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1.Introduction to the research paper 

1.1. Major Findings 

This thesis explores the opportunities within the potential in the high gender equality level in 

Scandinavia with the aim of improving the economic and organizational performance of 

Danish companies. The study researches OMX listed companies in two Scandinavian 

countries, Denmark and Sweden, in order to investigate the potential that comes with gender 

diversity and identifying best practise. With a specific focus on the four areas of the Balanced 

Scorecard developed by Kaplan & Norton I explore opportunities deemed important to 

companies’ strategic development. I find that there are significant links between gender traits 

and organisational performance, which companies can utilize using a common platform under 

Corporate Social Responsibility. The link between organisational performance and gender 

traits is especially predominant when it comes to stakeholder engagement and being able to 

react to changes in the business environment. There are significant differences in the 

performance of Danish and Swedish companies. However, there is a common denominator in 

that gender has a positive impact on organisations that chooses adopt gender diversity. With 

this knowledge I construct a model for how organisations can work strategically in order to 

harvest the benefits of a gendered approach to organisational performance. 

1.1.1. Danish resume 

Denne afhandling udforsker de potentielle muligheder, der ligger i det høje ligestilling niveau 

i Danmark og Sverige. Formål er at identificere og forbedre de organisatoriske resultater hos 

danske virksomheder ved at brug af at et køns perspektiv. Undersøgelsen tager udgangspunkt 

i virksomheder, der er noteret på den Danske og Svenske OMX indeks over de mest handlede 

aktier. Hos disse fremtrædende virksomheder identificeres, hvorledes køns diversitet har 

indflydelse på organisationers evne til at producere agtværdige resultater. Der fokuseres 

særligt på fire strategiske muligheder indenfor Økonomi, Kunder, Interne samt lærings og 

innovations perspektiverne. Disse fire perspektiver udgør hjørnestenene i Balanced Scorecard 

udviklet af Kaplan & Norton. Selvom der er store forskelle på virksomhederne, er der dog en 

fællesnævner i det, at køns diversitet har en positiv indflydelse på de resultater de er i stand til 

at frembringe indenfor alle fire områder. Jeg argumentere for, at de træk som mænd og 

kvinder bringer til de organisationer kan forklare, hvorfor netop disse resultater fremkommer. 

Desuden at organisationer med fordel kan bruge Corporate Social Responsibility som 



2 
 

platform til, at strukturere det strategiske arbejde med køn. Især er forbindelsen mellem 

organisationens resultater og køns træk fremherskende, når det kommer til engagement i 

kommunikationen med interessenter samt det, at være i stand til at reagere positivt på 

ændringer i erhvervsklimaet. Med denne viden konstruerer jeg en model for, hvordan 

organisationer kan organisere deres strategiske arbejde med henblik på at høste fordelene ved 

en kønsdifferentieret tilgang til organisatorisk ydeevne. 

1.2. Introduction 

Most scholars and practitioners engaged in the gender area will agree that the Nordic 

countries are among the best performers when it comes to women’s rights and access to equal 

opportunities. Studies like the one conducted by the World Economic Forum ranked the 

Scandinavian countries (Denmark, Sweden and Norway) among the populations that is 

considered the most equal in the world (World Economic Forum, 2008, Malthesen, 2007).  

The reason why Human Rights and gender equality apparently have been so successful in the 

Scandinavian labour market is not always obvious even to people living in these countries. 

One thing that we at least can agree on is that it is a complex issue that cannot be contributed 

to just one initiative but rather a combination of different factors that encompass both social, 

economic and governance factors.  

The Scandinavian gender approach does not exist in a vacuum but is part of various greater 

discourses that has shaped our perceptions of equality and rights. In the world community 

there have in resent years been different approaches to improve the current situation on 

gender equality. These initiatives range from measurements of performance as presented by 

the World Economic Forum1 on regional level to country level initiatives in the form of 

legislation and campaigning as seen in Denmark2 or organizational level initiatives such as 

Global Reporting Initiative (GRI) and Global Compact (GC) (GC, 2008, GRI, 2006). Indexes 

and reports like these mainly focus on the universal Human Rights declarations, 

conventions/treaties and policies. Here data can be objectively collected and reported upon, in 

order to achieve some level of compliance within equal rights and opportunities. Conformity 

to standards might be viewed an aim in itself it is, however, less debated what further aims 

can be accomplished once conformity is achieved. The initiatives taken in order to improve 

gender equality within business have in many cases been incorporated into the already 

                                                 

1 www.weforum.org/en/media/Latest%20Press%20Releases/PR_GGG08 
2 www.lige.dk  
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existing work done on corporate social responsibility (CSR). In the thesis I will explain the 

connection more indebt, but for many scholars and practitioners alike the CSR platform have 

been viewed as a natural place to improve some of the women rights issues that organisations 

face. Another argument for using a CSR platform has been that the approach encompasses all 

aspects of the business and is not only linked to one or a narrow part of the business 

processes.        

This paper focuses on two Scandinavian countries, Denmark and Sweden, and their approach 

towards gender and gender equality. The two countries systems present opportunities and 

approaches for business development, which can be explored in different ways. They also 

represent two different approaches to equal rights legislation based upon different levels of 

government involvement. From securing the basic rights in Denmark to the direct 

governmental participation in business processes as seen in Sweden. In Denmark it is very 

much up to the individual company to define what level of equality it wants to comply with 

just as long as it stays within the letter of the law (Lovbekendtgørelse, 2007). The Swedish 

approach presents legislation which encourages the active utilisation of gender in business 

processes rather than only being accountable to the law. 

This paper will explore the possibilities that lie within these different legal frameworks and 

how they can be utilized by business and organisations alike. It also investigates initiatives 

that can lead to competitive advantages using a gender approach. The paper is organised in 

five sections. 

1. I outline a theoretical framework that constitutes the thesis, including a review of prior 

evidence and the theories used that relate to the research questions. The section also 

includes a review of gender based research, international and local gender practices 

and a review of International based standards. 

2. I gather information on Danish and Swedish OMX listed company performance in 

relation to economic performance indicators which relates to earnings and profit, 

further more I gather information on gender composition, corporate social 

responsibility (CSR) activities and governance structure. The evidence can be used to 

understand businesses current performance and create a statistical base where both 

countries businesses can be compared across industry, size and financial/non-financial 

performance.  
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3. Based on evidence presented in gender and CSR research and information on firm 

performance generated from Swedish and Danish companies a theoretical framework 

is constructed for a gender based strategic model. Including a range of key 

performance indicators (KPI) that business can use to measure and improve their 

economic and organisational performance. 

4. I conclude by answering the research question and discuss the further implications for 

business and research. 

1.3. Objectives and Limitations 

The objective of this is to answer my research question and by doing so identify initiatives, 

best practices as well as development opportunities in Swedish and Danish business processes 

in relation to gender and organisational performance. The aim is to present how a gender 

approach can contribute to the overall strategic performance of business also understood as a 

business case for engendered CSR. I do this by identifying four key parameters deemed 

important to business under a common balanced scorecard (BSC) framework. All of these 

four areas relate to key areas that relate how companies engage with different stakeholders 

like customers, suppliers, shareholders and society. The link between business and 

stakeholder is found in companies’ engagement in CSR activities as this is the only part of 

business that encompasses all the different voices that the companies are potentially engaging 

with. This understanding of using a common CSR framework to work strategically with 

gender, in order to enhance organisational performance or engendering CSR, is understood as 

the underlying rationale that guides this paper. 

This thesis work with three central concepts Gender as social constructed meaning about and 

formulated around men’s and women’s behaviour. CSR as a central part of business which is 

used to leverage the issues faced by men and women but also as a concept which business can 

use to improve its performance. Finally I use the BSC as a tool that can link CSR and gender 

into one system to be used by organisations to structure their efforts to achieve competitive 

advantages. 

This paper presents an approach to gender in organisations as a mutual construction of 

structures and discourses. This approach will to some be viewed as incomplete when one fully 

needs to understand the power relations between men and women. Especially in relation to 

how women in many ways and forms are oppressed by men every day in organisations. 

However, the approach does present a framework of how we can understand gender in 

relation to business performance, which can bring the discourse and structures which are part 
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of the business community together with those of gender theorists. Through the paper I will 

argue for an approach which encompasses a basic sociological framework and an 

understanding which utilises feminist theory which fits into this understanding of 

organisational behaviour. Some theorists, especially within radical feminist theory but also 

theorists who subscribe to discourse and culture studies, will properly find this approach to 

simplified. Especially within the concept of power there might be criticism as it is not in this 

approach viewed upon as a negative influence on organisational development but rather as a 

precondition for our understanding of human behaviour.      

1.4. Research Question 

In order to answer how working with a gender perspective can contribute to organisational 

performance one overall research question has been formulated. This is subsequently split 

into four more detailed questions each of them supporting the aim of creating competitive 

advantages. 

• To what extend can the relationship and possible organisational advantages between 

gender and business performance be utilized by Danish companies, in a strategic effort 

to improve their competitive advantage?  

In order to gain a competitive advantage organisations need to work strategically with the 

resources that are available to them. The balanced scorecard (BSC) developed by Robert S. 

Kaplan and David R. Norton (1992) is a tool which tie four strategic perspectives (Finance, 

Customers, Internal, and Learning and Innovation)  into one management system in order for 

organisations to fully utilize its resources. The four perspectives offer a strategic platform 

which organisations that desire to improve their competitive advantage can utilize. I have 

chosen four questions related to gender each tied to a BSC perspective and that will indicate if 

there is a gender impact on organisational performance. A positive or negative answer to 

these questions will then enable me to answer if there is a competitive advantage gained in 

incorporating gender into corporate management systems.           

1. (The Financial Perspective) Are women in senior management and board position 

positively associated with higher than average economic performance? 

2. (The Customer Perspective) Is gender mix in senior management and company board 

positively associated with accountability and transparency? 

3. (The Internal Perspective) Are women on boards positively associated with tighter audit 

committee controls and thereby improved internal control?  
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4. (The Learning and Innovation Perspective) Is gender mix in senior management and 

boards corporations positively associated with stakeholder engagement?   

2.The Theoretical Framework for 

Understanding Gender in Organisations 

Since the mid 70’ties there have been an increased focus on women rights and how gender 

plays an important part in how we organise ourselves (Acker, 1990, ILO, 2000). In this 

section I will give an overview on the status and development of gender research and the most 

salient areas of women rights that is associated with business performance coupled to CSR. I 

will also explore the opportunities that exists in creating a common platform for exploring the 

positive traits and stereotypical behaviour that is associated with men and women. 

Within CSR research there is a preference to use a stakeholder theory approach in order to 

understand the relationships that corporations engage in (Campbell, 2004). Stakeholder theory 

makes it possible not only to look at the stakeholders where business transactions occur but 

also shed light on other forms of relationships (Donaldson & Preston, 1995, Mitchel et al. 

1997, Parent & Deephouse, 2007). Stakeholder theory “describe those groups who can affect, 

or who are affected by, the activities of the firm” and is viewed upon as being core to our 

understanding of CSR (Jones, Wicks & Freeman, 2001). In this paper it is the stakeholder 

theoretical approach that is used to understand the implications of implementing an 

engendered approach to business processes. At the same time I’m aware that one of the most 

prevailing approaches in understanding the relationship between owners, boards and top 

management are understood through an agent/principal approach (Crane et al, 2008:56). 

While a model confronts a wide range of stakeholder engagement issues the stakeholder 

theory is still to be seen as a tool for the principal to strategically direct its agents. 

The relationship between gender and organising, gender and financial performance and CSR 

and gender, have been research quite extensively outside Scandinavia (see Catalyst, 2004, 

Pearson, 2007, Grosser, 2009). There have been some efforts to look into the dynamics of 

gender and business in Scandinavia (Smith et al, 2005, Randøy et al., 2006). However, there 

seem to be a barrier for researchers to come to terms with empirical evidence that contradict 

the prevailing norm that women have equal and unrestricted access to career opportunities 
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(Randøy et al, 2006, Hearn, 2002). This in turn means that the amount of resent critical 

research into gender and business performance is limited especially in relation to masculine or 

male behaviour. With this in mind the research done into how gender effects organisational 

performance is quite comprehensive on a worldwide scale.   

In recent years there has been a move towards linking gender and business performance 

especially within the areas of finance and ethics (Smith et al, 2005, Thompson, 2008). Studies 

with this approach links gender attributes especially that traits contributed to women and link 

these to some of the performance indicators that are used in the business world. Hence some 

researchers are paving the ground for a business case for gendering corporations, arguing that 

it makes good sense to include gender considerations because it affects the bottom line 

(Adams & Ferreira, 2008, Campbell & Minguez-Vera, 2007, Carter et al, 2003, Catalyst, 

2004).  

2.1. Structure, Power and Gender in Theoretical Perspective 

In general the feminist approach to organisations is based upon a power analysis to 

understand how individuals behave and try to influence their surroundings. However, power 

alone does not fully conceptualise the interaction between the sexes. An engendered approach 

proposes that while we know that power exists and can be very influential this power can be 

used to both the benefit and harm of organizations and their members.  

Women and men do not think exactly alike and to a large extend the current way we organize 

does not harvest the benefits of alternative thinking (Rosener,1995, Madock & Parkin, 1993). 

What an engendered CSR approach will offer organisations are new ways to explore 

opportunities and reduce risks, which otherwise would be difficult to handle by the current 

ways organisations organise. By subscribing to what is essential patriarchal ways of 

organising and creating results, we are unable to observe new ways of creating value which 

contradict what organisations believe to be universal truths. In the following section I will 

show some of the characteristics of how power is operationalised from different perspectives. 

2.1.1. Power and Structure 

When conducting critical feminist studies the subject of power is often raised and used as the 

ontological starting point (Rosener, 1990, Martin, 1990, Pease & Pringle, 2001:23, 

Whitehead, 2002). And power and especially structural power is a central aspect in 

understanding how organisations organise themselves. However, some of the most prominent 

theorists on the subject have managed to conveniently bypass some of the fundamental aspect 
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of gender. A good example of this is found in the writings of Michel Foucault who has written 

a great deal about how power formulates and shapes our understanding of reality and our 

sexuality (Foucault, 2006, Foucault, 2002). However, he does not address that men and 

women are different outside the sexual act, while he question our perception of sex he does 

not formulate how to address gender relations that does not takes its outset in the act 

(Foucault, 2006:158, McNay, 1999:98). His mission is to show that power is formulated as a 

mean to control bodies by different means (Foucault, 2006:144, Foucault, 2003). In his works 

gender is reduced to a sexual discourse where men and women hardly exist, neutralising 

gender and obscuring the underlying issues, which might shed light on some of the challenges 

facing men and women (Hearn, 1998:790, Whitehead, 2002:100). This has to a large extend 

troubled feminist theorists as power in a Foucauldian sense is deemed essentially as 

productive force which shapes and formulates our world view, where as feminist depict power 

as oppressive force (Martin, 1990). The central issue in the argument is that power cannot be 

reduced to one given source but is unstable and elusive (Whitehead, 2002:100ff). So while his 

concept of discursive formulated power is important in our understanding of how 

organisations organize it does not bring us closer to understanding the impact of gender and 

the interaction between individual actors. However, his understanding of power is central 

when further exploring how it has been central in the discursive formulation of a perception 

of what are female and male traits and to how it is becomes embedded in our legislation as 

institutionalised norms. 

The prominent sociologist like Pierre Bourdieu did recognise that the differences between 

men and women are important aspects of organising (Bourdieu, 2005:227f). His message is 

that gender inequality is a partly invisible power that is reproduced by both the agents that are 

oppressors and the once that are being oppressed (Järvinen, 1999:6). He contributes this to the 

sociological structures built by agents of society and reproduced through the ages. While 

masculine characteristics are associated with productive development and positive force such 

as providing for the family, building a home and creating a business. Women are associated 

with reproductive caring for the home and children, and managing the household. This 

dichotomy between male and women work is central in Bourdieu’s understanding of gender, 

deeming the female contribution to society and organisations less valuable than that of the 

masculine. Central to Bourdieu in this reasoning is the uses of symbolic power also know as 

symbolic violence. He understands symbolic power as the ability of the dominant class e.g. 

the ones possessing power, to impose their reality definition upon other classes and/or the less 
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powerful (Bourdieu, 1979). But this also implies that the power is viewed as legitimate by the 

class being oppressed, which in this context means that women are accepting that the reality 

that is being opposed upon them is viewed rightful and true. This is viewed as a none-

conscious matrix that in its essence is masculine and within which is instilled in both body 

and mind. In the context Bourdieu talks of the body or hexis and how it is separated and 

disciplined into very distinct gender categories (Bourdieu, 1996:156). The hexis is not 

something that can be replaced over time like an opinion but something that the subject is 

rather than has (Bourdieu,2005:115ff). Therefore hexis is very difficult to replace even if 

confronted with evidence that suggest that that the pre-reflexive knowledge was wrong 

(Järnvinen, 1999:10). While hexis was absorbed in the subject the concept of doxa is a 

discursive formulation of the reality we perceive as it is defined by the most dominant group, 

in this case the masculine. The current reality is legitimate or that the doxa is presented as the 

only rightful perspective is being constantly reproduced by women defining female work as 

less worthy (Järvinen, 1999:10). In a bourdieudian context the current dominant doxa is the 

field which feminists have tried to change as it can be openly debated, exposed and 

transformed while the hexis is absorbed into our bodily functions.  

Within doxa there is a constant reproduction of certain attributes to gender behaviour which 

also give raise to the formulation of stereotypical perceptions, formulating what is the 

legitimate behaviour of women and men. But even though Bourdieu realises that stereotypes 

exists he does not move beyond the traits in order to explore their potential in a positive sense 

or provides some means to change obvious injustices (McNay, 1999). Bourdieu claims that as 

we move up in the social hierarchy the differences between the two sexes becomes less 

relevant and that women and men of the upper classes have equal access to the same social 

benefits (Wilken, 2006:75f). While he speaks primarily about the cultural field it is an 

argument which can be criticised as it does not take into account that power comes in many 

forms and that it can be transformed as one move up the social ladder. Also he does not take 

into account that power relations and inequalities also exists between men and other men and 

for that matter between women which can influence discourse and structures.  

2.1.2. Changing roles 

According to Bourdieu women entry into the workforce have not freed them from emotional 

labour, it has rather made it more complex for women to be part of several different social 

contexts within which different expectations are salient (McNay, 1999:103). So while women 
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objectively have access to the same benefits as men, they still have to live up to the female 

norms in order to continue to legitimise themselves as women.  

The changing roles of women and men also create complexity in relation to what masculinity 

is defined as. In understanding men and masculinity, Bourdieu does highlight an important 

aspect, when he recognises that male dominated thinking is being reproduced as symbolic 

violence and that this influence is almost invisible to its victims (Bourdieu, 1998, Bourdieu, 

1979). “Male domination is so rooted in our collective unconscious that we no longer even 

see it. It is so in tune with our expectations that it becomes hard to challenge. Now, more than 

ever, it is crucial that we work to dissolve the apparently obvious and explore the symbolic 

structures of andocentric unconscious that still exists in men and women alike.” (Bourdieu, 

1998:1). As these structures are being put into question we are at the same time questioning 

what being male is supposed to be defined as and what accepted male behaviour looks like. 

This become evident when the accepted norms for feminine behaviour such as maternity leave 

becomes available in the workplace for all employees but men do not take advantage of these 

benefits (Whitehead, 2002:116).  

Foucault and Bourdieu both approach gender but in different ways. They do so from different 

perspectives one as an expression of the biological sex and the other as a discursive 

formulated social entity. Foucault avoids the question of gender by degendering power and 

viewing power as a productive and in essence positive force. But his perspective is still 

essential as it identifies power as something which changes and formulates our perception of 

what is true in the world. And while he does not explore gender discourses fully he provides a 

reference point for understanding how gender and sex is perceived. In the eyes of Bourdieu 

the asymmetric power struggle is identified and exposed, but he does not recognize the 

potential that a gender approach contains. He argues that in order to achieve equality between 

the sexes a degendering of the organisation is needed through the disclosing of the discursive 

formulated structures that constitute its base. 

2.1.3. A way forward  

The duality between agency and structure is one that has challenged researchers (Parker, 

2000). But only a few scholars have linked the paradigm to the interaction between society, 

agency and gender as Anthony Giddens. In order to create a framework of understanding how 

gender and organisations performance is interlinked I will need to present a paradigm which 

encompasses all three aspects and especially between what the structures at macro and those 
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at micro level. While he does not explain in detail how gender can be used as a positive force 

for organisational development Giddens does provide a framework into which an engendered 

organisation can be understood (Giddens, 1991, Giddens, 1984). In describing how structures 

formulate our perceptions he states “…Society only has form and that form only has effect on 

people in so far as structure is produced and reproduced in what people do. This to me 

applies right through from the most trivial of glance to the most globalized of systems.” 

