visibility 
among students, as well as social implications in terms social responsibilities of the industry 
as a whole. Hence, out of the four initiatives suggested, two are external initiatives and two 
are internal. The first external initiative is to participate in a mentoring program for female 
students. According to a recently conducted internal survey, 90 per cent of the women 
employed are willing to act as a mentor. It should be highlighted that this survey examined 
whether these women wanted to mentor another female employee. However we suggest this 
willingness of mentoring indicate that they would be happy to act as mentors for students as 
well. Through this program, women at the company can inspire and educate younger women 
in the meaning of working within the games industry. The target is to participate in one 
mentoring program directed towards female students, similar to Stellaiii. Through this 
initiative, women within the games industry will gain increased visibility and thereby inspire 

                                                
i	  A female network for women in tech with the aim to create new networks and to highlight female role 
models (Geek Girl Meetup, 2014). 
ii ‘Kvinnor i spelbranschen’, is a Facebook network for women within the games industry (Facebook, 
ii ‘Kvinnor i spelbranschen’, is a Facebook network for women within the games industry (Facebook, 
2014).	  
iii Stella is a mentoring program, initiated by Carpe Competencia, aiming to inspire and motivate next 
generation’s female leaders. (Carpe Competencia, 2014) 
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female students to consider this as a possible career path. In the long run, this will 
consequently increase the competence base. The second external initiative targeting students, 
both younger girls (10-15 years old) and older students, either specific game educations or 
educations in general that are a beneficial for the company. For younger girls, such initiatives 
might be NextUpiv or Kids Hack Dayv, which means introducing young girls and boys to 
technology and programming. This will increase the company’s social responsibility, by 
introducing young girls and boys to the games industry. For older students, initiatives as for 
example the Code Pubvi is suggested, which is a meet-up mainly for female students. These 
initiatives are suggested to be targeting more towards female students, as this will lead to an 
increased candidate base and awareness of the company as a future employer. The target is to 
participate in at least one initiative, which further lead to increased social responsibility as 
well as a greater range of candidates and potential hires. 
 
In terms of internal initiatives, the first one suggests shared managerial positions. According 
to the interviews, many women expressed their passion for the creative element of developing 
games. They described that a management role would mean taking a major stand from that, 
which was the main reason for not wanting to take on a management position. With the 
initiative of shared managerial roles, the responsibilities that come with such roles can be 
divided in two. This would mean less workload for the administrative tasks, which many 
women experienced as the negative aspects accompanying a management position.  We 
suggest a target in terms of a test run for a limited time, e.g. six months, where a few women 
get the chance to be a part of a shared management role, and then evaluate how it works with 
all involved. This might lead to a higher amount of women within the company willing to 
become managers. The second internal initiative suggested is a shorter internal diversity 
session for new employees. As many of the interviewees expressed, they consider Sweden as 
an egalitarian country in comparison with many others, why they sometimes have 
experienced culture clashes with people from other countries. They also expressed the 
recognition of a changing internal culture, due to the company’s growth in recent years. For 
this reason, we suggest a target in terms of a shorter session during the introduction week, 
where internal policies of how to treat and act towards each other are highlighted. This 
session should target not only GE but also diversity in a more general sense, and is 
comparable to the session currently devoted to highlight the importance of making games that 
are gender neutral and not sexist. 
 
Moreover, we argue this small complementary part of the introduction week will increase the 
awareness and further employees’ behavior in terms of GE. In line Bem’s self-perception 
theory (1967), this might lead to the retention of the company’s intended friendly culture as 
well as a possible attitude change. As Bem (1967) suggests, people infer their attitudes from 
observing their own behavior. Hence, through increased awareness and an open dialogue 
regarding GE, their own behavior may encourage changes in their values and identity, and in 
the long run integrating GE as a natural part in everything they do.  

                                                
iv NextUp is an IT inspired competition for eight graders in cooperation with a number of Sweden’s 
leading IT companies. (NextUp, 2014) 
v Kids Hack Day is an initiative for providing children and their parents with a space for self-directed 
learning and creative expression. It is a global initiative, and in Stockholm, Sweden they have a 
Summer Hack Camp. (Kids Hack Day, 2014) 
vi The Code Pub is a monthly meet-up for women who want to learn more about IT, for beginners as 
well as professionals, initiated by Netlight Consulting. (Netlight Consulting, 2014)	  
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The initiatives are illustrated in table 6 below: 
 
Table	  6.	  Practical	  Contribution	  

Catch Phrase Initiative Target Leads to: 

Pave the Way Career plan for 
advancement. 

