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Aim: Encouraging more women to reach the top in an organization is
becoming increasing crucial in today’s society. This is why we
selected this subject for our bachelor study and we think it can be
interesting for the companies today to become more aware of the
importance of mixed gender. The purpose of this study is to provide a
new insight into the situation female face to climb the career ladder.
This study answers the following questions:
1. What is the situation the female face to reach the top?
2. What is the female’s contribution in management area?

Methods: This study is conducted by utilizing several existing literatures and
periodical articles on the topic of leadership and Gender perspective.
We collect data from Konsum Gavleborg by questionnaires and
interviews. Subsequently, we use the both of inductive and deductive
method to analyze the difference and similarities between empirical
findings and theory.

Results: Our results show there are following barriers that stop women
reaching the top position, the glass ceiling, the self-confidence and
the family. Meanwhile, we also find out female value and gender
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diversity will be the great opportunities to promote more women
climb a higher ladder in the future.

Suggestions for future research:
This study emphasizes a sensitive and significant subject and
relevant suggestions have offered for a future study. We suggest the
further research to conduct a comparison between different
organization and region about women in management. In addition,
the male viewpoint should be considered to build a more
comprehensive research.

Theoretical contribution:
Our study about Konsum Gavleborg contributes with knowledge
showing that the glass ceiling, lacking of self-confidence and
undertaking family responsibility are the primary barriers for women
on their way to reach the top position. It also shows that women
managers are good in communication, nurturance and sensitivity,
which are the real female leadership values. Moreover, the study
suggests that focusing on balanced/ mixed group of female and male
managers is required to take action for of gender diversity. Because,
mixed group means, more chances to learn from each other, and
maximum benefit for organizations.

Keywords: Glass ceiling, Self-confidence, Family and work, Female value,
Gender diversity, Women in management, Konsum Gavleborg,
female manager.
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ChapterChapterChapterChapter 1111 IntroductionIntroductionIntroductionIntroduction

This chapter introduces the situation when women strive for top positions. It consists
of the background, the problem discussion, research questions and purpose of the
study. Meanwhile, the disposition of the work is illustrated in the end of this chapter.

1.11.11.11.1 BackgroundBackgroundBackgroundBackground

Even though gender equality has increased considerably in recent decades, and
nowadays slowly but surely more and more women are becoming well educated, and
also have positions at all hierarchical levels in organizations, it is apparent that
females in top management are still rare. The situation of gainfully employed women,
especially of women in management, has been a research subject in different
academic domains (e.g. human resource management, organizational studies,
sociology and psychology) for some time. Therefore, this should catch our attention
and fuel our enthusiasm to analyze the women’s condition and problems within
organizations.

According to data on internet, the number of women in top management positions has
ascent by nearly 60% over the past ten years. However, the number of women in
executive positions is still quite limited. As recent survey in Fortune (Fisher 1992)
illustrated, 4.8 percent women occupy the top managerial positions while the
corresponding proportion was only 2.9 percent in 1986. It is widely acknowledged
that the negative gender stereotype towards female manager is the primary reason for
this small ratio of female executives. Although the attitudes towards the role of
women in society have changed over the past few decades, men still rule the priority
to achieve the managerial positions.

Heilman et al. (1989) conducted research to characterize both male and female
managers. As the results indicate, female managers are accustomed to being regarded
as less self-confident, less emotionally stable, less logical, less consistent, and having
lower leadership competences than male managers. Thus the reason behind the
phenomenon that man become the mainstream of leadership, which blocks women
from reaching the top, because women have to undertake more responsibility like
taking care of baby and family, which in turn influences their self-confidence to reach
success.

Wahl (1992) argued that the glass ceiling is a categorical barrier just because of the
gender. It is possible that gender-related stereotypes play an important role in the
under-representation of women in high responsibility positions. For this reasons, we
could enumerate a number of barriers that impede organizations from reaching gender
equality. Actually, scholars who conducted studies focusing on gender inequalities in
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the business world agree on the same thing. It appears that qualified and ambitious
women who want to achieve the highest positions in organizations stumble on a large
number of obstacles, which has a negative effect on the development of these
women’s careers and for the organization in general because female values are wasted.
These gender-related barriers, which prevent women from breaking through high
responsibility positions, are often referred to as ‘the glass ceiling’.

As Trinidad and Normore (2005) assert, the significance of feminine values at
workplace is an approach to reform the male-dominated structure. The involvement of
useful feminine values will transform the masculine hegemony into dynamic gender
diversity. We were particularly motivated to engage in this study because of the high
value interest of this subject in modern society, especially that the focus targets
discrimination as the main factor that obstruct the development of the woman, and her
access to leading positions.

1.1.11.1.11.1.11.1.1 LeadershipLeadershipLeadershipLeadership inininin KonsumKonsumKonsumKonsumGavleborgGavleborgGavleborgGavleborg fromfromfromfrom thethethethe gendergendergendergender perspectiveperspectiveperspectiveperspective

Konsum Gavleborg is the direct-driven company of Coop, which is the name of
KOOPERATIVA FÖBUNDET (KF) grocery retail group. The diverse sex ratio
between different positions, namely, the part-time job, the job in Coop Store, the
position in Konsum Gavleborg raises our enthusiasm to make further research.
Generally, the female employees dominate the temporary jobs and sales job in Coop
stores. Even though there are various internal leadership-training courses for the
honest, outstanding and ambitious employees to develop their careers, women in
management position are still fewer than men. Furthermore, a large number of female
store managers are assigned to the small and middle size of Coop store while the male
managers dominate the bigger size Coop stores. We question that whether the gender
discrimination results in such kind of work division. In order to gain an insight into
this phenomenon, we conducted in-depth interviews with two female managers, Inga
Astrand and Jeanette Sandstrom, who manage middle-size of Coop stores (Coop
Konsum). Besides, it is surprising to realize that Susanne Lindqvist, as the Human
Resource Manager, is the unique top female manager in Konsum Gavleborg. Her
special situation triggers our enthusiasm to know how she could become the first and
unique top female manager in Konsum Gavleborg. With a great honor, we got the
hard-earned opportunity to have an interview with Susanne Lindqvist.

1.21.21.21.2 ProblemsProblemsProblemsProblems discussiondiscussiondiscussiondiscussion

Obviously, various barriers obstruct women to reach the top. Wirth (2001) concludes
that the source of the obstacle forced upon the female is multi-dimensional: society,
family, employers and women themselves. However, Janhan and Johansson (2006)
argue that women are totally capable enough to overcome these difficulties. Most of
the breakers are viewed as token (Kanter 1993) who will be assimilated by masculine.



10

Thus, as Trinidad and Normore (2005) highlight, the feminine values should not be
abandoned in the process of gender diversity, which could trigger the evolution in
masculine dominated organizations. As a result, a higher level of gender diversity will
be understood and provided.

Consequently, how could the female make full use of their unique value to overcome
the existing constrain when they climb the career ladders?

1.31.31.31.3 PurposePurposePurposePurpose &&&&ResearchResearchResearchResearch QuestionsQuestionsQuestionsQuestions

The aim of this study is to form an insight into the situation that women face to climb
the career ladder. As the knowledge improved, a higher level of gender balance will
come into reality.
The research questions involved are:
1. What is the situation the female face to reach the top?
2. What is the female’s contribution in the management area?

1.41.41.41.4 LimitationLimitationLimitationLimitation

The in-depth interview in the empirical study only focuses on the female managers,
which ignores the opinion from male perspective. Besides, language barrier restraints
us to have a better understanding and communication since Konsum Gavleborg is a
Swedish-based organization.
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1.51.51.51.5 DispositionDispositionDispositionDisposition ofofofof thethethethe studystudystudystudy

This section introduces the situation when the
female strive for the top position. It consists of
the background, the problem discussion, research
questions and purpose of the study. Meanwhile,
the disposition of the study is illustrated in the
end of this chapter.

This section helps the readers to understand the
approach and process of the research. We use a
qualitative method to analyze the primary data
gathered from the face-to-face interview with
Susanne Lindqvist, Inga Astrand and Jeanette
Sandstrom.

This section illustrates the relevant theoretical
framework from two dimensions, namely, the
potential barriers and the possible contribution for
women in management.

This section presents the brief introduction of
Konsum Gavleborg and the detail of face-to-face
interview with three female managers in Konsum
Gavleborg: Susanne Lindqvist, Inga Astrand and
Jeanette Sandstrom.

This section conducts a further discussion based
on the similarities and difference between the
theoretical system and empirical findings where
the authors try to either verify, confirm or refute
their theories and assumptions.

This section offers a brief conclusion for the
readers in the domain of theoretical contribution.
In addition, we summarize the limitation of our
study and give some suggestions for further
studies.

ChapterChapterChapterChapter 1111

IntroductionIntroductionIntroductionIntroduction

ChapterChapterChapterChapter 2222

MethodologyMethodologyMethodologyMethodology

ChapterChapterChapterChapter 3333

TheoryTheoryTheoryTheory

ChapterChapterChapterChapter 6666

ConclusionConclusionConclusionConclusion

ChapterChapterChapterChapter 5555

AnalysisAnalysisAnalysisAnalysis

ChapterChapterChapterChapter 4444

EmpiricalEmpiricalEmpiricalEmpirical StudyStudyStudyStudy
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ChapterChapterChapterChapter 2222 TheorTheorTheorTheoreticaleticaleticaletical FrameworkFrameworkFrameworkFramework

This section illustrates the relevant theoretical framework from two dimensions,
namely, the potential barriers and the possible contribution of women in
management.

2.12.12.12.1 BarriersBarriersBarriersBarriers totototo reachreachreachreach thethethethe toptoptoptop

2.12.12.12.1 .1.1.1.1 GlassGlassGlassGlass ceilingceilingceilingceiling

OldOldOldOld modelmodelmodelmodel ofofofof thethethethe glassglassglassglass ceilingceilingceilingceiling
According to Wirth (2001), the glass ceiling is a common but indistinguishable barrier
in the working place, which blocks the females to become the leaders as equally as
their counterparts. Specifically, glass ceiling is regarded as an invisible artificial
barriers derived from the gender stereotype and labor division. As Alvesson and Due
Billing (2009:79) claim, management and leadership are always connected tightly
with male only due to the gender symbolism.

Consequently, Wahl (1992) argues that the glass ceiling is a categorical barrier just
because of the gender. That is to say, the lower proportion of female in high
managerial position should not be attributed for the lack of competence.
Wirth (2001) concluded that glass ceiling turns out to be a major constrain for women
when they are striving to attain the higher senior position, which allows them to make
a strategic decision along with higher salaries.

