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1.0 Introduction: 

 

1.1 Problem orientation, motivation, relevance and justification for this 

Master Thesis topic: 

The purpose of this Master Thesis is to investigate the topic of sexual orientation of 

Microsoft employees at the intersection of gender and nationality. Sexuality is in the 

foreground of the problem area of this thesis and in my analysis – focusing on how 

homosexuals – namely gay and lesbians – are included in the workplace of 

Microsoft. I will in the last paragraph of my analysis analyze how the inclusionary 

and exclusionary everyday practices lead to job-satisfaction, organizational 

commitment and well-being in the workplace through the GLEAM-network. The 

potential problems and challenges of this piece of research are with the concept and 

practice of diversity management. Diversity in the surrounding society in the forms 

of approximately 10% homosexuals in society, the globalization effects of a pool of 

different nationalities and expatriates, the development of industrialization from the 

1960s and the women’s incorporation in the workforce, were all developments of 

society that should be mirrored in the company’s workforce constellation and 

diversity management efforts. This leads me to the necessity of developing diversity 

management tools in the human resource management department at my case, 

Microsoft, and the problem area of this Master Thesis, namely how diversity 

management can be both repressive and offer new accounts of multiple intersecting 

identities particularly at Microsoft with the help from my new theoretical framework 

presented in the upcoming literature review of Joanne Martin’s fragmentation 

perspective, the position of queer theory and the operationalization of 

intersectionality. Thus, my focus of this research goes from diversity at a broader 

level to a more specific focus on homosexuals at Microsoft - and the sexuality in the 

foreground of the analysis of other identities - such as the gender and nationality 

concerns.  

Initially, when beginning to think about writing about a subject, I thought that 

writing about a topic that had not been investigated to the full extent would be a great 

idea.  
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I find that this topic on sexuality, gender and nationality is increasingly important 

and not well-investigated - at least many studies has been done from a business case 

point of view on homosexuals inclusion in the workplace (Colgan, Wright, Creegan, 

& Mckearney, 2009 & Gedro, 2007 & Huffmann and Rodriguez, 2008 & Day and 

Greene, 2008), and increasingly a lot of feminist studies has been done (Gatrell & 

Swan, 2008, Simone de Beauvoir, 1949 and Butler’s: Gender Trouble, 1990), and 

nationality has often been studied from a political science and sociology perspective. 

However, I intend to study these categories in light of intersectionality and how 

gender, sexuality and nationality might be intertwined and produce new unseen 

connections in the debate of sexuality in the workplace and how this might generate 

important new knowledge.  

Moreover, how was I to find a case, namely a firm, that were willing to cooperate 

with me on this topic, because I felt and presumed that it was a rather sensitive field 

of study in light of the current composition of society where it is assumed that only 1 

out of 10 of the entire population are reported to be gay and are therefore a minority 

group and can be viewed as opposed to the majority culture in an organization
1
. 

In spite of my fears, and when searching the internet, it became clear to me that 

several firms were celebrated for their diversity efforts with respect to sexual 

orientation in the workplace. One of these companies was Microsoft Denmark, which 

is why Microsoft became my research focus as a case study. Microsoft had amongst 

others won some awards for their diversity efforts
2
 and I thought that if Microsoft, 

which was celebrated for their diversity agenda, had any problems in the inclusion of 

LGBT-people in their workplace – many other companies would have the same 

problem. Therefore, I think that my research is relatively un-investigated both 

internally in the organization as well as externally and that is the research gap that I 

am writing about.  

I will now turn to the research questions and the objectives of this study.  

 

                                                           
1
http://wiki.answers.com/Q/How_many_people_are_gay_in_any_given_country_or_area & 

http://www.gallup.com/poll/6961/what-percentage-population-gay.aspx, retrieved the 3. of October, 2012. 

 
2 www.microsoft.com, retrieved the 3rd Of October, 2012 

http://wiki.answers.com/Q/How_many_people_are_gay_in_any_given_country_or_area
http://www.gallup.com/poll/6961/what-percentage-population-gay.aspx
http://www.microsoft.com/
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1.2 Research Questions, Objectives of the study and hypotheses: 

The research problem got slightly altered as I went along with the Master Thesis. 

After critically reviewing other theories in the literature review, I ended up with the 

fragmentation perspective from Joanne Martin, the Queer position and 

intersectionality and, therefore, the dominant research question for this Master thesis 

is as follows:    

How are social identities of Microsoft employees negotiated at the intersection of 

sexuality, gender and nationality? 

I found that the fragmentation perspective would be useful in shedding light on the 

social identities of Microsoft employees. Furthermore, I found that it was pertinent to 

investigate how these social identities through the lenses of intersectionality, namely 

socially and culturally constructed categories interact at multilayered levels to shape 

social interaction and the social and material consequences of this (Zander; Zander, 

Gaffney,  & Olsson, 2010). The social and material consequences are the 

inclusionary or exclusionary social practices in the in regard to LGBT-people at 

Microsoft, the recognition and discriminatory practices in everyday life at the 

organization analyzed through the GLEAM-network. I will briefly touch upon the 

LGBT-employees job-satisfaction, organizational commitment and well-being with 

respect to the power-struggles that might appear in such a work-related setting as 

Microsoft is through the GLEAM – network (Gay and Lesbian employees at 

Microsoft). I have integrated a section of analysis about job-satisfaction, 

organizational commitment and well-being in the workplace in the GLEAM-network 

section and left out a part of analysis, because of reduction in scope of this project. 

Thus, this is my sub-ordinate research question for this Master Thesis and I will try 

to answer it along with the steering research question as I go along.  

This Master Thesis, then, takes on the investigation of an international and 

intercultural issue through the lense of intersectionality, namely how different 

national identities, among these, expatriates both heterosexual as well as homosexual 

in the headquarters of Microsoft Denmark in Hellerup and the Microsoft 

Development Center Copenhagen in Vedbæk (MDCC), view their social identity as 

employees in Microsoft Denmark in relation to sexuality and gender and, 

furthermore, how they feel included or excluded when it comes to their work 
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situation, social interaction with other Microsoft employees and managers, outness in 

terms of sexuality in the workplace and acceptance and recognition in the workplace. 

I also have some presumptions about which research findings will appear when 

investigating this topic, which will come forward in the subsequent hypotheses.  

 

Hypotheses: 

The background for the first of my hypotheses is that Microsoft has a clearly stated 

policy about diversity both at the internet homepage and in the interview with the 

HR-Manager from Microsoft Denmark and in its citizenship report found on their 

homepage
3
. Hence, it will be interesting to know whether the implemented diversity 

policy is in accordance with the stated diversity policy – therefore the subsequent 

hypothesis. 

1. Within the Microsoft Corporation there is a difference between the stated 

Diversity policy and the practice implemented throughout the organization. 

The second hypothesis builds on the assumption that because heterosexuals both 

Danish heterosexuals and heterosexuals with another national background than 

Danish are the majority culture in the Microsoft organization and they have certain 

informal social norms
4
– they will be more reluctant to accept and recognize 

homosexuals in the work organization, and female heterosexuals will be more 

willing to accept homosexuals than their male colleagues. 

2. The heterosexuals within the Microsoft Organization, both heterosexual 

expatriates and heterosexual Danish employees, will be more reluctant to accept 

and include homosexuals in the work organization, where female heterosexuals 

will be more positively engaged than male heterosexuals in accepting and 

recognizing homosexuals in the work organization. 

Men heterosexuals often feel less threatened than women when a woman is 

homosexual and the other way around that women heterosexuals feels less threatened 

                                                           
3 www.microsoft.com, retrieved the 4th of October, 2012 
4
 http://wiki.answers.com/Q/How_many_people_are_gay_in_any_given_country_or_area & 

http://www.gallup.com/poll/6961/what-percentage-population-gay.aspx, retrieved the 3rd of October, 2012 

http://www.microsoft.com/
http://wiki.answers.com/Q/How_many_people_are_gay_in_any_given_country_or_area
http://www.gallup.com/poll/6961/what-percentage-population-gay.aspx
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than men when a man is homosexual
5
. Therefore, the final hypothesis states that 

lesbians are more easily accepted and recognized as a group of people than say gay 

men with another national background than Danish in Microsoft because Microsoft is 

highly male dominated, with 76.3% of men and 23.7% of women in the organization 

of employees
6
 and the male heterosexuals in the organization will according to this 

hypothesis tend to accept lesbian more than gay men. Additionally, the strict 

immigration laws and heated debate about immigrants in Denmark make it more 

difficult for females and males who are homosexuals to be included in the Microsoft 

organization when they have another national background than Danish
7
. Therefore 

the following hypothesis has been formed: 

 

3. The intersection of women who are lesbians with another national background 

than Danish will be more accepted and included and recognized as an employee 

group than men, who are gay and have another national background than 

Danish and that homosexuals as a broad category including both females and 

males are more exposed to exclusion when they have another national 

background than Danish.  

 

 

 

 

 

 

                                                           
5

http://books.google.dk/books?id=7TkPDQOdFz8C&pg=PA374&lpg=PA374&dq=Heterosexual+men+are+less+threatened+b

y+homosexual+women&source=bl&ots=l_Gh6Sh408&sig=ZCYSaoJ0wyCdQiuQdr6iPii4218&hl=da&sa=X&ei=u1JtUOXnL

orWsgaV2IHgDw&redir_esc=y#v=onepage&q=Heterosexual%20men%20are%20less%20threatened%20by%20homosexual%

20women&f=false, retrieved the 4th of October, 2012. 
6 http://www.microsoft.com/en-us/news/inside_ms.aspx#EmploymentInfo, retrieved the 4th of October, 2012 
7 http://blog.abhinav.com/2011/05/strict-immigration-laws-of-denmark/, retrieved the 4th of October, 2012 

http://books.google.dk/books?id=7TkPDQOdFz8C&pg=PA374&lpg=PA374&dq=Heterosexual+men+are+less+threatened+by+homosexual+women&source=bl&ots=l_Gh6Sh408&sig=ZCYSaoJ0wyCdQiuQdr6iPii4218&hl=da&sa=X&ei=u1JtUOXnLorWsgaV2IHgDw&redir_esc=y#v=onepage&q=Heterosexual%20men%20are%20less%20threatened%20by%20homosexual%20women&f=false
http://books.google.dk/books?id=7TkPDQOdFz8C&pg=PA374&lpg=PA374&dq=Heterosexual+men+are+less+threatened+by+homosexual+women&source=bl&ots=l_Gh6Sh408&sig=ZCYSaoJ0wyCdQiuQdr6iPii4218&hl=da&sa=X&ei=u1JtUOXnLorWsgaV2IHgDw&redir_esc=y#v=onepage&q=Heterosexual%20men%20are%20less%20threatened%20by%20homosexual%20women&f=false
http://books.google.dk/books?id=7TkPDQOdFz8C&pg=PA374&lpg=PA374&dq=Heterosexual+men+are+less+threatened+by+homosexual+women&source=bl&ots=l_Gh6Sh408&sig=ZCYSaoJ0wyCdQiuQdr6iPii4218&hl=da&sa=X&ei=u1JtUOXnLorWsgaV2IHgDw&redir_esc=y#v=onepage&q=Heterosexual%20men%20are%20less%20threatened%20by%20homosexual%20women&f=false
http://books.google.dk/books?id=7TkPDQOdFz8C&pg=PA374&lpg=PA374&dq=Heterosexual+men+are+less+threatened+by+homosexual+women&source=bl&ots=l_Gh6Sh408&sig=ZCYSaoJ0wyCdQiuQdr6iPii4218&hl=da&sa=X&ei=u1JtUOXnLorWsgaV2IHgDw&redir_esc=y#v=onepage&q=Heterosexual%20men%20are%20less%20threatened%20by%20homosexual%20women&f=false
http://www.microsoft.com/en-us/news/inside_ms.aspx#EmploymentInfo
http://blog.abhinav.com/2011/05/strict-immigration-laws-of-denmark/
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2.0 Literature Review: Findings: 

 

2.1. A brief introduction to the LGBT-issue in respect to this projects main 

theme: 

In the following literature review you will encounter concepts from the LGBT-area 

(Lesbian, Gay, Bisexual and Transgender) and queer theory that involves how sexual 

orientation is interpreted from an integration, differentiation and fragmentation 

viewpoint.  