Requirements and objectives 
for all levels in all business 
areas. 

Formal structural career path, 
increasing women’s 
opportunities to advance. 

Transparency of higher 
positions. 

Post 90 % of all positions 
internal. 

Increased amount of female 
applications for management 
positions. 

Ensure a gender-balanced 
selection of candidates. 

At least one female and one 
male application for each 
position. 

Decreased homosocial 
practices. 

Hire for 
attitude, Train 
for skills 

Reformulation of job 
adverts to target a broader 
audience (e.g. from other 
industries). 

Increased amount of female 
applications. 

Higher amount of female 
candidates and hopefully 
hires. 

Short track program. Three months test run. Increased proportion of 
women. 

Change the 
spotlight 

Ensure women's 
representation in all levels 
and business areas. 

Proportional representation of 
women within every	  business 
area and level. 

Increased amount of women 
on higher levels. 

Ensure women's 
representation in external 
and internal events. 

Proportional representation of 
women in all internal and 
external events. 

Increase visibility of female 
game workers. 

Promote external networks 
and forums. 

A list of present networks and 
forums on the CSC’s intranet. 

Respond to women's inquire 
for female networks and 
further increase the pools of 
potential employees. 

Employees’ 
recommendations of 
potential female candidates. 

A list of potential female 
employees. 

Greater range of female 
candidates. 

Communicate 
for awareness 

Development and 
Implementation of an Action 
Plan. 

Ensure there is an Action Plan 
with a list of responsible 
persons. 

Clearly communicated 
responsibilities for 
discriminating practices. 

Communicate the Gender 
Equality Plan. 

All employees should be aware 
of the Gender Equality Plan. 

Increased awareness of GE 
work, internal and external. 

Sharing is 
caring  

Shared managerial roles. Six months test run. Increased amount of women 
willing to become managers. 

Internal diversity-education 
for new employees. 

Mandatory element of the 
introduction week. 

Increased awareness and 
retention of internal culture. 

Mentoring Program for 
young girls. 

Participation in one mentoring 
program. 

Inspire young girls towards 
the games industry. 

Student initiative. Participation in initiative for 
kids (Kids Hack Day, NextUp). 

Social responsibility for the 
whole industry by inspiring 
kids to technology and games. 

Participation in initiative for 
students (The Code Pub). 

Increased awareness of the 
company as an employer. 
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Finally, we want to address a few important considerations. The first one is the importance of 
communication. By communicating CSC’s efforts within GE, they are able to attract the right 
people as well as serve as a role model within the industry. The second one is the importance 
of not doing GE to a women’s issue, GE is about the fact that men and women should have 
the same conditions why everyone should be involved. Last but not least, we want to 
highlight the importance of the quest for the perfect solution; there is none. All types of 
initiatives and ideas should be supported and examined to be able to evaluate what are 
successfully course of actions for each company. 

6.3 The	  Aspect	  of	  Sustainability	  
To demonstrate the issues that must be answered in order for sustainable development to be 
considered in the context of this study, the framework triple bottom line (TBL) have been 
used. The framework is based on three dimensions; social, financial and environmental. The 
dimensions are sometimes referred to as the three Ps’; people, planet and profits (Slaper & 
Hall, 2011). 
 
In the scope of this study the social dimension includes GE, which is reached by the 
understanding of female experiences and attitudes within the games industry. By knowing 
which barriers women faces, the CSC are able to make changes in order to achieve a greater 
gender balance within all the levels, e.g. by the use of the initiatives stated above, and thereby 
increase GE. Except increasing the consciousness within the CSC, we also believe that 
increased GE is one step in the right direction to the same rights for men and women and 
equal justice. 
 
Since earlier studies have shown that a more diverse group have better team dynamic and 
therefore a better economic performance along with the fact that they tend to be more 
innovative, one can argue that the financial dimension gets affected as well. The innovative 
aspect lets the CSC produce and launch competitive games, which we argue leads to better 
economic performance. Also, as stated in chapter 1, organizations with a better management 
diversity perform better and reach more successfully results that further ensure profitability. 
This might also benefit the industry as a whole as it might affect the industry’s future and 
existence. 
 