(Giddens & Pierson, 1998:77)  

In his theory of structuration, Giddens shows how the social or knowledgeable agent is aware 

of the conditions and consequences of the day-to-day actions but that these are limited by the 

structures that surround him or her (Giddens, 1984:281ff). In Giddens own words “We should 

see social life not just as ‘society’ out there or just the product of ‘the individual’ here, but as 

a series of ongoing activities and practices that people carry on, which at the same time 

reproduce large institutions.” (Giddens & Pierson, 1998:76) These structures might be 

recognised as conscious driven in the form of laws, norms or rules that can be or are explicitly 

formulated, but they can also be unconscious that are only rationalised when explicit 

formulated by the agent, such as the formation of stereotypes (Giddens, 1984:281ff). When 

observing society Giddens does not reduce it to a generally observable entity like a country or 

group, with clearly set boarders but refers to the degree of ‘systemness’ that a given society 

can be analysed to include. This approach enables the unit of analysis to vary from the 

individual agent to include the effects of globalization on mankind. Structuration also 

provides an understanding of power that enable a unit of analysis outside power it self. The 

point is that human behaviour cannot be fully understood simply by referring to normative 

order or a set of rules. It is central that attention is given to the arena of negotiation between 

action and its symbolic referent whether it is expressed in terms of goals, rules or values 

(Brown, 1992:48). Power is recognised as being central in our understanding of discursive 

struggles around structure and action (Giddens, 1984:283, Hardy & Phillips, 2004). Power 

formulates our assumptions about what is perceived as being reality or one group’s capacity 

to control the resources available to another group. In a gender context this perspective can be 

used to explain why women and men do not have equal access to resources or why there are 

certain stereotypes or traits are contributed to the different sexes. 

2.2. The Concept of Gender 

The debate between different schools of thought on what gender really is has been fought for 

several decades (Blau & Ferber, 1986, Rosener, 1990, McCabe, 2006, Yukl, 2010:468f). 
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Within research there are different opinions on how the behaviour of men and women should 

be interpreted and explained. Are gender traits to be understood to differences in biology e.g. 

sex or is it something that we as a society have formulated as part of some grand discourse or 

is it a mixture of many different contributing factors (Giddens, 1989:158, Hearn, 1998) When 

mapping the terrain of gender research there are several path one can take. Some researchers 

have shown that behaviour between primates has similarities with how human behave or the 

behavioural patterns are closely linked to the biological sex. In this understanding we are as 

humans biological predisposed for certain kinds of behaviour which unconsciously directs us 

(Blau & Ferber, 1986:16f). But these arguments do not provide a framework for how to 

explain the behavioural patterns of homosexuals, who in many ways display behaviour which 

is opposed to the biological sex or leave room for social interaction that contradicts the norms 

contributed to the individual sex (Hearn, 1998).  

While there is no doubt that there are biological differences between men and women, the 

reduction of traits to mere biology does not confront some of the more complex issues that 

organisations are faced with such as male/female adaption to change or their ability to be 

receptive to the signals coming from the organisations environment. The idea that the social 

interaction between primates and that between humans should be equivalent could seem like a 

long stretch, but the ideas is far from foreign in the argumentation for or against equal rights 

and opportunities today (Yukl, 2010:470). The biological sex perspective becomes apparent 

and relevant when discussing pregnancy and maternity leave in relation to career 

advancement or when referring to some jobs being to “though” for women to handle.  

Another perspective that research has chosen to deal with gender differences is by ignoring a 

gender impact all together. This school of thought is especially widespread within economic 

theory where gender is by most schools believed to have no impact or is just ignored all 

together (Lorenzen, et al, 2004, Douma & Schreuder, 2004). This so-called rational approach 

is by far the most widespread in the business community as it reduces the complexity that a 

gender approach brings to understanding organisational behaviour (Blau & Ferber, 1986:3ff). 

However, even with this in mind the statement by Gary Powel (1990) that “Success in today's 

highly competitive marketplace calls for organizations to make best use of the talent available 

to them. To do this, they need to identify, develop, encourage, and promote the most effective 

managers, regardless of sex.” is true for whatever perception one subscribes to. The ability 

and willingness to organise in ways that utilize the resources that are available to its full 

potential is nothing new in business. But realising that a gender approach could free up 
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unrealised resources and bring new perspectives is not something which business has worked 

with. 

2.2.1. Defining gender 

I this thesis the concept and understanding of gender is grounded in the mutually constructive 

concepts of biology, discourse and structure. A major contributor to understand how gender is 

perceived today is bound in its historical context. Women’s participation in the workforce has 

traditionally been centred on the household and activities that would maintain the economics 

of the home (Giddens, 1989:169f). However, this changed with the coming of 

industrialisation and the separation of the workforce from the household. The industrial 

development meant that individuals was contracted to work in factories taking them from the 

work traditionally done inside the household to factories. One of the biggest changes in the 

perception of gender in organisation came with the massive introduction of women into the 

workforce during the Second World War. The War meant that countries like the US and 

England experienced a massive shortage of workers for the war industry and especially in 

occupations that traditionally was reserved for men (Giddens, 1989:170). Men and 

masculinity is associated with stereotypes or traits as providers of goods to the home, while 

women or the feminine are stereotyped with traits that connect them with caring for the 

household and bringing up children. With the change in sex roles it was also evident that 

these traits could no longer be universally valid. The consequence of the societal change was 

that women were given opportunities for careers that formerly only men had access to, 

transforming from the housewife to the working women (Blau & Ferber, 1986:33ff). When 

the War ended women were reluctant to return to household work and go from managing 

organisations to managing homes. However, it would take several decades before women 

were more widely accepted as part of the workforce in the form we see today. 

Stereotypes or traits are important to us as social beings because they formulate are pre-

perception of the world around meaning that before we meet somebody and get to know them 

we have some assumptions about them (Coleman, 2006:362f). This ability helps us in many 

ways as it reduces the complex world around us to something that is more easily managed. 

For example by keeping us out of danger so we don’t wander into dangerous parts of the city 

or when people are hired by organisation to take care of certain tasks which attribute to one or 

the other sex. At the same time stereotypes are keeping us from seeing the world as it really 

is, it unconsciously guides us when we meet people that are different from ourselves and 

creates a layer of predetermined facts that can be hard to overcome. As we explore how 
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gender impacts the performance of business it is important to be aware that stereotypes can 

influence how women and men are perceived by organisational members and especially 

stereotypes in relation to leadership roles. Even within research there are many examples of 

gender generalisation when trying to explain individual behaviour often depicturing the 

masculine versus the feminine (Epstein et al, 1991, Hearn, 2002, Ashcraft, 2004). These 

characterisations are often used in a negative or demeaning way in an effort to trying to 

explain why certain decisions are made by organisations and their leaders. For example when 

explaining why some jobs are attracting more women than men or visa versa.   

Prevailing stereotypical perceptions are most salient in understanding gender interactions 

being male-male, female-male or female-female. As we are constantly reinforcing our own 

perception of how women or men should behave, we also expect other to do the same. A good 

example of where stereotypes come into practice is from television when women executives 

are asked how they can cope with having a family and at the same time a career a question 

that is almost never asked to male top leaders. The interesting thing about this is that women 

tend to accept the question as valid and thereby recognise that the stereotypical women have 

no place in management.  

Gender is often referred as the distinction between the biological sex of men and women and 

the traits that each of them express. We refer to how men and women behave as being 

connected to either the biological sex of the individuals or as a social constructed entity which 

we either accept as valid or that needs to be deconstructed. This simplification of gender is, 

however, misleading and does not reflect the true complexity of individual behaviour rather it 

is a mutually constructed entity that encompasses biology, discourse and structure.  “…the 

human population remains relegated to the sex-based dichotomy where the values and traits 

of women and men bring to their work-related decisions are unique to the respective 

biological sex.” (McCabe et al., 2004:103). A more accurate description would be to refer to 

the feminine and masculine in organisational behaviour as being detached from apparent 

physical appearance, but under constant influence from both social and physical sources of 

influence. 

A consequence of this thinking is that women could be characterised as being exhibiting male 

behaviour or vice versa and thereby offsetting the presumptions we have about how we expect 

people to behave in a given sociological setting.  
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2.3. Stereotypes and Gender Traits 

One of the biggest obstacles for women getting access to senior positions is the traits 

associated with or stereotypes that have been created around women and their leadership 

styles (Mill, 1979:43, Martin, 2002:124, He et al, 2008:415). The traits that we associate with 

gender and the characteristics that we contribute to women and men are in general formulated 

or constructed on the bases of discourses (Hearn, 2002). Stereotypical or discourse thinking 

comes from our need to reduce the complexity of our experiences and is strongly influenced 

by discursive power as described by Foucault. While reducing complexity is an inherent need, 

it can also become the basis of rigid and ill-informed negative prejudice (Giddens, 

1989:247f). By the use of discursive formulated stereotypes we are able to categorise groups 

and individuals as being one or the other, this helps us in dealing with the world but it also 

have hidden dangers. While some stereotypes can work to the advantage of for example 

women, such as being emotional resilient or adaptive, these same traits can work 

counterproductive to the ambitions of the individual (Brief, 2008:28). The same types of 

characterisation are contributed to male behaviour and can have the same duality of 

consequences.   

As individual agents we tend to think of ourselves as being as objective as possible when 

evaluating the experiences that we are confronted with. But due to stereotypical thinking we 

are unable to be truly unbiased in our conclusions, if we are unaware or do not know where 

our prejudice comes from. In evaluating stereotypes or traits it is therefore important to 

understand the dynamics of structure within our framework to also encompass that some of 

our stereotypical thinking comes from hegemonic struggles to determine certain identities 

over which we have no control. Society and especially its most salient agents and structures, 

is in this context formulating the boundaries in which the relative autonomic individual is free 

to choose the different options when evaluating his or her social environment. When the agent 

is defining stereotypes or is associating traits in order to reduce the complexity of handling 

each person as individuals it is an attempt to fit behaviour into these structures. This duality 

between structure and agent, becomes central as we know that stereotypes are just what they 

say they are namely stereotypes and there for a generalisation of more or less real personal 

traits. But at the same time we treat people on the basis of these basic assumptions and in 

most cases without even thinking about it.  
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2.4. Masculinity and Men 

When theorising men and masculinity in organisations I take my outset in the same approach 

to gender as seen done in feminist theories and draws on the same basic assumptions e.g. that 

power exists and that it is embedded in the social structures, that gender is detached from the 

sex and that gender is learned (Thompson, 2008:89). The studies of masculinity with a 

feminist approach have often in the past been occupied with gay men but the field has 

broadened to also encompassing heterosexual men’s organisational behaviour (Hearn, 1998). 

This leads back to the understanding of gender as detached from biological sex and that one 

agent can display behaviour which are both feminine and masculine grounded.     

There is a potential risk of falling into the trap of making assumptions about male behaviour 

as constituted by pure power plays between the sexes, missing the point that the male and 

female also include positive and constructive aspects (Ellehave, 2005:19, Whitehead, 

2002:20). The potential for utility of these traits should be seen as a way for organisations to 

strategically influence in what direction their future development should take. Below I have 

described the most salient traits of male and masculine behaviour that research have been 

occupied with and which can be used to explain organisational performance, they are: 

The male as an authoritarian who through aggressive and violent behaviour creates and 

reinforces organisational performance (Hearn, 2002:44f). Having a top-down leadership style 

is associated with being in command and knowing what to do in all situations. Men are often 

depicted as leaders who get things done and believe in their own ability to do the right thing 

in management literature and biographical accounts the trait is often viewed as positive and 

productive (Schwarzkopf, 1992, Benson et al., 2007). But the trait is also seen in relation to 

bullying and as a leader who does not listen to his subordinates (Maddock & Parkin, 1993:5). 

A role which becomes increasingly difficult to handle in an ever changing business 

environment where organisations are expected to show compassion, listen to stakeholders and 

be open to new ideas.   

Paternalism is where the patriarch takes a younger boy/man under his wings and guides him 

through his development as a professional and corporate politics (Hearn, 2002:44). For male 

employees this gives a competitive edge compared to women as they have the opportunity to 

network with persons that potentially in the future will be promoting them into management 

roles. In its duality this trait reinforces the notion of a “glass ceiling” over leadership positions 
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that women are unable to break through as women would not have access to a patriarchal 

mentor (Shaw & Perrons, 1995:203f, Francoeur et al., 2008, Yukl, 2008:466).  

Entrepreneurialism highlights the individuals’ performance in relation to his peers and 

rewards risk taking. The differences between mean and women’s willingness to engage in 

risky transactions are well documented (Meier-Pesti & Penz, 2007, Cadsby & Maynes, 2003). 

Especially when it comes to taking risks where the boarder between ethical and unethical 

behaviour might be crossed men are prepared to go further in order to harvest a possible 

reward (Betz, 1989). In some cases the entrepreneur traits becomes so embedded in the 

culture that it can threaten the survival of the organisation (Hearn, 2002). However, 

entrepreneurial behaviour is essential when companies need to engage in untested and high 

risk operations, where the potential benefits could be high and the risks of failure is unclear.   

Informalism or the informal network between men where they meet and discuss in the 

context of sports or drinks can be a powerful bond between men. The gentleman’s club or the 

sauna club in Sweden as informalism is also known can also reinforce the notion of the 

women role as mother and the male role as the breadwinner which acts as to solidify already 

preordained gender roles (Maddock & Parkin, 1993:4). The gentleman club can also become 

the basis of subcultures which excludes members who pursue interests’ believed to be outside 

the organisation.  

Careerism is where the organisational culture is such that moving up the organisational 

ladder becomes the very purpose of being a member (Hearn, 2002). The types of 

organisations where this traits is among the most prevailing are often very competitive and 

demands a lot of its members outside what is normal for a employer/employee relationship 

(Kärreman & Alvesson, 2009:27). A trait that can lead to stress related illnesses and 

depression or create a working environment that is contradictory to corporation and achieving 

shared goals. 

Another trait that is associated with male or masculine thinking, is not directly linked to 

stereotypes but that have influence on male behaviour is viewing organisations as gender 

neutral or “Gender blind”. This refers to a perspective on the organisations where members 

as stripped of having a private life and that gender is not regarded as a factor in when 

understanding the interactions of organisational members (Maddock & Parkin, 1993:6). They 

assume that all have equal opportunities for developing within the organisation and 

everybody, men and women, can excel if they want to. By ignoring gender the organisation 
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does not confront the realities that most women and for that matter men, have to deal with in 

real life and without knowing it they might institute policies that contradict having a private 

life (Ashcraft, 2004). Much of the research done on organisations have a gender neutral view 

on organisations and does not believe the gender have an impact or is avoided (Hearn, 1998).      

While the duality of these stereotypes is evident and when formulated, it is apparent that these 

are not all traits that are to the benefit of the organisation. Even so they represent some of the 

traits that we associate with good organisational performance such as taking aggressive action 

to achieve goals or mentoring new employees. In essence the same traits that in some 

situations are believed to be counterproductive to the positive development can at other times 

be essential for the survival of the organisation. 

Investigating the connection between structure and power and how it can explain human 

behaviour there is the problem of which one of the two is actually constructing the other. The 

circular movement between our perception of the male gender role and the males attempt to 

live up to what is expected of him continues to reinforce a certain male stereotype (Brief. 

2008:224). This self reinforcing circular movement is evident when companies introduce 

family-friendly policies, but men are not taking advantage of the relaxation in the work norms 

(Whitehead, 2002:116). Some of the myths that men are pressured by the male stereotype to 

live up to, are attributes like the man as a natural leader versus the follower or to be 

professional in contrast to emotional, to be heroic and a savoir when this is in reality it is not 

always possible (Whitehead, 2002:144). As with all discourses the self-constructing reality 

that is formulating the norms for male behaviour is under constant change. New ways of 

organising that puts greater focus on other male roles, like fatherhood or as the family 

member, renegotiates the boundaries for what is male acceptable behaviour. While male 

behaviour was defined as almost being pure masculine it is now expected that men express 

traits which are often associated with the female.       

Some would characterise the reformulation of maleness as being a crisis of masculinity, but it 

can also be an opportunity for a renegotiation of what being male is. By articulating new 

possible discourses it becomes an option to choose alternative ways of expressing 

masculinity. On the other side the wider boundaries also make it more difficult to be 

masculine, as there is now more than one or a few, but a wide range of attributes that can be 

negotiated as male. This means that men on a continuous basis have to consider his position 

as a man and to be more aware of how his individual masculinity is to be expressed. But it is 
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also an opportunity to break out of established positions and create new roles, which are more 

in line with the individual preferences. 

2.5. The Traits of Women Organizing 

In research and companies alike female stereotypes flourish and in some cases they can colour 

decisions in one direction or another depending one ones view or basic assumptions (Epstein 

et al., 1991:150ff, Powell, 1990). In relation to female traits one most often comes in contact 

with different subjects’ such as emotions, the breakdown of organisational hierarchy, being 

ethical and the differences in leadership style. While these characteristics are not stereotypes 

in themselves they do represent some of the framework that constitutes how women and 

female leaders understand their own role. In the following section I will try to break down 

some of the discursive formulated traits that are associated with women behaviour. Some of 

these are reproduced by women themselves, while others are superimposed on women from 

their environment. 

As stereotypes are reproduced by both women and men it is not easy to distinguish between 

what is being traits that is being superimposed on women by men or which or being 

reproduced by women in order to facilitate a certain ideal (Ashcraft, 2004, Maddock & 

Parkin, 1993). One of the ways that research have tried to come to an understanding of the 

traits of women is by exploring pure female organisations and thereby try to move beyond 

imposed stereotypical perceptions (Acker, 1990, Brown, 1992). These organisations, like 

women’s shelters, are managed and organised by women for women and represent an ideal 

situation for understanding alternative forms of organising. The institutions provide an insight 

into how women, if they are free to choose alternatives to imposed stereotypical traits, 

organise themselves. In this context imposed is understood as traits being imposed on women 

from men, and not stereotypical behaviour that is reproduced by the women them selves. 

While these organisations does not live and function in isolation and often have to relate to 

very formal bureaucracies in the form of state or municipalities, they have established 

strategies in order to distance them selves from their formal surroundings (Brown, 1992:29f). 

The matriarchic organisations date back their roots to the women’s movement and the 

criticism of what they saw as an in essence a patriarchy way of organising (Martin, 1990, 

Crompton, 1999:3, Ashcraft, 2004). For several decades research and practitioners have been 

focusing on exploring how the differences between women and men where in conflict. The 

research highlights that what seemed as being normative organisational behaviour actually 
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where oppressive in many ways, not only towards women but also against others who were 

not in essence white, middle aged men (Robinson, 1993, Marshal, 2007). Another discovery 

was that construction of stereotypes where more rooted in our understanding of normative 

acceptable behaviour that was otherwise thought off. As research developed it started to 

explore what traits of women and men could benefit organisations in their performance (Brief, 

2008:36ff, He et al., 2008). While the researchers where not blind in relations to the rights and 

issues of oppression, they did start to look at how gender plays a role in how organisational 

culture developed, how women influenced leadership and how organisational performance 

was affected (Franquer et al, 2008, Adams & Ferreira, 2009, Blau & Ferber, 1986, Robin & 

Babin, 1997). This perspective broadened the field of stereotypical thinking of women to also 

encompass traits that were positively associated with organisational performance (Rosener, 

1990, Powell, 1990). 

From the discursive development of stereotypes several characteristics have been deemed as 

associated with the traits of women. In the following section I have tried to list the most 

salient traits that have an impact on organisational dynamics. Furthermore, the individual 

traits are also linked to the interpretations that have been made in the traditional patriarchal 

organisations.     

Women are Irrational. Because women view the organisation in a different light than men, 

they are often portrayed as being irrational. Women are often depicted as being subscribers to 

a wider range of factors when engaging in decision-making which could be deemed non-

rational or emotional based (Mumby, 1992:469). As they include more factors when 

formulating a decision which might not be viewed by men as relevant or rational, they risk 

being misunderstood and branded is irrational. Whereas incorporating more factors the 

decision making process could very well be interpreted as being positive it is often being 

depicted as irrational behaviour by the people who do not see the benefit of a holistic 

approach.  

Women are Caring. This trait is associated with women’s connection to the household and 

bringing up children (Anker, 1998:24). It is also evident in the work that is associated with the 

female gender as there are more women in jobs which is linked to caring like nursing, or day-

care professional. ”Women are generally required to engage in more forms of emotional 

labour than are men, given their traditional sex-role socialization.” (Mumby, 1992:469). 