The following table will briefly introduce the concepts of the integration, 

differentiation and fragmentation viewpoints: 

 

Table 2-1: The integration, differentiation and fragmentation 

perspectives: 

Perspective Integration Differentiation Fragmentation 

Orientation to 

consensus 

Organization-wide 

consensus 

Sub-cultural consensus Multiplicity of views                 

(No consensus) 

Relation among 

manifestations 

Consistency Inconsistency Complexity (not 

clearly consistent or 

inconsistent) 

Orientation to 

ambiguity 

Exclude it Channel it outside sub-

cultures 

Focus on it 

Metaphors Clearing in jungle, 

monolith, hologram  

Islands of clarity in sea 

of ambiguity 

Web, jungle 

Source: (Martin, 1992: p. 13) 

Thus, this literature review will investigate the findings of different sources and 

authors on the LGBT-issue and the inclusion of LGBT people in the workplace 

setting through different lenses of various essentialist, critical and post-structuralist 

approaches to diversity management and the formation of identities at the crossroad 

of sexuality, nationality and gender. As well an introduction to diversity management 

will be placed under the business case for diversity because of diversity 

managements often essentialist characteristics and an attempt to outline a more post-

structuralist definition of diversity management will be presented.   
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2.2 The Integration perspective: 

The integration perspective is characterized by harmony and homogeneity – it 

describes a stance where there are no disagreements amongst the cultural members 

about what the culture are defined as. There are with other words total unity in the 

definition of culture among its cultural members. Therefore, there is no ambiguity as 

in the fragmentation perspective. The leaders are seen as culture drivers where high-

ranking managers create the culture and follow it through in the organization. This 

kind of culture, consequently, implies that people have high loyalty toward the 

organization and strong commitment towards the goals and the mission statements of 

the organization, which will increase productivity and perhaps even produce greater 

profitability (Martin, 1992). However, there is the problem that this organization-

wide consensus is another word for conformity - a corporate form of fascism or cult 

religion – this is the critique (Martin, 1992). 

The problem with this position is, amongst others, that when people deviate from the 

hegemonic culture in the organization they are excluded from position of power 

within the organization, which strengthen the hegemony of the organization. Instead, 

deviants must leave the organization or be isolated from it or follow the flow of the 

organization and be re-integrated into the culture and be included again, which again 

will strengthen the unity (Martin, 1992).  

Moreover, it is not all integration studies that assert a connection between a strong 

corporate culture and profitability, but some do focus on strong organizational 

commitment from employees and the link to profitability coming from a strong 

corporate culture.   

The problem with this integrationist stance is that it is founded on an objectivist 

position – and it stays within positive functionalist studies, instead of opposing the 

dominant discourses. The methodological problems with this stance, from a critical 

perspective, are that:  

“The integrationist perspective reifies a view of culture as homogeneity and harmony 

usually asserting the view as the objective truth” (Martin, 1992: p. 68) 

Furthermore, this implies that authority of the leaders and managers get imposed on 

the employees leaving no room for decision-making power or room for 
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disagreement, therefore, integration studies fails to accept and acknowledge the 

interest from those that deviate from this consensus and the dominant viewpoint – 

that is from a critical point of view. Those who wish to disagree from the strong 

corporate culture within the integration perspective are silenced. 

Instead of critically reviewing the differentiation perspective now (later on), this 

literature review will return to the diversity management discourse and the business 

case for diversity firmly treating the aspects and problems at hand of the LGBT-issue 

thereby sticking to the essentialist paradigm within the integration perspective of 

Joanne Martin. 

 

2.3 Diversity Management:  

In relation to my topic in my project and a recent update on legislation within the 

European Union and according to the Employment Equality Directive from the year 

2000, all European Union Member States should introduce legislative measures that 

prohibit discrimination on the grounds of sexual orientation, religion and belief, 

disability and age (Employment Framework Directive 2000/78/EC of 27 November 

2000). This is not just a definition on diversity management, but a legislation that 

should be implemented in all European Member States and I will use this 

Employment Equality Directive to shed light on the recent research of diversity 

policies. All of these are legislative measures to be taken into account when speaking 

of the development in demography and the condition of globalization. However, 

many workplaces in the U.S. and in Europe do not just implement these measures to 

do the right thing or be in accordance with the law, but rather because diversity 

management measures in the workplace is an art of self-interest for the company, 

which is in line with the essentialist definition of diversity management that strongly 

emphasizes the business case for diversity (Dessler, 2012 & DeCenzo, 1999) 

Therefore, the definition of the traditional mainstream diversity issue is:  

“Definition of diversity: “Diversity may be defined as the presence of differences 

among members of a social unit. Diversity is an increasingly important factor in 

organizational life as organizations worldwide become more diverse in terms of the 

gender, race, ethnicity, age, national origin and other personal characteristics of 

their members”(D’Netto and Sohal, 1999: p. 530) 
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Indeed the need a workforce with people from different national and cultural 

background was a prerequisite for being able to market to a diverse society of 

customers and consumers especially in the case of the LGBT-issue. 

The problem with essentialist diversity management is according to Joan Acker that:  

“All organizations have inequality regimes, defined as loosely interrelated practices, 

processes, actions, and meanings that result in and maintain class, gender, 

racial…(and sexual) inequalities within particular organizations” (Gatrell and 

Swan, 2008, p. 1)   

Therefore, I am looking for an alternative definition of diversity management: 

 “Diversity is the differences among people that are likely to affect their acceptance, 

work performance, satisfaction, or progress in an organization”
8
.  

This definition entails the differences of people, namely LGBT-people and 

underscores that their acceptance, work performance, satisfaction and progress in the 

organization is dependent on the observable and invisible attributes of this group.     

Therefore, diversity management needs to take into account the differences of a 

diverse workforce in regard to sexual orientation, ethnicity, national origin, gender, 

age, handicaps, class and personal attributes.  

 

2.4. The business case for a diverse workforce – support for the LGBT-

community’s inclusion in the workplace:  

According to the EU employment directive of 2000 mentioned in this literature 

review it is prohibited to discriminate in the workplace setting on the grounds of 

sexual orientation. However, some of the positions, I will present you for, adds yet 

another dimension than the legislative dimension for inclusiveness of LGBT-

employees in the workplace. The business case for an inclusive work environment 

states that through incorporating LGBT-employees in the workforce in the 

organization through different supportive measures (I will come to that point) 

                                                           
8 Notes from Diversity Management Course, fall 2011 
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actually increases the productivity of the organization’s and its financial turnover 

through a well-motivated, loyal and productive LGBT-workforce, according to the 

position of the Colgan and  Gedro. (Colgan, Wright, Creegan & Mckearney, 2009 & 

Gedro, 2007). However, the Huffmann and King position on supporting a diverse 

workforce also agrees on the business case, but formulates it a bit differently by 

stating that minority stress result from exclusion in the workplace and the dis-

concordance between their sexual identity and the different expectations at work. 

According to Huffmann and King, support for LGBT-employees can remove job-

related stress, which again can lead to job-performance, organizational commitment 

and job-satisfaction (Huffmann & King, 2008). The findings from Day and Greene 

reveal that they also argue for the business case of inclusiveness, because in order to 

be competitive in the labor market and maximize its customers base, LGBT-

employees must be embraced within the organization (Day and Greene, 2008) 

Therefore, the business case is the best way to promote equality in organizations, 

according to Colgan. The findings from Robinson and Dechant shows that, today, 

operating a business relies on the global outlook that firms have in emerging markets 

making the search for talent, often from different national and ethnic background, 

different gender identity and sexual orientation vital in producing creative, 

innovative and problem-solving attributes for the firm. Thus, diversity management 

is a vital aspect in making sure that the business survives in an easy changeable 

business environment. The findings of Robinson and Dechant imply that there are 

five reasons why Human Resource executives engage in diversity management, 

among these, are better use of talents, increased marketplace understanding in terms 

of cultural abilities and global outlook due to the fact that the global as well as the 

local market of consumers are becoming increasingly diverse, increased creativity 

and increased problem-solving (Robinson and Dechant, 1997).        

Some of the researched recommendations for diversity work within organizations, 

which has the aim of promoting equality for LGBT-people in the workplace are: 

 

 Top management support is critical 

 Anti-discrimination policies 

 Recruitment practices should be inclusive of LGBT recruits and free of bias 
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 The organization’s culture should be inclusive and supportive of all employees including 

LGBT –employees 

 Communicate frequently and clearly about the diversity program 

 Encourage LGBT resource groups 

 Implement benefit parity 

 Market to LGBT communities 

 Stay-up to date with legislative changes 

 Be careful not to encourage a backlash  

 

(Day and Greene, 2008: pp.646-650) 

The findings of this research, furthermore, indicated that a LGBT-supportive 

workplace both had formal as well as informal human resource practices such as for 

example same-sex partner benefits, non-discrimination policies and environments 

where condenscending remarks about homosexuals would be banned and showed 

zero tolerance.  

In respect to discrimination and harassment in the workplace setting all the above 

mentioned research have a standpoint. Huffmann and King define it as heterosexism 

that involves stereotyping, prejudices and discrimination, which is negatively 

correlated to productivity for LGBT-employees and the firm (Huffmann & King, 

2008). Therefore, it is difficult to come out of the closet and being open about ones 

sexuality – the Colgan research states – especially in manual labor and male 

dominated environments in the public services.  

However, it is often difficult to present a business case for diversity to the top-

managers in comparison to other business issues of the company because the effect 

on the financial bottom line of the diversity initiatives are often hard to document 

and back up in terms of data. The effects of diversity initiatives are at best intangible, 

which leads me to the “better case” of diversity (Robinson and Dechant, 1997). 