This study focuses mainly on the social- and financial dimension, why the environment 
dimension is not in the scope of this study. 

6.4 A	  Critical	  Review	  &	  Future	  Research	  
First our substantially deeper knowledge within our education will be discussed followed by a 
critical review, both along with recommendations for future research. 

6.4.1 Deeper	  Knowledge	  Within	  the	  Field	  of	  Education	  
One criterion for this master thesis is to demonstrate substantially deeper knowledge within 
Industrial engineering and Management as well as within our areas of technical focus within 
the education. The use of gender studies as the body of knowledge can be categorized within 
Industrial engineering and Management. For us, integrated production and software design 
are our technical focuses. We argue that this has been done through an investigation of a 
company within the games industry who works with software and product development.  
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Moreover, a deeper knowledge can be sustained by future research within our technical 
focuses. For example by examine how increased GE further affects the CSC’s performance 
when creating games. 

6.4.2 A	  Critical	  Review	  
This study has focused on women’s perspective since we are investigating women’s work 
experiences and attitudes towards the games industry. However, due to the purpose of this 
paper, i.e. increase the understanding of why there are so few women in games, the men’s 
perspective are interesting and have therefor been left for future studies as time and resources 
available in this study were scarce. It would also be interesting to include the men in the CSC 
to further do a comparison between the gender experiences and attitudes to be able to see if it 
differs. 
 
The study has only focused on gender but the CSC has for example a range of non-Swedish 
employees within the Swedish organization, why a recommendation for a future study could 
be to investigate more than gender and rather diversity as a whole. 
 
Since a limitation of the study was to investigate the CSC in Sweden, it would be interesting 
to investigate the company as a whole. That would include all their offices, which are located 
in several countries, to see if there are any differences and if Sweden is as good as GE as it 
claims to be. That would also enable the interviewees to be upper level managers and then 
further see how they have been able to reach the position they possess. By presuppose from 
this study, future research could be to investigate several offices to further investigate GE 
within the games industry outside Sweden’s borders and to be able to make comparisons. 
 
In total, 17 interviews were conducted with women who held roles within the areas of game 
production. The amount of women and choice of areas are due to the time limit and scope of 
this study. The reason for choosing women within game production is due to the fact that 
there are fewer women within those areas compared to e.g. HR. If given more time, the study 
could have included women from several areas within the company (e.g. HR, finance, 
marketing etc.) to see if they experience the same barriers as women within game production. 
Hence, the investigation of other areas outside of game production is recommended as future 
research. 
 
Lastly, it would be interesting to develop a GE strategy based on the findings from this study 
and then implement it. Even though recommendations have been given to the CSC in terms of 
initiatives, more research would be needed to develop a complete strategic plan to implement. 

6.4.2.1 A	  Systematic	  Process	  
In qualitative research, as well as in quantitative, it is important to extracting and analyzing 
data through a systematic process. Reviewers need to be cognizant of the philosophical 
framework, data collection techniques and analytic approaches in order to use explicit 
methods to identify, select and critically appraise relevant data (Ahrne & Svensson, 2011). 
With regard to this, the study has been conducted through a systematic process of data 
collection and analysis. We started the research with a comprehensive literature review, in 
which relevant research were examined, i.e. studies in the field of gender issues and the 
games industry. Thereafter, we used the well-known and commonly used method of in-depth 
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interviews, which are described in detail in section 3.3. Moreover, we analyzed the data 
through a procedure in different levels (described in chapter 3.6). Hence, we argue this study, 
to very best of our ability, has been conducted through a systematic procedure.  

6.4.2.2 Transparency	  
One of the challenges of using a qualitative method is the risk of lack of transparency. If the 
transparency of the study is sparse, it might be difficult for the interested reader to understand 
how the collection and analysis of data were performed (Bryman & Bell, 2011). If the study 
presents a consistently good transparency, the result will be more credible (Ahrne & 
Svensson, 2011). With regard to this, we have throughout this study accurately and in detail 
described the collection of data as well as the data analysis. We have enabled the reader to 
follow the process of preparation and conductance of the interviews, and a complete interview 
guide can be found in appendix I and II. Further, the data analysis is well described with an 
illustration for additional clarification, which can be found in section 3.6. Hence, we argue 
that we, to the best of our ability, have achieved a good transparency of this study.  
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Appendix	  I	  –	  Interview	  Guide	  (English)	  
 
 
General information 

● Short	  about	  us:	  
○ Sara	  and	  Josefin,	  and	  we	  are	  in	  our	  last	  year	  at	  Industrial	  engineering	  and	  

management	  at	  KTH	  and	  as	  you	  know	  we	  are	  writing	  our	  Master	  thesis	  
at	   the	   moment	   about	   female	   experiences	   and	   attitudes	   towards	   the	  
games	  industry.	  

