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Aim: The study is to investigate the factors that influence gender equality in non-profit 

organizations. In order to find out the factors, we choose Gävle International Red Cross 

as the target organization to do the investigation.  

Method: The study uses qualitative approach to collect the primary data and interview is 

the source of primary data. We interviewed seven members of Gävle International Red 

Cross. As for the secondary data, previous theories are the sources, and we also created a 

theoretical framework based on those theories. Furthermore, we combine the theories and 

empirical findings to present the discussion chapter. The orders of empirical findings and 

discussion follow the theoretical framework.  

Results & Conclusions: After analyzing the data, we find out that organization, culture, 

management and government’s efforts are four factors having impacts on achieving 

gender equality in the target organization. Based on the primary and secondary data, there 

is no ranking for these four factors and all of them are important for the target 

organization to achieve gender equality.  

Suggestions for future research: Qualitative approach is the only way to collect primary 

data, which is helpful for collecting different opinions from the participants. However, it 

will be more critical and objective for the study to use both qualitative and quantities 

approach at the same time. Since seven interviewees have participated, the numbers of 

the participants can be increased, in order to improve the reliability and validity into 

higher level.  



2 

Contribution of the thesis: We organize the theories we used and create a theoretical 

framework which is useful for connecting gender equality into non-profit organizations. 

This study can motivate managers to consider gender equality during managing their 

organizations.  

Key words: Gender equality, management, non-profit organization, culture 
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1. Introduction 

This chapter presents the overview of the whole study. The contents consist of general 

background of the different genders in management, problems and aim of the study, and 

the outline of this study.  

1.1. Background 

There is a saying, “gender is a fluid concept that shifts over time and place” (Mavin and 

Grandy, 2012, p. 219). With the changes of social and economic forces, the number of 

female members is increasing in the labor market (Omar and Davidson, 2001). It shows 

that gender and management are attractive and large topic among the public. Regardless 

of the expansion of women in the workplace, there is still a problem that women are 

underrepresented at the top of organizations (Alvesson and Billing, 2009). In addition, 

the structure of gender also has an impact on organizational decisions about selecting 

higher level managers. Women face greater challenges compared to men. Meanwhile, 

there are more barriers that prevent them from entering high positions in organizations. 

For example, Brindley (2005) points out that the attitudes toward risk are different 

between females and males. Men are more likely to make risky judgments than women. 

Therefore, to understand the interaction between gender and management, as well as the 

factors that affect gender equality in non-profit organizations will be the main issues of 

this study. 

In this study, gender equality is viewed as one of connections between gender and 

management. The significance of gender equality is extremely evident in the labor 

markets, not only to individuals and organizations but also to the society. For instance, 

people will feel respected when they are equally treated by organizations. Hence, their 

job satisfaction will be increased, which encourages them to work hard, achieve 

effectiveness as well as make a performance in the workplace (Drew, 2002; Atewologun 

and Singh, 2010). As for organizations, gender equality can increase productivity by 

making full use of the characteristics of both genders. As a result, organization will obtain 

substantial profits from it (Mählck and Thaver, 2010). Last but not least, to some extent, 
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the situation of women in the workplace also reflects the economics. To put it simply, 

women in poor countries frequently tolerate unequal treatments, whereas the situation of 

women in rich countries is different because they are given opportunities to obtain jobs or 

positions by comparing to low-income countries (Pine et al., 2010). The importance of 

gender equality cannot be neglected when we discuss gender and management. However, 

achieving gender equality within a whole society is not easy, both organizations and other 

external pressures play significant roles in promoting it (Williams et al., 2010). 

1.2. Situation of genders in Sweden 

For women, twentieth century is a new era and the situation of female workers has been 

rapidly improved (Eikhof, 2012). Hence, it is not surprising anymore as women have 

become active in the labor force. However, it is still a problem which firms will take 

gender issue into consideration when they intend to hire women as their employees. In 

other words, their works are likely to be interrupted when they have a baby (Evertsson 

and Grunow, 2012). Nevertheless, Nordic countries set a good example in achieving 

gender equality in society (Leinonen, 2012). For instance, Sweden puts emphasis on 

gender equality that has been on the social and political agenda for a long time (Mählck 

and Thaver, 2010). Based on previous statistics, in Sweden, there were 58 percent of 

companies that have involved gender equality in the workplace in 1993 and the number 

increased to 78 percent in 2003 (Wahl and Höök, 2007). Obviously, the proportion of 

male workers and female workers is equal in Sweden by comparing to other countries, 

especially masculine countries. According to Bourne (2010), to some extent, dual-income 

household makes a contribution to achieve gender equality within a society.  

According to Hofstede’s research (2010), Sweden is a feminine country. Within this 

society, compromise and negotiation are the most common ways to solve problems 

aroused in the workplace or family. It enables people to strive for the rights by 

communicating with others. At the same time, careers within feminine culture are 

available for both men and women (Hofstede et al., 2010). Men and women have equal 

opportunity to set up their own business and achieve their goals. This is also a reason 

why more females can obtain higher positions in feminine societies than masculine 
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societies. Furthermore, the government did lots of efforts to change and improve the 

situation of women in the workplace and policies are significant safeguards, which ensure 

gender equality develops well in the workplace (Wahl and Höök, 2007). In Sweden, it is a 

basic right for every child to enjoy high quality daycare (Bourne, 2010). To some extent, 

this so-called fundamental right enables parents to deal with the conflict between their 

careers and families. Apart from this, parental leave is also viewed as a great policy in 

Sweden provides parents with 80% of monthly pay and maximum 390 days to take care 

of their babies (Ray, 2008, cited in Bourne, 2010). Moreover, the Swedish law also 

involves discrimination and inequality associated with gender, age, disability and 

ethnicity, which ensures human equality exists in the society (Määttä and Lyckhage, 

2011). At the same time, more and more organizations allow women and encourage them 

to get higher positions. Nowadays, the number of females in the workplace is more than 

before, but the changes are not pretty distinct at the top of organizations in Sweden (Wahl 

and Höök, 2007).  

Unlike other masculine countries, such as Saudi Arabia, males act as a leading role not 

only in families but also in organizations (Hofstede et al., 2010). It could lead to lack of 

fairness for females to achieve the same level positions in organizations. However, 

Sweden is a feminine country which is different from masculine countries. Females and 

males are supposed to be the same. Thus, gender would not be a problem that stops 

women from obtaining jobs or positions. Besides, having equal position and fair 

competition are emphasized in this country (Hofstede et al., 2010). In this study, Gävle, 

Sweden is the location of the target organization, and we investigate the factors which 

affect gender equality within non-profit organizations under a feminine society.  

1.3. Gävle International Red Cross 

The full name of Red Cross is the International Committee of the Red Cross (ICRC). It 

was founded in 1863, and the headquarter located in Geneva, Switzerland. Up to now, the 

Red Cross operates in at least 80 countries (Torres, 2010). In addition, as a representative 

of non-profit organizations, the Red Cross puts more emphasis on social responsibilities, 

instead of earning money (Prugsamatz, 2010). The Red Cross is distinctive organization, 
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and it is defined as a neutral organization, non-governmental organization, non-religious 

organization, as well as a non-profit organization (Torres, 2010). Based on the purpose of 

this study, we investigate gender issues in non-profit organizations and start from Gävle 

International Red Cross as there are many members with different backgrounds, like 

genders, nationalities. Gävle International Red Cross is in charge of a second-hand store 

and it also deal with immigration issues, such as providing helps for people to find their 

lost family members and reunite them. Therefore, we wonder how the situation of both 

genders is in the Red Cross and the factors which influence gender equality in this special 

organization. How employees, volunteers and other members consider gender equality in 

the Red Cross could be an interesting question.  

1.4. Aim and research questions 

Nowadays, gender issues in organizations have been becoming a heated topic. Gender 

equality is viewed as a basic respect for human rights and we also wonder gender issues 

in non-profit organizations. That is the main reason why we investigate the factors 

influencing gender equality. Doing this investigation can help organizations to realize the 

importance of achieving gender equality and know how to achieve gender equality in the 

workplace.  

The aim of this study is to investigate the factors that influence gender equality in non-

profit organizations. In order to accomplish the aim, we also set up two research 

questions. They are: 

● How is gender equality implemented? 

● What factors have impacts on gender equality? 

Gender issues have been widely discussed and achieving gender equality in an 

organization is valuable for the organization itself as well as the society. However, there 

is not much information connecting the gender equality with non-profit organizations. 

According to this, it encourages us to investigate gender issues in this special 

organization. Sweden is a feminine country, and the situation of both genders is more 

equal to masculine countries (Hofstede et al., 2010). Besides, a Swedish Act that aims at 
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achieving gender equality within the whole society has been formed in 1980 (Sörlin, et 

al., 2011). Under the action of strict legislation, gender equality develops well in Sweden. 

With more than three decades of practice, Sweden has rich experience in achieving 

gender equality in the workplace (Sörlin et al., 2011). Thus, we can learn how to achieve 

gender equality by investigating an organization in Sweden. In this study, we chose a 

non-profit organization which is Gävle International Red Cross to investigate the factors 

influencing gender equality. By investigating, organizations can take those factors into 

consideration during promoting gender equality in the workplace. Knowing the factors, 

which have impacts on gender equality in Gävle International Red Cross, can also help us 

to understand how to conduct gender issues in other organizations.  

There are three branches of Swedish Red Cross in Gävle. They are Röda Korset 

Bomhuskretsen, Röda Korset Gävlekretsen and Gävle International Red Cross which is 

the target organization. These three branches have different duties in daily routine. 

Different from the other two branches that offering entertainment activity to elder people 

or visiting hospitals and prisons to comfort people. Gävle International Red Cross is 

responsible for immigration issues. Thus, this organization faces different people with 

different backgrounds in daily work, like nationalities, genders, which could be helpful to 

investigate the factors influencing gender equality in non-profit organizations. That is 

why we investigate Gävle International Red Cross to find out the factors affect gender 

equality, instead of the other two branches.  

1.5. Limitation of the study  

This study provides information about previous theories related to gender equality in 

organizations, as well as information about organizational management. We choose Gävle 

International Red Cross as a case to investigate gender issues, in order to find out the 

factors which have impacts on about achieving gender equality in non-profit 

organizations. Since we only investigate one organization, we think it will be better to 

investigate larger numbers of non-profit organizations in order to ensure the results as 

objective as possible. The information about gender equality of the target organization is 

derived from one branch of Gävle International Red Cross. The Red Cross consists of 
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three branches in Gävle. They are Röda Korset Bomhuskretsen, Röda Korset 

Gävlekretsen and Gävle International Red Cross. However, all the interviewees come 

from the same branch. In other words, we do not obtain information from people who 

work at the other two branches of the Red Cross. We investigate Gävle International Red 

Cross, so the results should represent the target organization and they cannot stand for all 

non-profit organizations. 

Besides, the number of interviewees may be not enough to present the general situation 

of the Red Cross in this study. Moreover, results about gender issues of the target 

organization could be different if we interview more people in the Red Cross. The 

primary data of this study is collected from interviews. Using a single approach instead of 

multiple approaches to collect primary data is a limitation of this study, as well. The 

references are not abundant enough. Last but not least, since English is not our first 

languages and the correction of grammars can be modified.  

1.6. Outline of the study 

The main content of the study maintains six chapters, which excludes the abstract, 

references and appendix. Chapter 1 is the introduction of the whole study which mainly 

introduces the main idea of the study and the general backgrounds of motivation to this 

study. As for the Chapter 2, it discusses the theories that are related to this study in order 

to lead the investigation into business administration field and aim at a specific subject. 

