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Abstract  
 
Background: Women, as managers and engineers, are both within minorities, and even 
though the number of women graduating with an engineering degree has been increasing for 
the last years, there are still a lot of women that never enter or drift away from the engineering 
work environment. It appears to be a known career choice for female engineers to move into a 
managerial position, and could that be one of the reasons why the gender gap in engineering is 
not decreasing as much as it could?  

Purpose: This research took on the career development of female engineers who are working 
as managers. The purpose of this thesis was to understand what provokes the decision of 
female engineers to change careers, enter the field of management, and what career path they 
went through on their way towards that change.  

Method: The empirical data in this qualitative study was collected through semi-structured 
interviews, as they were considered a good way to truly understand the reasons women had 
for this career change. The interviewees were selected based on the requirements that they had 
to be women with a degree in engineering, to have worked in an engineering company, and to 
be currently working as managers in a non-engineering company. The interviewees all had 
experiences within the same culture, as they had all worked and lived in Sweden. The analysis 
of the data was thematic, because the focus was mainly on what was being said rather than 
how it was being said. 

Conclusion: The interviewed women stated that the connection they could establish with 
people, and being able to impact them, was the reason why they were in the leadership 
environment today. The reason they left, on the other hand, was mostly because their career 
had evolved in that direction. Their career drift either happened without them knowing it or 
they had made a conscious choice. The engineering background was necessary for their 
development, and it was perceived to have helped them in their positions as managers. 
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1 Introduction 

_____________________________________________________________________________________ 
The following chapter introduces the topic of this thesis and establishes the relevance of 
this study. The research problem is discussed and subsequently, the purpose of this 
thesis is addressed along with the research questions.  

1.1 Gender stereotypes in leadership  

Stereotypes are common: Asians are good at math, Americans are fat, British people 
drink a lot of tea and if you are black you definitely listen to hip-hop music 
(TheTopTens, n.d.). It is not possible to put large human groups like that under the same 
hat. All individuals are different, and those stereotypes are sometimes out-dated or did 
not ever fit to begin with. There is also a typical stereotype for the ideal leader, but how 
can it be described? According to the Implicit Leadership Theories the characteristics of 
the ideal business leader is based on personal assumptions (Epitropaki & Martin, 2004 
p.293). A part of the gender stereotypes is that the characteristics of a leader: to be 
powerful, focused and risk-takers, are inconsistent with the typical characteristics of 
women’s affection, awareness and humbleness, and this causes disadvantages for 
female managers (Stoker, Van der Velde & Lammers, 2012 p.32). This statement was 
addressed when it was tested how females and males rate women as managers and the 
results were similar for both genders; successful middle managers were expected to 
have characteristics more ascribed to men than women (Schein, 1973 p.97 & 99, 1975 
p.341 & 343). 

Women face two forms of prejudice according to the role congruity theory: women are 
perceived less favourably than men as candidates for leadership roles and the ideal 
leadership behaviour is not evaluated in such a positive light when it is enacted by a 
woman (Eagly & Karau, 2002 p.576 & 586). The stereotypical characteristics of 
leaders, and the typical characteristics of females, do not match and if women behave in 
a more masculine way they tend to get negative reactions (Eagly & Karau, 2002 p.586).  

Leadership is not linked directly to a gender. In fact, the social identity theory concludes 
that leadership is a group process emerged from social categorization and a 
depersonalization processes associated with social identity (Hogg, 2001 p.196). As 
mentioned by Hogg (2001 p.196), individuals base the leadership perceptions on 
judgments of how well the performance is of an individual in a specific task or situation 
and strongly influenced by how the leader matches the group prototype.    

1.2 Women in leadership positions in Sweden 

There is concern for the under-representation of women as board members, since the 
growth rate from 2003 to 2010 was 0,5% per year in Europe (European Commission, 
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2013b p.6). The measures taken expect to accelerate the growth rate and, therefore, the 
female presence will increase with further local measures and incentives. 

The 2013 report of the current situation of gender equality in Sweden shows that the 
female labour force is not yet used at its full potential by Swedish companies (European 
Commission, 2013a p.5). Even though the college/university education rate for women 
is 35% (above the EU average), the promotion of gender atypical fields is still an issue 
(European Commission, 2013a p.4). This implies that these atypical fields are still male 
dominated and it is one of the challenges to overcome the gender gap. 

Rates show that women are less present in education related to Engineering, 
Manufacturing, and Construction (28.7%) compared to Social Sciences, Business, and 
Law (61.3 %) in Sweden (European Commission, 2013a p.8). This tendency can 
explain the distribution of employment in Sweden, which shows that the business and 
administration professionals are among the most popular female occupation (8.7%) in 
contrast to the one of the most popular occupations for male which is Science and 
engineering (7.8 %) (European Commission, 2013a p.9). 

1.3 Problem 

Women as managers and women in engineering are both within minorities. Even though 
the number of females graduating with a bachelor’s degree in engineering increased 
from 17.3% to 20.1% in 1995-2010, there are still a lot of females that never enter the 
engineering fields after graduation (Fouad, Singh, Fitzpatrick & Liu, 2012 p.11 & 13). 
A third of those women never enter the engineering fields because they feel that the 
workplace culture is non-supportive of women and not flexible enough (Fouad et al., 
2012 p.6). Even more women leave the engineering field after working as engineers for 
a period of time, and out of all those women that participated in the research made by 
Fouad et al. (2012 p.8), and are not currently working as engineers, 50% are actually in 
managerial or executive positions. Female engineers seem to be attracted to leadership 
positions, and it would be interesting to see if they experience leadership positions in a 
different way, coming from a male dominant background. 

In Sweden, the distribution of women and men across the economy show a clear gender 
bias. Education in business and social sciences are among the highest when it comes to 
female presence (European Commission, 2013a p.8), but not as many females educated 
in business are part of the Swedish workforce. However, they do process a high 
concentration rate (8.7%) in comparison with other typical male occupations (European 
Commission, 2013a p.9).   

Concerning the denominated “vertical segregation”, women are still underrepresented in 
positions that demand economic decision-making inside the European Union. However, 
rates reveal that Sweden has above average when it comes to female representation in 
economic decision-making positions. From 2003 to 2010 it increased by 8% in 
corporate boards, but only 1% in management positions in large companies (European 
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Commissions, 2013a p.10). A female employee still earns (15.8%) less than the average 
male employee in Sweden (European Commission, 2013a p.11). 

With that being said, both business and engineering educated females are involved in a 
male dominated environment, and even though the gap is smaller in the business 
industry, it is still a problem. Female engineers are changing careers to pursue 
opportunities to become leaders in the business sector, and therefore, the gap in the 
engineering industry is not decreasing as much as it should.  

1.4 Purpose 

The purpose of this thesis is to understand why female engineers change careers by 
entering the field of business. Both engineering and management are considered male-
dominated environments and it raises the questions: 

• What is it that provokes the decision in female engineers to move from 
engineering positions into management? 

• How is the career development of a female engineer that pursues a managerial 
position outside the engineering field? 
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2 Theoretical frame of reference 

_____________________________________________________________________________________ 
The following chapter introduces the literature that is considered relevant in the making 
of this thesis. The concepts of this chapter are considered necessary to answer the 
research question and will be used in the analysis of this thesis. Eventually, the 
research model of this thesis is introduced, which connects, in the author’s opinion, the 
literature with the research questions, sought to be answered.   

2.1 What is leadership? 

The simplest definition of leadership might be that you have to have followers to be a 
leader (Grint, 2010 p.2) but as we move towards more complex definitions it becomes 
more likely that we do not all agree.  

Being a leader and a manager is not the same thing, but in order for organizations to be 
successful, they need persons who are both (Zaleznik, 1977). Anyone can be a leader: in 
a group, in a team, a formal or informal leader, it depends completely on the occasion 
and what type of a leader the followers are seeking but to be a manager you need 
legitimate power (Grint, 2010 p.15). 

The environment around is rapidly changing, requiring fast innovative responses for 
unseen problems and making it impossible to have one “magical solution” on how to be 
a good leader. The sociological approach expects leaders to fit their characteristics to 
the context so they have to act differently depending on the situation (Kanter, 2010 
p.569). 

Transformational leadership style is when leaders create an environment that supports 
growth and change while the followers of transactional leaders are driven by awards and 
punishments (Oke, Munshi & Walumbwa, 2009 p.65 & 66). Transformational and 
transactional are two of the many styles known in leadership, and most of the leaders in 
the world are probably not 100% committed to either of the styles but are a mix of them 
both, or they switch between them depending on the task.  

Followers can accept change in three different ways: with compliance, identification 
and internalization (Oc & Bashshur, 2013 p.930 & 931). Compliance is connected to 
hard power, since the followers accept the change not because they truly agree with the 
change, but because there is a reward on the line (Oc & Bashshur, 2013 p.930 & 931). 
When followers accept the change because they truly agree with the ideas, it is called 
internalization, but when they accept it because of a desire to build a relationship with 
the leader, it is called identification (Oc & Bashshur, 2013 p.930 & 931). Both 
internalization and identification can be identified as soft power, but identification can 
be more accurately connected to referent power, which is when the followers admire 
and respect the leader giving the leader the ability to influence them (Lunenburg, 2012 
p.4).  
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The definitions of leadership are not linked to gender but The Implicit Leadership 
Theories might affect the opinion people have on their leaders’ gender. The Implicit 
Leadership Theories represent the framework of particular characteristics and 
behaviours that followers assume from their leaders (Epitropaki & Martin, 2004 p.293). 
That framework is stored in the follower’s memory and is triggered when they interact 
with leaders (Epitropaki & Martin, 2004 p.293). This leads to the important role of the 
employees, since they sometimes have predetermined opinions based on stereotypes 
that can affect their framework. The stereotypical leader characteristics are, as an 
example, inconsistent with the stereotypical characteristics of women, and that can 
affect women in succeeding in managerial positions (Stoker, Van der Velde & 
Lammers, 2012 p.32). Women are expected to be warm, aware and humble, while 
leaders are expected to be powerful, result-oriented and risk takers (Stoker, Van der 
Velde & Lammers, 2012 p.32). The stereotype of a leader is slowly shifting into a more 
feminine direction than was the reality in 1973 and 1975, where it was concluded that 
both women and men felt that leaders should contain characteristics more ascribed to 
men (Schein, 1973 p.97 & 99, 1975 p.341 & 343), but it is, however, still considered 
masculine (Stoker, Van der Velde & Lammers, 2012 p.32). Despite that there are both 
female and male leaders who want to be perceived as effective, it is advised to mix 
‘feminine’ and ‘masculine’ characteristics in their behaviours (Kark, Waismel-Manor & 
Shamir, 2012 p.637 & 638). The role congruity theory states that women face two types 
of prejudice in management, leading to them being an interesting topic (Eagly & Karau, 
2002 p.576 & 586). 

2.2 Women in gendered organizations 

There is a lot of information available on research of women in management and 
engineering from the United States, and not too much about how these topics are 
developed in other countries. The literature available in Europe is a result of a 
comparative observation between countries that are constantly learning from each other, 
which is positive, since international comparative analysis provides a natural laboratory 
where it is possible to observe different phenomena (Berthoin-Antal & Izraeli, 1993 
p.56). In both careers, it is important to explore their work environment within the 
organizations and how these organizations influence their career paths. For this matter, 
it will be necessary to include the organizational theory to be able to identify them. 

2.2.1 Defining gendered organizations 

It is important to understand gender as a socially constructed concept that occurs to an 
individual and sex as the biologically given. The discussion of gender usually involves 
the subordination of women either concretely or symbolically (Acker, 1992 p.250). The 
gendered organizational theory was born as a response to previous researches that 
provide no convincing explanation regarding women's economic and occupational 
inequality, sex segregation, wage gap and the imbalance of women in management 
(Acker, 1992 p.251 & 252). 
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Organizational theory is originated in a close relationship with groups that manage, 
organize, and control society, while researchers and theorists have the task of ruling 
these relations (Acker, 1992 p.249). Organizations become gendered when they follow a 
set of activities that shows a clear advantage for, or protect the privileges of, men in 
traditional managerial positions (Acker, 1992 p.251 & 252). 

How to identify gendered organizations? 

Usually, ordinary organizational activities produce gender patterning of jobs, wages, 
and hierarchies (Acker, 1992 p.252).  In gendered organizations there are perceptions 
that some jobs are suitable for women, as men are suited for others, resulting in 
reorganization of positions rather than elimination of this pattern. 

How is the interaction between individuals?  

There is a clear interaction where alliances and exclusions are created, all of them 
looking for dominance and subordination (Acker, 1992 p.253). These interactions may 
happen between supervisors and subordinates, between co-workers where sexuality is 
involved, in order to help maintain hierarchies favouring men (Acker, 1992 p.253). 

How does the culture of the organization influence the understanding of the gendered 
structure?   

The organization might be pushing to create the correct gendered persona by demanding 
gender appropriate behaviours and attitudes, while at the same time forcing to hide other 
“unacceptable” aspects (Acker, 1992 p.254). 

2.3 Women and engineering 

In engineering schools, women make up around 20% of the students, and even though 
the numbers are constantly growing, they are still a big minority (Schmieder, 2012; 
National Science Foundation, 2013). A lot of engineering students drop out of their 
studies, but out of those who graduate, many women never make it to the working 
market of engineering, since they only represent 15% of the workforce (National 
Science Foundation, 2015).  

2.3.1 Why is there still a gender gap in engineering schools? 

The basics of engineering is math, and the old-fashioned and inaccurate belief that boys 
are better than girls in math is unfortunately still alive in the minds of some people 
(Hill, Corbett & St Rose, 2010 p.90). The difference in performance between girls and 
boys earning high scores on math tests does not exist anymore, since girls have been 
increasing their math scores rapidly the past 30 years (Hill, Corbett & St Rose, 2010 
p.19 & 21). Compared to the number of girls performing well on math tests, the number 
of girls pursuing careers in Science, Technology, Engineering and Mathematics 
(STEM) is still low (Hill, Corbett & St Rose, 2010 p.21). Spencer, Steele and Quinn 
(1999 p.4) did a study in the United States about the stereotype threat women could face 
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when they perform math tests, indicating that they would expose themselves to the 
negative judgment of being weaker than men in math. Their study consisted of three 
groups of students, each group was then split into two smaller groups, with similar 
abilities in math while performing tests, where one part of the group were put in a 
situation where the stereotype was irrelevant, while the other part were in a situation 
where the stereotype was to be relevant. They performed three different studies: a) an 
easy math test vs. a difficult math test; b) everyone got the same test, but half of the 
group was informed, in advance, that the test had shown no gender differences in the 
past, and the other half was informed that it had shown gender differences in the past; c) 
everyone got the same test, but half of the group was informed that the test had 
previously shown no gender differences, while the other half got no briefing and both 
groups had to answer four questions evaluating apprehension before the test. The results 
were similar in all three cases, women performed equal to men where the stereotype 
was irrelevant but performed way worse in a situation where it was relevant. The 
stereotype threat might be the reason why fewer girls express interest in topics related to 
math and, by avoiding those fields, they decrease the chances of them being judged 
(Hill, Corbett & St Rose, 2010 p.38). It is a question of self-confidence and Correll 
(2004 p.95 & 110) found that females in high school rated their math skills lower than 
male students that had equal abilities. The students that rated their math abilities higher 
had a greater probability of seeking a major in science, math or engineering, explaining 
a part of the gender gap in “quantitative” majors (Correll, 2004 p.110).   