NewNewNewNew modelmodelmodelmodel ofofofof thethethethe glassglassglassglass ceilingceilingceilingceiling
Compared to the old model of the Glass Ceiling, the new model of Glass Ceiling,
advanced by Janhans & Johansson in 2006, emphasizes the possibilities for women to
reach the top by breaking the categorical barriers. Janhan and Johansson (2006: 62)
indicate that the existing theories over-focus the difficulties on the way for the female
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to reach the top and ignore the potential solution to get through the transparent
barriers. As Janhan and Johansson (2006: 63) suggest, network is the key solution for
women to break the ceiling. Since men were accustomed to dominate the network of
high management, they recruited men to be the next leader naturally. Thus, breaking
the network dominated by males will create the possibilities for females to reach the
top.

Furthermore, Janhan and Johansson (2006: 63) urge women to gather assistance from
the mentors. They even list the potential mentors, such as the friends, colleagues and
managers. However, the most important factor proposed by Janhan and Johansson
(2006: 63) is self-confidence. They claim that the internal factor is essential for
women to overcome the barriers.

Janhan and Johansson (2006: 63) supposed, with increasing female break the glass
ceiling, the bigger hole of the glass ceiling will be. Namely, the latter woman who
break the ceiling will encounter the less constrained than the former one.
Consequently, Janhan and Johansson (2006: 63) predicted an obvious tendency that
increasing women will reach the top.

2222.1.2.1.2.1.2.1.2WomenWomenWomenWomen needneedneedneed moremoremoremore self-confidenceself-confidenceself-confidenceself-confidence totototo reachreachreachreach thethethethe toptoptoptop positionpositionpositionpositionssss

Self-confidence is essential for everyone to be professional and successful. There is a
saying from Bengtson (1989) that ‘women first tell what they cannot do - then they
tell what they can and men first tell what they can – than they shut up.’ Obviously,
this is a common phenomenon that women tend to lack self-confidence in the daily
life especially in corporations. Women’s self-confidence usually affects their
judgment, way of thinking, actions, and body. In this case, they may dare to do
anything if with low self-confidence. Moreover, self-confidence also affects female’s
decision-making abilities. They may feel fearful, unenthusiastic, and frightened by
lack of self-confidence. Therefore, women sometimes feel sluggish, tense, and fidgety,
which is the reason why they always avoid new things.（Bengtson 1989）

Wellington (2001) points out that some people are born with self-confidence, and
some people achieve it along the way. Maybe you will fail many times when you try
to achieve success, but experience is a good way for learning from the failure. Lassen
and Shaw (1990) indicate that failure is not anything else but success, turned inside
out. Therefore, when women on their way to top positions are hit hardest they should
stick to the fight instead of giving up. Only by doing this can women have a positive
attitude, with incentives to learn from the obstacles, which will help the women to get
through the difficulties on the way reaching for top positions.

Bengtson (1989) states that self-confidence is not enough and stresses the importance
of not being afraid of trying new things without knowing everything in advance.
Many women miss chances of improvements just because they think they are not
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good enough. That’s also why women are often more careful than men when applying
for new positions in companies. According to Wellington (2001), many managers
expect their workers to take charge. Men do not wait to be asked to do things; they
just do them, even if they do not know how to do. For that matter, women need to
overcome this obstacle to be self-starter in order to pursue them moving upward, even
it is a common problem among women’s career. In other words, if women dare to
climb the career ladder, they might miss many good chances and meet a lot of
inevitable barriers during the process of successful position.

2222.1.3.1.3.1.3.1.3WomenWomenWomenWomen betweenbetweenbetweenbetween familyfamilyfamilyfamily andandandand workworkworkwork

“As long as it is women who are the ones to step off the fast track to meet family
responsibilities, they will be at a competitive disadvantage in career advancement as
it is presently structured; the years during which women who want children must bear
and raise them are the key years in the struggle for career success.” (Rix and Stone,
1984：181)

There are many reasons that explain the fact that there are few women in top positions.
The relationship between career and family might in different ways influence
women’s attitudes and interests in careers. (Alvesson and Due Billing 1997:141) It is
said that family responsibilities is a strong contender amongst them, resulting in many
females choosing to take care of their families ahead of their careers. It is also said
that women are genetically predisposed to favor their families more than professional
success. They cannot sacrifice the family to fulfill their career. Generally speaking,
children are the most important thing for most women in life. Lack of time is a major
problem for many career and working women, because they tend to take on a double
burdens or double work (Nieva and Gutek, 1980; Valdez and Gutek, 1987). What’s
more, some are even hindered or refused to reach top position.

There are scientific studies that point at the significance of the work-family
connection as disadvantaging women. Women are often less mobile, as family
priorities make them unwilling to take a position meaning longer work days, more
travel or moving geographically to a new site of employment (Alvesson and Due
Billing 1997：140). Sometime the job holders are expected to be able to spend most of
their time and energy on the job. And the conflict between home and family
obligations and male-normative managerial jobs is seen as the obvious problem
preventing women from advancing (Marin, 1993). For this reason, most women feel
that it is rather impossible to combine a highly successful career with a fulfilling
family life and therefore think that the first alternative is not worth it.

LifestyleLifestyleLifestyleLifestyle OptionOptionOptionOption

The M-shape (Wirth, 2000) outline vividly the different lifestyle options the women
choose according to different period of life. The general lifestyle options are shown as
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follows:

1.1.1.1. EnterEnterEnterEnter thethethethe laborlaborlaborlabor forceforceforceforce;;;; At the beginning of their career, the young women allow
to dedicate their life into their job. During this period, their career development
goes smoothly since they don’t have to consider too much on the family.

2.2.2.2. LeaveLeaveLeaveLeave jobjobjobjob totototo raiseraiseraiseraise familyfamilyfamilyfamily;;;;When the women get married, especially after they
give birth, most of the women prefer to leave their job as to fulfill the
responsibility of family better. Because they feel difficult to balance the job and
the family at the same time.

3.3.3.3. TryTryTryTry totototo findfindfindfind anotheranotheranotheranother jobjobjobjob;;;; After their kids grow up, going back to the workplace
becomes the natural option for female. However, the female will confront more
difficulties than the first time they entered the labor market since their previous
positions may be replaced by others.

4.4.4.4. RetirementRetirementRetirementRetirement.... The opportunities are too limited for female to develop their career
into a higher level. Family becomes their common option after the retirement.

Under the influence of gender division, female have to consider family much more
than male when they make a lifestyle option. Consequently, the female meet more
difficulties to choose their ideal lifestyle.

Figure 2.1 M-shape
Source: Wirth, 2000.

2222.2.2.2.2 FeminineFeminineFeminineFeminine valuesvaluesvaluesvalues

As Trinidad and Normore(2005) assert, the significance of feminine values at the
workplace is an approach to reform the male-dominated structure. The involvement of
useful feminine values will transform the masculine hegemony into the dynamic
gender diversity. As Jawad and Peter (2008) argued, the gender diversity will result in
a democratic and interconnected organization culture, which in turn boosts the
performing capacities of the organizations.
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NurturanceNurturanceNurturanceNurturance
As Alcoff (1989) described that Cultural feminism nurturance is regarded as a key
aspect of the female experience and psychology. From the angle of cultural feminism,
women emphasize the intimacy and ethical care for the relevant people. The feminine
values are usually connected to the nurturance while the masculine ones are always
associated with achievement (Jawad and Peter, 2008). However, if we can only accept
and respect the difference between masculine and feminine, gender equality and
diversity could instill new energy for the organizations.

CommunicationCommunicationCommunicationCommunication
According to the summary of Kanter (1977), Women prefer to behave in a friendly,
democratic and modest way during their speech. Specifically, they make efforts to
avoid the unnecessary conflicts and aggression. Besides, they value the free-flowing
interaction and the significance of personal relationship. Furthermore, they always
attribute their success to others. As the conceptual model designed by Murray and
Syed (2006) revealed, the enlightened domain, consisting of the dynamic listening
and talking skills in organizations, will enhance the team effectiveness. Hence, the
feminine values of listening and talking skills, free-flowing interactions and
collaboration may be potentially beneficial for productive relationships among top
management team executives. (Jawad and Peter, 2008)

LeadershipLeadershipLeadershipLeadership
As Rosener (1990) conclude, women were turned out to be more transformationally
oriented than men. As a result, female leaders are demonstrated to attach higher
importance of the team collaboration and are viewed as more people-oriented when
compared to their male counterparts.
In addition, women made a better performance on excitement (energy and
enthusiasm), communication (keeping people informed), feedback (detailing
performed), and production (they set high standards). Similarly, women rated higher
on empathy (active concern for others, forming close supportive networks) than their
male counterparts. (Jawad and Peter, 2008)
According to the results of Whiteley and Hessa (1996: 197), 100 successful leaders
and 500 subordinates give a consistent opinion with the findings discussed above,
which is viewed as the approval of the feminine leadership capacity.

2222.3.3.3.3 GenderGenderGenderGender diversitydiversitydiversitydiversity

TokenTokenTokenToken
According to the definition of Kanter (1977), token metaphors the minority, which
occupied no more than 15 percent of the total amount. With the quantitative
perspective, token could be viewed as a form of gender diversity, which exists in the
organization widely.
However, Kanter (1993:210) described three perceptual tendencies, namely, visibility,
contrast, and assimilation facing the token. First, token capture much more awareness
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because of their higher visibility, which create the performance pressure on
themselves. Second, token will be contrasted by the dominants. Consequently, their
differences will be exaggerated result in the isolation of token. Thirdly, token will be
assimilated. That is to say, the dominated will standardize the behavior of token. As a
result, the token can hardly make any contribution for the gender diversity in the
domain of qualitative.

GenderGenderGenderGender inclusiveinclusiveinclusiveinclusive organizationorganizationorganizationorganization structuresstructuresstructuresstructures andandandand routinesroutinesroutinesroutines

Karakowsky and Miller (2002) claim that better collaboration between male and
female in this prime of knowledge economy becomes a prevalent demand. Jawad and
Peter (2008) regarded the cultural change as the key for the organization to gain
dynamic gender diversity. Even though a larger number of women are encouraged to
enter the workplace appeal to the gender balance, it is unwise to integrate the women
into masculine dominated environment without the comprehensive knowledge of the
gender difference, which will never enhance the effectiveness as we expected. Only
the feminine values are recognized widely and the democratic working environment is
offered, can we make full use of the female skill and talent. As they suggested that
organizational routines and structures could be the potential approach to implement
the idea of gender diversity. More specifically, the masculine dominated routine
should be reformed with the purpose to accommodate and combines masculine and
feminine traits involving strategic thinking and communication skills. (Jawad and
Peter, 2008) Besides, they argued that the flatter organization will provide a wider plat
for the feminine traits.

