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Abstract 
During recent years, countries and societies around the world have acknowledged questions 
regarding gender equality and diversity, and these issues are nowadays put on the agenda for 
both governments and business executives. Knowledge about gender equality and its positive 
effects has spread down to organizations and individuals, and existing research about gender 
equality is often built upon or put in relation to the phenomena of organizational culture.  

 
The Swedish society and especially the Swedish ICT industry have acknowledged the 
importance of having a gender-balanced organization, but for many organizations the question 
stays as a thought of mind and small or few actions are made to change the current gender-
imbalance. The purpose of the thesis is to identify and discuss aspects of gender equality for 
companies within the ICT industry, and to examine how an organization’s culture is involved in 
current imbalance of gender distribution. The research question is formulated as follows: Which 
opportunities and downfalls exist for women’s career development within the ICT industry? 

 

One of the starting points of the study is that gender is seen as a social construction, and that 
gender is created through society structures, segregation and hierarchy. This creates gendered 
power relations in society that are intertwined with organizational power relations. Further, the 
study builds upon the fact that organizations should be seen as gendered because of the power 
perspective and the belief that conditions are different for men and women and that there is a 
constant amount of power that needs to be shared. A case study of a specific region in an 
international ICT company has been carried out by mapping the company’s gender structure, and 
by conducting interviews with employees within the region. The conclusion is that career 
development within the company is gendered and based on male prerequisites and working 
conditions, which constitutes a downfall for women’s career development.   
 
 
Key-words: gender equality, women, career, network, management, the ICT industry 
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Sammanfattning 
Under de senaste åren har länder och samhällen runt om i världen uppmärksammat frågor 
rörande jämställdhet och mångfald. Dessa frågor är numera på agendan för såväl regeringar som 
företagsledare. Kunskap om jämställdhet och dess positiva effekter har spridits vidare ner till 
organisationer och individer, och nuvarande jämställdhetsforskning är ofta baserad på eller ställd 
i relation till organisationskultur och dess inverkan.  

 

Det svenska samhället och särskilt den svenska ICT-industrin har uppmärksammat vikten av att 
ha en jämställd organisation men för många organisationer stannar frågan som en tanke och få 
och små aktiviteter utförs för att motverka nuvarande ojämställdhet. Syftet med studien är att 
identifiera och diskutera jämställdhet och dess olika aspekter för företag inom ICT-industrin och 
att utvärdera hur ett företags organisationskultur påverkar nuvarande obalans av jämställdhet. 
Forskningsfrågan är formulerad enligt följande: Vilka möjligheter och fallgropar finns gällande 
kvinnors karriärsutveckling inom ICT-industrin? 

 

En av utgångspunkterna i studien är att kön anses vara en social konstruktion och att kön skapas 
genom samhällsstrukturer, segregation och hierarki. Detta skapar könsmärkta maktrelationer i 
samhället vilka är sammanlänkade med organisatoriska maktrelationer. Fortsättningsvis baseras 
studien på kunskapen om att organisationer bör ses som könsmärkta på grund av 
maktperspektivet och tron om att förutsättningar ser olika ut för män och kvinnor och att det 
finns en konstant andel makt som måste delas. En fallstudie av en specifik region i ett 
internationellt ICT-företag har utförts genom en kartläggning av företagets könsstruktur och 
genom intervjuer med anställda inom regionen. Studiens slutsats är att karriärsutveckling inom 
företaget är könsmärkt och baserad på manliga förutsättningar och arbetsvillkor, vilket är en 
fallgrop för kvinnors karriärsutveckling.  

 

Nyckelord: jämställdhet, kvinnor, karriär, nätverk, chefskap, ICT-industrin  
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1 Introduction 
The aim of this chapter is to give an introduction to the context of the study. The chapter 
begins with a general background to gender diversity and organizational culture, which is 
followed by problematization and the purpose of the study. The chapter ends with the 
research question, significance of the study and lastly the disposition of the report is 
presented. 

1.1 Background 
During the last years, countries and societies around the world have acknowledged questions 
regarding gender equality and diversity and these issues are nowadays put on the agenda for 
both governments and business executives. Even though Sweden is said to have worked with 
gender equality for a long time and is said to be one the most gender equal countries in the 
world (World Economic Forum, 2015), it is argued that the industrialized world and in 
countries where democracy and capitalism are supreme, inequality is also sometimes more 
marked than in other regions (Calás & Smircich, 2006). For example in Sweden by the year 
of 2013, 76 percent of all managers are men, and 87 percent of board directors and 84 percent 
of management teams in private business consist of men (Holgersson, 2013). Despite this, 
knowledge about gender equality and its positive effects has spread to organizations and 
individuals. Many companies have today put gender diversity work on the agenda and many 
companies have also set up gender diversity goals for the organization, with the aim to reach 
a higher representation of women within the organization. 
 
Existing research about gender equality is often built upon or put in relation to the 
phenomenon of organizational culture, where a culture of any group of people can be 
understood as a set of beliefs, customs, practices and ways of thinking which the people 
within the group have come to share with each other through being and working together 
(Stacey, 2003). Further, the culture can be described as a set of assumptions that people 
simply accept without question as they interact with each other. 

1.1.1 Organizational culture and gender diversity 
An organizational culture can be viewed as a pattern of shared values and beliefs that help its 
members understand organizational functioning and provide norms for behavior in the 
organization (Dwyer, et al., 2003). Culture can serve as a framework for internalization of 
expectations about corporate roles and behaviors and as an organizational control mechanism. 
According to Schein (2010), organizational culture can be viewed from three different 
dimensions: the visible level, the level of values, and the level of basic principles. The visible 
level concerns behaviors, artifacts, products, rituals, myths et cetera, while the level of values 
deals with the sense of what is the “right thing to do”, collective values, stereotypes et cetera. 
Level of basic principles concerns time and orientation of activity, “knowledge about the 
order of things” et cetera. There are dominant cultures and subcultures in almost all 
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organizations, where managers are the strongest culture bearers and they send signals to other 
employees through declaring values and visible behavior. However, the dominant culture can 
constantly be challenged in different ways (Wahl, 2010). 
  
As countless reports show, diversity is important from many different perspectives: a diverse 
workforce drives economic growth; a diverse workforce can capture a greater share of the 
consumer market; recruiting from a diverse pool of candidates means a more qualified 
workforce; a diverse and inclusive workforce helps businesses avoid employee turnover 
costs; and diversity fosters a more creative and innovative workforce (Hunt, et al., 2015; 
Pellegrino, et al., 2013; Kerby & Burns, 2012; Temin, 2010). Furthermore, diversity is 
necessary in the workplace in order to create a competitive economy in a more and more 
globalized world, and diversity in the boardroom is needed to leverage a company’s full 
potential (AllBright, 2015).  
 
Gender diversity is a hot topic in today’s corporate climate and has been on the political 
agenda for decades. As a result of this, it has also had a significant impact on Swedish work 
life (Wahl, 2010). An investigation by Swedish Statistics from 2013 showed that 85 percent 
of all companies (83 percent of companies with private ownership) conduct organized gender 
equality work. Further, the percentage has increased by seven percent from 2002.  
 
Specifically, the ICT Industry has been traditionally male dominated. According to a report 
from the European Commission only 29 out of 1000 females with a bachelor degree (in 
Europe) hold it within ICT, compared to 95 out of 1000 males (European Commission, 
2013). To compound the problem women tend to leave the sector mid-career to a much 
higher extent than men do (Beninger, 2014). 

1.2 Problematization 
Society and especially the ICT industry have acknowledged the importance of having a 
gender-balanced organization, but for many organizations the question stays as a thought of 
mind, and small or few actions are made to change the current gender-imbalance. For 
Abraham this concerns working towards the goal of having an organizational population 
consisting of at least 30 percent females, with only four years left to fulfill the goal the 
questions have now been raised on how, with which actions, they can succeed in this area.  
 
In order to reach a gender equality goal and to determine what actions are needed in order to 
reach it, it is important to investigate what problem areas that are connected to the low female 
representation in the organization, within both hierarchical levels and different functions. As 
of the current gender equality goal for Abraham, and specifically within the go-to-market 
region The Region where this study was conducted, this concerns at least 30 percent female 
employees by 2020. Though, the organization lacked knowledge on what the most critical 
problem areas might be at the time of this study. 
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According to this, one of the phenomena that this study aimed to focus on is how men and 
women tend to have different work duties, different places and units where they work and 
different positions within an organization. This phenomenon and principle of distinction is 
often accompanied by the principle of hierarchy which has the effect that activities within the 
organization that are carried out by men are higher valued than those carried out by women, 
which thus emphasizes the male as a norm (Holgersson, 2013). Furthermore, the study aimed 
to deal with the phenomena of homosociality and heterosociality.   

1.3 Research question 
The purpose of the thesis is to identify and discuss aspects of gender equality for companies 
within the ICT industry, and to examine how an organization’s culture is involved in the 
current imbalance of gender equality. A case study of Abraham with in-depth interviews, in 
relation to existing theories within the field of research, creates the foundation for drawn 
conclusions regarding essential aspects of gender equality work.  
 
The research question of the thesis is formulated as follows: 
 
Which opportunities and downfalls exist for women’s career development within the ICT 
industry? 
 
In order to answer the above stated research question and to fulfill the purpose of the thesis, it 
is divided into the following case specific sub-questions: 
 

- What are the problem areas underlying the lack of gender diversity at The Region 
within Abraham? 

- Which strategies and methods are essential for gender equality work at The Region 
within Abraham? 

1.4 Significance of the study 
The thesis contributes to an increased understanding of gender diversity and how gender 
affects women’s career within the male dominated ICT industry, and shows that the 
complexity of women’s career development in the ICT Industry is high and that further 
research is needed to understand the question better. The case study of Abraham also 
contributes with an understanding of that gender segregation within the industry is high and 
in order to reduce this segregation one needs to understand which mechanisms that causes it. 
This gives additional empirical data to the area of research, especially data regarding the 
principle of hierarchy and the principle of distinction. 
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Additionally, the study contributes to a deeper understanding concerning organizational 
networking behaviours and that the phenomenon of networking is of great importance for 
career development within the industry, which in many cases also is a downfall for women 
since they, due to male-domination and homosocial behaviours within the organizational 
culture, are excluded from many of these networks. A deeper understanding of how gender 
affects women’s pre-requisites within the industry is relevant in order to create strategies for 
continuous work towards a more equal gender distribution on managerial positions. 
 
The study contributes to gender research, but is also of a practical nature on an individual 
level for women within the ICT industry or other male dominated organizations with similar 
conditions. Additionally, the study contributes to an organizational understanding, and is an 
important source of data and information for companies that want to increase the percentage 
of women on management positions.  

1.5 Disposition 
The initial chapter presents the background of the study, research question and purpose of the 
thesis. 
 
Choices of methods, the case study and its mapping of the case study object and interview 
series, and their limitations and delimitations are presented in Chapter 2.  
 
Chapter 3 concerns the theoretical framework of the study, which has also been used as a 
framework for the analysis of the study. Focus of the framework is held on important theories 
within gender research. 
 
Chapter 4 presents the case study object Abraham, and its organizational structure is mapped. 
Current gender equality work that is conducted within the organization is presented as well as 
Abraham’s current career and talent management work. 
 
Analysis of the empirical data is presented in Chapter 5, where gender structures and 
unconscious biases as well as management’s responsibility for women’s career development 
and the importance of networks are discussed.  
 
The mapping of the gender structure and the analysis of interview series are followed by a 
discussion and conclusions in Chapter 6. Practical implications for the case study object are 
discussed as well as suggestions of future research are presented. 
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2 Method 
The aim of this chapter is to present the method with which this study was conducted. The 
chapter begins with introducing the research approach, followed by a presentation of the 
case study and the methods that were used in order to collect data and analyze the data. 
Lastly, the choice of methods and sources are evaluated and critically reflected upon. 

2.1 Research approach 
Instead of measuring the social studies of gender in organizations, the study aims to explore 
the complexity of the social phenomenon. The purpose of the study is, as previously 
mentioned, to identify and discuss aspects of gender equality for companies within the ICT 
industry, and to examine how an organization’s culture affects current imbalance of gender 
distribution. The study will investigate and seek understanding of the phenomenon of how 
men and women tend to have different work duties in organizations, different places and 
units where they work and different positions within the company, and how the activities 
carried out by men are higher valued than those carried out by women and thus emphasizes 
the male as a norm. Alvesson and Due Billing (2009) argue in their book Understanding 
Gender and Organizations that it is more meaningful to focus on complexity and variation in 
organizational cultures, rather than trying to arrive at an average picture for organizations and 
working life as a whole. The aim of the study is to investigate and seek understanding of 
these phenomenons from the perspective of the role of women in society and in organizations 
vis à vis men, which classifies this study as a feminist study (Collis & Hussey, 2009).  

 
Figure 1: Research approach and view on reality 

In Figure 1 the research approach and view on reality is presented. One of the starting points 
of this study is that gender is seen as a social construction, which means that gender is created 
through societal structures, segregation, and hierarchy. This creates gendered power relations 
in society that are intertwined with organizational power relations. 
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Another starting point for this study is the fact that organizations also should be seen as 
gendered due to the power perspective and the conviction that conditions are different 
between men and women and that there is a constant amount of power that needs to be 
shared. Additionally, Acker (1990) argues that organizations are built on assumptions about 
gender and that these assumptions underlie the documents and contracts used to construct 
organizations. Therefore organization should be seen as gendered. 
 
Furthermore, this study is based on the approaches of homosociality and heterosociality, 
which are also created through a gendered organization. Homosociality is a concept that is 
used to describe a preference for relations with the same gender and is understood as 
practices in which men orient themselves towards other men within a patriarchal gender order 
(Holgersson, 2013). In organizations, women are more fragmented as a group since they have 
limited resources or power, which forces them to orientate themselves towards men whom 
actually have the power. This behaviour of women is called heterosocial behaviour (Lipman-
Blumen, 1976). 
 
Gender as a social construction affects organizations, which are therefore gendered. This 
creates and retains the phenomenon of homosociality and heterosociality, which have an 
impact on the career and network of employees. These four phenomena are studied from four 
different perspectives; society, organization, management and individual. This is the research 
approach that the theoretical framework and analysis are later on built upon. The analysis of 
the empirical data gather in the study has then been analyzed primarily on an organizational 
level, in order to better answer the research question stated and to fulfill the purpose of the 
study. 

2.2 Case study 
The empirical study was conducted by using case study as a methodology. The aim of the 
research was not only to explore certain phenomena, but also to understand them within the 
context of a global company in the ICT industry. Several methods were used for data 
collection.  
 
According to Blomkvist and Hallin (2015), the choice of case is extremely significant when it 
comes to the quality of the finished work, especially in respect of the consistency between 
purpose formulation and the analysis that is performed. The chosen case study object, which 
for this study is anonymized as ICT Company Abraham. In order to fulfill the purpose of the 
study, the case study object needed to be an organization within the ICT industry that today is 
experiencing lack of women on managerial positions and an organization where women’s 
career differ from men’s. Thereby, it was interesting to investigate which opportunities and 
downfalls that exist for women’s career development within the organization.  
 
The research question, as presented in previous chapter, is stated as follows: 
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Which opportunities and downfalls exist for women’s career development within the ICT 
industry? 
 
The case study object fulfilled these criteria and thus created a suitable case study object for 
this thesis. Note that the purpose and research questions were formulated based on the 
situation and current problems of the company, thus the match between case and research 
question is valid as well. 

2.2.1 The case study object Abraham 
The case study object for this thesis is one region within one of the world’s leading ICT 
companies. The Region is a go-to-market region with businesses in Northern Europe and 
Central Asia. The Region consists of 22 countries with Sweden as the biggest in the region 
regarding the number of employees The Region has located there. The Head of The Region is 
located in Stockholm as well as the majority of the region’s executives.  
 
The Region has approximately 2500 employees and of those, 16 percent are female. On 
managerial level the number is a bit higher with 22 percent female of all managers in the 
region. Twelve percent of executives in the region are female. The Region has as a goal, as 
the rest of the company, to reach a gender distribution of at least 30 percent females at all 
levels by the year 2020. More information about the organization can be found in Chapter 4. 

2.3 Choice of methods  
Three methods were used in the study; mapping of gender structure in ICT Company 
Abraham, semi-structured interviews and analysis of interview data. The study was initiated 
by mapping out the gender structure of ICT Company Abraham in order to get a greater 
understanding of the gender structure within the organization. This was done by using 
statistics and data of where and how many employees with regards to gender that are, both 
vertically and horizontally located within the organization. The empirical data was collected 
using semi-structured interviews as a primary source of evidence. Documentation was also 
used in order to increase understanding of organizational facts. A major strength of case 
study data collection is the opportunity to use many different sources of evidence, as the 
method of data triangulation (Yin, 2003).  

2.3.1 Mapping of gender structure at ICT Company Abraham 
The aim with mapping the gender structure at ICT Company Abraham was to create a deeper 
understanding of the gender structures; where women and men are located within the 
organization, both vertically and horizontally. The gender structure map was created in order 
to further investigate men’s and women’s opportunities and downfalls concerning career 
development within the company.  
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The method used in order to map the gender structure of ICT Company Abraham is taken 
from Wahl (2003), and Wahl’s term gender structure that consists of three elements: 

- The numerical distribution of men and women 
- The degree of segregation between women and men by task, profession and position 
- The hierarchical distribution expressed as degrees of influence and power 

 
In order to identify and investigate the gender structure of ICT Company Abraham, data was 
collected from The Region’s human resources function regarding employees’ gender, current 
position, current function, and any management responsibilities. The numerical distribution 
of men and women was obtained by sorting the data by gender. The degree of segregation 
between women and men by task, profession and position were obtained by looking at the 
distribution of men and women on different functions within ICT Company Abraham and 
within The Region. This assortment gave an overview of the degree of segregation between 
men and women by task and profession, however was not a detailed mapping done on this 
aspect. The hierarchical distribution expressed as degrees of influence and power was 
obtained by sorting the data by position. A gender structure map, using the same data 
collection process and sorting of data, was also conducted for the organization as a whole.  
 
The gender structure was analyzed from the research approach described above and as 
presented in Figure 1. 

2.3.2 Interviews 
The main method for collecting the primary source of data was through semi-structured 
interviews. The interviews were held at ICT Company Abraham headquarters in Stockholm, 
Sweden in February and March 2016. The interviewees were 19 current and former 
employees within The Region whereof ten men and nine women. All interviewees were 
employees of Abraham and by the time of selection of interviewees, all were current 
employees at The Region. However, by the time when the interviews took place 2 
interviewees had moved to another position within Abraham. The interviewees were also of 
different ages and from different positions and functions within The Region, in order to 
create a broad understanding of the organizational culture and the gender structure within The 
Region. All interviews were for the time being located in Sweden. 
 