Women who enrol in engineering and science in the United States begin their studies 
with high levels of self-confidence, but it decreases a lot on their first year in college, 
and even though they slowly regain some of it back over the next following years, they 
do not recover it to its initial level (Brainard & Carlin, 1997 p.9). Many women drop out 
of their engineering or science programs because they do not feel accepted, are scared 
of loosing interest, their self-esteem is lower or they feel intimidated (Brainard & 
Carlin, 1997 p.9).  

2.3.2 Women working as engineers 

Women in science, engineering, and technology (SET) are special in many ways. Such 
is the case of 28 international focus groups, as they have defeated the educational 
system, the culture that judges and ridicules them (with labels as “science nerds”), to 
finally face a work environment that is neither too friendly nor encouraging, either. 
They have a strong determination to succeed, and the talent that they possess should not 
be wasted (Hewlett et al., 2008 p.15). 

When they finally get the opportunity to work as engineers, they thrive in it. The survey 
made by Hewlett et al., (2008 p.49) showed that women from different companies 
started their careers with enthusiasm. Almost three quarters (72%) felt that their job 
contributed positively to society and all the women between the ages of 30 and 34 felt 
their work was intellectually challenging (Hewlett et al., 2008 p.49). They enjoyed not 
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only being innovative and thinking creatively, but also being able to use their skills to 
contribute to society (Hewlett et al., 2008 p. 13 & 49). 

2.3.3 Why do they leave? 

Highly qualified women who finished the male-dominated educational system in the 
United States enter the corporate world only to quit in their mid to late thirties as a 
result of workplace culture (Hewlett et al., 2008 p. 10). There are five negative cultural 
aspects that push female engineers out from their careers (Hewlett et al., 2008 p.2): 

• The Hostile Macho Culture: A workplace that is highly exclusionary and 
predatory, with reported cases of sexual harassment. 

• Isolation: Women are set aside and alone in their workplace or in a team, as 
consequence of a loop situation (lack of mentors and sponsors). 

• Mysterious career paths: This is a direct consequence of the Macho Culture and 
isolation, as 40% of women do not understand how to move forward in their 
careers and experience the feeling of being “stuck”. 

• Systems of risk and reward: Women are willing to make big sacrifices or go 
through risk situations, but there is no recognition of their efforts (p.27 & 42). 

• Extreme work pressures: Engineering jobs are intense, and take women around 
the world, facing high-pressure time schedules. They are more affected by this 
issue, depending on the culture they live in, and have no correlation with the 
disappointing compensation packages (p.64). 

The two most relevant negative aspects that cause female engineers to leave after 10 
years of their career or in their mid to late 30s are the Macho Culture and isolation. The 
Macho Culture is often hostile and excluding for women. The ambitious ones that rise 
and move forward are adopting masculine traits and attitudes, which end up putting 
other women down and, ironically, contribute to worsen the isolation problem (Hewlett 
et al., 2008 p.22). Isolation creates the feeling of risk or fear, and both increase the 
chance of women being unsatisfied on their job and the intention of leaving it (Hewlett 
et al., 2008 p.25). 

2.3.4 Where do they go? 

Many female engineers do not work as engineers, they either did not enter the field of 
engineering after graduation or switched fields after some time, leaving only 60% of the 
female engineers working in the engineering field (Fouad et al., 2012 p.15). A third of 
the women that did not enter engineering after graduation perceived engineering as 
being unbendable, and the workplace culture to be non-supportive of women (Fouad et 
al., 2012 p.6). Two thirds of the women that never entered engineering, and 54% of the 
women that left engineering, are working in management or executive level positions 
(Fouad et al., 2012 p.8).  
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2.4 Women and management 

The persistent stereotype that follows this career path, in all industrialized countries that 
connects the managerial position with being male, appears to be that no matter which 
important characteristics are considered relevant to a manager, they are identified more 
closely with men than with women (Berthoin-Antal & Izraeli, 1993 p.63). This male 
dominance around the world is even more complex when the actual features demanded 
for managers vary from culture to culture (Berthoin-Antal & Izraeli, 1993 p.63).  

It is possible that the concepts built on gender stereotypes are defining the presence of 
women in management (Berthoin-Antal & Izraeli, 1993 p.64). This is visible in cultures 
(Japan, Austria, Venezuela, Italy, Switzerland) that labelled “assertiveness” as a 
“masculine” characteristic, and as such, said cultures are less favourable for women in 
leadership positions (Berthoin-Antal & Izraeli, 1993 p.64). Other cultures (specifically: 
Sweden, Norway, the Netherlands and Denmark) that highly rated “nurturance” as 
“feminine” do not have the highest proportion of women managers either; Sweden and 
Norway are rated the more “feminine” countries, where they value the “feminine” 
characteristics more than “masculine” characteristics (Berthoin-Antal & Izraeli, 1993 
p.64). 

This issue is addressed by a political commitment and efforts to address gender 
equality, marking beginning of change (Vinnicombe, 2000 p.4). There is a promise to 
eliminate the gender gap in political and economic representation (European Institute of 
Gender Equality, 2015 p.7). As result, it is easy to notice that the presence of women in 
the highest decision making positions increased in the last decade (European Institute of 
Gender Equality, 2015 p.7). The presence of women in corporate boards represents 
progress within the economic spheres. Indicators show that the gender gap in education 
is closing, and the share of employment is steadily decreasing, but underrepresentation 
remains (European Institute of Gender Equality, 2015 p.10). When it comes to 
economic decision-making, a microeconomic perspective argues that higher gender 
diversity organizations improved company performance (European Institute of Gender 
Equality, 2015 p.32). 

The gradual increase of women in corporate boards of publicly listed companies in EU 
members is a sign of positive change, although gender stereotypes and prejudices are 
marking the speed of changing this reality. Corporate culture limits women leadership 
positions by linking them to men and masculinity (European Institute of Gender 
Equality, 2015 p.54). All these positive changes might lead to question how deep 
gendered Swedish organizations still are. 

2.5 A career development path  

2.5.1 The key factors for corporate success 

Female managers’ careers are different from male managers’ careers, therefore, it is 
necessary to develop a strategy that helps women climb the organizational ladder. High-
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powered corporate women launched their careers using ten factors (Vinnicombe & 
Bank, 2003 p.243): 

• Confidence: it is the key to self-esteem and putting oneself for promotion. 

• Self-promotion: do not assume that putting all the energy in the job will lead to 
promotion. 

• Risk taking: no fear of making decisions. 

• Visibility: to promote a good reputation. 

• Career acceleration: having necessary education. 

• Mentoring: associated with female managers’ success. 

• Portfolio careers: combining different career directions. 

• International experience: having formative years abroad. 

• Role models: to look up to other women in higher positions. 

• A management style: compatible with that of male colleagues by being sensitive 
to the leading style required by others. 

2.5.2 The importance of the pipeline  

The career progress of women in the last 20 years has reduced the shortage of qualified 
women, and now there are more qualified women waiting “in the pipeline” 
(Vinnicombe, Burke, Bale-Beard & Moore, 2013 p.3). The “Pipeline Theory” explains 
the positive relationships between women in top management and women in lower 
positions, responding to an interaction between a majority and a minority that, in 
response, should increase the size of the minority (Collins, 1979 p.678 & 679). The 
findings of Helfat, Harris and Wolfson (2006 p.60) suggest that companies are making 
advances in the area by aggressively promoting and hiring younger women from an 
already available talent pool (Helfat, Harris, & Wolfson, 2006 p.19). 

Having women in top management may lead to them reaching out to other women 
waiting in the talent pool, which leads to organizations promoting more women in 
higher executive positions as a critical priority (Helfat, Harris, & Wolfson, 2006 p.59 & 
60). 

There are signs that indicate that, once there is a solid pipeline created, there will be a 
tremendous improvement. The Athena Factor survey shows that female managers have 
incredibly positive effects on other women and, although management is also a male 
dominated field, there is a dramatic effect of women managers over the work perception 
of female engineers (Hewlett et al., 2008 p. 28). They feel less isolated, have easy 
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access to mentors and role models, and feel that they can openly talk about work-life 
(Hewlett et al., 2008 p. 28). 

2.6 Research model 

After reviewing the existing literature, it was found interesting that female engineers 
tend to move towards managerial positions. The following research model was made to 
make sense of the theoretical frame of reference, try to explain the career development 
path of the women who move from engineering to management, and it will be tested in 
the analysis of the empirical data. The female engineers who have moved towards 
managerial positions are expected to have gone through the process described in the 
research model.  
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Figure 1: The research model 

 
 
(1) Female engineers have a strong determination (Hewlett et al., 2008 p.15) and start 
their careers after overcoming a challenging education that decreased their confidence 
in the beginning (Brainard & Carlin, 1997 p.9). They are thrilled by their previous years 
of studies, and are eager to apply their knowledge in engineering (Hewlett et al., 2008 
p.49), but find themselves inside (2) work environments that are not so friendly or 
encouraging, either (Hewlett et al., 2008 p.15). With characteristics perceived as 
gendered (Acker, 1992 p.250), (2a) these experiences could trigger new aptitudes and 
interests but, at the same time, force them to pursue a (3) career outside the hard-core 
engineering field (Hewlett et al., 2008 p.2). (4) To follow their own new career 
development (Fouad et al., 2012 p.8), women combine their (4a) leadership skills 
(Berthoin-Antal & Izraeli, 1993 p.64) and (4b) the ten keys to corporate success to 
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achieve high (5) managerial positions (Vinnicombe & Bank, 2003 p.243). A woman in 
a managerial position, besides pursuing her own benefits, is aware of the possibility of 
(5a) making impact on other women seeking to move forward in their careers (Hewlett 
et al., 2008 p. 28). Women as managers might perceive that the new work environment 
is more welcoming (European Institute of Gender Equality, 2015 p.10) (6) and, 
therefore, more positive towards the intention of women to achieve (7) success 
(Berthoin-Antal & Izraeli, 1993 p.64). 
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3 Methods 

_____________________________________________________________________________________ 
The following chapter introduces the methods used for the empirical study of this thesis. 
Firstly, a reason for the choice of methodology is given, following with the research 
design, the method used for selection of interviewees, data collection and data analysis. 
Lastly, the research ethics and research quality are discussed.    
 
To be able to gain insight into the mind of female engineers, it was considered 
necessary to do an empirical investigation, to try to figure out how they perceive the 
management environment compared to the engineering environment. Through an 
empirical study, it was attempted to get insight into the perception that female engineers 
in managerial positions have on their current and previous environments. In the 
following analysis, the empirical findings from the engineering women were compared 
to the theoretical framework. This study expects to contribute to the current information 
on work environment, and help organizations understand more about the female work 
experience, and how the culture of an organization could affect the careers of female 
engineers. 

3.1 Qualitative interview research approach 

The philosophical position is a major concern to the authors in this thesis, to explain the 
way the data is used and analysed. The qualitative approach of this research was linked 
strongly to interpretivism (Williamson, Burstein & McKemmish, 2002 p.30), and the 
reasoning style is inductive. This will be explained further in the research design. 

3.1.1 Under the umbrella of qualitative research 

The epistemology of qualitative interview tends to be more constructionist than 
positivist (Warren, 2002 p.83), mainly because interviews allow the authors to be 
concerned by the “meaning”, by believing the social world is constructed by people and, 
therefore, different from the world of nature. Part of the tasks as interpretative 
researchers was to understand how the participants construct the world around them, 
their beliefs, feelings, and interpretations. The researchers and authors of this thesis 
were the main instrument, since the relation with the participants was mainly around 
asking questions (Williamson, Burstein & McKemmish, 2002 p.31). 

3.2 Research design 

The qualitative interviewing was designed to thematize the experience of the 
participants (Warren, 2002 p.83). The research design for this qualitative research was 
based on inductive reasoning, since the researchers wanted to make sense of the 
situation without imposing pre-existing expectations (Williamson, Burstein & 
McKemmish, 2002 p.31). 
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Figure 2: Research design 

 

Source: (Williamson, Burstein & McKemmish, 2002 p.31). 

3.3 Selection of interviewees 

In light of the research question, the characteristics of the ideal interviewees were 
written down before the active search for them began. The top requirements were that 
the interviewees needed to be women with a bachelor’s degree or a higher education in 
engineering, working in a managerial position. The extra qualifications added were that 
they needed to be working in a non-engineering company, but still with a previous 
experience from an engineering environment and, in order to get the most valuable 
comparison, it was found necessary that they would all had to have experience from the 
same culture, that is, to have worked and lived in Sweden. The research was not big 
enough to give significant results for different cultures, and that is why limiting the 
research to Sweden was found necessary, in order to prevent obscure results. An extra 
quality found important was for the interviewees to be able to speak English, since the 
author’s ability in Swedish is limited.  

The first few interviewees were found through LinkedIn, a social networking site for 
business professionals (TechTerms, 2010). The snowballing process was then used, 
where the first interviewees where asked to suggest other women that could fit the 
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profile, making the difficult process of locating interviewees easier (Rowley, 2012 
p.265).  

3.4 Data collection 

The method chosen to collect the empirical data was semi-structured interviews, as they 
were considered a good way to truly understand the perception the interviewees had on 
the topic, to gain insight into their personalities and the reason behind their answers. It 
was also considered necessary to make the interviewees feel comfortable and, by 
making the questions flow in a conversation, they could give deeper answers than if it 
would be a written questionnaire. Interviews are also the most important data collection 
technique for qualitative research in business and management and Myers (2009 p.125) 
suggests a series of steps to follow a simple interview. The interviews started with a 
preparation, where information of the background of the person and the organization 
was gathered (Myers, 2009 p.129), although a previous Internet search was part of the 
tasks as interviewers. This was with the intention of asking appropriate questions to 
follow up as necessary. Then, it was important to proceed with an introduction, which 
consisted of chitchat to build up trust and rapport. This part was particularly important 
to commit the interviewee to understand the importance of the research (Myers, 2009 
p.129). This explanation of the purpose of the interview was clear, confident, and 
enthusiastic. Most parts of the conversation consisted of short and to-the-point 
questions designed to encourage the person to talk. The questions started with “who” 
what” “how” “where” “when” “why” (Myers, 2009 p.132). Careful attention was also a 
main preoccupation for the interviewers during the data collection, to show respect and 
sensitivity. A special time immediately after the interview was set, as part of the 
conclusion, to respond to any question the interviewee might want to ask (Myers, 2009 
p.131).  

3.5 Data analysis 

The way the interviews were conducted contributed in organizing information related 
directly to the theories and concepts previously placed in the theoretical frame. The data 
available from the interviews was analysed and placed inside charts that corresponded 
to the matching theories from the theoretical frame. Each chart represented one theory 
that the research model aimed to test or discard. To interpret the results, it was 
considered necessary to organize the charts in the same order as the research model, to 
make it easier to compare.  

The analysis was thematic because the focus was mainly on what was being said rather 
than how it was said (Easterby-Smith, Thorpe & Jackson, 2015 p.209). The type of 
analysis executed in this thesis was to take the individual perspectives of the 
participants to develop insights, understandings and patterns. They were later compared 
to the theory proposed at the beginning, and gave contribution to the current theory. 
This was similar to the use of induction in grounded theory. 
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3.6 Research ethics 

A detailed description of the purpose of the study was sent to the possible interviewees 
in the initial message to make sure they knew exactly what they could expect if they 
were willing to participate. This was done in order to prevent any kind of 
misunderstanding, and to keep every participant clearly informed right from the 
beginning. The participants were also informed of the benefit of this study and their 
own rights and protection.  