2222.4.4.4.4WomenWomenWomenWomen inininin management:management:management:management: fourfourfourfour positionspositionspositionspositions

In general in contemporary society, women in management tend to be a popular
subject. Sometimes one even gets the impression that the representation and
functioning of women in senior managerial jobs is believed to be a crucial issue in
gender equality, at least in the context of management/organization studies. (Alvesson
and Due Billing, 2009)

Alvesson and Due Billing (2009:153) suggest there are four fundamental stances of
women in leadership, namely, the equal opportunities position, the meritocratic
position, the special contribution position and the alternative position. These four
positions relate to the opportunities women have to excel in leadership roles within an
organization (Alvesson and Due Billing 2009:153). However, the four positions
about women in management identified and discussed are associated with various
arguments and rationales for interest in increasing the opportunities for women to
attain management jobs and exercise authority in organizations. These rationales
correspond to different assumptions about gender and the nature of
management/organizations. Each position will now be discussed and then compared.
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2222.4.1.4.1.4.1.4.1 TheTheTheThe equalequalequalequal opportunitiesopportunitiesopportunitiesopportunities positionpositionpositionposition

This position suggests that women are discriminated against and that stereotypes are
present in society. The low proportion of women managers is seen by many as a
reflection of fundamental inequalities and injustices in society and working life as a
whole. (Alvesson and Due Billing, 2009) Despite the fact that women have been
moving up the hierarchical ladder of organizations during recent decades (Eagly,
2003;Wirth, 2001), women are still underrepresented in management positions in
comparison to men all over the world (Powell, 1999; for an overview, see Schein,
2001). Thus women with the same qualifications and work experience will be
discriminated against. There is no work orientated or psychology difference that
accounts for the promotional gap (Alvesson and Due Billing 2009:154). This
suggests that the position is based on ethical fairness as female and male management
styles do not differ. Therefore any promotional gaps within an organization can be
attributed to discrimination if males and females share similar qualifications and
experience (Alvesson and Due Billing 2009:156).

In other words, women should have the same options as men to gain privileges. It is
likely that there is a tendency towards biased evaluations of women in working life,
especially perhaps in conservative and masculine areas and environments (Eagly et al.,
1992). These tendencies of course create barriers to women acquiring high positions
in organizations. (Alvesson and Due Billing 2009:166). So formulation of the equal
opportunities stance states that ‘real’ equal opportunity calls for action to counteract
the specific disadvantages caused by the historical absence of gender equity.

2222.4.2.4.2.4.2.4.2 TheTheTheThe meritocraticmeritocraticmeritocraticmeritocratic positionpositionpositionposition

This position looks at the full utilization of the qualified human resources which in
turn increases the effectiveness of an organization. It suggests that there is a large
portion of society, namely women, whose resources are not being used (Alvesson and
Due Billing 1997:158). The fact is that only a few women have so far been recruited
to management position. This is as opposed to ethical fairness, which is the
foundation for equal opportunities position. Thus meritocratic position takes the
managerial approach rather than an ethical one.

People can move freely within an ideal meritocratic organization, which just looks for
qualifications and despite gender, class, background, race religion and other
characteristics irrelevant to career patters in this type of society. (Alvesson and Due
Billing 1997:159). Therefore, while the equal opportunities orientation stresses the
interests of women and fairness primarily for women’s sake, meritocratic are concern
with the maximum efficiency of social institutions. (Alvesson and Due Billing
2009:169). Women are seen as a means of organization efficiency with the
meritocratic position.
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The above two positions focus on the common traits between men and woman. The
main problem is that men and women are not compared or utilized according to merit
and therefore do not have the same chases. However, the next two positions
emphasize dissimilarities between genders (Alvesson and Due Billing 1997:161).

2222.4.3.4.3.4.3.4.3 TheTheTheThe specialspecialspecialspecial contributioncontributioncontributioncontribution positionpositionpositionposition

This position refers to ‘female leadership’ or as ‘feminist management’ (Martin, 1993),
and some even regard it as the ‘female advantage’ (Helgesen, 1990). It suggests that
women possess complementary qualifications and can thus be an important
contribution to an organization. Female management styles tend to incorporate a
democratic style that is people orientated. It means that women can contribute
something essential to company or organization, which might make the social
structure less hierarchical, and change the workplace climate so that empathy and
intuition are more significant (Alvesson and Due Billing 2009:171).

From a special contribution point of view, it could be seen as a reflection of a broader
social trend. Women do not need to be evaluated on the same criteria as men but
rather organizations need to recognize the contribution that women can make to a
typically dominated environment (Alvesson and Due Billing2009:175). Grant (1988),
suggests that women managers may contribute in particular in the following important
aspects: communication and cooperation, affiliation and attachment, power, and
intimacy and nurturance. Obviously, these aspects are all regarded as important in
leadership at present time.

2222.4.4.4.4.4.4.4.4 TheTheTheThe alternativealternativealternativealternative valuesvaluesvaluesvalues positionpositionpositionposition

The suggestion of alternative values is almost identical to the special contribution
position. However, this position suggests significance differences between typical
“male” and “female” and at same stresses conflicts between the two positions
(Alvensson and Due Billing 2009:175). According to this position, the cultural norms
and values characterizing the socialization of women and men belong to two different
and polarized worlds, one feminine and one masculine, one intuitive-communal and
one logical-instrumental. Cokburn claim that a distinct feminine experience associated
with the historical position as subordinated or an orientation developed as a
consequence of experiences of mothering (Cokburn, 1991)

Therefore, alternative value advocates more clearly invoke social conditions,
including political positioning. Because of the marginal position women may bring
about a specific set of orientation. (Alvensson and Due Billing 2009:175). To some
extent, women are regarded as bearers of rationality different from that of men, which
can provide a better fit with women’s perceived needs and wants.
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On the other hand, many writers advice that women, who are in organizations,
especially those entering the male-dominated management sphere, should act in
accordance with their own needs and wishes without trying to adapt to the dominating
values and standards, in order to achieve a radical change. (Alvensson and Due
Billing 2009:177) In this situation, proponents of this position are more concerned in
developing alternative social institutions than integrating women to male-dominated
ones (Alvensson and Due Billing 2009:178). A well-know example of a
comparatively large firm, which exhibits at least some alternative values of a
pro-feminine nature, is the Body Shop (Martin et al., 1998).

ConclusionConclusionConclusionConclusion
In the theoretical framework, the relationship between the potential barriers and the
possible contribution for women in management, are described.

� The potential barriers, relevant theories such as glass ceiling, self-confidence and
family are built in the study, illustrating the main obstacles female manager
encounter in the way to reach the top.

� To female managers’ possible contribution, theory about female value and gender
diversity is applied, which is aimed to suggest the solution to solve the problem
for women reaching the top position in organization.

� Most importantly, the four positions combine the barriers and female’s
contribution to point out the relationship of the two factors and importance for
women in management.
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ChapterChapterChapterChapter 3333 MethodologyMethodologyMethodologyMethodology

This section helps the readers to understand the approach and process of the research.
We use a qualitative method to analyze the primary data gathered from the
face-to-face interview with Susanne Lindqvist, Inga Astrand and Jeanette Sandstrom.

3333.1.1.1.1 TheoreticalTheoreticalTheoreticalTheoretical ApproachApproachApproachApproach

Arbnor and Bjerke have presented a simple classification for the methodology for
creating business knowledge. They illustrate three main methodologies: the analytical
approach, the systems approach and the actors approach. The analytical approach
represents explanatory knowledge (positivistic approach), that assumes the reality is
objective. The actors approach assumes that the reality is a social construction. This is
also called understanding knowledge (hermeneutics). The systems approach assumes
the reality is objectively accessible and is positioned between positivistic and
hermeneutic approaches. The system approach operates with analogies in which the
ground for comparing cases is based on similar structures. (Arbnor & Bjerke，1997)

Based on this classification the analytical approach and actor approach is used in this
study. The positivistic approach would have required a quantitative analysis of the
system, which would be very difficult to accomplish without disclosing some
confidential business behavior information. Feelings and expressions have been
included in the study, and we therefore see ourselves as hermeneutic researchers by
using the actor approach. Existing theories have been applied within new contexts and
the relationship of human being, and employees’ thinking and behavior are considered
in the scope of the study.

The knowledge we acquired before conducting the interviews also made us aware of
true situations women face to reach the top and how do they overcome the barrier
they meet. In other words, as a hermeneutic researcher, we need to make preparations
before facing the reality, and use the theory as a starting point, which enable us to
move back to the theory again after interviews are conducted for the empirical
findings.

3333.2.2.2.2 ResearchResearchResearchResearch ApproachApproachApproachApproach

Saunders, Lewis & Thornhill (2009) mention two different two fundamental data
collection ways are quantitative and qualitative research approaches, which are widely
used in business and management researches.

Quantitative research involves gathering data that is absolute, such as numerical data,
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so that it can be examined in as unbiased a manner as possible. The main idea behind
quantitative research is to be able to separate things easily so that they can be counted
and modeled statistically, to remove factors that may distract from the intent of the
research. Quantitative research generally is a collection of numbers, which can be
subjected to statistical analysis to come to results.

Qualitative research, on the other hand, is a much more subjective form of research, in
which the research allows themselves to introduce their own bias to help form a more
complete picture. In other words, qualitative data is also a form of research assisting
analysis in ways of non numerical data, such as interview. So Saunders (2009)
explains that qualitative research is mainly based on observations, interview or
documents.

Table 3.2 Distinctions between quantitative and qualitative

Quantitative data Qualitative data

· Based on meanings derived from
numbers

· Collection results in numerical and
standardized data

· Analysis conducted through the use of
diagrams and statistics

· Based on meanings expressed
through words

· Collection results in
non-standardized data requiring
classification into categories

· Analysis conducted through thr use
of conceptualization

Source: Saunders,Lewis & Thornhill , 2009, p482

According to the difference of the two approaches discussed above and the empirical
data, our study will mainly apply qualitative research approach. This study is more
focused on describing and analyzing the chosen subject, because few numerical or
standardized data are collected into the empirical data. Therefore, a qualitative
approach is applied more than the quantitative one, which makes the in depth
interviews tend to be more word oriented.