While this trait in it self is widely accepted as positive within any society it also requires the 
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individual to take an ethical stand on what is being cared for (Tong & Williams, 2009). Not 

all acts of care can be considered to be innocent, as for example when an employee covers 

over the unethical behaviour of a colleague due to a misperception that the person is unaware 

of the consequences of his or her actions is unwittingly creating problems. The trait of caring 

is also strongly connected to the cultural setting that the organisation is in. While one set of 

caring actions might be interpreted as purely ethical in one country or culture it can be 

considered unlawful or inappropriate in another (French & Weis, 2000). The trait of the 

caring woman is often put in contrast to the aggressive and shallow masculine characteristics 

as a way of showing how women are some ways superior to men (Crompton, 1993:6). It can 

also have a negative impact on career opportunities as it can come into conflict between 

caring for the home versus caring for the organisation or its members. In relation to job 

opportunities can some employers also disregard women candidates as they perceive the 

position as requiring a “though” person. There are tendencies that show that the caring trait is 

being more widely accepted when men display the trait. In Sweden and to some degree as 

well in Denmark, it is not uncommon that men also will take longer maternity leave3. This 

seen as a sign that it is becoming more widely accepted that also men can display caring trait 

without it being to damaging to their career.  

Collective thinking. This trait is associated with some of the forms that women leadership 

have taken. Female leadership styles can be associated with non-hierarchical organisational 

structures where the gap between employees and employers are diminished though an attempt 

to take consensus decisions (Brown, 1992:29, Yukl, 2010:468). While the process of 

collective thinking might be longer than a formal bureaucratically top down approach it does 

present some clear benefits. These benefits can be such the as diffusion of authority, creating 

ownership or forming collective and egalitarian cultures that include more distant 

stakeholders. The same trait is salient when reviewing research on gender and white-collar 

crime where women are less likely to engage in criminal activities (Steffensmeier & Allan, 

1996, Sung, 2003). These results are not totally conclusive but do coincide with the idea that 

women make collective rather than individual based choices. While inclusiveness and 

collective thinking creates more complex in taking decision making, these aspects also mean 

that solutions are often more holistic reducing risk. However, in a masculine orientated 

                                                 

3 www.dst.dk/Sites/KVM/Arbejdsmarkedet%20og%20familieliv/barselsdage.aspx, 
http://ww3.dst.dk/pxwebNordic/dialog/varval.asp?ma=SOCI04&ti=SOCI04%3A+Daily+cash+benefits+at+preg
nancy%2C+childbirth+and+adoption+by++days%2C+time+and+reporting+country%2E+&path=../Database/4.
%20Quality%20of%20life/Social%20protection/&search=MATERNITY&lang=1   
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organisation where the performance of the individual is valued high collective thinking trait 

can be perceived as being unable to make decisions and as signs of a weak leadership.  

Women are adaptive. In today’s complex business environment it has become evident that 

adapting to changes is an important competence. The characteristics of men are, on one hand, 

often associated with maintaining systemic integrity and continuity through loyalty and 

rigidity (Crompton, 1993:5). Women are associated with being more receptive to changes in 

their environment because of their collective thinking trait and therefore have a higher chance 

of identifying events that can have an impact on business performance (Brief, 2008:28). 

Having identified possible changes in the business environment is of great benefit to 

corporations, as it gives the organisation the possibility to make timely changes in product or 

organisation and thereby reducing costs. Other companies that are not able to display this trait 

will be slower to identify changes and thereby will have shorter time to react and make 

necessary accommodations. Being the first to react to market demands will give companies 

that are able to display the trait of being adaptive a competitive advantage that companies that 

are slower or unreceptive to change will have.  

While men are characterised as being entrepreneurial and willing to take risks women are 

associated with being risk averse (Jianakoplos & Bernasek, 1998, Daruvala, 2007). Women 

are perceived as taking less risk and this has been backed up by several studies (Jianakoplos 

& Bernasek, 1998, Cadsby & Maynes, 2003, He et al., 2008). These studies based on the risk 

taking profile of the biological sex are backed up by studies investigating how masculine vs. 

feminine behaviour is apparent in financial risk taking. One study shows that the differences 

between men and women in terms of masculinity have decreased resulting in a situation that 

masculine risk taking attributes can no longer be restricted to belong solely to men (Meier-

Pesti & Penz, 2007).         

Women as Emotional resilient. While men most often do not show their feelings women are 

more prone to displaying their emotions. Showing emotions is not the same as being deeply 

effected by a given emotional situation or being emotional stressed and thereby risking 

becoming ineffective. But the trait is rather being able to recover from a stressful situation but 

without becoming emotional detached. The ability to cope and adapt to emotional changes is 

important in situations where objective and correct decisions are required while under 

significant stress (Coleman, 2002:108). While this trait can be interpreted as positive in a 

business context it might be counterproductive in relation to women’s career advancement as 
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women are faster to recover from for example the disappointment of not receiving a 

promotion than men would be (Brief, 2008:28). It can also be seen as an excuse why women 

should have lower wages as they are believed to be willing to accept less compensation for 

their time (Anker, 1998:25)  

Women are nurturing. Studies show that both male and women leaders can be nurturing in 

the job but that the trait is stereotypical associated with women (Epstein, 1991:151, Powell, 

1990:69). This is reinforced by the high number of women in professions that is associated 

with developing talent or guiding people in order to foster personal or professional 

development. In the business community this is evident by the high number of women in 

departments such as human resources, customer service and other departments where 

interaction between the organisation and stakeholders is central.  

The ability to be able to reconciling differences is a trait that has been viewed upon 

management as some of the positive aspects of women in leadership positions (Marshal, 

2007). Especially in a globalized world the ability to put one self in the shoes of others is an 

important competency which can smoothen the cultural differences that business leaders 

come across (Calás & Smircich, 1993). On a departmental level the trait is visible in the 

interaction and management of departmental social dynamics where the ability to reconcile 

members is an important leadership capability. The negative aspects of the traits is that in a 

patriarchy orientated organisations issues that are considered to do with feelings are often 

“outsourced” to women as they are perceived as better soothed to manage those.          

The ability to reconcile differences and looking for consensus is often perceived as the same 

thing but there are important differences. While reconciling is not necessarily associated with 

all parties being content with a given solution, consensus seeking is to find a common ground. 

Consensus seeking as a female trait is often seen in opposition to winning and thereby 

creating a looser in a business transaction. In literature that explores strategies in relation to 

negotiations it is consensus or creating win-win situations that is central for success (Fisher & 

Ury, 2007). Creating consensus has for a long time been seen as part of being an effective 

manager, but has often been seen as an alternative to winning and not an aim in it self 

(Rosener, 1995:70). Men will often create negotiation situations where a clear winner or loser 

is created if the balance of power between the parties allows it while women will seek to find 

consensus even though the balance is offset.    
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Gender traits are interesting to organisations because they provide us with an explanatory 

framework which tell us something about our expectations and not least the barriers that face 

men and women in both their private and professional lives. The same framework can also 

help us understand how the choices that we make are affected by our consciousness and 

unconsciousness assumptions whether they are right or wrong. Traits effects our possibilities 

for career opportunities and what jobs we are perceived as being eligible to hold, but on a 

greater scale they effect the organisations we are part of as a whole. In this thesis it is the link 

between traits and organisational performance that key to understanding how companies can 

work strategically with gender to build competitive advantage. In contrast to the social 

constructive perspective on gender is the understanding of men and women as biological 

determined social actors. That we to a large extend are predetermined to display certain 

behavioural patterns based on our biological sex, which would be against our very nature to 

contradict. In the following section I will show how a framework can be constructed using 

gender as a product of social constructed discourses and institutionalised structures which we 

express through stereotypical perceptions and self-constructed traits.  

2.6. Creating a Common Framework between Gender and Business 

In order to create a common platform one has to recognise that women and men behave and 

act differently in society and in organisations. Furthermore a common framework would not 

aim at eliminating, but rather to explore these gender differences. The framework and model 

is therefore closely related in terms of both recognising gender traits as existing and giving 

practical examples of their utilization. While men and women traits can complement each 

other in various ways which can create measurable results it also need to take into account 

that these synergies have to be positive in relation to organisational performance. Balancing 

the gender trait impact on organisations need is one of the principles aims of the framework 

and model presented in the following sections. Different gender traits have impact on specific 

areas of the organisation and its strategic aims. While one trait might be favourable in one 

certain strategic situation it can be destructive if it is the only prevailing behaviour that the 

organisation is able to display. For example is the entrepreneurial trait of men favourable in 

most organisations that want to develop and explore new business opportunities, but if it is the 

only one that is salient in the organisation it can lead to downfall as risks are not being 

adequately controlled. This implies that in order to show that gender traits have a positive 

impact on organisational performance these should be related to different levels of 

engendering so that they match the strategic needs of the specific organisation.  
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When researching the subject of male and female organisational behaviour one comes in 

contact with an empirical problem which is not easy to solve. How one distinguishes between 

men and women vs. the female and masculine? As described in the section on stereotypical 

traits the gender is not solely connected to its biological counterpart but is rather a discursive 

formulated normative truth that is contributed to the sex. This means that when researching 

the behaviour of women and men, a margin of error will always be present as some men, but 

not all, will display feminine traits and vice versa. 

The possibilities of using gender positively could seem endless when reviewing the literature 

on the subject. However, there are limits to how far organisations can progress in order to 

maximise their output. While some limits are discursive formulated and imbedded in our 

organisational and physical structures as I have described above others are formulated through 

legislation and/or international charters. In order to understand the potential legal framework 

promoting gender equality one has to know the national and transnational legal framework. 

The legal framework constitutes one of the most important institutional structures in relation 

to the gender discourse. In the context of understanding how gender can contribute to 

organisations competitive advantage the framework is an important factor in formulating what 

is illegitimate and what is legitimate to talk about. In the framework that I’m trying to 

establish is a further understanding of how traits and stereotypical behaviour of men and 

women is being reproduced as it constitutes the expressive formulation of our institutionalised 

norms. The norms which are part of our culture are to a large extent embedded in our legal 

structures, they constitutes what right and wrong behaviour looks like (Giddens, 1989:119ff). 

Like stereotypes they help us navigate through the organisations and society that we are part 

of. While stereotypes are implicit in the way that they most often are not written down and 

displayed in public are legal norms are written down and made explicit. For both legal and 

stereotypical norms however, people expected are to follow the behavioural structures. 

The theoretical platform, on which a model for organisational engendering rests, is that 

business performance can be viewed through the lens of the behaviour of women and men or 

masculine and feminine traits. Incorporating these traits into the models framework is done 

through an understanding that traits have to be explored either through their active utilization 

or elimination, when perceived as counterproductive to the organisational aims. This 

approach will also mean that organisations struggling to attract either men or women, can 

work actively with gender in order to create a more fluent organisational mix and thereby 

utilise the full potential of the gender diversified organisation. The structural framework 
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which constitutes the ground on which a model for organisational engendering rests will be 

explained in the following sections leading ultimately to the formulation of the model itself.    

3.Legal Framework 

As I have argued is the degree of systemness in any social system reflected in its norms and 

ultimately in its legislation (Giddens, 1984:283, Giddens, 1989:121). Criteria formulating 

institutions like the UN on supranational level have the power to formulate institutionalised 

norms through its charters and conventions but lack the authority to enforce its own rules. The 

UN therefore relies on local government to adopt and ratify its norms into a framework which 

it can police. The extent to which a system has created legal structures based on supranational 

institutionalised norms depends on to what degree a given society regard the area as important 

or not, reflected in how explicitly it is formulated in it laws. In a globalised world no society 

can totally function as autonomous units and is a product of a negotiated consensus of the 

norms of as they are formulated by the international community. As when society chooses to 

adopt UN Human Rights conventions as part of it legal system, or when a given society 

negotiate its norms and express them in their legal structures as what is considered to 

acceptable behaviour between men and women or organisations obligations towers its 

employees.  

3.1. CEDAW and Beijing Platform for Action 

As described in above the many reporting demands related to Human Rights are based upon 

international conventions. For gender equality the Convention on the Elimination of 

Discrimination against Women4 (CEDAW), also described as the bill of human rights for 

women, is the single most important legal document. As the word convention implies 

CEDAW is, when ratified, a supranational legislation and should at anytime surpass national 

legislation in legal terms. The convention was adopted by the UN in 1979 and was made up 

by 30 articles that constitute the framework for how discrimination against women should be 

defined and an agenda for national action against discrimination. The convention describes 

and defines what and how discrimination is to be understood and is widely adopted as a 

common definition in national legislation around the world. Supplemented with the Beijing 

Platform for Action (which was formulated in 1995) and which is politically (but not legally 

                                                 

4 www.un.org/womenwatch/daw/cedaw/ 
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binding) the two constitute the foundation for the struggle for equal rights for women. In 2008 

the responsibility of CEDAW transferred to the Office of the high Commissioner for Human 

Rights. Much of the work done on gender today has its base in these initiatives and has also 

succeeded them by developing the gender equality concept and possibilities even further. The 

initiatives presented in the Swedish and Danish legal approaches are to large degree results of 

these documents. 

3.2. The Swedish legal framework 

One of the most explicit legislations on gender rights and equality has been formulated in 

Sweden. Since 1992 all Swedish companies with more than 25 employees5 have worked and 

reported on gender issues through the Jämställdhetslagen (JämL) and using Jämställdhetsplan 

(JämP) (Jämställdhetsombudsmanden, 2007). Larger Swedish companies often have extensive 

internal efforts for gender equality (mapping salaries, career opportunities, eradicating 

gender-based harassment and the like) in order to increase their use of existing human 

resources available in the companies, attract qualified staff, diminish sick-leave etc, which 

largely responds to the Swedish Equality Law. However, the same companies do not seem to 

be making use of this knowledge and potential in their CSR and HR efforts or any other area 

for that matter. This development maybe contributed to the fact that Swedish companies see 

the gender efforts as being mandatory and the history of women’s human rights development 

and not as a strategic possibility to improve business. The reporting presents different 

opportunities that Swedish business can take advantage of.  

First of all the reporting presents a huge amount of empirical evidence on how companies 

work with gender across industries and size of businesses6. This allows for companies to 

benchmark and explore best in class practices. Secondly, it makes it possible to statistically 

differentiate the companies according to levels of economic or other performance indicators 

and compare these with the gender reporting. This in turn makes it possible to investigate how 

gender equality levels can be compared with other performance indicators. 

3.3. The Danish Approach 

Danish equal rights legislation is primarily targeted at rights issues and ensuring equal 

opportunities (LBK nr 1095, 19/09/2007). In relation to the business community the aim is to 

ensure that organisations do not discriminate and that women or men is not harassed either 

                                                 

5 Previously this was 10 employees 
6 www.notisum.se/rnp/sls/LAG/19910433.htm 
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directly or indirectly. The Danish law is in contrast to the Swedish legislation not requiring 

any special action on the part of private companies, other than ensuring that companies do not 

discriminate. The Danish approach to gender equality in business have been more focused on 

campaigning with initiatives such as the charter for more women in leadership7 and the torch 

which is focused on the UN 2015 goals for women and equal opportunity (Minister for 

Ligestilling, 2008). These initiatives are all voluntary for companies and organizations to 

participate in and there are no sanctions associated with lack of compliance, other than what 

the law prescribes. Some of the campaign materials include tools for businesses to use in the 

work which resembles the ones that is prescribed in the Swedish legislation. 

In January 2009 the Equal Rights Council (Ligestillingsnævnet) was closed down and 

replaced by an Equal Treatment Council, which also covers discrimination for other reasons 

than sex such as sexual orientation, skin colour or nationality8. This highlights very much the 

current status of the debate on women’s rights in Denmark as being somewhat marginalized.   

3.4. The International CSR Framework 

CSR in essence is a voluntary initiative performed by individual organisations in order to 

structure and communicate their commitment to society, but it is starting to display some of 

the characteristics of normative structures. On the international corporate agenda, the social 

aspects have an increasingly stronger role within CSR (Auguilera et al., 2005). Where the 

environmental aspects have been in focus in the 90’ties with standards such as ISO14001, we 

now see initiatives that have people at its core. Among the most prominent initiatives is the 

UN GC, where human rights, labour conditions and active anti-corruption principles are as 

important as environmental awareness (GC, 2008). But also OECD has initiatives as well as 

the ISO Internationals initiative to develop ISO 26000 for Social Responsibility Standards 

(OECD, 2004, ISO, 2009). The UN focus is on committing to international documents as well 

as to reporting on progress, for instance the UN “Communication on Progress” (COP) reports 

(GC, 2008). Although gender equality is an element of human rights (e.g. the CEDAW), as 

well as integrated in for instance the ILO Employment and Occupation Convention from 1958 

(No. 111) and the Equal Remuneration Convention from 1981 (No. 100) gender aspects are 

not visible and explicit in CSR reporting by corporations today (ILO, 2007). The 

Worldbank/IFC has identified a gap in regards to integrating gender in CSR reporting and is 

                                                 

7 www.kvinderiledelse.dk  
8 www.ligenaevn.dk  
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presently developing a framework with gender indicators in a participatory process (IFC/GRI, 

2009). 

4.Gender and Business Performance 

4.1. What Business Gains from Linking Gender and Performance 

Even though companies for many years have been discussing women in top management 

positions, like boards and in executive management, it is not widespreadly recognised 

knowledge that women are associated with positive organisational performance. Several 

studies have shown that companies with women CEOs or women on the boards, have above 

average performance both within financial and non financial indicators (Smith et al, 2005, 

Campbell & Mínguez-Vera, 2007, Catalyst, 2004). While the results are still to a large degree 

inconclusive in relation to establishing direct causality, there are some key findings which can 

have some wide spread consequences. One study conducted on 2500 firms’ places gender 

performance in a Danish context and concludes that companies with women in top 

management with the right competencies will affect performance positively (Smith et al, 

2005). This study is supported by research done in the United States that supports the same 

claim (Campbell & Mínguez-Vera, 2007). A Canadian study shows that there is a correlation 

between firm performance and gender composition, it concludes that women in governance 

functions alone does not have a effect, but it is the combination between governance structure 

and top executive positions that adds to the bottom line (Francoeur et al., 2007). Another 

study of Nordic board performance and gender that supports this claim shows that there is no 

economic impact of women on the board only, but that it on the other hand does not harm the 

company to increase its diversity (Randøy et al. 2006).   

Non-financial Research also shows that women are associated with more tight financial 

control as they are more likely to be appointed to the audit committee and have a better 

attendance rate than their male colleagues (Adams & Ferriera, 2009). These findings are in-

line with other studies that show that women takes fewer risks and are more focused on 

avoidance of losses rather than the opportunity for gains (He et al, 2008). Other areas 

associate gender with inclusiveness and shows that gender diversity increase organisational 

transparency and are makes them more likely to engage effectively with stakeholders (Grosser 

& Moon, 2005:329, Yukl, 2010:468).    
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4.2. CSR and Gender 

The concept of CSR seems to be ever changing and when exploring the terrain of corporate 

commitment to society the answer to what CSR is depends on whom you ask (Garriga and 

Melé, 2004). This means that defining what the concept really encompasses one come across 

many different interpretations. Some elements are however being reproduced in the various 

definitions. First, of all it has to do with organisations commitment to stakeholders in a 

broader context. Second, it is voluntary at least to the degree that it is not yet considered an 

institutional structure that all organisations have to commit to and third, CSR encompasses all 

aspects of the organisations influence on its surroundings in the form of environmental, social 

and governance impacts. In this thesis I will not commit to just one definition as it might be 

interpreted as being subscribing to just one set of values and normative structures. I will rather 

commit to a framework that acknowledges that there are many definitions of CSR and that 

some basic building blocks are parts of this understanding, but that these can be interpreted 

differently depending on ones normative view. 

The notion combining gender and CSR is from the outset not been a natural match, but can be 

viewed as a natural progression in the further development CSR (Marshal, 2007, Pearson, 

2007, Grosser, 2009). Companies that got interested in or were pressured by their 

stakeholders to engage more in Human Rights issues also got involved with gender issues, 

more as a side effect than a deliberate attempt to improve the conditions for their 

stakeholders. Furthermore companies that are adhering to the ILO or have signed the GC 

charter are getting involved in gender issues intentionally or unintentionally, as gender is 

explicitly mentioned in both (ILO, 2007, GC, 2008:30). Also the CEDAW contributed to 

placing gender on the CSR and governance agenda through its focus on women in leadership, 

but conveniently avoiding the word feminism which would scare most company executives 

away (Thompson, 2008). There is no doubt that there are strong ties between CSR and gender 

but as I have described the connection is more focused on securing rights and equality, than 

on utilising the strengths that a gendered approach can encompass. 