The interviews were kept completely private to make sure the participants felt safe to 
speak about their perceptions without the risk of someone else secretly listening. The 
interviews all started with an introduction of the researchers, the purpose and benefits of 
the research itself, followed by an informed consent. The consent explicitly stated that 
their participation in the study was voluntary, and they were able to end the interview at 
any time if they felt like it. Their name and organization would be kept completely 
anonymous, the researchers would grant full confidentiality and the participants had the 
free will to skip any question without giving a reason for it.  

The whole research was made with consideration to the 10 Key Principles of Ethics, 
from Easterby-Smith, Thorpe & Jackson (2015 p.122). If the researchers were unsure 
about an answer in the interview, an extra question was asked to make sure the right 
information was delivered, and to prevent any misleading or false reporting (Easterby-
Smith, Thorpe & Jackson, 2015 p.122). The researchers accentuated to keep full 
integrity both towards the participants and the research itself.  

3.7 Research quality 

To guarantee the quality in this research the authors took into consideration the Eight 
“Big-Tent” Criteria that are worthy topic, rich rigor, sincerity, credibility, resonance, 
significant contribution, ethics and meaningful coherence (Tracy, 2010 p. 840).  

Worthy topic: The topic of the research is a part of a bigger problem of gender equality 
that is present in the masculine environment of management and engineering. The 
purpose was to elucidate a relevant perspective women have on why they left 
engineering, to try to gain information about what it was that provoked the decision. 
Present literature focuses on why women leave these environments, but not what they 
find appealing with the new surroundings, which makes this research relevant and 
timely. 

Rich rigor: Depending on the size of the study, the decision of keeping the research 
within Sweden was taken completely to keep the data significant. Since the research 
took on the perspectives of women, the methods used were found appropriate. The 
authors tried to be critical against the methods chosen throughout the research to be sure 
the procedures were applicable (Easterby-Smith, Thorpe & Jackson, 2015 p.216).  
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Sincerity: To ensure sincerity, it was crucial to be honest, self-reflexive and vulnerable 
(Tracy, 2010 p.841). It was important to be true to the data collected and take it all in, 
even if it spoke against the intention of the study, and analyse it completely, from all 
directions.  

Credibility: It was considered essential for the participants to feel secure during the 
interview, because it could make it easier for them to be more talkative in their answers, 
and that could lead to better material to work with. This will make it possible to create 
thicker descriptions of the findings, eventually leading to better credibility in the 
research (Tracy, 2010 p.843). 

Resonance: To achieve resonance among the readers, the authors tried, with realistic 
descriptions, to create thoughts in their minds that would make them connect their own 
working and educational backgrounds to the research. Transferability is one of the 
methods used to create impact among the readers, and it happens if they are able to 
transfer their own actions to the research (Tracy, 2010 p.845). 

Significant contribution: This research aimed to contribute to previous practical 
researches on the topic of gender equality, women in engineering, and masculine 
environments. 

Ethical: Personal experiences were the main data in this research, and considerations 
about ethics were found really important in that context, both towards the participants 
and the analysis of the data. Integrity was important among the researchers, since the 
data does not contain yes/no answers and, therefore, could be interpreted in many 
different ways. 

Meaningful coherence: The aim was to use the collected data and connect it to the 
theoretical framework using the previously mentioned methods.  
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4 Results 

_____________________________________________________________________________________ 
The following chapter introduces the empirical data of this study. The interviews from 8 
interviewees are rewritten in order to make it easier to read through them.    

4.1 Interview 1 

The first interviewee is from Bolivia, has a bachelor’s degree in Industrial Engineering, 
which she studied in America, a master’s degree in Business Administration and 
Management, which she studied in Sweden, and is currently working and living in 
Sweden. 

In the program of Industrial Engineering, women were more present than in other 
engineering programs, but still they were only around 20%. There she found two things: 
first, she had to struggle with the men, as they started to look at her as one of the them, 
since she was in engineering, making it alright for them to push her and so on. Second, 
she also had to find her own place among the women as well, since she was a foreigner. 
She was a minority inside a minority, so she was not only fighting to become 
appreciated as a female engineer but also as a foreigner.  

“Engineering school was definitely tough, and I am not just talking 
about the actual subjects and all that, but also dealing with people. I 
was absolutely among the minority in my school. I had to learn 
additional skills, like learning how to stand up for myself and proving 
that I am also able to do it just like you are able to.”  

She said that those events only pushed her harder, and that there was no way that this 
could scare her away from the study or make her want to do it less. If anything, she 
wanted finish the study even more, just to prove that she could. She felt that this 
environment gave her an additional preparation that she might not have gotten in other 
fields. 

In her engineering work experience, she worked at a company that produced DVD’s 
from scratch. All of the engineers were men, and women were in non-engineering 
positions. She felt that she had to establish her place when it came to what she was 
doing there, but she also had a really good manager in that environment, one that 
encouraged her and helped her to find her place.  

“While I was there I felt that the things I was doing there were just the 
same thing over again and I was thinking, I do not want to do this for 
the rest of my life. If I would work with engineering it is a lot more 
technical, these are the things I would be doing versus if I worked with 
business, it is more with people, interaction and talking.” 
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She felt that she definitely held back some aspects of her personality in the engineering 
job. The clothes she wore at work were clothes she would not have bought to wear 
outside the work environment; she wore them to fit in better, and to look similar to the 
other people in the company.  

Her mother is a strong role model for her, a driven person that wants to achieve many 
things and knows how to achieve them. Extremely optimistic, positive but also 
stubborn, and she does not stop until she gets what she wants. Her mother studied 
engineering as well, but ended up in business and, because of that, she wanted to do the 
same. She has always held very high regard for the field of engineering, as it, in her 
opinion, proves you are good with numbers and have a logical way of thinking.   

“When I studied engineering, the whole time, I knew it was, like, the 
basis or the foundation for me in order to go into business later on. I 
felt it was important for me to be an engineer, and then have additional 
skills, and complement my skills with, well, in this case, business.” 

Leading people feels natural to her, as she is the eldest of two younger sisters, and she 
has always liked taking on the challenge of leading them, and she likes being in the 
leading position. For her, leading is not just numbers on paper, it is connecting to 
people. 

“I was born knowing I wanted to lead, it is something I enjoy doing, 
and it is rewarding. You can’t put something tangible on it. To be able 
to lead people, and to show a different way, and pushing forward. It can 
give me chills, I like doing it.” 

She feels that her leadership style started with influences from her engineering 
background, as she was structured and wanted to check all the tasks on a checklist. 
When time went by, she realized that if you really want to lead, and you want to move 
people, it is really about putting yourself out there. Sometimes, it is really scary to do 
things that no one has ever done before, and you can doubt what you are doing. With 
experience, she realized, it does not fully work with a checklist, so she tried different 
things. Her leadership style could be a combination of having evolved from the 
engineering more into the business side, but also grown up along the process. 

Her ideal leader is someone that tries different things, and tries to move forward, and 
has a lot of energy. A person who really cares about the people that follows them, 
because she says, that if you do not have other people behind you then it is not 
leadership.  

For her, it is really important, as a leader, to talk to the people. In her first job in 
Sweden, as a project manager, her boss told her that they were not seeing any progress 
in her project, that they needed to get it done and he did not see where she was going 
with it. She asked them to trust her and she was able to finish the project. 
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“They were so impressed, at the end, of how I had managed the people, 
they said it was magical to see how I could move people and talk to 
them. People knew where they were going and they trusted me.” 

Her way of doing things was new to the company, but she earned her trust. She says that 
the leadership environment can be scary, and that people should not underestimate it. 
She describes, that there is a lot of adrenaline that comes with the job and it can be 
thrilling.  

She has had many role models. First of all, like mentioned above, her mother, but also 
other women on the way where she has really said: 

“I want to be like her” 

Her latest role model is her Master’s Degree mentor in Sweden. In her opinion, this 
person is strategic and motivates her in unique ways. 

She says it is not just about setting goals on paper for work, you can have goals for 
school but she was reminded by her mentor to set goals, little milestones, for herself as 
well. 

“It was an eye opener for me, I never thought about setting goals for 
myself as a person, but she taught me that.” 

When she came to Sweden she was impressed, every time she went to seminars that had 
anything to do with empowering women they were encouraged to bring other women. 
Always reminded that women should help each other out, not push each other down. 

The company she works for today is in Sweden and has been active at making sure there 
are more women in leadership positions. She thinks that women have had a better 
chance at being leaders, even though it is still not 50/50. 

 “Few years ago, when it was in fashion, that you were supposed to put 
on a suit to be more of a leader, but now I find that you are more 
encouraged to be who you are, whether it is a woman or a man, I think 
it is a fundamental change, at least here in Sweden.” 

She thinks that the stereotypical “manly traits” are out-dated and that they really are 
traits of successful leaders, not depending on gender. She believes that women should 
be a part of the solution by breaking the mould and to be proud of whom they are, just 
focus on being the best versions of themselves. 

4.2 Interview 2 

The second interviewee is from Sweden, has a bachelor’s and a master’s degree in Civil 
Engineering along with having a MBA degree in Financial Management. She is living 
and working in Sweden, she likes spending time with her family, skiing, traveling, 
being in the nature and she is also in politics in her community.  
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She does not come from an academic family and it was her own decision to go to 
university and study towards a bachelor’s degree. When she started the study it was the 
first time she met people like her, everyone was math-oriented and were good at solving 
problems. After one year in the program she knew that this suited her and that she 
would go for a master’s degree as well. The amount of women in her program was 
around 25%; it was not too bad and she did not think that they were to few. 

After her study she started working as a production engineer at a packaging company. 
She was a part of a production team along with four other men, most of them had started 
at the factory floor and she was the first engineer in the team. Her manager was a very 
friendly person, he was not very attentive to the environment around him but he was 
really good at delegating. 

“I don’t know if it was because he didn’t know how to do it himself but 
he delegated everything to me, so I had a really good opportunity to 
develop my project skills and I also started to work in the environment 
of management.” 

She felt that the engineering work environment was masculine, but not too masculine. 
Since she studied in a technical high school she has always been kind of a tomboy and 
have a lot of boys as friends, even as a kid. 

“I think I am pretty comfortable with it, I have more problems working 
in an environment that is too female, it is something with the balance, 
so not too masculine.” 

She felt that the engineering environment gave her less attention, that you were 
supposed to do what you did in your chamber and come out with results, no one would 
ever recognize if you did anything different. 

“I remember when I was studying that a lot of people told me to try to 
stay in engineering for as long as I could, because you will go into the 
business area sooner than you think.” 

She was sure that she did not want to go into the civil engineering when she was looking 
for her first job, the construction side was in a crisis and they did not hire many at that 
time. After her job as a production engineer she went into IT telecom but she felt that 
she wanted to make an impact.  

“I mean even if you are an engineer and you do these perfect Excel 
sheets, and counting and everything but you do not have the 
communication, you don’t know the business skills, no one is going to 
listen to you. I wanted to make an impact so that is why I left.” 

Today she is in a leadership position and describes herself as a leader that does not want 
to have too much control; she believes in her co-workers and she trust that they will do 
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the job. Sometimes she has to be more attentive, lead and give more appreciation but the 
depends on the employee. 

Her ideal leader is someone that gives you a lot of free space to work and of course sees 
what you are doing. She does not want her leaders to be too controlling and you can 
sense that she is trying to be that leader herself.  

“I can see how I prefer to be a mentor type of a leader and I have had a 
few previous leaders that have been like that, but being confident in 
your co-workers and guide them would be my objective.” 

She is a big sister and has steered her brothers from the beginning, she has also taken 
the leadership positions in a group and always felt like she was a leader. Her position 
today puts her in the environment she likes to be in and she says that it is important to 
know your place. 

“In my different leadership roles you have to be self driven and deliver 
what is expected but also understand that if you have your team that 
you will not always be involved with the team. The team has their own 
things and that is the biggest difference of just being one of the team 
versus having a leadership role.” 

She believes that the typical male feature of “how hard can it be” is an important rule to 
live by.  

“While women are often over competence before they apply for a job, 
men often apply even if they do not know 50% of it. I mean how hard 
can it be?” 

4.3 Interview 3 

The third interviewee is from Sweden, has a bachelor’s degree in Industrial organization 
and logistics, started working as a logistics manager and later got more involved in 
leadership positions at non-engineering companies.  

There were not many women in her bachelor’s study, around 15% and in other 
engineering studies at the same time, like mechanics and computer science, there were 
even fewer women. She took some courses in economics and she felt a huge difference 
attending classes in the engineering environment versus the business classes, as there 
were way more women in the business environment. 

“One of the reasons why I started to be an engineer was more from a 
feminist point of view. I didn’t want to be a nurse because it is just 
women in nursing and I wanted to do something where is a lot of men 
because I wanted to change the pattern.” 

In her engineering work environment she was very young but she got a lot of 
confidence from her boss, so she felt very confident in that area.  
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“In the international arena, we worked a lot with Israel, Palestine and 
South American companies, where of course they don’t treat women so 
nicely and you always have to prove yourself. It is like that if Sweden is 
already a men’s world then as soon as you go outside you experience it 
even more.” 

She was a part of a smaller company after her bachelor’s different from a lot of her 
classmates that went to big companies like Volvo, Ericsson and Ikea.  

“I was working in a company that doesn’t look so good on the CV but 
on the other hand after three years there I had so much experience, I 
learned a lot of things and now afterwards I think it was perfect for 
me.” 

She has mostly been in positions where she manages a lot of people and she really 
enjoys it and says that it is the reason why she does not have that large background in 
the technical field. She likes leading people. 

“In leading I have always been coaching a team in sports, or always 
taken the role of making decisions in school and leading as such. I feel 
comfortable in this position.” 

She is a really energetic leader; she talks a lot and is in her own opinion rather hyper. 
She does not hide her personality, she wears colourful clothes, looks at what people 
achieve and wants people to look at her the same way. In the beginning of her positions 
she has had to prove herself to her bosses. 

“I give the feeling that they normally feel quite confident in me quickly 
and then they give me a lot of freedom to do whatever I want as long as 
I do the job.” 

She has never had problems with being a woman when she has been in a leadership 
position but she had much more problems being a part of a group. 

“When you reach a certain level and you are the one taking the 
decisions, people are forced to respect you because you are the one in 
control of their jobs compared to while I was working in a warehouse, 
you have more like sexual assaults and things that make you feel 
small.” 

She was aware of harassment all around the warehouse, in jokes and comments that she 
accepted when she was younger but would not accept today. She has international 
experience and feels that there have been huge improvements in the working 
environment in Sweden for the last ten years and says that other countries are not there 
yet. 

She described her ideal leader to be approachable and able to take quick decisions.  
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“Of course there is a lot of other things that I want but to be 
approachable is extremely important and this is where you can 
communicate and discuss things. If the person is not approachable 
those things will stop and it is one of the most important things for me, 
both as a leader but also to be able to always come and ask my boss as 
well.” 

Her father is a CEO of a company and is a big reason for why she feels comfortable in a 
leadership position. She also has a friend that went to school with her that had a quick 
career and she can call when times get hard. Those two people have been like mentors 
for her and help her when times get rough.  

“I noticed that I call totally different people, if I have a tough time 
privately or work related.” 