The selection of interviewees was done in cooperation with the Head of Talent Management 
and with the Head of Business Development for The Region, whom were also responsible for 
the actual selection. The criteria that were specified were that the interviewees needed to be 
of equal part men and women, of different age, and from different positions, functions and 
business units within The Region. The interviewees were initially contacted by the Head of 
Business Development by email and were then contacted by the researchers in order to set up 
a time for the interview. All interviewees, described with quoted name, age, period of 
employment at Abraham and if they are manager, can be found in   
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Appendix A Interviewees. 
 
All interviews were held by the two researchers with one interviewee, and lasted 
approximately 40 minutes to an hour. The interviews were recorded in order for the 
researchers to transcribe the material and to minimize the risk of biases and subjective 
assumptions by the researchers. An interview guide was used in order to keep track of 
multiple desirable topics to discuss during each interview. The interview guide in its full form 
can be found in Appendix B Interview guide. Various areas of questions from the guide were 
then dealt with in the order that best presented itself during the course of the interview, 
whereas some of the questions posed during the semi-structured interview was not formulated 
beforehand but created during the course of the interview (Blomkvist & Hallin, 2015). 
However, almost all interviewees were given the opportunity to answer the same set of 
questions. The most common approach of case study interviews are that they are of an open-
ended nature, where respondents are asked about the facts of a matter as well as their own 
opinions about different events (Yin, 2003), which was taken into account while designing 
the interview guide.  
 
The interview consisted of six topics: introduction, background and current situation, 
function and level, career and networking, organizational culture and gender equality, and 
other. The interviews were initiated by a brief introduction to the study, where the researchers 
presented the study as “an investigation of men’s and women’s career development within 
The Region”, and not as a feminist study or a study about gender equality. This was done in 
order for the interviewee to have an open mind, and not lead the interviewees into a specific 
mindset and to focus only on the gender diversity aspects of the study. In the introduction, 
emphasis was also put on the anonymity of the interviewees since many of the questions 
concerned personal experiences and perceptions. The introduction was then followed by 
questions where the interviewee was asked to briefly introduce him- or herself, a lifeline 
question, and questions about current job situation. The lifeline question was inspired by 
Wahl (2003) and was used in order for the researchers to map out specific activities and 
investigate patterns among the interviewees regarding for example parental leave and change 
of job positions. The question was initiated by showing an example of a lifeline, and 
thereafter the interviewee got to fill in his or her lifeline as he or she was guided by questions 
from the interviewer. Focus was held on age of today, graduation year, change of 
work/position within The Region and/or Abraham, childbirths, parental leave, fulltime work, 
part-time work, and how the interviewee looked at the future. For a full description of the 
lifeline question, see Appendix C Life-line question.  
 
The topic about function and level was focused on a gender equality point of view. The 
questions concerned the distribution of men and women from a function and level perspective 
and the interviewee’s thoughts about the current gender equality situation. The topic covered 
questions about if the interviewees experience any advantages and disadvantages of being a 
man or woman within the function or at the level, how to combine work with private life, 
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what leadership mean to the interviewee, and what type of person that the interviewee believe 
becomes manager at Abraham. These questions were used in order to get an understanding of 
the interviewee´s perceptions and thoughts about which personal traits and competencies that 
are valued and favored within the company. The aim of the questions was to investigate the 
gender structure regarding the numerical distribution of men and women at function and 
level, and the interviewee’s perception of the distribution, as well as to clarify any differences 
between those two. The question about function and level was followed by a section of 
questions about career and networking which concerned definition of career, if the 
interviewee is satisfied with how far he or she has reached, and what the interviewee believe 
is the key to a career within The Region.  Focus was held on questions about role models and 
the interviewee’s usage of networks within or outside Abraham.  
 
The interviews ended with a section of questions regarding organizational culture and gender 
equality, which focused on attitudes, norms and values within The Region and ICT Company 
Abraham. Each interviewee was given the opportunity to describe how they define 
organizational culture and how the organizational culture has affected the interviewee and 
other colleagues. The interviewee was asked to estimate where to put The Region and ICT 
Company Abraham on a fictitious gender scale from one to ten, where one is totally gender 
unequal and ten is totally gender equal, and explain the reasons behind the estimation. The 
purpose with the fictitious gender scale was to get the interviewee’s subjective experience of 
gender inequality or equality, both within the region and in the organization as a whole. For 
more information about the interview guide and the above-described questions, see Appendix 
B Interview guide. 

2.3.3 Processing of interview data 
All interviews were recorded and then transcribed by the researchers. Once the interviews 
had been transcribed, the transcription was read several times by both researchers. During 
this process, the qualitative data gathered from the interviews was analyzed. 
 
All interview data was compiled by going through each question, which was a step-by-step 
procedure. A thematic analysis, also called content analysis, was used in order to process the 
data. This entailed the use of categories into which the empirical data can be sorted 
(Blomkvist & Hallin, 2015; Collis & Hussey, 2009). The categories that were used during the 
thematic analysis were categories that were found in the empirical data, such as words and 
terms that the interviewees made use of during the interviews. The researchers also developed 
themes by grouping similar words and terms that interviewees made use of and that became 
visible after transliteration of the interviews into different categories (Blomkvist & Hallin, 
2015). The categories were created on the basis of each question and then all questions, 
where the thematic approach was applicable, were analyzed. The thematic analysis was 
compiled into tables, which can be found in Appendix D Results thematic analysis of 
interviews. 
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The data that was collected through the life-line question was verified with data retrieved 
from documents and system information from The Region’s human resources department. 

2.3.4 Documentation as a source of evidence 
In addition to the data gathered through interviews, the case study also included a 
documentary analysis. Internal documents from the organization were searched for and used 
to gain a fuller understanding of the studied phenomenon and in a more adequate way be able 
to answer the research questions. The documentation used were written reports, presentation 
material and statistics from the organization. Some of the material was handed to the 
researchers from the supervisors at the organization upon request. Some material was found 
through searching on the organization’s internal and external website. 
 
The documentation was used primarily to validate and supplement evidence from other 
sources, which according to Yin (2003) is the most important use of documentation as a 
source of evidence. Documents were also used to create an empirical context for the case 
study with regards to organizational structure, gender distribution, and organizational 
operations.  

2.4 Evaluation of methods 
The triangulation of multiple sources of data and different research methods were used in 
order to reduce bias in data sources and methods but also to increase the validity and 
trustworthiness of the study (Collis & Hussey, 2009). However, some limitations and 
delimitations existed for the chosen methods, which are presented and discussed below. 

2.4.1 Limitations and delimitations of documentation 
When using documentation as a source of evidence, the documents must be carefully used 
and they should not be accepted as literal recordings of events that have taken place (Yin, 
2003). Strengths with documentation according to Yin (2003), are that it is stable and can be 
reviewed repeatedly during the whole study, that it is not created as a result of the case study 
and therefore unobtrusive and that it is exact and often broad with a long span of time, many 
events, and many settings. Furthermore, Yin (2003) states that weaknesses with 
documentation are the retrievability, which can be low, biased selectivity if the selection is 
incomplete, reporting bias and the access to the information if not full access is guaranteed. 
 
The information found in the documents used was judged to be of great difficulty to find 
from other sources and with other methods within the frames for this study, and therefore it is 
argued that the documentation as a source of evidence was a valid choice of method. 
Additionally, Eisenhardt (1989) suggests that it is usually best to combine data collection 
methods with interviews, which was done in this study. 
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2.4.2 Limitations and delimitations of interviews 
Some criticism of the case study as a research method is that it is subjective and primitive 
(Blomkvist & Hallin, 2015). The case study that has been done in order to answer the 
research question was also holistic and concerned only one case in only one context. This has 
had impact on the transferability of the results. However, there are advantages with 
conducting the study with this holistic approach. In order to answer the research question 
stated above, one will have to have much knowledge about to context and the case, which 
would not have been possible if more cases were studied.  
 
Critique can also be given to the chosen case company and the international distribution of its 
employees. This thesis has not taken into consideration different nationalities of the 
employees but argue that the phenomena regarding gender and organizations is valid in all 
organizational cultures, aside from their national belongings. In order to validate the results 
further only employees from The Region located in Sweden was asked to participate in the 
study. By doing this, one needed not to take into consideration the region’s different societal 
conditions. Critique against the transferability of results from the case study object can also 
be given referring to the company not being representable for the whole ICT-industry. All 
results from the study might not be applicable to other companies, but referring to the size of 
the company studied and its leading position at the global market, it can be argued to be 
partly representable of the industry and thus part of the conclusions should be transferable 
onto other organizations.  
 
The trustworthiness of the study is argued to be high since the research design covers several 
methods aiming on collecting data from different areas and angles. Recording and 
transcribing the interviews also substantiated the trustworthiness of the study. To increase the 
trustworthiness of the information in a case study, it is important to maintain a chain of 
evidence (Yin, 2003), which in this study has been done through our supervisor at the Royal 
Institute of Technology in Stockholm and at the company where the case study was 
conducted.   
 
Critique that can be given on the selection of interviewees is that the selection was biased. On 
one hand, if the selection was done by the two company employees, the sample will be biased 
by them. On the other hand, if the selection is done by the researchers alone the choices have 
a risk of becoming uninformed due to the researchers’ lack of knowledge and experience of 
the organization. This is an issue that the researchers need to be aware of during the produce-
phase of the thesis (Blomkvist & Hallin, 2015). 
 
Strengths with interviews as a research method are that they are targeted and focus directly 
on the case study topic and that they are insightful and provide perceived causal inferences 
(Yin, 2003). On the other hand, weaknesses with interviews are the eventual bias due to 
poorly constructed questions, the response bias, and the reflexivity (Yin, 2003). For example, 
if leading questions are asked, “the corroboratory purpose of the interview will not have been 
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served” (Yin, 2003). The interview questions that were asked during the interviews for this 
study was evaluated and revised several times with help from supervisors at both the 
company and from academia. Several questions were gathered and created with inspiration 
from previous research on similar topics, and then adjusted to the specific study in question. 
This works as an argument for questions being well-constructed with regards to the topics at 
hand. 
 
Criticism against the chosen data-processing method, thematic analysis or content analysis, is 
that if you select the words, phrases or categories that the research have determined to be of 
interest, one might ignore large amounts of data that could help you understand the 
phenomena under study at a deeper level (Collis & Hussey, 2009). However, since the 
procedures and systems for carrying out a thematic analysis or content analysis are argued to 
be very clear, the trustworthiness and validity of the study is evaluated as high (Collis & 
Hussey, 2009). 

2.4.3 Trustworthiness of the study 
The trustworthiness of the study is reasoned to be high due to several arguments concerning 
the research design. 
 
Firstly, the method and research design that was used for this study has been used previously 
by researchers from different academic institutes and on studies made in different empirical 
contexts. This is argued to be of great contribution to the trustworthiness of this study and its 
results. Secondly, the data that the study is built upon is collected from employees at The 
Region and from the organization which should give a correct and trustworthy picture of the 
studied phenomena. The interview guide that was used to collect the main qualitative data is 
thirdly argued to underwrite the trustworthiness of the study since it was created using 
interview guides and questionnaires from previous research within the same field and also 
revised several times by the researchers, by supervisor from academia, and supervisor from 
ICT Company Abraham, before the interviews were conducted. 
 
Fourthly, even if only 19 interviews were conducted one could notices several similarities in 
the interviewees’ responses and reactions to the questions, which argues that the study is to 
some extent transferable for the whole organization, and thus the trustworthiness of the 
results is high. The interviews were also conducted following the interview guide rather 
strictly which both is an argument for the interview guide to be well constructed since it 
followed the interviewees’ thoughts well and also is an indicator that the possibility to 
recreate the interviews is high which in turn is a sign of high trustworthiness for the study. 
 
Lastly, the triangulation of methods is also argued to contribute to the trustworthiness of the 
study. All collected data, regardless of method used, showed the importance of gender in the 
organization. 
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2.5 Source criticism 
It is important to critically analyze and discuss whether or not the sources used are 
scientifically useful to the purpose of the study (Blomkvist & Hallin, 2015). The purpose of 
the study is to identify and discuss aspects of gender equality for companies within the ICT 
industry, and to examine how an organization’s culture is involved in current in-balance of 
gender equality. The sources that have been used for this study are both primary and 
secondary and concern different aspects of gender equality, from different points of views 
and from different contexts. All sources are argued to be of scientific value for the study. 

2.5.1 Primary sources 
The primary source of the study was the interviews conducted at the headquarters of ICT 
Company Abraham in Stockholm in February and March 2016. The interviewees are 
assumed to be neutral in the subject, and did not get any information about the interview in 
advance. The information from the interviews is first-hand information, and based on the 
interviewees’ own experiences.  

2.5.2 Secondary sources 
The secondary sources that have been used for the study are published scientific articles, 
industry reports, books and documents from ICT Company Abraham. The authors of the 
literature that was used to create the theoretical framework are well known researchers within 
this field of research and have been cited several times. The scientific articles that have been 
read by these authors has also been approved by others and therefore the validity and 
scientific reliability can be assumed to be high. 
 
The research that constitutes the theoretical framework can, with regards to some sources, be 
criticized as rather old. One example of this is the theory and research conducted by Rosabeth 
Moss Kanter (1977). However, this research has been proved and tested again in a more 
recent time being, and a number of the more current research builds upon the theories 
developed by Kanter. One example of the more current research that uses Kanter’s theories is 
the research made by Charlotte Holgersson (2013). This proves the reliability and validity of 
the research that has been used to conduct this study. 
 
The secondary sources of documents from ICT Company Abraham that have been used to 
verify data and to map the gender structure of the organization can be biased and it is not 
possible for the researchers to verify their validity and trustworthiness. This is seen as a 
weakness of the sources used. However, an alternative source with the same information was 
not possible to find. The company’s own data could be assumed to be of importance for the 
company and it there could be a strong desire for these data to look as good as possible. 
There is therefore a risk of the data to be tendentious. However, it is also assumed that since 
the data is of such great importance for ICT Company Abraham, it should also be important 
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that the numbers are correct. This is also a weakness with the source used, but it is not judged 
to affect the validity and trustworthiness of the study and its results. 
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3 Theoretical framework 
The aim of this chapter is to present relevant theories for the scope of the thesis. The theories 
have served as a framework for the research design and for the analysis. The chapter begins 
with theory about gender as a social construction, which is followed by theory on gendered 
organizations. This is continued with a chapter about men’s and women’s preference for 
men. The chapter ends with a chapter about career and networking.  

3.1 Doing gender 
There are many theories and explanations of how and why gender is created and reproduced, 
which follows by the fact that social construction of gender does not happen in a given way. 
West and Zimmerman (1987) coined the term “doing gender” referring to how gender is a 
result of social activities. They mean that gender is constructed from methodical, routine and 
reccurring acts. 

3.1.1 Gender as a social construction 
West and Zimmerman further argues that the social construction of gender legitimizes the 
division of men and women in society overall (West & Zimmerman, 1987). Kanter (1977) 
states that the image of masculinity and femininity are incorporated in functions and positions 
in the organizations and does not naturally follow the work tasks or the notion of the essential 
characteristics of men and women. Additionally, Butler (1990) argues that gender is created 
and recreated on a daily-basis in daily situations where men and women act and react based 
on the assumptions and expectations that are put on them connected to their gender. Wahl et 
al. (2011) add to these theories by stating that individuals’ acts and thoughts are affected by 
the values and norms that are prevailing in their environment and surroundings, such as 
organizations and their cultures. Moreover, Widerberg (1995) also argues that individuals 
treat themselves and others based on conceptions of what characterizes each gender through 
what she names “gender positioning”, which results in a recreation of gender. To conclude, 
the explanations and arguments to why gender is a social construction are many and therefore 
this is an underlying assumption for the rest of this study and report. 
 
In connection with the social construction of gender, the meaning of masculinity and 
femininity is also constructed. Wahl & Linghag (2013) states that femininity and masculinity 
is created in the interaction between the terms and conditions that women and men meet and 
in their own actions. Moreover, Butler (1990) argues that, as with gender, the construction 
and reconstruction of masculinity and femininity is a continuous process and is created in 
relation to the social and cultural environment we are in. Traits connected to masculinity are 
rationality, control, competition, objectivity, efficiency and independency compared to the 
traits that are usually seen as feminine such as intuition, irrationality, subjectivity, 
emotionality, empathy and caring (Lindgren & Packendorff, 2006; Burris, 1996). That is, 
women, as well as men, are expected to behave according to these feminine and masculine 
traits, respectively. 
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3.1.2 Gender equality and diversity  
Within organizations, and society as a whole, patterns in the relationship between men and 
women can be seen. Knowledge about distribution between men and women in numbers, 
positions, and extent of influence and knowledge of existing ideas about gender in the 
organization, can according to Wahl et al. (2011) provide a good picture of an organization’s 
gender order. Gender order is defined as the power relationship between genders on a 
structural level. Within organizations gender order is designated through gender structure and 
symbols (Wahl, et al., 2011). The most dominant gender order of today’s society is the 
patriarchy, where men dominate positions of authority and power in greater extent than 
women.  
 
Organizations act within the norms of society, and thus also reflect the gender order of 
society. Gender order creates gender inequality, which in turn creates ineffective use of 
competence. Gender inequality means ineffective use of human capital of the organization, 
which in turn has negative effects on the profitability of the company (Wahl, et al., 2011). It 
is important that gender distinction is acknowledged, and that it is recognized that those 
distinctions are significant for organizational practice, because they facilitate (re)production 
of gender inequality (Benschop & Dooreward, 1998). In order to make use of competence 
effectively and independent of gender, organizations should strive for gender equality. 
 
Managing gender diversity has been done differently in different organizations and in 
different countries this last decade. Furthermore, some companies have, at least at a formal 
level, been highlighting the importance of equal opportunities, gender mainstreaming and 
diversity management in their organizations. However, the implementation of these concepts 
is often lacking (Ahler & Bührmann, 2010).  

3.2 Gendered Organizations 
Organizational theory has long focused on males’ work life and relationships, and has 
primarily discussed male interests and problems. The focus has especially been put on males 
in power positions, such as leaders and managers (Wahl, et al., 2011). In traditional 
organizational theory, owners and management, as well as managers and workers are 
presented as men. It is commonly agreed that this does not consort with reality, which makes 
it difficult to apply traditional organizational theories on any organization that consists of a 
mixture of both sexes.  
 