At the end of Chapter 2, we build up a theoretical framework which is based on the 

theories we collected. Chapter 3 is the methodology part and it shows the whole process 

of doing this study including the research approach, data collection, data presentation and 

data analysis in order to provide vision of how we organize this study. Chapter 4 indicates 

the empirical findings which are associated to information collected from interviews and 

it is also regarded as the primary data of this study. Next is Chapter 5 that is called 

analysis. This chapter combines theories with empirical findings to analyze the factors 

that affect gender equality in non-profit organizations. The structures of Chapter 4 and 

Chapter 5 are based on the theoretical framework which is presented in Chapter 2. Last 

but not least, Chapter 6 is the conclusion part which reflects the whole study. The results, 
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implication and further suggestion, all of them are put in this part. Moreover, in Chapter 6, 

we also expand the results of gender equality from non-profit organizations to for-profit 

organizations in order to provide suggestions for organizations to conduct gender equality 

in the workplace.  
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2. Theoretical discussion 

Since the aim of this study is to investigate which factors influence gender equality in 

non-profit organizations, we organize theories about gender equality, non-profit 

organizations and management in this chapter. At the end of this chapter, a theoretical 

framework is created by combining all theories we mentioned.  

2.1. Gender equality in organizations 

Based on the aim of this study, Gävle International Red Cross is the target organization 

for investigating gender issues in non-profit organizations. Meanwhile, gender equality is 

regarded as a connection between gender and management. Therefore, non-profit 

organizations, the differences between for-profits and non-profits as well as gender 

equality will be introduced in this part.   

2.1.1. Non-profit organizations 

Different from the for-profits, non-profit organizations “are organized around a social 

mission and embrace values such as philanthropy, voluntarism” (McMurray et al., 2012, 

p. 523). At the same time, non-profit organizations are key contributors, which make 

great efforts to achieve social harmony and economic prosperity as they play significant 

roles in the provision of welfare in societies (McMurray et al., 2010). In addition, 

Prugsamatz (2010) argues that non-profit organizations place more emphasis on social 

responsibilities by comparing to for-profit organizations. Thus, earning profit is not the 

most important mission for non-profit organizations. 

International Committee of the Red Cross (ICRC) acts as an example of non-profit 

organizations and it is an organization that aims at ensuring humanitarian protection 

(Torres, 2010). Unlike other business organizations, the Red Cross has its unique position 

in the world. As a matter of fact, it initially focused on the welfare of wounded soldiers in 

wars. However, with the time change, the Red Cross has expanded its service to other 

issues, including human rights (Torres, 2010). Besides, different from the tangible 
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products which have obvious advantages, for instance, having visual identities by 

packaging and advertisement, but services offered by non-profit organizations are 

invisible before delivering and they only can be assessed retrospectively (Van den Bosch 

et al., 2006). By comparison, the organizational structure of non-profit organizations is 

flatter than for-profit organizations (Torres, 2010). Based on this, employees and 

volunteers who work at non-profit organizations are willing to help people in need and 

they never expect any pecuniary benefits from their works. Hence, collaborative 

approach and communication are the most common ways that non-profit organizations 

often use in their daily works, meanwhile, these ways also lead to less competition within 

an organization (Torres, 2010). 

2.1.2. Differences between for-profits and non-profits  

It is apparent that acquiring financial interest is the primary goal of for-profit 

organizations. They usually spend a lot of time in adjusting and developing their 

strategies, meanwhile, assess the effectiveness of these strategies in financial terms in 

order to make sure that the interests can be generated directly from their business 

activities (McMurray et al., 2012).  

The distinctiveness between for-profit organizations and non-profit organizations can be 

summarized as the following main aspects (Yeung and Connell, 2006). 

● For-profit organizations stress on financial benefits while non-profit organizations pay 

more attention to social welfare. 

● For-profit organizations aim at creating stakeholder value, whereas the mission of non-

profit organizations is to offer service and care to people in need. 

● To for-profit organizations, manager play a significant role in their operations, but non-

profit organizations mainly rely on volunteers who acts as an integral part of these 

organizations. 

● The revenue of for-profit organizations come from selling their goods and services, 

whereas donation and government funding are the major sources of revenue to non-profit 

organizations. 
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2.1.3.  Gender equality  

Equality is an attitude that opposes discrimination, including gender, race, age, physical 

ability and ethnicity (Twomey and Harris, 2012). Moreover, when people discuss gender 

equality, women are deemed to be dominated in a society which provides men more 

privileges and options, especially in the workplace. Meanwhile, gender equality aims at 

changing and improving the situation of women, instead of men (Alvesson and Billing, 

2009). Based on this understanding, gender equality can be viewed as one aspect of anti-

discrimination but it is simply restricted to sex. 

Undoubtedly, gender diversity in organization contributes to gender equality, to a large 

extent. The task allocation would be simple by making full use of the different 

characteristics of genders so as to achieve effectiveness in the workplace (Leinonen, 

2012). Meanwhile, gender diversity is regarded as an importance resource which can gain 

creativity and then create attractive profits to organizations (Mählck and Thaver, 2010). 

Gender equality implies both men and women should receive equal treatments, including 

the right of democratic activities and equal pay (United Nations, 1997). It means that 

women and men can have the same opportunities and enjoy their rights in all aspects of 

their life. By achieving gender equality, organizations can gain benefits from it. For 

instance, people will feel satisfied when they are treated indistinguishably by 

organizations. As a result, their job satisfaction can be increased and they are also 

encouraged to work hard, achieve effectiveness and make a performance (Drew, 2002; 

Atewologun and Singh, 2010). As for organizations, gender equality can increase 

productivity by making full use of the characteristics of both genders. As a result, 

organization will obtain substantial profits from it (Mählck and Thaver, 2010). 

In order to create equal working environment, the efforts of organization are significant.  

To be precise, there are some points related to organization’s efforts.  

 Firstly, due to different requests between men and women in working time, if 

organizations can offer employees flexible working pattern, it would encourage more 

women to enjoy work. Organizational flexible working policy is a great effort to 

achieve gender equality in the workplace. (Gardiner and Tomlinson, 2009) 

 Secondly, democratic dialogue enables participants from different positions, as well 
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as different organizations to take part in discussions. During the discussion, they can 

share different ideas with each other and negotiate in order to reach agreements for 

better development in the workplace. Therefore, working conference is essential 

which aims at achieving democratic dialogue and providing a platform to solve 

gender boundaries so that create an equal environment for every person. Apparently, 

it is a necessary and important step to promote gender equality in organizations. 

(Leinonen, 2012) 

 Last but not least, the achievement of equality in the workplace also places a 

requirement on managers. They need to address equality strands which include 

gender, age, race, religion, ethnicity, disability and other issues into policy initiatives, 

meanwhile, examine all activities based on their equality agenda. Therefore, 

managers should promote equality management as a distinctive focus in 

organizations (Speeden, 2006). 

Organizations play important roles in promoting gender equality in the workplace. They 

increase the proportion of female on higher position by taking organizational measures. 

However, the changes are slow (Wahl and Höök, 2007). In addition, it should be noticed 

that even though flexible working will stimulate women to take a job, flexible jobs are 

usually related to fewer earnings and less chances to promotion. Thus, it caused other 

imbalances involving wage and career development in organizations (Gardiner and 

Tomlinson, 2009). Apart from these, there are still some problems hindering 

organizations to achieve gender equality during the operations. It is well known that 

legislation acts as a powerful method among external pressures for equality, like anti-

discrimination legislation which involves age, gender, race and religion issues. 

Nevertheless, a great number of legislations fail to ensure equality was perfectly 

implemented in organizations (Williams et al., 2010).  

2.2. Management in non-profit organizations 

Management is defined as “ the set of activities required to ensure that an organization 

will reliably produce results, especially as it grows large and/or becomes more 

complex”(Stid and Bradach, 2009, p.36). For instance, the main activities include setting 
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goals, planning organizational structures and monitoring processes and so on. Within the 

organization, individual behaviors are not only the signal of representing themselves but 

also reflecting the values and goals of organizations. For each member, their 

organizational behaviors need be adjusted periodically in order to avoid unnecessary 

confusion and then to achieve a better job (Kreitner et al., 2002). Furthermore, for leaders 

of the organization, their charismatic leadership behaviors can motivate the potential 

abilities of employees, as well as build bridges to fill the gaps between employees and the 

organization’s vision (Kreitner et al., 2002). In addition, as the volunteers are an essential 

part of non-profit organizations, thus, the organizational behaviors also can be involved 

in the volunteer management. 

In non-profit organizations, there are relations between the sources for supporting the 

missions, such as the financial supporting, and effectively managing business (Stid and 

Bradach, 2009). Therefore, management in non-profit organizations is important. 

Figure 2-1. Management’s influence on non-profits

 

Source: Stid and Bradach, 2009, p. 36. 

We can see from Figure2-1 above that strong and effective management in non-profit 

organizations has a positive influence on organization’s operation. Comparing to the 

weaker management, efficient and strong management can lead the non-profit 

organizations to achieve high performance during operation. Hence, it ensures that non-

profit organizations can develop in a stable way. Moreover, well-developed non-profit 
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organizations can pay more attention to their achievements on the missions, instead of 

seeking a way to be large scale or innovative.  

2.2.1. Organizational behavior management  

As members of organizations, their behaviors not only represent themselves but also 

affect the overall performances of organizations. Within the organization, members’ 

behavior modification is used to avoid unnecessary confusion. Therefore, behavior 

modification in the workplace has been presented into an organizational behavior 

modification, organizational behavior management and performance management 

(Kreitner et al., 2002). 

Additionally, behavioral self-management is explained that a person can modify his/her 

behavior during the managing cognitive processes and consequences (Kreitner et al., 

2002). In other words, people modify behavior along with changing values, attitudes and 

personalities. Besides, working environment of organizations which has a great influence 

on individual behaviors’ adjustment has been involved as well. Moreover, self-

management motivates individuals to set up personal goals, have clear priorities, be 

organized, skillfully manage personal time and develop a self-learning program in order 

to do a better job. 

Charismatic leaders’ behaviors include three kinds of behaviors. The first kind of 

behavior is based on the current situation and then correctly builds the vision of the future 

(Kreitner et al., 2002). To put it simply, charismatic leaders usually have clear visions 

toward the future and they know how to release human potential by motivating 

employees, promoting high ideals and filling the gap between subordinates and the goal 

of an organization. The second behavior should maintain two significant components: set 

high performance expectations and standards, as well as publicly express confidence in 

the followers’ abilities. Finally, the last kind of behavior requires that the leaders should 

be a role model through their actions, beliefs and so on (Kreitner et al., 2002). 
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2.2.2. Volunteer management 

As Kreitner et al. (2002) addressed that during managing, there are two important 

implications. The first one indicates leaders’ new styles of behaviors need to be changed 

based on the practical situation. The second one argues that small sets of tasks and 

employees’ characteristics are relevant factors to managers. Managers are encouraged to 

modify his/her behaviors and makes sure the managerial style is suitable for members of 

the organization. Meanwhile, it also can improve their satisfactions toward jobs. These 

two important managerial implications may be used as principles for leaders during 

management process. It is obvious that leaders should stimulate subordinates to achieve 

goals. At the same time, he or she acts as a bridge connecting work members and 

organization’s future development. 

Volunteers are the major parts in non-profit organizations, and volunteering is described 

as working without any monetary gains (Waikayi et al., 2012). Therefore, volunteer 

management is one of components of management in non-profit organizations. Cohen 

(2008) insists that the concept of good volunteering indicates a major component of 

altruistic behaviors, which has a positive impact on society. As the International 

Federation of Red Cross and Red Crescent Societies (2003) on their international 

conference pointed out that volunteers get involved in every activity of non-profit 

organizations and they are also the backbone of the whole organization. Even though 

there is lack of information about volunteer management in Sweden, the British Red 

Cross relies on volunteers as they implement most of the key activities (Waikayi et al., 

2012). Similar to the British Red Cross, volunteers are involved in many programs in 

Sweden as well. The International Red Cross is also responsible for setting long-term 

strategic objectives included the growth and sustained development of the global 

volunteer development program (Waikayi et al., 2012). There are many reasons can 

explain why people are willing to be volunteers, such as social interaction, sense of 

empathy and self-satisfaction. What is more, volunteers’ satisfaction and retention also 

have impacts on members’ motivation of helping people and they also attribute to a 

proactive management style (Waikayi et al., 2012). Hence, for non-profit organizations, 

especially for the Red Cross, volunteer management is significantly important for the 
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organization in order to keep them interested and motivated. Apart from these, Waikayi et 

al. (2012) argue that in the British Red Cross, volunteer recruitment and retention require 

careful capacity and structural planning, let alone the significant support from other 

individuals and organizations. Even though Waikayi and his partners’ research are based 

on the British Red Cross, there are still many opinions and information can be cited into 

the Swedish Red Cross. 