She is in a position today that she loves, it can still be hard sometimes since her job 
requires her to give up some of her weekends but the people that work there are 
extremely dedicated. 

“People here really want to work here. We don’t earn so much money, 
so there is a different kind of motivation. Which is fun to work with. It is 
a little bit different environment compared to the job I just left which 
was more managing people in a warehouse that hate their jobs.” 

She has experienced environments where women are not equal to men and she has seen 
how male managers can easily make you feel small by being super confident and by not 
allowing you to talk.  

“I always fight for the ones that cannot stand up for themselves, but I 
wish there were more women fighting also. You just have to. Nothing is 
going to come for free.” 

4.4 Interview 4 

The fourth interviewee is from Bolivia, has a bachelor’s degree in Chemical 
Engineering, a master’s degree in Mineral Economics and is currently working and 
living in Sweden. 

Her university had a good program for women in engineering and her program of 
chemical engineering contained around 30% women. She feels that the engineering 
environment and the industries where she has been working have been very male 
dominated. 

“You can meet very masculine figures that are coming from other 
backgrounds, than from Scandinavia, and you have to prove yourself a 
little bit more. The first thing they see is that you are a woman, then you 
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automatically go down a few levels and it is up to you to prove that you 
can go up to the same level again.” 

When she completed her bachelor’s degree she tried to look for a job in chemical 
engineering but she did not find anything and ended up working as a coordinator in the 
construction industry. 

“I would say that Scandinavian companies are good at value their 
employees for their ideas and accomplishments even if you start low or 
you are in the middle, not necessarily on the top.“ 

Being in Sweden is in her opinion a good place to be a woman in general, in 
engineering fields and industries.   

It was a decision to move away from an engineering job when she decided to do her 
master’s. 

“My idea was to complement my education with some economics 
because I always felt that it was missing. Being an engineer is also very 
square and very black and white, I wanted to complement it with all 
these grey shades.” 

She has faced the question if she should go back and try to be an engineer but it has 
been 10 years and there would be many things she would have to revisit and restart 
almost from zero.  

When she has the experience and knowledge she is glad to take the leadership role but 
she is also good at soaking information in, listening and learning when she is new at 
something. She has always felt that she should end up in a leadership role and be a 
manager. 

“The aim in the future is to keep on growing in that way and get more 
responsibilities as a manager, that is still my hopes and my future view 
of things.” 

She is very organized and structured as a leader. She considers herself as a person that 
gets along with different personalities and is pretty adjustable.  

“I also like to understand what I am doing, that means I would have to 
look into some details and I enjoy that.” 

It takes her a long time to get angry and mad so she is pretty patient. Sometimes she 
takes things personally and that is something that she is aware of and wants to change.   

Her ideal leader is someone that knows the subject, knows what they are doing, either 
the discipline or the industry, otherwise she thinks the credibility is gone. 
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“They have to be good at communicating, otherwise there would be a 
lot of misunderstandings and within that communication they have to be 
good at giving feedback.” 

She also feels that they should be available, even if you would not see them at all times 
but you should always feel that they are there for you.  

She has admired her previous female leaders while she did not with the men. The reason 
why is partly because she has been amazed that the women have made it this far. She 
felt that the women she has had as leaders had made it this far because they were unique 
while the men could have made it that far because they are average.  

“And then you can see that in the day to day that she is exceptional and 
therefore the conversation and the feedback is good, while the men is 
that they might have done a little bit, not exceptional, and therefore the 
quality was not that good.” 

She recently got a new job and she has a mentor at work, which is very good and she 
has taught her the day-to-day work and helped her out. Her current boss is the vice 
president of the company, a woman, and she has been giving her projects that have 
pushed her a little bit and exposed her.  

She does not feel that she has changed anything in her position today and would not try 
to act more like one gender rather than the other. 

“I always try to be myself, my personality is the typical engineering and 
I would not feel comfortable doing things I don’t agree with.” 

4.5 Interview 5 

The fifth interviewee is born and raised in the southern part of Sweden, has a bachelor’s 
degree in Civil Engineering along with having a MBA degree in Global business and is 
working and living in Sweden. 

She did not get that good grades in high school and had to take extra courses before her 
bachelor’s program but as soon as she started that she way better grades. She felt that 
everything was easier and maybe it was because of her interest in the topic. 

“When I was young I used to build houses for my Barbie dolls and I 
also drew floor plans and stuff like that. So for me it was very natural to 
choose the civil engineering path.” 

There were about 35% women in her bachelor’s program and she felt really confident. 
She was really motivated and felt good during this period. 

She started to work as a structural engineer and her speciality was concrete, it was a 
difficult design job in a company she felt really good in. There was a good mix between 
young and old, women and men, and other diversities. The environment was very 
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tolerant, the company only looked at the competences of their employees not other 
factors and she felt good in these surroundings.  

Later she started to work in another company in the engineering environment where the 
experience was a bit different. The employees were mostly men, in the projects she was 
working on she was the only female engineer and she felt that she had to become one of 
them. 

“I think that during that time I did not believe that I changed anything 
about my personality but now looking back I am kind of confident that I 
did change to adapt to the environment. I had to be like one of the 
boys.” 

While she was working on a project with eleven other men she experienced a gendered 
comment towards her as the project group was sitting together on her floor. 

“It was from a really old consultant who worked with quality issues, he 
came to me and asked me where the pen and pencils are, like I was the 
secretary because I was the only female in this project.” 

Her connection to leadership started a bit in the first company she worked as a structural 
engineer as they set up a special program for some of the younger engineers. 

“They started a leadership program as they pinpointed a couple of 
younger engineers at the company, there were about 100 employees and 
we were about 10-15 younger who were pointed to be in a leadership 
program, so my leadership career started there.” 

She thinks that the leadership program helped her to get into more managerial positions 
along with the fact that she wanted to try new things. She did not feel that her career 
within engineering evolved fast enough and she might have stayed longer in that 
environment if that would have happen.  

She describes herself as a leader who is future-oriented, pragmatic, a visionary and 
rather quick in taking decisions. She describes her ideal leader in a really similar way. 

“The ideal leader is also a visionary and can delegate. A person that 
you could talk to and who would make me develop by being a person I 
can learn from.” 

Her previous leaders have all been men and there was no one that she especially 
admired but she had a mentor who has been her role model.  

“She made me believe in myself so she is a very important person for 
me.” 

Her mentor guided her through her career plans, helped her gain more confidence in 
herself and made her believe she could manage her MBA program for example.  
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In her current managerial position the environment consists of around 30% women 
working in the company and she feels that she has gotten the necessary support to do 
her job. She feels that the work environment today is way better then what she 
experienced in one of her previous engineering experience and she does not feel the 
need to change anything about her personality to fit in.  

She thinks that there is a trend to promote more female leaders as companies are seeing 
more and more that women bring in another perspective than men and she believes that 
it is important that women help other women. 

“I think it is crucial that we have this sisterhood to help each other, 
especially in a male-dominant field.”  

4.6 Interview 6 

The sixth interviewee is from Sweden, has a bachelor’s and a master’s degree in 
Electrical Engineering and eleven years after her graduation she decided to take an 
additional one-year program in Management. She is currently working and living in 
Sweden and has a strong interest in horses beside her work.  

She had been constantly in school since she was six years old until she got fed up with it 
on her second year of the bachelor’s program and took a break for a year while she 
worked at a kindergarten. In her engineering studies she felt very appreciated as there 
were so few other women in the program and she felt that all her schoolmates wanted 
her there because they thought it was fun to have a woman around them.  

“It was very good for my self-confidence from one perspective, being 
among the 10% women, you stand out regardless of who you are or 
what you look like. You are different just because you are a woman.” 

Even though she liked the math and the technology courses she says that the most 
important part of her studies was that she learned to learn. That trait is applicable in 
everything in life and work, not only on schoolwork.  

She liked working in the engineering environment, especially when she worked with 
developing products. She was a part of a really successful product that on that time 
owned 50% of the market share in the world and she felt that being responsible for that 
product from an engineering perspective was really fun.  

Even though she has a degree in Electrical Engineering she has mostly gone after 
managerial positions, first in the engineering environment and later on in other 
environments as well. 

“What I realized studying is that I am more of a generalist than a 
specialist and I think that if you go more into hard-core engineering 
you need to be more of a specialist kind of person. So that is sort of the 
basis then I realized that after like finishing my third year at school that 
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I like maths and I like a lot of things that we studied there because it is 
super interesting and fun but I want to work with people.” 

She likes being a manager, not because it gives her power but because she is able to 
make a difference. She wants to be able to be in a position where she can help other 
people to be better at what they are doing. 

She feels that a lot of women that grow up in the stables and have experience with 
horses are good leaders and says that her background in horses has helped her in her 
positions.  

“It has to do with that the horses are also mammals and how you act 
when you enter a room for instance, if you are afraid when you go into 
a horses stable they feel it and I think people do as well. People perhaps 
hide it a bit more than horses do. So if you use sort of that way of 
entering a building or a room, that you are not afraid of things, then it 
is a bit easier I think.” 

She also believes that her experience of working in a kindergarten helped her as a leader 
as kids are more open and you can see if they are fed up with you. She says that if you 
can manage a group of kids, you can manage a group of adults.  

She does not want to control people, she is more like a mentor to her followers as a 
leader and she wants to help them. 

“I want to lead people, I want to see people evolve into better people 
and be better at what they are doing. I think it is more like, it is not on 
purpose, I haven’t wanted to be a manager, that sort of just, people put 
me in that position.” 

She describes herself in the same characteristics as her ideal leader, a person who is 
confident, not afraid to take decisions, humble and acts more like a coach. She tries to 
choose her managers since she believes it is the key for having fun at work. 

“I have chosen managers who are quite like open and letting me do my 
job.” 

She has had several previous leaders that she admired and respected and she believes it 
has to do with the fact that she chooses them. She received a mentor in one of her 
previous organizations and that woman remained as her mentor even after she left the 
company.   

She enjoys the position she is in today, as she does not need to be in the front line and 
get all the attention, she is the one that gets things done. 

“I think I have the perfect position as I have a great manager and he 
sort of takes care of all the politics and I get the things done, so I am 
sort of shadowing him and I am happy with that.” 
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Being a leader can sometimes be lonely in her opinion, the higher you climb up the 
pyramid the lonelier you get, as she describes that she cannot be best friends with her 
followers since she is the manager.  

There are more women in her environment today than in her previous engineering 
environments since it is not a technical company.  

“That gives you a broader recruitment basis. If you are only recruiting 
engineers, if you are in an engineering company, you don’t have that 
many to choose from but if you are not an engineering company then it 
is easier to get women as managers.” 

The leadership environment has taught her that you are never loved by everybody and 
the people that she has experienced problems working with have taught her the most. 

“In most cases, the ones that you have problem working with is, if you 
take a step back, they are the ones that can teach you the most. If you 
work with people who are very similar to yourself you don’t learn as 
much as a person.” 

She is a very strong-minded woman who does not care about what position she is in as 
long as she can do what she likes and as soon as she has to choose between her personal 
life and work, she finds herself a new job.  

She feels that she is successful because she lives a life where Mondays are always fun, 
wakes up on Sundays and looks forward to go to work the day after. She never hides 
anything about her personality, as she is comfortable being herself. 

“That is one of the good things with being good at what you do and 
being kind of rare in that world because I am female, I am an engineer 
and I like management and people. If they don’t like me somebody else 
will. So it is take it or leave it, this is me.” 

4.7 Interview 7 

The seventh interviewee is from Sweden, has a master’s degree in Chemical 
Engineering and a MBA degree in Economics. She is working and living in Sweden, 
she decided a couple of years ago to reduce her workload and started her own company. 

When it was time for her to go to high school the only path for her to choose was 
engineering because she was good at math, chemistry and physics. That is the reason 
why she entered the technical path to begin with. She enjoyed that study and decided to 
continue to the university where she studied chemical engineering.  

“I think that was the easiest area to study for women, we were more 
than 50% women in my course because it was chemistry, if you look 
into another type of engineering, machines or electricity, it was much 
less women.” 
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She thought it was a good environment to study in because it was pretty equal at that 
time. Her interests in math and chemistry were combined in that study and she enjoyed 
it a lot.  

After she graduated she applied for three different jobs within the same company, two 
of them were hard-core engineering jobs but she got the third one that was in the 
engineering environment but more in management.  

“I liked that environment and I was promoted a lot, I changed my 
position 7 times in my 12 years there and it was always to a higher 
position.” 

The next company she worked for was very different from her first engineering 
experience as she did not always feel valued and she was not getting the positions that 
she wanted.  

“Working in a company that was so focused on engineering, my 
experience is that you really need to have worked there for a long time, 
started at the shop floor and worked up to the next level and so on.” 

The reasons she received was that she was not originally coming from the industry the 
company was working in but still she had been working at the company for eight years 
and she has wondered if there was something more behind it. She was not confident in 
that environment because she felt it did not matter how well she performed she always 
got to hear that she was not from that industry.  

She did not realize at the time that she was getting more managerial positions but today 
she understands that maybe it was because of her personality since she has never been 
afraid to test new things, take responsibility and she was used to taking the leadership 
role. 

“It was a little bit a grow in my career I came more far away from 
operational engineering but it was not a clear decision it was more a 
part of my career.”  

She did not always feel like a leader when she was younger, she was shy and describes 
herself to be the student that the teachers most likely do not remember. She was not the 
best and not the worst, a medium student that did not require much attention.  

“But I was not satisfied with the situation that I was so shy and flushed 
when people were asking me things or I had to say something. I learned 
from a friend that I should train where I could force myself to start to 
talk in teams and so on and I learned. I then realized that I liked this, I 
liked to be more open and start to talk to people and raise my voice.” 

She consciously challenged herself by taking on the role of a leader and in the end she 
started to feel more comfortable in that position. 
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As a leader she is not afraid to tell people what she thinks, not afraid to take decisions, 
willing to learn, humble and people say that she is clear in her message.  

“I have old team members that have said that I was the best, at that 
time, the best manager they have had because they liked to have some 
good order and a clear message.”  

She describes her ideal leader as a person who should provide his followers with all the 
materials they need to do their job and he should make them feel secure.  

“Like a manager for a pop star, that secures everything around so the 
concert will go well.”   

She also sees her role as a leader in the same way as she describes her ideal leader and 
that she should support her team that is working for her, not control them. 

She had a mentor in the company she worked for straight after graduation, he helped her 
and other women and she could always call him and ask questions even after he left the 
company. She also tries to help other women and she has been a mentor for them.  

“He was very clear to help women and young people to be a manager 
very early and he supported them. He guided and coached me and other 
women, and men also I think, but he was very supportive to women.” 

She finds the environment of management to be good and she always feels confident in 
her positions. For her it was trickier to be the first line manager but it got easier as she 
got into higher positions.  

“Then when you go further on in your career and maybe are manager 
for managers then the environment is much easier because you are 
manager for people who know the tricky thing of being a manager.” 

She is sometimes perceived to be acting like a “man” but she does not agree with it, she 
says that she is just acting like herself. People, in her opinion, just have the wrong 
image of how you are being like a “man” because even if she is really open and says 
what she wants to say she is just acting like herself. 

Her experience is that men find it harder to find competence women as they often try to 
compare them with a competence man and therefore do not see the other good qualities 
the women have. She believes that the trouble is also in the self-confidence, as two 
equally competence people, one man and one woman, are asked about the same job, the 
woman often says she is not good enough while the man is sure he is.  