Even though organizational theory focuses on male’s work life and relationships as opposed 
to female’s, Acker (1990) argues that organizational structure is not gender neutral but rather 
that organizations are built on assumptions about gender. These assumptions underlie the 
documents and contracts used to construct organizations and they provide the common 
ground for theorizing about organizations. In organizational logic, both hierarchies and jobs 
are abstract categories that have no gender (Acker, 1990). However, this abstract job can only 
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exist if there is a worker. In organizational logic this abstract worker, who fills the abstract 
job, is a person who only exists for the work. This hypothetical worker can have no other 
imperatives of existence besides the job and too many obligations outside the job would make 
the worker unsuitable for the job. Moreover, Acker (1990) argues that the closest the 
disembodied worker doing the abstract job comes to a real worker is “the male worker whose 
life centers on his full-time, life-long job, while his wife or another woman takes care of his 
personal needs and his children” (Acker, 1990, p. 149). Thus, even though organizational 
logic presents the concept “job” as gender neutral, this implies that it is a gendered concept, 
which further argues why organizations are gendered.  
 
Britton (1999) states that organizations are masculinized per se, since the “hypothetical 
worker” is male, as well as the paradigmatic organization presumed by ideology and policy is 
male-dominated. Additionally, the construction of femininity and masculinity impacts 
women in organizations which Fletcher showed in her study about female engineers 
(Fletcher, 1999). In the study made by Fletcher it is shown that female engineers act 
relationally, supportive, and soft, which Fletcher argues is a result from prevailing gender 
roles. The relational approach that women in the study have is seen as something that women 
are and not something that they shape actively through their work. Conflicts happen when the 
women in the organization are expected to behave in this specific manner due to their gender, 
at the same time as this behaviour and these traits are not appreciated in the organization 
since the masculine traits are valued higher than the typical feminine traits. A result from this 
is that the women in the organization start to act in a more masculine manner which in turn 
results in them being seen as “non-feminine”. The women are then encouraged to act in the 
more relational manner which then creates a “moment 22” (Fletcher, 1999).  
 
Another study describes similar problems, but in the IT-industry (Woodfield, 2002). The 
problem aroused after a shift in the wanted employee profile in the industry, when the 
employers wanted employees with more communicative and social skills in order to adapt 
and face the increasing demands from the customers. When this shift happened, Woodfield 
(2002) explains that there was an expectation that with this new profile, more women would 
enter the IT-industry since the new profile described skills and traits that are usually seen as 
feminine. However, Woodfield argues that this shift in employee profile did not result in 
significant advantages for women since women’s social and communicative skills were seen 
as something that the women were in general and not something that they shaped actively 
through their work. The social competence was therefore not seen as a valuable characteristic 
of the individual women in the IT companies. In comparison, men who possessed this social 
skill were seen as extra valuable and competent and were therefore rewarded and given 
attention (Woodfield, 2002). 
 
Hierarchies can also be argued to be gendered since they are built on the assumption of the 
ideal disembodied worker as well: the workers that are fully committed to paid employment 
are more suited to responsibility and authority, compared to the workers that must divide 
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their commitments, and thus they have higher ranks than the latter mentioned workers 
(Acker, 1990). If a hierarchy is seen as gendered it can then be argued that men, compared to 
women, move upwards within the hierarchy more easily, leaving women on the lower ranks.  
 
When talking about gendered organizations, it is referred to the advantage and disadvantage, 
exploitation and control, action and emotion, meaning and identity, and how these are 
patterned through and in terms of a distinction between male and female, masculine and 
feminine (Acker, 1990). Wahl (2003) also argues that power relationsships between genders 
are materialized, concretized and become evident in organizations, and thus goes against 
earlier research that claims organizations to be gender neutral.  

3.2.1 Minority and majority effects and the importance of numbers 
To have a gender perspective when studying organizations can be defined as to describe, 
interpret, and problematize consequences of gender within organizations (Wahl, et al., 2011). 
Theory on organizations and gender show that structure and culture contribute to the fact that 
men and women are met with different terms when acting in an organization. Kanter (1977) 
presents three structural variables to study the situations of men and women in organizations: 
opportunity, power and distribution of people of different kinds. Structure of opportunity is 
described as the possibility for employees to be flexible and develop within the organization. 
Structure of power describes the opportunity to efficiently take action within the 
organization. Finally, the structural variable of distribution of people of different kinds refers 
to the mixture of the group, and minorities and majorities, which is the relationship between 
the numbers of males and females in the work groups and departments.  
 
Kanter (1977) argues that people’s behaviours in organizations can be understood from 
looking at their position in the organizational structure, explained in the three structural 
variables above. In her study, where she studied a multinational and male-dominated industry 
company, she shows that organizations dominated by men limit women’s opportunities for 
development. Kanter criticizes individual-based explanations to men’s and women’s 
behaviours that are based on general assumptions and visible differences between the two 
genders. She argues that it is not gender-differences that explain men’s and female’s different 
behaviours, but rather their differences in power and their different possibilities to grow and 
develop in hierarchical organizations. In addition to the three structural variables presented 
above, Kanter has introduced the concept of three structural effects that occur when a person 
is in minority in an organization, which is the third structural variable presented above. These 
are often called the minority effects and are divided into: visibility, effect of contrast, and 
assimilation.  
 
Visibility refers to how women in minority often stipulate as a symbol for women in general, 
at the same time as they are trying to fit into the organizational culture as well as possible. 
The women then tend to adapt according to the culture of the majority in order to downplay 
the importance of the gender. This often results in the women in this position using a gender 
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neutral strategy where all that is related to women and femininity is downgraded (Wahl, 
2003). Women that are in a minority are seen by the surroundings as an exception to the rule 
but if something goes wrong it often happens that the woman is seen as a representative for 
her gender and again this results in a downgrade of women and femininity. The visibility also 
has the consequence that women in minority need to prove that they belong and need to have 
their competence confirmed by the majority. Yet, if the women outperform in their position it 
is also seen as something negative since it conflicts with the community of the majority, who 
are men, which puts the women in a paradoxical position. 
 
The effect of contrast refers to how an already male-dominated culture becomes more evident 
when a minority of women enter the culture. As expressed by Wahl and Linghag (2013), the 
effect of contrast can be explained as the outliers, in this example the women, activates the 
culture: it is when women enter their community that the men realize they have a culture to 
protect. One way of protecting the culture is to test the outliers’ loyalty to the culture. In a 
male-dominated culture, the women are then often expected to withstand jokes, not to work 
with gender-equality work, and not to demand a change of the culture. The loyalty is often 
tested in social situations, which is why women in a male-dominated culture often experience 
these situations more strenuous than the actual work situation (Wahl & Linghag, 2013). 
 
The third effect of being in a minority according to Kanter (1977) is assimilation. 
Assimilation means that women in minority often adapt to the female stereotype created by 
the surroundings and the society. The expectations of how the stereotypical woman should 
act, react, and behave limit the women’s discretion. Additionally, the adaptation to the 
stereotypes reinforces these stereotypes and make them look even more “true”. 
 
These minority effects, Kanter argues, are most stressful and strenuous for women in 
managerial or leadership positions because of the many dilemmas and duplicity that occurs 
from them. In Kanter’s study, she saw that women were often both representatives and 
exceptions from their gender and overall their visibility in the organization was high. At the 
same time, they were excluded from important contexts. Women in managerial or leadership 
positions were therefore highly affected by the structural variables presented earlier in this 
section, resulting in limited opportunities, and limited power at the same time as they were in 
minority and thus affected by the effects of being in a minority. 

3.2.2 A critical mass can create a change 
Changes can happen once the minority is a big enough group and constitutes a critical mass. 
However, it is hard to define how big a group must be in order to be counted as a critical 
mass. Torchia et. al. (2011) discuss how a female representation on a corporate board of three 
women constitutes the critical mass that is needed in order to contribute and create a change. 
Kanter (1977) discusses a theory that a group consisting of 15-30 percent of the total group is 
needed in order to create positive changes for that minority group. Others (30% Club, KPMG 
UK, YSC, 2014; Dahlerup, 2006) indicate that 30% is the proportion when the critical mass 



21 
 

is reached and the voices of the minority group become heard as individuals rather than being 
a representative for the minority as a group. The question whether a percentage is the one 
solution in order to reach gender equality is however debated (Stichman, et al., 2010). Wahl 
(2003) stresses the importance of looking at the hierarchical position of the minority in the 
organization in order to determine if the critical mass of the minority will be able to influence 
changes. Wahl’s study showed that in many male-dominated organizations with 30 percent 
women, the women are found on typical female job roles on low levels in the hierarchy 
which implies that the critical mass will not have big impact on decision-making and creating 
changes in the organization. 

3.2.3 An organization’s definition of competence 
From an overview of previous research, it is shown that a common definition of competence 
does not exist. The Swedish National Encyclopaedia defines formal competence as education 
or experience that is required for a specific position or role (Marklund, 2002). Competence is 
continuously produced and reproduced within organizations, in the same way as gender 
(Göransson, 2007). Competence can thus be seen as a social construction that is affected by 
cultural aspects like norms and values. Since the majority tends to characterize both norms 
and actions within an organization, the minority’s competence tends to be neglected (Kanter, 
1977). Gender awareness is therefore seen as crucial for women managers to challenge 
management constructions.  
 
When viewing competence as socially constructed, it especially affects women in male-
dominated organizations, where the women’s competence is evaluated on different terms than 
the men’s. Women’s and men’s competence are usually evaluated using masculine 
measurements and dimensions, which is unfavourable for the women, especially when they 
are put in competition against men for leadership positions (Kerfoot & Knights, 1996).  
Men’s and women’s potential is also evaluated differently. For example, men are seen to 
have an unlimited potential, which implies that when a man is evaluated, he is evaluated 
based on what he can become and achieve through practice and maturity (Linghag, 2009). 
Women on the other hand are evaluated on the potential they possess as of today and not the 
potential they could possess. Linghag (2009) describes this with women being ascribed a 
limited potential. 
 
Perceptions about typical characteristics for men and masculinity often agree with the 
perceptions about competence and leadership (Wahl & Linghag, 2013).  One example is the 
competence regarding technology. Technology has long been perceived as something suitable 
for men (Cockburn, 1985) and technology has become masculine because men are practicing 
it and it has become a part of the masculine identity (Wajcman, 1991). The technology that 
women traditionally have been working with has at the same time not been seen as “real 
technology”, in comparison to the technology that has been labelled masculine (Wahl & 
Linghag, 2013). Wahl and Linghag (2013) argue that the connection between technology and 
masculinity works as a segregating factor in organizations. Technical competence and work 
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is shown to be evaluated differently depending on which gender it is associated with 
(Petterson, 1996; Gunnarsson, 1994). Technology oriented research and academia is also an 
area that is dominated by a masculine engineering culture, where women are in minority in 
both academia and industry (Wahl, 2003). 

3.3 Men’s and women’s preference for men 
In organizations it has been shown that men as well as women orientate towards other men. 
This behavior is explained by men tending to have a greater access to power and resources in 
an organization compared to women, and is in literature referred to as homosociality and 
heterosociality. That is men and women both have a preference for men. 

3.3.1 Homosociality and heterosociality 
A theory developed by Lipman-Blumen (1976) defines males as homosocial individuals. 
Males dominate positions of power in society and in organizations, which contributes to them 
identifying and orientating themselves with other men. This behaviour is what Lipman-
Blumen refers to as homosocial behaviour (Lipman-Blumen, 1976). Men can satisfy most of 
their needs with other males. This proves the conclusion of the male domination of the 
alliances further. In organizations, women are more fragmented as a group since they have 
limited resources and power, which forces them to orientate themselves towards men whom 
actually have the resources and power. This behaviour of women is called heterosocial 
behaviour. 
 
Homosociality is used to describe how relationships between men look like in relation to 
identity, power and confirmation (Wahl & Linghag, 2013).  It exists in everyday life, in the 
culture, through the jargon that is being practiced and in the acts of confirmations that occur.  
Organizational cultures that are male-dominated and have a majority of men on leadership 
positions have also been proven to have elements of homosociality in the culture. Lindgren 
(1996; 1999) has found that men and women discuss different topics in a group of only one 
gender than in a mixed-gender group. In situations with only men, a special form of 
interaction occurs, where men confirm each other as superior of women. This interaction and 
homosocial jargon is by Lindgren referred to as “ritual talk” that results in the emergence of 
an ideal, or a hero which men use to calibrate their masculinity against (Lindgren, 1999; 
Lindgren, 1996). What is seen as crucial in this ritual of confirmation is to stress the specific 
group of males’ superiority against women and men outside the specific group, which also 
demands that all men join into the homosocial jargon or at least do not work against it 
(Holgersson, 2003). Men who do not want to identify themselves with the hero figure 
confirmed by the group of men often choose not to admit this in all-male situations 
(Lindgren, 1996). Lindgren refers to this as concurrent or complicit masculinity and argues 
that the men that do not choose to practice the masculine hero still can earn advantages from 
it if they do not oppose it either (Lindgren, 1999). 
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One consequence of homosociality is the recreation of gender segregation and the exclusion 
of women, especially from positions of power in organizations (Wahl & Linghag, 2013). Men 
orientate themselves towards other men and men choose men to positions of power (Wahl, 
2010; Holgersson, 2003; Lindgren, 1999; Lindgren, 1996). One problem with homosociality 
and the consequence of creating informal contexts, is that these contexts are often unknown 
for those that have not been included in it. The exclusion thus becomes invisible and 
unknown. This is a form of discrimination that can be likened with so called non-events in 
the career, earlier described in academic organizations (Husu, 2005). These non-events could 
be missing confirmations and rewards, which those that are included in the culture are 
confirmed with. Women in their career neither have knowledge of these events nor can prove 
that they did not happen for them. Husu (2005) argues that a career consists of several events 
and non-events placed over a long period of time. These can appear to be of less value seen 
independently, but in the whole they have a crucial impact on how a career develops (Husu, 
2005). 
 
Women’s position in working life is featured with low flexibility and few possibilities for 
development, this makes it unreasonable to describe women’s positions with individual 
conflicts or that women themselves limit their career ambitions (Kanter, 1977). Research has 
documented the direct and indirect discrimination experienced by women in male-dominated 
work contexts (Holgersson, 2013). Direct discrimination can be a result of homosocial 
practices, which is a concept used to describe a preference for relationships with the same 
gender, especially men’s preference in other men in a corporate context. It is important that 
gender equality initiatives targeting management levels focus on making men more aware of 
their homosocial practices in order for the initiatives to be successful. 
 
Furthermore, Holgersson (2013) means that homosociality is often an unreflexive practice 
which is embedded in organizational structures and cultures, enabling men to simultaneously 
reproduce male dominance in management while portraying themselves as pro-equality.  
 
“Despite a wish to see more women in top positions and an awareness of the adverse career 
conditions women face and even with men’s preference for men, only a few reflect upon their 

own preference for certain men and that it contributes to male dominance.” (Holgersson, 
2013, p. 463) 

 
The concept of homophily is used to describe men’s preference for men, particularly in top 
management positions. Studies of social networks use the concept of homophily to describe 
the frequently observed patterns wherein people who are socially similar are more likely to 
have relationships with each other. (Holgersson, 2013) 

3.3.2 Management: An activity for men 
Management is usually presented as if it is a gender-neutral activity, whereas in reality it is 
clear that managerial hierarchies remain largely dominated by men in most organizations and 
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sectors (Collinson & Hearn, 1996). That is, most managers in most organizations in most 
countries are men. Yet the conditions, processes, and consequences of men’s historical and 
contemporary domination of management have received little scrutiny (Collinson & Hearn, 
1996). According to Holgersson (2013), in her study on recruiting managing directors and 
doing homosociality, the average top manager in Swedish business is a Swedish born, 
middle-aged man with higher social class background.  
 
Holgersson (2013) argues that homosociality is done in the recruitment of managing directors 
through two main practices: (re)defining competence and doing hierarchy, which result in the 
active preference of certain men and the exclusion of women. Furthermore, Collinson and 
Hearn (1996) state that masculine discourses and practices are often a crucial basis for 
alliances, divisions, and conflicts between men in senior positions. In order for women to be 
appointed as executives, or at least at a higher management level within a company, 
awareness of gender issues, discrimination faced by women, and gender stereotyping are 
necessary before more favourable conditions can develop (Ahler & Bührmann, 2010). 
Women find scope for doing management differently in practice, for example working part 
time and having small children (Wahl, 2010). Additionally, one of the starting points for most 
of the available research on work and family is that the family constitutes an obstacle to a 
woman’s career (Hewlett, 2002). 
 
Men are selected for managerial positions because they are perceived, especially by male 
selectors, to be more reliable, committed, and predictable, as well as free from conflicting 
loyalties between home and work (Collinson & Hearn, 1996). Britton (1999) adds to it and 
states that male managers are perceived as more rational, less emotional, and more likely to 
be “ruthless enough” to get the job done, whereas women are seen as less rational, more 
emotional, and “messier”.  
 
A consequence of the male-domination in managerial position is the lack of role-models of 
the same gender for women on lower levels in the organization. Bozak and Sczesny (2008) 
argue that one means of influencing men’s and women’s perceived suitability for a leadership 
position may be to provide the candidates with a stimulus person of their own gender. In their 
study where they investigate women’s self-ascribed lack-of-fit to leadership positions, they 
find that similarity seems to be an important factor that affects identification with a 
communicator (Bosak & Sczesny, 2008). Thus, role models of the same gender are of 
importance in order to attract women to leadership positions. 

3.4 Career and Networking 
To engage in networking is considered to be an important career management strategy (Forret 
& Dougherty, 2004). However, career means different things to different people and many 
theories point out the differences between men’s and women’s career development. 
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3.4.1 The Meaning of Career 
Career means different things to different people and can be interpreted in several ways. The 
traditional definition of career, the objective viewing, describes career as a path upwards in 
the organization through hierarchical steps (Abele & Spurk, 2011; Linghag, 2009; Wahl, 
2003). As organizational structures have changed and developed, going from the typical 
bureaucratic structure to a flatter, less hierarchical structure, the view on career has also 
changed (Halford & Leonard, 2001). In the more modern organizational structure, Halford 
and Leonard (2001) describe that the employee creates a definition of career where individual 
characteristics and cooperation is usually of great importance. It is argued that this type of 
career definition more easily incorporates feminine traits, resulting in a more women adapted 
organizational structure, which facilitates women’s career development (Linghag, 2009; 
Halford & Leonard, 2001).  
 
Wahl (2003) found in her study on women engineers and economists, that the respondents 
had several ways of describing the meaning of career. Wahl presents five different definitions 
of career based on the results in her study: Traditional description of career, Career as 
personal development, Career is the combination of the traditional with personal 
development, Two-sided description of career and Career as something negative. Most of the 
women in the study used the traditional description of career, describing career as climbing in 
the hierarchy, obtain high salary, high status, and managerial positions. However, many 
women also described career as personal development in terms of learning and satisfaction. 
Wahl (2003) argues that the second definition of career, Career as personal development, is a 
deprecation from the traditional hierarchical definition of career, since this type of career is 
impossible to incorporate with the life situation overall. Using an alternative definition of 
career than the traditional definition can thus be seen as a way for women to handle the terms 
and conditions in their career that are predetermined from an organizational perspective 
(Wahl, 2003).  