3333.3.3.3.3AppliedAppliedAppliedApplied MethodMethodMethodMethod

3333.3.1.3.1.3.1.3.1 ConnectingConnectingConnectingConnecting thethethethe RespondentsRespondentsRespondentsRespondents

The previous cooperation with the project manager of Companion--Ulf Karlsson gave
us a nice favor to connect the Human Resource Manager of Konsum
Gavleborg—Susanne Lindqvist. Meanwhile, we connected with Susanne by mail and
asked her for a meeting to convince her to be the respondent of our study. On 15th
April, we successfully express our idea and got a routine work answer from Susanne
at our first meeting. Furthermore, Susanne connected another two female managers
for Coop stores, Inga Astrand and Jeanette Sandstrom, to be our respondents, which

http://www.wisegeek.com/what-is-qualitative-research.htm
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provided us an opportunity to understand the different situation facing by women in
different level of management.

3333.3.2.3.2.3.2.3.2 DataDataDataData CollectionCollectionCollectionCollection

According to Patton (1990), all the data we collect could be divided into primary data
and secondary data. Primary data are collected by the researcher himself/herself while
the secondary data are gathered by others.
As Yin (2003) concluded that there are six different sources of evidence to conduct
the case study.
- Documentation
- Archival records
- Interviews
- Direct observations
- Participant observation
- Physical artifacts

Since different sources of evidence suit different research, it is crucial to choose a
suitable source of evidence to conduct the study. In this study, the aim is to give some
specific suggestions and solutions for female to reach the top position, which is not
well-developed in academic domain. Therefore, we consider the primary data as the
suitable information to achieve our purpose.

The question was how we could gather the primary data. Since most of respondents
tend to be interviewed rather than fill in a similar questionnaire (North et al., 1983,
cited in Healey, 1991). Moreover, interviews will provide a chance for the
respondents to reflect on events without writing anything down. Consequently, we
decided to gather the primary data through interview instead of questionnaire.
Furthermore, we decided to employ the in-depth interview in order to find out what is
happening and to seek a new insight into women in management. (Robson, 2002:59)

3333.3.3.3.3.3.3.3.3 PreparingPreparingPreparingPreparing forforforfor thethethethe InterviewsInterviewsInterviewsInterviews

During the first meeting with Susanne, she also briefly introduced the organizational
structure of Konsum Gavleborg, which enabled us to understand the responsibilities
of their work. Besides, we got an insight into the organization they worked through
the homepage of Konsum Gavleborg. All of this information allow us to design the
interview questionnaire with their personal situation, which made the research more
specific and targeted. In order to make sure our questionnaire is easy enough to be
understood by the respondents, we found six friends to test the questionnaire. We
modified the questionnaire according to the testers’ practical suggestion. Furthermore,
we sent our questionnaire to the final respondents by email previously, which allowed
them to prepare the interview well.

3333.3.4.3.4.3.4.3.4 ConductingConductingConductingConducting thethethethe InterviewsInterviewsInterviewsInterviews
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The final interview was conducted in the office building of Konsum Gavleborg in
April 26th. In order to provide a relative free interview environment for two store
managers, we suggested separating them from the top manager, Susanne Lindqvist.
That is to say, we conducted two separate interviews according to different position.
The first interview was conducted with Susanne Lindqvist in the form of face-to-face
interview, and the second interview was conducted with Inga and Jeanette in the form
of focus group interview. Kreuger defines a focus group as a well-planned discussion
designed to obtain perceptions in certain topic in a comfortable, friendly
environment" (1988: 18). At the beginning of the interview, we gave some traditional
Chinese gifts for three respondents respectively with thankfulness, which cultivated a
pleasure atmosphere for the entire interview. On average, each interview took one and
half hour. A recorder was used during the interview with the permission by the
respondents, which ensures no information would be ignored. The entire interview
data is available in the appendix 2. However, in order to build a structured empirical
framework and benefit for the further analysis, we classify the interviews data into
four titles: introduction of Konsum Gavleborg, Presentation of respondents, Primary
empirical data about the gender proportion in Konsum Gavleborg, Barriers and
solutions for female career development and female opportunities in gender diversity.

3333.4.4.4.4 DataDataDataDataAnalysisAnalysisAnalysisAnalysis

There is not a regular approach for qualitative analysis due to its special nature. The
general processes for qualitative analysis should consist of the following activities:
� CategorizationCategorizationCategorizationCategorization. This process is to classify your data into meaningful categories

according to the theoretical framework. As Dey (1993:96-7) states that a
well-structured categorization not only has a rigorous link with the data but also
has a meaningful relation to the other categories.

� ‘‘‘‘UnitizingUnitizingUnitizingUnitizing’’’’ datadatadatadata. The purpose of this stage is to reduce and rearrange your data
into a manageable and comprehensible form.

� RecognizingRecognizingRecognizingRecognizing relationshipsrelationshipsrelationshipsrelationships andandandand developingdevelopingdevelopingdeveloping thethethethe categoriescategoriescategoriescategories. In this stage, you will
continue to generate a more structured approach to the categorization by
subdividing or integrating as ways of refining or focusing your analysis. (Dey,
1993:95)

This study will follows these three steps of data analysis in order to give a clear
picture for the reader. The theoretical section will be selected rigorously in order to
develop the categorizationcategorizationcategorizationcategorization. ‘‘‘‘UnitizingUnitizingUnitizingUnitizing’’’’ datadatadatadata will be devised in the empirical study.
Then, the analysis will give a further discussion based on the difference between the
theory and empirical study, which refers to the RecognizingRecognizingRecognizingRecognizing relationshipsrelationshipsrelationshipsrelationships andandandand
developingdevelopingdevelopingdeveloping thethethethe categories.categories.categories.categories. Generally, this study employs an abductive method to
analyze the data. In both the theoretical section and empirical section , we employ in
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inductive method. As a result, the theoretical framework and empirical findings are
illustrated to ease the understanding of the readers. Besides, we critically utilized the
deductive method to raise a deeper discussion in the analysis chapter, which makes
this study more rigorous and interesting.

3333.5..5..5..5. ReliabilityReliabilityReliabilityReliability &&&&ValidityValidityValidityValidity

In order to accomplish quality and achieve trustworthy results in research it is, this
part aims to provide the reader with a necessary and high degree of validity and
reliability.

ReliabilityReliabilityReliabilityReliability

Reliability means if a later investigator followed the same procedures as described by
the previous investigator, the later investigator would arrive at the same findings and
conclusions (Yin 2003). The goal of reliability is to minimize the errors and biases
within a study, by making the research as reliable as possible.

In order to verify the reliability of our research and make others achieve the same
result by conducting the same study, we tried to make all respondents feel relaxed
during the interviews. In addition, we put our interview questionnaire in appendix one,
which allows the later investigator to verify our reliability by utilizing the same
questionnaire to test the same respondents. Moreover, we successfully interview the
unique top female manager in Konsum Gavleborg, Susanne Lindqvist, who is the
female representative among the other four male top managers. Furthermore, another
two respondents recommended by Susanne Lindqvist, are the store managers at a
lower management level, which provides a different angle to understand our
study--women in management. By comparing the views from different level of
management, we conduct a more comprehensive research.

ValidityValidityValidityValidity

Validity refers to the correct data and methods within a research that also reflects the
reality. In order to increase the validity of one’s research, the study needs to contain
data that are accurate, truthful and targeting. (Denscombe，2000)

In this stage, interviews and documentation are the main source of evidence in our
research. In order to enable the respondents to prepare and to avoid possible
misunderstandings, we sent the interview questionnaire in advance to them. In
addition, we classify all the questions by three titles, with the aim to guide our
respondents to focus on the important and subject question.

During the interview, we recorded the conversation although it is a face to face
interview with questionnaire. Thereby we were able to listen to it again and avoid
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missing the important information. Meanwhile, we made notes as well, which help us
to remember the essential point about our research. In addition, the Human Resource
Manager can speak fluent English, while the other two store managers tired their best
to express their viewpoints in English. However, this might not affect the result of our
research, because we sent the transcript of the interview to SL after modifying again
and again. Then we adopt the answer after SL made a confirmation.
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ChapterChapterChapterChapter 4444 EmpiricalEmpiricalEmpiricalEmpirical DataDataDataData

This section presents f Konsum Gavleborg and the detail of face-to-face interview
with three female managers in Konsum Gavleborg: Susanne Lindqvist, Inga Astrand
and Jeanette Sandstrom.

4.14.14.14.1 IntroductionIntroductionIntroductionIntroduction ofofofof KonsumKonsumKonsumKonsumGavleborgGavleborgGavleborgGavleborg

Coop is the name of the KF Group's grocery retail group. Coop runs grocery retail
trade in chains like Coop Forum, Coop Extra, Coop Konsum, Coop Nära and Coop
Bygg. Konsum Gavleborg is the subsidiary company of Coop. Konsum Gavleborg is
called a direct-driven-company. Generally, Konsum Gavleborg will follow the
marketing plan in some ways from Coop. They have a good relationship with Coop
and have good dialogs in marketing, personnel, finance and so on. Thus, there is joint
benchmarking between Konsum Gavleborg and other regional Coops. However,
Konsum Gavleborg also has an independent juridical function. That is to say, they can
have their own power to make their own business regionally. Based on this policy,
Konsum Gavleborg develops the concept of ecology and locality. The independent
juridical function not only affords Konsum Gavleborg the power to handle the affair
regionally, but also requires Konsum Gavleborg to fulfill their responsibility to retain
a good relationship with Coop headquarter as well as the other regional companies
concurrently.

4.4.4.4.2222 PPPPresentationresentationresentationresentation ofofofof respondentsrespondentsrespondentsrespondents

The face-to-face interview with Mrs. Susanne Lindqvist took place at Human
Resource Department office in Konsum Gävleborg on Monday the 26nd of April 2010
between 13:00 pm till 14:30 pm. Subsequently, we had a focus group interview with
Inga Astrand and Jeanette Sandstrom from 14:40pm to 16:00pm at the conference
room in Konsum Gävleborg on the same day.

SusanneSusanneSusanneSusanne LindqvistLindqvistLindqvistLindqvist ,,,, (SL)(SL)(SL)(SL)
Mrs. SL is the Human Resource Manager of Konsum Gavleborg, and responsible for
leadership development. Moreover, she is in charge of the personnel, recruitment,
negotiation and regulation of the company as well. There are three female
subordinates under her leadership. Actually, SL has a goal to study more about the
administration; she got a master degree with a major in the program of human
resource administration. SL has been an experienced Human Resource Manager for
many years. Before 1999, she had worked in Sandvik for almost 20 years. SL started
to work in Konsum Gavleborg as a Human Resource Manager since 2005. Thus to SL,
management job is mostly occupied in her whole career life. She also mentioned that
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she utilized her free time to learn the experience-oriented management courses in
Konsum Gavleborg and practice it directly. She is really satisfied with her recent job.
However, if there is a chance of promotion, she will try to catch it.