“I have learned that women don’t believe so much in themselves so they 
are more afraid, for example, to be a manager, you need to push them a 
little bit.”  
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4.8 Interview 8 

The eighth interviewee is from Sweden, has a master’s degree in Mechanics, finished an 
Executive Management program and is working and living in Sweden.  

There were not that many women in the mechanical department when she was studying 
but she felt good in the program. She believes that if you are interested and encouraged 
by math and technology you should study mechanics. 

“You don’t have to be super mechanical, even though some were super 
interested in dismantling cars and doing those kind of things, being 
good in math, interested in physics, exploring and solving complicated 
issues was the thing that was pretty interesting.” 

In her engineering work environment she felt the surroundings were very competitive as 
there were a lot of people fighting their way to the top. The environment was fantastic 
to learn in and she had nine different positions in her seventeen years at the company.  

“I think that the engineering department is the easiest part to be in 
because it is so based on your skills and your knowledge, that is a really 
equal place to be.” 

Since the environment was solely based on your skills rather than anything else she did 
not have to hide any parts of her personality to feel comfortable. She experienced a bit 
of prejudice towards her being a woman as some people thought she was the secretary 
or did not talk to her during breaks on meetings but that did not affect her. The pressure 
she felt in that environment was her own ambition to achieve and being promoted, she 
wanted to make herself a career. 

Her career changed its shape a little as it evolved more into managerial positions. Her 
technical background helped her in the positions she has had and her personality is 
probably the biggest reason why she ended up in these managerial positions. 

She was the oldest of three girls and being an older sister made her take responsibility at 
home. She was raised in a feminist environment and her mother always encouraged her 
to go into some kind of technology. 

“I have a mother who is quite a leader so we would grow up to take 
charge, to be responsible and that women can do everything that a men 
can.” 

She says that she is a good people manager, quite courageous and always stands up for 
her people. She tries to challenge her followers by giving them authority to do their jobs 
and trusting them to deliver.  

“I know pretty well that I know quite a lot but I don’t know as much as 
they do. My mission is to take away obstacles so they can run faster.” 
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She does not avoid any situation and if she does not know how to do something she 
volunteers and learns. She thinks it is super important to help other women go further in 
their careers and she does a special coaching for the women in her department that she 
thinks could take on other positions. 

“In my own department I have high performance women and many of 
them haven’t really understood their qualifications so they tend to stay 
in lower positions an not really taking the space they could.” 

She thinks that some women tend to over perform in their positions without seeking the 
promotion they could get. She learned early in her career that you should not wait for 
anyone to hand you things in life you should ask for the positions you want.  

Her ideal leader is very similar to how she described herself, a coaching person that 
gives you freedom to do your job and is there for you when you need information or 
advices.  

Her leadership environment today is in her opinion good, she always has someone to 
talk to and ask for advice.  

“I think this is a much more nicer place and I think it is less competitive 
and more supportive in general.” 

She has a complicated job that requires full attention and a couple of years ago she 
started a female leader-coaching club that met and discussed leadership issues and they 
gave each other advice. 

She believes that everybody needs to nurture their strengths, be smart and be aware of 
the different situations that might come up. By reacting correctly as a manager to a 
certain situation is the best way to make impact. 
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5 Analysis 

_____________________________________________________________________________________ 
The following chapter presents the analysis of the data collected. The analysis starts 
with connecting the empirical data to the concepts of the research model, following with 
a reasoning for the new version of the research model. 
 
For this section, the authors used the tables located in the Appendix, labelled from 1 to 
6, which contain the thematic analysis for each participant and it is correspondent 
relevant quoted sentences that support the tested theories. 

5.1 Gendered organization – engineering 

The Gendered Organizational Theory proposes that, although, it is now common to 
advertise jobs without specific requirements of preferred gender, employers might still 
perceive that there are some jobs more suitable for men than women and vice versa 
(Acker, 1993 p.252).  

Interviewee 1 stated this, as she expressed that, at the beginning of her career, the 
company where she was working had clearly more male presence, suggesting that the 
boss had the notion that the tasks available at the company were better fulfilled by men. 
Gendered organizations demand the creation of the correct gendered persona (Acker, 
1993 p.253), and interviewee 1 confirms that she was not comfortable with her outfit 
choices in her engineering environment, but she considered them suitable for the type of 
organization she was working in. With this behaviour, she hid aspects of her personality 
that could be expressed by her own outfit choice but she thought they were not 
appropriate for the environment. 

Interviewee 2 saw that, in a specific working area, with high male presence, there were 
calendars portraying naked women. She was witnessing how her co-workers established 
that the place was more welcoming to other men than it was to women, creating a 
gender division. Interviewee 2 also witnessed how the machinery was operated by a 
team of men, and another type of machinery was operated exclusively by a team of 
women. This showed how the interaction between co-workers is inside a gendered 
organization, where there was a clear alliance between individuals seeking to enact 
dominance and subordination (Acker, 1993 p.253). 

Interviewee 3 experienced gender division when she was driving a forklift, and she was 
the only woman in the area. There is a typical connection of jobs that are more suitable 
for men than women inside a gendered organization (Acker, 1993 p.252), and her 
experience showed that these kinds of jobs were indeed, encouraged to be conducted 
more by men than women. During a work experience, she heard a group of male co-
workers in the warehouse make jokes and comments about women. This denoted 
alliance among men that feel comfortable enough in their positions to make jokes and 
comments regarding women. 
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Interviewee 4 considered it quite common to identify women more in some particular 
positions in every organization. This was emphasized when she said that the secretaries, 
receptionists and assistants usually were all women. In the production of gender 
division, organizations tend to create a pattern among jobs (Acker, 1993 p.253). During 
one of her jobs, she met a co-worker that considered it necessary to select which people 
inside the work environment should know about his sexual orientation. In a gendered 
organization, creating an ideal gendered persona is important for individual survival. 
Therefore, employees hide aspects that others might consider unacceptable (Acker, 
1993 p.253-254). 

Interviewee 5 experienced patterns in some particular jobs while working in an 
environment with more male presence, when her co-worker approached her and asked 
her for pens and pencils during a meeting. He assumed that the only female presence in 
a large group of male engineers made her, automatically, the secretary, and it is a proof 
that her organization had a clear gender division, since in a gendered organization, there 
is a typical connection of jobs that are more suitable for men than for women (Acker, 
1993 p.252). She was used to being the only woman in groups of men, and she 
considered herself a minority, which shows how the alliances inside the organization 
can isolate other members to participate in the group. It represents the second set of 
gendered processes discussing the relationship between men and women, where 
alliances are created producing exclusions (Acker, 1993 p.253). Regarding the third set 
of gendered processes, the individual is expected to construct an understanding of the 
gendered structure in the organization and contribute in creating the correct gendered 
persona (Acker, 1993 p.253). When interviewee 5 was working as an engineer, she was 
not aware of the changes she made to her personality. Eventually, she recognized that 
she modified aspects of herself to fit in the group. She became “one of the boys”. This 
attitude is evidence of how the individual survival intention pushes individuals to make 
modifications in their persona in order to adapt to the environment.  

Interviewee 6 did not recall or identify any situations where subordinates, supervisors or 
herself were involved in attitudes or activities that did not make her feel as an integral 
part of the organization. 

Interviewee 7 experienced gender division in her work environment. She noticed that 
the information department had a strong female presence, while the manufacturing 
section of the company was lacking women. This was evident as more women were 
easily hired and incorporated in certain departments. It is possible that the employers 
perceived that women and men were suited more for one job and not the other. This is a 
characteristic of gender division reorganization (Acker, 1993 p.252). She was not able 
to get an important promotion after eight years at the same company, even though she 
had strong previous managerial experiences. For her bosses, it was probably better to 
select someone who started at a lower level in the company, and had changed or 
modified their behaviours in order to fit the organization. The influence over gendered 
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persona forces to hide and change aspects of their personality (Acker, 1993 p.253) is 
something she refused to do, but the organization was looking for someone who would. 

Interviewee 8 had been at the beginning of her career, mistakenly considered to be the 
secretary by a colleague, as she was the only female in a group of male engineers. In the 
production of gender division, organizations tent to create a pattern among jobs (Acker, 
1993 p.253). The theory explains how organizations with gender divisions traditionally 
place women and men in different positions that characterize them. In this case, it was 
evident that male engineers in the organization were common to have positions as such, 
but a woman in the engineering department was immediately perceived to be a 
secretary. Another experience from the interviewee denoted a relationship among 
supervisors and subordinates. Her colleagues said that she did not know what she was 
talking about, and although it is hard to tell whether these comments were because she 
was a woman, it was evident that the interaction between co-workers is linked to 
dominance. These links of dominance shape interaction and contribute in maintaining 
hierarchies benefitting men (Acker, 1993 p.253). Gendered organizations demand the 
creation of the correct gendered persona (Acker, 1993 p.253). Interviewee 8 was told 
that she could not be so happy all the time because her co-workers might think she was 
flirting with them. The organization required her to change her attitude and behaviour, 
which she agreed to do as a survival strategy. 

5.2 Career development path 

Interviewee 1 understood the importance of standing up for herself, as she said that it 
was important to do that to find her own place. This statement denotes confidence. She 
achieved the task of promoting herself by expressing to her boss that if he trusted her by 
letting her finish the project, he would receive good results. It is a part of her 
characteristics to take risks, as she mentions how, as a manager, it is necessary to do 
things that sometimes are completely crazy, and believe in them. She accomplishes 
visibility by recognizing the importance of putting herself out there and has since she 
decided to take a career accelerator and complete a master’s program. Her mentor was 
strategic for her, as she learnt from her valuable lessons to remain focused and 
determined in her goals. Her experience in different companies allowed her to fill the 
portfolio of careers. Her international experience started by finishing a master’s 
program in the United States. She had strong role models inside the organization that 
were also important for other women. Her management style was compatible with what 
was needed by the organization and her bosses gave good comments about it. 
Interviewee 1 fulfilled ten factors in her life experience that positioned her in a strategic 
managerial position in a very renowned company in Sweden. This accomplishment 
supports the proposed theory that states that confidence is the base and the beginning of 
women’s success in the corporate world (Vinnicombe & Bank, 2003 p.243). 

Interviewee 2 believes there is no challenge too big for her to overcome, and this 
statement denotes great confidence, and she recognized the importance of promoting 
herself by exploiting her skills and struggle to get the top management to notice her. 
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She takes risks by making decisions that could be new and required effort, but she 
thinks it is necessary to find her way closer to the management team. She became 
visible because she defends her position inside the organization. Her career accelerator 
was finishing a master’s program, but also taking an MBA, where she met the mentor 
that guided her through many job interviews. During her life, she had different portfolio 
of careers and this shows her ability to learn different tasks and learn different 
management styles to relate better to her subordinates. Her long work experience made 
her become a role model for others within her organizations. 

Interviewee 3 is proud of her energy and her dressing style, which is a clear sign of 
confidence. Numerous times, she asked her bosses to give her time, assuring that she 
would get results as a way of self-promoting her own talent. She took risks in her career, 
first by applying for jobs that she did not completely fulfil the requirements for, which 
gave her visibility among the recruiters, and also by taking opportunities to lead groups 
when nobody was interested in taking the role of a leader. Having her father as a mentor 
helped her become more comfortable in that position, and she found herself driven by 
the same interest. She started working while she was at the university, so she gathered a 
different list of portfolio careers that helped her adapt her management style according 
to what her environment and subordinates required. She has work experience from 
many different countries, giving her several international experiences. 

Interviewee 4 comes from a work environment where she observed many co-workers 
from different cultures, and she felt the need to proof herself. She felt confident with her 
skills and her personality to stand up for herself if necessary. She had an eye on one 
organization she wanted to move forward to in her career, and she managed to promote 
herself when she contacted them. She got the position and she also managed to become 
visible when she called the recruiter in advance. She is aware of the importance of not 
avoiding challenges but rather takes them and learns from them and this is a risk that 
she needed to experience to be able to learn something new. Internationally she 
accelerated her career by finishing a master’s program and worked for companies 
while she was abroad in different positions with different tasks. These experiences 
contribute to shape a person that can adjust to different personalities, a feature very 
useful to have in a management style and she expanded her portfolio of career from the 
beginning.  She considers one of her colleagues as a valuable mentor, from who she is 
learning to improve her performance day by day. Her role models inside organizations 
illustrate the positive impact that they can have on the improvement of the employees.  

Interviewee 5 recalls her first job at a video store when she was at a young age, and she 
learned to trust her decisions. This contributed to her having confidence. She became 
aware of her abilities in physics and mathematics, and these qualities were very valuable 
for her self-promotion. She successfully completed a master’s program, which is a 
career accelerator. Her mentor helped her taking steps ahead her career and also made 
her more confident when it was necessary. During her career, she experienced other 
cultures abroad, which is a part of her international experience. Her role models in her 
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job helped her to solve issues that strengthen her management style, since she needed to 
distinguish between working tasks.  

Interviewee 6 expresses confidence when she decided that she did not have to please 
everyone. She is aware of her skills, and she can use them to promote herself as an 
intelligent confident woman. She succeeded in taking a master’s program, which is a 
career accelerator, and had different jobs that expanded her portfolio of careers. She is 
comfortable with how her role model can be cooperative to getting things done, this is 
important because her management style is driven by change. Although she does not 
have a mentor, she does act like one, and has no problem in taking a leading role. 

Interviewee 7 built her confidence by forcing herself to work and talk in teams. She 
decided to teach young students that were only few years younger than her and, with 
that, showed that she even took the risk of pursuing different things before she focused 
on her engineering career. She dedicated a lot to accelerating her career by taking and 
succeeding in two master’s programs. Her mentor was very important to her, as he was 
well seen among other engineers and he was willing to help female engineers. This is 
connected to her part as also being a role model for other women inside the 
organizations she was involved in. Her broad portfolio of careers in different industries, 
and her international experience throughout her life transformed her in a manager with 
a style that is not afraid of taking decisions and is not being afraid of speaking her mind.   

Interviewee 8 expressed confidence when she suggested that you should stand up, share 
your knowledge and trust what you know. She became aware of the importance of 
promoting herself by asking for the position she wanted. She takes risks by volunteering 
to activities, which she does not know how to do, just to be able to learn. She became 
aware of emphasizing her visibility according to her personal achievements. During her 
career acceleration, she successfully finished a master’s program. She does not recall a 
mentor for herself but she did become one for a lot of engineers. Inside her 
organization, she recognizes the importance of having role models and she recalls it as 
something that can truly make a difference. She thinks it is important that her 
management style changes according to the situation or the people that work with her.  

5.3 Pipeline 

Interviewee 1 thinks it is important to support other women and help them overcome the 
same obstacles that she had to face. There are always women waiting in the pipeline 
(Vinnicombe, Burke, Bale-Beard & Moore, 2013 p.3). She recognizes the impact that 
other female managers can make, especially when it comes to improving the work 
environment perception of other women (Hewlett et al., 2008 p. 28). 

Interviewee 2 did not make clear statements on promoting other women but she did 
have a mentor and role models, which could suggest that she acknowledges the 
importance of women cooperating each other.  
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Interviewee 3 is focused on promoting other women, and is very aware of their 
leadership skills. She considers it necessary to fight for the people that cannot stand up 
for themselves, which is an attitude that denotes solidarity and openness toward other 
women that want to discuss their work openly (Hewlett et al. 2008 p. 28). 