3.4.2 Women’s career compared to men’s 
Traditional theory about career and career development are based on studies of men and 
men’s career development, which has been establish and problematized by several American 
researchers (Diamond, 1987). When women became an increasingly bigger part of the labour 
force, several researchers argued that the theories developed about men’s career development 
could also be applied when analysing women’s career development. Critique was however 
raised against this and many argued that since women and men have different terms and 
conditions in the working life, women’s career development should then be analysed using 
theories that incorporated these different terms and conditions (Diamond, 1987). 
 
Gutek and Larwood (1987) argue for the need of theory on women’s career development by 
presenting four factors where women’s career development differs from men’s. Firstly, 
different expectations exist on men and women when it comes to what seems to be 
appropriate for each gender which influences preparation for and choice of profession. 
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Secondly, husbands and wives are variously inclined to support and follow the other’s career. 
This means that women’s career more often is put in second place in a marriage or 
relationship. It also means that men generally get more support in their career compared to 
women. Thirdly, parenthood means different amount of responsibility for men and women. 
Gutek and Larwood (1987) argue that the mother role takes more time and responsibility than 
the father role. Fourthly, women encounter more obstacles and limitations in the working life 
than men. This takes shape as discriminations and different types of stereotypes.  
 
Forret and Dougherty (2004) state in their study on networking behaviours and career 
outcomes that women, who are already under the stress of a disproportionate share of family 
and household responsibilities (Friedman & Greenhaus, 2000), may derive fewer tangible 
experiences contributing to their perceptions of career success than men. Abele and Spurk 
(2011) found in their study on the dual impact of gender and the influence of parenthood on 
men’s and women’s career development, that the discontinuous career patterns are the main 
reason for women’s lower career success. They define career success as the objective 
attainments like income and status. They also found that parenthood had a direct negative 
influence on women’s work hours and a negative indirect influence on women’s objective 
career success while men’s career success was independent of parenthood (Abele & Spurk, 
2011). Abele and Spurk conclude from their study that the transition to parenthood still is a 
crucial factor for women’s career development both from an external gender perspective 
regarding expectations from the surroundings and persistent gender roles, but also from an 
internal perspective involving the gender-related self-concept, that is how the individual 
perceives himself/herself as a man or a woman. 
 
In an article were Larwood and Gutek (1987) present elements that they argue should be part 
of theories on women’s career development, they also emphasize the timing of parenthood as 
an influencer on men’s and women’s career development. They conclude that parenthood 
generally happens during the period where men, according to traditional career patterns, 
identify and establish their career. Parenthood thus gives the effect that women’s career 
pattern and timing looks different than the men’s, creating a generally more discontinuous 
pattern for women (Larwood & Gutek, 1987). 
 
It is not only the timing of parenthood that impacts men’s and women’s career development. 
The role of being a parent has also shown to affect men’s and women’s career. Abele and 
Spurk (2011) show in their study how women adjust their career, voluntarily and 
involuntarily, in order to take care of children. Linghag’s (2009) study showed that women 
with children in toddler age were questioned in some recruitment situations whether they 
were a suitable candidate for a leadership position due to their family situation. As previously 
described, men continue to choose other men for leadership positions since they are seen to 
be dedicated, stable, and have full loyalty for work (Collinson & Hearn, 1996). Contrary to 
women, the parenthood has shown to have a positive impact on men’s career (Wahl, 2003). 
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A study in Sweden that aimed to investigate the influence of maternity leave on women’s 
career development, showed that the length of maternity leave has a direct impact on the 
women’s likelihood to be promoted in the continued career (Statistics Sweden, 2007). The 
study showed that women that take a relatively long maternity leave are less likely to be 
promoted in the continued career than women who take a relatively short maternity leave. 
Explanations given to this result in the study is that it might depend on how women that have 
been on maternity leave are treated and what signals the length of the maternity leave gives to 
the employer (Statistics Sweden, 2007). In Sweden during 2013, approximately 75 percent of 
the paid parental leave was used by the mothers and thus only 25 percent of the paid parental 
leave was used by the fathers. Even though these numbers have become more balanced over 
the years, one study shows that mothers stay at home as long as before but not with as long 
paid parental leave as earlier (Inspektionen för Socialförsäkringen, 2013). From the same 
study it becomes clear that women, compared to men, stay home for longer periods of time 
and for a longer total time as well (Inspektionen för Socialförsäkringen, 2013). This implies 
that men to a much lower extent have a long coherent break from their work. An 
interpretation of the results made in the study is that men adapt their leave according to their 
employers’ wishes and demands. If that is so, then the men’s parental leave is a trade-off 
between work and children, which builds on the assumption that women still have the main 
responsibility for the children (Inspektionen för Socialförsäkringen, 2013). 

3.4.3 Networking 
Forret and Dougherty (2004) define networking behaviour as “individuals’ attempts to 
develop and maintain relationships with others who have the potential to provide work or 
career assistance”. The importance of social networks and the characteristics of these has 
been shown to be important for both men’s and women’s advancement to higher hierarchical 
positions (Metz & Tharenou, 2001).  Networking can be seen as an increased exposure to 
other people within organizations, which for instance may enhance understanding of 
organizational practices, provide valuable job search information et cetera (Lankau & 
Scandura, 2002). It can also be defined as the building and nurturing of personal and 
professional relationships to create a system of information, contact, and support, and 
altogether this is thought to be crucial for career and personal success (Whiting & De Janasz, 
2004). Engaging in networking behaviours, by attempting to develop and maintain 
relationships with others who have the potential to provide work or career assistance, is 
considered to be an important career management strategy (Forret & Dougherty, 2004). 
 
Forret and Dougherty (2004) argue that gender differences impact the utility of networking 
behaviour as a career-enhancing strategy, and the gender difference in networking activities 
is argued to arise from the gender-specific socialization experience based on the assumption 
that men and women learn gender attitudes and behaviours. In a study made by van Emmerik 
et al. (2006) it was found that even though women engaged more in both formal and informal 
networks, the women had a weaker association between engaging in network activities and 
career satisfaction than men. From the study, van Emmerick et al. (2006) conclude that 
female employees profit less from networking in terms of career satisfaction, referring to the 
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employee’s satisfaction with present job and advancement potential. Furthermore, Forret and 
Dougherty (2004) state that while women have been encouraged to engage in networking 
behaviour, it is unknown whether networking behaviour is as advantageous for women as it is 
for men. On the other hand, networking behaviour has been thought to be especially critical 
because it is a strategy that women can use to break through the glass ceiling since women 
historically have lacked access to influential and important organizational contacts (Forret & 
Dougherty, 2004). 
 
Singh et al. (2002) found that many women did not always want to play “the organizational 
game” by the male-constructed rules, but instead trusted and relied on adequate management 
and systems’ fairness for rewards. They found that women tended to rely on extra high 
performance and commitment in order to become visible to their seniors rather than 
networking, which was used more by their male colleagues. Engaging in professional 
activities is also positively related to total compensation for men, but the relationship is 
negative for women (Forret & Dougherty, 2004). This finding can depend on the fact that 
men’s professional activities are more valued by organizations.  

3.5 Literature remarks 
The studied phenomena are highly influenced by the underlying historical and social forces, 
according to the assumptions made by the researchers. Therefore, the literature review that 
has been made and which forms the theoretical framework was made using hermeneutics as a 
methodology. This implicates that while reviewing the literature, emphasis was put on 
understanding and interpreting theories, phenomena and empirical studies in the context of 
the underlying historical and social forces. 
 
Above stated literature has been selected since it is used as reference in modern research 
within this field of research, and therefore gives academic substance to the study. The 
literature is divided into four sub-categories: doing gender, gendered organizations, men’s 
and women’s preference for men, and career and networking. The starting point within 
existing research is that gender is socially constructed and that a gender order exists within 
society as a whole, which further permeates organizations. This contributes to the fact that 
women have other opportunities vís a vís men within organizations, which creates differences 
in women’s and men’s career paths. 
 
The literature was used in order to fulfil the purpose of the study: to identify and discuss 
aspects of gender equality for companies within the ICT industry, and to examine how an 
organization’s culture is involved in current imbalance of gender distribution. Research 
within this field is relatively new and stands united, pointing the same direction. This study 
does not criticize nor stand against former research within this field. Instead, the contribution 
of the thesis is to provide more empirical data to the area of research, especially data 
regarding the principle of hierarchy and the principle of distinction. Furthermore, it 
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contributes with a new case to discuss and an application of existing theories within the field 
of research. 

  



30 
 

4 ICT Company Abraham 
The aim of this chapter is to present the case company where the study was conducted. The 
chapter begins with introducing the organizational structure of ICT Company Abraham and 
The Region, followed by a presentation of the gender structure at ICT Company Abraham 
and at The Region. After this a brief description of Abraham’s and The Region’s career and 
talent management is given. Lastly, ICT Company Abraham and The Region’s gender 
equality work is introduced.  

4.1 Organizational Structure at ICT Company Abraham 
Abraham is a world leading company within the information and communication technology 
(ICT)-industry. The company was founded in Sweden in the late 19th century and has its 
headquarters in Stockholm. Abraham has about 120 000 employees in over 180 countries, 
and about 17 000 are located in Sweden.  
 

 
Figure 2: Organizational Structure of Abraham 

Abraham is operational across country borders and the organizational structure of Abraham, 
as shown in Figure 2, consists of five major building blocks. These blocks are CEO (Chief 
Executive Officer), group functions, research, business units, and go to market. The CEO is 
appointed by the board of directors at Abraham and handles the day-to-day management of 
the company. The Group functions support the development and management of Abraham 
and they interact with both the business units and with the regions. The group functions at 
Abraham consist of for instance human resources, legal affairs, marketing and 
communication, and finance. Abraham conducts research and development work in eight 
research areas. The company has four business units that innovate, own, and drive products 
and solutions with a profit and loss responsibility. The business units have complete 
responsibility for operations in regards to customer satisfaction and performance. The four 
business units work with products and solutions on four different areas within ICT. Lastly 
Abraham consists of a building block called “Go to market”, which in turn consists of ten 
regions and a function for intellectual property and licensing. A region within Abraham is 
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accountable for customer relations, sales, marketing and communications, and delivery. The 
regions work with customers in different geographical regions. 

4.1.1 Organizational structure at The Region 
This study has focused on one region of Abraham: the region of Northern Europe and Central 
Asia, in this report referred to as The Region. The Region covers 22 countries and about 40 
percent of the Region’s workforce is located in Sweden, which makes it the country in The 
Region where most employees are located. The country with the second most of The 
Region’s workforce is Russia, with about 32 percent of the employees. As described above, 
The Region’s responsibility is customer relations, sales, marketing and communications, and 
delivery and can basically be described as a sales organization. 
 

 
Figure 3: Organizational Structure of The Region 

The organizational structure of The Region consists of six major building blocks, similar to 
the organizational structure of the company overall. In Figure 3 above, the organizational 
structure of The Region can be viewed. The building blocks are the Head of Region, the 
support functions, operations, commercial management and sourcing, engagement practices 
and CSI (Corporate Social Investment), and eight customer units, of which three are global 
customer units. The biggest unit, measured in size of workforce, is operations, constituting 
about 63 percent of The Region’s overall workforce. 

4.2 Gender structure at ICT Company Abraham 
In order to understand the structure of the company with regards to gender, a quantitative 
review was performed using the organization’s gender diversity data. The review shows that 
Abraham is a male-dominated company consisting of overall 22 percent women. Figure 4 
shows the female representation in overall workforce, line managers, executives, and 
executive leadership team. The figure shows that the executive leadership team has a higher 
female representation than all groups reviewed in Figure 4. 
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Figure 4: Female representation at Abraham per level, as of end of 2015 

 
When comparing the different working functions at Abraham, it is shown that the group 
functions of human resources, marketing and communications, and legal affairs have a much 
higher female representation than the rest of the organization, both in regards to overall 
workforce and to managers. In Table 1 and Table 2, the functions with the top three highest 
female representation, the bottom three lowest female representation, and the studied region’s 
female representation among overall workforce and among managers is shown. 
 
Table 1: Female representation per functional unit among overall workforce, as of end of 2015 

Functional Units Female representation among 
overall workforce (%) 

1. Human Resources 63 
2. Marketing and Communication 60 
3. Legal Affairs 54 
…  
19. The Region 16 
…  
22. Region A 15 
23. Region B 13 
24. Region C 13 
 
 
 
 
 
 
 
Table 2: Female representation per functional unit among managers, as of end of 2015 

Functional Units Female representation 

22 

18 

22 

31 

Overall workforce Line managers Executive (Top 250

positions)

Executive

Leadership Team

Female representation at Abraham (%) 
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among managers (%) 
1. Legal Affairs 58 
2. Human Resources 55 
3. Marketing and Communication 50 
…  
10. The Region 22 
…  
22. Region D 10 
23. Region C 9 
24. Region C 13 
 
When comparing only the different regions with each other, it is shown that the studied 
region has the fifth highest female representation of the overall workforce and the highest 
female representation of the managers. 

4.2.1 Gender structure at The Region 
The Region consists of 16 percent females in the overall workforce. Of the managers, 22 
percent are women and on the executive level 28 percent are women, as seen in Figure 5. 
 

 
Figure 5: Female representation at The Region per level, as of end of 2015 

 
As previously described, this study is delimited to the Swedish context of The Region, which 
is also the country where The Region has the most of its employed workforce. 13 percent of 
the workforce located in Sweden are women. When comparing the different functions of The 
Region it is shown, the same as for Abraham overall, that the support functions human 
resources, and marketing and communications have the highest representation of women in 
its units. In Figure 6 the female representation in each block of The Region is shown. 
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Figure 6: Female representation per block at The Region, as of end of 2015 

4.3 Career and Talent Management at ICT Company Abraham 
Instead of fixed career steps, Abraham works with processes and tools for talent management 
where the organization aims to create a balance between flexibility and structure for their 
employees’ career development. It is however, up to the manager to use these tools for their 
employee’s career development. On a yearly basis, the employees are evaluated by their 
manager in the dimensions and competencies that the organization has set up. This evaluation 
is done in connection with individual performance talks that take place once a year. 
 
Abraham defines and evaluates talents according to three dimensions; potential, leadership, 
and performance. These dimensions are further defined with a number of competencies. The 
competencies that are used to evaluate the employee’s leadership skills are assessed by an 
external part. The evaluation of the employee happens through the employee getting a grade 
from one to five on each competency. Each year the employee set up goals for the current 
position, in consultation with his or her manager. The employee’s result is then evaluated 
according to this. 
 
The organization also works with talent pools where the employees that have been identified 
as especially high-performing, with high potential for more complex roles, are gathered. 
Nomination and selection to the talent pools is made by the managers and by the 
management. In some instances, the employees are also required to pass assessment in order 
to require a spot in the talent pool. 
 
In general, ICT Company Abraham advocates flexible career opportunities for their 
employees. The line manager has a great responsibility for the employee’s career 
development both with regards to evaluation of performance and potential, but also with 
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regards to using the tools and processes available through the organization’s talent 
management function. 

4.4 Gender equality work at ICT Company Abraham 
Diversity has been high on Abraham’s agenda for many years, but the company has realized 
that they are not where they want to be, especially when it comes to the gender balance of the 
organization. Abraham has therefore set a goal that women will make up 30 percent of their 
employee population by 2020. The specific goal of 30 percent is set, based on the notion that 
many studies argue that 30 percent is the limit for a minority group to constitute a critical 
mass and for that reason have an opportunity to change and have impact on the organization 
and its operations. 
 
In order to reach this gender balance and in order to work for a more gender equal 
organization in the qualitative aspect as well, Abraham has launched several initiatives 
aiming for diversity and inclusion, and especially for gender equality. One of the initiatives is 
a training that is compulsory for all managers in the organization. The training focuses on 
unconscious biases and how men and women are met on different terms when facing the 
same situations. 

4.4.1 Gender equality work at The Region 
The Region has several own initiatives aiming to work for diversity and gender equality 
within The Region. One of the initiatives is The Region’s Diversity Council, started in the 
end of 2015. The council was started from a directive from the group functions, and the aim 
of the council is to strengthen The Region in different dimensions concerning diversity over 
time. The council consists of members from different functions within The Region, from 
different age categories, and of different gender. The Region has identified that the situation 
is rather different in different geographical areas, facing different challenges, and therefore 
four local councils were started, whereof one located in Sweden. The council’s overall work 
is to aim for diversity and inclusion, but a lot of emphasis has also been but on achieving a 
gender balance within The Region, according to the global goal that has been set by 
Abrahams board of directors. The most recent initiative in The Region, launched in the 
beginning of 2016, is a network for all the female employees within The Region. The aim of 
the network is to create a space for all women to meet, interact, and share their stories.  
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5 A piquant element in a male dominated world 
The aim of this chapter is to present the results of the interviews and what the analyses of 
these have shown. The chapter begins with a section about gender structures and 
unconscious biases, and continues with a section about the management’s responsibility for 
women’s career development. The chapter ends with a section about the importance of 
networks. 

5.1 Gender structures and unconscious biases 
As described in Chapter 4, gender segregation at Abraham and in The Region exists on all 
levels and within all functions. There are 22 percent women overall and the same number for 
The Region is 16 percent. On managerial level, The Region has slightly more women than 
Abraham overall, 22 and 18 percent respectively. Worth noticing is that both Abraham and 
The Region have a higher representation of women on executive levels than on other levels. 
Abraham has 31 percent females on executive level and The Region has 28 percent. When 
looking at the female distribution between the different functions and blocks within The 
Region, women are in minority in all blocks except in the support functions. (See Figure 6) 
 
Following sections show how the different genders are described and constructed within 
Abraham, as well as how gender equality is expressed within the organization. Findings from 
the interviews are presented, which shows that the already proved gender segregation on an 
organizational level is also visible on an individual level. 

5.1.1 Visibility - not only a good thing 
The results of the study showed that some interviewees experience that there are no 
advantages with being a man in neither their function nor at their level.  
 

I don’t think there is any direct advantage or disadvantage (Per, 2016) 
 
However, the study also showed that an advantage for men within both function and level is 
that they have another network, which some interviewees meant is both stronger and wider 
than that of women in general.   
 