IngaIngaIngaIngaAstranAstranAstranAstran,,,, (IA)(IA)(IA)(IA)
IA’s current position is a store manager in smaller COOP KONSUM store. Fortunately,
she will be promoted to work in a bigger one （COOP EXTRA store） on 3rd May.
Her duty is to satisfy the subordinates in order to inspire them to work hard and to
make more profit for Coops. IA totally leads 7 female subordinates in one of middle
size coop store. Besides, IA has worked for Coop stores since she graduated from high
school. She has learned 4 different courses of leadership in Coop’s training program.
And this is a good learning chance for IA to attain more managerial knowledge and to
improve herself while working. IA is a manager with nine years working experience.
She used to be manager assistance for 2 years, when she started her career. In her third
working year, she was promoted to be a store manager and keep work in the same
position until now.

JeanetteJeanetteJeanetteJeanette SandstromSandstromSandstromSandstrom ,,,,（JSJSJSJS）
JS works as a store manager for COOP KONSUM supermarket in the organization as
well. Her job is pretty similar as Inga’s. She also leads 7 subordinates, but only one of
them is a male. To young JS, this is her first job to be a leader. She started to work
when graduated from high school. At present, JS still hasn’t taken any leadership
course yet. However, it may take time for her to learn more professional course by
some training program. Thereby JS has worked for Coop for 1 year. And she began
her leadership position since the mid-September in 2009.
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4.34.34.34.3 PrimaryPrimaryPrimaryPrimary empiricalempiricalempiricalempirical datadatadatadata aboutaboutaboutabout thethethethe gendergendergendergender proportionproportionproportionproportion

ininininKonsumKonsumKonsumKonsum GavleborgGavleborgGavleborgGavleborg

TableTableTableTable 1:1:1:1: GenderGenderGenderGender PPPProportionroportionroportionroportion inininin thethethethe officeofficeofficeoffice
AAAAgegegege

GGGGenderenderenderender
20-2920-2920-2920-29 30-3930-3930-3930-39 40-4940-4940-4940-49 50-5950-5950-5950-59 60-6960-6960-6960-69 totaltotaltotaltotal

FFFFemaleemaleemaleemale

MMMMalealealeale

4 3 14 7 6
11.8% 8.8% 41.2% 20.6% 17.6%

2 8 13 15 5
4.7% 18.6% 30.2% 34.9% 11.6%

34
44.2%

43
55.8%

TableTableTableTable 2222：GenderGenderGenderGender PPPProportionroportionroportionroportion inininin CoopCoopCoopCoop storesstoresstoresstores
AAAAgegegege

GGGGenderenderenderender
20-2920-2920-2920-29 30-3930-3930-3930-39 40-4940-4940-4940-49 50-5950-5950-5950-59 60-6960-6960-6960-69 TTTTotalotalotalotal

FFFFemaleemaleemaleemale

MMMMalealealeale

29 60 93 87 43
9.3% 19.2% 29.8% 27.9% 13.8%

10 8 13 6 2
25.6% 29.5% 33.3% 15.4% 5.1%

312
88.9%

39
11.1%

TableTableTableTable 3333：GenderGenderGenderGender PPPProportionroportionroportionroportion ofofofof part-timepart-timepart-timepart-time staffstaffstaffstaff
AAAAgegegege

GGGGenderenderenderender
-19-19-19-19 20-2920-2920-2920-29 30-3930-3930-3930-39 40-4940-4940-4940-49 50-5950-5950-5950-59 60-6960-6960-6960-69 70-70-70-70- TTTTotalotalotalotal

FFFFemaleemaleemaleemale

MMMMalealealeale

21 125 16 18 11 3 1
10.8% 64.1% 8.2% 9.2% 5.6% 1.5% 0.5%

10 46 2 3 2 0 0
15.9% 73% 3.2% 4.8% 3.2% - -

195
75.6%

63
24.4%

Sources: SL, Konsum Gavleborg

The three tables above consist of three gender proportion figures in Konsum
Gavleborg, namely the gender proportion in the office, the gender proportion in Coop
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store and the gender proportion of part-time job. According to the figures, there are
many more female employees working for Coop stores or part-time job. In coop
stores, female workers account for 88.9% while the male employees only occupy
11.1%. In terms of part-time jobs, women also represent the dominant proportion at
75.6%. In contrary, men make up a larger proportion (55.8%) than women (44.2%) in
office work. Moreover, only 12 female office employees occupy the manager position
while 30 male managers work in Konsum Gavleborg. Based on this primary data, it
illustrates that female proportion in the managerial area in Konsum Gavleborg is
smaller than the female proportion in Coop store and part-time job.

4.44.44.44.4 BarriersBarriersBarriersBarriers andandandand solutionssolutionssolutionssolutions forforforfor femalefemalefemalefemale careercareercareercareer

developmentdevelopmentdevelopmentdevelopment

4.4.4.4.4444.1.1.1.1 GlassGlassGlassGlass ceilingceilingceilingceiling

All the three respondents deny the existence of the Glass ceiling in Konsum
Gavleborg at present. As Jeanette replied, she hasn’t encountered any obstacles so far
because she is a relatively new employee within the company. However, Inga still
discreetly revealed their senior leader was a male, who never accept any female
employees into the top management area. This situation lasted until he retired.
Subsequently, SL was hired to be the first top manager (Human Resource Manager) in
Konsum Gavleborg by the head hunter company. SL also mentioned about her senior
leader discreetly, but she told much about the current situation rather than the former
phenomenon. She expressed that she was satisfied to get the equal salary as the other
male top managers.

SL gave a further conclusion that the organizational culture in Konsum Gavleborg is
open and equal to support different kinds of leadership, which is suitable for the
development of female managers. Thus, SL considered that leadership is the matter of
personality regardless of the gender. And the management-related experience and
competence build the personality of leadership. SL also indicated the employees with
relative low educational background could also earn the chance to reach the top if
they own a rich working experience. That is to say, if anyone who own the sufficient
experience and competence of management, regardless of the gender, could be the
leader. SL also gave us an example to support her argument. When she recruited a
financial manager, there were 3 female candidates and 4 male candidates, even SL
intend to recruit the female candidate into the top management domain, she selected
the male as the financial manager because of his experience and competence.
Therefore, SL suggested the women to develop their education, which will make their
experience more competitive. JS also suggested the female to capture every chance to
develop them, such as the education.



31

4.4.4.4.4444.2.2.2.2 Self-confidenceSelf-confidenceSelf-confidenceSelf-confidence

Three respondents admit to the same opinion that female is less confident than male.
SL indicated that many women are afraid to undertake too much risk derived from the
uncertain factors. IA explained that women never say they can until they get 150
percent information about something while the male always think they can do
everything. SL argued it could result in different kind of leadership style between
male and female. She indicated that male always think about what they can do, on the
contrary, female always think what they cannot do. As a result, women seldom accept
a job they don’t have enough confidence to do it. Women lost various opportunities to
develop their career because of inadequate self-confidence. As SL advised, a good
education may enhance women’s self-confidence to do or try more what they have
never done. Consequently, IA supposed the female will become more and more
confident in the future.

4.4.4.4.4444.3.3.3.3 FamilyFamilyFamilyFamily andandandand workworkworkwork

Generally, three female managers agreed that the responsibilities and pressures from
family will affect their work. SL argued that women in different ages will experience
different level of resistance from family. She continued to explain that when the
women are young, most of them prefer their family to their career. As a result, most of
them tend to do some part-time job in order to take better care of their family.
Especially when their kids are small, they have to pay more energy to nurture them. In
this period, women need more time to relax themselves, needless to say to own top
position job. However, the family duties will reduce after their children grow up. That
is to say, the older female managers are available to concentrate back their career.
Besides, SL also advised the female employees to set their own goal and career plan
according to different period. Only by doing this, can women know what they need to
do in each period of their life and career, and then they can climb the career ladder to
reach on top position. SL integrated with her personal experience to illustrate this
phenomenon. She admitted family had limited her career development before;
however, it is possible for her to focus more on her job and make another career
development after her children grown up. Eventually, the responsibilities and
pressures divided from family towards SL is much less than before. It still exists due
to the traditional social culture. However, SL indicated the higher position allows her
to balance better between family and work. She explained further that empowerment
towards her subordinates reduces her workload efficiently. Specifically,
communicating with her subordinates well and empowering them the responsibility to
handle the business based on trust and competence provided a larger freedom for her
life. Besides, she mentioned that the Internet creates the possibility for her to work at
home two days a week on special occasions. That is to say, the development of
communication technology gives a favor for women to find a balance point between
family and work.
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The other two female managers from Coop stores continued the balance topic
between family and work. From the perspective of IA, she felt lucky that her husband
give her a great favor on the housework. Thanks to the support from her husband, IA
allowed to concentrate more on her career development. From the angle of JS, she
admitted the male is easier to focus on their career, because they don’t have to scatter
their energy on the family as female do. However, she insisted her principle to let
work at work and never let the work and family mixed together at the same time.

4.54.54.54.5 FFFFemaleemaleemaleemale’’’’ssss oooopportunitiespportunitiespportunitiespportunities inininin GenderGenderGenderGender diversitydiversitydiversitydiversity

4.4.4.4.5555.1.1.1.1 FemaleFemaleFemaleFemale valuevaluevaluevalue

Compared to men, the respondents mentioned advantages for female to be leaders.
Because women tend to be emotional, they are mostly good at communication and
writing. In general, women are more considerate and sensitive. They think of more
consequences than men do. All of these consist of their own style of leadership in
organization, which enable them to think in different ways to solve the problems.
Moreover, the respondents thought female will provide a deeper insight into their
employees because of the sensitive instinct, and they believe that the skill of
understanding the employees is the reason why female also could be a good leader. In
addition, IA specially mentioned that the female leaders will contribute their different
way of thinking, different way of working to the mixed management team.

4.4.4.4.5555.2.2.2.2 GenderGenderGenderGender diversitydiversitydiversitydiversity

As we all know, in most organizations or companies, men still control the mainstream
of leadership. However, the primary respondents concluded it as a matter of
traditional society culture. Women are supposed to give birth, cook meals for their
husband. Thus, three female managers considered that female and male prefer
different part of life. Generally, male focuses on the career while the female
emphasize on the family. As a result, male reach more achievement in career than
female.