Interviewee 4 did not make clear statements on promoting other women, but she did 
have a mentor and role models, which could suggest that she acknowledges the 
importance of women cooperating each other.  

Interviewee 5 contributes to strengthen the pipeline since she considers that is important 
to keep a close relationship. This suggests that in her position of manager, she would 
promote other women that are waiting in the talent pool (Helfat, Harris, & Wolfson, 
2006 p.19). She experiences the effects of the pipeline, since she has mentors herself 
and also has someone inside the organization she can talk to.  

Interviewee 6 chooses to empower women, not because they are women, but because 
she wants to work with different kind of people. In her high managerial position, she is 
aware that there are other women waiting in the talent pool (Helfat, Harris, & Wolfson, 
2006 p.19). When she decides to gather more than one woman together, she does it with 
the intention of improving their work environment (Hewlett et al., 2008 p. 28). 

Interviewee 7 has a long experience of working as a manager, and she understands how 
some women need to be encouraged, and she is willing to increase the presence of the 
minorities she notices. Her impression of women regarding the work environment 
suggests that they improve the work environment by promoting clear communication 
(Hewlett et al., 2008 p. 28). 

Interviewee 8 started a female leader-coaching club, because she was concerned with 
the underrepresentation of women. Women are qualified and waiting for opportunities 
at the end of the pipeline (Vinnicombe, Burke, Bale-Beard & Moore, 2013 p.3) and 
having a leadership club would allow them to be prepared to take the leading roles, even 
though they might still be waiting for an opportunity inside the talent pool (Helfat, 
Harris, & Wolfson, 2006 p.19).  

5.4 Leadership theory 

Interviewee 1 explores different solutions to her organizational challenges, suggesting 
that she looks for innovative responses. She suggests that her previous bosses trusted 
her because she encouraged communication and, in response to that, her followers 
managed to achieve different objectives, because they trusted her. This depends also in 
the way followers are willing to receive the characteristics of the leader (Kanter, 2010 
p.569). As women are expected to have certain characteristics in their leadership roles, 
the interviewee was very empathetic at the way she expressed her concern of protecting 
the followers. Interviewee 1 was concerned about how she was as a leader, since she 
knows what it is like to criticize others, and this shaped her self-awareness as well. 
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Interviewee 2 is very oriented to make fast responses. She is very aware that it is 
important to encourage communication as a business skill. During her career, she was 
also a beginner and, therefore, is aware of the importance of having an empathetic 
behaviour towards junior consultants. Her leadership style is transformational, because 
she creates an environment that supports growth and change (Oke, Munshi & 
Walumbwa, 2009 p.65 & 66). A leader that knows how to control the ego and is self-
aware is more likely to be accepted. She was humble on how to approach problems, 
since she compares them with science problems. She expresses self-awareness by 
agreeing with her skills but also with her limitations.  

Interviewee 3 looks at people and sees what they achieve and nothing else. It is not 
common to be able to look passed everything else in people’s behaviour, but it has 
brought her results, and this is how innovative response works. The sociological 
approach expects leaders to fit their characteristics to the context, so they must act 
differently depending on the situation (Kanter, 2010 p.569). For her, communication is 
fundamental and the leader should be able to make decisions. She understands how 
being a beginner might be difficult, which is why she is empathetic and gives her 
followers enough information, so they can feel safe. She is aware of the presence of 
stronger leaders and understands her limitations and strengths, a behaviour that denotes 
constant ego management and self-awareness.  

Interviewee 4 thinks it is more important to be a leader that does not have the response 
in details, but at least has some idea of how to do it. At the same time, she mentions that 
good communication with the leader is fundamental to overcome misunderstandings 
with respect. This also depends on the way followers are willing to receive the 
characteristics of the leader (Kanter, 2010 p.569). Regarding the empathy, she thinks it 
is difficult to generalize how men and women are, because everyone is different and, 
therefore, it is not correct to fall into stereotypes. She recognizes her virtues and 
limitations, and she is willing to give her leadership position to someone else who is 
more suitable if it is necessary. She has learned to control herself and deal with her 
emotions. These characteristics are linked to ego management and self-awareness. 

Interviewee 5 has the idea of having sisterhoods in male dominated fields and this 
suggests that communication and respect are needed for women to be united and help 
each other. Her close contact with human resources made her realize the importance of 
empathy inside and outside the organization. For her, being aware of what motivates her 
and what to do with it, made her self-aware of her skills and limitations.  

Interviewee 6 pushes people to move forward and for this she motivates response 
coming from her followers and herself to work together. Communication and respect 
are necessary to make the right decisions. She thinks it is important to help others to be 
better at what they do, but, at the same time, to be empathetic with them in the process. 
These are characteristic of transformational leadership style, which are leaders that 
create an environment that supports growth and change while the followers of 
transactional leaders are driven by awards and punishments (Oke, Munshi & 
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Walumbwa, 2009 p.65 & 66). The interviewee recognizes her position of power, she 
possesses a lot of ego management, but she considers it important to use the position to 
make a long-term difference and this is only possible by combining it with self-
awareness. She is very comfortable with being behind the follower’s success instead.  

Interviewee 7 says she listens to what the organization says, but she also thinks it is 
important to speak out with innovative responses. To express herself, she uses 
communication and respect. She knows her way of communicating is clear and 
encourages respect. She remembers a team member that could not follow the 
instructions properly, she focused on adapting to him and helping him improve during a 
whole year and this shows that she is empathetic with her followers. She is a leader with 
transformational style, which are leaders that create an environment that supports 
growth and change while the followers of transactional leaders are driven by awards and 
punishments (Oke, Munshi & Walumbwa, 2009 p.65 & 66). When working with her 
followers, she does not pursue admiration, instead she looks to help the organization. 
This demands ego management, and self-awareness, in order to talk to people and share 
her ideas. These characteristics are valuable and can benefit internalization and 
identification, and are more accurately connected to referent power, which is when the 
followers admire and respect the leader, giving the leader the ability to influence them 
(Lunenburg, 2012 p.4).  

Interviewee 8 looks for answers and how to face challenges with innovative responses. 
To be more efficient, she must encourage communication and respect inside her work 
environment. She says it is important to create a place where the followers can ask for 
help and have an open dialogue. She trusts her followers, and gives them freedom to 
develop themselves but, at the same time, she is very empathetic, because she thinks it 
is important to let them know they have support if anything goes wrong.  Her leadership 
style is transformational as she creates an environment that supports growth and change 
(Oke, Munshi & Walumbwa, 2009 p.65 & 66). She considers that her mission is to take 
away obstacles so her followers can achieve their goals faster, behaviour that requires 
ego management, since she does not have to seek for distinction, and instead she is self-
aware of her skills and limitations and relies on the expertise of the followers to solve 
problems. These characteristics are valuable and can benefit internalization and 
identification, and are more accurately connected to referent power (Lunenburg, 2012 
p.4).  

5.5 Gendered organization - management 

Interviewee 1 says her current organization is active in trying to place more females in 
leadership positions, as the organization became more structured and formalized. This is 
an example of why the gradual increase of women in corporate boards of publicly listed 
companies in EU members is drifting towards gender equality, although corporate 
culture limits women leadership positions by linking them to men and masculinity 
(European Institute of Gender Equality, 2015 p.54).   
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Interviewee 2 notices that in, her current organization there is a fair distribution of 
female and male in leadership positions and it has less middle managers, making the 
organization “flatter”. Her description does not match the statement of the stereotype 
that follow the managerial career path in all industrialized countries that connects this 
position with being male (Berthoin-Antal & Izraeli, 1993 p.63). 

Interviewee 3 has a very high perception of her current organization, because they are 
constantly making systematic evaluations and promotions inside the company that are 
related directly to achievements and individual results. She feels that everybody in the 
organization has the same opportunities and are treated the same. She particularly 
enjoys showing her colourful taste in hair and clothes. This has a correlation with the 
political commitment and efforts to address gender equality, marking beginning of 
change (Vinnicombe, 2000 p.4).  

Interviewee 4 observed that, in the organization she works now, there are more women 
in the communication and human resources departments, but not so many in the 
business, economics, and marketing departments. Her description matches with the 
indicators that show that the gender gap in education is closing, and the share of 
employment is steadily decreasing, but underrepresentation remains (European Institute 
of Gender Equality, 2015 p.10). However, she mentioned that her bosses are all female, 
and she is comfortable in the place she is now, since it pushes herself to improve.   

Interviewee 5 describes her company as focused on promoting either women or men 
depending on their skills, and whoever will bring results. She did not recall any 
situation where her she could not express her ideas, just as described in the gendered 
organizational theory (Acker, 1992 p.253 &254). 

Interviewee 6 does not recall any gendered organizational episodes, where she had to 
modify her behaviour, in neither of her current job environments. 

Interviewee 7 feels that her current career choice is meant to be her next step in her 
career. She does not describe events where anything is relevant to the gendered 
organizational theory. 

Interviewee 8 works in an organization where there are many women working as 
managers. However she knows that the Human Resource department is a very likely to 
have women as leaders. She experiences her work environment as less competitive and 
more supportive towards her and other people, and has enough challenging tasks that 
interest her. This can match with the current promise to eliminate the gender gap in 
political and economic representation (European Institute of Gender Equality, 2015 
p.7).  

5.6 Career success 

Interviewee 1 mentions that people should focus on doing things that they like; this is 
more related to her intention of personal development. For her, accomplishing things by 
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herself, without followers, is not success. This is something she takes into consideration 
inside her organization, which can make an impact inside her work environment. She 
knows there are more women struggling outside her organization, and she considers that 
helping each other and not pushing people down should be a life attitude. This is how 
she can make an impact outside the organization. 

Interviewee 2 has interests in her personal development, since she was looking for a job 
after she finished her MBA, but her new path was more related to the environment and 
sustainability, specially because she thinks it is important to do something for the future 
and make an impact outside the organization. 

Interviewee 3 decided to leave her job and seek personal development, but when she 
was offered a better opportunity in the same company, she decided to stay. She 
expresses great admiration for the people that work in the organization, and emphasizes 
that people that work with her do it for reasons that go beyond the money, they seek to 
make impact outside the organization, the same as her. 

Interviewee 4 is focused on searching for paths in her career where she can learn and 
develop herself. She thinks that there are more things that she can do in the future in the 
same company and, therefore, sees herself making an impact inside the organization.  

Interviewee 5 is following her convictions and has personal development. She says that 
if she would die tomorrow she would not regret anything.  

Interviewee 6 seeks personal development in her career, she wants to be the best and she 
combines it with her interest to make impact inside the organization by helping people 
to be better at what they are doing. Her intention is also to make impact outside 
organizations by changing how people, management and companies work.  

Making impact inside the organization drives interviewee 7, as she matches her 
personal success with the organizational success.  

Interviewee 8 defines success as loving your work, having fun while doing something 
meaningful and look for an environment where you feel appreciated. This shows impact 
inside of the organization, as she looks for ways to strengthen the weakest links, and 
those activities include coaching other women, which drives her personal development. 
She sees beyond the money, and she wants to make impacts outside the organization by 
making customers happy.  

5.7 Research model 

The previous chapters of the analysis are used to test the research model. Each theory is 
marked with an ‘x’ if it was supported by the interviewees.   

 

 



 
 

 
 

46 

Table 5.1: Results of interviews compared to the research model 

 
 
Considering the results of table 5.1 a new research model was conducted, as it seemed 
obvious that the interviewees in this thesis did not experience gendered organization in 
their management environment. In addition to that, the distinct reason, of wanting to 
impact people, of why the women moved towards managerial position was seemed to 
be missing from the model.  
 
The new research model would then represent the career development the women who 
participated in this thesis went through. 
 

Research(Model 1 2 3 4 5 6 7 8
Gendered(Organization:(Engineering

Is#there#gender#division? x x x x x x x
Are#there#images#of#gender#created#and#affirmed? x x x x
Culture#of#the#organization#influence#over#gendered#persona x x x x x
Career(Development(Path

Confidence x x x x x x x x
Self#;#promotion x x x x x x x
Risk#Taking x x x x x x
Visibility x x x x
Career#acceleration x x x x x x x x
Mentoring x x x x x x x x
Portfolio#careers x x x x x x x x
International#experience x x x x x
Role#Models x x x x x x x
Management#style# x x x x x x x x
Pipeline

Promoting#other#women x x x x x x
Improving#work#environment#for#other#women x x x x x x
Leadership(Theory

Innovative#response#"clumsy#solution" x x x x x x x
Encourages#communication#and#respect x x x x x x x x
Empathy x x x x x x x x
Ego#management x x x x x x x
Self#awareness# x x x x x x x x
Gendered(Organization:(Management

Is#there#gender#division? x
Are#there#images#of#gender#created#and#affirmed?

Culture#of#the#organization#influence#over#gendered#persona

Career(Success

Personal#development x x x x x x
Impact#inside#organization x x x x x
Impact#outside#organization x x x x x
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Figure 3: Modified research model 
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6 Conclusions 

_____________________________________________________________________________________ 
The following chapter introduces the conclusions of the thesis where the aim is to 
answer the research questions that are re-stated at the beginning of this chapter.  

6.1 Purpose 

This research took on the career development of female engineers who are working as 
managers. The purpose of this work was to understand why female engineers change 
careers by entering the field of business. Both engineering and management are 
considered male dominant environments and the research aimed to answer the following 
questions: 

• What is it that provokes the decision in female engineers to move from 
engineering positions into management? 

• How is the career development of a female engineer that pursues a managerial 
position outside the engineering field? 

6.2 Conclusions 

The interviewed women said that connecting to people and being able to impact people 
was the reason why they were in the leadership environment today. The reason they left 
on the other hand, was mostly because their career had evolved in that direction. Their 
career evolution either happened without them knowing it, or they made a conscious 
choice. The engineering background was necessary for their development and it was 
perceived to have helped them in their positions as managers. 

The women did not experience the stereotypical threat, as they never avoided something 
because they were scared of not succeeding in their career and they never thought that 
boys in general were better than them in math.  

It was interesting to see that most of the women described the framework they had 
predetermined in their mind of the ideal leader exactly like they described themselves.  

The women considered themselves as a minority in their engineering education and if 
their experience is taken into closer consideration it can be stated that being in a 
minority is not always a bad thing. Being part of a minority could be used as a 
motivation to do even better, even though the interviewees did not feel affected at all by 
the fact that they were a part of one. 

The combination of their engineering skills, the steps for corporate success, and their 
leadership driven personalities allowed them to become highly trained woman. The 
interviewed women achieved positions in work environments that they considered more 
suitable, allowing them to make an impact on other women, their communities, their 
organization, or just focus in personal development. 
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Regarding the Research Model, the women that participated in the interviews were 
engineers that started their career during their bachelor’s, or after they received their 
degree. The results suggest that although there are gendered organizations, they did not 
seem to be persuaded by it to leave engineering. The feeling of the interviewees was 
that their initial work environments did not affect their conviction to work with people 
and make impact in different forms.  

The career development of the women suggest that they are a group of determined 
engineers driven by the will of helping others succeed by becoming leaders. They had a 
strong attitude and determination that, regardless of being in gendered organizations, 
lead to them to decide that leading a group of men or women towards challenging 
problems was a better option than staying as a full-time engineer. 

Sweden, as the focus region of this research, did not support the “macho culture” in any 
aspect inside the organizations. Instead it seemed like these leaders are not allowing 
their work environment to spread bad attitudes that are a threat to other women or men. 