Since there are maybe more men in a group, maybe you have similar interests or so, and that 

you talk about it. (Per, 2016) 
 
The stronger and wider male network that is experienced can be explained by the current and 
historical male-domination of the organization and the industry, and is one explanation to 
why some female respondents experience that men have another network, with men on higher 
positions, and that is something that can be explained by the organizational structures. 
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I think traditionally, it is so, not only in my function or in telecom, that the structures look the 
way they do. There are more men that have networks with men in higher positions. A stronger 

male network, because they have worked at [Abraham] for a long time or I actually don’t 
know… (Erika, 2016) 

 
[If I was a man], I would maybe have another network, the old men usually stick together. 

(Lisa, 2016) 
 
The study shows that visibility of women within Abraham is an argument for why more 
women are needed in the organization overall, within all levels and functions. As a female 
interviewee commented, the effects of being in minority, originally described by Kanter 
(1977), are most stressful and strenuous for women on managerial or leadership positions, 
because of the many dilemmas and duplicity that occurs from these effects.  
 

Negatively is that it still is largely a macho society, you maybe listen more to men but that 
you can probably handle, the women that we have are quite tough. (Ludvig, 2016) 

 
One example is that women that are in a minority are seen from the eyes of the surroundings 
as an exception to the rule, but if something goes wrong then women are seen as 
representatives of their gender, which results in a downgrade of women and femininity. 
 

There is an advantage with being a girl and that is that you are a piquant element and you 
will be more easily remembered. […] But it can also be negative to be remembered, you have 

to beware of what you say because you don’t want to stand out. If a guy says something 
stupid no one will remember it because it disappears in the greater mass. But if you are the 

only girl in a meeting and say something stupid everyone will remember it because you stand 
out much more. (Karin, 2016) 

 
If I were a girl, I might have felt the need to be more professional in every meeting. If I 

compare with my wife, I experience her being more serious in here work, I can be a bit more 
relaxed and do a little “guy-talk” and build relations in that way. (Oscar, 2016) 

 
Kanter (1977) states that if the female representation in the organization, especially on 
managerial level, was higher, then women would not stand out as much and eventually 
constitute a critical mass. Once the minority becomes a large enough group, it is argued that 
changes can happen, and if women were not in minority, they would not be exposed to the 
effects of being in minority. 
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On management positions in general […] you are more visible as a woman and you are not 
allowed to make mistakes. So more women are needed so that they do not stand out in the 

same way. (Karin, 2016) 
 
However, as Wahl (2003) emphasizes, as long as there exists a gender segregation regarding 
hierarchical level, work tasks, and positions the minority group, it does not matter if the 
overall female employees constitute a critical mass since that would not have big impact on 
decision-making or access to necessary resources. 
 
On the other hand, and in contrast to above-mentioned research, some interviewees reflected 
upon men’s position of being in majority as a disadvantage for men, as women get more 
attention and that they are more visible since the workforce is male dominated. 
 

If you are a girl, you maybe get more attention since they are so few. (Mattias, 2016) 
 

I feel that there are more advantages. Because you enter and there are 20 guys in the room 
and everyone think that is fun. “Oh how great with a girl” kind of. (Amanda, 2016) 

 
A disadvantage is that you do not stand out the way that you do if you are a woman. (Erik, 

2016) 
 
Another interviewee also reflected upon disadvantages stemming from being in the majority 
group and not being invited to special programs and communities. 
 

The obvious disadvantage with being a man and being named “Robin”, is that I do not 
belong to a minority group and there is an advantage being part of those programs. (Robin, 

2016) 
 
The effect of being visible was identified as an advantage for women as well as a 
disadvantage. This reflects the ambivalence of being in a minority situation, that has been 
described in previous research by for example Wahl (2003) and Kanter (1977). As described 
above, Kanter argues that visibility is a negative effect of being in minority, which in this 
case are the females within ICT Company Abraham. Being part of the norm and the non-
visibility was by some interviewees expressed as a disadvantage for men, for example by 
Robin above. However, most interviewees discussed only women’s visibility and not men’s 
non-visibility.  

5.1.2 Women only get to watch while men make career 
Statistics of the Swedish population show that women spend one hour more on household 
work and childcare compared to men on an average weekday, while men on spend 1,5 hour 
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more on work than women do (Sweden, 2014). According to this, an interviewee commented 
that since men generally do not spend as much time on household work or childcare as 
women generally do, they can extend their work hours. 
 
This is confirmed in research; Gutek and Larwood (1987) argue that the mother role takes 
more time and responsibility than the father role. In connection with women’s career more 
often being put in second place in a marriage or relationship, this gives an explanation to the 
female interviewees’ comment on that a male advantage within Abraham is that they can 
extend their work hours due to less time spent on household work or childcare compared to 
women (Gutek & Larwood, 1987). 
 
The creation of masculinity and femininity is a continuous process, and are created in relation 
to the social and cultural environments we are in (Butler, 1990), such as the organizational 
culture within Abraham. Men are often described with traits like rationality, control, 
competition, and independency, while women are expected to be emotional, empathic and 
caring (Lindgren & Packendorff, 2006; Burris, 1996). As the study shows, there are different 
ways of how Abraham handles maternity leave and paternity leave. This can for example 
depend on the length of the parental leave or transformations can occuring while being home.  
 

Maternity leave is tricky. Women are home much more, and men are at the most at home 
three months. Then they can keep their position and do not need to make a handover or 

anything. (Lisa, 2016) 
 
The study showed that there is a big difference in length of parental leave between male and 
female respondents, where the average length of paternity leave among male respondents is 
two months for the first child. Among female interviewees with children, the average length 
of maternity leave associated with the first child is eleven months. This can be discussed in 
relation to the statistics in Sweden where men on average make use of 24 percent of the paid 
parental leave and 75 percent of these fathers will locate any of these days during the child’s 
first two years (Dahlin, 2015). 
 
The average length of paternity leave associated with the second child is three months and as 
one male interviewee reflected upon, there is a significant difference between maternity and 
paternity leave in terms of career disruptions. The difference for women in terms of maternity 
leave is that they need to make a hard stop, which men do not have to since they can 
generally be more flexible with their paternity leave. 
 
I understand now how hard it is. It becomes a totally different hard stop for the women. In the 

long term, and it is now that the career takes off, it affects oneself if one gets hard stops 
compared to being more flexible. (Robin, 2016) 
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5.1.3 Women support artistic men 
The study shows that there are biases especially against women within both The Region and 
the organization as a whole. For example, women can be perceived to have been appointed to 
positions because of their gender. 
 

No, not generally, but it is of course so that you have overheard that there have been 
opinions on who you put on what position and, of course if that person has been a woman, it 
is unfortunately different wordings you use. That it should be because of that [the gender], so 

to say, that the person got the position in first hand. […] It is easy to play that card in a 
male-dominated culture. (Gustav, 2016) 

 
The challenge is that even if you have a person who have the qualities to get the position, 

since we have that going on, that you have a target and the woman gets the position, you get 
[an] unjustified tag that you got the position just because you are a lady. (Tomas, 2016) 

 
One female interviewee expressed that there is a prejudice that women like to administrate, 
and that women are better at it than men. This could be connected to the fact that, in the 
organization and in The Region, support functions have a majority of women, functions that 
in general demand more administrative work. 
 
The prejudice is that women are more structured, organized and can administrate more […] 

while the men are the thinkers and the creative artists. (Karin, 2016) 
 
There is a perception that women feel more comfortable doing certain types of jobs, and a 
few interviewees reflected that women within Abraham tend to work in support functions. 
 

Solution architects and engineers are mostly men while we are dealing with processes and 
improvements and projects that are looking at what is going ok and not ok in “The Region”. 
And that is something that women are studying and are more comfortable doing. (Susanne, 

2016) 
 

Support positions and staff functions, HR, communication and so on, are more female 
dominated. I guess my role is one of those […]. You can be part of a leadership team but you 

are in a staff function so it is a “pink ghetto”. (Lisa, 2016) 
 
Additionally, an interviewee stated that he has received the comment that on his function it is 
an “old-boys-club”.  
 

Not against women, the comment that I have heard is […] that some think it is “a frigging 
old-boys club within finance in Abraham”. (Henrik, 2016) 
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Apart from above presented biases, the interviewees in general do not experience that typical 
male or female work exists. Most of the interviewees do not believe there are gendered work 
positions and tasks within their function. Women are expressed to be needed everywhere 
within the organization.  
 
Well, generally speaking on every division. […] It is a minority everywhere. (Mattias, 2016) 

 
Women are needed almost everywhere except at HR and in Communications, because there 

probably more men are needed. (Lisa, 2016) 
 
However, the study showed that women are especially needed in the sales function, but also 
in research and development and within technical divisions. According to this, Wahl (2003) 
argues that, in order to reach a more gender equal organization, the numerical distribution of 
women in the organization overall is not enough. Instead, Wahl argues that gender 
segregation happens in three dimensions, where one of these is the segregation of men and 
women by task, profession, and dimension.  
 
Probably they are [needed] in the sales and in the R&D. Those are the areas that are lacking 

females more than the support functions. (Ebba, 2016) 
 
This segregation is thus what the interviewees were noticing when they expressed that more 
women are needed in sales, research and development, and at the technical divisions. An 
interviewee reasoned that this is important not only because these divisions have a great 
majority of men, but also because it would have a positive impact on the solutions and 
products developed by the company. 
 

Typically there have been more men maybe doing this solutions and products, and then we 
miss the women’s view on the final product and the feature’s requirements. […] If we are 

facing a new business such as hospitals and the nursing side, where it usually is more 
women, then it would be beneficial to have other views than men’s. (Tomas, 2016) 

 
Additionally, an interviewee expressed that he thought more women are needed in the 
company’s top 250 leaders. 
 
It is so easy to defend [the minority of women in the company] by referring to other statistics. 

See it as a benefit instead with being 50/50. It is more important that the top 250 is 50/50 
than the rest of the company, I think that now it is the other way around. It feels like it should 

be more [women] in top250. (Robin, 2016) 
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5.1.4 Why numbers are important 
The study shows that the perceived distribution of men and women within both function and 
level in the organization is that there is a majority of men and a minority of women. The 
interviewees estimated the amount of females to be less than 30 percent in general. People 
tend to experience the representation of females to be higher in the organization than what it 
actually is (Wahl & Linghag, 2013), which the study also indicates as some interviewees 
stated that they experience a distribution of either 50 percent women or more than 50 percent 
women.  
 

If you look at “The Region” I think it [the distribution of men and women] is much better 
compared to other parts in “Abraham”, especially at the different development divisions and 
so on. I think that we have a better distribution between genders at “The Region”, at least on 
this level. Many women that work, if you look out over the [office] landscape it feels like it is 

half or a bit less than half women. (Per, 2016)  
 
Like Per, many of the interviewees experienced that the organization is rather gender equal 
with regards to the numerical distribution of men and women. Many also commented that 
they experience this region to be more gender equal than other regions at Abraham. By 
studying the data for female distribution in The Region, presented in Chapter 4, one can 
conclude that, the overall female distribution is only 16 percent, which contradicts the 
interviewees’ perception. Secondly, one can conclude, from the gender structure made over 
Abraham in Chapter 4, that The Region has the fifth highest female representation of 
Abraham’s ten regions and the tenth highest female representation of Abraham’s all functions 
and regions.  
 
Furthermore, the study shows that male interviewees tended to estimate the gender equality in 
the organization and at The Region slightly higher on the fictitious scale than female 
interviewees did (See Appendix D). All interviewees estimated The Region higher than 
Abraham on the scale. These results point toward a difference between the perceived gender 
distribution and gender equality, and the actual numbers. Interviewees experience recruitment 
and women’s lack of technical education and background as explanations to why there are so 
few women within the organization.  
 
[We] have a very good recruitment foundation [in my field]. There the distribution is pretty 
good. But then I have colleagues that do not get one single woman on the short list, often 

those [colleagues] that have a more technical orientation. (Ludvig, 2016) 
 
Male domination, in connection to homosocial behavior of men in the organization, results in 
an exclusion of the minority, in this case women, as previously described by for example 
Lindgren (1999; 1996). Additionally, and as Holgersson (2013) concludes, homosociality is 
an unreflexive practice, embedded in the organizational structures and cultures, enabling men 
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to simultaneously reproduce male-dominance in management. Interviewees explain the 
distribution by referring to old traditions, and that an “old-boys club” exists within the 
organization, meaning that men recruit, promote, and help other men. 
 

I understand that we have been struggling to recruit. Historically it has been more men in 
technical organizations and more women in HR. It is changing, but it is not done. (Oscar, 

2016) 
 

I think that it is hard to find for some reason. […] The supply is not that big and it is also 
men that recruit. So then it becomes like this. (Karin, 2016) 

 
“Abraham” is mainly male dominated so they have access to the information. You are in this 

little club and then you have your little club and then you keep the information there, 
involuntarily but this is how it is. (Ebba, 2016) 

 
As shown in previous research, men tend to emphasize the importance of competence when 
talking about for example quotas, to a much greater extent than women, (Wahl & Linghag, 
2013) which could imply that women are not seen as competent as men. This can also be seen 
in this organization, since some interviewees explained the distribution using competence as 
the reason. 
 

I think it is about finding the right people with the right competence. I don’t think it is a 
selection based on kind of gender discrimination of any kind. If you find the right people with 

the right competence, I believe both men and women get the opportunity. (Per, 2016)  
 

5.1.5 Let’s talk about gender equality 
Earlier research (30% Club, KPMG UK, YSC, 2014; Dahlerup, 2006) indicates that 30 
percent is the proportion when the critical mass is reached and the voices of the minority 
group become heard as individuals, rather than being a representative for the minority as a 
group. The question whether a percentage is the one solution in order to reach gender equality 
is however debated (Stichman, et al., 2010). 
 
Abraham has, as described in Chapter 4, a pronounced goal to work with gender equality 
within the organization and to reach the goal of 30 percent women by the year 2020. In order 
to find out the common perception in The Region about gender equality and what the 
employees think about Abraham’s gender equality work, the interviewees were asked to 
describe what gender equality means to them. The study shows that the respondents were 
describing what the literature and organization define as diversity and inclusion rather than 
gender equality. Many of the respondents answered that it means that everyone should be 
equal no matter their gender, ethnicity, religion, sexuality, and culture.  
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Everyone is treated equally no matter gender, age, religion, political affiliation. (Sara, 2016) 
 

Well, it is equal pay for everyone, not just women and men but also religion, ethnicity, and 
everything. (Mattias, 2016) 

 
Schyman (2016) problematizes this and argues that since women are not in minority in 
society, they should not be treated as one and be grouped under the initiatives and programs 
aiming for diversity of minority groups in an organization or society, but rather as a separate 
question. 
 
Seen over the whole labor market in Sweden, women have 86 percent of men’s pay (Sweden, 
2014), which is also highlighted among the interviewees, since equal pay was expressed to be 
the most important question regarding gender equality.  
 

I think that equal pay somewhat is the most important. I don’t have any statistics but it 
wouldn’t surprise me if women here have lower pay than men because we are worse at salary 

negotiation. (Lisa, 2016) 
 
On the other hand, some respondents experienced equal opportunities as the most important 
gender equality perspective. 
 

It should not be a difference in the chance to get for example a job […] The chance to get a 
higher position, I think that we have a rather bad balance now and for the climate on the 
whole, this needs to be equalized. If you look around, there are only men. (Ludvig, 2016) 

 
One way to create a greater understanding of the importance of gender equality, and a good 
starting point regarding gender equality work, is to talk about it and make it a topic within the 
whole organization. However, the study shows that employees within Abraham do not talk 
about gender equality a lot or at all, and the term diversity, which is commonly used as a 
collection name for all work conducted within the field of gender equality and diversity and 
inclusion, is vaguely defined.  
 
Some interviewees also experience that gender equality is discussed negatively. People only 
talk about it when selections for new appointments have been made, especially in connection 
to a woman being selected for a position. 
 
You do not talk about it I think. Or it is not something that you discuss or do. I do not discuss 

it and I haven’t heard so much about it. (Per, 2016) 
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They have talked a lot about diversity, but for me it is not clear if we need more gays, more 
blacks. Hard to say what the concept [diversity] is about. (Lisa, 2016) 

 
In my team we never talk about [gender equality work] which is quite surprising. […] But in 

“The Region” I think it is all over. (Ebba, 2016) 
 
On the other hand, many of the interviewees express that there is common knowledge about 
equality work being conducted at The Region or within Abraham as a whole. Many 
respondents could give an example of gender equality work that had been pursued at The 
Region or in the organization as a whole.  
 
Yes I guess it does. […] I know that there is some type of diversity group at “The Region”, if 
it is a gender equality group I don’t know and I don’t know exactly what they do, but I know 

that they exist. (Erika, 2016) 

5.2 Management’s responsibility for women’s career development 
ICT Company Abraham, as well as other companies within the industry, has expressed a 
problem with getting more women to reach top-level management and management positions 
in general. This study showed that the problem can partly be connected to how career 
development and leadership are defined within the organization. The study also showed that 
management has a large impact on the employees’ career development both, regarding giving 
support and being role models, especially for the women within the organization. This impact 
implies that the management also has a responsibility for their employees’ career 
development. Since a problem has been identified with getting women to reach top-level 
management, this study shows that the management should take even more responsibility for 
women’s career development. 

5.2.1 A female friendly definition of career 
Many of the interviewees said that they define career as developing and striving upwards, 
towards a higher-level position within the organization. 
 
Career is a ladder the way I see it. That you take several steps and in order to take a step you 

need someone that helps you up, to take that step. (Per, 2016) 
 
This reflects a more traditional definition of career (Abele & Spurk, 2011; Linghag, 2009; 
Wahl, 2003). However, many interviewees gave the description of a career as job motivation 
and to create a path that you want to walk.  
 

I think that it is a path that you want to go and feel passionate about. (Susanne, 2016) 
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This description of career has become more common in general, while organizational 
structures have changed and become flatter and less hierarchical (Halford & Leonard, 2001). 
This type of career definition is also argued to incorporate feminine traits more easily which 
results in a more women adapted organizational structure, facilitating women’s career 
development (Linghag, 2009; Halford & Leonard, 2001). Thus one can say that this type of 
career definition is more female friendly. 
 
The two different types of career descriptions that were given by the interviewees show that 
there is a difference between how men and women view career and career development. The 
traditional definition of career was given by most male interviewees while the second 
definition of career as a path you want to walk and feel passionate about, as Susanne 
described it, was expressed by most female interviewees. One female interviewee reflected 
upon this, that she believes there is a difference between men’s and women’s life satisfaction 
and that this is also reflected on their view of career development and career satisfaction. 
 