4.3. An Engendered CSR 

Searching for a business case for CSR which would justify corporations undertaking social 

responsible activities have been somewhat elusive (Campell, 2004, Carter & Rogers, 2008, 

Margolis & Walsh, 2003). And in relation to gender equality and diversity, there have also 

been attempts to prove that gender can be used strategically to improve business processes 
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(Robinson & Dechant, 1997, Smith, 2005, Catalyst, 2004). However, there has to my 

knowledge been no attempt to construct an economic argument for engendered CSR using a 

common framework. If a model for engendering CSR is to be successfully adopted by the 

business community it is important that it contains a strong economic argument but also that it 

encompasses other factors deemed necessary to be considered a successful business.     

The notion that gender is something that the organization can use as a strategic tool is far 

from mind on the corporate board, if the company only tries to keep the status quo or at best 

to conform on a small scale, most will be content with that level of ambition. However, with 

CSR and other initiatives leading to increased transparency, the border between what can be 

regarded as internal and external is changing and moving (Wilenius, 2004, Carter & Rogers, 

2008, Donaldson, 1995, and more). Corporations now need to become accustom to a new 

reality where transparency and accountability are part of their continued effort to be regarded 

as legitimate business partners (Baden et al., 2009) and this includes gender issues. When 

media and/or other stakeholder groups start to home in on the many activities that the 

companies undertake, their attention will also be on how companies behave in relation to 

gender equality and rights. As I have described above the response has been to incorporate 

some of these concerns into the standards and reporting framework that companies adopt. In 

recent years there has been an increased interest in how the fields of gender and CSR research 

can supplement each other (Grosser & Moon, 2005). The claim is that corporations are moral 

agents that have a duty and an obligation to behave in such a way that they promote gender 

equality (Thompson, 2008). In this perspective the corporations that want to be considered as 

a good corporate citizen and as socially responsible have an obligation to adopt a gender 

approach in their CSR work. With the increased interest the question starts to arise what 

companies should do when they reach some form of compliance with the international 

charters and standards? The question is if there is a benefit to working strategically with 

gender in the organisation or if compliance is enough? The business case, however elusive it 

might be, for strategic gender work is central in this debate. If companies are to be encourage 

to go beyond compliance they will need to see a business benefit in doing so and this benefit 

needs to be tied to the issues that companies deem to be important being financial or non-

financial indicators. 

It is not only the question of compliance or a business case that drive the need to undertake a 

gender approach. Also sheer demographics make it necessary for companies to take these 

issues up and work with them in a consistent manor. In the last decade or so there has been a 
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dramatic increase in Denmark in girls acquiring a higher education and for boys there has 

been stagnation in educational level (Danmarks Statestik). While the reasons for this can be 

many the fact remains that in an expanding market we will over time see a lack of highly 

educated business leaders, if we continue to almost exclusively recruit primarily men into top 

positions. For business to be able to attract these talented women, in the future, they will need 

to create working environments that relate and conform to their need. As I have outlined is the 

norm in business to organise in ways which favours men’s traits. The practice deters women 

from creating careers and growing within the companies, and if business do not change and 

meet the demands of the market, they will not be able to attract and attain valuable female 

talent. This will not only have an impact on the organisations them selves but also on society 

in general as women with talent will not contribute with their full potential to the further 

development of society.        

The need for an alternative to the current way organizations organize is apparent but at the 

moment there is no viable alternative to the current practices. A few scholars have explored 

the possibilities for a CSR approach that encompasses gender, but they do in my opinion not 

explore the subject fully but seem to view gender as an extra dimension of CSR rather than an 

integrated part of business development (Pearson, 2007, Thompson, 2008). Grosser and Moon 

(2005) did, though, investigate how gender mainstreaming and CSR reporting, could be 

integrated to improve diversity. However, they still lacked practical application and a link to 

actual improvement of business core activities.            

An engendered CSR approach would imply that business, associates gender with the 

performance and positive behaviour that feminist and masculine traits bring to the 

organisation. This means that gender do play a part in how business perform, that managers 

and boards can actively influence there organisational results by adopting a strategic gender 

approach. In essence a business case for engendering the organisation needs to be established 

which managers can relate to, and perceive as useful to their organisations development. This 

would mean that instead of adopting a rights and moral argument for working with men and 

women, organisations would take a strategic approach with business needs at its core. 

Engendered CSR is subsequently understood as a way of thinking about the organisation as 

made up of men and women that in different ways brings positive and negative behaviour to 

the organisation and its stakeholders, and by working strategically with these different traits 

organisations can influence their overall performance. 
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5.Key Findings and Data Analysis 

In the below section I will link gender and organisational performance using studies done in 

Denmark and Sweden on OMX listed companies. I will use the data to devise a model for 

engendered CSR, which utilizes the knowledge gained on how gender affects organisational 

performance both financially and non-financially. Furthermore I will place the findings in a 

context which relate them to research done abroad and in Denmark on how gender affects 

organisational performance.    

5.1. Methodology 

Empirical evidence was gathered from corporate annual- and sustainability reports which 

were issued by the most traded companies Danish and Swedish listen on the NASDAQ OMX9 

in the years from 2004 to 2008. As an alternative was financial data was also gathered from 

Greens online database10 in case the corporate website did not contain all the necessary 

reports. Evidence were also collected from corporate websites specifically in relation to 

gender mix on board and in top management and to find evidence to show to what degree 

companies were engaging with their stakeholders.  

While there are some differences in reporting systems between the two countries there are 

also similarities that make the understanding of terminology and interpretation of the used 

measurements less complicated. The OMX index is evaluated twice a year for inclusion or 

exclusion of stuck which meant that in total were 21 Danish companies and 24 Swedish 

companies included in the survey (A list of companies can be found in Appendix B). Some 

companies were disregarded as they had more than one stock listed such as A- and B-shares, 

which give different rights to shareholders or is listed on several indexes which are true for 

some of the US based companies listed in the Swedish index.  

The results were complied into one excel spreadsheet which was used to make cross reference 

evidence between gender diversity and the different data groups relating to the research 

questions (a list of data points that was collected can be found in Appendix A).  

I choose this method for evidence gathering and analysis because of four factors. First, it 

quantifies how companies are impacted differently in relation to their degree of gender 

                                                 

9 www.nasdaqomxnordic.com/  
10 www.greens.dk/  
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diversity and makes it possible to create arguments which are not linked to a specific industry 

or company. Second, it minimizes the impact a single organisation will have on the overall 

findings decreasing industry specific fluctuations. Third, the most traded companies are 

regarded as being instrumental for the trends the business community as a whole is being 

exposed to. And finally are companies listed on the stock exchange required by law to 

disclose a wide range of information which privately held or small businesses are not required 

to publicise. 

5.2. Overall Financial Performance 

The financial analysis was done on companies that traded on the Danish and Swedish OMX 

stock exchange, 24 was located in Sweden and 21 in Denmark.  This made it possible to get 

data from companies that report staggered in relation to the calendar year and who reported as 

late as the summer of 2009. I choose to concentrate on two financial indicators to evaluate 

firm performance. First are the Earnings before Income Tax (EBIT) that gives a good 

indication of firms overall performance excluding taxes as this can off set the financial results 

significantly. Second is the Earnings per Share (EPS) which relates its earnings to the total 

volume of shares issued and thereby an indicator of how shareholder value. Based on the 

findings, an overall financial performance average could be calculated for the companies in 

both countries, which could be used to compare with data that had been filtered according to 

gender diversity. 

In order to make the empirical material statistically valid it was important that the variation 

between the financial performance of the companies were small enough so that a single 

company could not offset the data analysis. This could be the case if companies experienced 

catastrophic gains or losses, or had patterns of financial performance that deviated 

significantly from the average. Due to this criterion four companies’ financial data was 

excluded from the analysis, one from Sweden (Investor) and three from Denmark (Vestas, 

Genmab and FLSmidth). The standard deviation before the exclusion was for Swedish 

companies 0.87 and for the Danish the number was 2.19. The exclusion brought the total 

number of companies in the analysis down to 41 (23 Swedish and 18 Danish). And the 

standard deviation was down to 0.57 for the Swedish companies and 0.45 for the Danish 

companies. These deviations were considered an acceptable level for the financial analysis. 

The economic development for Danish and Swedish companies has been somewhat turbulent 

in resent years. After having experienced a long period of constant positive economic 
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development the world, including Denmark and Sweden, felt the full impact of globalisation 

when first the financial crisis and then the following economic recession hit. I have listed the 

financial performance of the companies in the survey in relation to EBIT and EPS (with 2004 

as index 1) (Average Economic Performance figure 1). The graphs show how the companies 

perform on these important indicators but are also a reflection of the global trend. The 

companies in Denmark are on average performing worse than Swedish companies for the first 

two year of the survey period (2005 and 2006) where the world had not yet entered the period 

of change. However, Danish companies are performing significantly better, on both 

indicators, during the peak period (2007). And even though Danish companies experience a 

downturn in 2008 they are doing better on the EBIT indicator by the end of the year. In 

relation to EPS performance both countries performance are almost the same by the end of 

2008.     

 

Average Economic Performance figure 1 

 

 

These findings are in the following analysis used as averages and as a benchmark for an 

indicator to see whether gender has a positive, negative or no effect on corporate economic 

performance.   

5.3. Board Size and Gender Composition 
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surveyed 21 Danish and 24 Swedish. The board composition varied from 4 to 12 members in 
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In relation to sex composition the Danish companies varied from nil to five women on the 

board, one company had nil women board members and one had five. For Swedish companies 

the variance was between one and six members, where five had one member and one had six 

members. Women on the executive management team ranged from nil to three in Denmark 

where eleven had zero members and one had three while for Sweden the same area performed 

from zero to four where six had zero members and one had four members (Governance 

structure table 1).  

Variable N DK SE 

Total board members 21/24 198 278 

Total number of Executive managers 21/24 118 234 

Average Board Size 21/24 9,4 11,6 

Average Executive Management team 21/24 5,6 9,8 

Average Women on Board 21/24 1,6 2,7 

Average Women in Executive Management team 21/24 0,6 1,4 

Standard deviation (Women on Board) 21/24 1,2 1,3 

Standard deviation (Women Executive Management team) 21/24 0,7 1,2 

% Women on board 21/24 16,3% 23,9% 

% Women in Executive Management 21/24 10,4% 14,0% 

Governance structure table 1 

While the population was too small to give an accurate picture the general trends in both 

countries the results are consistent with other research done on a much larger scale (Randøy et 

al., 2006). In this survey which included some 500 companies in Denmark, Sweden and 

Norway, it was found that women where underrepresented on boards as well as top 

management and that Swedish boards tended to be larger than Danish ones. The results will 

be used to determine whether companies are to be considered as low or high diversified in 

relation to gender in their country.  

5.3.1. High and Low diversification 

There are many ways in which gender diversity and organisational performance can be 

described and compared. I have chosen to separate companies into highly diversified, 

meaning companies with a relatively high number of women on boards and top management 

compared to the average and low diversified who have a relative small number compared to 

the average number of women in all the surveyed companies. 
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Collecting statistical data about companies and their gender composition can be a quite 

comprehensive task due to differences in legislation and reporting systems. However, for 

companies listed on the stock exchange the reporting is consistent with already established 

standards, which makes data gathering somewhat easier and the terminology used is the same 

across industries and boarders. Swedish companies are required by law to provide data on 

their gender composition, along with a series of other indicators communicated through 

separate reporting or website. Danish companies do not report any gender related material but 

evidence can be gathered through analysis of annual reports and websites. This means that the 

data collection process was somewhat different between the two countries in relation to 

gender composition. (See Appendix A for list of gender criteria and source)      

In order to segregate companies into highly and low diversified the gender composition in 

both countries companies has to be taken into consideration. This is because Swedish 

companies on average are more diversified on boards and in top management levels and 

therefore would have a much higher proportion of highly diversified if the two countries 

where not segregated. In Denmark the average board have 1.6 women on boards while the 

number of women in top management was 0.6. These numbers should be compared to the 

much higher gender diversified Sweden where there is 2.7 women on boards and 1.6 in top 

management.  

For Danish companies that have smaller boards and executive teams the number of women on 

each organisational level had to be one (1) or more to be characterised as highly diversified. 

And companies to have a low gender diversity would need one (1) or less women on boards 

and zero (0) women in top management (Low & High diversity table 2).  

In order to give a good indication and still have enough companies included in the analysis I 

decided that boards and top management in Sweden needed to have at least two (2) women on 

each organisational entity to be highly diversified. While low diversified companies would 

have two (2) or less on the board and less than one (1) woman in top management. 

This created a population of high and low diversified companies which were statistical 

significant in relation to the total of 45 companies. All in all were 45 % of companies either 

characterised as low or highly diversified. 
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Organisational level Highly diversity Low diversity 

SE Boards >2 <2 

SE Top Management >2 <1 

DK Boards >1 <1 

DK Top Management >1 =0 

Low & High diversity table 2 

Based on the criteria where low diversified companies in Sweden counted to be five 

companies (Assa Abloy, Scania, Skanska, Tele2 and Volvo) while there were eight 

companies that where highly diversified (Atlas Copco, Bolinden, Eniro, Hennes & Mauritz, 

Nordea, SEB, SKF and Swedbank). The criteria for Danish companies produced four low 

diversified (DSV, Lundbeck, Novozymes and William Demant) there were eight highly 

diversified companies (Carlsberg, Coloplast, D/S Norden, Danisco, Novo Nordisk, Rockwool, 

Sydbank and Tryg Vesta). 

5.4. Gender and Financial Performance (Question 1) 

With the criteria for high and low diversity on board and top management in place the 

analysis can be coupled to the companies’ financial data. Together, these two measurements 

of corporate performance will give an indication on how companies perform with different 

approaches to gender composition. The data is comprised of two indicators for each country 

one on EBIT and one on EPS (OMX financial performance figure 2). This gives an indication 

of how well the companies are able to achieve a profit and earnings per share issued in 

relation to gender diversity and compared with an overall average which was established 

earlier (see section 5.1). 

 

 



 

OMX financial performance figure
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companies. In Denmark both high and low diversified companies are able to show and EPS 

which is consistent with or a little better than the average. Here the highly diversified 

companies are able to show earnings which are little better than the low diversified.   

Companies that stand out in Sweden are Hennes & Mauritz (H&M)11 in Sweden that shown a 

consistent increase in performance since 2004 (EBIT show a consistent raise to 1.93 in 2008) 

and who has four women in both the board and in top management. H&M women accounts 

for 40 % of the total board members making it one of the highest performing companies in the 

survey both in terms of EBIT and gender mix. Also in terms of EPS is H&M among the 

highest performers having more than doubled its earnings per share in the period to 2.1 

compared to 2004. Among the low diversified is Scania12 doing almost as good as H&M 

while Assa Abloy13 more than halved its EBIT in 2008 compared to the 2004 results to 0.4. In 

terms of EPS Scania was again the best performer at 2.06 while Tele2 was doing worse than 

in 2004 consistently over the period and was at 0.89 in 2008. 

In Denmark several of the highly diversified companies have more than doubled their EBIT 

(Carlsberg, D/S Norden and Rockwool)14 but there are also several companies that have lost 

terrain such as Danisco15 who lost over 40% to 0.59. Among the low diversified is DSV16 the 

best performer at index 1.43 while Lundbeck17 is the worst performing at index 0.92. Several 

of highly diversified companies have an EPS around index 2.0 and above (Carlsberg, D/S 

Norden, Roskwool and Sydbank). Most of the companies among the low diversified have 

increased their EPS in the range of 1.3 to 2.24 in the period.  

These results can be interpreted in relation to a stereotypical understanding or the traits of 

men and women. When analysing the results of the highly diversified companies they can be 

explain using the trait of adaptability and being risk averse (Cadsby & Maynes, 2007, 

Daruvala, 2007). As the market leading up to the financial crisis changed rapidly and new 

opportunities arose were companies that were willing to adapt their business model to these 

changes were also able to harvest new opportunities. Hereby they could increase their 

earnings rapidly and produce above average EBIT results in 2007. When the crisis started in 

                                                 

11 www.hm.com  
12 www.scania.com/scania-group  
13 www.assaabloy.se/en/com/  
14 www.carlsberggroup.com , www.ds-norden.com, www.rockwool.com   
15 www.danisco.com  
16 www.dsv.com  
17 www.lundbeck.com  
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the mid 2008 the ability to adapt to changes in the business environment again became a 

competitive parameter. Businesses could use the trait of adaptability and use it in dampening 

the impact of the rapid decrease of trade on the global market place. At the same time have 

more gender diverse companies have been accepting less risk in their financial transaction and 

thereby experienced fewer losses. Companies that was receptive to changes in the market 

could thereby react effective and utilise opportunities before their competitors. The same 

companies were also able to use their knowledge to assess the risks that they were exposed to 

more efficiently and take action in time to reduce their loses when the market changed. The 

combination of being adaptable and risk averse help companies that are willing to embrace 

these characteristics, as they become highly competitive and able to react to changes in the 

marketplace.   

Like the feminine traits can explain the results of the highly diversified companies (during the 

financial crisis) the same approach can be used in understanding the results of the low 

diversified companies. Male stereotypical behaviour prescribes that men are more likely to 

demonstrate traits that are associated with informalism and paternalism which in-turn create 

more rigid forms of organisations (Maddock & Parkin, 1993). This means that male 

dominated companies would be slower to react to changes in the environment, and they will 

be less likely to have connections with more distant stakeholders. A strong connection to a 

mentor can reaffirm that changes in the market should not be taken notice of because the 

mentor himself does not understand the significance of the change. The changes in EBIT 

among the low diversified companies are inline with this perspective as they missed the 

opportunities that arise in the market and were slower to adopt their business model resulting 

in lower than average performance. 

Gender arguments can also be used to explain the changes in EPS. Companies that have a 

higher proportion of women have fewer tendencies to focus on shareholders as the only 

stakeholder than male dominated boards and top management. Women will be more likely to 

incorporate more distant stakeholder into the business decision process because of the trait of 

being collective thinking. This trait favours the company overall survival and wellbeing rather 

than keeping one stakeholder content, e.g. shareholder. Collective thinking favour long term 

sustainability of the corporation rather than dealing with the immediate crisis and relying on 

keeping the shareholders content. In highly diversified companies shareholders are being 

cared for when earnings are high, but when the crisis hits the focus is on the company and its 

long term survival and the EPS is reduced dramatically. Keeping in mind that the EBIT was 
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considerable higher among highly diversified companies the results can be interpreted as 

these companies less diversified organisations are consolidating and focusing on retaining 

enough liquidity to maintain the level of EPS. In times where businesses have to change in 

order to maintain profitability the masculine trait of entrepreneurialism becomes valuable. 

Being able and willing to take risk is what traditionally have been the characteristics that have 

differentiated companies and the same applies here. However, the situation that companies is 

facing can be made worse if management and board is unable to evaluate the risk that they are 

taking and more or less guessing what the future will bring. This could be an ok situation if 

everybody did the same and nobody had a clear advantage thereby creating a situation where 

there was no clear advantage to anyone. However, a higher degree of stakeholder engagement 

will facilitate an improvement in quality decision making and thereby an improved risk 

calculation. This means that companies that are able to display feminine traits have a clear 

advantage compared to companies who have to rely on their ability to guess and take risks 

which might or might not pay off.     

These results are consistent in some ways with studies of Danish company performance on a 

larger scale. 2500 Danish companies where compared on diversity and financial performance 

(Smith et al, 2005). Depending on what and how one measure performance companies with 

women in top positions will vary from none to positive influence on financial performance 

indicators. The results are also consistent with the survey done by NUTEK that concluded 

that there where a positive connection between gender equality and profitability (NUTEK, 

1999) and the research done by the Catalyst that looked at gender diversity and financial 

performance in fortune 500 companies in USA (Catalyst, 2004). However, one weak point in 

all of these surveys is that they can not prove that there is a direct link between women 

managers or board members and organisational performance. It is not possible to separate 

gender from the organisation and thereby show how it would do without this factor and 

thereby prove causality. The same challenged is faced in this survey. I can only show that 

companies with a relative high degree of women represented in boards and top management 

tend to do better than the once that do not have this diversity aspect and present a plausible 

explanation why this is so. I do not know if the companies would have done just as good if 

they did not have this gender composition or if the reason why these firms do good is because 

of other factors not related to gender at all.     
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5.5. Gender and Transparency (Question 2) 

One of the key parameters that guide stakeholders is linked to the ability of the corporation to 

be viewed upon as being transparent and accountable for its actions (Crawford & Scaletta, 

2005, Hess, 2008). Companies can express transparency and accountability in various ways. 