2.3. Culture 

Culture has a great impact on individuals as well as organization (Hofstede et al., 2010). 

Therefore, it is significant to take culture into consideration during investigating the 

factors that influence gender equality in non-profit organizations. In view of the location 

of the target organization, the national culture of Sweden will be analyzed by involving 

six dimensions of Hofstede’s Framework.  

2.3.1. The definitions of culture  

According to Hofstede et al. (2010), Culture is defined as “the collective programming of 

the mind that distinguishes the members of one group or category of people from others” 

(p.6). Besides, human beings are faced with common problems and they use different 

solutions to solve them. Thus, to some extent, the different solutions or different minds 

also are viewed as culture (Hofstede et al., 2010).  Based on this understanding, it shows 

that the culture is a collective phenomenon and it shared by the members who living 

within a specific group. The impacts of culture have penetrated every aspect of life and 

there is no group can isolate itself from culture (Hofstede et al., 2010). Moreover, Wild 

and Wild (2012) explain that culture generally contains values, rules, beliefs and 

institutions which deeply held by people living in a particular group. Obviously, culture is 

a huge definition as it includes many components. Furthermore, Trompenaars and 

Hampden-Turner (1997) indicate that inclusiveness acts as one characteristic of the 

concept of culture. Hence, no one can explore anything which is not involved in culture.  

According to Wild and Wild (2012), there are eight components of culture. They are 



21 

Aesthetics, Value and Attitudes, Manner and Customs, Social Structure, Religion, 

Personal Communication, Physical and Material Environments and Education. 

Nevertheless, based on Trompenaars and Hampden-Turner (1997), they divide culture 

into three layers. The outer layer includes explicit products, such as food, buildings and 

language. The middle layer is norms and values while the core is basic assumption.  Thus, 

it seems that the concept of culture differs from person to person. Nevertheless there is no 

doubt that value is regarded as an important component of culture. Based on this 

understanding, the definition of value is also significant. Wild and Wild (2012) state that 

values are identified as ideas, beliefs and customs that are emotionally attached by people. 

Whereas Trompenaars and Hampden-Turner (1997) argue that value decides the concept 

of good and bad. Hence it is closely connected with the ideals which held by a group. 

 Cultural impact on individuals 

It is proved that culture affects individual value orientation, which can be classified into 

two parts: universalism and particularism. Therefore, universalism indicates that people 

living in a group or different groups have same or familiar values toward some issues, 

while particularism shows that the value differs from person to person. Even though they 

live together, the value may be different toward a specific event. But universalism and 

particularism coexist in culture. (Qu and Leung, 2006) 

Apart from this, personality also affects people’s behaviors, including motivation, 

achievement, communication skills and management style. Personality can be divided 

into two types: extroversion and introversion. It is obvious that extroversion means 

people have a positive emotion toward social relationships whereas introversion describes 

people who feel uncomfortable with social relationships (Niehoff, 2006). With regard to 

the formation of personality, some researchers point out that personality is mainly 

influenced by culture and different characteristics of genders (Hautala, 2006). 

 Cultural impact on organizations 

Culture has a great impact on organizations, not only on their organizational structure but 

also organizational culture. As Hofstede et al. (2010) explain Mintzberg’s idea that 
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organization’s structure should contain its preferred configuration, coordinating 

mechanism and key part, which are influenced by national culture. And he also indicates 

that organizations can develop their organizational structure by analyzing uncertainty 

avoidance and power distance of their own countries.  

Apart from organizational structure, based on Hofstede’s Framework, six dimensions 

have been put forward in order to distinguish different countries from national culture’s 

perspective. It is obvious that national culture act as an important factor which has a deep 

influence on shaping organizational culture (Hofstede et al., 2010). The core of 

organizational culture is regarded as a main aspect of organizational behavior. It can help 

people to understand how organizations operate and how employees adjust to a specific 

organization. A positive organizational culture can enhance the prime beliefs and the 

behaviors that are good for the development of an organization. Meanwhile, it also 

weakens the actions and values which are considered harmful to the growth of 

organization (Bigliardi et al., 2012).  

2.3.2. The culture in Sweden and gender equality  

Six dimensions that have been presented in Hofstede’s Framework play significant roles 

in exploring national culture. Thus, in this study, these dimensions are used to analyze the 

culture in Sweden. Power distance, individualism versus collectivism and masculinity 

versus femininity will be emphasized in this part. 

 Power distance 

The first dimension is power distance which is used to measure the extent of inequality 

accepted by the members of a society (Qu and Leung, 2006).  Thus, the most remarkable 

difference is the attitude toward hierarchy. Sweden is a country with small power distance. 

Therefore, people insist that hierarchy is equivalent to inequality and they oppose 

centralization while support decentralization (Hofstede et al., 2010). Meanwhile, people 

seek few directions and guidance from their superiors and they can tolerate the people 

who have more power than themselves in a society with small power distance (Jung et al., 

2008). 
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 Individualism versus collectivism 

The second dimension is individualism versus collectivism. Individualism is described as 

a preference for establishing a loosely knit social framework among individuals (Qu and 

Leung, 2006). Apparently, collectivism is opposite to individualism. It is well-known that 

Sweden is an individualist country.  Hence, the skills and rules are the most important 

things that must be considered during hiring and promotion (Hofstede et al., 2010). In 

other words, people is hired or promoted simply based on their personal skills and the 

regulations of organizations without taking in-group into consideration.  

 Masculinity versus femininity 

The third dimension of Hofstede Framework is masculinity versus femininity. It is easier 

to differentiate the emotional gender roles in masculine society as the roles of genders are 

clearly distinct. While the emotional gender roles are overlapped in feminine society 

(Hofstede et al., 2010). Sweden is a feminine country as it gets a high score on this 

dimension. It indicates that the balance between life and work can be conducted. 

Meanwhile, men do not act as a dominant role in this kind of society and the roles of 

different genders are lapped, which mean both men and women should be modest, tender 

and concerned with relationship. In addition, conflicts are usually solved in gentle ways, 

such as compromise and negotiation (Hofstede et al., 2010).  

 Other dimensions  

The fourth dimension is about uncertainty avoidance (UAI), which is identified as “the 

extent to which the members of a culture feel threatened by ambiguous or unknown 

situations” (Hofstede et al., 2010, p.191). According to the data showed in the Hofstede 

centre, Sweden scores 29 on this dimension and it is a low-UAI country (Hofstede, 2012). 

The fifth dimension is called long- and short-term orientation. Sweden gets 20 scores on 

this dimension and it can be defined as short-term orientation (Hofstede, 2012), which 

means the past and present have a great influence on the fostering of virtues. People think 

values of the main work should include rights, achievement, freedom and thinking for 

oneself (Hofstede et al., 2010). The last dimension is indulgence versus restraint. It is a 

new dimension comparing to the preceding five dimensions, which has been added in 

2010 (Hofstede, 2012). Indulgence is defined as “a tendency to allow relatively free 
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gratification of basic and natural human desires related to enjoying life and having fun” 

(Hofstede et al., 2010, p.281). It is believed that in wealthy and indulgent countries, there 

are less strict sexual norms and freedom of speech is important (Hofstede et al., 2010). 

Undoubtedly, the attitude of the target organization (Gävle International Red Cross, 

Sweden) toward different genders is affected by the national culture. Based on the 

information of Swedish Institute (2011), it shows that culture is the main reason which 

has a great impact on achieving gender equality in Sweden and people insist that the 

power should be equally shared by both men and women. Apart from this, the well-

developed welfare system is also one of major factors promoting gender equality within 

the whole society (Swedish Institute, 2011). The parental allowance policy and child day 

care services are widely used for helping females to balance their careers and families. 

Hence, Sweden sets a good example for other countries in achieving gender equality 

within society. However, problems that are emerged during the process of promoting 

equality cannot be ignored. Based on the statistics, in Sweden, the number of women 

acting as higher middle and senior managers occupies 22 percent while women at the top 

are fewer than this percent. Obviously, women are strongly underrepresented at high-

level positions in organizations. As a matter of fact, most countries are faced with the 

same problem as Sweden. Although the share of top jobs to women keeps increasing, the 

rate is quite slow. (Alvesson and Billing, 2009) 

2.4. Governments’ efforts for gender equality  

To achieve equality in the workplace, interventions are important and necessary. In fact, 

government, civil society organizations (CSOs) and other external pressures are the key 

actors which are based on social justice and also have positive influences on promoting 

equality in the workplace (Williams et al., 2010). Governments’ efforts are the factor has 

impacts on achieving gender equality.  

Government funding serves as the important source of the revenue of non-profit 

organizations (Yeung and Connell, 2006). Thus, during the process of achieving gender 

equality in non-profit organizations, the efforts of government are vital. Meanwhile, 

governments need pay more attention to the following suggestion when they try to reduce 
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the gender inequality in the labor market (Plagnol et al., 2010). 

a). Government policies need to be holistic. 

b). Government should set clear goals to achieve equality. 

c). Government should protect employees’ entitlement and support them in taking a leave 

for caring responsibilities. 

d). Set up day care which is affordable with good quality. 

e). Try to narrow the gap about wage between male and female in the labor market. 

Apart from the suggestion above, government should also provide organizations with a 

regulatory framework about organizational flexible working policy which can help 

people to balance their work and life. What is more, as one of the government’s 

responsibilities, they need do some efforts to eliminate direct and indirect discriminations 

in societies, such as, supervise organizations to implement non-discriminatory working 

time policy in their strategies. (Gardiner and Tomlinson, 2009) 

2.5. Theoretical framework  

The aim of this study is to investigate the factors influencing gender equality in non-

profit organizations. In order to find out the factors, the theories of organizational 

management and gender issues are priorities in this study. At the beginning, the 

introduction of non-profit organizations and the differences between for-profits and non-

profits have been discussed in order to give readers a deeper understanding about these 

two kinds of organizations. Apart from these, gender equality is another key point related 

to the aim of the study. It is necessary to mention the definition and importance of having 

gender equality in the workplace, as well as the problems which prevent from achieving 

gender equality in organization. In addition, the problems also reveal that legislation does 

not keep the path with the growing number of female in the workplace during the 

progress of achieving gender equality (Wahl and Höök, 2007), as well as the flexible 

job’s earning and chances for promote (Gardiner and Tomlinson, 2009). Therefore, the 

efforts of organizations which have great influences on promoting gender equality in the 

workplace cannot be neglected. 
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According to the aim of this study and the investigated organization, the Red Cross which 

is defined as a non-profit organization, gender equality in management of non-profit 

organization is a precondition. Within the management issues, the concepts of 

management and organizational behavior which is pointed out by Kreitner et al. (2002)   

are presented in order to exploit information about management issues in non-profit 

organizations. Different from the for-profit organizations, the Red Cross has its unique 

position toward welfare, social assistant and social responsibilities (Torres, 2010). 

Besides, volunteer management that is put forward by Waikayi et al. (2012), in the Red 

Cross is the main work which makes it distinctive compared to for-profit organizations. 

Hence, volunteer management is also an interesting topic to investigate in this study.  

Since the target organization is located in Gävle of Sweden, people’s attitudes and 

measures for gender equality are affected by the national culture (Hofstede et al., 2010). 

Thus, to understand the cultural impact on individuals and organizations would give a 

deep understanding about culture. In view of the particularity of culture, we also use six 

dimensions which are pointed out by Hofstede et al. (2010) to analyze the national 

culture of Sweden.  By doing this, the overview of Swedish culture is presented. What is 

more, the efforts of government also play a significant role in promoting gender equality 

within a society. For example, government policies about daycare and parental leave that 

help women to release themselves from taking care of their children (Plagnol et al., 2010). 