● The	  interviewee	  will	  be	  completely	  anonymous,	  both	  within	  the	  company	  as	  well	  
as	  in	  the	  report.	  

● Explain	  the	  layout:	  	  
○ We	  want	  to	  go	  trough	  all	  of	  our	  questions	  and	  follow	  the	  template	  but	  if	  

the	   interviewee	  want	   to	   tell	  us	  about	  a	   thought	  or	  happening,	  go	  ahead	  
and	  do	  that.	  

○ There	  are	  no	  right	  or	  wrong	  answers;	  we	  want	  to	  know	  your	  opinion.	  
● We	  also	  want	  to	  record	  the	  interview	  with	  the	  purpose	  for	  us	  to	  listen	  to	  it	  later	  

so	  no	  one	  else	  besides	  us	  will	  have	  access	  to	  it.	  
● Does	  the	  interviewee	  have	  any	  questions	  before	  we	  start?	  

 
 
Introduction 

1. What	  is	  your	  age?	  
2. Do	  you	  have	  a	  family/kids?	  
3. What	  is	  your	  education/background?	  
4. For	  how	  long	  have	  you	  been	  working?	  
5. For	  how	  long	  have	  you	  been	  at	  [the	  CSC]?	  
6. What	  is	  your	  current	  position?	  

a. Does	  the	  position	  include	  “manager	  responsibilities”?	  
7. How	  would	  you	  describe	  yourself?	  

 
Choice of industry 

8. Tell	  us	  about	  your	  way	  to	  where	  you	  are	  today.	  
9. How	  did	  you	  get	  into	  the	  games	  industry?	  
10. What	  do	  you	  experience	  being	  the	  best	  with	  working	  within	  the	  industry?	  
11. What	  challenges	  do	  you	  experiences	  with	  working	  within	  the	  industry?	  
12. What	  would	  make	  you	  change	  industry	  to	  another	  one?	  

 
Choice of employer 

13. What	  is	  important	  for	  you	  in	  an	  employer?	  
a. Why	  are	  these	  factors	  important?	  

14. What	  is	  less	  attractive	  in	  an	  employer?	  
15. What	  is	  important	  for	  you	  to	  feel	  comfortable	  in	  your	  workplace/with	  your	  

colleagues?	  	  
 
The choice of [the company] as an employer 

16. Why	  do	  you	  think	  [the	  CSC]	  is	  considered	  as	  being	  an	  attractive	  employer?	  
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17. How	  did	  you	  hear	  about	  [the	  CSC]?	  
18. What	  clinched	  when	  you	  choose	  [the	  CSC]	  as	  an	  employer?	  
19. The	   image	   of	   [the	   CSC]	   you	   had	   before	   you	   started	   to	  work	   here,	   how	   does	   it	  

consist	  with	  the	  image	  you	  have	  now?	  
20. How	  does	  the	  path	  look	  for	  you	  if	  you	  want	  to	  advance?	  
21. Who	  decided	  if	  you	  are	  ready	  for	  the	  next	  step?	  
22. Is	  there	  anything	  you	  whished	  [the	  CSC]	  could	  be	  better	  at	  as	  an	  employer?	  
23. What	  would	  make	  you	  change	  to	  another	  employer?	  