Consequently, the falsifying of the essentialist approach to workforce diversity and a 

stronger focus on critical perspectives and power dynamics brings me to the next 

field of research that will be investigated in respect to my leading research question. 

The differentiation perspective: 
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“sees culture from the point of view of differences among employees – differences of 

opinion and sees conflicts among interest groups as an essential element of the 

organization’s culture” (Martin, 1992: p. 68). 

The differentiation perspective opposes dominant power structures.                            

 

2.5. The differentiation perspective 

As already pointed out – the differentiation perspective opposes dominant power 

structures and is as such part of the critical perspective literature. This position 

claims that different interest groups have different standpoints in the organization 

and that conflicts might arise from these differences. Often these differences come 

out of different sub-cultures within the organization which co-exist often in conflict 

with each other, but also sometimes in harmony. Therefore content themes, formal 

and informal practices etc. are often filled with inconsistencies contrary to the 

integration perspective (Martin, 1992). Organization-wide consensus as seen in the 

integration perspective rarely occurs and because of its reference to different 

workings of groups with different opinions that amounts to different power structures 

in the organization – the organization-wide consensus is often contested. Consensus 

in the organization, from the position of differentiation, is only seen within the 

boundaries of sub-cultures in the organization where clarity and consistency is 

unveiled. Ambiguity, as I will return to in the critical review of the fragmentation 

perspective, is not talked about in this differentiation perspective – or at least it is 

regarded as part of periphery of the sub-cultures. Sub-cultures are seen as either 

empowered or subordinated always embedded in the workings of power relations 

(Martin, 1992).  

The link between an organization’s culture and profitability in the essentialist 

accounts of culture – does not have resonance in the differentiation perspective. High 

financial performance does not occur, because of the inconsistencies between sub-

groups and the lack of organization-wide consensus. This high financial performance 

does not occur at the cost of some disadvantaged group in the organization. 

However, some differentiation studies argue that the conflict in the organization can 

give some alternative definitions to what effectiveness might be categorized as.  
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The differentiation position takes an objectivist stance in accordance with the 

integration perspective, which is also part of the critique of this position – it asserts 

that its position and description of the cultural setup will produce accurate results of 

the reality of the organization at hand. Another critique of this position is that it often 

in its sampling procedures selects employees from sub-ordinate positions in the 

organization in order to show viewpoints that differ from the top-management’s 

viewpoints.  

Both the integration and differentiation perspectives fail to account for ambiguity in 

organizations (Martin, 1992) and diversity management is seen as reproduction of 

power structures that leaves no room for individual circumventing these power 

structures and creates no solution for any emancipating practices that can free the 

individual from certain gender or sexual categories and identities. This is in contrast 

to the fragmentation perspective that comes up with a solution on how individuals 

can change these power structures and change the categories and identities of gender 

and sexuality, as mentioned below.    

  

2.6 Fragmentation Perspective and what it offers as a theoretical 

framework: 

Ambiguity is the most essential to the fragmentation perspective, it rejects the clarity 

and homogeneity of the integration approach and the sub-cultural consensus of the 

differentiation perspective. It rejects the consensus of clarity as well as the consensus 

of un-clarity and instead embraces that there can be consistencies and inconsistencies 

and multivalent interpretations of texts about culture and interview transcripts etc. 

This perspective is characterized by ambiguity and multiplicity of interpretations that 

do not generate a stable consensus. Additionally, few studies have been conducted 

within this perspective. This ambiguity might be mediated through ethical, social, 

religious, sexual, nationality and age differences that are not easily understood and 

furthermore how they are intertwined. Moreover, the ambiguities of the 

interpretations of lower and higher status employees are at play. Silences in interview 

transcripts can also be an ambiguity – what is not said – what is not articulated 

during the interview. Therefore, the multivalent interpretations occur.  
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In the fragmentation perspective the term “differance” is used instead of difference 

from the differentiation perspective, which is a term that originates from Derrida. It 

signifies: 

“The argument is that “b” signifies only through a process that effectively defers its 

meaning on to other differiential elements in language. In a sense it is the other 

phonemes that enable us to determine that meaning of “b”” (Martin, 1992, p. 138).  

This means that cultural facts or manifestations such as for example rituals cannot be 

understood out of the context. It must always be understood context-wise in relation 

to the position or history of individuals and the way they perceive and interpret the 

event. Therefore, sub-cultures are rather:  

“Fleeting, issue-specific colations that may or may not have a similar configuration 

in the future” (Martin, 1992, p. 138). 

Therefore, in the fragmentation position “differance” means complexity, multivalent 

interpretations and fluctuating meanings. “Differance” is understood in terms of 

deferral – of what is not absent – the presence is understood in what is silenced. 

 A comment on the perspective of effectiveness and performance leads us to the fact 

that ambiguity by creativity can lead to unanticipated benefits. However, ambiguity 

can also lead:  

“…..To unnecessary expenditures, wastage of scarce resources, or operational 

redundancy…” (Martin, 1992, p. 159)     

This means that ambiguity can have a negative outcome on performance measures. 

Therefore, the fragmentation perspective also deviates from a link between 

ambiguity and performance – it is difficult to assess whether ambiguity is positively 

or negatively correlated to effectiveness issues.  

The methodological critique is that the fragmentation perspective is founded on a 

tautology problem. We will seek for evidence of multiplicity and ambiguity where 

we are most secure on finding this. Most studies are qualitative in nature - and a 

problem arises when trying to use sampling procedures of the individual onto the 

organizational level of analysis. Quantitative methods are rarely used because the 

“differance” perspective is difficult to capture, again because it is often viewed as 
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subjectivist, and context-specific knowledge from interview transcripts. The more 

substantive critique goes on that the differentiation perspective and its focus on 

disadvantaged groups, are problematic in regard to the fragmentation perspective. 

The fragmentation perspective does not on equal footing acknowledge the human 

suffering of these sub-ordinated groups and does not make an effort to try to relief 

these sub-ordinated from the pain they experience. Another substantive critique is 

that the fragmentation position focuses on relativism – there are no standards. The 

differentiation and fragmentation perspectives, furthermore, rely on conflict and 

ambiguity to silence the powerless and those that are somewhat demographically 

different, whereas the integration perspective reifies existing power relations in 

organizations by assuming that the opinions of the powerful are an organization-wide 

consensus and are shared by the sub-ordinated.  

This theory will be used as the conceptual framework for my analysis, because of its 

advantages as a theory as above-mentioned critique of the essentialist and critical 

perspective shows – thus, foregrounding the fragmentation perspective.              

 

2.7 Queer theory and what it offers as a theoretical framework: 

Deconstructing the essentialist heteronormative matrix: 

The three texts by Bendl, Fleischmann & Walenta, Nørholm Just and finally Parker 

all make up a position that heavily draw upon the work of Sedgwick and Butler and 

have theoretical frameworks that originate from Foucault. All three positions, 

however, claim that they are characterized by post-structuralism, but not reduced to 

social constructivism or to sex, gender and sexuality in their attempt to outline the 

Queer position. Queer Theory is both a theoretical perspective as well as a political 

stance and blurs the boundaries between theory and practice. Queering means:  

“shifting and fragmented complexity of meanings (rather than a notion of centralized 

order) and destabilizes perceptions of a static structure, a post-structuralist 

perspective is appropriate for highlighting, destabilizing and de-centering fixed 

notions of identity in the diversity management discourse” (Bendl & Fleischmann & 

Walenta, 2008: p. 383). 
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This theoretical perspective resembles Joanne Martin’s third perspective in studying 

organizational culture (Martin, 1990). 

In all three positions - they set out to deconstruct the norm, or the normal in a context 

of society or organization, thereby meaning that the essentialist, heteronormative and 

conservative notions of sexual identities in fixed terms are refused as it appear in the 

traditional Diversity Management literature. Traditional Diversity Management 

literature present the hegemonic, white, male and heterosexual managers and contrast 

this identity to other identities – therefore the traditional Diversity Management 

literature reproduces binaries such as male/female, heterosexual/homosexual, 

white/black in the traditional diversity management discourse. The diversity 

management discourse simply reproduces the heteronormative matrix understanding 

of identity in organizations (Bendl, Fleischmann and Walenta, 2008). Thus, it is the 

aim of queer theory to deconstruct the functions of these binary categories and reject 

the form of categorization that comes out of dominant power structures. To position 

myself, I think that Bendl, Fleischmann & Walenta is most clear on what is meant by 

performativity – a notion originating from Butler, even though all three texts apply 

performativity. Butler states on performativity that:  

“There is no gender identity behind the expressions of gender; that identity is 

performatively constituted by the very expressions that are said to be its results” 

(Bendl, Fleischmann & Walenta, 2008: pp. 385-86). 

Therefore, Butler actually means that there is no substance or essence behind the 

expressions of sexual identity – the expressions just constitute a form of masquerade 

or a parody and gender is constructed. Thus, it is the practices of repetition that 

constitute identity – throughout all three positions. 

Judith Butler draws on the understanding of the normative prescriptions of dominant 

power structures in regard to gender and sexuality. Therefore, performativity can be 

understood in the terms of:  
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"Gender is the repeated stylization of the body, a set of repeated acts within a highly 

rigid regulatory frame that congeal over time to produce the appearance of 

substance, of a natural sort of being.
9
 

According to Butler, gender is discursively constituted through the regulatory 

practices that generate gender identities and sexuality identities and so forth in a 

network of coherent gender norms. Gender constitution is acquired through the 

binary oppositions between the masculine and feminine and the performative acts of 

heterosexuality is produced on the background of normative relationships between 

sex, gender and sexual desire that is reiterated. However, in accordance with 

Foucault, there is no acting without these regulatory practices, resistance is only 

possible within the same discursive practices that the power operates and it is here 

that the true resistance occurs. Thus, it is in the repetition of gender norms and 

cultural practices that the behavior deviates and creates new possibilities for new sex 

identities and gender identities
10

  

However, it is not clear to me how change come about in these repetitive practices 

that constitute and reproduce existing practices. I find that the text by Parker is much 

more helpful in explaining how change and agency happens within queer theory than 

Bendl, Fleischmann & Walenta and Butler. In order to change practice and generate 

agency, the manager or the academic should:  

“…locate strategies of subversive repetition enabled by those constructions to affirm 

the local possibilities of intervention through participating in precisely those 

practices of repetition that constitute identity and therefore present the immanent 

possibility of contesting them” (Parker, 2002: p. 152). Additionally, to carry on: 

“…The destabilization of collective identity is itself a goal and an accomplishment of 

collective action” (Parker, 2002: p. 163) 

                                                           
9
(http://science.jrank.org/pages/10944/Queer-Theory-Judith-Butler.html#ixzz28D5LLt4J & Butler, 1993). 

10(http://science.jrank.org/pages/10944/Queer-Theory-Judith Butler.html#ixzz28D5LLt4J & Butler, 1993). 