Moreover, organizational flexible working policy will encourage more women to work 

because it minimizes the impact of conflict which exists in work and family (Gardiner 

and Tomlinson, 2009). Therefore, the role of government cannot be ignored during the 

process of achieving gender equality.  

Figure 2-2 emphasizes major concepts in this chapter and each concept is organized into 

the theoretical framework of the study. We conduct this theoretical framework based on 

previous studies which is presented in this chapter.  
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Figure 2-2. Theoretical Framework 

 

Source: Own construction. 

In this framework, we assume four factors: organization, management, culture and 

government, which are associated to each other and have impacts on achieving gender 

equality. The organization maintains the information about non-profits organizations and 

gender equality in organizations (Torres, 2010). As for the factor of management, it 

consists of organizational behavior management and volunteer management (Kreiner et 

al., 2002). Cultural impact on individuals, cultural impact on organizations and culture in 

Sweden are grouped into culture (Hofstede et al., 2010). Governments’ efforts include 

local policies and regulations (Plagnol et al., 2010).    

As we can see from the figure, these four factors are not independent and the connections 

between them cannot be ignored. Management, acts as one part of organization, 

organizational behavior and its strategy will reflect on management, to a large extent. 

Meanwhile, culture also has influences on management, such as the personality of 
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manager (Hautala, 2006). In addition, policies promulgated by governments will 

influence organizational strategy (Gardiner and Tomlinson, 2009). At the same time, 

government makes certain contributions during promoting gender equality within 

organizations (Plagnol et al., 2010). According to Hofstede et al. (2010), no one and 

group can escape the great influence of culture. Therefore, cultural impact on government 

also cannot be denied.   
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3. Methodology 

This chapter presents the collecting process of the study and approaches that are used to 

complete the study, including inductive approach and qualitative approach. Then, it 

shows the ways of data presentation and data analysis. At the end of the chapter, it also 

presents reliability and validity of the data.    

3.1. Methods of data collection  

We used inductive approach to conduct this study. This approach means that the study is 

conducted from raw material to the summary form (Thomas, 2006). In other words, 

starting from a specific area and then expand into general discussion. In this study, we 

started from empirical findings which are derived from interviews and then we combined 

previous researches with our findings to give deep understandings about our topic. There 

are two major methods for collecting data related to the topic which are primary data and 

secondary data (Kumar, 2005). Figure3-1 shows the main components of the primary 

sources and secondary sources.  

Figure 3-1.  Methods of data collection 

 

Source: Kumar, 2005, p. 118.   
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From Figure 3-1, primary data contains observation, interviewing and questionnaire. 

According to the purpose, which is to investigate the factors of achieving gender equality 

in non-profit organizations, the primary data of this study is from interviews while the 

secondary data is from literature reviews. Interview as the primary data in our study, 

sampling is important and it influences the quality of a study (Blumberg et al., 2011). The 

interviews are useful for exploratory studies. On one hand, the unstructured interviews 

can be flexible for us to have the freedom to formulate the new questions according to the 

situation of talks with interviewees. And they are ideal forms for unpredictable situations 

and that respondents provide various types of answers (Berg and Lune, 2012) which fits 

for our study. The interviewees of the study have different working experiences, such as a 

teacher and immigration officer. But now, some of them work as volunteers in the Red 

Cross. Hence, it is helpful for our study to do the interviews without strict structure. 

However, on the other hand, as for the structured interviews, they strictly follow the 

questions decided before doing interviews which helps us to have better preparation for 

questions and words (Kumar, 2005). Therefore, we combine those two types of 

interviews together. As Berg and Lune (2012) argued, it is good to start with questions 

outline and list the questions needed for doing interviews. However, it does not mean that 

we follow all the questions we prepared and we will ask different questions according to 

the talks with interviewees. It is useful for us to interviews them in order to have 

adequate knowledge about non-profit organizations. Moreover, the questions of the study 

can be explained when we do face-to-face interviews and it reduces the possibilities of 

misunderstanding.  

As we can see from Figure3-1 above, secondary sources can be listed in governmental 

publications, earlier research, personal records and so on (Kumar, 2005). Thus, in our 

study, scientific articles and books are used as sources of our secondary data. It is 

important to make full use of secondary data to enrich our study. In order to ensure that, 

we searched for previous researches about gender issues and organizational management 

to support our findings and discussions.  
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3.2. Qualitative approach  

Qualitative and quantitative studies are viewed as the most common ways to investigate 

research problems. Qualitative study dependents on qualitative information, such as 

sentences, words and narratives, while quantitative study is based on quantitative 

information, for example, figures and numbers (Blumberg et al., 2011). And researchers 

are allowed to acquire more knowledge by using interpretive approach, in addition, it also 

enables researchers to develop and understand a specific phenomenon through deeper 

investigation and analysis (Blumberg et al., 2011). Furthermore, qualitative study is more 

inclined to collect unexpected information, compared to quantitative study (Blumberg et 

al., 2011). At the same time, related to the core of this study that find out the factors 

which affect gender equality in non-profit organizations. In order to achieve the aim, 

Gävle International Red Cross is the target organization. As for us, this is a new topic to 

exploit and we cannot assume the final result. In this study, we collected primary data 

through interviews which is considered as a qualitative approach (Blumberg et al., 2011). 

Moreover, we used interviews to communicate with respondents. Face-to-face contact 

with individuals provides the opportunity for getting feedback from interviewees 

(Zikmund, 1997). Having interviews with individuals can encourage interviewees to 

share their opinions, and it can also give us the opportunity to explain the meaning 

immediately when they feel confused about the questions. Some of the interview 

questions are complicated for interviewees to answer, only using general descriptions. In 

those cases, they prefer to use their own experiences as examples to explain their points 

of view. Therefore, using interviews in this study helps to avoid misunderstandings and 

our study can be more reliable in this way. Meanwhile, interviewees can provide 

important information, which we missed or not be considered during question designing. 

That is also a reason why we choose this method to collect data. However, we did not 

strictly follow outline which is presented in Appendix, and we made some changes based 

on the interviewee’s responds as well as their attitudes toward those questions. We have 

seven interviewees and all of them permit to have records. English is the language we 

used to communicate with them. Additionally, each interview took at least 30 minutes so 

that we can discuss gender issues within the target organization and society with every 
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interviewee. During interviews, all of the interviewees are willing to share their opinions 

with us as well as their personal experiences related to the topic.  

3.2.1. Selection of samples  

We chose Gävle International Red Cross as the investigated organization in this study. 

The Red Cross is a non-profit organization which works for ensuring humanitarian 

protection (Torres, 2010). It is a non-profit organization that aims to help people who are 

in need. In this study, there are seven people being interviewed. With the permission of 

presenting interviewees’ first names in the study, their information is shown in Figure3-2 

as follows.  

Figure 3-2. Information about interviewees 

Name Gender Position Date 

(2013) 

The time working 

in the Red Cross  

The 

length of 

interview 

Jenny Female Employee/ 

Manager 

22
nd

, April 8 months 1 hour 

Erling Male Volunteer/ 

Group leader 

12
th

,March Two and a half years 40mins 

Christina Female Volunteer 5
th

, March  Two years 30mins 

Håkan Male Volunteer 2
nd

, April Four and a half year 35mins 

Anna Female Volunteer 16
th

, April Two and a half years 30mins 

Katarina Female Volunteer 23
rd

, April Two years 40mins 

Justina Female Member 23
rd

, April Half year 30mins 

Source: Own construction. 



33 

In the target organization, the majority of people are volunteers. There are six employees 

including one manager who takes in charge of daily routine. Besides, Justina is an active 

member of Gävle International Red Cross. She comes from Kurdistan and used to be a 

nurse in her own country. Now as a new immigration, she often participates in activities 

that are held by the target organization.  

Firstly, we contacted the group leader named Erling. After his permission, we interviewed 

him. Since there is some information about the Red Cross’ daily routine that Erling was 

not familiar with, he gave us Jenny’s e-mail address who is the manager in Gävle 

International Red Cross. Thus, we contacted the manager by sending e-mails and made an 

appointment with her to do the interview. As for the rest of interviewees, we talked to 

them in the language cáfe which is an activity held by Gävle International Red Cross. 

Fortunately, except for Erling, there were five people in the activity willing to be 

interviewed. Therefore, including Jenny and Erling, we interviewed seven people.  

3.2.2. Structure of  interview questions  

According to Fink (2003), questions must be closely related to the aim of the research in 

order to be goal-directed. Thus, based on the purpose that investigates the factors 

influencing gender equality in non-profit organizations, it is important to know the 

general situation about the target organization and then design the following questions 

which aim at finding out the factors. Furthermore, the questions are based on the structure 

of the theoretical framework and all questions listed in the outline aim at answering 

research questions. As the aim of this study is to investigate the factors influencing 

gender equality in non-profit organizations, the questions for interviews must be based on 

this aim. Like we mentioned previously, there is an outline with 11 questions to achieve 

the interviews and questions are showed in the Appendix. Since it is the outlines for 

formatting the general direction of the interviews, the specific questions would be 

changed according to different discussions with individuals. In addition, we chose face-

to-face interview as the method to gather information but it is not standardized. In other 

words, we have a clear aim to do interviews and every interviewee feels free to share 

their viewpoints with us. There is no any direction that leads the interviewees to answer 
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the questions in a specific way (Flick, 2006).  

The structure of the questions starts from asking the general situation of Gävle 

International Red Cross, including the daily routine, the number of volunteers and the 

proportion of each gender. By asking these kinds of questions, it is useful for us to 

acquire better knowledge about this organization in order to have thorough discussions 

with interviewees. Moreover, the purposeful questions fall into two categories: facts and 

feelings/perceptions (Wood and Ross-Kerr, 2006). That means questions cannot simply 

stress on facts or feelings, both of them must be included. Based on this understanding, 

the questions listed in the Appendix are involved in investigating the facts (such as 

question 1, 2) and the feelings toward gender issue (such as question 7, 9). Thus, the 

comprehensiveness of these questions can be guaranteed. 

Different from for-profit organizations which put emphasis on financial benefits; non-

profit organizations are more focused on helping people without expecting anything in 

return (Yeung and Connell, 2006). Moreover, the five volunteers who act as interviewees 

in this study also have working experiences in business organizations so that they are 

aware of the differences between for-profits and non-profits. In order to measure the 

impact of organizations on achieving gender equality, the third question aims at finding 

out the differences between these two kinds of organizations. Besides, the questions 

about how to manage non-profit organizations are also asked, such as question 4, 5 and 6.  

Based on the aim and two research questions, question 7 and question 8 focus on the first 

research question and question 10 tends to answer the second one directly. However, 

other questions are also useful for achieving the aim of this study. Apart from these, 

question 9 and 11 stress on the interaction between gender and management in Gävle 

International Red Cross.  

Before asking questions about gender equality, the target organization’s general situation 

need to be understood and that is why we ask question 1 and 2. Since Gävle International 

Red Cross is a non-profit organization, the differences between non-profits and for-profits 

should also be noticed which may have influences on gender equality. In order to have 

answers about factors influencing gender equality, we listed the question 10. After 

combining and analyzing all results from interviews, it can be helpful for us to answer 
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two research questions from different aspects. Meanwhile, all of interview questions are 

useful for achieving the purpose of this study which is to find out the factors influencing 

gender equality in non-profit organizations.  

3.3. Data collection   

We started looking for the topic by choosing the problem that motivates us. We found out 

that there is information about gender issues and organizational management as well as 

the connection between these two aspects, especially in for-profits organizations, such as 

business companies. Since exploratory studies are mainly used to clarify ambiguous 

problems and they have an expectation that subsequent researches will provide more 

conclusive evidences to analyze problems in a completed way (Zikmund, 1997). 

Therefore, this study is an exploratory study and we investigate the factors influencing 

gender equality in non-profit organizations.  