 
Gender distribution today within the team 

24. How	  many	  people	  does	  the	  team,	  you	  belong	  to,	  consist	  of?	  
25. How	  is	  the	  gender	  distribution	  in	  that	  team?	  
26. How	  would	  you	  describe	  the	  culture	  in	  your	  team?	  
27. How	   can	   you	   notice	   that	   the	   gender	   balance	   affects	   culture,	   can	   you	   give	   an	  

example?	  (Ex.	  The	  way	  you	  work,	  role	  models,	  jargon	  etc.)	  
28. What	  would	  you	  say	   is	  the	  positive	  aspects	  with	  the	  prevailing	  gender	  balance,	  

can	  you	  give	  an	  example?	  
29. What	  would	  you	  say	  is	  the	  negative	  aspects	  with	  the	  prevailing	  gender	  balance,	  

can	  you	  give	  an	  example?	  
30. How	   does	   it	   work	   if	   someone	   from	   you	   team	   has	   an	   idea	   or	   opinion	   about	  

something?	  (Ex.	  Meeting,	  idea	  box)	  
31. Who	  decides	  whether	  the	  ideas	  or	  opinions	  should	  be	  implemented?	  
32. How	   do	   you	   communicate	   with	   your	   colleagues?	   (Ex.	   Meetings,	   mail,	   instant	  

messenger	  etc.)	  
33. Would	  you	  say	   that	   it	  differ	  depending	  on	  whom	  you	  are	  communicating	  with,	  

can	  you	  give	  an	  example?	  
34. Are	  there	  any	  moments	  when	  you	  have	  experienced	  advantages	  because	  you	  are	  

a	  woman,	  can	  you	  give	  an	  example?	  
35. Are	  there	  any	  moments	  when	  you	  experienced	  that	  you	  been	  excluded	  because	  

you	  are	  a	  woman,	  can	  you	  give	  an	  example?	  
36. Have	  you	  ever	  experienced	  that	  the	  expectations	  of	  you	  are	  lowers	  because	  you	  

are	  a	  woman,	  can	  you	  give	  an	  example?	  
37. Are	  there	  any	  moments	  when	  you	  felt	  the	  need	  to	  adapt	  to	  your	  male	  colleagues,	  

can	  you	  give	  an	  example?	  (Ex.	  clothing	  style,	  jokes	  etc.)	  
38. How	   do	   you	   think	   there	   is	   to	   be	   a	   woman	   at	   [the	   CSC]	   compared	   to	   other	  

companies	  within	  the	  games	  industry?	  
39. Do	   you	   experience	   any	   challenges	   to	   be	   a	   woman	   within	   a	   male-‐dominated	  

industry?	  
 
Gender related work 

40. Have	  you	  ever	  been	  assigned	  a	   certain	   type	  of	   task	  because	  you	  are	   a	  woman,	  
can	  you	  give	  an	  example?	  

41. Do	  you	  feel	  confident	  in	  your	  position	  and	  competence?	  
42. Do	   you	   think	   that	   you	   often	   exceed	   the	   expectations	   your	   colleagues	   have	   on	  

you,	  can	  you	  give	  an	  example?	  
43. Have	   you	   ever	   experienced	   that	   people	   have	   lover	   expectations	   on	   your	  

technical	  skills	  because	  you	  are	  a	  woman?	  
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Network/Forum 
44. Who	  within	  [the	  CSC]	  do	  you	  turn	  to	  for	  support/help?	  
45. How	  do	  you	  contact	  this	  person	  when	  you	  need	  help/support?	  (Ex.	  

informal/formal)	  
46. If	  the	  interviewee	  does	  not	  have	  a	  person	  to	  turn	  to:	  Do	  you	  wish	  there	  was	  a	  

forum	  you	  could	  turn	  to	  for	  this?	  
47. Are	  you	  a	  member	  of	  any	  female	  network	  or	  mentor	  program?	  

a. If	  yes:	  What	  reasons	  made	  you	  join?	  
b. If	  no:	  On	  what	  reasons	  do	  you	  chose	  not	  to	  join?	  

48. Do	  you	  think	  [the	  company]	  should	  have	  a	  female	  network/mentors	  program?	  
 
Role models 

49. Who	  do	  you	  have	  as	  role	  models	  or	  inspiration	  within	  IT/Graphics/Games?	  
50. Who	  do	  you	  have	  at	  [the	  CSC]	  that	  you	  look	  up	  to	  or	  get	  inspired	  by?	  

 
Initiative/Events  

51. What	  do	  you	  think	  stops	  girls	  from	  seeking	  to	  the	  games	  industry?	  
52. What	  do	  you	  think	  can	  be	  done	  to	  attract	  more	  females	  to	  the	  games	  industry?	  
53. What	   do	   you	   think	   about	   efforts	   being	   made	   to	   raise	   the	   amount	   of	   females	  

within	  computer/game	  related	  educations?	  	  
 