 

http://science.jrank.org/pages/10944/Queer-Theory-Judith-Butler.html#ixzz28D5LLt4J
http://science.jrank.org/pages/10944/Queer-Theory-Judith-Butler.html#ixzz28D5LLt4J
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Queer theory is, therefore, an art of practice, where Managers and academics must 

try to deconstruct and reconstruct performativities and that way it is, indeed, an art of 

politics.  

Conclusively, Queer theory in all three positions critically questions the traditional 

diversity management discourse and makes it its virtue to question the taken-for-

granted assumptions about the organization of identity. Managers should according 

to these three positions ask who they are in setting the organizational direction and 

policies. Therefore, we also need a critical analysis of possible un-intended 

consequences of organizations’ and politicians’ diversity policies.  

The advantages of seeing the de-centering of fixed notions of identity makes this 

approach together with the below mentioned intersectionality approach ideal in 

analyzing how the social identities of Microsoft employees are negotiated at the 

intersection of sexuality, nationality and gender.    

 

2.8 Intersectionality and the operationalization of the theoretical 

framework: 

I will preferably use his intersectionality approach as a operationalization of the post-

structuralist framework embracing the fragmentation perspective and Queer theory, 

but first I will elaborate a little bit more about the intersectionality approach. 

Intersectionality was introduced as a concept by Kimberlé Crenshaw in 1989 and 

was developed because feminist theory’s problem with dealing with black women’s 

oppression in society (Phoenix & Pattynama, 2006). Feminist theory needed a 

theoretical framework that could embrace the complex ontology of several categories 

– not just womanhood but also include the category of race or even class. However, 

if we are to look at some definitions of intersectionality from the findings of different 

authors it becomes clear that these categories of difference are not only mutually 

constitutive, but also interrelated in various ways and at different levels. For example 

Shields defines intersectionality very accurately:  

“Intersectionality varies by research context, but a consistent thread across 

definitions is that social identities which serve as organizing features of social 

relations, mutually constitute, reinforce and naturalize each other. By mutually 
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constitute I mean that one category of identity such as gender takes its meaning as a 

category in relation to another category. By reinforce I mean that the formation and 

maintenance of identity categories is a dynamic process in which the individual is 

actively engaged. We are not passive recipients of an identity position, but practice 

each aspect of identity as informed by other categories we claim. By naturalize I 

mean that identities in one category come to be seen as self-evident or basic through 

the lens of another category. These meanings are, additionally, historical 

contingent” (Shields, 2008: pp. 301-302)  

The findings of Yuval-Davis implies that these categories or what Yuval calls social 

divisions cannot be limited to a certain number of social divisions – they count as 

many categories as the investigator likes in order to answer the research question or 

as long as the researcher can handle the research design – of course depending on 

whether it is a quantitative or qualitative research design. The most salient categories 

and the categories that has been most investigated are, however, gender, race, 

ethnicity, nationality, class and sexuality – again intersecting in a myriad of ways and 

at different levels (Yuval-Davis, 2006).  

The findings of Prins (2006) divide intersectionality in a systemic and a 

constructionist approach, where Prins argues that a constructionist approach is 

needed to address intersectional identity formation. According to Prins, the systemic 

approach originates from the U.S. and the constructionist approach originates from 

the U.K. The U.S approach sees systems and structure as a limiting aspect on the 

formation of identities, whereas the British approach focus on the relational and 

dynamic view of power that actually functions as an opportunity for agency and of 

being a co-author on one’s own life-narrative. In fact, it is the most important finding 

of Prins that the enabling resource of narratives comes in the foreground through 

identity formation and performativity in line with Judith Butler’s perspective, already 

mentioned in this literature review. Therefore, within the systemic approach to 

intersectionality the naming of categories leaves no space for agency and narrative 

enactment, but instead emphasizes the ideology of domination and suppression. 

However, both the systemic and the constructionist approach to intersectionality 

argues for an anti-essentialist perspective on identity, but the systemic approach are 

far more static in its view on categories and subjects of dominance. The social 

categorizations become passive burdens on the individual without any possibility of 
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breaking out of these nets of meaning. The anti-essentialism of the U.S and British 

perspectives, thus, maintains a middle road between dismantling the social categories 

altogether as post-structuralism and deconstructivism do or holding on to the 

identities either through performativity (as in queer theory and Butler) or by static 

categorizations.  Intersectionality, according to Prins, can be moved beyond additive 

claims such as the triple subordination of being a black lesbian woman and instead 

see the interrelatedness of these categories and the narrative enactment that rebels 

against this triple subordination (Prins, 2006).    

It is important to mention that all of the above findings on intersectionality mention 

the methodological challenges of this approach. Just to mention a few 

methodological problems; Whether intersectionality is a “good theory” or in need of 

a more consistent theoretical framework and in need of elaborating a list of possible 

methods and research designs to be applied in the intersectionality approach? 

However, Davis mentions that this flaw in the intersectionality approach is what 

makes it so useful. It can be used as a heuristic device in the investigation of the 

intersection of multiple identities. As well how many categories can be investigated 

at the same time and will some of the categories be under investigated as a 

consequence, are some of the questions that these articles pose (Davis, 2008)?  
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3.0 Epistemology and Methodology: 

 

3.1 The Epistemological Approach of Post-Structuralism: 

As explained and critically reviewed in the literature review, post-structuralism is to 

be considered in relation to and in contrast to structuralism, where structuralism is a 

system of thinking that contends that culture should be understood as a linguistic 

system of binary opposition between the signifier and the signified and that it is 

possible to perceive, describe and explain a reality underneath language and 

linguistic systems
11

: 

“Thereby that some material, human of social-economic sub-stratum could be 

understood as reality beneath the ideas”
12

. 

Furthermore, post-structuralism can be described as a subset of a broader category of 

Post-Modernism and Post-Modernism is the critique of the modern belief that theory 

corresponds to reality – taking instead a relativist stance that theories can only 

partially describe reality and that all representations of the world are historically and 

linguistically contingent. Instead, in line with the fragmentation perspective 

presented in the literature review, post-structuralism favor multiplicity, 

fragmentation and indeterminacy and the self can be perceived as de-centered and 

fragmented by conflicting identities of gender, race, age, sexual orientation etc. in 

accordance with the intersectionality approach in the literature review (Best & 

Kellner, 1991). 

 In the structuralist perspective, language constitutes meaning through binary 

opposition and this epistemological position focuses on an objectivist stance with 

coherence and a truth ideal, whereas post-structuralism, instead, focuses on 

subjectivity and rejects a system of binary oppositions that creates meaning, but sees 

                                                           
11 http://webs.wofford.edu/whisnantcj/his389/differences_struct_poststruct.pd, retrieved May 2012 

12 http://webs.wofford.edu/whisnantcj/his389/differences_struct_poststruct.pdf, retrieved May 2012: p. 1 

 

http://webs.wofford.edu/whisnantcj/his389/differences_struct_poststruct.pd
http://webs.wofford.edu/whisnantcj/his389/differences_struct_poststruct.pdf
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language and the system of such as a social and linguistic construct and claims that 

meaning creation is an: 

“…..arbitrary, differential and non-referential character of the sign” (Best & 

Kellner, 1991: p. 20)  

Furthermore,: 

 “For post-structuralists the signified is only a moment in a never-ending process of 

signification where meaning is produced not in a stable, referential relation between 

subject and object, but only within the infinite and intertextual play of signifiers” 

(Best and Kellner, 1991: p. 21)  

Derrida provides the main inspiration of this stance and other proponents of post-

structuralism include the later Foucault and Judith Butler. In the subjectivism of post-

structuralism identities, significations etc. are historically contingent and therefore 

will be differently perceived/constructed from one historical era to the next.   

The problem for post-structuralism and especially for Derrida is that the 

constructions of binary oppositions between for example male/female, gay/lesbian, 

employer/employee, subject/object, are reproducing different hierarchies of power 

relationships where the inferior in such a binary opposition are excluded and 

devaluated in terms of their position in society. This has material and social 

consequences for the excluded and devalued part. Therefore, according to Derrida, 

Modern Western Philosophy is in need of deconstruction of these binary oppositional 

relationships. Instead of taken them for granted, we need to understand how these 

meanings have come forward on the background of certain knowledge systems. 

Deconstruction entails that these meanings are circumvented and new meanings and 

a multiplicity of readings of different texts and languages are created, so the creative 

power of discourses are enabled (Delanty & Strydom, 2003).  

Marx under the critical perspective only focus on the economic relations of power 

and dominion, which is presented in the differentiation perspective and is in sharp 

contrast to post-structuralism (Best & Kellner, 1991). Post-structuralists, instead, 

generally emphasize the tensions and ambiguities in the multivalent settings of 
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meaning – but consistently try to place some agency or power in the hands of the 

subject, so that individuals can act against oppressive systems
13

.      

3.2 Methodology and research design: 

The research design of this Master Thesis is first and foremost exploratory, 

somewhat explanatory and descriptive in nature (Saunders and Thornhill, 2007). In 

terms of being exploratory in nature, this piece of research sets out to seek new 

insights and create new knowledge on a new problem about how sexuality, gender 

and nationality influence homosexuals inclusion in the workplace of Microsoft and 

which power structures there are in the culture of Microsoft and how the social 

identity of Microsoft employees are negotiated, foregrounding the role of sexuality. 

Therefore, there is also a descriptive element because it is necessary to have a clear 

picture of the phenomenon that I would like to study and collect data accordingly. 

The explanatory element comes about with the sub-question of how homosexuals are 

included in job-satisfaction, organizational commitment and well-being in the 

workplace through the GLEAM-network (Gay and Lesbian Employees at Microsoft), 

which is a typical normative causal relationship to be uncovered. Thus, it is a 

typically explanatory study – thereby explaining the relationship between variables, 

which could have been treated as a quantitative study through different correlation 

relationship, but which I have method-wise chosen to treat qualitatively (Saunders 

and Thornhill, 2007). The research strategies that I have applied contains a case 

study research strategy of Microsoft:  

“A strategy for doing research that involves an empirical investigation of a 

particular contemporary phenomenon within its real life context using multiple 

sources of evidence” (Saunders and Thornhill, 2007: p. 139-140). 

This provides an understanding of the current phenomenon under study as well as the 

context of research. Case studies are good at answering research questions of how 

and why and are often exploratory and explanatory in nature through interviews and 

observation (Saunders & Thornhill, 2007). Furthermore, the case study can be 

critical or revelatory in nature exhibiting in the critical case a clearly stated 

hypothesis or several hypotheses to be tested and whether they are true or not. The 

revelatory case analyzes what has not previously been investigated as a topic – all in 

                                                           
13 http://webs.wofford.edu/whisnantcj/his389/differences_struct_poststruct.pdf 

http://webs.wofford.edu/whisnantcj/his389/differences_struct_poststruct.pdf
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accordance with my research design for this Master Thesis, which is both critical and 

revelatory in nature. It is questioned whether some of the findings from Microsoft 

can be generalized to other cases – companies in Denmark? If Microsoft, which has a 

very elaborate policy on diversity, has problems - then other companies might as 

well have problems with their diversity agenda and the implementation of diversity 

measures. Case studies are often associated with qualitative methods and are 

predominantly linked to inductive research designs, where you go from data to 

theory rather than the other way around from theory to data. I will predominantly 

apply this inductive research design to my Master Thesis through using the interview 

transcripts as raw data and then try to find some results of analysis as theory patterns 

(Bryman, 2001). 