Meanwhile, SL pointed out that people and society need to take time to change the
culture. Due to the traditional culture, men are used to over-estimating themselves
while women are conditioned to under-estimate themselves. However, the other two
female managers supposed that young women are becoming increasing ambitious and
confident, thus more female employees should be taken into consideration by
employers during the recruitment.

Therefore, SL intensely recommended that mixed group could be a way to develop
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the gender diversity. She thought the mixed group would create an open platform for
male and female to cooperate with each other better, if male managers can have a
good understanding about female’s leadership. Virtually, this not only benefits to
enhance female’s confidence, but also enable the organization to make full use of
women’s value.

We asked whether females working in a male dominated organization will be affected
in their leadership style. Three respondents deny this saying. In their opinion, males
have different leadership style compared with females. To some extent, even it will
reduce female’s confidence during the process of climbing their career. However,
mixed group enables them to learn from each other. Since the proportion of male in
Coop stores is much lower than female, IA insisted to recruit the male temporary
employees with the purpose to balance the gender ratio in Coop stores. Besides, Inga
and Jeanette strongly stressed that female learned a lot from the male leader actively
instead of being affected passively.

4.4.4.4.5555.3.3.3.3 FFFFemaleemaleemaleemale managersmanagersmanagersmanagers inininin thethethethe futurefuturefuturefuture

During our interviews, we discussed how our respondents perceived the evolution of
women in organizations for top positions in the future. These three respondents are
optimistic about the future of women in top management and they even think that it is
an advantage to be a woman when a group of candidates have the same experience
and background. It is rather necessary to encourage more women to own their career,
and try to reach on position as top as they can. And the female employees have the
same opportunities as male colleagues in managerial level.

The respondents also gave valuable suggestions for the young and ambitious female
who will start their professional lives and want to reach the top position in the future.
From SL’s perspective, she summarized that a good education background and
working experience are the basic precondition for the female to reach top as soon as
possible. Subsequently, female should try to be patient and set the detailed schedule
for their big goals. In addition, as SL suggested, a mixed network is another crucial
factor for female employee to reach the top position. Be confident and find the
mentors are also advised by SL.

Even IA indicated that management job is a lonely work regardless of the gender
since the leaders have to make the decision by their own and take the full
responsibility for the outcome. In the end of the interview, SL concluded that the open
organization culture and women-appealed policy in Konsum Gavleborg will benefit
increasing qualified female employees to reach the top position in the future.
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CCCConclusiononclusiononclusiononclusion

Our empirical study is summarized into 5 results as follow：
� The organization culture in Konsum Gavleborg is open and equal.
� Female managers turn out to be less confident than male managers.
� Women in different ages will experience various difficulties from family.
� Female’s value can enable them to contribute more to the organization.
� More and more women managers will emerge in Konsum Gavleborg, but it takes

time for this change.
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ChapterChapterChapterChapter 5555AnalysisAnalysisAnalysisAnalysis

This section conducts a discussion based on the similarities and difference between
theories and empirical findings, where the authors try either to verify, confirm or
refute their theories and assumptions.

5.15.15.15.1 GlassGlassGlassGlass ceilingceilingceilingceiling

Since the glass ceiling is an invisible artificial barrier derived from the gender
stereotype and labor division block the female into the senior management area
(Wirth, 2001), it become a sensitive topic when we discuss with the respondents.
Even SL concluded the organization culture in Konsum Gavleborg is equal and open;
both SL and IA discreetly revealed that they encountered such barriers from their
former boss before, who refused any female employees into the senior management
area. However, such kind of gender discrimination had been changed after their
former boss retired. As a result, SL was employed to be the first female top manager,
HRM, in Konsum Gavleborg. She could be viewed as the first breaker of the glass
ceiling. Thus, we agree with Janhans & Johansson (2006) that the possibilities to
overcome the glass ceiling do exist. Creating an open and equal organization culture
is the most effective and direct solution to break the glass ceiling. Since Konsum
Gavleborg is still in the initial stages of the culture reformation, it takes time for
Konsum Gavleborg to abolish the old culture and make way for the democratic
organization culture. It is as we interpreted it, the glass ceiling still resides in Konsum
Gavleborg, but it will be entirely broken someday.

However, the democratic organization culture only provides an open and equal
opportunity for female to further develop their career. Even Wahl (1992) argued that
lower female proportion in senior managerial position should be attributed for gender
discrimination rather than the lower competence. SL held an opposite viewpoint that
lllleadershipeadershipeadershipeadership isisisis thethethethe mattermattermattermatter ofofofof personalitypersonalitypersonalitypersonality regardlessregardlessregardlessregardless ofofofof gendergendergendergender, which consists of the
management-related experience and competence. SL gave us a vivid example how she
recruited the financial manager to support her argument. Even the female candidates
got the equal chance to compete with male to be the financial manager; she made a
decision to recruit a male at last since he was more competent. Moreover, SL
suggested the female should develop their education in order to improve the
management-related competence when they intend to climb the higher position.
However, it is unwise for us to make an arbitrary judgment that the female’s lower
competence directly incurs the lower female proportions in senior managerial area. As
we know that increasing female are becoming competitive and ambitious since the
equal education chance has been provided widely in western countries for decades.
Thus, we suppose that gender discrimination still resides in the recruitment system of
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Konsum Gavleborg.

However, SL, as the first breaker of glass ceiling, could integrate her precious
personal experience to mentor the career female to overcome the relevant barriers
through. According to our interpretation, it will be easier for the following career
female to reach the top position, which matches the prediction from Janhans &
Johansson (2006).

5.25.25.25.2 SSSSelf-confidenceelf-confidenceelf-confidenceelf-confidence

As Bengtson (1989) summarized that ‘women first tell what they cannot do - then
they tell what they can and men first tell what they can – then they shut up.’ All the
respondents admit this phenomenon and attribute it to the matter of self-confidence.
SL further explained it that male always overestimate their competence while the
female always underestimate their competence, which incurs the female is generally
viewed less confident than male. SL continued to interpret that most women refuse to
assume too much uncertain responsibility, which could cause a risk for their career.
Moreover, Bengtson (1989) argued that self-confidence also affects female’s
decision-making abilities. SL gave the similar opinion that the difference of
self-confidence will result in different kind of leadership style between male and
female. IA indicated that women never conduct their final decision until they are
150% sure about everything. However, Bengtson (1989) suggested that the female
should dare to try something new. Otherwise, women will miss the limited and
precious chance to develop their career. During our discussion with SL, she indicated
the similar events occur to her female subordinates. Wellington (2001) indicates that
no everyone is born with confidence, but we can achieve it along the way. Therefore,
SL supposed that female with good education background would be more confident
and have courage to accept the challenge.

We mean that working female twice even three times cherish the precious working
opportunities than male. Even they are qualified to compete with male, career female
tend to act as carefully as they could to avoid any possible risk and to secure their
current position, which makes female look lack of self-confidence. Consequently, we
regard it as a logical tendency for career female.

5.35.35.35.3 FamilyFamilyFamilyFamily andandandand workworkworkwork

By summarizing the viewpoint from Alvesson and Due Billing (1997) and Wirth
(2000), the relationship between career and family might influence women’s attitudes
and interests towards careers in different ways and in different period. SL combined
her personal experience to express the similar standpoint. She argued that women in
different ages will experience different level of resistance from family, which closely
matches with the M-shape (Wirth, 2000). According to different period, SJ
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recommended the career female to set a strategic career plan. Whereas she still admits
that the barrier from the family resides on the entire process of female career.
Alvesson and Due Billing (1997) provide a relevant theoretical support for the
opinion that the family responsibility has been plant into the female gene, which
incurs female undertake more duty of family in their whole life naturally. As a result,
when women encounter the difficulties to find the balance point between family and
work, most of them prefer to sacrifice their career rather than the family. Obviously, it
is unfair for women to undertake more housework just because of the gender.

Rix and Stone (1984) especially stressed that the years during the children is little are
the key years in the struggle for career success. JS, the younger female store manager
with a 4-years-old child, experienced this tough period. The principle, she insisted, is
to separate the working time and the family time strictly. As Nieva and Gutek (1908)
and Valdez and Gutek (1987) discussed that Lack of time is a major problem for
many working women since they have double burden to deal with. Moreover, taking a
higher position means the long work days, more travel or moving geographically.
(Alvesson and Due Billing 1997：140) As a result, JS still hasn’t participated in any
leadership courses in Konsum Gavleborg yet. However, AI said that she has taken
three leadership courses in Konsum Gavleborg since her husband shares the family
duties with her. Thus, we interpret that the support from the family would benefit the
female to develop their career. In addition, SL denied Alvesson and Due Billing (1997)
that higher positions always accompany the more workload. She suggested the senior
manager could reduce their workload by empowerment. And she also pointed out that
the development of the communication technology provides the possibilities for the
female to work at home in some special occasions.

Even several solutions are advised by the respondents, all of those solutions make
efforts to adjust the traditional gender stereotype. Thus, we argue that gender
inequality, more or less, resides on the current social culture. However, we believe
that the gender equality commences to emerge in society with more and more male,
such as AI’s husband, share the housework in the family. And the new structure of
society and organization should be advocated intensely.

5.45.45.45.4 FemaleFemaleFemaleFemale valuevaluevaluevalue

Our empirical study shows that the philosophy of valuing female employees is
gradually permeating the workplace. As pointed out in Trinidad and Normore(2005)
theory, the significant feminine values at workplace is an approach to reform the
male-dominated structure, which will transform the masculine hegemony into the
dynamic gender diversity. In our research, three main theories about features of
female value are introduced in chapter three: nurturance, communication and
leadership.



38

Alcoff (1989) claim that cultural feminism nurturance is regarded as a key aspect of
the female experience and psychology, which enable women to express the intimacy
and ethical care to others. The respondents agreed that women are more emotional,
considerate and sensitive, which belong to a kind of female’s instinct. Moreover, as
Kanter (1977) indicates, women are good at communication, and they prefer to be
friendly, democratic and modest during their work. Women’s good communication
skills are significant when they are going to deal with the relationship with others, and
they can be a good leader by providing a deeper insight into their employees, because
women leader can easily understand more their subordinates.