Gender equality work at [the company] 

54. How	  does	  the	  [the	  CSC]	  work	  with	  gender	  equality	  today?	  
55. Do	  you	  know	  if	  [the	  CSC]	  has	  a	  gender	  equality	  policy?	  
56. Do	  you	  know	  whom	  to	  turn	  to	  if	  you	  feel	  discriminated?	  
57. How	  do	  you	  experience	  [the	  company]	  in	  comparison	  to	  other	  companies	  within	  

the	  games	  industry	  in	  their	  work	  for	  gender	  equality?	  
58. Do	  you	  think	  it	  is	  important	  that	  [the	  company]	  works	  with	  gender	  equality,	  can	  

you	  give	  an	  example?	  
 
 
Completion 

● Is	  there	  anything	  the	  interviewee	  would	  like	  to	  ad?	  
● Ask	   for	   permission	   to	   get	   back	   to	   the	   interviewee	   if	   there	   would	   be	   any	  

uncertainties	  or	  questions	  in	  a	  later	  stage.	  
● The	  interviewee	  can	  get	  back	  to	  us	  if	  there	  is	  something	  the	  want	  to	  ad	  or	  if	  she	  

has	  any	  questions.	  
● Thank	  you	  for	  your	  time!	  
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Appendix	  II	  –	  Interview	  Guide	  (Swedish)	  
 
 
Allmän info 

● Kort	  intro	  om	  oss:	  
○ Sara	  och	  Josefin,	  vi	  går	  sista	  året	  på	  Industriell	  ekonomi	  på	  KTH	  varav	  vi	  

som	   sagt	   just	   nu	   gör	   vårt	   exjobb/masteruppsats	   om	   kvinnliga	  
erfarenheter	  och	  attityder	  inom	  spelutvecklingsbranschen.	  

● Intervjupersonen	   kommer	   vara	   helt	   anonym,	   både	   internt	   på	   företaget	   och	   i	  
rapporten.	  

● Redogör	  för	  upplägget:	  	  
○ Vi	   kommer	   vilja	   ha	   svar	   på	   våra	   frågor	   och	   följa	   intervjumallen	   men	  

intervju-‐personen	  får	  gärna	  flika	  in	  med	  tankar	  eller	  tidigare	  upplevelser	  
när	  som	  hon	  kommer	  på	  det.	  

○ Det	  finns	  inga	  rätt	  eller	  fel	  svar,	  vi	  vill	  höra	  din	  åsikt.	  
● Vi	   skulle	   gärna	   vilja	   spela	   in	   i	   syftet	   av	   att	   vi	   själva	   ska	   kunna	   lyssna	   på	   det	   i	  

efterhand,	  med	  andra	  ord	  kommer	  ingen	  annan	  få	  tillgång	  till	  inspelningen.	  
● Har	  intervjupersonen	  några	  frågor	  innan	  vi	  börjar?	  

	  
 
Introduktion 

1. Vad	  är	  din	  ålder?	  
2. Har	  du	  familj/barn?	  
3. Vad	  har	  du	  för	  utbildning/bakgrund?	  
4. Hur	  länge	  har	  du	  varit	  yrkesverksam?	  
5. Hur	  länge	  har	  du	  jobbat	  på	  [företaget]?	  
6. Vad	  är	  din	  nuvarande	  position?	  

a. Innebär	  positionen	  “chefsansvar”?	  
7. Hur	  skulle	  du	  beskriva	  dig	  själv?	  

 
Val av bransch 

8. Berätta	  om	  din	  väg	  till	  dit	  du	  är	  idag.	  
9. Hur	  kom	  du	  in	  i	  spelutvecklingsbranschen?	  
10. Vad	  upplever	  du	  är	  det	  bästa	  med	  att	  arbeta	  i	  branschen?	  
11. Vilka	  utmaningar	  upplever	  du	  med	  att	  arbeta	  i	  branschen?	  
12. Vad	  skulle	  kunna	  få	  dig	  att	  byta	  bransch?	  