 

3.3 Data Collection:  

The data has been collected according to cluster sampling by dividing the population 

of Microsoft into discrete groups prior to sampling of homosexuals – both male and 

females and both Danish and with another national background than Danish and 

heterosexuals, both male and females and Danish and with another national 

background than Danish. I will in the below table present my categories of interview 

persons: 
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Table 3-3: Categorization of Interview persons 

Interview person A Man Homosexual Danish 

Interview persons B Woman Homosexual Danish 

Interview person C  Man Homosexual Brazilian – 

expatriate 

Interview person D Woman Homosexual American – former 

expatriate 

Interview person E Man Heterosexual Danish 

Interview person F Woman Heterosexual Danish 

Interview person G Man Heterosexual Indonesian – 

expatriate 

Interview person H Woman Heterosexual American –  

expatriate 

Interview person I HR-manager, 

Microsoft, 

Denmark, Hellerup  

About Microsoft’s 

diversity policies 

 

Interview J GLEAM-meeting: 

Non-participant 

observation. 

Gay and Lesbian 

Employees at 

Microsoft – 

Employee Resource 

Group  

 

 

These groups are termed clusters – therefore it is not random sampling but rather a 

methodological choice made upon the theory of intersectionality and the intercultural 

issue (nationality) that I was to uncover in this project. I did 8 interviews across these 

cluster categories and an observation of the GLEAM-meeting (Gay and Lesbian 

employees at Microsoft) and I interviewed the HR-manager at Microsoft Denmark, 

Hellerup. In a preliminary talk, the HR-manager of Microsoft Denmark, situated in 

Hellerup, advised me to take contact to the chairman of the GLEAM-network – Gays 

and Lesbian employees at Microsoft – in order to get interview persons for my 

project. I selected my interview persons on the background on his suggestions and on 

who would come forward in the GLEAM-network to be interviewed of the 

homosexuals. The heterosexual informants were primarily found through the HR-
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manager, which of course creates a bias in me not having made a random sample of 

interview persons, but, instead, being suggested various interview persons by people 

high up in the hierarchy in the organization and then using the snowball sampling by 

choosing anyone who would volunteer for an interview. This is also evident that 

almost all my interview persons are managers in some way or another and therefore 

could bias my research in the way that they would be very much in line with the top-

managements opinions on diversity and more in accordance with the organizations 

values then I would have presupposed. Also my interview persons were a 

representation of people between 30-45 years old, which could bias my interview 

results in not representing underrepresented groups, among this young people and 

people in less favorable positions. Thus, there is a certain amount of representativity 

of the groups interviewed selecting one person from each cluster. On the other hand 

how is it possible to say that this single person from each cluster is representative for 

a whole group of clusters? The answer to this, is that I will not focus on 

representativity, but more on how the interview persons perform their sexuality, 

nationality and gender in line with a more qualitative approach (Saunders & 

Thornhill, 2007). 

The interview collection process will vary between normal length interviews and in-

depth interviews where the importance to use in-depth interviews is to probe into 

new areas of investigation and uncover new arenas of research, open up for new 

aspects of research and give and inclusive and accurate account of the interviewees 

life situation at Microsoft (Easterby-Smith, 2008). It was the tendency that the 

interviews with the homosexual persons at Microsoft irrespective of national 

background were more in-depth going than the interviews with the heterosexual 

persons. The reason was that I had more questions for the homosexuals irrespective 

of their national background – and sometimes more questions when it was 

homosexuals with another national background than Danish. This, of course, made 

the interviews longer – but at the same time it seemed as if the homosexuals were 

more willing to give rich accounts of their life situation as Microsoft employees than 

the heterosexuals were willing to give rich accounts of how the perceived their 

homosexual colleagues. It is also an art of cross-sectional design because the 

interviews are conducted over a short period of time showing the incidence of a 

phenomenon at a given point in time – thereby collecting the data in the spring of 
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2012 – and not checking up on the interviewees’ situation months or years later like 

in the longitudinal design.  

The interviews were collected in a semi-structured way where the interviewer uses a 

theme guide and an interview guide when posing the questions – some questions in 

the interview guide may be omitted while other follow-up questions, probing 

questions, and specifying questions will elaborate on topics that are not well touched 

upon or answered inadequately. However, I have started out with open-ended 

questions in my interview guide before moving on to more close-ended and specific 

questions (see interview guide in appendix).  

As well I have followed through two Skype interviews, because of the long distance 

between the U.S. and Denmark (Easterby-Smith,2008). In addition to interviews with 

9 people, I have done an observation with the GLEAM Employee Resource Group at 

Microsoft. I used non-participant observing without interfering in the meeting, but 

just listening and recording what was said (Kvale & Brinkmann, 2009). The 

observation of the GLEAM-meeting will, however, be treated in line with the 

interviews, because much of the meeting was conducted over LYNC, which is a 

software much like SKYPE, where different employees situated in Vedbæk or on 

Iceland can communicate by talk and picture with employees at Microsoft Denmark, 

Hellerup. This made it difficult for me to make a real non-participant observation 

with the employees – describing everyday life – what they do in the GLEAM-

network and gain insight about the context and the insiders involved. This could just 

as easily be done through recording them and then transcribing the observation to the 

full extent and then find out what they weighted the most as a topic in the GLEAM-

meeting and who talked the most and in which context the policies of GLEAM are 

relevant. Therefore, I will analyze the observation as another interview. I got access 

to this observation through the chairman from GLEAM and it wasn’t difficult to get 

access to – he was very open and outspoken about GLEAM’S goals and mission in 

the company of Microsoft.   

The 9 interviews and the 10
th

 observation has of course been time consuming in itself 

in this project, which is why I have not tried to get more nationalities on this topic. I 

have 4 interview persons with different national background to illuminate my topic 

and it has not been possible to have more nationalities included in my Master Thesis 
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because of the crossroads of different intersections of identities that has to prevail in 

my interviews – there would simply be too much interview material for a project of 

this size. Moreover, of the interview persons that I was able to collect and that 

volunteered freely I was only able to collect 4 interviewees with another national 

background than Danish both searching for homosexual expatriates and heterosexual 

expatriates in Microsoft, Denmark. However, it should be enough to illuminate the 

intercultural and international aspect to this Master Thesis (Bryman, 2001).    

 

3.4 Data Analysis: 

The data analysis will predominantly use an inductive approach to analyzing the 

given phenomenon. It will use grounded theory as a form of inductive testing and 

theory-building – it will part the data into units called open coding, axial coding and 

selective coding. The open coding is a process of what comes to mind when 

analyzing a certain paragraph – the next step is the axial coding which is the 

relationships between categories and the integration of categories to produce a theory 

is labeled selective coding (Saunders, 2007 & Easterby-Smith, 2008). Thereby, I will 

try to develop some emerging analysis results from the data that can show how 

causal relationships between variables are made and how the intersection of different 

social categories shape the acting out of sexuality of Microsoft employees (Saunders, 

2007 & Easterby-Smith, 2008). 

Next, I will at the same time conduct some pattern matching trying to explain my 

analytical findings from the theoretical and analytical framework that I am using and 

using some of the concepts to illuminate the data such as performativity from Queer 

Theory, intersectionality and how there is an interplay of power structures from all 

three perspectives from my theoretical framework. This is, of course, very deductive 

in nature (Saunders and Thornhill, 2007). I will move through the data analysis in a 

stream of deductive concepts and what appears inductively from my data analysis, 

thus, moving from the concrete data to categories of theory and the other way around 

from concepts of theory to analyzing data applying both a deductive as well as an 

inductive research design.    

The ethical questions in the interview situation are about informing the respondents 

of what the research will be used to and collecting agreement from the respondents 
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on the interview and secure the confidentiality of the interview persons if they want 

this. Some of my respondents wanted total confidentiality in regard to their children 

– because of the fear that this project would become public and the parents’ names 

would appear - therefore I chose to make all of the interviews confidential in nature.  

The ethical situation in the research design involves the access to people and 

organizations and the collection of data - the access to homosexuals and the 

sensitivity in asking the sexual orientation of people might generate severe problems, 

why it is important to secure the interview persons confidentiality in the project. 

(Saunders and Thornhill, 2007). I believe that I can talk about validity and reliability 

in relation to my results from my analysis, which I will turn to in the conclusion of 

this project (Bryman, 2001).   

 

4.0 Analysis 

 

4.1 Sexuality and performativity: 

In this paragraph, the homosexuals’ and the heterosexuals’ view – both those with 

Danish national background and other national background than Danish – on 

sexuality and their performance of their sexuality will be analyzed in regard to the 

interview transcripts. To remember performativity - it can be understood as the 

repeated actions within a regulatory frame of social norms that over time produce a 

substance or essence or a natural sort of being 
14

. This is important to incorporate in 

regard to the themes of this analysis of sexuality and performativity and sexuality, 

nationality and performativity and lastly sexuality, gender and performativity and 

how these different categories are intertwined in relation to an intersectionality 

approach.  I will use quotes from the interview transcripts to support my arguments 

in the analysis. 

4.1.1: The views of homosexuals with Danish background: 

I will start this analysis part with the views of a 38 year old gay man with a Danish 

national background. His position is within the Microsoft Development team and his 

                                                           
14

(http://science.jrank.org/pages/10944/Queer-Theory-Judith-Butler.html#ixzz28D5LLt4J & Butler, 1993). 

http://science.jrank.org/pages/10944/Queer-Theory-Judith-Butler.html#ixzz28D5LLt4J
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nearest colleagues are not in the office at Hellerup in Denmark, but instead scattered 

around in other countries around Europe. Interview person A is contradictory in his 

statement about how he performs sexuality because on the one hand it is seldom 

relevant to talk about his sexual orientation and in a way a hidden identity, but at the 

same time he states that in relation to his 8 year long employment at Microsoft he is 

very open about his sexuality and he has never experienced that it should be a 

problem of any kind. This contradictory statement about how Interview person A 

performs his sexuality is very much in accordance with the fragmentation 

perspective’s view on the self as fluctuating and contradictory and ambiguous 

perception of at one time hidden and at the same time open sexuality as backed up by 

the below quotation.    

“…But it is just seldom that it is relevant – it becomes such an odd situation because 

it is in a way hidden, but in relation to my hiring and in relation to all of those years 

I have been there – then it is open and there isn’t….I have never experienced that it 

should be a problem or any kind of issue in any way….” (Interview Transcript A: p. 