Then, we searched for information and started our proposal of the study. At this step, we 

selected the target organization – Gävle International Red Cross, and decide the methods 

used for investigation and the interviews as primary data, literature reviews as secondary 

data. There is a variety of communication approaches to do research, such as personal 

interviews, telephone interview, self-administered surveys and web-based survey 

(Blumberg et al., 2011). Obviously, “communication approach involves surveying people 

and recording their responses for analysis” (Blumberg et al., 2011, p.207). We chose 

face-to-face interview as a communication approach. The advantages of personal 

interview are distinct. From our perspective, we can use follow-up questions during 

interviews is the most attractive which enable us to obtain more information. Meanwhile, 

people in different positions of Gävle International Red Cross are very nice and all of 

them are willing to share their opinions with us. Last but not least, Gävle International 

Red Cross, the target organization is located in Gävle of Sweden so that it is convenient 

for us to go there and interview them. 

In order to ensure the comprehensiveness and accuracy of this study, we decided to 

interview people in different positions in Gävle International Red Cross to collect 

comprehensive information from various perspectives about the same topic and then 
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ensure the accuracy of the research. With members’ helpful assistances, we interviewed 

seven members of Gävle International Red Cross: one manager, five volunteers including 

one group leader as well as one member participating in the activities held by Gävle 

International Red Cross. With their permissions, the first names of all interviewees are 

showed in this study.  

After having interviews with interviewees, we organize the data and edit the answers. We 

emailed the contents of interviews to participants in order to avoid misunderstandings. 

Based on interviewees’ answers, the findings are classified into four main parts including 

organization, management, culture and governments’ efforts. And the findings are 

presented in Chapter 4 of this study. When finishing data collection and compilation, and 

analyze the findings combined with relevant theories which are mentioned in Chapter 2. 

Blumberg et al. (2011) define secondary data as “information or data that has already 

been collected and recorded by someone else” (p.236).  In order to ensure the quality of 

this study, we searched for theories to support our opinions toward the topic and findings, 

and then put forward a valuable conclusion and useful suggestions. There is no doubt that 

the source of secondary data which mainly consists of written and electronic data. The 

literatures include different factors that have influences on gender equality in non-profit 

organizations.  

3.4. Data presentation  

After organizing the answers of each interview question, the data and information will be 

classified into specific aspects that are related to the aim of this study, such as general 

situation about the target organization, management, culture and governments’ efforts. 

However, the majority information about Gävle International Red Cross is from Jenny 

and Erling who are the employee and the group leader of the Red Cross while other 

volunteers are not familiar with this organization’s daily routine, such as the number of 

volunteers or the percentage of both genders.  

The data collected from interviews presents in chapter 4 of this study and it is organized 

by following the theoretical framework. With interviewees’ permissions, their first names 

are mentioned in the text.  
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3.5. Data analysis    

The discussions about the study are mentioned in Chapter 5, and it maintains the 

combination of the primary data and secondary data, as well as our opinions. The 

structure of discussion follows the theoretical framework of this study. As Zikmund 

(1997) argues that the analysis part of the study is the application of understandings 

toward the subjects and the interaction between empirical findings and previous theories. 

The analysis involves the factors influencing on achieving gender equality in non-profit 

organizations, which will be the major components of the study, and it also summarizes 

the connection between previous theories and empirical findings which may help us to 

come up with suggestions for further study. As Yin (2003) suggests there are four 

principles that we should keep following, in order to do a high quality analysis. For that, 

we follow the four principles to analyze data. Moreover, the ways of how we present this 

discussion are showed as follows:  

 The first one is that the analysis should show how the subject is presented with as 

much relevant evidence as available and how all the theories connect with the 

collected data. Therefore, in Chapter 5, we combined theories and empirical findings 

in order to give an objective discussion toward each factor related to the topic. Our 

opinions are also presented in the discussion.  

 The second one is that the analysis should address the main rival interpretations as 

possible as we can. We listed the factors affecting the subjects from the primary data 

as well as the secondary data. Then the comparison between empirical findings and 

the literature is presented, and the rival ideas, which are different from our empirical 

findings are showed as well.   

 The third principle indicates that the analysis should maintain the most important 

aspect of the study. We emphasize the subject in the analysis. The factors influencing 

gender equality in the non-profits organization will be presented in the analysis based 

on empirical findings and previous literatures.  

 The fourth principle reveals that the analysis should also need to get involve with 

own prior and expert knowledge in the case. In this study, we investigated Gävle 
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International Red Cross as the target organization, our opinions and thinking toward 

gender equality and non-profit organizations are also showed in the analysis based on 

the process of this study.  

3.6. Reliability and Validity  

Reliability is defined as “the degree to which the finding is independent of accidental 

circumstances of the research” (Kirk and Miller, 1986, p. 20). It means that other people 

may obtain the same finding if they go through the same research process. As Silverman 

(1997) points out, the “data can be made more inclusive in terms of different layers of the 

organization of action” (p. 205). During the process of the investigation, we keep highly 

attention on the reliability and validity. We conducted theories and scientific articles to 

support the analysis. In order to ensure the reliability of this study, all of the interviewees 

are interviewed individually. The interviews not only involve an employee who is in 

charge of the organization, but also include volunteers and other members. Before 

implementing interviews, the outline of interview questions is prepared in order to make 

sure we are in the same direction of the study and increase the validity of the study. 

Nevertheless, we did not strictly follow the outline of interview questions and they have 

been asked in different ways based on respondent’s answers in order to make sure we get 

all information we needed. 

As for the validity, Zikmund (1997) points out that validity is the ability of an instrument 

to measure the main concepts and main issues that plan to be measured. Silverman (1997) 

addresses “a central dimension of validity involves the correspondence between a 

theoretical paradigm and the observations made by the researcher” (p.213). After having 

interviews, we organized the contents of interviews and sent them back to interviewees 

for double check in order to avoid incompleteness and minimize the errors (Kumar, 2005). 

So far, all of the interviewees have checked and confirmed the answers of interview 

questions which are derived from their own thoughts. In other words, the participants do 

not change the attitudes and personal opinions toward the answers. By doing in this way, 

it can prove the information is valid to a certain extent.   
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 4. Empirical findings 

The contents of the interviews are presented in this chapter. As interviews are the primary 

sources, all the information in this chapter is based on the interviews we did. After 

organizing the information collected from interviews, we conclude five parts in this 

chapter. By following the theoretical framework, organization, management, culture and 

governments’ efforts on gender equality are mentioned. At the end of this chapter, we 

present a review of this chapter, and major information about interview results is also 

listed by using figures. 

4.1. Gävle International Red Cross  

The information about the target organization is mainly derived from Jenny and Erling. 

As mentioned above, Jenny is a manager of one branch and Erling is a group leader who 

takes charge of the activity called language cáfe. Thus, they know more things about 

Gävle International Red Cross than volunteers. Besides, all of the volunteers rejected to 

answer questions about the general situation of the Red Cross as they cannot guarantee 

the information is right. All the information we present in the following is based on  

interviews, including the general situation of Gävle International Red Cross.  

4.1.1. General situation of Gävle International Red Cross   

During the interview, the basic information of Gävle International Red Cross has been 

introduced by Jenny. In fact, there are three major branches of the Swedish Red Cross in 

Gävle and each branch has different duties. Manager of each branch reports to Swedish 

Red Cross separately. As for the target organization, they are mainly for helping people 

with immigration issues, such as helping them to find their families who are missing 

during the escape and helping people who have immigration problems. Up to now, there 

are totally 40 members in this organization including 25 females and 15 males. The 

number of females is more than males not only in employees but also volunteers. In this 

branch of Swedish Red Cross, there are 6 employees, 30 volunteers and the rest of them 
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are the persons who unemployed for a long time and they get paid by the unions. Within 

the six employees, four of them are females.  

As the manager mentioned that there are seven fundamental principles in the organization 

which guide all their work. They are Humanity, Impartiality, Neutrality, Independence, 

Voluntary Service, Unity and Universality. Those principles motivate them to work with 

people and generously help people. Meanwhile, the principles also make this non-profit 

organization different from the for-profits.  

 Activity named “language cáfe” 

Except the second hand store, another main activity in Gävle International Red Cross is 

“language cáfe”. All staffs working at “language cáfe” are volunteers. In order to keep 

them together and operate well, Erling and Emma are in charge of this activity, one 

woman and one man. During language cáfe, the Red Cross provides the place and offers 

non-Swedish speakers a chance to learn and talk Swedish. Normally, if they talk in the 

school, it does not work for them. The members in the Red Cross are willing to help 

people to solve problems, such as health care problem.  

People also come to join this activity not only to learn Swedish, but also to ask for help if 

they have any problems about their immigration issues. Hence, most of people who 

participate in this activity are new immigrants. As Erling mentioned, immigration office 

is an important place for dealing their issues and people usually feel nervous when they 

talk to the officer. If they have this feeling, they can come to the Red Cross and talk with 

volunteers, in advance, in case some misunderstandings of their explanations, and then 

they can talk the immigration officer later. For them, it is good to have some people to 

talk to and share their stresses. It will encourage them to speak out their questions in a 

relaxing atmosphere.  

4.1.2.  Differences between non-profits and for-profits  

It is obvious that there are some differences between for-profits and non-profits. When 

working in the for-profits, employees need to strictly follow the rules and regulations 

issued by the company and make sure that everything has been done under the rules. 
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Comparing to non-profits, the for-profits stress on the goal of achieving their own 

interests. Therefore, everything must be followed the regulations and no exception. In 

addition, there are some restrictive conditions among those organizations during the 

operation. Erling agrees with the opinions that, in a business organization, people usually 

focus on their own business and performance, which mean people think helping others is 

not their job. Thus, it is not common to help each other in a for-profit organization. 

However, in the Red Cross, people are willing to go there and help people in need. As 

Erling said that in the Red Cross, he can spend lots of time on helping people until they 

figure out how to deal with problems, or help somebody for about half a day. However, 

this situation seems impossible when he was working in the immigration office. Because 

he used to work in the reception of the immigration office, during the working time, four 

hours a day, he may need to face lots of people who come from different countries. Thus, 

he cannot spend a long time in helping one person, or until they totally know how to 

solve the problem. Different from the for-profits, the Red Cross aims at helping people 

and providing services for them. Employees and volunteers do not care the length of time 

to solve one problem. Besides, they hope everyone who comes to the Red Cross can find 

the solution and feel satisfied. About the phenomenon, Håkan explained that this kind of 

difference between for-profits and the Red Cross attributes to their different social 

responsibilities which are emphasized by organizations. For example, the social 

responsibilities of for-profits are usually given by government, like protect environment, 

prohibit hiring child laborer. Hence, there are some laws and regulations which are issued 

by government and companies must follow them. Otherwise, they will be severely 

punished. However, to a large extent, the social responsibilities of the Red Cross are 

given by the organization itself, instead of government. As we known, the purpose of the 

Red Cross is to help people, provide services and oppose discrimination. As a result, the 

social responsibilities have been decided by the particularity of the Red Cross. 

Apart from the different social responsibilities between for-profits and the Red Cross, 

according to the information given by Jenny, the use of profits is also different in these 

two kinds of organizations. As for the for-profit organizations, the profits are usually 

come from their business activities, like selling goods. When they get profits by doing 

business activities, they will put those profits to production and produce more goods in 
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order to make more interests. Nevertheless, the revenue of the Red Cross is derived from 

the second hand store and donations. In addition, the profits from selling the products 

need to hang up to headquarter of the Swedish Red Cross and then donate this money to 

other places where people in need. Thus, the profits are used to help people in different 

countries, instead of making more interests. 

Moreover, as Håkan and Katarina mentioned, the Red Cross emphasizes freedom and 

equality which completely replace hierarchy. It is apparent that the environment is casual 

and every person is treated as human beings. Besides, they insist that people have the 

right to enjoy the same treatment. Therefore, no matter who you are, you are welcome to 

the Red Cross to help people or ask for help. Nevertheless, it is cannot be denied that the 

hierarchy still exists in some for-profit organizations, especially at the top level. In 

Sweden, the hierarchy is not obvious in the grass-roots unit of an organization, but the 

higher position you are the more obvious hierarchy you feel. Hence, based on the 

volunteers who also have working experiences in for-profit organizations, the attitude 

towards hierarchy is also identified as a difference between for-profits and non-profits.  