The overall conclusion was that the female engineers that have moved towards 
managerial positions have gone through similar career paths that could be interesting for 
organizations to know if they want to prevent that change.   
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7 Discussions 

_____________________________________________________________________________________ 
The following chapter discusses the findings of this thesis and how they are relevant to 
the other literature available. The limitations of this research are addressed along with 
some suggestions for future research. 
 
The topic of why women leave the field of engineering seems to have been decently 
researched before, but to the author’s best knowledge, this research is among the first 
that focus on a particular destination for those women. The contribution of this research 
was, in other words, to not only look at the problem of them leaving the engineering 
environment but also to look at the reason why they were captivated by management. 
There are two reasons why the contribution of this research was considered unique: 

First, the reasons why the women moved away from the engineering positions were not 
the same as the authors expected in the beginning. The reasons were other than the 
environment being too masculine, which could be because of the evolvement of the 
community and it could indicate that the increased gender equality is creating a better 
environment within engineering. The communities are constantly changing and it is 
considered necessary to conduct researches like these regularly, to see if the results 
change at the same pace as the environment. If, for example, the gender equality 
improves in a certain community it would be expected that less women would leave 
their jobs because of their environment being too masculine. If the results, on the other 
hand, would not change parallel with the environment, it would create a new research 
material.  

Second, while the gender equality is said to be improving, women are still leaving the 
field of engineering and this research indicates that they do not leave because they are 
unhappy in the environment. The results of this research suggests that women might 
seek to have more impact in people, feel like they are making a contribution to their 
environment and that a managerial position appears to be a normal career development 
for engineers. By researching what it is with their new environment that makes them 
happy creates a new dimension of aspects that could be taken into consideration and a 
further research in this direction could help organizations to understand their 
employees. 

The contribution of this research is therefore expected to have addressed new aspects to 
this topic and created new areas for future research. It is also considered to have opened 
up topics that could be interesting for organizations to get significant answers to. By 
researching specific aspects to this problem, like management in this case, it could 
contribute greatly to organizations as they could get the opportunity to gain insight into 
what their employees want in their career development.  
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7.1 Limitations of the research  

Despite the contribution of the thesis there were some limitations to the study that will 
be acknowledge further in this chapter.  

The first limitation drawn to attention is the amount of interviews conducted in the 
research. Eight interviews were conducted due to the size of the research and the 
opinions of the women cannot therefore be generalized even though all of the women 
fitted the profile perfectly.  

The second limitation was that the interviewees were only women and they all had a 
similar career path. Therefore it was not possible to do any comparison between genders 
or with people that have experienced different paths. The reason why it was decided to 
interview only women who fitted the same profile was because the authors sought to 
make the outcome of the research significant.  

The third limitation was due to the fact that the interviewees were spread around 
Sweden resulting in the interviews being conducted through Skype or phone. It is 
known that it is harder to obtain trust if you have not met the person before (Easterby-
Smith, Thorpe & Jackson, 2015 p.144), making the situation of not meeting the person 
at all even harder. The authors sought trust by introducing themselves to the 
interviewees, clearly informing them about the purpose of the thesis and preparing well 
for the interview by studying the background of the interviewees. It was also considered 
necessary to keep all details about the interviewees anonymous to try to increase the 
trust and make it easier for the interviewees to talk without hesitation.   

The fourth limitation was the language of the interviews; they were conducted in 
English, which is not the native language for neither the authors nor the participants. 
Even though it was not a noticeable problem in this research, since all the interviewees 
were fluent in English, it could always be that the interviewees could express 
themselves more on their native language. 

7.2 Future research 

The expected contribution of this research was to understand the career development 
women who evolve from engineering into management go through. People who have 
experience from two different work environments can provide organizations with 
valuable information about the surroundings. Additional researches on this area, along 
with making this research in a bigger context, could benefit organizations with a better 
understanding of their employees and the areas for future researches are outlined in this 
chapter. It is possible to build upon the model made in this study and evolve it further, 
with more participants, turning it into a quantitative research, and also with the 
alternative of including different genders and careers. 

As this research only took on the perspectives of female engineers who have drifted 
away from the typical engineering jobs and started to work as managers it could be 
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interesting to do the same research on men in the same position and compare the 
difference. It could also be an option to do the same research on business-educated 
women who went from their field of interest into becoming managers, as it would be 
exciting to see if they have different experience than the engineering women.  

By adding either business-educated women or men into the research it could be possible 
to eliminate the bias and by adding other countries then Sweden it could be possible to 
see the difference in different cultures.  
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Appendix 1: Gendered organization - Engineering 

 

Is#there#Gender#division?#
How#is#the#interaction#between#

individuals?
Culture#of#the#organization#

influence#over#gendered#persona

1

"I$can$say$that$the$majority$

were$men$not$female$engineers$

within$that$organization.$It$was$

manly,$because$that$is$all$there$

were"

"You$need$to$comply$

something$in$order$to$move$

forward$(…)$like$the$dress$

code,$I$would$not$have$worn$

those$clothes$for$myself"$

2

"It$was$a$factory$and$the$

workshop$had$all$male,$where$

you$had$these$nude$calendars$

where$they$had$a$secretary,$a$

female$secretary"$

"If$you$go$to$the$factory,$for$

example,$they$(men)$produce$

the$packaging$and$you$had$the$

biggest$machines$and$they$

were$all$male$in$that$team,$but$

then$you$had$the$other$

machine$that$had$all$female$

team"$

3

"I$was$driving$a$forklift$in$some$

warehouses$and$of$course$it$

was$a$male$area"

"I$heard$about$it$everywhere$

an$then$in$the$warehouse$is$OK$

to$make$comments$and$jokes$

and$all$of$these$(…)$that$I$was$

accepting$when$I$was$younger$

but$I$would$not$accept$today"$

4

"I$mean,$looking$at$the$

statistics,$like$secretary,$

administrative,$reception$and$

so$on$are$always$women"$

"I$had$that$experience,$he$did$

not$need$to$hide$it,$he$was$just$

careful$of$whom$he$would$

share$and$then$he$would$

share,$he$was$just$careful"$

5

"It$was$from$a$really$old$

consultant$who$worked$with$

quality$issues,$he$came$to$me$

and$asked$me$where$the$pen$

and$pencils$are,$like$I$was$the$

secretary"

"I$was$the$only$female$in$my$

group$so$I$would$say$that$my$

mostly$experience$is$to$be$

working$as$a$minority"

"I$think$that$during$that$time$I$

did$not$believe$that$I$changed$

anything$about$my$personality$

but$now$looking$back$I$am$

kind$of$confident$that$I$did$

change$to$adapt$to$the$

environment.$I$had$to$be$like$

one$of$the$boys"

6

7

"In$the$information$technology$

department$were$proud$of$

having$more$female$managers$

(…)$in$the$X$area,$there$was$

only$few$female$both$in$the$

manufacturing"

"They$said$no,$no,$no$we$are$

so$unique,$you$can't$compare$

it"

8

"Yes,$specially$when$I$was$

younger$and$they$thought$I$was$

the$secretary"

"They$say:$She$doesn't$know$

what$she$is$talking$about,$and$

they$don't$support$me.$Which$

is$more$like$trying$to$be$

managers$of$engineers$who$

know$their$topic$in$detail"

$"I$was$actually$told:$You$can't$

be$so$happy$and$nice$and$

smile$to$people,$because$they$

think$you$are$flirting"
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Appendix 2: Career development path 

 
 
 

Confidence Self+Promotion Risk+taking+

1

"I$noticed$that$I$also$

had$to$(…)$stand$up$

and$sort$of$find$my$

own$place$among$

other$women$as$

well$(…)$so$I$had$to$

struggle(…)$$fighting$

to$become$

appreciated$as$

female$engineer$but$

also$as$foreigner"

"Just$let$me$finish$

this$project,$it$will$

work"

"For$one$is$about$

doing$crazy$things,$

that$might$be$

completely$crazy$

but$you$believe$in"

2

"I$have$always$felt$

challenged,$I$mean,$

how$hard$can$it$

be?"

"But$if$you$$don't$

have$the$

communication,$you$

don't$have$the$

business$skills$no$

one$will$listen$to$

you"$

"But$it$was$more$

hard$to$get$close$to$

the$management$

team,$but$I$found$

my$way"

3

"I$talk$a$lot,$I$have$a$

lot$of$energy$so$I$am$

a$little$bit$hyper,$but$

it$is$not$something$I$

hide,$the$same$of$

the$way$I$dress"

"I$even$told$bosses$

that$have$been$

complaining:$Ok$but$

give$me$time,$I$will$

get$there,$I$

promise"

"They$asked$me$to$

apply$for$this$

position$that$I$have,$

the$thing$is$that$you$

have$to$be$able$to$

speak$French,$and$I$

don't$well,$I$don't$

speak$French$but$I$

applied$anyway,$so$I$

got$the$position"

4

"It$can$be$very$

international,$and$

then$you$can$meet$

very$masculine$

figures,$that$are$

coming$from$other$

backgrounds,$than$

from$Scandinavia,$

and$you$have$to$

prove$yourself$a$

little$bit$more"

$"I$knew$XX$was$one$

of$my$priorities$

companies$and$I$

just$followed$them$

and$I$knew$I$was$

going$to$be$on$the$

case$as$soon$as$

there$was$a$position$

that$was$relevant$

for$me"

"Then$I$think$I$

would$take$it$on$

and$take$my$time$

and$try$to$learn$and$

not$avoid$it.$I$think$

there$are$always$

good$learning$

experiences$and$

kind$of$stretch$your$

comfort$zone$like$

that$and$learn$

something$else"

"I$think$is$often$

that$no$one$is$

taking$the$lead,$so$

it$comes$more$out$

being$a$bit$efficient$

and$not$just$sit"

"I$actually$called$

her$(recruiter),$

even$before$they$

called$me.$Maybe$

that$is$why$they$

called$me"

"I$decided$to$do$

my$masters.$My$

idea$was$to$

complement$my$

education$with$

some$economics"

Pa
rti
cip
an
t 10+Career+Development+Path

Career+AcceleratorVisibility

"I$have$a$Masters$

in$Civil$

Engineering"

"It$is$really$about$

putting$yourself$

out$there"$

"I$finished$my$

Masters"$

"I$will$have$a$

problem$when$you$

have$to$protect$

your$area$or$your$

position$but$that$

doesn't$matter$if$

you$are$a$woman$

or$a$man"
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Confidence Self+Promotion Risk+taking+

5

"I$worked$in$a$video$
store$and$I$was$the$
only$person$doing$it$
at$that$time$so$it$
was$kind$of$big$
responsibility"

"...I$had$to$study$
extra$physics$and$
mathematics$and$it$
was$kind$of$an$eye$
opener$for$me$

when$I$was$in$the$
bachelor$program$
because$I$got$really$

good$grades"

6

"I$finally$understood$
(…)$I$don’t$have$to$
please$everybody$
and$I$don’t$have$to$

be$the$best"

"I$always$felt$that$I$
was$a$bit$more$
intelligent$than$
other$people"

7

"I$learned$from$a$
friend$that$I$should$
train$where$I$could$
force$myself$to$start$
to$talk$in$teams$and$
so$on$and$I$learned.$
I$then$realized$that$I$

liked$this"

"I$was$22$years$old$
when$I$was$

teaching$to$17$yearF
olds"

8

"If$you$knew$what$
you$were$talking$

about$you$are$in$the$
front$line"

"But$then$I$learned$
in$some$very$early$
age$that$you$have$
to$ask$for$the$

position$you$want"

"If$I$do$not$know$
how$to$do$it,$I$
volunteer"

10+Career+Development+Path

Visibility Career+AcceleratorPa
rti
cip
an
t

I$have$thought$
later$after$I$took$
my$Executive$

MBA

$"So$I$have$also$
studied$master’s$

in$Electrical$
Engineering"

"I$have$a$masters$
in$Chemical$

Engineering"$"I$
also$completed$an$

MBA"

"It$actually$was$a$
work$tutor$that$
said:$Your$name$

should$be$first$and$
your$friend$should$

be$second"

"Specially$in$my$
master$thesis"
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Mentoring) Portfolio)Careers
International)
Experience

1

"She&(my&mentor)&is&
very&strategic&she&
was&like:&let's&think&

ahead"

"I&was&studying,&and&
this&company&called,&

they&were&
producing&X"&&&&&&&&&&&&&&

"I&worked&at&a&start&
up&company&in&X"

"I&went&to&the&U.S.&
and&completed&my&
degree&there"&

2

"I&had&a&mentor&
during&my&MBA&
program&and&I&

discussed&with&her&a&
lot&for&the&
interviews"

"I&was&a&business&
consultant&for&a&

couple&of&years&(...)&I&
also&worked&with&a&
lot&of&people&from&
life&and&science"

3

"Mentoring,&this&is&
probably&not&a&nice&
answer&but&it&is&

because&my&father&
he&is&a&CEO&for&a&
company&and&he&is&
an&extremely&good&

leader"

"I&was&a&forklifter&
(…)&a&logistics&

company&where&I&
was&managing&
operations"

"In&Belgium&(…)&I&
was&in&Sierra&Leona&
for&a&long&time,&in&
South&Sudan&and&
finished&in&Liberia"

4

"The&colleague&I&am&
training&from,&she&is&
very&good.&That&is&
gone&really&well,&

from&her&is&that&I&am&
learning&the&day&to&

day"

"Coordinator&in&the&
XX&industry"&&&&&&&&

"Been&working&for&
most&in&my&

experience&in&the&oil&
industry"

"But&in&that&year&I&
had&to&practice&in&

the&U.S."&&&&&&&&&&&&&&&&&&
"I&take&myself&to&
Norway&that&was&
the&case&then"

"I&can&see&how&I&
prefer&mentor&type&
(...)&guide&them&
would&be&my&
objective"&

"I&find&it&quite&
hard&before&I&get&
comfortable&in&
the&position&(…)&I&
can&change&my&
personality&quite&
a&lot&from&when&I&
am&new&until&I&am&

not&new&
anymore"

"&Very&much&to&
learn&to&translate&
from&the&sales&
people&and&the&

technicians&to&the&
customers"

Pa
rti
cip
an
t

"So&in&my&job,&I&had&
a&mentor&who&was&
a&male&and&then&I&
became&a&mentor&

for&another&
woman&in&my&
company"&

Role)Models)

"They&said&it&was&
magical&to&see&

how&I&could&move&
people&and&talk&to&

people"&

Management)Style

10)Career)Development)Path

"I&consider&myself&
a&person&that&gets&

along&with&
different&

personalities&
pretty&adjustable"

"There&is&a&little&
part&of&that.&That&
you&think,&Wow!&
They&have&made&it&
so&far.&And&then&

you&can&see&that&in&
the&day&to&day&that&
she&is&exceptional&
and&therefore&the&
conversation&and&
the&feedback&is&

good"
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Mentoring) Portfolio)Careers
International)
Experience

5

"She&helped&me&and&

guided&me&through&

my&career&plans&

more&in&the&career&

and&she&also&made&

me&confident"

"China&and&

Germany&so&there&

were&a&couple&of&

trips&abroad&and&we&

also&had&but&I&didn’t&

do&that&but&we&sold&

globally&our&

product"

6

"If&nobody&else&

wants&to&step&

forward&and&take&

that&leading&role&I&

have&no&problem&

with&it"