 
Val av arbetsgivare 

13. Vad	  är	  viktigt	  för	  dig	  hos	  en	  arbetsgivare?	  
a. Varför	  är	  dessa	  faktorer	  viktiga?	  

14. Vad	  är	  mindre	  attraktivt	  hos	  en	  arbetsgivare?	  
15. Vad	  är	  viktigt	  för	  att	  du	  ska	  trivas	  på	  din	  arbetsplats/med	  dina	  kollegor?	  

 
Val av [företaget] som arbetsgivare 

16. Varför	  tror	  du	  att	  [företaget]	  anses	  vara	  en	  attraktiv	  arbetsgivare?	  
17. Hur	  hörde	  du	  talas	  om	  [företaget]?	  
18. Vad	  avgjorde	  när	  du	  valde	  [företaget]	  som	  arbetsgivare?	  
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19. Bilden	  av	  [företaget]	  som	  du	  hade	  innan	  du	  började	  jobba	  här,	  hur	  stämmer	  den	  
överens	  med	  bilden	  du	  har	  nu?	  

20. Hur	  ser	  vägen	  ut	  för	  dig	  om	  du	  vill	  avancera?	  
21. Vem/vilka	  är	  det	  som	  bestämmer	  om	  du	  är	  redo	  för	  nästa	  steg?	  
22. Finns	  det	  något	  du	  önskar	  [företaget]	  skulle	  kunna	  bli	  bättre	  på	  som	  

arbetsgivare?	  
23. Vad	  skulle	  kunna	  få	  dig	  att	  byta	  arbetsgivare?	  

 
Könsfördelning idag i arbetsgruppen 

24. Hur	  många	  är	  ni	  i	  er	  arbetsgrupp	  idag?	  
25. Hur	  ser	  könsfördelningen	  ut	  i	  denna?	  
26. Hur	  skulle	  du	  beskriva	  kulturen	  i	  din	  arbetsgrupp?	  
27. Hur	   märks	   könsfördelningen	   av	   i	   kulturen,	   kan	   du	   ge	   något	   exempel?	   (Ex.	  

jargong,	  sättet	  att	  jobba	  på,	  förebilder	  o.s.v.)	  
28. Vad	  skulle	  du	   säga	  är	  det	  positiva	  med	  denna	  könsfördelning,	  kan	  du	  ge	  något	  

exempel?	  
29. Vad	  skulle	  du	  säga	  är	  det	  negativa	  med	  denna	  könsfördelning,	  kan	  du	  ge	  något	  

exempel?	  
30. Hur	   fungerar	   det	   när	   någon	   i	   din	   arbetsgrupp	   kommer	   med	   åsikter	   eller	   nya	  

idéer?	  (Ex.	  möten,	  idélåda)	  
31. Vem	  bestämmer	  om	  åsikterna	  eller	  de	  nya	  idéerna	  ska	  genomföras?	  
32. Hur	   kommunicerar	   du	   med	   dina	   kollegor?	   (Ex.	   möten,	   mail,	   instant	   message	  

osv.)	  
33. Skulle	  du	  säga	  att	  det	  skiljer	  sig	  beroende	  på	  med	  vem	  du	  kommunicerar,	  kan	  du	  

ge	  något	  exempel?	  
34. Finns	  det	  tillfällen	  som	  du	  upplevt	  att	  du	  har	  dragit	  fördel	  av	  att	  vara	  kvinna,	  kan	  

du	  ge	  något	  exempel	  på	  ett	  sådant	  tillfälle?	  
35. Finns	  det	  tillfällen	  som	  du	  upplevt	  att	  du	  blivit	  exkluderad	  på	  grund	  av	  att	  du	  är	  

kvinna,	  kan	  du	  ge	  ett	  exempel	  på	  ett	  sådant	  tillfälle/incident?	  
36. Har	  du	  någon	  gång	  upplevt	   att	   förväntningarna	  varit	   lägre	  på	  dig	   för	   att	  du	  är	  

kvinna,	  kan	  du	  ge	  exempel?	  
37. Finns	  det	  tillfällen	  som	  du	  känner	  att	  du	  behövt	  anpassa	  dig	  efter	  dina	  manliga	  

arbets-‐kollegor,	  kan	  du	  ge	  ett	  exempel	  på	  ett	  sådant	  tillfälle?	  (Ex.	  klädstil,	  skämt	  
etc.)	  

38. Hur	   tror	   du	   att	   det	   är	   att	   vara	   kvinna	   på	   [företaget]	   i	   jämförelse	   med	   andra	  
spelutvecklings-‐bolag?	  