2 line 32-37).
15

 

The following quotation enlightens the performativity of his sexuality: 

 “……I think that there are those peripheries at the edge – because the near - up 

close it is mighty uninteresting because it has already been taken care of – it is 

simple – you can always be open with your nearest colleagues, in my view, but where 

it becomes interesting is in the periphery – when do you know people well enough to 

be talking about a private subject – about children or family or other subjects – and 

consequently talk about subjects such as your partner or your sexual orientation 

both in relation to your colleagues which are typically situated in the periphery and 

are typically situated in other countries – but also in relation to those partner firms 

that you work together with – but it is out there that there are sales people for 

example – what should they do when they sit in a situation where the chat is about 

family, kids and other stuff – should they come out of the closet and should they risk 

                                                           
15 ”… men det er bare sjældent at det er relevant, dermed bliver det sådan en mærkelig situation, at det sådan på en måde er 

skjult, men ellers i forhold til min ansættelse og i forhold til alle de år, jeg har været der så er det åbent og der er ikke, jeg har 

aldrig været ude for at det er noget problem eller noget issue egentlig på nogen måde…” 
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it, if it is in the wrong place – if they are in a sales situation – how do they handle 

this….” (Interview Transcript A: p. 19 line 14-34)
16

 

Additionally, my Interview Person A states that sexuality is not a private issue, but 

belongs to the working sphere as long as it is about sexual orientation and not sexual 

practice. Thus, Interview Person A performs his sexuality both in the private as well 

as in the working sphere (Interview Transcript A: p. 17-18).  Moreover, what is 

interesting is the performance of Interview Person A’s sexuality in what he calls the 

periphery – He states that the performance of sexuality is not difficult in the near 

relationships at Microsoft Denmark – where you know you colleagues very well – 

but rather difficult to come out in the periphery – in your contact with for example 

European Colleagues that you don’t know that well. Sales people for example have 

an immense problem of coming out to the world when they sit in a sales situation 

with customers they don’t know that well and don’t want to take the risk of losing 

that customer, which makes it difficult for them to perform their sexuality in regard 

to the social norms in such a situation.  

In relation to Interview Person B, who is a lesbian woman at 43 years old and a 

Product Marketing Manager – there are both consistencies and inconsistencies in 

their statements about sexual performance and the view of sexuality more generally. 

Interview B states: 

”I can mention a bunch of other things, which are much more important – for 

example whether I am married to a man or a woman is unimportant, but I am still a 

                                                           
16 ”…..jeg synes, der er de der periferier udenfor, fordi det helt nære det er vældig uinteressant, fordi det er håndteret - det er 

simpelt, man kan altid med sine nærmeste kollegaer være åben i mine øjne, men der, hvor det bliver interessant, det er i 

periferien, hvornår kender man folk godt nok til at komme ind på noget som helst privat emne om børn eller familie eller andet, 

der så også gør, at man så kommer ind på emner som ens kæreste eller ens seksuelle orientering både i forhold til ens kollegaer 

som bare er meget mere perifer og typisk sidder i andre lande, men også i forhold til de der partnerfirmaer, som man arbejder 

med, men altså der er ude, der er sælgere for eksempel, hvad søren skal de gøre, når de sidder i en situation hvor der bliver 

plapret om familie, børn og andet, skal de springe ud og skal de risikere eller hvis de føler, at det er det forkerte sted, hvis de 

sidder i en salgssituation og hvis de taler om et eller andet, hvordan håndterer de det….” 
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feminist and the fact that I am a feminist might imply that I have a specific 

perspective on the world – all in all….” (Interview Transcript B: p. 3, line 6-9)
17

 

Interview Person B agrees with A about the fact that your sexual orientation is 

unimportant in the Microsoft Corporation – she states that whether she is married to 

a man or a woman is irrelevant. However, Interview Person B emphasizes that being 

a feminist is not unimportant in your view on the world and in this way she adds yet 

a dimension to this sexual orientation discussion, which is inconsistent with the view 

of Interview Person A.  

 

Interview B states: 

”….I once tried to explain one of our heads of the company, who doesn’t work for us 

anymore – that when you are homosexual – then you don’t just come out of the closet 

and then it is taken care of – in reality you come out of the closet every day and you 

put yourself out there, where you get increased focus and where you always have to 

explain that you are a little bit different than the average…..you come out of the 

closet all the time and therefore when you come to work, then it is a relief that you 

don’t have to come out of the closet there….” (Interview Transcript B: p.14, line 11-

16 and line 29-39)
18

. 

Another dimension that Interview Person B adds is that if you are a homosexual – 

you come out of the closet every day and all the time – it is not taken care of once 

and for all. Compared to the periphery discussion of Interview Person A, where the 

performance of sexuality gets restricted in relation to European colleagues that he 

doesn’t know that well, Interview Person B performs her sexuality by coming out of 

the closet in all settings- and all the time – even though it is a relief that she doesn’t 

                                                           
17 ”….Jeg kan nævne masser af andre ting, der betyder meget mere, altså om jeg er gift med en mand eller en kvinde, det er 

sådan set ligegyldigt, men jeg er jo stadigvæk feminist, og at det at jeg er feminist betyder måske noget og tilgang til verden i 

det hele taget….” 
18 ”…jeg prøvede engang at forklare en af vores direktører som ikke er hos os mere, at når man er homoseksuel så er det ikke 

noget med at man springer ud og så er den klaret, i virkeligheden springer man ud hver eneste dag og sætter sig selv ud der, 

hvor man får et øget fokus og hvor man altid skal forklare at man er en lille smule anderledes end gennemsnittet…….. man 

springer hele tiden ud og derfor når man så kommer hen på sit arbejde, så er det sådan en befrielse, at man ikke behøver at gøre 

det der….., 
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have to perform her sexuality and come out of the closet at work – because that has 

already been dealt with. Thus, the fact that she performs her sexuality is more 

important than the performance of all her other identities for example doing a good 

job at her work. However, this is not the only performativity that happens across my 

interview persons – this section will deal with the performativity of sexuality, but 

this performativity is intertwined with the performativity of nationality and gender as 

well, which is dealt with in the other sections of analysis – thus my interview persons 

always performs an identity – all the time - regardless how I treat it in this analysis 

section.  

 

4.1.2: The views of homosexuals with other national backgrounds: 

Interview person C states: 

“Okay, so being a homosexual – you know, it is not a stamp – it doesn’t give you a 

classification to be a better employee or….. – I mean it is not your sexual orientation 

that drives your performance, but I think having the space where you are welcome – 

being gay – that definitely backs your performance, so I am a creative person – I 

don’t think that that has anything to do with my sexual orientation, but because I am 

accepted in a work environment, I think that my creativity comes stronger….” 

(interview Transcript C: p. 2, line 11-18). 

Homosexuals’ views with another national background than Danish are that the 

importance of being accepted as who you are and accepting it yourself and being 

open about your sexual orientation make you perform the work-related identity 

stronger. For example Interview Person C, who is a gay man coming from Brazil and 

45 years old and Content Project Manager, states that his performance at work
19

 and 

creativity at work gets much stronger when having a work environment where he 

feels accepted on the background on his sexual orientation – this is his work-related 

performance on the background of the acceptance of his sexual orientation. This part 

about being accepted and open about it resembles the homosexuals’ views with 

Danish national background even though it differs at the same time in what they 

emphasize as important. Thus, there are both consistent as well as inconsistent views.  

                                                           
19 Here performance doesn’t mean performativity in relation to queer theory, but rather effectiveness at work or productivity at 

work. 
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Interview Person D states: 

“I think that there is strength that comes from accepting who you are and deciding to 

be open about it - and that is a benefit – and I also think that maybe there is a bit 

more sensitivity to other cultures because we are a culture of our own – we have the 

homosexual culture – and perhaps it is more easy to be more sensitive and aware of 

other cultures - ahhh…I think that is a strength too…..”(Interview Transcipts D: p. 7, 

line 1-6) 

Interview Person D, who is a lesbian woman with an American identity is 43 years 

old and was hired to manage a group of technical writers as former expatriate at 

Microsoft Denmark, MDCC (Microsoft Development Center Copenhagen). 

Interview Person D adds yet another dimension to the performance of sexuality and 

the view on sexuality. When being open about your sexuality, you will experience 

benefits and because you find yourself within the framework of a homosexual culture 

and consequently a social code, you might become more sensitive and aware of other 

cultures as well. This perspective of Interview Person D differs from the others’ 

viewpoints.   

4.1.3: The views of heterosexuals with Danish background:  

The views of heterosexuals with Danish national background are as well both 

consistent with the previous results of analysis and inconsistent with them.  

Interview person E states: 

“…I don’t think that I experience them in any particular way – it is in any case not 

something I have been thinking about in this way – the only thing I have experienced 

is the Pride Parade, right, which I have participated in and got some publicity on 

and then I have been sitting in this diversity council….” (Interview Transcipt E: p.1, 

line 23-26)
20

. 

Interview Person E, who is a heterosexual male, 43 years old and works with sale in 

Microsoft within an area called Cloud Service states that he hasn’t experienced 

homosexuals in a specific way that was different of how he experiences 

                                                           
20 ”Jeg tror ikke, jeg oplever dem på nogen særlig måde, det er i hvert fald ikke noget, jeg har tænkt over på den måde, det 

eneste jeg har oplevet er det der Pride Parade ikke, som jeg har deltaget i og fået lidt omtale på og så har jeg siddet i det der 

Diversity Council…..” 
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heterosexuals – therefore this is consistent with the view that the homosexuals feel 

included and accepted in the Microsoft organization. It even seems unproblematic 

and an irrelevant problem area for him – he simply hasn’t been thinking about the 

problem. 

Moreover, interview person E states: 

”….No I don’t think so – I have no experience what so ever of this – I also want to 

say that it is not as if you asked about the opposite – how I feel about heterosexuals – 

then it is not like I have any experience of that either – it is not my impression that 

Microsoft generally – that you very much angle – what to say – your colleagues in 

such a familiar way – it is anyway not something that I have used much energy 

on…” (Interview Transcript E: p. 1-2, line 31-34 and line 1-3)
21

 

 The private life is very much separated from the working life or working sphere with 

respect to signaling your sexual preference, according to Interview Person E.   

Hence, you don’t speak of your colleagues in familiar terms such as what they do in 

their private life – this is very much inconsistent with Interview Person A’s 

description of an entangled private and work sphere in regard to coming out in the 

workplace and he doesn’t think of the heterosexual identity either in regard to a 

homosexual identity – it is not a problem that is relevant for him. 