In a CSR context this is often done by showing compliance with international recognised 

standards such as Global Compact, reporting in accordance with GRI, AA1000 etc. (GC, 

2008, GRI, 2006, Accountability, 2008). If feminine trait is associated with transparency and 

accountability, it would therefore be expected that corporations with a higher number of 

women in boards and top management would subscribe to standards which communicate the 

efforts of the organisation to be perceived as transparent and accountable for its actions. 

In order to get a clear indication of the current level of adoption of CSR standards, within 

Danish and Swedish OMX companies, a survey of the corporate website and sustainability 

reports was performed. Many of the companies in the OMX issues separate reports on their 

CSR activities, most often these are called sustainability reports or communication on 

progress, if the company was reporting to comply with the GC. The survey was conducted 

with the already identified low and high gender diversified as an analytical base. If feminine 

traits and CSR reporting is linked it is expected that there be a clear CSR activities distinction 

between companies with more women on the board and in top management, and those with 

fewer or none. First, evidence was collected in relation to activities that could be seen as 

evidence of CSR activity this could be in the form of sustainability reports, yearly report or 

testimony on the corporate website. The second step was to review which standards and 

charters the companies were reporting against. While there are several reporting systems to 

choose form I narrowed the data down to four distinct systems. The parameters that I looked 

for were explicit communication on CSR engagement, through reporting or website, if the 

company had signed the GC and if they reported according to the GRI, if companies engaged 

with their stakeholders systematically through a commitment to AA1000 or if the companies 

sought to attract Social Responsible investments (SRI) though commitment to standards like 

UN PRI or the FTSE4GOOD (UN PRI, 2008, FTSE4Good, 2006) (See appendix A for a full 

list of measurement points). For instance are both GC and GRI recommended by the Danish 

government and is therefore seen as a normative for how companies can express a strong 

commitment to CSR (Økonomi- og Erhvervsministeriet, 2008). While the AA1000 standard 

is not as well known as the GC or GRI, it does show that the company that have adapted the 
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comparison only 25% of the Danish highly diversified companies report on this standard even 

though it is encouraged by the Danish government. AA1000 have properly been more widely 

accepted in Denmark than in Sweden as companies of both high and low diversified have 

chosen standards which guide them towards stakeholder engagement (25 % for both high and 

low diversity in DK). However, there are more highly diversified companies who have 

adopted AA1000 in Sweden (8.3%) while the low diversified have reported no commitment. 

For both countries there are more companies who report against SRI standards while there are 

no gender impact in Danish companies (both at 50%) there are differences in Sweden where 

62.5% of highly diversified report compared to 33.3% of low diversity.  

Disclosing information and thereby becoming more transparent is closely linked to also being 

accountable for the consequences of corporate decisions and thereby maintaining legitimacy 

(Deegan, 2002). The stereotypical traits that are associated with meeting different stakeholder 

needs and thereby being perceived as transparent are contributed to women or feminine 

behaviour. Willingness to look for consensus and legitimise the actions of the organisation is 

more likely when stakeholders have access to information that they deem to be important. 

This enables them to contribute with constructive dialogue that can lead to real sustainable 

solutions to. Actively disclosing information through different types of reporting systems and 

association with international organisations, can contribute to providing transparency to 

stakeholders who are interested and want to engage with the company. When companies are 

communicating transparency they are in fact recognising that the effects of the corporation 

might go beyond the near stakeholders like customers, suppliers and shareholders. 

Stakeholders can through the actions of the company and its reporting be assured that their 

concerns have been taken serious and that actions have been taken in order to meet these 

concerns.  

While feminine traits can explain the behaviour of highly diversified companies the 

commitment to CSR standards for companies which are less diversified must be found in 

other traits. A possible explanation can be found in the systems themselves. As time have 

passed more and more companies have seen what happens when companies do not have a 

strategy for CSR. E.g. high profiled cases where highly esteemed companies have been 

exposed as poor corporate citizens and with dubious ethics (see Spar, 2002 or Baron, 2006). 

This could be explained by analysing the populism of CSR by the trait of paternalism, where 

an older patriarch or in this case a market leading company, teaches others how situations 

where corporate responsibility is questioned should be handled. In order to avoid being placed 
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in situations where companies potentially could loose their license to operate, companies 

introduce initiatives which can be considered as isomorphic. They do so not because the 

necessary believe that they have an obligation to society but because they are motivated by 

the prospect that the initiative will minimise the risk which the company is exposed to (Hess, 

2008). In a survey done by KPMG in 2005 47% of companies responded that their driver for 

CSR engagement was risk management or risk reduction (KPMG, 2005:18) while this 

number fell to 35% in 2008 it is still regarded as a major motivation for CSR engagement 

(ibid). In practice this means that companies will introduce reporting and subscribe to 

different charters without necessarily subscribing to or understanding the idea of companies 

as having a social responsibility (Windsor, 2001). In addition, companies that introduce CSR 

standards will pressure their suppliers to do the same as they need to control risk in the whole 

supply chain and not only inside the corporation itself (Baden et al. 2008). This will create a 

ripple effect where CSR standards and charters are being reported upon as soon as the most 

salient corporations in the supply chain demand it. As the OMX companies are all 

organisations with some form of power to influence the general discourse on CSR, they will 

also be instrumental in enhancing the general level of reporting. This isomorphic effect can 

explain why there are relative small differences between high and low diversified companies 

in the survey.   

A possible method of segregating the different gender approaches to CSR commitment could 

be found through the investigation of corporate stakeholder engagement. The extent to which 

the company communicate and listen to it stakeholders would be an indication if the CSR 

activities are actually being used by the company to improve its performance. Later in this 

paper I approach the question of stakeholder engagement in companies. 

5.6. Women in Audit Committees (Question 3) 

There is evidence that gender diversity is associated with tight financial control and tougher 

monitoring practices, thereby also with improved risk management governance (Adams & 

Ferreira, 2008). Women are also more likely to enter monitoring committees while men enter 

other committees for example the committees that are dealing with compensations etc. Men 

that have entered the audit committee also have greater attendance problems than female 

colleges (Ibid). Furthermore research also shows that there is a link between feminine traits, 

gender diversity and more honest governance practices especially in relation to corruption 

(Sung, 2003). As women are elected to corporate boards in Denmark and Sweden it is 

expected that they will find their way into roles which is supported by their talent and their 
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traits. The audit committee has the function of overseeing the governance of the board and act 

as an internal corporate control mechanism. Both of these roles are supported by feminine 

traits and research has shown that these committees are positively influenced by women 

participation. In this context a higher than average representation of women in the audit 

committee would support the argument that traits are important in relation to board behaviour 

and that women contribute to effective risk and audit management on Swedish and Danish 

boards.  

The process of finding empirical evidence for the claim that gender has influence on audit 

committee performance is somewhat different for Swedish and Danish companies. The 

governance structure of Swedish companies is disclosed in a separate report, in most cases 

called the Governance report. In some cases the report can be found as part of the annual 

report. In the governance report, companies disclose their organisational structure, financial 

information about the board members, ownerships structure and the work done in different 

committees. The audit committee is part of this structure and normally have a separate section 

where the composition, processes and a recapitulation of the work done is disclosed. The 

governance structure is not always as transparent in Danish companies as seen in Sweden. 

Even though the companies disclose the same information it is less structured and there are 

more sources that one that has to investigate in order to get an overview of committees, 

composition and processes. Most of the information is, however, disclosed in the annual 

report. In cases where the structure was not totally clear I used other sources such as corporate 

website and greens online database18.         

The results (Audit committee figure 4) show that the average size of a audit committee in 

Denmark is 5.1 (ranging from 2 to 13 members) while the same for Sweden is 3.4 (ranging 

from 3 to 7). For four of the Danish companies the whole board were part of the audit 

committee in practice making the audit committee and the board one and the same. The 

gender composition in Danish audit committees is 9% for highly diversified while it is 11% 

for low diversified compared to the 16% women on Danish boards in total. Compared to the 

overall average including all Danish companies in the survey the average female 

representation was 12 % making both high and low diversified companies below average. 

This indicates that women are not represented to a significant degree in the Danish audit 

committees. The average number of women in the Swedish companies in the survey is 32% 

                                                 

18 www.greens.dk/ 
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can be viewed as complying with the law, the practice is not a representation of “the intend” 

of having an independent review committee, that can supervise and improve the decision 

making process of the board in total (Corporate Governance, 2001).   

The results from the audit committee gender representation from Denmark show that the 

differences in relation between the highly and low diversified are not very significant. A 

contributing factor to this could be that the Danish legislation is not very old and therefore not 

an established practice on Danish boards. As boards get more acquainted with how the audit 

committee can be used and what competencies is needed for it members I would expect that 

more women will be represented as time passes. Another factor can be contributed to the fact 

that since Danish boards have fewer women in general it makes them less likely that women 

would be part of the audit committee. In contrast to Danish performance is the representation 

seen in Swedish boards significant different, where women have can be found to have taken 

almost half the seats on the audit committee. Swedish boards have more women on their 

boards than Danish ones but this alone cannot explain the 45% women on the audit 

committees. A possible explanation can be found in the traits of women and male behaviour. 

As I have shown is there research that suggest that women on monitoring committees have 

better attendance and performance that their male colleagues (Adams & Ferreira, 2008). The 

reason why women have improved attendance can be explained by the trait of collective 

thinking. Women are associated with taking ownership of processes and creating working 

environments which includes more stakeholders in problem solving (Yukel, 2010:468). In 

order to be seen as legitimate in the eyes of the collective, and maybe themselves as well, 

women tend to put more emphasis on own attendance. Men on the other hand will tend be 

more concerned with own opportunities and development of their career and will not look up 

on attendance as a way to advance their career. Male traits could lead them in the direction of 

careerism and informalism in order to develop their own opportunities rather than the aims 

collective as a first priority.  

One of the major functions of the audit committee is to reduce the risks that the corporation is 

subjected too. It is therefore imperative that the members display behaviour which strives to 

meet this goal. As women are associated with being more risk averse (Jianakoplos & 

Bernasek, 1998) it is more likely that they will be in groups where this trait can be utilized. 

The reason is that women over time will find a place on the board where they have the most 

impact and in this case it is the audit committee. As time passes and corporate boards 
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distribute different roles to its members there will under ideal circumstances be a situation 

where the members’ talents and competencies will determine what function they will have. As 

Swedish companies have since 1st of January 200619 have been compelled to formulate audit 

committees as part of their structures, it is also more likely that women would have found 

their way into this committee given their unique traits.  

5.7. Stakeholder Engagement (Question 4) 

Stakeholder engagement has been defined as a practice that the organisation undertakes to 

involve stakeholders in a positive manner in organizational activities (Greenwood, 2007, 

Donaldson & Preston, 1995). There are several ways that companies can communicate 

stakeholder engagement and there is no universal agreed system for objective measurements. 

In this paper I have chosen to use the recommended indicators that have been issued by the 

GC which covers the most common agreed points indicating that organisations have engaged 

their stakeholders (Power, 2002). The indicators that are promoted by the GC are 

Inclusiveness, Accountability, Transparency, Respect and the ability to show Continues 

improvement. 

The indicators are made up of five separate categorises, where each one is described and 

interpreted as:  

• Inclusiveness: Communication with stakeholders has to be accessible to everyone that 

has a stake. 

• Accountable: The engagement must include a clear commitment from named 

individuals at corporate level. 

• Transparency: The engagement process must include regular communication about 

progress, lessons learned, alterations, and future targets. 

• Respectfulness: The process must include the possibility for dissent and different 

opinions to be heard and considered.  

• Continues Improvement: It must be possible to follow the process in a systematic 

manor in order to track progress. 

Swedish and Danish companies report differently in relation to their stakeholder engagement 

activities and not necessarily in the form of compliance to international standards like the 

AA1000 or the like (Accountability, 2008). Because not all companies work with stakeholder 

                                                 

19 www.corporategovernanceboard.se/media/35382/swecode_08_090421.pdf 
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engagement in such a structured way one has to search of evidence in a different way in order 

to give a fair evaluation of each ones performance. I have decided to use the below 

(Stakeholder engagement table 3) listed criteria for determining if there is positive evidence of 

stakeholder engagement.  

Indicator of Stakeholder engagement Measurement 

Positive indicator for Inclusiveness Stakeholders have voice in sustainability reporting or 

on website. 

Positive indicator for Accountability Clearly defined management role responsible for 

stakeholder engagement in the form of a CSR 

responsible or equivalent person. 

Positive indicator for Transparency Evidence of reporting and disclosing on non-financial 

indicators and on progress 

Positive indicator for Respect Evidence that companies are giving voice to critical 

stakeholders either through website, communities or 

reporting 

Positive indicator for Continues 

Improvement 

That problem issues have been identified and acted 

upon in an explicit manor 

Stakeholder engagement table 3 

If the indicator is found to be present on corporate website or in its reporting it is awarded one 

point. As there are five indicators in total each company can achieve a maximum of five 

points and a minimum of nil, five indicating a company with a high commitment to 

stakeholder engagement and nil indicating none or very little commitment. 
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accountability. Of all the companies surveyed about half have allocated a primary contact 

person who is accessible for stakeholders to located and contact. In most cases this 

information is disclosed on corporate websites in the form of phone numbers and/or e-mail 

addresses linked to specific person and role within the company22. Only a very few number of 

companies actually give critical stakeholders voice in their own reporting. I found that four 

Swedish and the same number of Danish companies have given voice to stakeholders who can 

be considered to be critical such as Non-Governmental Organisations (NGO) or Civil Society 

Organisations (CSO).    

A Company like Danisco23 in Denmark have high levels of stakeholder engagement and let 

critical stakeholders have voice through new media like Twitter. The Swedish telecom 

company Ericsson24 uses partnerships as a tool for improving relations to critical NGOs. 

Among the low diversified there are companies like Vestas25 in Denmark that even though 

they have a green product (Windmills) has no explicit commitment to stakeholders outside 

consumers, suppliers or shareholders. Also Enrio26 scores low in the survey even though they 

are among the highly diversified on gender in board and management the company has not 

been able to transform this into tangible results in relation to engagement with stakeholders or 

a commitment to more advanced CSR. 

These results are consistent with research done which shows that women are more likely to 

include a wider range of stakeholders in their decision making process than male managers 

(Grosser & Moon, 2005:328, Brown 1992:29, Yukl, 2010:468). The results also ties in to the 

established traits of women as having a non-hierarchical and democratic approach to 

leadership (Brown, 1992:177, Rosener, 1990:122). Using the framework established in this 

paper it is the women traits of reconciling differences and being adaptive, which are most 

salient. In order for corporations to be innovative and receptive to changes, corporations need 

to know how the market will behave before it is too late but also be able to adapt to changes. 

Being receptive to stakeholder voices makes it possible for companies to identify and adapt to 

these changes, but also makes it possible to reconcile the differences which the company 

might have with its environment before problems escalate. These highly diversified 

companies have a clear advantage compared to their low diversified counterparts that are less 

                                                 

22For example www.novonordisk.com  
23 www.danisco.com/wps/wcm/connect/danisco/corporate/about%20danisco/sustainability/sustainability_en.htm 
24 www.ericsson.com/ericsson/corporate_responsibility/index.shtml  
25 www.vestas.com/en/  
26 www.eniro.com/en/About-Eniro/Corporate-responsibility/  
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likely to engage with stakeholders outside the transactional sphere of customers, suppliers, 

owners and employees. These companies who do not have the benefit of gender diversity will 

be slower to learn about new developments and changes in the wider market. Creating rigid 

systems is associated with traits that nurture stable organisations, but in a globalised business 

world with ever-changing circumstances and information flows rigidity in the systems can be 

counterproductive to the success of the corporation. Traits which foster systems to be less 

flexible are associated with stereotypical behaviour such as being an authoritarian and 

systems where success is measured by managers’ ability to climb the career ladder. 

Organisation based on careerism need corporations which are fairly stable so that the 

employees knows what it takes to make it to top management. In this environment 

corporations that have a greater ability to be adaptive and find consensus between many 

different stakeholders will have a competitive advantage. As women displays just such traits 

an engendered organisation will most likely be able to adapt and innovate as changes occur in 

its environment creating the platform for sustainable value creation. 

Stakeholder engagement is also a test of the depth of the corporations CSR commitment. In 

the section on gender and transparency (Section 6.3) I map the different activities that are 

related to CSR systems such as signing the GC or reporting in accordance with the GRI. 

While these systems are objectively observable evidence of CSR they do not safeguard the 

corporation from criticism from its stakeholders. Actually there is evidence to suggest the 

contrary, that CSR communication actually makes the company more visible and a subject of 

scrutiny (Reich, 1998, Frederick, 1994). It is therefore not only engagement in CSR activities 

but engagement with stakeholders that will determine if a given CSR effort is successful or 

not. While systems and charters like the GC and GRI are useful in a communicative image 

and branding sense, they do not create the platform from which a company can be successful 

when it comes to being innovate and able to change in order to be long-term profitable.               

6.Building Competitive Advantage using 

Balanced Scorecard  

Since the early 90ties when the balanced scorecard (BSC) first appeared, it has expanded to 

almost all kinds of organisations both in the private and public sector. While other systems 

have had a brief period were they became popular and then slowly disappeared the BSC has 
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shown that it can stand the test of time. According to one study done over ten years ago were 

64% of all companies at that time measuring performance that was not directly linked to the 

financial bottom line (Kurtzman, 1997). The BSC is defined as a set of key financial and non-

financial indicators that link the performance of a company in a simple cause and effect 

system (Norton & Kaplan, 2004, Crawford & Scarletta, 2005).    

The reason why the BSC system has proven so resilient can be attributed to its flexibility, its 

focus on organizational communication and not least its link to the fundamentals of the 

business mission, vision and strategy (Kaplan & Norton, 2002:33ff, Kaplan et al., 2010). The 

BSC is not a guarantee for success but it produces a consistent and holistic approach for 

leaders to manage their business. With such a widespread utility the system and a focus on 

other factors than just financial, it is no wonder that the system also have found its way into 

CSR management (Crawford & Scaletta, 2005).  

6.1. BSC 

Managing business is not only a narrow focus on the financial bottom line. Since the early 

90ties more and more companies have taken a holistic approach to their business including 

other indicators in order to successfully manage their business. The system known as the BSC 

was introduced by Robert S. Kaplan and David P. Norton (1992) in an effort to give managers 

an overview of the complexity of their business. The goal of the BSC is to answer four basic 

questions that are essential for business development. How do customers see us? What must 

we excel in? Can we continue to improve and create value? and How do we look to 

shareholders? (Kaplan & Norton, 1992:72). These four questions each represent a perspective 

that can be linked to the overall mission and vision of the company being Customer, Internal, 

Innovation and Learning, and financial perspectives (Norton & Kaplan, 2004). 

The first perspective is the impact of Customers and focuses on identification of customer- 

and market segments. The main indicators deal with customer satisfaction, loyalty, retain and 

attracting new customers and profitability. The concerns of the customer fall into four 

categories time, quality, performance and service, and cost. Each of these should be translated 

and articulated into specific measurements (Kaplan & Norton, 1992).   

The Internal perspective focuses on the value chain, after-sales services, procurement, 

business operations like supply chain and production management (Norton & Kaplan, 

2004:112). The idea is that the process that the organizations members engage in is reflected 

in the overall performance. The measurement points which are the ones that have the greatest 
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impact on customer satisfaction like cycle times, quality, employee skills and productivity but 

can include other indicators if relevant (Kaplan & Norton, 1993:137).  

Without the right people and competences in place none of the efforts above will produce 

tangible results inline with the corporate mission. The last perspective focuses on Innovation 

and Learning it is the perspective that is viewed as the foundation upon which the three other 

perspectives rest (Norton & Kaplan, 2004:147). Focusing on the causes and effects of people 

in the organizations include individual and organizational competencies, employee 

satisfaction, retaining employees and their knowledge, productivity and capacity building of 

the workforce. 

The Financial perspective involves processes which link the overall financial targets of the 

corporation to business unit and personal goals. The process of identifying cause and effect 

causality depends on the impact of the business unit on the overall business, its risk profile 

and strategic goals. A well designed financial control system and the enhancement of the total 

quality management programs and should be seen in conjunction. The measurements points 

indicate to management whether the company’s strategy, implementation and execution are 

contributing to bottom-line improvements (Norton & Kaplan, 1992:77). 

Each of these perspectives are centred on the organisations mission and vision through a 

continuum that moves the organisation from its overall mission statement to the goals and 

measurements incorporated in the four perspectives (Norton & Kaplan, 2002:82). In practice 

this means that each manager of BSC holder will be responsible for 15 to 20 goals and 

measurements that he or she needs to manage effectively in order for the organisation to 

achieve its overall mission.   