For women, life has more dimensions than men, but everyone has only 24h a day. […] It does 
not help if I have a babysitter and cleaning services, that is not the thing. The manager means 

that men’s dimensions are default, and that we women have more things to blame, and 
therefore we quit […]. I think this is as much a reason why women quit, not that it is too 
difficult. Then the job [manager] is not suitable if it demands men’s default. (Lisa, 2016) 

 
In order to get more women to be satisfied with their career, according to this study, 
organizations need to create a more open definition of career development that incorporates 
more factors than climbing upwards in the hierarchy, motivating employees on several levels.  
 
The study also showed that management greatly impacts employees’ career development and 
has responsibility for it. A majority of the interviewees stated that their manager has 
supported them in their career development. 

 
I wouldn’t have had the job I have now. I wouldn’t have dared to apply for the job if my 
managers hadn’t pushed me. […] Push is not always as important, you rather want to be 

lifted and reassured. (Lisa, 2016) 
 
To have a manager that coaches and opens doors for you can be seen as a key for career 
development. Some female interviewees additionally stated that sponsorship like this is an 
important key for a successful career within The Region. 
 

I think someone needs to believe in you, someone with a good decision-power. You have to 
prove yourself and someone in the lead has to believe in you. It should be someone from the 

outside. (Ebba, 2016) 
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However, some of the interviewees experience that their managers have not been of great 
support in their career development. 
 

There were no concrete job offers. Maybe you shouldn’t expect it to just show up, I don’t 
know but either it was because I wasn’t clear enough, of course it could be that, or, I don’t 

know… […] One needs to have a manager with a large network. You need to have a big 
network but your manager must have it as well. (Erika, 2016)  

 
It seems to be problematic for the employees to determine whose responsibility the 
individual’s career development is. As Erika reflects upon, it can be argued to be up to the 
individual to be clear and show what he or she wants. On the other hand, it is important that 
you have a manager that has a large network and a manager that supports the employee in 
their goals and career development. No matter whose responsibility the individual’s career 
development is, the study shows that in order to make more women reach top-level 
management and to succeed in their career, support from the manager is of great importance. 
Management has a responsibility especially for women’s career development. 
 
In connection to these results, many of the interviewees also expressed that an important skill 
for a manager is to be a good coach. Furthermore, the interviewees stated that a good 
manager should have good communication skills and be supportive.  
 
Even though management is usually presented as if it is a gender-neutral activity, it is clear 
that managerial hierarchies remain largely dominated by men in most organizations and 
sectors (Collinson & Hearn, 1996). The skills of a good manager described by the 
interviewees in this study cannot be directly connected to masculine traits but rather 
connected to more feminine traits such as empathy and caring (Lindgren & Packendorff, 
2006; Burris, 1996). However, it has been proven that the strong connection between 
leadership and notions of masculinity results in men being considered to be suitable as 
leaders to greater extent, than women (Holgersson, 2003). 

5.2.2 Women as managers, managers as women 
A common perception within society as well as within ICT Company Abraham, is that 
women do not aspire for senior leadership roles (30% Club, KPMG UK, YSC, 2014). 
However, this study showed that as many women as men want to make a career, and a 
majority of these want to take on a managerial position. It can thus be concluded that the 
problems that the company is experiencing with getting more women to reach top-level 
management cannot be explained with women’s priorities or a lack of willingness for a top 
management position. 
 
The interviewees were asked to give their thoughts about the reasons behind lack of women 
on top-level management positions. The most frequent answer, and the most common 
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response by male interviewees, was that it is due to history and that there is a lack of women 
on top management positions. 
 
I think it is because partly background, history. It has previously been very male dominated 
but it is changing, which I think is great. I think that it is like that, that it is still there. (Erik, 

2016) 
 
As expressed by Erik, the study showed that there is a perception that one reason behind lack 
of women on top-level management positions is a previous male domination in the 
organization. However, the results also point towards the lack of women in management 
positions are mainly due to norms in society, networks, and nepotism. 
 

It is [because] there are most men on senior leadership positions that recruit men (Erika, 
2016) 

 
The fact that some interviewees answered that few women have top management positions 
due to nepotism that indicates that the organization has elements of homosociality in its 
culture. One consequence of homosociality, which was implied by some interviewees, is the 
recreation of gender segregation and the exclusion of women, especially from positions of 
power, as previously described by Wahl and Linghag (2013). 
 
Other answers regarding the reasons behind lack of women on management positions were 
for example that women have different priorities and a lack of will. As concluded above, the 
perception that women lack willingness to take on managerial positions cannot be seen as an 
issue within this organization, since all female interviewees want to make a career, and a 
strong majority of these women want to take on a managerial position. Additionally, two 
respondents stated that they do not think the positions on top-level management are attractive 
to women and that is why women do not reach top-level management. 
 
I don’t think that it is always so attractive for women to apply to that level. Because the work, 
as it is defined today and as it has been defined, do not attract women to the same extent as it 

attracts men. (Mikael, 2016) 
 
These responses show that there is a bias in the organization against women and that they do 
not aspire for senior leadership positions. Even if this study shows otherwise, it can be 
discussed whether the managerial positions within the organization are gender labeled and 
thus have demands and conditions that generally can be argued to be more masculine, as was 
expressed by the interviewee Lisa previously in this chapter. Collinson and Hearn (1996) 
argue that men are selected to managerial positions because they are perceived, especially by 
male selectors, to be more reliable, committed, and predictable, as well as free from 
conflicting loyalties between home and work. Due to expectations within society, women 
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take more responsibility for the household and children (Statistics Sweden, 2014), which 
often figures as an argument for women’s insufficient fit for managerial positions. 
 
Additionally, interviewees stated that in order to make more women reach top-levels the 
manager role needs to be redefined in order to attract and suit women, as well as working 
from the basics with recruiting more women to lower positions.  
 

Firstly, you need to work from the foundation by attracting more women and to work more 
with meritocracy and equal conditions and so on. […] If one should say yes to a position like 

that, the position must look different. (Mikael, 2016) 
 
During the interviews, the interviewees were asked to estimate their average work hours per 
week. The male interviewees worked on average 46,75 hours per week and the female 
interviewees worked on average 50,67 hours per week, in comparison with a general work 
week of 40 hours. The results show that even though women are expected to take more 
responsibility for household and care of children, they work more hours per week than men. 
These results contradict the argument that men are selected to managerial positions because 
they are more committed and free from conflicting loyalties between home and work. 
Women in the organization tend to work more hours per week, which could indicate they are 
more committed to their work and thus suitable for managerial positions. 
 
The interviewees were asked to describe what type of person that becomes manager at 
Abraham. The most common response was that it is a person with a good network and with 
competence in the subject. 
 
More managers are working more professionally, that is they are more specialists, which has 
resulted in a change in the leadership. So, right now there are more specialists that become 

managers rather than good leaders. (Stina, 2016) 
 
Some interviewees described a manager as a person that had done “long and faithful” service 
in the company, referring to that people tend to be promoted to managers just because they 
have been working within Abraham for a long time.  
 

I think it partly is good leaders as I see it, but then I think there is an element of that if you 
have been long enough in the organization you get moved on. […] So some for long and 

faithful service and some for their competence. (Ludvig, 2016) 
 
This has a negative impact on women, since they are fewer in the organization today and 
since Abraham is and has been male dominated. The male-domination in the company has 
several negative effects on the women in minority. These effects, among others, are the ones 
described by Kanter (1977) and the direct and indirect discrimination described by 
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Holgersson (2013), presented in Chapter 3. In this specific case, the male-domination, in 
combination with the perception that people tend to be promoted to managers at Abraham 
just because they have been working there for a long time, has a negative impact on women. 
Women have few possibilities to take on a managerial position due to the organization’s 
history of male-domination. If the organization recruits managers on the basis of long and 
faithful service, there will be a low female representation on the managerial level in the 
organization due to the low female representation on the lower levels in the organization 
today (See Chapter 4). Thus, it will be impossible for Abraham to reach a critical mass of 
women by 2020 if this trend continues.  
 
Another description given by some interviewees was that the person needed to have shown 
results in order to become a manager. By results, most of the interviewees referred to 
financial results, but since most women at The Region, at Abraham overall and in the 
industry work within support functions, it is hard for them to show results, which becomes an 
obstacle for women to become managers. Others responded that the person needed to be good 
at decision-making and be an engineer in order to become a manager within Abraham, posing 
the same problem. 
 
These results can be argued further in relation to the question regarding what the interviewees 
believe appointing of job positions is based on. The most common answer among all 
interviewees was competence, closely followed by nepotism, experience, and networks. 
Worth noticing is that nepotism was the most common answer among female interviewees 
regarding the question of what appointing of job positions is based on.  
 

I hope that it is [based] on achievements, so people see that you have achieved something 
and delivered something. […] And then it shouldn’t be any nepotism but unfortunately I still 
think that’s how it is.  […] Here it maybe is that way even more, since everyone have worked 

in different constellations. It can be a lot that you get a position for a long and faithful 
service. (Karin, 2016) 

 
Nepotism among male managers is a sign of a gender unequal organization. Nepotism has a 
consequence of not giving equal opportunities to all employees, no matter gender. It also has 
the consequence of risking that not the most competent person is selected when appointments 
of job positions are met, which goes against the interviewees’ responses that the job 
appointments are based on competence, primarily. 

5.2.3 The importance of role models for women to reach top-level 
management 

The study showed a significant difference between men’s and women’s experienced need for 
role models, and whether if these role models have been important for their career or not. 
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Very! I think I am here because of one of my role models. (Ebba, 2016) 
 
Yes they have. It has been a guiding star to work towards. It has been very important (Stina, 

2016) 
 
Almost all female interviewees stated that they have role models and that these role models 
have been important for their career outcomes, whereas almost none of the male interviewees 
stated the same. 
 

No, I think I do what I feel like doing in order for me to feel good and then I go more on my 
gut feeling rather than trying to imitate someone. I think it is more important that you do your 

own thing, it’s about self-leadership, to feel good where you are and be satisfied with 
yourself and the way you do things. (Mikael, 2016) 

 
Instead, most of the male interviewees state that they do not have a role model nor that role 
models have been important for their career development. As Bosak and Sczesny (2008) 
argue, one means of influencing men’s and women’s perceived suitability for a leadership 
position is to provide the candidates with a stimulus person of their own gender. In a male-
dominated organization, with male-domination on the managerial level as well, women lack 
role models, which might have as a consequence that they do not perceive themselves as 
suitable for a managerial position. The fact that the men did not not have any role models nor 
that role models had been important for their career development could be explained that due 
to the male-domination on managerial level they already perceive themselves as suitable for 
managerial positions and are thus not in need of a role model to have this influence on them. 
 
However, when the interviewees were asked to give suggestions on how Abraham can make 
more women reach top-level management, only men answered that it is important to have 
role models, which is worth noticing. 
 

By already having women on top-level management so that more people can see that it is 
possible and so that more women create an interest for it. As a sort of role model. (Erik, 

2016) 
 
The study showed that a suggestion on how to make more women reach top-level 
management is to coach, support, and motivate women, as well as provide opportunities.  
 
Support and give chances. And prepare. If you look at CEOs in general, they are groomed for 

the positions. So groom women and other people as well. (Ebba, 2016) 
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The interviewees also highlighted the importance of giving women network-coaching and 
creating female networks.  
 
Maybe you could help them. Coach them in building a network the right way. I think that is a 
key to success. Maybe men are better on networking than women and therefore there are men 

in those [top-level management] positions. It is just a guess but I think that if you build a 
network actively, you create opportunities for yourself. (Per, 2016) 

 
As Per reflects, the study implies that people, men as well as women, within the organization 
experience women to have a weaker network and that they are not as good as men on 
networking activities. The importance of networks for career development is emphasized 
once again. This is argued by some interviewees to be one reason why there is a minority of 
women on top-level management. 
 
Finally, some interviewees responded that in order for the organization to make more women 
reach top-level management the organization simply needs to promote women to these 
positions and some interviewees stressed the importance of giving top-down directives in 
order to make more women reach top-level management positions. 

5.3 The importance of networks 
The study shows that networks are of great importance for both men’s and women’s career 
development at Abraham. Networks were also identified as a key factor for making a career 
within the company. These results, among others, were shown when asking questions in order 
to find differences and similarities between men’s and women’s career development at 
Abraham and the key factors for making a career within the company. 

5.3.1 The career that just happened 
Few of the interviewees expressed a concrete career plan when asked to describe how their 
career had looked like and if they have had a career plan during their career. Instead, they 
talked about the ”career that just happened”, and a career built on coincidences.  
 

No, I haven’t had any goals or plans. A lot of coincidences and things that have led to 
something else. (Henrik, 2016) 

 
Some interviewees explained a sort of career plan where they plan to change position within 
three to five years and many of the interviewees said that they have aimed for a job where 
they can develop and be satisfied.  
 
Career has been that I wanted to have fun work tasks, I want to feel that I contribute and that 

I develop and that I do something important. (Karin, 2016) 
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These results show that most of the employees do not put up a concrete career plan, but rather 
take opportunities that are given to them. In a male-dominated organization, this can have a 
negative effect on the women in the organization, since they are in minority and the minority 
experiences several structural effects due to their situation in the organization (Kanter, 1977). 
Kanter argues that women in minority have fewer opportunities for development and can be 
less flexible compared to men in the organization. These effects of being in minority, in 
combination with the career plan based on coincidences and opportunities, can thus imply 
that women become extra limited in their career development. 

5.3.2 It is all about services and favors 
Most of the interviewees agreed that in order to achieve the career that they want, they need 
to show results, develop, and network. 
 

I think you need a really strong network, a really strong sponsor, no matter how good you 
are. You need unit support and someone to recommend you. […] Then of course you need a 

really good vision on how you want to drive your area and then of course you need the 
professional capabilities. (Ebba, 2016) 

 
On one hand, the study shows that male interviewees experience “show results” as the most 
important factor for a successful career. On the other hand, female respondents mentioned 
several things such as show results, develop, network, and having a vision as important 
variables for a fruitful career. This could imply that women in the organization have 
experienced that for them, showing results has not been enough to make career. In addition, 
they might have experienced a demand of networking, something that can be argued to come 
with more ease for the men in the organization due to the homosocial elements in the 
organizational culture. Some interviewees also stated that being in sales is an important step 
in order to achieve the career that they want.  
 
I need to become KAM [Key Account Manager] and product owner sometime, so I have some 

key roles that I need to take on in order to have a good base. (Robin, 2016)  
 

Take on a higher sales manager role. (Sara, 2016) 
 
Additionally, interviewees were asked to describe what they believe is the key to a career 
within The Region. The most frequent answer was that keys to a career within The Region 
are to make and show results and to have a network that you can use and nurture. 

 
If you do well and know the right people it will probably go fine. And this with knowing the 

right people is much up to oneself. […] It is not something automatic; you have to work for it. 
(Per, 2016) 
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People that are very good at networking and nurturing their contacts. Those who are good at 

this often do well. That, I think is a key. (Sara, 2016) 
 
All interviewees expressed the importance of networks, and further stated that networking is 
a key to a successful career within The Region and throughout the whole organization.  
 
There are incredibly many men with networks, and services, and favors, so if everyone should 

get their favors, there are very many men that should have those positions. (Erika, 2016) 
 

I think that people that become mangers at Abraham often have a good network. […] On 
lower levels one can be given a position through a manager pool or so but when you take a 

few steps further in the career you need to create your own network and to show your worth. 
(Per, 2016)  

 
All interviewees said that they make use of networks outside or within the company. All 
interviewees also said that they think networks are important. The most common answer to 
the question on why networks are important was “to get the job you want”. Other answers to 
why networks are important was for confirmation, to get help and support, mutual exchange, 
“know the right people”, get things done, coaching, and for personal relations. However, the 
study shows that many interviewees experience themselves as bad at networking. 
 
It is how you get a job. And then I don’t only mean jobs internally if you would change here, 

but job between companies you get mostly because of contacts. It is how it works. (Erik, 
2016) 

 
The study shows that the most common use of networks was to get information, to stay in 
touch and a good tool for change of position. 
 
Within Abraham it [networks] is extremely important. This is how you get a job today. (Lisa, 

2016)  
 
Information. Exchange. Achieve things, drive agendas, [to] get things done. (Gustav, 2016) 

 
Female interviewees responded to a higher extent that they used their network in order to 
change position. This could imply that women are more aware of the importance of networks 
since they are excluded from the male network that leads the organization due to the male-
domination.  
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I think it forms sort of a big family. Once people know what you are good at and what your 
intentions are for the future and so on then they can help you. What I really like with 
“Abraham” is that people really like to help you if you put yourself out there. I think that is 
important, that you feel that you have support wherever you go. (Susanne, 2016) 
 
The study demonstrates the importance of networks within the organization, but also that this 
importance is experienced differently between men and women. These differences in 
experience of networking activities could possibly be explained with the male-domination on 
all levels within the organization. Male-domination and homosocial elements in the 
organizational culture lead to an exclusion of women from the networks. The position of 
being excluded from the networks could be argued to lead to a greater understanding of the 
importance of the networks in order to develop and act within the organization. The men, that 
in general are included in these networks due to their gender, might take these networks for 
granted and therefore have a harder time defining why they are important. 
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6 It’s time to let women be part of the norm 
The aim of this chapter is to present a discussion of the analysis made in previous chapter 
and to present conclusions. The chapter begins with presenting the two main discussion 
points and the conclusions that were drawn; career in ICT company Abraham is gender 
differentiated and how an organization can prevent women from downfalls in their career. 
Finally, an evaluation of the conclusions is made and suggestions for further research are 
presented. 

6.1 The gender differentiated career 
The results of this study suggest that both men and women within Abraham have had a career 
that “just happened” and that a clearly defined career plan is not necessary in order to have a 
successful career. It is highlighted that women and men make the same type of career, but 
instead have different basic conditions for this career. Regarding career development, the 
study confirms that the conditions for a career within a male-dominated company within the 
ICT industry, such as Abraham, are defined by men and based on men’s working conditions. 
Thus, these conditions constitute a downfall for women’s career development.  

6.1.1 A career created for men 
The study showed that both men and women refer to career as both to develop and strive 
upwards, but also as ”a path you want to walk”. Men and women have shared views on what 
career means and also on their career thus far. During the interviews, it became apparent that 
the career is something that “just happened” and that few have had a career plan during their 
working life. Although men and women at ICT Company Abraham shared views on how 
their career had looked so far, describing it with coincidences and given opportunities, they 
differed in how they view their future career. Men stated that in order to achieve the career 
they want, they need to show results, while women mentioned several factors that they 
believed would influence their future career. Showing results was among these factors, but 
also networks, to develop, and to have a vision. These results indicate that women and men 
experience their conditions for making a career different. While men rely on showing results 
to be given the opportunities they are aiming for, women identify that they, need to do the 
same, and more. 
 