Furthermore, interview person E states:   

”…that when you get hired in Microsoft – then it is very common that you write a 

mail about yourself to your colleagues and here it becomes very clear that a lot of 

people write – I am married to Vibeke and we have three kids who are 3, 8 and 5 

years old or something as a response – and I remember - that Interview Person A 

said that he had been in Microsoft in five to eight years and I have been in Microsoft 

for three years…..but then he said that he had noticed that those people in Microsoft 

- he had never seen anybody write that mail – hello I am Thomas and I work in 

Microsoft and I am married to my partner Terkel  - and I have never seen it myself – 

                                                           
21 ”…Nej, jeg synes ikke jeg har nogen som helst oplevelse af det, jeg vil også sige, at det er jo ikke sådan, spurgte du om det 

modsatte, hvordan jeg har det med heteroseksuelle, så er det jo heller  ikke sådan at jeg har nogen oplevelse med  det heller, det 

er ikke mit indtryk i Microsoft generelt, at man vinkler meget, hvad skal man sige, sine kollegaer sådan på en familiær front, det 

er i hvert fald ikke noget jeg har brugt særlig meget krudt på…..” 
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I don’t know if that has some meaning, but I haven’t in any case used energy to think 

about it….”   (Interview Transcript E: p. 2, line 8-24)
22

. 

At the same time as there are signs of a heteronormative culture at Microsoft that has 

a consequence on how you perform your sexuality within the Microsoft Organization 

– there are signs of an open and tolerant culture where everybody is accepted, which 

is why the above mentioned quotation seems to be one of the problems in Microsoft 

in relation to be open about your sexuality in a heterosexual dominated culture.  

According to Interview Person E, it is very common that you write a mail out and 

present yourself to the other colleagues when you are newly employed at Microsoft. 

However, where heterosexuals can tell who their partner is and how many kids they 

have and the age of their kids – it is stated that neither Interview Person A nor E have 

seen that the homosexuals perform their sexuality openly in the same way. They 

have never experienced that a homosexual has presented him/herself as gay, married 

to his/her partner and having no/some kids. Therefore, this must add to yet another 

dimension of clues of a heteronormative culture within the Microsoft Corporation 

which however cannot be totally verified as Microsoft also has an open and inviting 

culture in regard to all kinds of sexualities, gender differences, age differences and 

cultural differences. However, this clue of a heteronormative culture is somewhat 

inconsistent with the open work-environment, where it at all times is possible to 

come out of the closet, as it is analyzed in the above mentioned. The following 

quotation supports the above mentioned argument: 

”…..I could imagine, if you were a homosexual and you had not come out of the 

closet and communicated about it, or had some important values in connection to 

this – you would be challenged – they would perhaps think it was challenging for 

them that they had to live in the same room with another man where you share bath 

                                                           
22 ” ….at når man bliver ansat i Microsoft så er det meget almindeligt, at man skriver sådan en mail ud om sig selv til sine 

kollegaer og der er det jo meget tydeligt, der kan man jo se at mange skriver jo, jeg er gift med Mette og vi har 3 børn på 3, 8 og 

5 år eller et eller andet til svar og der kan jeg huske, at interview person A, han sagde at han havde vist været i Microsoft i en 

fem til otte år og jeg har været i Microsoft i 3 år……., men da sagde han så, at han havde lagt mærke til at dem der i Microsoft - 

eller aldrig set nogen der skrev den der mail ud, dav jeg hedder Bjarne og jeg arbejder i Microsoft og jeg er gift med min ven 

Terkel, det har jeg heller aldrig selv set, det ved jeg ikke om man kunne lægge noget i, jeg har i hvert fald ikke brugt energi på 

at tænke over det overhovedet” 
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room and goes around in underwear….”
23

 (Interview Transcript E: p. 2-3, line 1-18 

& 1-4)  

Interview Person E states that at big conferences - Microsoft has a policy about 

living two at a hotel room and you find your room made by asking another team 

member or another employee at Microsoft if he wants to share a room with you. For 

interview person E – he see a problem in this situation if the homosexual hasn’t come 

out of the closet and he lives together with a heterosexual man at the same room – 

the heterosexual man or the homosexual man would be challenged in some way by 

living in the same room as the other part where you share the same bath room and go 

around in underwear. It is difficult to say whether this support the argument about a 

heterosexual culture at Microsoft, because is it the homosexual or the heterosexual 

man that is offended and to say it more clearly isn’t it indifferent whether a 

homosexual man and a heterosexual man should share the same room – this is not 

unproblematic for interview person E and shows how he views it.   

 

The consistent framework that sexuality does not matter in Microsoft is in 

accordance with the viewpoint of Interview person F, who is a heterosexual woman 

with Danish national background. She is 41 years old and Marketing Manager: 

“….Åhh, this is difficult – right –because I don’t experience any form of different 

behavior or reactions to those that are then homosexuals – therefore it is not 

something that you notice – it is something that we work with – I mean it is so 

natural, so therefore, I don’t have anything special about my own sexuality either – 

like the others don’t have – Microsoft is a workplace where it doesn’t matter which 

kind of sexuality you have – that is what I wanted to say, right…” (Interview 

Transcript F: p. 2, line 22-30)
24

. 

                                                           
23 ”..der kunne jeg forestille mig, at hvis man nu var homoseksuel og hvis man nu ikke havde kommunikeret at man var 

homoseksuel, eller havde nogle værdier der, så ville man være lidt udfordret i hvert fald på det område, fordi at det er jo klart, at 

særlig dem der ikke har kommunikeret, de ville måske synes, at det var udfordrende for dem, fordi de så skulle bo på samme 

værelse med en anden mand hvor man jo deler det samme badeværelse og går rundt i underbukser og så videre….” 

 
24 ”Åh, den er svær, ikke fordi netop fordi jeg overhovedet ikke oplever nogen form for anderledes opførsel eller reaktioner 

over dem, der så er homoseksuelle - jamen så er det ikke noget man bemærker - det er noget vi arbejder med, altså det er så 
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It seems almost as if she doesn’t recognize the potential problems of Interview 

Person A’s description of the periphery, and Interview Person B’s view that you have 

to come out of the closet every day and the problems connected to this and lastly the 

mail correspondence and the room sharing between employees that gives some clues 

of a heteronormative culture within Microsoft. 

 

4.1.4: The views of heterosexuals with other national background:  

 

Interview person G states: 

“Well, I don’t know – I don’t have any distinct impression – they are just the same to 

me – common colleagues – there is no differentiation of any kind – I suppose….” 

(Interview Transcript G: p. 1, line 18-20) 

The same as the above mentioned can be said about Interview Person G, who is a 

heterosexual man with an Indonesian national background – expatriate at MDCC in 

Microsoft Vedbæk, 30 years old and Project Manager. In light of the above 

mentioned consistencies and inconsistencies in the interview transcripts it seems as if 

Interview Person G underestimates some of the problems associated with being 

homosexual in the workplace and performing one’s own sexuality. 

 

Furthermore, interview person G states to back my analysis up:  

“I guess I never think about it – ahh.…. my sexual orientation – I am a straight 

person – so I don’t have any differentiation regarding minority or 

anything….”(Interview Transcript G: p. 2, line 1-3) 

Interview Person G recognizes that we are talking about a minority with the minority 

problems salient to this group, but doesn’t see a problem in this – regardless his own 

heterosexual identity or in the recognition of his homosexual colleagues.  

Interview person H states:  

                                                                                                                                                                     
naturligt, så derved, så har jeg heller ikke noget specielt omkring min seksualitet, ligesom de andre ikke har det…..at Microsoft 

er en arbejdsplads, hvor det bare overhovedet ikke har nogen betydning, hvilken seksualitet du har - det vil jeg sige, ikke……” 
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“To be very honest, I am unaware of whether my colleagues are homosexual – I 

come from a part of the United States that is very open-minded – much like Denmark 

in terms of liberal policy and that is the Seattle area and I have never interacted with 

anyone with the disposition of their sexual preference – I look to my colleagues as 

smart, savvy, intelligent people that can drive our business forward regardless of 

personal lives…” (Interview Transript H: p.1, line 19-25). 

The same viewpoint exists in Interview person H detailed interview account. 

Interview Person H is a heterosexual woman, has an American national background 

and has been hired as an expatriate In Microsoft Hellerup, Denmark. She is 40 years 

old and a Sales Manager. Interview Person H does not either see a problem in being a 

homosexual in the workplace and being able to perform ones sexuality. She doesn’t 

differentiate them on their sexual identity and consider her colleagues as smart, 

savvy and intelligent people that a hired on the basis on their talent and not their 

personal lives. Again there is the inconsistency to the former interviews in viewing 

private life and working sphere as two different zones, whereas Interview Person A 

looks at these zones as intertwined.  

 

4.1.5 Part-Conclusion:  

There is both consistencies in telling the story of sexuality as unimportant and 

irrelevant to the work you do in Microsoft and unproblematic as an orientation in the 

Microsoft Organization and at the same time inconsistencies to the problems of 

performing your sexuality in terms of performing it in the periphery, coming out of 

the closet every day and at all times and the mail correspondence of presenting 

yourself to other colleagues and homosexuals and heterosexuals living in the same 

hotel rooms. Furthermore, heterosexuals generally don’t see a problem for their 

homosexual colleagues in performing their sexuality where homosexuals see 

problem except for the heterosexual man with Danish national background; 

Interview Person E that see a problem in this. I don’t see a difference in the interview 

accounts of whether my interview person are from a Danish national background and 

American, Indonesian and Brazilian national background in their accounts of 

performance of sexuality. I do not either see a difference in men and women – gay or 

lesbians’ account of the performance of sexuality except for interview person B who 

talks about being a feminist. The hypothesis 2 from the introduction of the 
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heterosexuals within the Microsoft Organization, both heterosexual expatriates and 

heterosexual Danish employees, will be more reluctant to accept and include 

homosexuals in the work organization, where female heterosexuals will be more 

positively engaged than male heterosexuals in accepting and recognizing 

homosexuals in the work organization cannot be verified. First of all, heterosexuals 

no matter national background include homosexual employees equally and there is 

no evidence of whether female heterosexuals will be more positively engaged than 

male heterosexuals in accepting and recognizing homosexuals within the work 

organization, which is why it can neither be verified, modified or falsified, however, 

I also look into this hypothesis later on in the analysis. The new aspect that this 

section reveals in relation to my hypotheses and what surprises me is that 

heterosexuals both Danish employees as well as employees with another national 

background view the incorporation of homosexuals into the Microsoft Organization 

as completely unproblematic and even an irrelevant subject to talk about. 

 

4.2: Sexuality and Nationality and performativity 

This section aims to uncover the different intersectional categories views on how 

they perform nationality as a part of the diversity concern within the Microsoft 

Organization. The intersections of the different categories and their views on this 

topic of nationality, which has been found though selective coding of the interview 

transcripts, will of course appear in this section, however, overlapping and 

interrelated categories will be thoroughly dealt with under that paragraph in the 

analysis and it will elaborate further on the interrelatedness of these categories. 