"Worked&at&a&

kindergarten"&&&&&&&

"Been&running&my&

own&business"&

"Working&as&a&

manager"&&&&&&&

"Project&manager"&&

"Different&

managerial&

positions"

7

"He&was&very&

controversial,&but&

he&was&very&well&

seen&(…)&he&was&

very&clear&to&help&

women&and&young&

people"

"For&a&short&time&I&

was&a&manager&of&a&

consulting&team"&&&&&&

"I&had&to&build&the&

first&manufacturing"&&&&&&

"I&was&manager&of&

an&engineering&

group"

"In&X&we&worked&

very&good&as&a&

global&company,&

and&I&travelled&a&lot&

to&visit&other&

branches"

8

"Not&in&a&formal&

way.&But&I&support&

people&in&formal&

basis"

Pa
rti
cip
an
t 10)Career)Development)Path

Role)Models) Management)Style

"Yes!&It&is&

something&

different.&In&XX&you&

had&super&support&

you&had&

development,&you&

had&coaching"

"&I&am&very&clear&

to&tell&what&I&think&

and&believe&in&and&

then&of&course&

follow&the&

decisions&(…)&I&am&

not&afraid&to&tell&

what&I&think"&

"As&a&manager&you&

see&if&you&need&to&

push&women&a&

little&bit&more&or&

making&men&a&little&

more&silent"

"I&call&it&more&

situational&

leadership,&I&think&

you&always&have&

to&know&in&which&

situation&you&are&

in,&who&do&they&

need"

"I&think&I&have&the&

perfect&position&as&

I&have&a&great&

manager&and&he&

sort&of&takes&care&

of&all&the&politics&

and&I&get&the&things&

done"

"I&am&a&person&

that&is&driven&by&

change,&if&I&stay&in&

the&same&place&

for&too&long&time&I&

get&bored&and&I&

see&problems&

more&than&I&see&

solutions"

&"I&managed&

workers,&blue&

collars&I&would&say&

that&it&is&a&big&

difference&

between&white&

collars&and&blue&

collars&in&my&

perspective"

&"I&didn’t&have&any&

boss&at&XX&who&I&

could&talk&to&I,&they&

had&a&HR&specialist,&

which&I&talked&

about&different&

issues&(…)&also&

seeked&advice&

outside&the&

company"&
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Appendix 3: Pipeline 

 

 

  

Promoting)other)women) Improving)work)environment

1
"It%has%to%do%with%empowering%women%over%
and%over%and%make%sure%you%as%a%woman%

help%another%women"%

"So%it%is%like,%make%sure%you%help%each%other%
out,%don't%push%each%other%down"

2

3
"And%I%see%a%lot%of%women%who%are%great%

leaders,%I%think%it%really%often%works%very%well%
with%women%in%higher%leading%positions"

"I%always%fight%for%the%ones%that%cannot%
stand%up%for%themselves%but%I%wish%that%
there%were%more%women%fighting%also"

4

5
"I%think%it%is%crucial%that%we%have%this%

sisterhood%to%help%each%other,%especially%in%a%
maleCdominant%field"

"She%is%also%an%engineer%and%she%is%an%
outgoing%person,%I%think%she%is%a%good%

person%and%I%feel%I%could%call%her%if%I%would%
have%any%trouble"

6

"If%I%can%I%always%chosen%women,%not%
because%they%are%women%but%because%I%want%
the%teams%that%are%as,%like%I%said%I%want%to%
work%with%people%that%are%different%from%

me"

"Even%though%I%am%a%woman%it%is%easier%to%
pick%a%woman%because%then%it%is%two%of%us%
instead%of%just%one%and%that%is%different%and%

different%is%good"

7
"They%don't%see%the%qualities%that%women%

have.%Women%are%more%afraid%(…)%you%need%
to%push%them"

"Women%are%more%clear%to%discuss%and%
express%their%opinion"%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%

"Women%follow%the%decision,%men%say:%I%
didn’t%agree%to%the%decision%so%I%continue"%

8

"Then%a%couple%of%years%ago%I%started%a%
female%leader%coaching%club,%so%we%talked%
and%met%from%different%areas%and%discussed%
leadership%issues%and%that%I%did%for%a%while"

"The%persons%who%asked%me%to%apply%were%
men,%and%I%am%their%boss%now.%But%my%
manager%was%a%woman,%who%hired%me"%
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Appendix 4: Leadership theory 

 

Innovate(
response

Encourages(
communication/(

respect
Empathy

1

"You&want&to&do&
things&and&try&
different&things&
that&you&think&

works"

"I&could&move&
people&and&talk&
to&people,&they&
knew&where&they&
were&going,&they&

trusted"

"Someone&that&
really&cares&about&
the&people&and&
takes&the&people&

with&them"&

2

"So&I&am&pretty&
fast&when&I&decide&
something&and&

you&get&into&when&
you&have&decided&
to&run&a&project"

"But&if&you&don't&
have&the&

communication,&
you&don't&have&

the&business&skills&
no&one&will&listen&

to&you"&

"Specially&with&the&
junior&consulting,&
there&you&have&to&
be&more&attentive&
and&lead&and&give&
more&appreciation"&

3

"I&look&what&other&
people&achieve&
and&people&to&

look&at&me&what&I&
achieved&(...)&in&a&
sense&I&am&a&bit&
different&but&it's&

working"

"Be&
approachable,&
and&be&able&to&
take&quick&
decisions"

"One&of&the&
important&things&is&
to&be&organized&as&a&
leader&and&give,&
create&a&safe&

environment&for&
your&employees,&so&
that&they&know&

what&is&coming&and&
they&know&the&
frameworks"

4

"Might&not&know&
the&details&but&
has&to&have&an&
overview.&You&

start&not&trusting&
them&(...)&they&
would&have&to&
know&what&they&
are&doing,&either&
the&discipline&or&
the&industry,&
otherwise&the&
credibility&is&

gone"

"They&have&to&be&
good&at&

communicating,&
otherwise&there&
would&be&a&lot&of&
misunderstanding
s&and&within&that&
communication&
they&have&to&be&
good&at&giving&
feedback"

"Not&easy&to&
generalize.&Because&
men&and&women&
can&be&different.&
Different&women&

can&be&different&and&
different&men&can&
be&different"

"Because&it&could&be&
that&I&try&to&be&the&
leader&but&there&

could&be&also&a&more&
suitable&leader&as&
well,&so&I&also&try&to&

see&the&whole&
picture"

"It&takes&a&long&time&
for&me&to&get&angry&
and&mad,&I&am&pretty&
patient&(...)&but&when&
it&actually&gets&to&a&
point,&then&I&actually&
have&to&say&something&
and&try&to&make&it&
work&somehow"
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"If&there&is&someone&
else&as&a&stronger&
leader&I&quite&easily&
step&back&I&feel&quite&
comfortable&with&

that"&

"And&my&approach&is&
to&solve&the&problem&&
(...)&I&mean&that&is&the&
thing&with&bachelors&
of&science,&I&mean&
solve&problems"

"I&have&always&become&
like&this&third&gender&

in&this&kind&of&
countries,&not&like&a&
woman&from&their&
culture&and&you&are&

not&a&man&you&
become&this&weird&
thing&that&is&invited&
into&the&male&groups"

"I&have&played&sports&
when&I&was&younger,&
so&I&always&been&kind&
of&an&upfront&and&I&

have&always&said&what&
I&wanted"

"Can&feel&it&is&a&big&
difference&now&from&
being&in&the&airline&

now&being&a&
consultant,&you&are&
the&resource&and&that&
is&a&big&difference"

"Whenever&you&look&
up&to&leaders&and&

you&criticize&them&(…)&
and&other&times&you&
realize&(…)&I&have&no&

idea&what&I&am&
doing"
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Innovate(
response

Encourages(
communication/(

respect
Empathy

5

"I$think$it$is$
crucial$that$we$

have$this$
sisterhood$to$

help$each$other$
especially$in$a$
male8dominant$

field,$
environment"

"They$had$a$HR$
specialist,$which$I$
talked$about$

different$issues$with$
and$I$also$seeked$
advice$outside$the$

company"

6

"I$am$sort$of$a$
person$that$like$

to$take$on$step,$at$
least$more$than$I$
do$now,$now$I$am$
more$like$pushing$

forward$and$
saying:$let’s$do$
this,$come$on”

"I$don’t$make$the$
decisions,$I$can$
help$you$make,$
what$you$need$in$
order$for$you$to$
take$the$right$
decision"

"I$think$that$I$am$in$
a$position$where$I$
can$help$other$

people$to$be$really$
better$at$what$they$

are$doing"

7

"I$also$always$
start$by$listening$

what$the$
organization$says,$

somehow$I$
summarize$and$

said$NO$I$think$we$
should$go$this$
direction,$and$I$
also$can$explain$
why$we$are$not$
going$on$that$
direction"

"People$have$told$
me$I$am$clear$on$

message"

"I$had$a$year$
process$with$him,$I$
told$him:$this$is$not$
good,$you$have$to$
improve$the$quality$
and$you$need$to$
report$back$(…)$it$
took$me$a$year,$but$
the$process$was$

fair"

8

"It$is$a$lot$of$
finding$problems,$
looking$under$
stones,$is$this$

problem$real?$Or,$
can$we$just$call$
someone?$Are$
you$angry$with$
each$other?$So$
everyone$can$be$
more$efficient"

"And$you$always$
can$ask$about$
things,$you$have$
an$open$dialogue$
where$you$say:$I$
really$don’t$know$
how$to$do$this"

"What$is$more$
important$is$that$

(…)$you$have$to$give$
freedom,$I$think,$it$
is$important$to$
trust,$and$also$if$
something$goes$
wrong,$that$you$
actually$support"

"I$trust$that$you$know$
what$is$best$to$do,$

because$I$am$just$the$
manager$and$you$have$

been$here$for$ten$
years,$so,$tell$me$and$
then$I$would$have$a$
discussion$with$it"

"My$mission$is$to$
take$away$obstacles$
so$they$can$run$

faster"

"I$liked$to$be$more$
open$and$start$to$talk$
to$people$and$raise$my$

voice"

"I$don't$have$any$
prestige$and$help$the$

organization$
together$with$my$

team"
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"I$have$a$lot$of$power$
but$because$I$want$
to$be$able$to$make$a$

difference"

"I$am$quite$happy$with$
sort$of$being$in$the$
shadow$and$knowing$
that$I$am$the$one$that$
gets$things$done"

"I$was$motivated$I$was$
more$mature$than$
those$that$came$
directly$from$high$
school$so$I$felt$

confident$during$this$
period$in$school"
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Appendix 5: Gendered organization - Management 

 

Is#there#Gender#division?# How#is#the#interaction#
between#individuals?

Culture#of#the#organization#
influence#over#gendered#

persona

1

"In%general%XX%has%been%very%
active%at%making%sure%there%

are%more%female%in%
leadership%positions"

"So%at%the%time%I%joined%the%
company%it%started%to%

become%more%structured,%
organized%and%formalized"

"Now%it%is%a%100%%family,%
within%the%company,%it%is%a%
clear%cut%like:%you%are%on%

maternity%leave,%you%are%out%
(…)%if%you%are%out,%you%are%

out"

2 "In%the%XX%I%would%say%is%
50/50"%

"I%would%say%that%the%
organization%is%more%flat%
we%don't%have%middle%

managers"%

"Yes,%specially%when%you%start%
to%dream%about%your%work"

3
"I%saw%again%in%XX%that%you%

are%getting%evaluated%in%quite%
systematic%terms"

"It%is%also%quite%a%male%
area.%But%now%in%XX%it's%a%
very%equal%organization%I%
would%say%because%here%it%
is%no%space%for%it,%is%only%
about%what%you%achieve%
and%it's%interesting%to%see%
that%the%results%are%very%
mixed%in%all%kinds%of%

positions%because%people%
can't%look%at%who%knows%

who"

"I%dress%in%a%certain%way,%I%
dress%very%colourful%I%have%

coloured%hair"

4

"Most%male.%But%you%see%
more%women%popping%up,%
what%is%it%called,%human%

resources,%communication,%
then%once%in%a%while%in%

business%and%economics,%but%
you%don't%see%so%many%

popping%up%in%marketing,%
engineering%type%of%jobs"

"Women.%All%of%them%were%
women.%%First%HR%and%my%
colleague%and%then%I%met%
with%the%HR,%they%were%all%

women%as%well"

"No,%not%really.%%Sometimes%I%
have%to%push%myself%to%do%

something%but%not%hide%them.%
I%have%not%hidden%anything.%
But%I%try%to%push%myself%to%
improve%in%some%things"
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Is#there#Gender#division?# How#is#the#interaction#
between#individuals?

Culture#of#the#organization#
influence#over#gendered#

persona

5

""I"believe"that"they"focus"
on"who"will"make"this"

work,"there"is"not"so"much"
men"and"women"issue"
there,"more"the"skill"

6

"So"he"called"me"and"said:"
can"you"please"come"in"and"
help"me,"I"said"no"(...)"I"want"

to"be"running"my"own"
business"

7

8
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Appendix 6: Career success 

 

Personal)Development Impact)Inside)
Organisation

Impact)Outside)Organisation

1

"One&position&to&other&was&to&
try&and&focus&on&things&you&
like&and&then&sort&of&start&

talking&to&people"

"Just&getting&there&but&if&
you&don’t&have&other&

people&behind&you&it&is&not&
leadership,&it's&just&getting&

there"

"Make&sure&you&help&each&
other&out,&don't&push&each&

other&down"

2 "&I&was&looking&for&a&new&job&
after&my&MBA"

"I&felt&that&no,&this&is&not&
doing&something&for&the&
future,&I&want&to&go&back,&

more&into&environmental&and&
sustainability,&part&just&to&

make&an&impact"

3

"I&got&tired&of&being&in&the&
field&and&I&was&about&to&quit&

there&were&all&of&this&
opportunities.&A&good&trick"

"People&here&really&want&to&
work&here.&We&don't&earn&so&
much&money,&so&there&is&a&

different&kind&of&motivation"

4
"I&would&definitely&move&to&
something&that&I&could&learn&
more,&develop&myself&more"

"It&could&be&about&
different&business&areas,&
little&different&disciplines.&
There&are&many&ways&that&I&
could&move,&or&get&more&
around&it&in&XX,&but&it&is&

not&within&a&particular&area&
or&position&either"
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Personal)Development Impact)Inside)
Organisation Impact)Outside)Organisation

5 "That'I'can'die'tomorrow'and'
not'regret'anything"

6

"I'have'a'little'person'inside'
of'me'who'wants'to'be'the'
best'and'that'person'is'

always'afraid'of'not'being'
the'best"

"I'want'to'see'people'
evolve'into'better'people'
and'be'better'at'what'they'

are'doing"

"I'am'good'at'change'
management'and'changing'
how'people'work'and'how'

the'companies"

7
"If'my'organizations'
succeed'I'have'also'

succeeded"'

8

"Loving'your'work.'I'mean,'
coming'to'work'and'say:'
Wow'this'is'so'fun,'I'am'

doing'something'meaningful'
and'that'you'actually'can'feel'

that,'you'are'in'an'
environment'where'you'are'

appreciated"

"I'do'special'coaching'on'
the'women'in'my'

department'who'I'think'
actually'could'take'on'
other'positions'but'they'

have'to'understand'that'in'
some'links'some'areas'and'

strengthening"

"I'want'to'get'paid'and'I'want'
to'feel'that'we'are'doing'
something'good,'where'

customers'are'really'happy"
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