4.1.3.  Gender equality in Gävle International Red Cross   

All of the interviewees shared their opinions about gender equality from different aspects. 

Meanwhile, they think it is equal in the Red Cross even though some unfair treatments to 

women still exist in the society. There is no doubt that the Red Cross sets a good example 

to for-profit organizations in achieving gender equality. Based on the information 

gathered from interviews, we analyzed the reason why all of the interviewees think it is 

equal in the target organization, which factors influencing gender equality and what kinds 

of benefits the organization will obtain if they promote gender equality in the workplace. 

According to Jenny, there are trainings for employees and volunteers. To be precise, 

trainings differ from position to position. For instance, if a volunteer is interested in being 

a cashier in the second hand store, then the employees or senior volunteers will teach the 

new coming person some basic skills of being cashier in the store. Therefore, the 

trainings mainly depend on the job, instead of their genders. Without the pre-judgment of 

gender, every people are given the same opportunity. As Jenny said, everyone in the Red 
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Cross is treated as a human being, not men or women. That is a value of the Red Cross 

which aims at helping people and opposing discrimination. Hence, people can easily feel 

the equality exists in the target organization because all of us are human beings. 

Besides, to promote people to a higher position, gender is not a problem which is usually 

viewed as an obstacle during promoting. Jenny as a manager in the Red Cross, she 

stresses on the ability, personality and skills when she want to promote someone. 

Meanwhile, she insists that gender cannot decide a person to be a good leader or not. In 

fact, both men and women can do it well as long as they have the competency to be a 

leader. Therefore, she will not take gender into account, on the contrary, the competency 

is the most important thing needed to be considered when she plans to promote someone 

to a higher position. Because she must make sure that the person is competent. 

What’s more, Håkan and Jenny also shared their own opinions about the benefits of 

promoting gender equality with us. Based on Håkan, he stated that every people want to 

be treated equally. In fact, equality has a great influence on organizations because it is 

related to their job satisfaction. People will feel valued when they are treated the same 

and be given equal opportunity by organization. Under this circumstance, they usually 

work hard to make an achievement. Apparently, it will produce huge interests to the 

organization, not just financial benefits. Håkan believed that people with high job 

satisfaction are the most valuable resource to an organization because they love their job 

and want to make some contributions. There is no doubt that the benefits of organizations 

are closely linked to employees’ efforts, at the same time, job satisfaction plays a 

significant role in achieving effectiveness and encouraging employees to make a good 

performance. Furthermore, Jenny agreed with the opinions that having gender equality in 

the organization helps to create a more comfortable working environment as well as 

motivate people to achieve their career. Hence, promoting gender equality in the 

workplace benefits both individuals and organizations. 

What’s more, Katarina also shared her opinion toward the benefits from another 

perspective. She believes that it will generate a lot of benefits if organizations promote 

gender equality in the workplace. But she cannot give us a specific answer to interpret 

what benefits the Red Cross will obtain. As she said, to promote gender equality is one of 
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missions of the Red Cross. Therefore, obtaining the benefit is not the most important 

factor to stimulate the Red Cross to achieve gender equality. Even though there is no any 

interest, the Red Cross still needs to do that. 

4.2. Management and gender equality    

As the title shows, this part is about management issues. Thus, the information is 

collected from Jenny who is a manager of the target organization. According to Jenny, 

there are two main problems which are encountered during daily routine. The first 

problem is about the schedule of volunteers. Normally, volunteers come to the Red Cross 

and help people in their spare time as they also have a certain job in business 

organizations. Moreover, the manager cannot give order to the volunteers and there must 

be attractive to them as well; otherwise, volunteers will spend their time on the other 

organizations instead of the Red Cross. Thus, it may take time to negotiate with them and 

then make a schedule. As Jenny gave us a common situation that, many volunteers come 

to the Red Cross helping people as well as taking this as a chance to meet their friends. It 

may result that people come to there at the same time of the day, such as 10:00 a.m. to 

12:00 a.m. Since they are volunteers, they can choose whenever they want and employees 

cannot force them to come in a certain time period. Thus, there are not enough volunteers 

working in the afternoon and it has some impacts on managing and the store’s running. 

However, there is a solution for solving this problem. As mentioned previously, except 

for volunteers and employees, there are numbers of people assigned from the unions 

which means that they are paid by the unions and assigned to work in the Red Cross. 

Those groups of people are required to follow the job schedule from the Red Cross if they 

agree to work here. With the help of those groups of people, manager in the Red Cross 

can handle the schedule problems well during managing and it helps manager to run the 

organization smoothly.  

When talking about setting certain numbers of both genders into the management level 

for achieving gender equality, Jenny shared an interesting opinion with us. She said that if 

there are total five positions for the board members and there are four women now, she 

will prefer to have one more capable female as a member instead of a less capable male. 
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What she tried to say is that when promoting people into higher level, having outstanding 

ability will be the most important requirement regardless of the genders. It will be more 

objective to look for the right person with prominent ability rather than simply balance 

the number of different genders. Of course, as Jenny added that if both male and female 

candidates meet the position’s requirements including familiar competencies and skills. 

Under this circumstance, the board members may consider the genders in order to 

balance the proportion of different gender in a certain level, but the gender should be the 

last consideration for promoting. 

Another problem is about profit. When managing the organization’s daily operation, 

manager need to control the expense and make sure it is low and insure that every Krone 

can go to the people who need help and expense the money on the right place. Although 

the Red Cross is a non-profit organization, it also needs to make profits to help others 

because there is no funding from government to support their activities. In fact, the 

revenue is derived from donations. People donate money or second hand products, and 

then the Red Cross can sell them with low price in order to obtain profit to help people 

indeed. Therefore, here is a pair of contradictory. On one hand, the Red Cross cannot sell 

those sundries with a high price. On the contrary, they sell them at low price, but they 

need make profits on the basis of low price. 

However, Jenny does not think managing employees and volunteers is a serious problem 

even though she is a new manger in the team and there are many issues should be 

handled. Firstly, based on the previous working experiences, Jenny has some basic 

managerial skills. Thus, she knows how to assign the works and how to organize the 

branch, which is helpful for managing. More importantly, negotiation acts as a common 

way during managing, for example, people can choose what kind of work they want to 

engage in. When the position is not vacant, Jenny will communicate with them and 

suggest them changing other job. Hence, negotiation is an effective way to solve or even 

avoid problems during managing people. 

Therefore, the manager also plays a significant role in promoting gender equality in 

organization. During the interview, Jenny pointed out that she will never hire someone 

who has an extreme idea toward gender. In other words, if someone insists gender 
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inequality, he or she cannot get a job in the Red Cross. And gender equality can be 

guaranteed that develops well in the target organization, to a large extent. 

4.3. Culture and gender equality  

According to the interviews, all of the interviewees mentioned the impact of culture 

during discussing gender equality in Gävle International Red Cross. There is no doubt 

that the culture is huge definition. However, in this study, it contains national culture and 

organizational culture. As we discuss a lot about organizational culture of the Red Cross, 

which can reflect in its uniqueness, missions, fundamental principles and management 

behaviors. Thus, in this part, we will focus on national culture.  

Some interviewees think that national culture deeply affects people’s values and 

behaviors. As Sweden is a feminine country, gender issue is not as sensitive as masculine 

countries. Nowadays, gender is not a problem that stops people from getting a job or a 

higher position in many organizations of Sweden. Like Håkan and Anna said, they will 

never care the gender of the leader, as long as he or she has the competence to be a good 

leader and can make contributions to the department and the organization. Therefore, in 

many cases, gender is not an obstacle that hinders people from obtaining jobs in Swedish 

organizations.  

Besides, Justina who come from Kurdistan that is a masculine country, she pointed out 

that she can deeply feel the difference of gender equality between Sweden and Kurdistan. 

She admitted that it is equal in Sweden comparing to her own country. Meanwhile, she 

agreed that different national cultures cause the different attitudes toward gender. Except 

for national culture, there is no doubt that to achieve gender equality in organizations, 

organizational culture has a great impact on this aspect. As Jenny mentioned, the 

existence of the Red Cross is to provide service and help for those people indeed. This 

kind of value would influence all of the employees and volunteers in the Red Cross. 

Finally, the gender equality has been a common thing in the organization.  
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4.4. Government and gender equality  

Eventually, the role of the government cannot be ignored when we analyze the factors 

which influence the gender equality in the Red Cross. According to Katarina, there are at 

least two policies implemented by the government which have positive impacts on 

promoting gender equality within the whole society. The first thing is free school. 

Nowadays, everyone can go to school without paying anything in Sweden. Thus, more 

and more females have access to good education and they become more capable as they 

acquire more knowledge. Hence, women would have a desire to change the unequal 

situation and they also have the ability to strive for equal treatments. The second thing is 

laws and regulations formulated by government. It is apparent that laws make gender 

equality possible. Meanwhile, laws restrict the behavior of organizations, to a large extent. 

Christina proved that individuals or organizations cannot discriminate or provide 

different treatments for both genders. Otherwise, they will break the law and be punished. 

Except for laws, parental leave is also essential during achieving the gender equality. As 

Katarina mentioned, in the past, taking care of children and doing housework are 

women’s jobs. Therefore, the stereotypical value stops women from obtaining jobs in 

organizations. Undoubtedly, the application of parental leave enables men to share family 

responsibilities and they also can get at least 80 percent of monthly salary. Moreover, it 

encourages both genders to take family responsibilities and helps women to balance their 

works and families. 

4.5. Summary of the chapter 

Based on interviews with participants, information related to gender equality is 

mentioned. In order to provide a clear vision about the contents of empirical findings, 

Figure4-1 and Figure 4-2 are presented which are concluded according to the previous 

parts of this chapter.  

Figure 4-1 shows the results of the interviews questions. As we can see from the figure, 

we list the key opinions related to the purpose of this study. Based on interviews, there 

are four factors that influence gender equality in non-profit organizations. They are 
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organization, management, culture and governments’ efforts. The relevant interview 

questions are also presented, and the results can explain how these four factors affect 

gender equality in the target organization respectively. 

Figure 4-1. Summary of interview results  

 

Organization 

 

 

Factors 

Interview  

questions 

 

 Results 

 

 

 

 

 

 

 

 

 

 

Gävle 

International 

Red Cross 

Organization Q1,Q2,Q3, 

Q7,Q9, 

Q10.Q11 

1. The number of female employees and 

volunteers is more than males. 

2. There are seven fundamental principles 

units that guide all their works. 

3. Stress on social responsibilities and flat 

hierarchy. 

4. It is equal and both genders are treated 

the same. 

5. Gender equality leads job satisfaction. 

Management Q4,Q5,Q6, 

Q8,Q10, 

Q11 

1. Negotiation is the most common way. 

2. The problems: the schedule of 

volunteers and the contradiction 

between profits and low price. 

3. They offer trainings to employees and 

volunteers. The trainings depend on the 

specific job. 

4. Put emphasis on ability, skills and 

personality during hiring and 

promotion. 

Culture Q3,Q10, 

Q11 

1. Help people in need and provide 

services for them. 

2. Oppose discrimination and insist 

equality. 

3. The situation of women in feminine 

countries is more equal than in 

masculine countries. 

Governments’ 

efforts 

Q10,Q11 1. Free school and parental leave have 

positive impacts on promoting gender 

equality. 

Source: Own construction. 

Besides, the factors which have impacts on gender equality in the Red Cross also are 

presented in Firgure4-2. All of the factors are come from the answers of interviewees. In 

this figure, “X” represents that the factors are mentioned by interviewees and it shows the 
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numbers of supporters to different factors. We can see that, all of the interviewees 

mentioned the cultural impact on gender equality. Jenny is the manager and Erling is the 

group leader, so they have better knowledge about management in the Red Cross. Thus, 

management factor is pointed out by them.  

Figure 4-2. Factors influencing gender equality 

 

Interviewees 

Factors influencing gender equality in the Red Cross 

Organization Management Culture Governments’ 

efforts 

Jenny × × ×  

Erling × × × × 

Christina   × × 

Håkan ×  ×  

Anna ×  ×  

Katarina ×  × × 

Justina ×  ×  

Source: Own construction. 