6.2. BSC and CSR 

One of the major contributions that the BSC can bring to the management of CSR activities is 

that it enables leaders to take a holistic view on the organization and know if they have 

entered a truly virtues circle (Crawford & Scaletta, 2005:24f). When companies’ efforts are 

equal to more than the sum of the individuals’ achievements it means that the economic, 

environmental, governance and social efforts are combined to improve organizational 

performance exponentially.  Managers have already accepted that the BSC is a powerful tool 

for strategic leadership and using it in a CSR context only support the concept and is seen as a 

natural progression. Using BSC in measuring CSR performance strengthens not only the 
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ethical and environmental performance of the company, but allows for synergies with other 

business governance processes. 

Accepting that CSR can add value to business is one of the fundamental challenges that are 

facing the CSR community (Crane et al., 2008:83ff). The link between the economic, social 

and environmental issues is central for CSR in order to be fully accepted as part of the core 

business process. Using a balanced scorecard approach will enable a business case for CSR 

activities and a powerful platform for management to communicate sustainable strategic 

initiatives to the organization. The business case for CSR is not relying solely on economic 

reasoning but can draw on other aspects of the BSC in order to gain legitimacy.  For example 

is CSR in the context of the customer perspective focuses on how companies can become 

more transparent and accountable in their decisions and thereby are able to retain trust from 

their customers (Crawford & Scaletta, 2005) or that positive financial performance is seen as 

the ultimate goal of any actions that the corporation takes and in a CSR context this is no 

different (Carter et al, 2003). 

6.3. Possible Gender Indicators 

The literature on CSR and Gender focuses primarily on how a gender perspective can be 

applied to CSR lifting rights issues how these can be improved using a gender perspective 

(Grosser, 2009, Crawford & Scaletta, 2005, Pearson, 2007). The perspective applied in their 

papers shows that by utilising the traits of men and women organising can improve company 

performance and at the same time they will lift some of the Women Rights issues, which have 

been on the agenda for several decades. The distinction might seem trivial but it is central 

when understanding what the business case is to be based on. Is it the improvement of women 

representation or is the goal to improve organisational performance?  

The goal of this paper has been to establish that gender has direct impact on organisational 

performance through a focus on four central areas in business performance. And by 

structuring this knowledge companies can be given the possibility for a competitive advantage 

which will be hard if not for others to imitate without making real changes to their 

institutionalised structures. In this next section I will describe how organisations can use the 

BSC platform and associated KPIs, to strive for business excellence. 

In a survey done by KPMG in 2005 and again in 2008 it is described what drives the CSR 

reporting, especially what is considered to be the most important issues on a list different 

indicators ranging from financial over ethical to governance issues (KPMG, 2005/2008). The 
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drivers include a wide range of aspect which is regarded as essential to business in general 

and not only to CSR (CSR Drivers table 4). In order to ensure that a working model for 

engendering CSR is accepted by the business community as a strategic tool it has to 

incorporate these considerations into its framework. While the companies might accept the 

four elements of the BSC as drivers for their business it will also need to have tools that can 

support its business process in a more practical way. Using the KPMG considerations to 

create a link to practice and interpreting them in a gender perspective will provide such a tool 

called Engendered CSR Model drivers.   

KPMG Consideration Engendered CSR drivers 

Ethical considerations Ethical  

Economic considerations Economic  

Reputation and Brand  Reputations  

Innovation and Learning Learning and Innovation  

Employee motivation Employee motivation  

Risk management or risk reduction Risk management  

Strengthen supplier relationships Supply chain management  

Access to capital or increased shareholder value Access to capital  

Cost saving Cost saving 

CSR Drivers table 4 

For the each of the relevant KPMG consideration an Engendered CSR driver was produced 

(CSR Drivers table 4). And for each of these Engendered CSR drivers a working paper was 

produced, which function as a guide and resource for companies who wanted to focus on 

specific area. The papers contains an introduction to the indicator, a description of the 

approaches to CSR in the area related to the subject put into a gender perspective, a list of 

recommendations, possible indicators to be used and suggestions for strategies the 

organisations can use (Appendix C).    

The introduction contains an argument for why this indicator is considered to be important to 

business in a gender perspective. This gives the user a quick reference that indicates if the 

working paper is applicable to the business needs. 

The description section gives the reader a quick overview of the most common approaches to 

the indicator in use and puts these into a gender approach context using the arguments 

produced in this paper and input from other research.  
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The list of recommendations shows suggestions of reports and initiatives that leaders can use 

to manage their performance. The list is complied from the many different approaches that 

have been reviewed throughout this paper and should not be viewed as complete but rather as 

an inspirational guide to cultivate more thought. 

The list of indicators shows which KPI’ that companies can use to manage the area of focus in 

the working paper. The intent is to create a system which can serve as an inspiration for all 

levels of the organisation that can be held accountable to the strategic initiative. While there 

are many more indicators than any organisation will use there should be enough to cover most 

of the issues that companies will come in contact with. 

The last section is a list of possible strategies that companies can adopt which will help them 

in their effort to improve the indicator. In most cases they will not apply to all indicators 

described in the previous section but will have a utility in relation to one or a few. Some of 

the suggestions will also have an impact on other areas of the BSC spanning across several 

areas of interest. 

6.4. CSR Gender Model 

The link between the Engendered CSR drivers and the BSC perspective can be brought 

together into one framework under the name of the CSR Gender Model™27 (Appendix D).  

Each of the perspectives of the BSC has been allocated the engendered CSR drivers which are 

deemed central to business development. This system enable companies that wants to 

strengthen their strategic profile in a given area and idea about what tools, strategies and 

measurements that are available in order for the organisation to achieve its goals.  

Each of the Engendered CSR drivers is grouped so that the BSC perspective that they support 

are in the same corresponding part of the model. The ethical considerations, however, is 

believed to be central to all the BSC perspectives and is therefore located in the centre of the 

model. This is because business ethics influences all parts of the business decision making 

process it need to be taken into considerations in whatever perspective the organisations 

chooses to explore. The other considerations like for example the Reputation driver is group 

together with the customer perspective as the KPIs and strategies in the working papers 

supports performance improvements related to this key stakeholder (Customer perspective). 

And Economic and Risk Management drivers group with the Financial perspective providing 

                                                 

27 www.csr-gendergroup.com  
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tools for improved financial performance. It is the intention that with the link between the 

BSC model, gender and corporate strategy the model for engendering CSR has come full 

circle. The framework should be seen as a completely integrated corporate management 

system with already existing performance tools like the BSC and driver for improved business 

performance. 

7.Conclusion and Discussion 

I construct a framework for how gender in organisations can be understood based on the 

discourses and structures that formulate our thinking of what it is to be male and/or female. I 

argue that gender is not only expressed through the biological sex but that women could be 

characterised as exhibiting male behaviour or vice versa and thereby offsetting the 

presumptions we have about how we expect people to behave in a given sociological setting. 

My definition of gender is based on a perception that encompasses a combination of 

discourse, structure and biology. I describe gender in an organisational setting as refereeing to 

the feminine and masculine behaviour that we all express being detached from apparent 

physical appearance, but under constant influence from both social and physical sources of 

influence. These normative structures or gender stereotypes which we are forced to relate to 

are both being imposed on us from our environment, but is also reproduced by our selves as 

certain gender traits. All gender traits have benefits and drawbacks which the organisations 

that the individuals that displays them have to relate too, either explicit or implicit. As these 

gender traits are constantly being produced and reproduced within society, organisations and 

ourselves there are performance benefits which we can gain from combining the right gender 

traits to meet the strategic needs of organisations. Furthermore, I argue that CSR is an ideal 

platform from which to utilise gender traits as it provides a platform which encompass 

governance processes and provides a system to handling the contact which organisations has 

with their environment.  

Through the formulation of theoretical framework called Engendered CSR I argue that gender 

in organisations can influence how organisations perform. The framework is subsequently 

understood as a way of thinking about the organisation as made up of men and women that in 

different ways bring positive and negative behaviour to the organisation and its stakeholders, 

and by working strategically with these different traits organisations can influence their 

overall performance. 
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In order to show how a gender approach could possible improve performance in Danish 

companies I start by investigating four different perspectives of what has become know as the 

balanced scorecard approach. The management system encompass four different perspectives 

on business which is deemed as important to the business process namely the Customer, 

Internal, Innovation and Learning, and financial perspectives. 

I start by asking if women in senior management and board position are positively associated 

with higher than average financial performance? 

Financial indicators are by most companies considered to give an indication of how well or 

bad the company is doing overall. This survey uses EBIT and EPS as measurements of 

financial performance. In relation to EBIT the survey results show that engendered companies 

do considerable better than the ones that have not embraced this form of diversity, while the 

variations when it comes to EPS are less salient. These differences in economic performance 

can be explained using a framework of gender traits. When it comes to the traits which 

influence financial performance I argue that women’s tendency to be more adaptable and risk 

averse influence the organisations that they are part of and helped positively in their financial 

decision making process. While men’s traits, especially during the financial crisis and 

subsequent downturn in 2008, are perceived as being rigid in their business approach. 

Coupled with a willingness to take on more risk without changing their business model have 

damaged the male dominated companies’ ability to create positive financial results for their 

organisations in times when a new approach was needed. However, when it comes to EPS 

male dominated companies are able to do just as good as their more diversified counterparts. I 

contribute this to the male trait of entrepreneurialism which favours finding new ways to 

reduce costs in order for the company to be able to maintain a high level of shareholder 

returns. While diversified companies are able to maintain their level of EPS without these 

drastic moves because they were able to anticipate and make the necessary adjustments in 

time. 

Companies that choose to use a gender approach to influence their financial performance have 

to be aware that that engendering means a long term focus on profitability and that focus is on 

strengthening the business and not necessarily the owners. Engendering also means that 

companies improve there decision making process through a better understanding of the risks 

that are associated with changes in the business environment.  
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The second question I ask is if the gender mix in senior management and company board 

positively associated with accountability and transparency? 

A way for organisations to communicate accountability and transparency is done by using 

CSR reporting as a tool. I find that it can be argued that there is a connection between gender 

and the level of commitment to CSR reporting initiatives. Evidence shows that corporations 

which are considered as gender diversified are more likely to engage in CSR reporting, 

especially in Denmark. However the differences in Sweden are not so settle, being consistent 

with the evidence that companies here have a high devotion to CSR reporting in general. The 

evidence also shows that there is a relative high commitment to CSR from less diversified 

companies in both countries, while the level of CSR activities is not at the same level as the 

gender diversified companies it is considered to be significant. An explanation can be found 

in the isomorphic behaviour of companies that comes from lessons learned who have been 

caught in what is considered to be unethical behaviour. Here standards and charters have been 

a method used in order to reduce the risk of negative exposure and safeguard against future 

problems.   

When trying to unveil whether gender diversity on boards and top management are associated 

with greater accountability and transparency it seems that there is no clear and distinct 

answer. In Danish companies there seems to be clear gender predominance in CSR activities 

when it comes to more diversified boards and top management. On the other hand low 

diversified seem to behave in similar ways especially when it comes to companies in Sweden. 

It is therefore concluded that on one hand there is a possibility of a positive gender influence 

on CSR reporting and thereby on corporate transparency. On the other hand the CSR 

activities of one company can to a large extend be mimicked to the benefit of companies who 

do not have the benefit of diversification. These different characteristics can be contributed to 

the traits that women and men express. As women have a natural inclination to include more 

stakeholders and that one method of structured stakeholder information gathering can be 

through reporting we see more gender diversified companies engaging in such activities. On 

the other hand it could be argued that the less diversified who engage in CSR reporting do so 

because they believe that it is an effective method for managing stakeholders, who normally 

are not in contact with the company. 

The third question that is asked is if women on boards are positively associated with tighter 

audit committee controls and thereby improved internal control? 
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The empirical evidence collected in this thesis suggests that it takes time for companies to 

establish a best practice for how audit committees should organise themselves. It is also 

evident that the composition of audit committee can very a great deal as there is no universal 

agreed standard. When investigating Danish companies it is shown that it is not a natural 

given that women should sit on the audit committee even in companies with above average 

female representation. But as the evidence from Swedish firms suggest are boards getting 

more used to the presence of the committee and learn what functions it should undertake.  

I shown that some of the traits that women exhibit strengthen the work of the audit 

committee. Especially the trait of being risk averse can lead to better internal control and the 

ability to be alerted to problem issues before they become out of control. This supports that if 

women are positively associated with tighter control it would be expected to find more 

women in positions were this trait is relevant. As a significant percentage of women have 

found their way into audit committees compared to the overall average on Swedish boards it 

is seen as evidence that the trait of women is positively associated with tighter control and 

that this is implicitly recognised by companies.  

The fourth and last question that was asked in order to investigate the impact of gender on 

corporate competitive advantage was if gender mix in senior management and boards 

corporations positively associated with stakeholder engagement? 

The study shows that companies in the survey have significant different levels of stakeholder 

engagement depending on the degree of gender diversity on boards and top management 

level. Companies who are considered to be gender diversified display a higher than average 

stakeholder engagement while less diversified companies are not as likely to communicate 

active involvement. This is also inline with the claim that feminine traits can positively 

influence company engagement with stakeholders who they would normally not be 

communicating with. Especially traits that recognise decent and the ability to reconcile 

differences are viewed upon as important when dealing with stakeholders who do not have a 

direct contractual connection with the organisation.  

The perceived commitment to CSR, which was evident in the survey of CSR reporting and 

charters, and the level of stakeholder engagement is not necessary directly linked. While low 

diversified companies’ shows a generally high commitment to CSR systems such as GRI and 

signing the GC, is this not transformed into tangible behaviour in the form of greater 

stakeholder engagement. CSR systems can form the foundation for a relationship to 
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stakeholders but it does not necessary materialise into genuine commitment and ability to 

learn from people and organisations outside the corporate inner sphere such links to 

customers, supplier and shareholders etc.. 

Companies that are able and willing to learn from there environment will also have the ability 

to react to this knowledge. That companies are choosing to do this is evident in that gender 

diversified companies perform well, especially during the financial crisis. Organisations with 

a high degree of diversity are also able to show an above average financial performance which 

distinct them especially from the male dominated companies. This is can also be seen as 

evidence that commitment to stakeholder engagement is associated with sustainable value 

creation and long-term profitability. 

To what extend can the relationship and possible organisational advantages between gender 

and business performance be utilized by Danish companies, in a strategic effort to improve 

their competitive advantage? This was the initial question asked and using the BSC 

framework there seem to be a business case for gender diversification for companies that 

wants to embrace the full potential of engendering. Women and men are different and behave 

differently when confronted with the challenges of the business world. Our perceptions of 

ourselves are constructed by different form of power which shapes and moulds our 

perceptions of how we perceive the world and each other. These perceptions are being shaped 

on macro level by institutions like the UN through the CEDAW and institutionalised norms as 

they are being expressed through our local laws. And ultimately they are part of what we 

perceive as acceptable behaviour of men and women through stereotypes which we ourselves 

reproduce as traits. I have shown that through a framework of understanding gender traits one 

can explain why organisational members react differently to the same stimuli in their 

environment. And that this understanding can be used by companies to strategically influence 

their own business development. Through the four perspectives in the BSC I show that 

companies who want to work with gender in their organisation can gain significant 

advantages on key areas related to CSR. Especially within stakeholder engagement and the 

ability to be receptive to changes in the business environment there is real business gains to be 

made. The basis for explaining gendered behaviour comes from the understanding that 

people’s behaviour is a result of the institutional structures and discourses formulating our 

perception of what are believed to be legitimate behaviour. The behaviour that each of us 

display is not only a result of outside pressure, but is as much reproduced and reinforced by 
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our own self-understanding and the discourses that are made available to us within a given set 

of structures.   

The engendering of companies boards and top management is not the holy grail of 

organisational development and this paper is not out to prove that gender diversification is the 

cure for all the problems that business face in the globalised market place. But I show that 

Danish companies that can embrace the positive traits of men and women and use these to 

their benefit will have a competitive advantage that is hard for others to duplicate. I have tried 

through the BSC system to give some systematically and practical advice for how companies 

can use an engendered CSR perspective. Even though the CSR Gender model™ has a 

tendency to simplify the challenges facing organisations, like all models do, it does provide 

some structure to the thinking that is needed in order to have a strategic gender approach. 
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Appendix 

Appendix A (List of Measurement points) 

Empirical evidence Source Justification 

Company name OMX Reducing the number of companies to be 

analyses and at the same time 

maintaining the most significant in each 

country.    

Gender composition on 

board and management 

Annual Company 

reports, 

Gender  

Required for evaluating gender 

performance. 

Operating profit (EBIT) Annual Company 

Reports, Greens 

Online 

EBIT relates Earnings before Interest and 

Taxes and is and important indicator 

when estimating how well or bad a 

company has performed in a given year.  

Earnings Per Share (EPS) Annual Company 

Reports 

EPS puts profits into context (related to 

number of shares) in order to evaluate 

earnings year by year in relation to 

something tangible (Dyson, 2004:261) 

Record of CSR Activities  Website, Annual 

reports, 

Sustainability 

reports. 

CSR activity can be found in different 

places depending on ambition level of 

the company and what standards they are 

adhering to. In order to for a company to 

display CSR activities they have as a 

minimum explicitly communicate a 

position on sustainability.  

Supporting 

GlobalCompact (GC) 

Sustainability report, 

Communication on 

Progress (CoP), 

Website 

Signing the ten principles is in the selves 

not a sign that companies are transparent 

or accountable. However, the required 

CoP that is part of GC, provides detailed 

information about the actions of the 
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Empirical evidence Source Justification 

company (UN, 2008).  

Reporting in accordance 

with Global Reporting 

Initiative (GRI) 

Website, 

Communication on 

progress  

 

It is recommended by the UN GC to use 

GRI when reporting on Communication 

on Progress (CoP). The GRI reports are 

ranked in accordance with level of 

compliance and can be subject to outside 

assurance (GRI, 2006).  

Reporting in accordance 

with AA1000 

AccountAbility (AA1000) 

Website, 

Sustainability report 

The AA1000 obliges the organisation to 

involve stakeholders and assume 

responsibility for being transparent about 

its actions. (AA1000, 2008) 

Reporting in accordance 

with UN Principles for 

Responsible Investment 

(PRI) 

Website, 

Sustainability report 

The PRI is primarily a tool for 

institutional investors to target 

companies that have take responsibility 

for their actions by reporting on 

Environmental, Social and Governance 

issues (PRI, 2008)   

External Environmental, 

Social and Governance 

(ESG) Assurance 

CoP, Sustainability 

reporting, Annual 

reporting 

One way of becoming transparent and be 

accountable to stakeholders is by having 

a third party auditor provide assurance of 

the company CSR reporting. The 

evidence was therefore checked for 

assurance.  

Diversity in the Audit 

committee 

Annual reports, 

Governance report 

Women are associated with better 

attendance and tighter financial control 

on boards (Campbell & Mínguez, 2007). 

Evidences of a gendered audit committee 

would be associated improved 

governance structure and control.28   

                                                 

28 Some Danish companies have chosen to have the whole board act as the audit committee but are current 
review that decision. This may account for some of the deviances between Danish and Swedish companies were 
audit committee have been in existence for some time.   
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Empirical evidence Source Justification 

Indicator for Stakeholder 

Engagement 

Website, 

Sustainability 

reports/Annual 

reports 

Investigating for evidence of: 

 

• Inclusiveness: Communication with 

stakeholders has to be accessible to 

everyone that has a stake. 

• Accountable: The engagement must 

include a clear commitment from 

named individuals at corporate level. 

• Transparency: The engagement 

process must include regular 

communication about progress, 

lessons learned, alterations, and future 

targets. 

• Respect: The process must include 

the possibility for dissent and 

different opinions to be heard and 

considered.  

• Continues Improvement: It must be 

possible to follow the process in a 

systematic manor in order to track 

progress. 

 

 

Choices in the unit of analyses 

The following section will outline the major choices made in the unit of analysis in this paper. 

• The choice of Economic indicators 

In financial reporting there are a wide range of indicators that companies report on which 

gives a indication on its past, current and future performance. The choice of indicators was 

done on the bases of the criteria that it should be widely recognised as measurements of the 

achievements of the company.  
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The first indicator that was chosen was operating profit or EBIT. It relates directly to how 

well the company did in a given year without taking into account tax breaks or other factors 

which might influence the results.   

The second indicator is earnings per share or EPS. This indicator was chosen because it 

relates to the total company earnings but relates this to the number of shares that has been 

issued. Unlike operating profit, earnings relate to the net profit minus tax interests and other 

expenses and is a measurement of the company’ bottom line in relation to something tangible 

in this case number of shares issued. 