Besides, Rosener (1990) concludes that, the female were turned out to be more
transformational oriented than the male. One of our respondents also thinks that the
female leaders will contribute to the organization through their different ways of
thinking and working. We believe that in order to achieve a fast integration of women
in high responsibility positions, it is necessary to incorporate the already existing
perceptions of feminine value within organizations to the new wave of non-gender
related, efficient, modern and successful leadership.

5.55.55.55.5 GenderGenderGenderGender diversitydiversitydiversitydiversity

SL suggested that mixed group could provide an approach to develop the gender
diversity in Konsum Gavleborg. She continued to explain that Konsum Gavleborg
possesses a democratic organization culture and a flat organization structure. Both of
these factors are promoted by Jawad and Peter (2008) allow male and female to
cooperate with each other better in the organization. Furthermore, SL stressed that
understanding the female value by male is the precondition to achieve the gender
diversity, which is similar with Jawad and Peter (2008)’s statement.

SL pointed out that it is important to learn something good from each other in the
mixed group. However, Kanter (1993) indicated that women as a token in male
dominated organization will be assimilated by masculine culture, which result in the
abandon of female value. Two female store managers, IA and JS strongly resisted this
opinion. They argued that female learned a lot from the male leader actively instead of
being affected passively.

We argue that gender diversity in Konsum Gavleborg still stay at the relative low level.
Even mixed group exists as an approach to develop the gender diversity; the
respondents only mentioned that female can learn something from male. That is to say,
the female value has not fully be recognized in Konsum Gavleborg as we see it.
Consequently, it takes time for Konsum Gavleborg to achieve the higher level of
gender diversity.
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5.65.65.65.6 InsightsInsightsInsightsInsights fromfromfromfrom womenwomenwomenwomen inininin management:management:management:management: fourfourfourfour positionspositionspositionspositions

AsAlvesson and Due Billing (2009) state in the theory, women in management can be
studied from two perspectives, ethical and organizational. The four positions the
authors explored are composed as a model, which are concentrated on ethic concerns
and organizational efficiency (Figure 5.5). This model of four approaches helps us to
understand different arguments on gender and organizations, and explains the possible
assumptions of debates.

Figure 5.1 two angles about women in management: four position

Source: authors own construction

5.6.15.6.15.6.15.6.1 PerspectivePerspectivePerspectivePerspective fromfromfromfrom ethicalethicalethicalethical angleangleangleangle

From the ethical angle, it is focused on the position of equal opportunities and
alternative value. As Alvesson and Due Billing (2009) indicate in the equal
opportunities position, this argument looked at the obstacle and possibility from an
ethical point of view, which women are regarded as a discriminated group. Women
are denied the same opportunities as men not only in a general career context, but also
regarding to the possibility of reaching on the top position. Hence, it is essential for
people to concern the significance of an increase in number of women leaders for
organizations. In this case, some results are reflected in accordance with the gender
proportion in Konsum Gavleborg. (Figure 5.6.1)
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Figure 5.2 Gender proportion in Konsum Gavleborg

Source: authors own construction from empirical data

From the gender proportion in Konsum Gavleborg, it is evident that the female
proportion of office staff is lower than the proportion in coop stores and part-time jobs,
needless to compare the proportion of female managers in Konsum Gavleborg.
However, our respondents affirmatively told us there is no discrimination in Konsum
Gavleborg. However, we argue the barriers derived from the gender discrimination
still reside in Konsum Gavleborg. We consider the family responsibility and lacking
of self-confidence consists of the primary internal barrier that obstructs the female to
climb the career ladder.

On the other hand, Alvesson and Due Billing (2009) claimed in alternative value
position, women have been socialized to live by the values of the private sphere to
care for and serve others. The low share of women in management jobs in Konsum
Gavleborg shows that employers still prefer to recruit or promote male than female
into the managerial workplace. Because the employers think that women are
primarily responsible for the maternity, child nurturing and general housework.
Consequently, they think it is less cost-effective to recruit the career female than male.
However, we advocate the organization to develop the family-friendly policies.
Because it will not only benefit the female to find the balance point between family
and career, but also allow the female employee to work with a higher efficiency.

5.6.25.6.25.6.25.6.2 PerspectivePerspectivePerspectivePerspective fromfromfromfrom thethethethe organizationalorganizationalorganizationalorganizational efficiencyefficiencyefficiencyefficiency

Organizational efficiency depends on the two dimensions of meritocracy position and
special contribution position. The meritocracy position theory (Alvesson and Due
Billing ,2009) shows the fact that a limited number of women have so far been
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recruited to management positions indicating that there is a large social group,
especially women group, that should be used to occupy higher position in
organization. Moreover, it is emphasized in a meritocracy society organizations will
thus look for qualification and will disregard gender, class, background, race, religion
and other characteristics irrelevant to career patterns in this type of society.

In accordance with our finding, the HR manager we interviewed also agree that the
competitive competent, which consist of a good education background and working
experience, are the basic precondition for the female to reach top as soon as possible.
In terms of the competent, if women are mentored and supported by the organization,
namely, encouraging the female employees to take high education course or
professional course training in their free time, they can enhance the competent and to
be qualified enough.

On the other hand, Alvesson and Due Billing (2009) points out in the special
contribution position that women possess complementary qualifications and can thus
be an important contribution to an organization. This point of view implies that a
female managerial style tends to incorporate a democratic style which is people
orientated and make the social structure less hierarchical. In this case, female‘s value
will play an essential role on organizational efficiency. Meanwhile, our respondents
also stressed the mixed group could be a way to develop gender diversity, which
enables women to be responsible for the decision-making and contribute to the
efficiency and profit to the organization.

AnalysisAnalysisAnalysisAnalysis conclusion:conclusion:conclusion:conclusion:

� The glass ceiling still resides in Konsum Gavleborg. However, it will be
abolished in the future under the mentorship.

� A lack of self-confidence is still a common phenomenon among the career
women.

� As gender inequality still exists on a common basis in society, family duty more
or less blocks the career female to climb into the higher position.

� Female value is not well recognized in Konsum Gavleborg, which results in the
low level of gender diversity.
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ChapterChapterChapterChapter 6666 ConclusionConclusionConclusionConclusion

This section offers conclusion for the readers in the domain of theoretical
contribution. In addition, we summarize the limitation of our study and give
suggestions for further studies.

6.16.16.16.1 WhatWhatWhatWhat isisisis thethethethe situationsituationsituationsituation thethethethe femalefemalefemalefemale facefacefaceface totototo reachreachreachreach thethethethe

top?top?top?top?

The purpose of our study is to provide a new insight into the situation female confront
when climbing the career ladder. The case study of Konsum Gavleborg updates our
understanding of the related situation facing the female. Our study shows that the
glass ceiling, a lack of self-confidence and undertaking family responsibility are still
the primary barriers for women on their way to reach the top position.

Even SL was regarded as the first breaker of glass ceiling in Konsum Gavleborg; we
still argue that glass ceiling still resides in Konsum Gavleborg. Because it takes time
to abolish the old organization culture and make way for the new one, and Konsum
Gavleborg is still in the initial stage to reform a democratic organization culture.
However, we believe that female will be easier to reach the top position under the
mentorship of successful breakers.

In addition, lack of self-confidence is still a common phenomenon among the career
women. However, it seems reasonable in today’s society. Because most career female
value so much on the precious working opportunities that they are afraid to make any
mistake. Even they are qualified to compete with male, career female tend to act in
the most careful and modest way in order to secure their current position. Thus, we
rather define the matter of self-confidence as a different kind of leadership than the
weakness of career female. However, we suppose that if the organization could
implement some relevant policy to ease the female’s worry, female will naturally
behave more confident.

Women face different levels of resistance from the family in different periods of their
lives. Even the development of communication technology, such as the Internet
allows the working female to work at home in some special occasion. We argue that
the basic barrier derived from gender stereotype still exists in current social culture.
Thus, gender equality is the final answer to solve the balance topic between family
and career. And we believe that gender equality commences to emerge in society with
more and more male sharing the housework voluntarily.
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6.6.6.6.2222WhatWhatWhatWhat isisisis thethethethe femalefemalefemalefemale’’’’ssss contributioncontributioncontributioncontribution inininin thethethethemanagementmanagementmanagementmanagement

area?area?area?area?

With the development of gender equality, increasing female managers will gradually
emerge in the management area. However, what can female contribute in the
management domain?

As our research reveals mixed group is advocated as a practical form of gender
diversity, which provides a platform for female managers to contribute their unique
values for the organization. That is to say, female and male in the mixed group can
learn from each other instead of blindly assimilating by the dominated leadership. In
the term of communication skills, male managers can learn to be more considerate
and modest as female behave, and sustain a good relationship with employees and
concern more about their feelings and needs. In the term of leadership style, male
managers could learn from the feminine leadership that behaves in a more democratic
way, which enable the employees feel flexible to create ideas and make appropriate
decisions in the organization. As a result, female managers will make a contribution in
the higher level of gender diversity in management area, which will enhance the
dynamic and efficiency in the organization.

6.36.36.36.3 ReflectionReflectionReflectionReflection

When looking back on our work we have dedicated three months’ study to, we still
believe that space to improve exists. Honestly, the limitations of our study could be
summarized as follow: First, only one research dimension—the female perspective is
included in our study, which limits us to obtain the entire picture of the gender issue.
Second, Only one company—Konsum Gavleborg is investigated, so the empirical
findings hardly represent the general industry profile. Third, Konsum Gavleborg is the
subsidiary company of Coop. Thus, the empirical results with a geographical
limitation could not stand for the relevant situation in other regional Coop. However,
our study successfully conducts an intense study of Konsum Gavleborg, so the
academic value should not be ignored.

6.46.46.46.4 FurtherFurtherFurtherFurther researchresearchresearchresearch

It would be interesting and constructive if more organizations from a larger selection
of countries could be compared on this topic. Because the comparison between
different organizations and regions about women in management would help us
explore more results in essence. Moreover, we advise that the male perspective should
be considered to build a more comprehensive research.
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At last, we hope our study is valuable for Konsum Gavleborg and other regional Coop
organizations. Besides, gender researchers could receive some updated information
from this study.
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AppendixAppendixAppendixAppendix 1111

QuestionnaireQuestionnaireQuestionnaireQuestionnaire forforforfor KonsumKonsumKonsumKonsum GGGGäääävleborgvleborgvleborgvleborg

BasicBasicBasicBasic InformationInformationInformationInformation
1. What is your position within the organization? Could you describe your duty

briefly?
2. How many subordinates are working under your leadership?
3. What kind of knowledge and experience of management do you have?
4. How long have you been in this position? And how long have you generally

been working in Konsum Gävleborg (or Coops)?
5. What’s the proportion of male and female managers in Konsum Gävleborg?