To conclude that it is equal in the Red Cross and there are four factors that affect gender 

equality in the target organization. There are culture, organization, management and 

government. According to the definition of the Red Cross, it is also identified as a non-

governmental organization (Torres, 2010). Even though those policies do not promote 

gender equality within the Red Cross directly, they have positive influences on promoting 

gender equality within the society, such as free school. Thus, these policies have great 

impacts on individuals as well as organizations, especially their values and behaviors. 
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 5. Discussion 

In this chapter, we present the discussions based on information from interviews and 

theoretical framework.  At the end of this chapter, there is a chapter review which is for 

summing up the main discussions within the chapter. 

5.1. Organization and gender equality  

For-profit organizations aim at creating stakeholder’s profits. Different from for-profit 

organizations, non-profit organizations pay attention to social welfare and humanity 

(Yeung and Connell, 2006). In other words, they focus on helping people who are in need 

and treating each other equally. As McMurray et al. (2010) indicates that non-profit 

organizations make great efforts to achieve social harmony. Non-profit organizations 

emphasize their works toward ensuring humanitarian protection, and the Red Cross has 

its unique position in the society. Gävle International Red Cross supports that everyone is 

human beings and they should be equally treated. With this positive and objective idea, 

negotiation is a common way to solve problems in the Red Cross. As a manager, Jenny 

told us that even though she is a manager, she likes communicating with others and 

knows their opinions. It is also proved by other interviewees and they said that everyone 

is treated the same in the Red Cross, no matter employees, volunteers or the people who 

need help. Comparing to for-profit organizations, the Red Cross’ organizational structure 

is flat (Torres, 2010). Therefore, people get along with each other as friends, and they 

enjoy the time in the Red Cross.  

In the target organization, people are willing to help others and doing the work they are 

capable of. Making full use of the characteristics of genders is important to achieve 

effectiveness in the workplace (Leinonen, 2012). In other words, the Red Cross creates a 

casual environment to people and provides chances for them to work with different 

people. They can share their thoughts freely when they cooperate with others. Meanwhile, 

the target organization emphasizes equality, instead of hierarchy. There is no doubt that 

the implementation of gender equality is closely associated with the relaxing atmosphere 

created by the Red Cross. Moreover, because of the particularity of the target 
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organization, the discrimination and inequality are not allowed as the existence of the 

Red Cross aims at providing service and helping people. From conversations with 

volunteers, they enjoy the time in the Red Cross. It shows that when having equal 

environment in the workplace, people are motivated, and they feel respected so that their 

satisfactions to the job are increased (Atewologun and Singh, 2010).  

5.2. Management and gender equality   

Management is for ensuring the organization’s results produce reliably, and it maintains 

different activities, such as planning organizational structures and monitoring process 

(Stid and Bradach, 2009). In order to make sure the organization’s operation, individual’s 

behaviors are important not only the manager but also the other members. 

Having strong management in non-profit organizations can lead the organization to 

achieve high performance and develop in a stable way (Stid and Bradach, 2009). 

Managers manage the operation, so their positive behaviors are important for 

organization’s development. According to the manager, gender is equal in the target 

organization. The reasons for having this situation are because the aim of the Red Cross 

is humanitarian assistance and the manager’s performance. During the interview, the 

manager mentioned that she would not hire people who do not think gender is equal. The 

manager is responsible for the whole organization, not only the products but also the 

members working there. Her behaviors not only present herself but also affect the overall 

performances of the Red Cross. Thus, management has great influence on achieving 

gender equality in organizations. As Kreitner (2002) argued that charismatic leaders have 

good visions about the future and unleash human potential by motivating employees, and 

enhancing the relationships between members and the organization. The manager of the 

Red Cross emphasized that people working here will have equal opportunities, and 

gender does not stop them to obtain the position they want as long as they are capable to 

that position. Therefore, for achieving gender equality in an organization, the manager 

uses communication and negotiation as the major tool to connect with members that 

include employees as well as volunteers. Manager motivates members to participate in 

every activity, and lets them have more chances to share their opinions with others. With 
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the help of manager, the relations among members become closer and there is no 

boundary between both genders, as well. With managers’ motivations and guarantees, 

employees can get equal opportunities to achieve their career goals and enjoy equal 

treatments in the workplace, such as salary.  

Different from for-profit organizations, the majority of members in the Red Cross are 

volunteers. They are working without any monetary gain (Waikayi et al., 2012). 

Managing volunteer is also one of the main issues for the manager. Volunteers’ 

satisfaction and retention also have impacts on members’ motivation of helping people as 

well as the organization’s operation (Waikayi et al., 2012). For that, volunteers act as an 

integral part in non-profit organizations. Hence, having equal gender among them are 

also important for the whole organization. In the target organization, volunteers are 

willing to share their opinions with each other and communication is a common way for 

connecting with others. Since volunteers have positive attitudes toward their works and 

they are willing to take part in activities, the effectiveness of organization’s operation can 

be generated which helps to improve the equal working environment. Moreover, for 

example, volunteers are encouraged to take the position which they are interested in. 

They get equal opportunities for certain training in order to have better knowledge about 

the duties. Therefore, gender is not a problem that stops them from obtaining specific 

positions in the target organization, as long as they are interested and have positive 

attitudes toward the job. 

5.3. Culture and gender equality  

According to Hofstede et al. (2010), culture is a collective phenomenon which deeply 

affects people’s values and behaviors. Trompenaars and Hampden-Turner (1997) 

indicated inclusiveness acts as one characteristic of culture. There are no people and 

group can escape the impact of culture. Hence, related to the aim of this study that 

investigates the factors influencing gender equality in non-profit organizations, all of the 

interviewees pointed out the degree of gender equality are associated with the culture, 

which includes national culture and organizational culture. 
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 National culture 

As the target organization is the Red Cross that is located in Gävle, Sweden, it is 

important to take national culture into consideration when analyzing the factors 

influencing gender equality in non-profit organizations. Besides, according to the 

Hofstede’s Framework, which presents six dimensions to explore national culture, 

Sweden is defined as a country with small power distance. Based on the definition of 

power distance that is used to measure the degree of inequality accepted by people in a 

specific group (Qu and Leung, 2006). Therefore, equality is widely accepted by people 

living in Sweden. However, during interviews, some interviewees mentioned that it does 

not mean there is no hierarchy in Sweden. The hierarchy still exists in some for-profit 

organizations. However, it is usually felt at the top level, instead of every level of an 

organization. In many cases, people work together in a casual environment, like drinking 

some coffee with colleagues even the boss. Hence, the hierarchy is not a serious problem 

in Sweden.  

In addition, Sweden is an individualist country. In this kind of country, skills and rules are 

identified as the most important things that must be considered in recruitments and 

promotions (Hofstede et al., 2010). It also proves by Jenny who is a manager. She points 

out that she stresses on the ability, personality and skills, instead of gender. Because she 

insists gender cannot decide whether a person is the best candidate for a particular 

position or not, and skills are far more important than gender.  

Meanwhile, Sweden is also a feminine country. Thus, men do not act as a dominant role 

in a society anymore, and it is required that men and women must be treated the same. 

Justina deeply feels that it is more equal in Sweden, compared to her own country, 

Kurdistan. It seems a common phenomenon that women are usually at a disadvantage in 

masculine societies. For example, the salary is different between men and women even 

they are in the same position and women are supposed to take more family 

responsibilities. Nevertheless, the situation is different in Sweden. Both men and women 

can pursue their dreams. Nowadays, it is quite common that women work and men take 

care of children. Moreover, compromise and negotiation play significant roles in solving 

conflicts or problems in a feminine society (Hofstede et al., 2010). According to Jenny, 
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she is willing to communicate with her colleagues and volunteers. She does not think it is 

a good way that people in the Red Cross must follow the manager’s commands. 

Sometimes, employees or volunteers can come up with a good idea to deal with problems 

when she has not figure out. As Jenny said most of the employees and volunteers have 

worked in the Red Cross for a long time, thus, a lot of problems can be easily solved by 

them because of rich working experience. She believes that communication and 

negotiation are effective ways to deal with or even avoid problems during managing 

people.  

Moreover, Swede can be defined as a low-UAI country, short-term orientation or 

indulgent country from other three dimensions which are put forward by Hofstede. 

Especially in wealthy and indulgent countries, there are less strict sexual norms (Hofstede 

et al., 2010). In other words, gender is not a problem which prevents people from 

obtaining a job or a higher position because there are fewer requirements about gender in 

many organizations of Sweden. Most of interviewees have working experience in for-

profit organizations, and they stated that gender will not be considered when hiring or 

promoting someone in their organizations. As Håkan and Anna mentioned, they will 

never care their leader’s gender as long as he or she is qualified for the position and can 

make some contributions to the department, as well as the organization. 

 Organizational culture 

According to Torres (2010), the Red Cross is identified as a neutral, non-governmental, 

non-religious, as well as a non-profit organization. As a typical example of non-profit 

organization, the Red Cross does not focus on making profits. Meanwhile, non-profit 

organizations are main contributors which make great efforts to achieve social harmony 

and economic prosperity as they play important role in the provision of welfare in a 

society (McMurray et al., 2010). The Red Cross emphasizes equality, in addition, aims at 

helping people in need and opposing discrimination.  

By interviewing Jenny, we have a better understanding about the Red Cross. As she 

mentioned, there are seven fundamental principles that provide the guideline during 

working. They are Humanity, Impartiality, Neutrality, Independence, Voluntary Service, 

Unity and Universality. These principles stimulate people to help each other and also 
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make the Red Cross different by comparing to other organizations. Based on this 

understanding, it may be easy to understand why all of the interviewees think it is equal 

in the Red Cross. Furthermore, some interviewees pointed out that gender equality 

attributes to the particularity of the target organization. As we known, the existence of the 

Red Cross is to provide service and help people. Thus, inequality and discrimination are 

not allowed in this organization. Under this circumstance, equality is not simply restricted 

to gender issues but also includes race, religion and so on. 

National culture has a great impact on shaping organizational culture (Hofstede et al., 

2010). That means organizational culture is closely related to national culture. Even 

though there is no evident to show that they must be the same, the relationship between 

national culture and organizational culture is quite close. Therefore, national culture 

deeply affects the Swedish organizations, which stresses on equality. As Jenny said, 

everyone in the Red Cross is treated as a human being, instead of differentiating them 

from genders. Based on this organizational culture, people can easily feel equality that 

exists in the target organization because all of them are treated the same. In addition, the 

core of organizational culture is viewed as a key aspect of organizational behavior 

(Bigliardi et al., 2012). Thus, when organizations realize the necessity and importance of 

promoting gender equality in the workplace, they will formulate relevant regulations to 

ensure the implementation. As we mentioned above, there are seven fundamental 

principles in the Red Cross which guide all their work. To some extent, these principles 

guarantee that gender equality develops well in the Red Cross. Meanwhile, because of the 

particularity and missions of the Red Cross, gender equality must be achieved in the 

target organization.  

Culture can affect the value orientation of individuals (Qu and Leung, 2006). When 

asking questions about gender equality, many interviewees cannot clearly explain why 

they insist men and women must have the same opportunity and be treated the same. 

However, it is because of the value which affects them to have these kinds of ideas about 

both genders should be given the same opportunity and treated the same. Even though 

they cannot ensure that the value comes from national culture or organizational culture, it 

has been deeply rooted in their mind and it is hard to remove. Value acts as one 

component of culture, which is emotionally attached by people (Wild and Wild, 2012). It 
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is not easy for someone to describe the influence of culture as it is intangible and huge, 

but no one and group can escape the great impact of culture (Hofstede et al., 2010). 

5.4. Governments’ efforts  

According to the collected data, apart from organization, management and culture, the 

influence of government has been also mentioned. Government funding serves as the 

main source of the revenue of non-profit organizations (Yeung and Connell, 2006). 