Men and women at Abraham tend to make the same type of career, which was that they were 
primarily working within the same field, in slightly different positions, strived upwards in the 
organization hierarchy, and that they at some point take on a managerial position. The study 
showed that many of the employees at the company, men as well as women, work more than 
the normal 40-hours per week and also expressed that they experience a demand from the 
organization to be accessible at all times during their working weeks. A career at Abraham 
thus seems to have an indistinct border between work life and private life, which seemed to 
affect men and women differently. 
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Women estimated their working hours per week higher than male respondents, but these 
numbers were not possible to validate with another source since the full-time employees at 
Abraham do not need to register their working hours. Female interviewees also expressed 
difficulties combining work and family to a much greater extent than male counterparts. As 
concluded in several previous studies (Forret & Dougherty, 2004; Friedman & Greenhaus, 
2000; Gutek & Larwood, 1987) and as reflected in statistics over Sweden’s population 
(Statistics Sweden, 2014; Inspektionen för Socialförsäkringen, 2013; Statistics Sweden, 
2007), women experience higher expectations from society regarding childcare and 
responsibility for household duties. The results of this study confirm that higher expectations 
on women exists. In combination with the fact that all females in the study worked more than 
40 hours a week, this implies that women make career on different conditions than men. The 
different conditions lie partly in the organizational culture, where women feel demanded to 
show more than results to make career, and also from a societal point of view where they are 
expected to take more responsibility for childcare and household work compared to men 
(Gutek & Larwood, 1987). This puts pressure on women, which in the study was expressed 
with problems combining work with family. The fact that women in the study expressed 
greater difficulties with this compared to what men did, also indicates that a career striving 
upwards the hierarchy and towards managerial positions are defined based on male 
prerequisites. These results prove earlier gender research which states that formal policies 
and informal patterns within organizations tend to reflect and support men’s experiences and 
life situations because they have been created by and for men, which then is taken as the sine 
qua none of organizational life,  meaning that they appear to be gender neutral (Ely & 
Meyerson, 2000). 
 
By returning to the research question that was stated in the beginning of the study, it is now 
possible to draw the conclusion that career development and organizational conditions for a 
career within case study object ICT Company Abraham, are based on male prerequisites and 
men’s working conditions. Thus, these conditions for a career constitute a downfall for 
women’s career development. When looking at these aspects of career development and the 
conditions for making career in Abraham, no specific opportunities for women could be seen.  

6.1.2 Structural implications for women’s career development 
The results of this study confirmed what previous research indicates: that women in minority 
are limited when acting in a male-dominated organization, both regarding their career 
development and when conducting their daily work. These limitations and ambivalent 
situations put a lot of pressure on women within the organization, which was expressed by 
the female interviewees. 
 
The study confirmed previous research arguing that women in minority are more visible than 
their male colleagues and due to this must adapt their behavior to the situation they have been 
put in. One effect of being in minority as described by Kanter (1977) is for example visibility, 
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which was discussed by the interviewees at several times. The effect of being visible was 
identified as an advantage for women as well as a disadvantage. This reflects the ambivalence 
of being in a minority situation, which has been described in previous research by for 
example Wahl (2003) and Kanter (1977). Women in the study explained difficulties with 
being “a piquant element” at the office and in meetings with customers. By being “a piquant 
element”, women expressed that they were accepted in the group, but their main purpose was 
to be something different, new, and “fresh”. Besides from having one’s competence 
downgraded, being “a piquant element” also results in one being more easily remembered by 
others than a male representative, something that women experiencienced as especially 
negative if one said something wrong or did a mistake.  
 
Furthermore, the study identified that unconscious and conscious biases exists against 
especially women within The Region and Abraham, and many of these biases can be 
explained by the minority situation that women within ICT Company Abraham are in. The 
study showed that there is a bias in the organization that women, due to their gender and the 
visibility that comes with it in a male-dominated organization, have advantages when 
conducting their work and when making career within the organization. Interviewees 
commented on that when women are selected for certain positions, people speak negatively 
about this and argue that women only get their positions due to their gender. Some 
interviewees also shared their skepticism for the 2020 goal to have 30 percent women in the 
organization, arguing that this will compromise the competence in the organization. 
 
Being in minority also limits women’s career development, which this study gives further 
argument for. As described by Kanter (1977), being in minority can be described with the 
three structural variables of power, opportunity, and distribution of people of different kinds, 
which also have been seen in the studied organization. Women in the study explain that they, 
in order to get things done, need to use their network and anchor their decisions with others 
before introducing it formally. This could indicate that women have less power than men in 
the organization and therefore need other people to support their decisions, something that 
men did not express a need for. The gender mapping of Abraham and The Region, in 
combination with the female interviewees expressing that they wanted to advance in their 
career but had not been given the opportunities, also indicates that the women in the 
organization, due to their minority situation, are restricted in their possibilities to be flexible 
and develop in the organization, which by Kanter is referred to as structure of opportunity 
(Kanter, 1977).  
 
By returning to the research question that was stated in the beginning of the study, it is now 
possible to draw the conclusion that the minority situation for women with visibility, and 
Kanter’s three structural variables of power, opportunity and distribution of people of 
different kinds that come with it, constitute a downfall for women’s career development 
within ICT Company Abraham. Additionally, existing unconscious and conscious biases 
within the organization also constitute a downfall for women and their career development, 
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especially for those women who are aiming towards higher management positions, but never 
reach those positions because of these biases. Even tough, the visibility could be seen as an 
opportunity for women’s career development within Abraham, at a first glance, the study 
showed that this was not the case and that no further opportunities could be found when 
looking at this aspect of career development within ICT Company Abraham. 

6.1.3 A strong male network where men recruit men 
The results of the study show that the studied organization is gender segregated on both a 
numerical, functional, and hierarchical level. When viewing the organization overall, one can 
conclude a male-domination on all hierarchical levels. The purpose of this study was to 
identify and discuss aspects of gender equality for companies within the ICT industry, and to 
examine how an organization’s culture is involved in current in-balance of gender equality. 
However, the organization Abraham has a higher female representation on executive level 
and on managerial level compared to the overall workforce. From the results of the study, it 
can be concluded that the problems that the company is experiencing with getting more 
women to reach top-level management cannot be explained with women’s priorities or a lack 
of willingness for top management positions. Therefore, the problem could be argued to 
concern the general recruitment of women to and within the company.  
 
The study indicates that there is a perception within the organization that this depends on the 
low amount of women with a technical background. Statistics show (Statistics Sweden, 2010) 
that technical educations are male-dominated as well. On the other hand, 30 percent female 
engineers graduated 2015 (Statistics Sweden, 2016). What prevents Abraham to recruit all 
these women? Are engineers the only education profiles Abraham is aiming for? Regarding 
the financial sector, which the results of the study show is male dominated at Abraham, and 
concerns key positions for a successful career within Abraham, there is a majority of females 
graduating every year in Sweden (Statistics Sweden, 2015). Therefore, the perception that 
lack of women is due to competence is contradictory.  
 
The results of the study also show that there is a male-domination on the management levels. 
There is much to gain with more women on top-level management positions; more women 
then take on positions related with more power, and can serve as role models, but also make 
women’s case without being in a token position. The male-domination on managerial level 
and on top management level was also shown to have several effects on men and women in 
the organization, and especially on women’s career development. The study showed that the 
organizational culture had an element of homosociality to it. Both men and women witnessed 
networks of only men, by some referred to as “old-boys club”. Many interviewees also 
commented that the selections to managerial positions in Abraham and at The Region in 
many cases were based on long and faithful service or on contacts and informal networks. 
These networks were described to mostly or only consist of men and were often of the 
informal kind, excluding women in the organization.  
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An organizational culture that has elements of homosociality in it, in combination with an 
organizational culture that in many aspects are based on networks, could be argued to have a 
negative effect on women and a positive effect on men. As previous studies have shown, 
homosociality often results in men recruiting other men due to their preference for other men 
on managerial positions (Holgersson, 2013). The results of the study showed that the key for 
a career within Abraham and The Region was networks and networking behaviors. The 
interviewees expressed the importance of networks when changing position, when getting 
things done, when getting promoted, and when getting information. If women are excluded 
from information and limited in their actions within the organization due to male networks, 
their possibility to take on a managerial position can be argued to be very little compared to 
their male colleagues, whom are included in the networks and benefit from the homosocial 
elements in the culture. 
 
Except from networks being the key for career within the ICT Company Abraham and The 
Region, interviewees expressed that career development is very much up to oneself; to show 
what you want to do and to make things happen. However, many interviewees also 
commented that in order to make a career, it is important with support from your manager 
and also to have a manager with a large network that could find opportunities for his or her 
employees. It is interesting to discuss how this especially affects women in the organization 
and if this is a downfall or opportunity in their career development. Since all hierarchical 
levels at Abraham and at The Region are male-dominated, there is a risk that managers, due 
to the homosocial elements in the organizational culture and the importance of networks, 
unconsciously act beneficial for their male employees’ career development and not for their 
female employees’. Subsequently, if the manager does not take responsibility for his or her 
employee’s career development, the employee must rely on himself or herself and his or her 
ability to network, since this was identified as a key for career within The Region. The 
networks within The Region were identified by the interviewees to be mainly dominated by 
men, which could be partly described by the overall male-domination in the company, and 
the exclusion of women.  
 
By returning to the research question stated in the beginning of the study, it is now possible to 
draw the conclusion that the importance of networks and a demand for networking skills, as 
well as managers’ responsibility for employees’ career development are in most cases a 
downfall for women’s career development within the organization. The study showed that 
women that are coached and supported by their manager and to some extent are included in 
the networks, have greater possibilities for career success than women who do not. In that 
respect, networks and a coaching manager is an opportunity for women’s career development 
in the ICT industry. 
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6.2 How to prevent women from downfalls in their career 
development 

ICT Company Abraham, as well as The Region, have had gender equality on the agenda for 
several years and have launched several gender equality work initiatives. However, during 
the last year, The Region within this study has actually decreased their female representation 
in their overall workforce. The organizational gender goal by the year 2020 is to have 30 
percent women on all levels in the organization, which the study concludes to be a difficult 
goal for Abraham to reach, especially when referring to the overall female representation in 
The Region today: 16 percent. With Abraham’s current gender equality tactics, as of when 
this study was conducted, a conclusion of this study is that it will be impossible for Abraham 
to reach the goal 30 percent women by the year 2020. It is therefore of interest to discuss 
what strategies are important for gender equality work within an ICT company such as 
Abraham. 
 
The results of the study indicate that Abraham has a higher percentage of women on higher 
managerial positions than the percentage of women in lower levels in the organization, 
although the study at the same time implies that women have fewer opportunities to career 
development than men. This can perhaps be explained by Abraham’s strong focus on gender 
equality during recent years and the fact that external senior women have been consciously 
recruited to management positions. However, a problem with the recent gender equality focus 
is that ICT Company Abraham categorizes the question of gender equality under the general 
topic of diversity, which refers to gender, race, nationality, religion, ethnicity, disability, 
sexual orientation, and age, among other parameters. One problem with including gender 
equality under diversity and inclusion is that, among all these parameters, gender is a constant 
differentiator within each group. And most importantly, gender is not a minority group in 
society, which the other groups defined under diversity are to different extent. To include 
gender equality under diversity and inclusion is not only a question of injustice and 
minimizing women of society, but it could also be argued to inhibit the results of the gender 
equality work. Rather, gender equality work should be handled separately. As other sources 
indicate (Schyman, 2016; Wahl, 2015), when an organization puts extra focus on gender 
equality issues, other diversity topics also get solved, since gender equality work increases 
understanding and insight of minority groups outside the norm.  
 
According to the results of the study, it is clear that subjective assessments and network 
recruitment are not beneficial for women. However, ICT Company Abraham is very network 
oriented and networks are explained as a key for a career and an important part in order to 
receive information and to get things done. It is interesting to discuss how networking 
behaviors and outcomes affect men and women. Abraham is a male-dominated organization 
within a male-dominated field of business. The study has shown that men within the 
organization indicate homosocial behavior, which has the effect that women tend to be left 
outside networks or operate within it on different terms due to their gender. Women’s special 
conditions for networking can also be related to the structural variables and minority effects. 
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Women have less power, fewer opportunities, and are more visible within the organization, 
among other variables. Therefore, it can be argued that the conscious and unconscious 
networking focus that is upheld within the organization counteracts Abraham’s goal of a 
more gender equal organization.  
 
The study shows that management on all levels have a great responsibility for employees’ 
career development and need to take more responsibility for also lifting and coaching also 
women within the organization. Perhaps male managers do not have full insight, or as much 
understanding for women’s needs and wants. These needs and wants might be different from 
men’s, but not necessarily are different in all cases. It is important to note that if employees’ 
career development is a management responsibility, the organization also risks to miss out on 
competence, since there will always be employees that end up with the wrong manager, not 
reaching their full potential under his or her management. This emphasizes in the importance 
of good talent management and career planning, and shows the significance of management 
education in career development and how to be proactive when meeting different kinds of 
wants and needs.  
 
By returning to the research question that was stated in the beginning of the study, it is now 
possible to draw the conclusion that a downfall for women’s career development is that 
gender equality work is handled as a question of diversity and inclusion. Furthermore, the 
study implies that the numerical and functional distribution of women within Abraham 
constitutes a downfall for women’s career development. Women are needed in key positions 
and not only in human resources and other support functions, as in the case where this study 
was conducted. Additionally, it is clear that subjective assessments and network recruitment 
are not beneficial for women, and constitute a downfall for women and their career 
development. In order to dissolve current unofficial networks and change the distribution of 
women, Abraham should continue to recruit women externally. 

6.3 Evaluation of conclusions 
The study aimed to answer the research question of what opportunities and downfalls that 
exist for women’s career development within the ICT industry. The research design covered 
interviews from employees of different gender, and ages, and from different functions and 
hierarchical levels. The conclusions are therefore argued to be valid for all female employees 
at The Region. However, one can question the transferability of results of the study for the 
industry overall which actually was the purpose of the study. Since the organization studied is 
one of the oldest and largest companies, with regards both to number of employees and their 
services and products offering, this is argued to substantiate the transferability of results for 
the study and the conclusions that have been drawn. 
 
There have been rather few previous studies that have problematized the importance of 
gender in the ICT industry specifically, and therefore the contribution of this study is both 
empirical data, but also to some extent theoretical value to the gender research, since theories 
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of gender in organizations have been applied in a new context. Another contribution of this 
study is that previous theories and studies have been confirmed with new empirical data, in a 
more recent context and modern organization. 
 
One limitation of the study and the conclusions drawn is that career has been identified with 
striving upwards in the organization’s hierarchy. This definition was made with regards to the 
answers given by the interviewees. However, one should notice that this definition had 
probably been influenced by both the researchers and the supervisors from the company, in 
the process of the designing this research and therefore also in designing the interview guide. 
The interview guide could, in turn, have influenced the definition given by the interviewees. 
A consequence of this limitation is that the conclusions may not be valid for those employees 
in the organization that choose to make career through specializing as opposed to becoming 
managers. For example, the characteristics and the demands to becoming a manager 
compared to becoming a specialist can be assumed to differ. 
 
Another thing that may have affected the results from the study and therefore also the 
conclusions drawn, from is that both interviewers were women. For example, female 
interviewees tended to discuss family in relation to work life to a greater extent than men in 
the study did. Another example is that some male interviewees expressed guilt for their short 
paternity leave and commented that this was not the desired result for this type of study. It 
could therefore be argued that the women felt more comfortable with being interviewed by 
women and could share their thoughts and reflections on the subject with more ease, while 
the men felt guilty and assumed that the two female researchers would judge their answers 
and reflections. However, previous research and statistics (Inspektionen för 
Socialförsäkringen, 2013; Abele & Spurk, 2011; Statistics Sweden, 2007) has shown that 
women have other obligations to family, so the conclusions regarding how family affect 
women’s and men’s career development respectively, should not have been affected by the 
fact that the interviews were conducted by two female interviewers. 
 
Gender equality work is also a question of profitability, and companies want to understand 
how gender equality work can contribute positively to the business in both a short- and long-
term perspective. Above stated conclusions can all be argued to contribute to an increased 
profitability for Abraham, since they problematize the meaning of gendered organizations 
and gender in order to understand how to utilize women’s competence and full potential. 
Thus from a sustainability perspective, this study contributes on both an economic and social 
level. However, the study does not include an ecological aspect of the sustainability 
perspective.  

6.4 Further research 
One conclusion that can be drawn from this study is that the complexity of women’s career 
development in the ICT Industry is high and that further research is needed to understand the 
question better. The gender mapping of ICT Company Abraham also shows that gender 
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segregation within the industry is high and in order to reduce this segregation one needs to 
understand what mechanisms that causes it. 
 
Additional conclusions from this study were that networking is of great importance for career 
development within the industry and that this is a downfall for women in many cases, since 
they, are excluded from many of these networks due to male-domination and homosocial 
elements in the organizational culture. It would therefore be of interest for future research to 
study women’s networking behavior in male-dominated organizations. 
 
Moreover, future research in this area is suggested to concern for example what opportunities 
and downfalls exist for women’s career development when aiming to become a technical 
specialist in the ICT industry. This was something that this study did not include. 
 
Finally, future research and a deeper investigation of the importance of networks for an 
organization’s gender equality work would be of great interest and use for this typical field of 
research.  
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Appendix A Interviewees 
In Table 1 below the employees at The Region that was interviewed for this study are 
presented. All employees are anonymous and therefor a quoted name is used as well as 
intervals showing their period of employment and age. 
 
Interview # Quoted name  Period of Employment 

(years) 
People 
manager  

Gender Age 
(years) 

1 Sara >20 Yes Female 46-50 
2 Erik 16-20 Yes Male 41-45 
3 Susanne 0-5 No Female 26-30 
4 Tomas 16-20 No Male 41-45 
5 Mikael 0-5 No Male 36-40 
6 Lisa 6-10 Yes Female 36-40 
7 Erika 16-20 No Female 41-45 
8 Ebba 6-10 Yes Female 31-35 
9 Henrik 0-5 Yes Male 41-45 
10 Per 6-10 No Male 36-40 
11 Ludvig 6-10 Yes Male 36-40 
12 Stina 16-20 Yes Female 41-45 
13 Karin 16-20 Yes Female 46-50 
14 Amanda 11-15 No Female 36-40 
15 Mattias >20 No Male 46-50 
16 Petra 16-20 Yes Female 41-45 
17 Robin 6-10 No Male 26-30 
18 Gustav 11-15 No Male 36-40 
19 Oscar 16-20 No Male 36-40 
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Appendix B Interview guide 
Below the interview guide that was used during the interviews for the study is presented.  

1 INTRODUCTION 
Present our study and ourselves. 

2 BACKGROUND AND CURRENT SITUATION 

CAN YOU PLEASE TELL US ABOUT YOURSELF? 