BarriersBarriersBarriersBarriers inininin femalefemalefemalefemale careercareercareercareer developmentdevelopmentdevelopmentdevelopment
1. Generally speaking, what’s the difficulty for female to be managers on the way

to top position in Konsum Gävleborg?
2. What solutions do you suggest to overcome the barriers when you climb the

career ladders?
3. How to balance a high career with a fulfilling family life?

OpportunitiesOpportunitiesOpportunitiesOpportunities inininin GenderGenderGenderGender diversitydiversitydiversitydiversity
1. Nowadays, male still control the mainstream of leadership. How do you think

about that? Why do you think there are more male managers in top position?
2. Compared to male, do you think there are any advantages for female to be

leaders?
3. How do you think we can develop gender diversity in male leadership?
4. Has working in a male dominated organization affected your leadership style?

If yes how?
5. What kind of contribution do you think female leaders can make in a

company?
6. Do you have any suggestion for young and ambitious female who start their

professional lives and want to reach to the top position?
7. What do you think about the future for women to reach top position?
8. Is there anything more you want to add?
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AppendixAppendixAppendixAppendix 2222

QuestionnaireQuestionnaireQuestionnaireQuestionnaire forforforfor KonsumKonsumKonsumKonsum GGGGäääävleborgvleborgvleborgvleborg
SisongSisongSisongSisong HongHongHongHong &&&& ShunzhaoShunzhaoShunzhaoShunzhao LinLinLinLin

UniversityUniversityUniversityUniversity ofofofof GGGGäääävlevlevlevle

BasicBasicBasicBasic InformationInformationInformationInformation

6. What is your position within the organization? Could you describe your duty
briefly?

Susanne: She is an HR manager in Konsum Gavleborg, who is responsible for development,
organization and leadership. Moreover, Susanne is in charge of the personnel,
recruitment, negotiation and law of company. She is really satisfied her recent job.
However, if there is a chance of promotion, she will try to catch it.

Inga：Her current position is a store manager in smaller Coop. But she will promote to a
bigger one in 3rd May. Her duty is to satisfy the subordinates in order to sell better and
make more profit for Coops.

Jeanette：She works as a store manager for a medium-sized supermarket in the organization.
Her job is pretty similar as Inga’s.

7. How many subordinates are working under your leadership?

Susanne: there are three female subordinates under her leadership.
Inga: 7 female subordinates
Jeanette: 7 subordinates, one of them is a male.

8. What kind of knowledge and experience of management do you have?

Susanne: Susanne has a goal to study more about the administration; she got a master degree
which majored in the program of human resource administration. She has been an
HR manager with rich experience for many years. Before 2005, she worked in
Sandvik for almost 20 years. Thus to Susanne, management job is mostly occupied in
her whole career life. She also mentioned that she utilized her free time to got a
master degree and work fulltime parallelly

Inga: She had been as manager assistance for 2 years. Also, she has learned 4 different
courses of leadership in Coop’s training course.
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Jeanette: This is her first job as a leader. And she didn’t have any leadership course yet.

9. How long have you been in this position? And how long have you generally been
working in Konsum Gavleborg (or Coops)?
Susanne: She started to work in Konsum gavleborg as Human Resource Manager since 2005.
Inga: She has worked in this position for 7 years. Fortunately, she can get a promotion in a

bigger store.

Jeanette: She has worked for Coop for 1 year. And she began her leadership position since the
mid-September in 2009.

10. What’s the proportion of male and female managers in Konsum Gavleborg?

BarriersBarriersBarriersBarriers inininin femalefemalefemalefemale careercareercareercareer developmentdevelopmentdevelopmentdevelopment

4. Generally speaking, what’s the difficulty for female to be managers on the way
to top position in Konsum Gävleborg?
Susanne: she mentioned four difficulties for female to be managers on the top as

following:
1) Self-confidence— depends on personality and different leadership between
male and female. Male always think about what they can do, and female on the
contrary always think what they cannot do. Women seldom accept a job they
don’t have enough confidence to do it, neither are they going to learn to do it
later. Thus，leadership is the matter of personality regardless of the gender.
2) Family—when the women are young, most of them prefer their family to
their career. As a result, most of them trend to do some part-time job in order to
take better care of their family. Especially when their kids are small, they have
to pay more energy to nurture them.
3) Experience—high education consists one of the competitive experience. That
is to say, if anyone who own the sufficient experience of management,
regardless of the gender, could be the leader. Susanne also gave us an example.
When she recruited a financial manager, there were 3 female candidates and 4
male candidates, even Susanne intend to recruited the female candidate into the
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top management domain, she made her decision to choose the male as the
financial manager because of his experience and competence.
4) Organization culture—the female employees should consider whether the
organization culture prepare for the female managers with children and family
or not.

Inga: The managementstyle has changed to a more modern leadership. Earlier it was
difficult to be a female manager, but the situation has changed.
She indicated that female never say they can until they get 150 percent information
about something while the male always think they can do everything. And she
admitted that female is less confident than the male. But she supposed the female
will become more and more confident in the future.

Jeanette: She hasn’t encountered any obstacles so far because she is a relatively new
employee within the company. However, she admitted the male is easier to focus
on their career, because they don’t have to scatter their energy on the family as
female do.

5. What solutions do you suggest to overcome the barriers when you climb the
career ladders?

Susanne:
1) Understanding the culture—it can help women to know about the condition for

women is open to reach on the top position.
2) Organization culture— From the perspective of female employees, they should

know whether the organization culture is suitable and possible for them to reach
the top position; From the perspective of the organization, the company should
create a open culture to support different kinds of leadership, which allow the
female employees as a new leadership style into the top management area.

3) Self-confidence—many women are afraid to undertake the big responsibility, they
should learn to have a try. A good education may enhance women’s
self-confidence to do or try more what they have never done.

4) Setting your own goal and correct career plan—every process of success should
set a goal as precondition. Susanne indicated that even family is important for women,
they also can fulfill their career plan step by step. Only by doing this, women can
know what they need to do in each period of their life and career, and then they can
climb the career ladder to reach on top position.
5) Have more working experience—even some women don’t have any chance or time
to study to improve them, they also can be promoted by their rich working
experience. What’s more, if male managers or female managers can have a good
understanding about the differences in leadership, it would be cooperated very well
each other to finish the work. Virtually, that can be great help to enhance female’s
confidence.
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Inga: To share the responsibility of the family and to understand there is a lot of
worktime. Thus, she concluded the support by the family could be the solution for
female to reach the top position.

Jeanette: She also suggested the female to capture every chance to develop themselves,
such as the education.

6. How to balance a high career with a fulfilling family life?

Susanne:
1) Company support—managers must learn to communicate well with your boss, and

tell what special situation you are facing. Or try to apply for work at home two days a
week, when you are in a special situation.

2) Family support—some husband will help women to take care of their family, so that
women can pay more attention to improve their career.

3) Empowerment— have a good communication with your subordinates and empower
them the responsibility to handle the business base on trust and competence. It will
enable female leader to be more relax, and keep a balance between family and career.

Inga: She advised to plan the daily work. Family support is also important for her career.

Jeanette: She insisted her principle to let work at work and never let the work and family
mixed together at the same time.

OpportunitiesOpportunitiesOpportunitiesOpportunities inininin GenderGenderGenderGender diversitydiversitydiversitydiversity

9. Nowadays, males still control the mainstream of leadership. How do you think
about that? Why do you think there are more male managers in top position?

Susanne: that’s because of the society culture. It needs to take time to change the culture.
It is important to have mixed groups, both in management teams, but also in the
organization.

Inga: According to the traditional society culture, earlier it was more common that the
female was taking care of the family and the male makes carrier

Jeanette: She agreed with Inga’s opinion.

10. Compared to male, do you think there are any advantages for female to
be leaders?

Susanne: women are good at communication. They are more considerate and sensitive.
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They think more consequence than men do. All of these consist of their own
style of leadership in organization. But still it is good to have the complement
of gender and different leaderstyle and personality.

Inga: Female will provide a deeper insight into their employees because of the sensitive
instinct.

Jeanette: Her view is pretty similar with Inga’s opinion. She believed that the skill of
understanding the employees is the reason why female also could be a good leader.

11. How do you think we can develop gender diversity in male leadership?

Susanne: because of men are always proud of themselves, even they think they do nothing
is wrong. On the contrary, women tend to be more careful. So mixed group could
be a way to develop the gender diversity, which makes good use of women’s
value.

Inga: Mixed balance between man and females

Jeanette: She didn’t understand this question.

12. Has working in a male dominated organization affected your leadership style?
If yes how?

Susanne：Males have different leadership style compared with females. To some extent, it
will reduce female’s self-confidence in moving their career. However, sometime
mixed gender cooperation enables them to learn from each other.

Inga: She said that she learned a lot from the male leader actively instead of being affected
passively. It is important for both male and female to learn from each other in the
mixed management team.

Jeanette: She also denied her leadership style has been affected by male style.

13. What kind of contribution do you think female leaders can make in a
company?

Susanne: women are good at writing and speaking, and they always think in different
ways to solve the problem. From the perspective of Susanne, it is easier for her
to lead male team in a male dominated organization.

Inga: She also answered that the female leaders will contribute their different way of
thinking, different way of working to the mixed management team.
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Jeanette: She agreed with Inga’s opinion.

14. Do you have any suggestion for young and ambitious female who start their
professional lives and want to reach to the top position?

Susanne: try to get good education, be patient and set the detailed schedule for the goal.
Working experience is very important. Learn how to develop a mixed network to
fulfill your job. Find your mentor for guidance when you try to reach the top.
Susanne also mentioned that the development policy in Konsum Gavleborg will
benefit the qualified employees, without gender difference, to reach the top
position.

Inga: She suggested the female should believe in yourself and don’t be scared to show
their talents among the men.

Jeanette: She also mentioned the importance of confidence. In addition, she implied the
female employees have the same opportunities as male colleagues.

15. What do you think about the future for women to reach top position?

Susanne: it is rather necessary to encourage more women to own their career, and try to
reach on position as top as they can. Women should have more confidence to
compete with men, so that they can get the opportunity in management level.

Inga: It will be easier in the future.

Jeanette: She agreed with Inga’s opinion.

16. Is there anything more you want to get in female’s career?

Susanne: try more and win more

Inga: Management is a lonely work regardless of the gender. Since the leaders have to
make the decision by their own and take the full responsibility for the outcome. Use
network with colleagues.

Jeanette: She didn’t have anything to add.
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