However, based on interviews, we have told that there is no funding from government to 

support activities that are organized by the Red Cross. Therefore, the profits are mainly 

derived from the second-hand store and donations. However, it cannot be denied that 

some policies issued by the government have positive impacts on promoting gender 

equality in the society, such as free school and parental leave. Apart from these, daycare 

also plays a significant role as it frees women from taking care of children (Plagnol et al., 

2010). Apparently, these facilities are sophisticated in Sweden. In addition, Christina who 

is a member of the board mentioned that her company should hand in a report to the 

government every year. The information, such as the proportion of different genders, the 

plan for the next year and how many female workers will be promoted must be presented 

in the report. It is also a way to supervise organizational behaviors so that make sure there 

is no discrimination and inequality in companies. Hence, government acts as a powerful 

external pressure which promotes organizations to formulate and implement rules and 

regulations that are conductive to promoting gender equality in the workplace. On the 

contrary, without the efforts of government, we have a reason to believe that the situation 

about genders cannot be better than now. 

5.5. Summary of the chapter 

We combine the data and the theoretical framework. As for the target organization, 

humanity is the guide that leading them to participate. Management’s behaviors are the 

ways of reflecting their beliefs of both genders are equal. In the target organization, both 

genders are treated equally.  
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As a feminine country, Sweden provides a good environment for the target organization 

to achieve gender equality in the workplace. Managers also play a significant role in the 

process of promoting gender equality in non-profit organizations. Their behaviors are not 

only affected by national culture, but also by organizational values. Apart from these, 

government also has a positive impact on promoting gender equality within the whole 

society. To be precise, the policies promulgated by government affect organizations’ 

strategies as well as their operations. Hence, to promote gender equality in non-profit 

organizations, these four factors cannot be ignored.  

Based on the empirical findings, even though we listed four factors that are mentioned by 

interviewees, we cannot separate each factor and rank them according to their importance 

of influencing gender equality in non-profit organizations. They have interrelation that 

affects each other. Meanwhile, these four factors coexist in the process of achieving 

gender equality in non-profit organizations.  
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 6. Conclusion 

This chapter maintains the results, the implications and critical reflection of this study. 

Firstly, the result of the study is introduced, and it includes the factors we discussed in the 

previous chapters. Secondly, the implications mainly present the major information of the 

study and the implications from the study, as well. Last but not least, the limitations of 

the study are also presented, and for that, we come up with suggestions which may be 

helpful for further study related to gender equality in organizations.   

6.1. Results  

As the Red Cross is an example of non-profits, the situation about gender in non-profit 

organizations can reflect in the result and the information which we collected from the 

target organization. In the target organization, people are treated as human beings instead 

of differentiating them from genders. Since compromise and negotiation are the most 

common ways to deal with problems, people can share their opinions freely. In order to 

maintain an equal working environment within the organization, Humanity, Impartiality, 

Neutrality, Independence, Voluntary Service, Unity and Universality are the principles 

leading people in the Red Cross to have positive attitudes toward gender equality. These 

principles are also the requirements for managing daily routine in the target organization. 

Persons who are capable of the job get hired, and gender does not matter. Volunteers can 

take different positions as long as they are interested in and have positive attitudes to jobs.  

To investigate the factors which have impacts on achieving gender equality in non-profits 

is another research question. There are two factors emphasized by interviewees. The first 

one is culture. Culture has a magnificent impact on people’s values as well as behaviors 

(Qu and Leung, 2006). At the same time, it also affects organizations, such as 

organizational culture and structure (Hofstede et al. 2010). The great influence of culture 

cannot be neglected when we investigate the factors influencing gender equality in non-

profit organizations. Another factor is the organization itself, which focuses on the 

mission, the particularity and its organizational behaviors in this study. The existence of 

the Red Cross is to help people in need and provide services for them. Moreover, it is a 
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non-profit organization, thus, making profits are not the most important thing and people 

in the Red Cross stress on equality.  

The manager’s personalities and behaviors have an impact on promoting gender equality 

within an organization. Managers’ visions and behaviors affect their subordinates 

(Kreitner et al., 2002). In the Red Cross, the manager realized that the importance of 

gender equality, she spreads this value to other people and make sure that gender equality 

develops well during daily routines. Based on this, managers’ behaviors play important 

roles in promoting gender equality in non-profit organizations. Besides, to some extent, 

some policies that issued by government ensure the implementation of gender equality 

within the whole society, such as free school, parental leave, some regulations about 

opposing inequality and discrimination. Related to this study, even though the 

government does not affect gender equality in the Red Cross directly as it is defined as a 

non-governmental organization (Torres, 2010), the efforts of promoting equality to the 

whole society cannot be ignored. Therefore, government restrains the behavior of 

organizations and leads more and more individuals to accept the value of treating both 

genders equally. 

According to the investigation, organizations can gain benefits by achieving gender 

equality as it encourages more women to work when they have the same opportunity as 

men. Thus, the task allocation would be simple by making full use of the different 

characteristics of genders so as to achieve effectiveness in the workplace (Leinonen, 

2012). Meanwhile, employees’ job satisfaction can be improved and encourage them to 

achieve effectiveness as well as motivate them to work hard (Drew, 2002; Atewologun 

and Singh, 2010). Under this circumstance, gender equality will produce huge interests to 

organizations, not just financial benefits.  

6.2. Implications  

This study is useful for exploring and providing the factors of achieving gender equality 

based on the data we collected from interviews and previous studies. Even though the 

empirical findings are based on interviews with participants who are in a non-profit 

organization, the study is also useful for other organizations that plan to promote gender 
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equality in the workplace. Understanding the importance of achieving gender equality 

and the factors affecting this issue provide an equal working environment as well as 

improve members’ job satisfaction (Drew, 2002; Atewologun and Singh, 2010).  

According to this study, culture, organization, management and governments’ efforts are 

four factors that have impacts on achieving gender equality. In this study, we create a 

theoretical framework which is based on the data we collected. Within the framework, 

culture, organization, management and governments’ efforts are included, and these four 

factors connect with each other as well as an act on gender equality simultaneously. In the 

theoretical framework, organizational culture is classified as one part of culture, which 

acts as a connection between the organization and culture. At the same time, although 

management is also regarded as an independent factor, the relationship between the other 

three factors cannot be neglected, as well. Apart from the close connection between these 

four factors, they also influence each other. As we mentioned above, national culture 

plays a significant role in shaping organizational culture and structure (Hofstede et al., 

2010). Besides, the organizational culture can reflect in the behavior and personality of 

managers. The rules and regulations implemented by organizations must meet the 

requirements of government. On the contrary, the policies promulgated by the 

government also greatly affect the behavior of organizations. 

The results and the theoretical framework rely on the target organization’s practical 

experiences and their daily management. These four factors work together for achieving 

gender equality in the Red Cross. Based on this investigation, it indicates that Gävle 

International Red Cross sets a good example in promoting gender equality in the 

workplace. Based on interviews, we organized five ways implemented by the target 

organization so that the other organizations can learn some practical experiences from it.  

 People are treated the same. 

 Stress on ability, personality, skills during hiring or promoting someone, instead of 

gender. 

 Negotiation and compromise are common ways to deal with conflicts. 

 Never hire people who have an extreme perspective about gender. In other words, 

people cannot insist gender inequality in the target organization. 
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 Manager has a positive attitude toward gender.  

Even though these results are collected from a non-profit organization, for-profit 

organizations can also take this study as a practical reference to implement gender 

equality during managing. At the same time, organizations also need to take the actual 

situations into account and estimate which factors they should stress on. Based on this 

study, we consider that gender equality means both of genders have the same opportunity 

to obtain specific jobs or positions. Gender is not an obstacle that stops people from 

achieving their goals. From a social perspective, in order to create an equal social 

environment, every member has responsibilities to promote gender equality.  

6.3. Critical reflection on the study  

This study investigates the factors of achieving gender equality in non-profit 

organizations. Thus, the target organization is Gävle International Red Cross which is a 

non-profit organization. In order to obtain different opinions toward gender equality, 

interviews with members from Gävle International Red Cross is the qualitative approach 

we used for collecting primary data, and we interviewed seven members of the target 

organization. Using the qualitative approach helps us to acquire different opinions about 

the topic and it also provides chances for interviewees to share their ideas freely as well. 

Furthermore, the records of interviews have sent back to the interviewees by e-mails in 

order to confirm the information and avoid misunderstandings. The interviewees cover 

different positions in the organization, such as manager, volunteers and member that 

ensure the validity of samples. They are the manager, the group leaders and volunteers. 

The interviewees are willing to share their opinions with us and express their attitudes 

toward gender equality in the organization, so we can collect reliable and valid data from 

interviews that are the sources of empirical findings. However, there are still limitations 

of this study. In order to have objective ideas about achieving gender equality and lift up 

the results into general situation as critical as possible, we put forward suggestions for 

further study, which are based on this investigation.  
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 Suggestions for further studies 

Using interviews to collect primary data provides us more opportunities to communicate 

with interviewees and motivate them to express their opinions freely. However, there are 

many approaches for collecting primary data. Except for qualitative approach, such as 

interviews, quantitative approach is also useful for investigation. Hence, combining 

different approaches to collect as many data as possible can be helpful for other 

investigators to enrich the sources. For further study, quantitative approach for collecting 

data can also be taken into consideration which can be helpful for enriching the variety of 

materials.  

In the meanwhile, there are seven people who have been interviewed in Gävle 

International Red Cross. Therefore, this study cannot represent all the non-profit 

organizations, but it can be used as an exploratory study which motivates people to start 

considering gender equality in their organizations in order to promote sustainable 

development. However, we also suggest that the number of interviewees can be enlarged 

as it is helpful for collecting as much information related to the topic. Different people 

have their special backgrounds, and they may have different opinions toward the same 

issue. Therefore, increasing the number of interviewees extends the coverage of obtaining 

different opinions and it also expands the scope of applications.  

As an interviewee mentioned that there are three branches of Swedish Red Cross in Gävle, 

and the target organization is one of them. They work separately, and the manager of each 

branch reports to headquarter independently. So the number of target organizations is not 

large enough in this study. In order to investigate the factors affecting gender equality in 

the non-profit organization, the samples of target organizations can be expanded as well. 

After analyzing large amounts of information, the results may be different from this study 

and other factors can be discovered, as well. Hence, investigating non-profit 

organizations in other countries and doing comparisons with Sweden which could find 

out other factors that influencing gender equality in non-profit organizations. By doing 

this, scope of this paper can be expanded.  
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 Information of interviewees 

1. Jenny is a manager who works at Gävle International Red Cross about 8 months. 

2. Erling used to work at immigration office until 3 years ago and he is retired. And he 

told us his personal feelings about helping different people in the immigration office 

and Gävle International Red Cross.  

3. Håkan is a volunteer of Gävle International Red Cross and work for four and a half 

years. Meanwhile, he also works at Sandvik.  

4. Anna is a volunteer of Gävle International Red Cross and the main job is to teach 

foreigners Swedish, in order to help them to adjust themselves to the new 

surroundings. Moreover, she has been doing this for two and a half years.  

5. Christina is a volunteer of Gävle International Red Cross and she is working in her 

family company now. And she is working in Gävle International Red Cross for about 

1 year.  

6. Katarina is a volunteer of Gävle International Red Cross and she also works at a 

middle school as a teacher. 

7. Justina is a member who participates in the language cáfe. She comes from Kurdistan 

and used to be a nurse in her own country.  
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Appendix. Outline of interview questions 

1. The situation of men and women in the target organization. 

- How many volunteers in the Red Cross? 

- The proportion of female of male in the Red Cross? 

2. What are the missions of the Red Cross?  

3. What are the differences between the Red Cross (non-profit) and business 

organizations?  

4. How does the organization operate?  

5. What is the biggest challenge that is frequently encountered during managing? 

6. Will you provide trainings to your volunteers/employees in order to improve the 

skills to solve problems? Do the trainings for both genders? Or they are separated for 

different genders? 

7. Is it equal in the Red Cross?  

8. How to achieve that situation?  

9.  Is it important to promote equality to both genders? And what benefits the 

organization will obtain if they do that? 

10. Which factor is the most important during achieving the equality? 

11. Does there anything need to be improved during the process of implementing 

equality in the Red Cross?  

 