• Companies with abnormal performance 

The data collected contained companies that had abnormal economic behaviour such as very 

huge losses or were on the OMX to obtain funding for pharmaceutical research project that 

would not make any profits for years to come. Due to their nature they could offset the 

statistical data and were therefore discharged relative to their economic performance. 

• Statistical significance 

In order for a given survey to be considered statistically valid I decided that it had to represent 

at least 10 % of the total population of companies. This is due to the relative small number of 

companies in the total population and in order to minimise the variance.  

As a measure of how big the variable or uncertainty is over the population I used standard 

deviation as an indicator. This indicator is a measure of how data is situated around it own 

average and is good way to validate if a given population is statistical relevant or of the 

differences are too great in order for any valid conclusions to be made.  

• Countries are different and have different dynamics 

One might think that the business systems in Sweden and Denmark are somewhat compatible 

for statistical use but this is not the case. In the area of gender legislations there are 

differences, but also in the mix of industry there are significant dissimilarities that make it 

difficult to compare performance from one country to another. Evidence was compared within 

the same country and not across boarders in order to eliminate intercultural and industry 

variances. When the complete analysis was done on each country the conclusion was 

subsequently compared in order to extract significant similarities and/or best practices. 
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Appendix B (List of Companies) 

Country Company 

Sweden Alfa laval 

 Assa Abloy 

 Atlas Copco 

 Boliden 

 Elektrolux 

 Eniro 

 Ericsson 

 Handelsbanken 

 Hennes & Mauritz 

 Investor 

 Nordea Bank 

 Sandvik 

 SCA 

 Scania 

 SEB 

 Securitas 

 Skanska 

 SKF 

 SSAB 

 Swedbank 

 Swedish Match 

 Tele 2 

 TeliaSonera 

 Volvo 

Denmark A.P. Møller- Mærsk 

 Carlsberg 

 Coloplast 

 D/S Norden 

 Danisco 

 Danske Bank 

 DSV 

 FLSmidth 
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 Genmab 

 Lundbeck 

 NKT 

 Nordea 

 Novo Nordisk 

 Novozymes 

 Sydbank 

 Topdanmark 

 Trygvesta 

 Vestas 

 William Demant 

 DFDS 

 Rockwool 
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Appendix C (CSR Gender Model working 

papers) 

Ethical consideration 

There are mixed results within research when considering business ethics in relation to 

gender. But most agree that even though we people are shaped by the cultural setting they are 

part of there are differences in the ethical behaviour of men and women or more exactly the 

masculine and feminine. Ethics in the traditional sense does not differentiate between men 

and women but rather it tends to be the ethics as it is described as human ethics (Tong & 

Williams, 2009). This does however not mean that gender and ethics does not have a gender 

perspective or that women can’t have different approaches to what is virtuous. As stated by 

John Stewart Mill; are all women being thought from a very young age to believe that the 

ideal of their character is quite opposite to the ideal of men and that their being is dependent 

on the will of others (Mill, 1979:38). While this was written almost 150 years ago it is some 

of the very same ideas that women and men for that matter have to overcome in organisations 

to this very date.   

1. Description 

The understanding of men and women within business ethics goes beyond mere sex but views 

gender as a social-psychological construction which shapes and mould our perceptions 

(McCabe et. al, 2006, Tong & Williams, 2009). However, when creating research on the 

subject of gender behaviour the unit of analysis is most often concentrated on the sex of 

people and not their “psychological being” (McCabe et. al, 2006). This “margin of error” is of 

cause not easy, if not impossible, to eradicate and is to be taken into account when reviewing 

literature on ethics and gender. This being said there is research which tries to reveal ethical 

behaviour related to men and women below is a short description of some of the issues and 

research topics addressed. 

• Men are more likely to behaviour unethical then women (Betz et al. 1989, McCabe et 

al. 2004). In these studies a given population is give different alternative for which can 

be considered either ethical or unethical. Normally it will not be a question of 

something is legal or not, but rather related to that the subject is given a piece of 
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information which give him or her an advantages compared to the rest of the group. 

Other studies find little or no differences in behaviour which shows the complexity of 

the subject and the problems of comparing sex and gender (McCabe et al., 2004:103, 

Robin & Babin, 1997).  

• The ethics of care. Women are often associated with the trait of caring for others 

(Anker, 1998:24, Mumby, 1992:469). In a business or organizational context caring is 

very much dependent and formulated by the cultural setting the caring is happened in 

(French & Weis, 2000). What is considered as being a careful act in one culture might 

seem trivial in another it is therefore important for the organization to clearly 

formulate what is being considered ethical and why. While caring is thought of as a 

positive attribute in many aspects and is a trait within any society needs it also 

includes the responsibility to take an ethical stand on what is being cared for (Tong & 

Williams, 2009). In some contexts it a caring act can disguise deep underlying 

structural problems in an organizations culture that potentially can create great 

problems for the organisation in the future. 

• Women are not likely to commit white collar crime. It is a wide spread assumption 

that women in general do not commit white collar crime and most of the research done 

on the subject back this claim up (Holtfreter, 2005). One of the problems is that it is 

hard to determine of women do not commit these types of crime because they are 

women or because they do not have access to the parts of their organisations (Daly, 

1989). Another point could be that women are less likely to take risks and therefore 

are less likely to get caught in the end than men. However, statistics show that women 

are less like than than men commit crime especially when it comes to acts of violence 

or robbery but it also shows that women have gained significant in terms of crimes 

like fraud and embezzlement (Steffensmeier & Allan, 1996). This could be explained 

by the fact that women have gained more access to positions were such crimes are 

possible. So while the number is still relative small compared to men it is still 

inconclusive if women due to their gender will be less likely to commit such crimes. 

However, this being said it is there is major research suggests that large representation 

of women in the organisation reduce the level of corruption within government 

organisations (Sung, 2003).  

• Ethical considerations further involves a broad range of issues/aspects such as 

o Corruption – as this is one on the major contributors in keeping regions and 

countries in poverty.   
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o Harassment – As this has a strong impact on psychical work environment and 

ultimately the organizations image/brand.  

o Use of force – As the use of force in organizations can have a great impact on 

employees own self understanding and can damage its image/brand   

o Environmental – Being perceived as a organization that does not concern itself 

with its impact on the environment can create a situation were the corporation 

loses its license to operate.  

o Child labour – The use of children is against the norms of the international 

community and can have a great impact on how the organizations products are 

perceived by its customers. 

o Slavery or forced labour – There are several place in the world there slave or 

forced labour is common especially within the exploration for minerals and 

raw material’s. 

 

2. Recommendations on applying a gender perspective on ethics in business 

- Review of Code of Conduct 

o In relation to harassment 

o In relation to employees us of prostitutes 

o In relation to Child labour 

o In relation to systems for meeting with clients in order to reduce corruption.  

- Survey of organisational/personal ties between members of the board and executive 

management in order to create greater diversity. 

- Investigate and map organisational ties in relation to the supply chain by position and 

gender. 

- Educate managers in ethics and code of conduct 

- Review policy for how many terms a member can sit on the board. 

- Diversified audit committee and compensation committee 

- Review whistleblower policy to accommodate and encourage anonyms reporting  

   

3. Possible indicators 

- For each board member and possible member of the Executive management team. 

o Gender  
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o Years of membership 

o Years of committee membership 

o List of competencies 

o Reporting on contribution to the development of the organisation 

o List of other affiliations 

o Direct contact information (for whistleblowers)  

- Increase transparency in relation to personal and professional ties within the 

organisation and in the supply chain. 

- Number and nature of whistleblower contact 

- Total amount and nature of purchase for each member of the executive 

management team tracked over years. 

- Number and nature of Social audits conducted 

- Spot check audits on code of conduct behaviour inside the organisation and when 

dealing with the supply chain 

- Regular review and visits to expat personnel 

 

4. Possible strategies  

- Encourage women to become expats 

- Adopt recognised systems for monitoring and complying with international 

charters and regulation.  

- Policy for gender distribution in subdivisions out of general management direct 

control 

- Codes of Conduct which encourage to have client meeting with both genders 

present 
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Economics considerations 

Until this date there has not been put forward any convincing business case for why 

corporations should engage in social responsible behaviour. There exist no direct economic 

link between CSR and Corporate financial performance - but why are companies then 

choosing to engage in social responsible behaviour? One reason is that CSR indirectly 

impacts the financial bottom line to such an extent that the very existence or “license to 

operate” depends on it.    

 

1. Description 

Surveys conducted on gender and financial performance has shown than gender mix does in 

fact have an impact on corporations’ financial performance. Even though it is still early days 

for this kind of research a grown numbers of researcher and students in both US and Europe 

are showing interest in the subject. Among the resent finding is that gender effects how 

corporations involves and takes decisions related to financial risk, and how a gender mix can 

be utilized to improve financial performance. In addition, studies from the US have shown 

that the gender mix on corporate boards does contribute overall profitability.  

 

Research that has been done in Europe and US on gender and economics conclude that:  

 

• Women and men take significantly different decisions when it comes to financial risk. 

While men take risks associated with achieving gains (eg. Investment decisions) 

women are mainly driven by performance related to avoidance of losses (eg. 

Insurance decisions) (He et al., 2008) 

• There is a direct correlation between financial performance and the number of women 

on boards. The results showed that ROE (Return on Equity) was 35% higher and the 

TRS (Total returns to Shareholders) was 34% higher. The research was done by 

Catalyst from 1996-2000 on the fortune 500 companies in the US.(Catalyst, 2004) 

Even though the research has been hard to replicate it shows that there is a positive 

impact in including women on boards. 
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• Gender and board composition has a big impact on board performance and especially 

on sub-committees that show stronger performance within the effective governance 

area when mixed. (Campell & Minguez-Vera, 2008) 

• There is a link between profitability and productivity and gender mix. The main 

reason for the conclusion is contributed to the different competencies that gender can 

bring to the corporation not only in management positions but across the organisation. 

From a Swedish research done by NUTEK (Närings- och teknikutveklingsverket) in 

1999 show that.(NUTEK, 1999) 

• Women on boards and especially women directors have a significant impact on 

boards input and output performance. Women directors have better attendance rates 

and overall attendances are better when women are represented. Gender diverse 

boards also allocate more effort and resource to monitoring. (Adams & Ferriea, 2008)  

• CSR investment funds are now actively considering gender as part of the evaluation 

of corporate performance on long term investment basis. For corporations to seek 

capital from these funds they will need to show that they are actively working with 

gender in management. (FTSE, 2006)  

 

2. Economic recommendations for high performing corporations  – applying a 

gender perspective 

 

- Evaluate work/life balance in the boardroom and make changes to meeting schedules, 

duration and location. 

- Evaluate gender composition on boards and encourage “rising stars” to engage in sub 

comities/board projects.  

- Educate and develop competent women to take seat in boards and sub committees. 

- Develop and hire women for key management positions. 

 

 

3. Possible Indicators 

 

- % Women on board 
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- % Women in subcommittees 

- % Women managers 

- % Women white/blue collar workers 

- Equal pay surveys and action plans 

- Training and development hours and area of competency development by gender. 

 

 

4. Possible strategies 

 

- Board room training 

- Encourage women to participate on boards outside the corporation e.g. start-up 

companies, professional sports associations, network. 

- Ensure that the right competencies are available when the corporation needs them. 
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Reputation considerations 

While progress has been made on CSR reporting in areas such as the environment and social 

reporting (see for example recent reports by the Sustainable Investment Research Analyst 

Network and the Global Reporting Initiative), to date there is no concise global framework for 

CSR engendered reporting. Corporate reporting on gender equality was for many years 

confined to diversity policies, along with some program information. Increasingly, though, 

there are CSR reporting initiatives such as that by IBM that promote a more holistic approach 

to diversity impact reporting (IBM, 2008).  

1. Description 

Why work on the reputation and why report on gender equality: 

•  In recruiting, retaining, and motivating female employees  

o Gender impact reporting strengthens a company’s reputation and can help attract 

consumers and investors that are driven by ethical interests (Bowen, 2008).   

• Targeting customers 

o Companies that are close to the consumer and which have women on the board 

have a more favorable reputation (Brammer et al. 2009)  

o Some companies improve brand-differentiation by targeting women customers or 

women’s interests groups. 

For example, IBM’s efforts to increase the number of women in the workforce helps to 

achieve its current strategic goal of significantly increasing business with small and medium-

size businesses, of which a substantial portion are run by women. According to IBM’s CSR 

report, “IBM's supplier diversity program helps increase purchasing opportunities and 

contracts with diverse businesses.” (IBM, 2008) 

2. Recommendations: 

• Seek to eradicate discriminatory behavior and attitudes within the company – whether 

it is conscious and unconscious it can affect good and sound business decisions. It 

seems easier for people to accept that discrimination based on color, disability etc is 

wrong than when it comes to discrimination based upon sex, so work with all aspect 

with a gender equality perspective (female, poor, young, colored worked might be 4 

times more discriminated against than a white man in his 40’ies) 
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• Identify gender gaps especially related to the company workforce, and in the supply 

chain management (are men, women, girls and boys equally treated in factories for 

examples?)  

• Develop policies and concrete actions plans to meet internal needs as well as supply 

management issues 

 

3. Possible indicators  

- Media coverage on female employee opportunities and gender equality within the 

company 

- No. of internal reports or through media on gender discrimination in supply chain 

- % of discriminatory (gender, color, disabilities etc) perceptions and behavior in 

internal work force (survey established baseline) 

- No. and kind of reports made to the whistleblower system 

 

- No. and sex of supply chain managers trained about the economic benefits of working 

with a non-discriminatory gender approach 

- No. of Code of conducts with a gender perspective co-developed with suppliers  

- No. of trainings/dialogues initiated in the supply chain as a result of gender dialogue 

- Existence of a whistleblower system or a mediation ombudsman for suppliers. 

- Existence and efficiency of a stakeholder committee 

- Existence and efficiency of a Supplier risk assessment system. 

- External Audit system and procedures in place 

- Existence of un announced audits 

- Public reporting on audit findings 

- Corporation with local suppliers 

- Corporation with local unions/employee representatives 

- Active system of dialogue and corporation with suppliers  

 

4. Possible Strategies 

- Gender action plans for the company workforce from  blue to white collar, with clear 

objectives and indicators  

- Analyze existing whistleblower system if in place – add a gender perspective 

- Training on gender, gender equality and economic and human rights 

- Third part audit system 
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- Communication plan to ‘sell’ the gender equality of the company. Most significant 

change stories  
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Learning and Innovation considerations 

Learning and the perceptions about what girls and boy, women and men can learn and not 

affect the learning possibilities offered to them – both in schools and later on in working life. 

Schools reflect society in the sense that cultural perceptions in schools in one society are most 

likely the same to be reflected at a work place, although adult learning is different in 

methodology, female/masculine values prevails in both.  

Research show that “In relation to thinking skills and learning processes, males and females 

are more alike than different. There are, in fact, greater differences within the genders than 

between them”29  

1. Description 

School environment 

When it comes to school and learning, the attitudes and actions of teachers and families can 

exert great influence. And these influences have clear ramifications for the cognitive 

development of girls and boys. One of the chief ways that families influence the development 

of learning and thinking in boys and girls is in their attitudes toward work. The work that 

children perform affects the amount of free time that they have, the behavioral characteristics 

they learn, and the energy that they have in school.  

Early in their lives, girls are often engaged in work that benefits the family: They may make 

food for the family, and they make take care of their younger brothers and sisters. But it's not 

just that girls do different work than boys, girls do more work (Kane & O’Reilly, 1993). This 

is specifically so in developing countries and also to some extent in economically developed 

societies, although girls here often have more time to concentrate on studies, be with friends 

etc. 

Examples of gendered perceptions about learning and what girls/boys like: 

- Girls in Scandinavia don’t like math contradicted by the fact that girls in Italy like 

math 

                                                 

29 http://www.unicef.org/teachers/learner/gender.htm 
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- Scandinavian girls like animals, boys like machines, contradicted by the fact that more 

girls than boys increasingly becomes engineers in the Scandinavian countries. 

What we choose to work with is strongly connected to gendered perceptions: 

- Gendered perception: Girls and women are more nurturing so they should work with 

caretaking (in Scandinavia there is an overrepresentation of women in schools, homes 

for elderly, day care and the like) 

- Gendered perception: Boys and men are strong and physical (there is an over 

representation of men in industries, forestry, fishing and the like)  

Workplace learning 

There is significant agreement that the workplace remains gendered by segregated job 

categories and markets, work and training opportunities, access to jobs, and an individual’s 

location within employment hierarchies. Gender division of paid and unpaid labor continues 

to create barriers for women to access or participate in both formal and informal learning, 

including training programs, vocational learning, and business development.  

 

Those subject to multiple barriers, such as immigrant workers and women of colour, continue 

to struggle to gain equal educational opportunities and commensurate employment. A 

growing number of researchers have argued that research on women’s work, theories of work 

and statistics on women’s work must be separated by ethnicity, race, and class. In this way, 

statistics and theories will reflect more than the realities of white, middle or upper-class, 

and/or professional or managerial women.  

 

There is an identified need for workplace education tailored to immigrant populations, yet the 

knowledge these women already possess is frequently unrecognized, and their skills are 

devalued.30 

 

2. Recommendations 

- Presenting training possibilities at a workplace should take into account that men and 

women themselves are likely to opt for ‘traditional’ training possibilities when they 

                                                 

30 http://www.ccl-cca.ca/pdfs/AdLKC/stateofthefieldreports/FINALSUMMARYGender.pdf  
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have own options even when presented with other training possibilities. Therefore 

there could be a point in only one type of training at a time. 

- Ensure that training is offered equally to men and women (taking into account the 

overall distribution in the company) 

- Training should be offered to both men and women (also taking into account 

minorities, disabled)  

- Whether to work with mixed groups or not will depend on corporative cultural 

context. 

- Training should be offered during normal work hours to facilitate the participation of 

women (or men) with family obligations. E.g. corporate kick-off or other social events 

(often containing some kind of training element) during weekends can make it more 

difficult for especially women to participate. 

- Training that qualify women for greater responsibility at management level. 

- Actively encouraging women to participate in networking events. 

- Encurage women to participate in board activities both inside and outside the 

organization in order to get board experience.  

 

3. Possible indicators 

- % of women and men offered training 

- % of women and men participating in training 

- Hours of management training by gender 

- Women managers with MBA compared with male employees with the same degree 

- Training outside work hours 

 

4. Possible strategies 

- Analysis of what is considered ‘female’ and ‘male’ work areas and who are offered 

and accepting training possibilities 

- Analysis of the distribution of women and men in the organization horizontally as well 

as vertically and who are offered and accepting training possibilities. 
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Employee motivation considerations 

Employee motivation is regarded as the key to productivity, i.e. it can lead to employees 

working at their most efficient levels of production (Steinmetz, 1983). Production it is not 

merely considered job productivity, but also job quality and job improvement: 

- Motivated employees always look for better ways to do a job. 

- Motivated employees are more quality oriented. 

- Motivated employees are more productive. 

 

When it comes to employee motivation and gender, different studies have come to different 

conclusions. Some studies have found that there are gender differences in how to rate 

different motivation factors others research state that women and men at the same 

organisational level do not differ in the way they rate individual motivation factors (Vašková, 

2005). Women face bigger challenges than men when entering a workplace and some of these 

barriers has to do with lack of power and opportunities, lack of mentors and male-oriented 

and male dominated organisations (Sing & Goulet, 2004). It is suggested that any observed 

differences in job satisfaction revolve around issues such as salary discrimination between 

men and women, and fewer promotion opportunities for women (Mason, 1997).  

1. Description 

Different theories regarding employee motivation coexists, such as Maslow's hierarchy of 

needs, Herzberg's Two-factor theory of motivation and McGregor's Theory X and Theory Y. 

 

According to Herzberg's Two-factor theory, people are influenced by two sets of factors; 

Motivator Factors and Hygiene Factors (Herzberg, 1987). Improvement of the latter (such as 

pay and benefits, working conditions, relationships with co-workers, company policy and 

administration, physical environment, and job security) has short-term effects. Any 

improvements result in a short-term removal of, or prevention of, dissatisfaction. People are 

made dissatisfied by a bad environment, but they are seldom made satisfied by a good 

environment. The prevention of dissatisfaction is just as important as encouragement of 

motivator satisfaction (Herzberg, 1959). 
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McGregor's Theory X and Theory Y describe two very different attitudes toward workforce 

motivation. According to Theory X, employees will show little ambition without an enticing 

incentive program and will avoid responsibility whenever they can. Theory Y is based on a 

climate of trust with employees. A Theory Y manager believes that the satisfaction of doing a 

good job is a strong motivation (McGregor, 2002). 