LIFE LINE QUESTION 
On the time-line, highlight the following events and when they occurred during your life. 

Mark: 

- Your age as of today 
- Graduation year (and highest degree of education) 
- When you have changed work/position 
- Eventual child births (B) 
- Parental leave (PL) 
- Fulltime work (FW) 
- Part-time work (PW) 
- How you think your future will look like 

CAN YOU PLEASE TELL US ABOUT YOUR CURRENT JOB SITUATION? 
Eventual complementary questions: 
Which are your responsibilities at your current position? 
Can you estimate how much working time per week your position includes? 
What do you think is expected from you in your position? 
Are you satisfied with your job situation? 

- Colleagues, job tasks, working hours 

3 FUNCTION AND LEVEL 

FROM A GENDER EQUALITY POINT OF VIEW, HOW WOULD YOU DESCRIBE THE FUNCTION THAT YOU 

WORK WITHIN? 
Eventual complementary questions: 
How does the distribution of men and women look like at your function? 

- Why do you think it looks like this? 
- What explanations are there to this distribution? 

What advantages and disadvantages are there (with) being a man within your function? 
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- Are there any advantages and disadvantages (with) being a woman? 
Do you believe there is any typical female or male work within your function? 

- Do you know of any exceptions of these? 
How can you combine your work with a family? 

FROM A GENDER EQUALITY POINT OF VIEW, HOW WOULD YOU DESCRIBE THE LEVEL THAT YOU WORK 

AT? 
Eventual complementary questions: 
What does leadership mean to you? 
Which skills should a good manager have? 
What type of person do you think becomes manager at Abraham? 
 
If the interviewee is in the LT: 
How do you view your position/function/role in relation to other within the leadership team? 
Is there any positions/functions/roles within the leadership team that “takes more space” than 
others? 

4 CAREER AND NETWORKING 

CAN YOU PLEASE DESCRIBE HOW YOU FEEL ABOUT CAREER? 
Eventual complementary questions: 
How would you define career? 

CAN YOU PLEASE TELL US ABOUT YOUR OWN CAREER AND IF YOU HAVE HAD ANY CAREER GOALS? 
Eventual complementary questions: 
Do you want to make career? 

- If no, why not? 
- If yes, would you like to take on a managerial position? 

- Why? 
- If yes, what do you need to do in order to achieve this career? 

Have you had a career strategy or a career plan? 
- If yes, what does your career strategy/plan look like? 

How has your career strategy/plan been changed during your career? 
Considering how much effort you have put in your career, how far have you reached? 

- Are you satisfied with how far you have reached? 
- If there is a difference, how come? 

What do you believe is the key to a career within The Region? 
- What do you believe the appointments of job positions are based on? (I.e. competence 

or experience or something else) 
Which qualities do you need in order for a career within The Region? 

- Do you think these qualities differ from other, similar companies? 
Have you ever, during your career been treated different/unequal because of your gender? 
Has The Region supported you in your career plans? 
Has your manager supported you in your career plans? 
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- If yes, in which ways? 
- If no, why do you think your manager has not? 

DO YOU HAVE ANY ROLE MODELS OUTSIDE OR WITHIN ABRAHAM? 
Eventual complementary questions: 
Have role models been important for your career development? 

- Why/why not? 

DO YOU MAKE USE OF NETWORKS WITHIN OR OUTSIDE ABRAHAM? 
Eventual complementary questions: 
In which ways? 
Why do you make use of networks? 
Why are networks important? 
 

5 ORGANIZATIONAL CULTURE AND GENDER EQUALITY 
HOW WOULD YOU DESCRIBE ABRAHAM’S ORGANIZATIONAL CULTURE (I.E. ATTITUDES, HABITS, 

VALUES, JARGONS, NORMS) 
Eventual complementary questions: 
How would you define organizational culture? 
How do you experience that The Region’s organizational culture has affected you? 

- If yes, in which ways? 
- If no, do you think the organizational culture at The Region affects someone else? 

WHAT DOES GENDER EQUALITY MEANS TO YOU? 
Eventual complementary questions: 
Which questions about gender equality work do you think is important? 

FICTITIOUS GENDER EQUALITY SCALE 
On a scale from 1-10, where 1 is totally gender unequal and 10 is totally gender equal: 

- Where approximately would you place The Region? 
- Where approximately would you place Abraham as a whole? 
- Please explain why/why not? 
- Can you give examples? 

DO YOU KNOW IF THERE IS ANY GENDER EQUALITY WORK CONDUCTED WITHIN THE 

REGION/ABRAHAM? 
Eventual complementary questions: 
How do you talk about gender equality work within The Region? 
Do you experience that there are biases against men and women within The Region and 
Abraham respectively? 

- Can you give examples? 
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What do you experience are the reasons behind the lack of women on leading positions 
within The Region and Abraham respectively? 
Abraham wants to recruit more women to the company - what do you think? 

- Where are more women needed? 
- How can Abraham recruit more women? 
- How can Abraham make more women to reach top-level management? 

6 OTHER 
Is there anything you would like to add? 

Refllection on the interview: 
- How was it to be interviewed? 
- Do you have any suggestions of how to change the method? 

 

Give the interviewee the possibility to email eventual reflections up until one week after the 
interview.  
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Appendix C Life-line question 
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Appendix D Results thematic analysis of interviews 
Below the results from the thematic analysis of the questions asked during the interviews are 
presented. The results are presented in tables where one table represents one question and 
shows the number of female respectively male interviewees giving an answer correlating to 
the theme identified.  
 
Table 3: Definition of gender equality 

What does gender equality mean to you? 

 
Females Males Total 

Diversity 5 6 11 
Equal conditions 5 4 9 
Equal opportunities 5 2 7 
Equal treatment 3 3 6 
Equal pay 1 3 4 
No special treatment 

 
2 2 

Equal rights 1 
 

1 
Balance 

 
1 1 

Inclusion 1 
 

1 
 
Table 4: Most important questions regarding gender equality 

What questions regarding gender equality do you think are important? 

 
Females Males Total 

Equal pay 4 1 5 
Equal opportunities 1 3 4 
Equal opportunities to make career 2 

 
2 

Competence most important 1 1 2 
Discrimination 1 1 2 
Meritocracy 

 
1 1 

Promotion on higher levels 1 
 

1 
Equal treatment 

 
1 1 

Quantitative gender equality 
 

1 1 
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Table 5: Talk about gender equality 

How do you talk about gender equality within your work environment? 

 
Females Males Total 

Do not talk about it much/ Do not talk about it  6 5 11 
Talk about it a lot 2 1 3 
Focus on it when recruiting 

 
2 2 

Negatively 1 1 2 
Diversity but mean gender diversity 1 1 2 
Critique when appointments for job positions are 
chosen because of gender 1 1 2 
Critique against target of by 2020 having 30% 
women in the company 

 
1 1 

 

Table 6: Reasons behind lack of women on management positions 

What are the reasons behind the lack of female on management positions? 

 
Females Males Total 

History 1 3 4 
Previous male-domination in the company 1 2 3 
Norms in society 2 1 3 
Networks 2 1 3 
Nepotism 2 1 3 
Male-domination on lower levels 1 1 2 
Not attractive for women to have managerial 
positions 1 1 2 
There is no lack of women at The Region 

 
1 1 

Women have different priorities 1 
 

1 
Women has responsibility for children 1 

 
1 

Narrow recruitment 
 

1 1 
Men take more risks 1 

 
1 

Lack of will 1 
 

1 
Difference between maternity and paternity leave 

 
1 1 

More men in recruitment base 
 

1 1 
 
Table 7: Where women are needed 

Where are more women needed? 

 
Females Males Total 

Everywhere 3 5 8 
Sales 4 3 7 
R&D / Technical functions 3 3 6 
Not at HR 1 2 3 
Sales management / Key positions 2 1 3 
Managerial level 2 1 3 
Not support functions 2 

 
2 

Not economy 1 
 

1 
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Top250 
 

1 1 
 
Table 8: How Abraham can make more women reach top-level management 

How can "Abraham" make more women reach top-level management? 

 
Females Males Total 

Coach/Support/Motivate 4 2 6 
Give opportunities 3 1 4 
Work from basics 

 
3 3 

Role Models 
 

3 3 
Network-coaching/Female networks 2 1 3 
Top-down directives 1 1 2 
Promote women 2 

 
2 

Change the manager role 1 1 2 
 
Table 9: Advantages of being a man 

Are there any advantages with being a man within your function/level? 
  Females Males Total 
No 2 3 5 
Access to another network 4 1 5 
Fits into group   2 2 
I don't know 1 1 2 
More time at work 1   1 
Advantage if in support functions 1   1 
Advantage in Eastern Europe   1 1 
Vocal pitch that gives authority 1   1 
Male conditions 1   1 
Flexible paternity leave   1 1 
Recruited on potential   1 1 
Macho culture   1 1 
 
Table 10: Disadvantages with being a man 

Are there any disadvantages with being a man within your function/level? 
  Females Males Total 
No 2 4 6 
I don't know 1 1 2 
Do not stand out   1 1 
Minority programs/communities   1 1 
Reserved to a box   1 1 
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Table 11: Advantages with being a woman 

Are there any advantages with being a woman within your function/level? 
  Females Males Total 
No 3 2 5 
Stand out 2 3 5 
Customer relations 1 1 2 
Quotas   2 2 
Relaxed group dynamics 1   1 
Get help from men   1 1 
Recruitment in Eastern Europe   1 1 
Minority programs/communities   1 1 
 
Table 12: Disadvantages with being a woman 

Are there any disadvantages with being a woman within your function/level? 
  Females Males Total 
No 4 2 6 
Stand out 1 1 2 
Maternity leave 1 1 2 
Responsibility at home 1   1 
No skills rewarded 1   1 
Macho culture   1 1 
More professional   1 1 
 
Table 13: Typical male and female work 

Do you believe there is any typical female or male work within your function? 
  Females Males Total 
No 5 7 12 
Support functions are female 2 1 3 
I don't think so   1 1 
Men are innovators 1   1 
Men are experts   1 1 
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Table 14: Biases against men and women 

Do you experience that there are biases against men and women within The 
Region and the organization respectively? 
  Females Males Total 
No 4 4 8 
I don't know   2 2 
Women are selected because of gender 1 1 2 
Yes   1 1 
A manager is a man 1   1 
Women are more at home 1   1 
Women are more emotional 1   1 
The old boys' club   1 1 
Being a woman in Eastern Europe   1 1 
 
Table 15: Defintion of Organizational Culture 

How would you define organizational culture? 
  Females Males Total 
Ways of working / How processes work 2 4 6 
Formal/Informal rules 2 2 4 
A lined view 1 2 3 
Leadership/status 1 2 3 
Organizational structure 1 1 2 
Cannot define 1   1 
 
Table 16: Abraham's organizational culture 

How would you describe the organization's organizational culture? 
  Females Males Total 
Open minded 2 2 4 
Organizational structure   4 4 
The core values affect the culture in a positive way 2 1 3 
Supportive 1 2 3 
International 1 2 3 
Network/old-boys club 3   3 
Fragmented 1 2 3 
Non-hierarchical 2   2 
Professional 1 1 2 
Process-oriented   1 1 
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Table 17: How the organizational culture affects people 

How has The Region's organizational culture affected you or others? 
  Females Males Total 
It affects everyone   4 4 
You adapt 1 1 2 
Frustration 1 1 2 
 
Table 18: Interviewees usage of networks outside or within Abraham 

Do you make use of networks outside or within “Abraham”? 
  Females Males Total 
Yes 9 10 19 
No 

    
Table 19: Which ways interviewees make use of networks 

In which ways do you make use of networks? 
  Females Males Total 
Information 4 5 9 
Stay in touch 2 3 5 
To change position 4 1 5 
To get help / for support 1 3 4 
Coaching 1 2 3 
Get things done 2 1 3 
Drive agendas 1 1 2 
Inspiration 2   2 
Personal relations   1 1 
Personal development   1 1 
To help people with career-related questions   1 1 
Exchange   1 1 
 
Table 20: Importance of networks 

Are networks important? 
  Females Males Total 
Yes 9 10 19 
No 
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Table 21: Why networks are important 

Why are networks important? 
  Females Males Total 
Get the job you want 3 5 8 
Understanding 2 3 5 
Confirmation 1 3 4 
Help/support 2 1 3 
Mutual exchange 1 2 3 
Information 2 1 3 
Know the right people 2 1 3 
Get things done 1 2 3 
Group dynamics 2   2 
Personal relations 1 1 2 
Coaching 1   1 
 
Table 22: Interviwees self-assesment of their networking skills 

Self-assessment networking 
  Females Males Total 
I am bad/really bad at it 3 4 7 
 
Table 23: Type of person that becomes manager in the organization 

What type of person becomes a manager in the organization? 
  Females Males Total 
Communicative 1 5 6 
Competence on subject 3 3 6 
A person with networks 3 3 6 
Long & Faithful service   3 3 
Engineer 2 1 3 
Good at decision-making 2 1 3 
Results   3 3 
Specialist 2   2 
 
Table 24: Distribution of men and women within the function 

How does the distribution of men and women look like at your function? 
  Females Males Total 
Less than 30 % women 5 4 9 
50/50 men and women   3 3 
More than 50% women 3   3 
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Table 25: Explanations to the distribution of men and women within the function 

Why do you think the distribution looks like this? 
  Females Males Total 
Because of the recruitment 2 3 5 
Few women have technical education 1 4 5 
It is all about competence 1 2 3 
More women feel comfortable doing it 2 1 3 
Old-boys club 3   3 
Traditions 2 1 3 
More women have accurate education 1 1 2 
Historical Ratio   2 2 
Networks 1 1 2 
 
Table 26: Distribution of men and women at the level 

How does the distribution of men and women look like at your level? 
  Females Males Total 
I experience it as gender equal 4   4 
More men than women 1 3 4 
More equal than the rest of the organization   3 3 
It feels equal in the office   1 1 
 
Table 27: Key to a career within The Region 

What do you believe is the key to a career within The Region? 
  Females Males Total 
Results 4 3 7 
Network 2 4 6 
Change & Develop 1 2 3 
Sponsorship 2 1 3 
Strive 1 1 2 
To be a trainee   1 1 
Exposure to customer 1   1 
Cooperation   1 1 
Initiatives   1 1 
Experience 1   1 
Nepotism 1   1 
Competence 1   1 
Talent pool   1 1 
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Table 28: What appointments of job positions are based on 

What do you believe the appointments of job positions are based on? 
  Females Males Total 
Competence 3 6 9 
Nepotism 4 2 6 
Experience 1 5 6 
Networks 3 3 6 
Results 3 1 4 
Recommendations 2 1 3 
Long and faithful service 1 2 3 
Potential   3 3 
Talent pools 1 2 3 
Assessments 2   2 
Diversity 2   2 
Gut feeling   2 2 
Promote oneself 1   1 
Quotas   1 1 
 
Table 29: Personal qualities  needed for a career within The Region 

Which personal qualities do you believe is needed in order for a career within 
The Region? 
  Females Males Total 
Ambition/Strive 2 3 5 
Be able to change and develop 2 3 5 
Result oriented 3   3 
Visibility 1 1 2 
Communication skills   2 2 
Innovative 1 1 2 
Networking skills 1   1 
Social skills 1   1 
Manager skills   1 1 
Toughness 1   1 
Strategy thinking 1   1 
Perseverance 1   1 
Curiosity   1 1 
Operations experience 1   1 
Assertiveness 1   1 
Have energy 1   1 
Customer representation   1 1 
Be able to promote oneself   1 1 
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Table 30: Definition of career 

How do you define career? 
  Females Males Total 
To develop 4 2 6 
Job motivation 2 3 5 
The path that you want to go 4 1 5 
Strive upwards 1 4 5 
Job satisfaction 3 1 4 
Well being 2 1 3 
Opportunity to influence 1 2 3 
Strive forward 1 2 3 
Working life   1 1 
Status 1   1 
 
Table 31: Willingness to make career 

Do you want to make a career? 
  Females Males Total 
Yes 9 9 18 
No   1 1 
 
Table 32: Willingness to take on a managerial position 

Do you want to take on a managerial position? 
  Females Males Total 
Yes 8 8 16 
No   1 1 
 
Table 33: Things needed to achieve the wanted career 

What do you need to do to achieve the wanted career? 
  Females Males Total 
Results 2 5 7 
Develop 2 3 5 
Senior sales management 1 3 4 
Network 2 2 4 
Sponsor 1 2 3 
Reputation 1 1 2 
Vision 2   2 
Overseas service 1   1 
Calm   1 1 
Give up other important things 1   1 
I don't know 1   1 
Assessment 1   1 
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Table 34: Satisfaction with career 

Are you satisfied with how far you have reached? 
  Females Males Total 
Yes 8 9 17 
No 1 1 2 
 
Table 35: Support from The Region in career development 

Has The Region supported you in your career development? 
  Females Males Total 
Yes 6 5 11 
No 3 5 8 
 
Table 36: Support from manager in career development 

Has your manager supported you in your career development? 
  Females Males Total 
Yes 6 7 13 
No 3 3 6 
 
Table 37: How to combine work with family 

How do you combine work with family? 
  Females Males Total 
Flexible working hours 2 4 6 
Flexible working location 2 4 6 
Work extra at home  2 3 5 
House hold services 2 1 3 
Shared responsibilities at home 1 2 3 
Baby sitter 2   2 
Commute through exercise   1 1 
 
 
 
 
 
 
 
 
 
 
 



88 
 

Table 38: Meaning of leadership 

What does leadership means to you? 
  Females Males Total 
Clear vision 7 5 12 
Motivated 4 6 10 
Coaching 4 5 9 
Lead by example 2 4 6 
Supportive   3 3 
Risk taker 2 1 3 
Communicates expectations 2   2 
Distinct 1   1 
Understanding of reality   1 1 
Has followers   1 1 
Decision maker   1 1 
 
Table 39: Skills for a good manager 

Which skills should a good manager have? 
  Females Males Total 
Coaching 5 6 11 
Communication 2 5 7 
Supportive 2 3 5 
Distinct 1 2 3 
Responsive 1 2 3 
Striving 1 2 3 
Be a leader 1 2 3 
Proactive   3 3 
Make decisions 1 1 2 
Strategic 1 1 2 
Lead by example 1 1 2 
Transparent   2 2 
Risk taking 1 1 2 
Motivate people   2 2 
Empathy   1 1 
People skills   1 1 
Details oriented   1 1 
Reliable   1 1 
 
Table 41: Fictitious Gender Equality Scale 

Fictitious Gender Equality Scale 

 
Females Males Total 

The Region 5,8 6,7 6,3 
Abraham 4,6 5,4 5 
 