39. Upplever	   du	   att	   det	   finns	   några	   utmaningar	   med	   att	   vara	   kvinna	   i	   en	  
mansdominerad	  bransch?	  

 
Könsrelaterat arbete 

40. Har	  du	  någon	  gång	  blivit	   tilldelad	  en	  viss	   typ	  av	  uppgifter	   för	  att	  du	  är	  kvinna,	  
kan	  du	  ge	  något	  exempel?	  

41. Känner	  du	  dig	  trygg	  i	  din	  roll	  och	  kompetens?	  
42. Tror	  du	  att	  du	  ofta	  överträffar	  de	  förväntningarna	  dina	  kollegor	  har	  på	  dig,	  kan	  

du	  ge	  något	  exempel?	  
43. Har	   du	   någon	   gång	   upplevt	   att	   folk	   har	   lägre	   förväntningar	   på	   din	   tekniska	  

kompetens	  för	  att	  du	  är	  kvinna?	  
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Nätverk/Forum 

44. Vilka	  personer	  inom	  [företaget]	  vänder	  du	  dig	  till	  för	  att	  söka	  stöd/hjälp?	  
45. Hur	   tar	   du	   kontakt	   med	   denna	   person	   när	   du	   behöver	   hjälp/stöd?	   (Ex.	  

informellt/formellt)	  
46. Om	  intervjupersonen	  inte	  har	  någon	  hon	  vänder	  sig	  till:	  Skulle	  du	  önska	  att	  

det	  fanns	  ett	  forum	  för	  detta?	  
47. Är	  du	  med	  i	  något	  kvinnligt	  nätverk/mentorskapsprogram?	  

a. Om	  ja:	  Av	  vilket	  skäl	  har	  du	  valt	  att	  vara	  med?	  
b. Om	  nej:	  Av	  vilka	  skäl	  har	  du	  valt	  att	  inte	  vara	  med?	  

48. Tycker	  du	  att	  något	  kvinnligt	  nätverk/mentorskap	  borde	  finnas	  på	  [företaget]?	  
 
Förebilder 

49. Vem/vilka	  har	  du	  som	  förebild	  eller	  som	  inspiration	  inom	  IT/Grafik/Spel?	  
50. Vem/vilka	  ser	  du	  upp	  till	  eller	  inspireras	  av	  inom	  [företaget]?	  

 
Initiativ/Arrangemang  

51. Vad	  tror	  du	  hindrar	  tjejer	  från	  att	  söka	  sig	  till	  dataspelsbranschen?	  
52. Vad	  tror	  du	  man	  kan	  göra	  för	  att	  locka	  fler	  tjejer	  till	  dataspelsbranschen?	  
53. Hur	   ser	  du	  på	   att	   satsa	   för	   att	   öka	   antalet	   kvinnor	  på	  data-‐	   och	   spelrelaterade	  

utbildningar?	  
 
Jämställdhetsarbete på [företaget] 

54. Hur	  jobbar	  ni	  med	  jämställdhet	  idag	  på	  [företaget]?	  
55. Vet	  du	  om	  [företaget]	  har	  en	  jämställdhetspolicy?	  
56. Vet	  du	  vem	  på	  [företaget]	  du	  ska	  vända	  dig	  till	  om	  du	  känner	  dig	  diskriminerad?	  
57. Hur	   upplever	   du	   att	   [företaget]	   är	   i	   jämförelse	   med	   andra	   företag	   i	   sitt	  

jämställdhetsarbete?	  
58. Tycker	   du	   att	   det	   är	   viktigt	   att	   [företaget]	   jobbar	  med	   jämställdhet,	   kan	   du	   ge	  

något	  exempel?	  
 
 
Avslutning 

● Vill	  intervjupersonen	  tillägga	  något?	  
● Be	   att	   få	   återkomma	   om	   några	   oklarheter	   eller	   frågor	   dyker	   upp	   vid	   senare	  

tillfälle.	  
● Intervjupersonen	  får	  gärna	  höra	  av	  sig	  till	  oss	  om	  hon	  kommer	  på	  något	  hon	  vill	  

tillägga	  eller	  har	  frågor	  kring.	  
● Tack	  för	  att	  du	  tog	  dig	  tid!	  

 
 
 