 

These theories all conclude that money is a basic factor, however it tends to have a motivating 

effect on staff that lasts only for a short period of time (implied by the lower levels 

of Maslow's hierarchy of needs, i.e. Physiological needs, and among the Hygiene Factors of 

Herzberg's Two-factor theory, and placed in the Theory X category of McGregor's Theory X 

and Theory Y). 

 

Other factors than money are considered more powerful motivators for employees: 

- Praise, respect, recognition, empowerment and a sense of belonging are all higher levels 

of Maslow's hierarchy of needs. 

- Managers communicating openly with subordinates, minimizing the difference between 

superior-subordinate relationships, creating a comfortable environment in which 

subordinates can develop and use their abilities. This climate would include the sharing of 

decision making so that subordinates have say in decisions that influence them. These are 

fundamentals of Theory Y of McGregor's Theory X and Theory Y. 

- Achievement, recognition, work itself, responsibility, promotion and growth are all 

Motivator Factors in Herzberg's Two-factor theory. 

 

 

2. Recomendations for high employee motivation – applying a gender perspective 

Based on Herzberg's Two-factor theory the prevention of dissatisfaction with the Hygiene 

Factors is just as important as encouragement of Motivator Factors satisfaction.  

- Differences between the sexes in pay and benefits, as well as working conditions, physical 

environment, and job security, is therefore a source of dissatisfaction that a competitive 

organisation wants to address. 
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- Company policy and administration with gender awareness (promoting gender equality) 

 

Based on the notion that equal opportunities at work for male and female employees is not 

overall existent, an enhanced effort at working with the more powerful motivators with a 

gender awareness is a key to success.  

- Managers equally giving recognition, praise and respect and the possibility of measure 

achievement to women and men. 

- Managers communicating equally openly with female and male subordinates, minimizing 

the difference between superior-subordinate relationships for both female and male 

subordinates, creating a comfortable environment in which both women and men can 

develop and use their abilities. 

- The organisation promoting equal opportunities for women and men regarding work tasks, 

responsibility, promotion and growth as well as empowerment and sharing in decision 

making 

 

3. Possible Indicators 

- Gender equality strategy  

- Equal pay and benefits for men and women in relation to job description  

- Equal employee satisfaction for men and women 

- Sexual harassment policy 

- Equal distribution of work tasks, responsibility, and opportunities for personal 

development for women and men 

- Equal distribution of women and men at different levels in the organisation 

 

4. Possible strategies 

- Analysis of the distribution of women and men in the organisation horizontally as well as 

vertically 

- Gender analysis of employee satisfaction survey  

- Analysing pay and benefits for men and women in relation to job description 

- Developing gender equality strategy and sexual harassment policy including gender 

education of management 
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Risk Management considerations  

There is a clear trend that companies are moving from a risk management perspective on CSR 

to an approach were other indicators like innovation and learning is at the core (KPMG, 

2008). However even though risk is not the most important issue it is still considered a high 

priority.  

1. Description 

• Reputation risk management (Bebbington et al., 2008, Neergaard et al., 2003) 

Reputation management in relation to CSR have long been linked. There are different 

approaches to overcoming issues that is related to what is perceived to corporate 

responsibilities. The strategies are closely linked to and in some most cases similar to already 

proven approaches in issues and crisis management. However there is in relation to CSR a 

tendency that corporations do not take action to confront even anticipated issues, as the 

cost/benefit analysis is not always clear cut. Investors are likely to judge that they will be 

better-off not engaging in anticipated issues with the thinking that the engaging in problems 

only will bring more spotlight to the firm. Even though the correlation between reputation and 

gender is not investigated fully there are results that show a positive relationship between the 

two as a secondary effect of equal opportunity, equal pay and a better recruitment base.        

• Social Responsible Investment risk management (Grosser et al., 2005) 

With 2,600,000,000,000 USD invested in social responsible investments the portfolio is fast 

becoming a significant player on the stock market. The universal standard for responsible 

investments the UN PRI (UN Principles for Responsible Investments) have issued a guideline 

as a compliment to the UN Global compact is as such supplementing each other. However 

there is at this time no evidence that SRI’ are associated with lower risks than regular 

investments. The investment practice that has been enforced in the resent decade has shown 

that gender can play an important part in investment risk reduction not in particular in relation 

to SRI but in general. An example of gender investment is the case of Island where the only 

bank not nationalized or the verge of bankruptcy Augur is founded by women31.       

• Risk of fraud (Holtfreter, 2005) 

One of the major issues during the financial crisis has been the significant increase of fraud 

cases that has surfaced. White collar crime is positively associated with male characteristics 

                                                 

31 http://www.democraticunderground.com/discuss/duboard.php?az=view_all&address=385x299542  
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and most of the cases that have surfaced are crimes done by male executives. The research 

done has associate women with a more robust control and audit governance system which in 

turn lowers the risk of fraud going undetected. Organising the corporation for risk reduction 

then becomes part of the organisational DNA and is thereby more difficult to surpass without 

involving more people from different organisational layers.   

• Ethical, Social and political risk (Warhurst, 2005, Bebbington et al. 2008) 

As CSR is evolving were organisations in the 90ties were focusing on the environmental 

aspects it is now moving towards the social and governance issues that also affect the 

corporation. NGO’s have been instrumental in this process were they through different 

campaigns and as activist shareholders have been able to change corporate strategies and 

priorities in order to give a more human face to business. For most traditional corporation that 

is male dominated it has been hard to comprehend and work with the new challenges these 

stakeholders have presented. The “old” patriarchal way of dealing with issues have in many 

instances made things worse and in the end have in the end hurt the organisation rather than 

solve the problem. A gendered approach present a way of managing issues that does not 

present a confrontational problem solving strategy but an approach that includes rather than 

excludes. Even though not all issues that a corporation have with its stakeholders can be 

solved using a gendered approach it does present a way of understanding and dealing with 

problems that a typical patriarchal orientated organisation will have problems comprehending.  

• Risk management in relation to resources (Carter & Roger, 2008, Porter, 2002) 

In order for corporation to manage their short and long term risks it need to be receptive to the 

danger signals that flags areas of potential issues. This also goes for the management of risks 

in the supply chain outside the normal sphere of influence of the corporation but none the less 

important. Corporations have for a long time focused on aspects of the natural resources but 

are now also taking other factors into account such as the long-term impact of demographic 

development, culture, health and safety. By systematically confronting these issues early in 

the process corporation are becoming aware and are able to deal with the issues while they are 

still manageable. Many of these initiatives are today viewed as philanthropy but if the 

corporation work strategically with its human resource management it will be able to 

influence the challenges it will face in the future such as availability and quality of 

employees, supplier quality and safety related issues.            
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• Organisational risks (Adams et al., 2004, Campell, Kevin & Minguez-Vera, Antinio, 

2008) 

When talking about risk most corporations will look at financial risks and its impact on the 

firm’s ability to create wealth. Organisational risks are focusing on the potential issues that 

can arise from lack of transparency brought about by poor audit performance and the ability 

to structure information flows inside the organisation and the supply chain. Many 

corporations try to reduce risk by trying to become compliant with different international 

accepted standards such as Global Compact, GRI, ILO, etc. By subscribing to these standards 

the corporations try to reduce the risk of exposure to critical NGOs or other critical 

stakeholders. The audit reports and certificates are also often use in part of the corporations 

strive to gain creditability. However this security can be false as so called independent 

auditors try to please their customers by issuing more positive reports than is actual consistent 

with reality. It is therefore essential that corporations incorporate effective governance 

systems to supplement the external auditors as internal compliance committees are 

historically more effective and are able to detect inconsistencies far more effective than any 

external body. Diversity and gender plays an important part in the effectiveness of the audit 

committee. As women on boards have been positively associated with the effectiveness of the 

subcommittees they will also play an important part in the internal mapping of the 

organisational risks at hand.          

2. Risk Management recommendations for high performing corporations  – 

applying a gender perspective 

- Monitoring system of equal opportunity, equal pay and recruitment strategy in place. 

- Governance structure (Committees and their composition) 

- Audit committee reports 

- Stakeholder engagement in third party audit reporting 

- Use of local resources in organisational risk analysis 

- Active use of philanthropy in order to get localised competitive advantage 

- Actively working on gendering the supply chain in order to reduce risk further 

downstream. 

 

3. Possible Indicators 

- Organisational risk analysis tools available and used by the board/management 

- Third-party organisational risk auditing reports 
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- % Women/men  in Auditing committee 

- % Women/men on the compensation committee or equivalent. 

- Whistleblower policy 

- Investigation of possible fraud cases 

- Stakeholder communication plan 

- Evidence of a holistic approach to Governance, Risk and Compliance. 

- Ensuring compliance through training of board members. 

- Existence of a board member code-of-conduct policy 

- Board attendance 

- CEO performance evaluations 

- Full disclosure of CSR audit reports 

 

4. Possible strategies 

 

- Frequent board and committee meetings 

- Disclosure of board members and duties 

- Formulation of a whistleblower policy 

- Audit committee is given investigative powers 

- Formulation of a code-of-conduct for all levels of management and board 

- Effectively using gender in team formation.   

- Anti-corruption policy formulation 
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Supply chain management considerations 

Supply Chain Management spans all movement and storage of raw materials, work-in-process 

inventory, and finished goods from point of origin to point of consumption (supply chain). 

Each of the processes in the chain (tier) involves challenges and issues which are unique 

based on local conditions and culture.    

1.  Description 

Supply chain management from a gender perspective has at least three overall areas of 

concern: 

1. With whom do we deal (women and men) and why? 

2. Internally – who are the managers (men, women, diversity)? Do they deal with supply 

chain management differently? 

3. Externally – how is gender equality being promoted and facilitated in the supply chain 

by the company – e.g. labor rights, code of conducts, training?  

Discriminatory beliefs affects sound business decisions 

If we base business decisions on discriminatory conscious or unconscious beliefs (e.g. we that 

do not negotiate with women because they represent less valuable products), it can lead to less 

better deals based on discriminatory criteria instead of quality, price and social responsibility. 

Discriminatory beliefs can also deprive the company from seeing the existence of ready to use 

assets and knowledge of niche markets or specific suppliers with the appropriate competences 

(e.g. products that women/girls would find interesting to buy, but men would be less 

interested of). 

Likewise can discriminatory beliefs underlying in the company lead to acceptance of 

discriminatory behavior in the supply chain, which can be a risk factor for the company in 

question. 

Internally  
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Who are working with the supply management – there are suggestions that women 

increasingly are being hired in these positions and will reach 70% within the next couple of 

years in United States.  

From other studies we know women approach decision-making differently that men – this 

will of course vary according to culture as well.  

Out of all the logistics professionals who feel that there are gender differences in managing 

supply chains, 71% say that these differences are of advantage to the company. 

 

We know from other areas that diversity is an asset and can presume that this is also the case 

in the supply management of companies – increasing recruitment of men to these teams could 

be important. There are no studies (to our knowledge) that have looked into how a skewed 

gender balance will affect the supply chain management. 

Externally 

Many corporations try to reduce risk by trying to become compliant with different 

international accepted standards such as Global Compact, GRI, ILO, etc. By subscribing to 

these standards the corporations try to reduce the risk of issues arising also in the supply 

chain, as they incorporate the demands of compliance to these aforementioned areas also in 

so-called Code of Conducts that they develop for the supply chain. There are at least two 

gender challenges here: 

a. Suppliers do not necessarily follow Code of Conducts as they tend follow what they 

believe to be economically best for the company – the best product at the cheapest 

price (although we can argue that other parameters such as CSR also come into play 

here). As especially women and children of both sex have weaker social, political, 

cultural and economic position in societies these are also easier to exploit at a 

workspace (in all imaginable ways). 

b. Suppliers will tend to follow local cultural norms when it comes to gender decision 

rather than external pressure to conform to certain standards or norms. These cultural 

norms affect both sexes and not necessary opposed by the sex which a discriminatory 

norm is affecting. This can create tension when confronting suppliers with Codes of 

Conduct. 
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c. Companies do not train/inform/have a dialogue with suppliers about the benefits of 

having a gender equal workforce (in all levels) in economic terms – companies argue 

from an ethic standpoint that can be interpreted as cultural imperialism rather than 

from an economic standpoint that puts gender equality as a means to reach sound 

competitive business.  

2. Recommendations: 

• Seek to eradicate discriminatory behaviour and attitudes within the company – 

whether it is conscious and unconscious it can affect good and sound business 

decisions. It seems easier for people to accept that discrimination based on colour, 

disability etc is wrong than when it comes to discrimination based upon sex, so work 

with all aspect with a gender equality perspective (female, poor, young, colored 

worked might be 4 times more discriminated against than a white man in his 40’ies) 

• Identify supply chain managers in own company and capacitate these in dialogue-

based techniques to find gender sensitive solutions together – the more supply chain is 

involved the more they will commit to the process. 

• Let suppliers co-define and explain their own management policies and practices, 

considering national regulations and international instruments? Local managers know 

and understand the local culture and therefore they are in a best position to understand 

what is most appropriate to do in their particular context. However, they are often 

blind to gender discrimination so a local consultant to assist them can be helpful to 

sustainable solutions. 

• Develop Code of conducts together with key staff in supply staff (e.g. in management) 

for ownership and sustainable solutions 

• Identify key persons in the supply chain and train/inform/have a dialogue with these 

related to gender benefits from an economic perspective and from a rights perspective 

3. Possible indicators  

• No. of internal reports or through media on gender discrimination in supply chain 

• % of discriminatory (gender, color, disabilities etc) perceptions and behavior in 

internal work force (survey established baseline) 

• No. and kind of reports made to the whistleblower system 

• Existence and efficiency of a stakeholder committee 
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• Existence and efficiency of a Supplier risk assessment system. 

• External Audit system and procedures in place 

• Existence of un announced audits 

• Public reporting on audit findings 

• Corporation with local suppliers 

• Corporation with local unions/employee representatives 

• Active system of dialogue and corporation with suppliers  

• No. and sex of supply chain managers trained about the economic benefits of working 

with a non-discriminatory gender approach 

• No. of Code of conducts with a gender perspective co-developed with suppliers  

• No. of trainings/dialogues initiated in the supply chain as a result of gender dialogue 

• Existence of a whistleblower system or a mediation ombudsman for suppliers. 

 

4. Possible Strategies 

- Baseline survey to identify discriminatory behavior in the work force 

- Analyse existing whistleblower system if in place – add a gender perspective 

- Analyse existing Code of Conducts and how they were developed  

- Training on gender, gender equality and economic and human rights 

- Third part audit system 

- Active stakeholder communication based on dialogue 

- Corporation with NGO in highlighting issues and work with solutions. 
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Access to capital considerations 

Getting access to funds is a key objective for businesses that are on a path to expand. There 

can be several issues in relation to getting access that will be influenced by gender. As 

described is risk of fraud or other white-collar crime off cause present but other important 

points are how you by organizing the right way can minimize the risk of loss of invested 

funds. 

1. Description 

From a gender perspective the access to capital will depend on: 

1. That woman has access to positions were the benefit of a gendered approach will 

come through. 

2. The right level of education is equally available. 

3. Those investors are aware of the benefits that a gendered approach to organizing will 

safeguard capital better than a non-gendered approach would. 

Women in management 

Even though women have had in theory access to all organizations levels for many years but 

there is still a general a lack of women in management positions. The reasons for this 

discrepancy can be found in several contributing factors: 

• Old-mens network: 

Even though there is no official old-men’s network or glass ceiling that keeps women from 

management positions there is a large gap between what is theoretically possible and what 

happens in practice. It is a well established fact that managers will recruit other managers that 

look and acts like themselves. Even though there have been shift in recruitment practices 

there still remains significant barriers for women careers. The practical consequence is that 

women in reality do not have access to the upper levels of organizations.   

• Ambitions 

Women do not strive for an upper level position is one of the arguments that are most 

prominent when companies are asked why they do not have any women in management. For 

most corporation this will however only be half of the truth. Women will strive for 

management positions if the organizational culture is so that their competencies are accepted 
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and they are given a chance to show how they can contribute to the success of the 

organization. There is reason to suspect that women won’t reach for higher positions if they 

think and it can be seen that they actually are given the opportunity.  

Education 

Women’s strive for management positions include also the access to training such as MBA or 

other executive education, which will give them the needed competencies to be successful. 

There are opportunities for executive education in almost all major cities that employees can 

enroll in. Education is of cause not enough in itself but it does provide women with a bigger 

network and opportunities to hear about the life as an executive. This is no different from the 

benefits it does for male employees but for women it can contribute to demystifying what it 

means to be a leader and puncture the myths of executive management.   

Investor awareness 

Most investors in social responsible firms are not aware if the companies that they have as 

part of their portfolio actually are more responsible than others. The criteria that are used can 

be categorized as either inclusion e.g. the investor chooses their portfolio based on a choice of 

what is thought to be ethical investments or exclusion which is the most common used 

screening system. Exclusion means that you set a set of parameters f.eks. companies should 

not be involved in arms or alcohol and from that you get a positive list which will be the firms 

available for investments. This method also means that companies which are positive 

associated with work on gender do not get positively screened and if investors wanted to 

make a positive screening they would have a hard time finding out which firms to choose 

because the lack of transparency. 

2. Recommendations 

• Research has to be conducted in order to highlight the different opportunities that 

a gendered approach means to organizational development.    

• Educate institutional investors on the long-term benefits of a gendered approach 

to investments. 

• Lobby trade organization, banks and investment firms in order to get gender 

orientated investment highlighted as an opportunity. 
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3. Possible indicators 

• Investments positively associated with gender mix 

• Investigations into gender and economic performance 

• Intuitional investors interest in gender investments 

• Women in management and boards as per recommendations by CSR Gender 

Group 

• % Change in operating profit 

• % Change in return per share 

• Training programs for women leaders 

• Portfolio change including gender as a search criterion. 

 

4. Possible Strategies 

• Show positive correlation between gender and performance through 

transparency analysis. 

• Analyse different types of companies by branch, size and geographic outreach 

in order to identify areas were gender approach can be best utilized. 
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Cost Saving 

Most of the cost-saving activities that have been realised within CSR have been documented 

are related to the effective management of energy and other environment concerns. However, 

in parallel, a gender perspective which considers the differences between women and men, 

both as employees or company management or as consumers will increase efficiency related 

to the effective use of labour. There will be less staff turnover, a diversified staff the can 

contribute with different perspectives are able to come up with new ideas and adapt products 

according to the consumer’s different demands more easily.  

1. Description 

Saving cost has been one of the central themes in the argumentation for diversity for a long 

time.  

Women have been associated with higher turnover than men according to a study women 

have a 2.5 times higher chance than men of leaving the company (Robinson & Dechant, 

1993). The reason for this is contributed to systematic gender bias in relation to pay, career 

advancement, job opportunities, leave. The costs per year at that time was estimated by a 

company of 27,000 employees to be 15,3 million USD. 

Women and ethnic minorities are associated with higher absenteeism rates than white males. 

In many cases the absenteeism can be contributed to family responsibilities including child 

and elder care. As women most often are the ones in the family that have lower pay and less 

of a career they are often the once with the responsibility of bringing up kids and taking care 

of the extended family (Byravan, 2008). Studies also show that most women would prefer to 

work part-time or flexible hours. This can be used to accommodate the needs that women 

have for a work/life balance and still be able to having a career. This would have the effect of 

increased productivity and a reduction of absenteeism in general. 

From 1970 to 1990 the number of lawsuit for sexual harassment in the US more the 20 

doubled (Robinson & Dechant, 1993). While the costs associated with wrong-full 

employment termination is relative small in Scandinavia there is a growing trend that women 

and minorities will pursue a legal avenue for settling cases. In most of these cases there is a 

settlement agreement which compensate the employee.  

2. Recommendations on applying a gender perspective on Cost reduction 



112 
 

- Review policy for family friendly policies, measure outcomes and conduct the 

necessary adjustments. 

- Review code of conduct in relation to sexual misconduct practices. 

- Educate managers 

- Diversify the compensation committee 

- Whistleblower policy in relation to harassment 

  

3. Possible indicators 

- % sexual harassment cases 

- % women/men on the compensation committee 

- Monitor explicitly money spend on harassment case settlements 

- Procurement evaluation of suppliers including a gender perspective. 

 

4. Possible strategies 

- Implement a retention program that gives clear guidelines for maternity and other 

forms of leave. 

- Explicitly communicate that women have career opportunities even though they have 

children. 

- Communicate that it is perceived as an advantage if employees have children and are 

building a family. 

- Provide networking opportunities for younger women in relation to career and family 

planning. 

- Provide opportunities for in-house day care. 

- Train employees and leaders in how sexual harassment can be avoided and how 

different interpersonal signals can be interpreted. 
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