Where all interview persons got to speak fully in the first section of analysis their 

views will be more integrated here - where some of their views will be left out. 
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4.2.1: The views of homosexuals with Danish national background: 

Interview person A – gay man - does not have a particular view on nationality and 

the performance hereof – instead he makes a reference to interview person C, who 

must have rich accounts of that aspect. Therefore, he doesn’t believe that it is of 

importance –his sexuality and gender does not influence how he perceives the 

performance of nationality (Interview Transcript A: p.18).  

 

Interview person B – Lesbian woman - states that it is not in Denmark that we are 

furthest in regard to sexuality and nationality, but we are on the middle road  - on the 

one hand we have awareness of sexuality and we represent a culture of Denmark 

where it is easier to be a homosexual in regard to Poland, a Middle Eastern countries, 

an Arabic countries or an African countries – in line with the Danish culture it is 

much easier to perform  her sexuality than it is for her homosexual colleagues in 

other countries, where it isn’t publicly acceptable to talk about homosexuality. The 

conclusive saying of interview person B is, however, that we are not in the Danish 

culture so far as we want to be in regard to the American culture (Interview 

Transcript B: p.20-21).      

4.2.2: The views of homosexuals with other national background:  

 

Interview person C states: 

“…it is important to nail, you know, hammer on this issue with the same thing, you 

know, we did the education – it is education. So we have to continue educating the 

new – the young and going back to being in a campus where there are so many 

different nationalities – I think it is a great opportunity for people who come from 

countries, as I have mentioned before, where LGBTs are persecuted or there is a 

harsh life for them – that they experience a work environment where everybody is 

accepted and what is the added value by that – so I think that my hope is that, you 

know, when they go back to their countries and I speak for myself – ever go back to 

Brazil – then I can take…..and say it is all okay, you know, the moment you have a 

good experience in life with these topics that are sometimes taboos then I think you 

can have a positive attitude and bring others to understand that this is all 

okay”(Interview Transcript C: p. 4, line 6-19). 
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Interview Person C – gay man generalizes from people from other nationalities that 

are persecuted and have a harsh life in their home countries to himself and his 

performance of his sexuality in light of his Brazilian background. Information is 

important for different nationalities because this is what gives the experience of 

breaking out of social norms and the taboos around your sexuality – where you are 

coming to another country and the Microsoft corporation where it is accepted and 

your experience diversity - in that way you can bring this experience back home to 

Brazil or another country and perform your sexuality and you can be spokesperson 

for the fact that in other countries it is not a taboo and you are fully accepted and 

recognized as a homosexual. This gay man’s own self-esteem has grown because he 

experiences others that are like himself in sexual orientation and he is accepted and 

recognized – so he can bring this experience to his own country of origin, which is 

why the Microsoft Corporation brings opportunities to the performance of sexuality 

on the background of his Brazilian nationality. 

     

Additionally, this gay man talks about the possibility to come out to family and 

friends in Brazil, which had not been possible before he came to work for the 

Microsoft Corporation. This open work environment brings new opportunities for 

him to perform his sexuality on the background on his Brazilian national origin 

(Interview Transcript C: p.2  line 24-41). In a way, one could say, this is partly 

consistent with Interview person B’s account that it is easier to perform her 

homosexual identity in Denmark than in a Middle Eastern country – thereby 

interpreting from interview person C that it is easier in Microsoft Denmark to 

perform his sexuality than in Brazil even though he can take his positive experience 

with him to Brazil and spread out his ideas about homosexuality. It, however, also 

adds another feature in that Interview Person B says that we in Denmark are only on 

the middle road to accepting homosexuals altogether – lacking behind the Americans 

– this is inconsistent with interview person C’s account of the Danish culture. 

Interview person D states: 

…” and in the residence visa and work visa or permit – I am sorry I don’t know 

which it is – but it that process she (the partner) was treated no differently I think 

that a married couple – we just had to show proof that….well in the U.S. we don’t 
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have marriage in the same way but we were registered as domestic partners so we 

just had to proof that we were committed in a relationship so we just scanned that 

document and she moved with me, in fact, when we moved I had to work” (P. 3, line 

10-17)   

 “well, I wasn’t going to…there are a couple of things – if we were going to be in 

Europe for three years then Estelle needed to work  - networking for three years – I 

don’t know – she would have gone back  - she needed to work and also I wasn’t 

going to move without her  - so….and I wasn’t going to move and then go into the 

closet either and I wasn’t going to a place where I needed to be in the closet or being 

uncomfortable or not open….” (p. 6, line 5-11) 

Interview Person D - Lesbian Woman – One of the opportunities she mentions have 

a lot to do with the Danish legislative system, where interview person D along with 

her partner wasn’t treated any differently than any normal married couple when they 

came to Denmark as expatriates. In the U.S. they don’t have a marriage in the same 

way but are registered as domestic partners – her partner could work on equal terms 

with interview Person D and interview person D mentions that it was important to 

her before choosing a country to go to that she didn’t have to go in the closet and not 

being open about her sexuality. Therefore, the Danish legislative system – also with 

our social security system – creates opportunities for Domestic partners benefits and 

with a work permit – the possibility for the partner to work as well. As well the 

Danish culture creates to possibility to be open about one’s sexuality and not go into 

the closet.  

In line with Interview Person C – Interview Person D mentions the opportunities the 

Danish legislative system and the Danish culture offers – except for the fact that she 

mentions the legislative system as yet another dimension – the two interview persons 

agree on the open Danish culture. Inconsistencies appear in their choice of themes 

important to them – Interview person C mentions what he can bring back from the 

Danish culture and the Microsoft Corporation to Brazil – and Interview Person D 

mentions the legislative system, which is much more evolved than the American 

legislative system on homosexuals’ rights. This is inconsistent with Interview person 

B’s account that Denmark are not that far compared to American culture. However, 
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perhaps Interview person B refers to the culture of the U.S. and not the legislative 

system.  

4.2.3: The views of heterosexuals with Danish background 

Interview Person E – heterosexual man - is not very clear on nationality. He states 

that he hasn’t thought of the problem and then he elaborates by mentioning that 

people from Asia are more open towards homosexuals than they are in the Arabic 

countries. This, however, builds mostly on his own prejudices instead of being 

backed up by for example an organizational story. Therefore, he is not elaborate or 

clear on this topic (Interview Transcript E: p. 6, line 21-28). 

 

Interview person F states: 

“…It is my view that if there is a difference – then it should be on the background of 

culture and not on the background of sexuality – and when it comes to culture – then 

it is precisely because we work in the Diversity Council – us, who are active here – 

we want to do something for minorities so that they don’t feel excluded and so they 

feel included regardless of background – therefore I would never say that I could 

spot a difference – it is just another human being regardless of background in one, 

two or three ways – it is just another human being”. (Interview Transcript F: p. 6, 

line 30-39)
25

 .   

Interview person F – heterosexual woman states that culture is more important than 

sexuality in your performance at work – and she is sitting in the Diversity Council 

and wants to promote the right of minorities regardless of background, sexual 

orientation, gender, age or cultural background. Therefore she perceives everybody 

in the Microsoft Corporation as just another human being regardless of background, 

however she still believes that culture is more important than sexuality, which is 

somewhat opposite to interview person C that states that his sexual orientation and 

being accepted in his country of origin has everything to do with the self-esteem he 

gets from being backed up by the Microsoft Organization on his sexual orientation. 

                                                           
25 ”….altså, min opfattelse - at skulle der være nogen forskel - så skulle det være på grund af kulturen og ikke på grund af 

seksualiteten - og når det kommer til kulturen - så netop fordi vi arbejder i Diversity Council – altså, os der er aktive der – 

jamen, vi vil jo netop gøre noget for at minoriteter ikke skal føle sig uden for - og føle sig inkluderet på arbejdspladsen uanset 

baggrund - så det ville jeg aldrig nogensinde sige - at jeg kunne se forskel på - fordi det er jo bare et andet menneske uanset 

baggrund på den ene elle anden eller tredje måde - så er det jo bare et andet menneske” 
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One could ask the question of whether sexual preference isn’t more important in 

Brazil than cultural background as interview F mentions here. Thus, this is an 

inconsistency.       

As well interview person D mentions the fact that she wants to be accepted and be 

able to come out of the closet in the country where she is an expatriate, whereby 

sexuality as well comes in the foreground of the analysis more than cultural 

background, which is inconsistent with Interview person F’s accounts. For interview 

Person B it is much easier for her to perform her sexuality than in a Middle East 

country, why sexuality takes precedence over culture – which is probably part of 

interview person B’s presumptions about homosexuality in the Middle East.  

 

4.2.4: The views of heterosexuals with other national background:  

 

Interview person G states: 

“….but again I have never met someone in Indonesia that openly says that I am a 

homosexual because….you had a question before about taboo…I guess homosexuals 

are not more accepted in this Western part of the world than in the Eastern part of 

the world – I think that there is more openness and acceptance nowadays but since I 

have moved away from Asia 4-5 years ago  - at that time there was not really an 

open community – I would say  - so yeah….”(Interview Transcript G: p. 5-6, line 38-

42 & line 1-3). 

Interview person G - Heterosexual, Indonesian and man is somewhat inconsistent in 

his interview account of sexuality, nationality and performativity. It is filled with 

ambiguity, because on the one hand, interview person G states that homosexuals are 

not more accepted in the Western part of the world than in the Eastern part of the 

world, on the other hand, however, he states that it is a taboo and he has never met an 

Indonesian that mentions that he is a homosexual – furthermore, even though it is 

more accepted nowadays in Indonesia – he moved from Indonesia 4-5 years ago and 

at that time homosexuals were not accepted. First of all, Interview person G, does not 

have any empirical evidence to back his statement up, since he moved from 

Indonesia 4-5 years ago and it doesn’t seem as if he has contact to Indonesia 

nowadays. Second of all, interview person G seems colored by the Microsoft 
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Organization in not seeing a problem in accepting homosexuals in the Eastern part of 

the world. Interview person C, clearly states that it is a taboo in Brazil to be a 

homosexual whereas the heterosexual, Indonesian man – Interview person G – is 

quite ambiguous in his account of whether a different sexual orientation I accepted in 

Indonesia – probably colored by his years in the Microsoft organization.  

Interview person H states: 

“I have really wrecked my brain if I know any homosexual Danish men – but I am 

sure I do – right, but it is not something that is the first kind of thing you get to know 

at least for me – I think what I have seen in the Danish culture is a lot of openness to 

homosexuality, which again is a very positive thing – that is a lot like the Seattle 

culture as well – so perhaps it makes a difference in terms of being honest and being 

able to be who you are here more generally than other parts of the world – I 

certainly don’t see for example in the Middle East homosexuality as a very positive 

thing in the culture and I am not talking about Microsoft – I am talking about the 

culture – right – I am talking about the conversation that you hear when you are 

talking to people from certain parts of the world….” (Interview Transcript H: p. 10, 

line 19-30). 

Interview person H: Heterosexual, American and woman states that the Danish 

culture in regard to their view and openness about homosexuality is a lot like the 

Seattle culture that she comes from. You are more able to be open and honest about 

your homosexual identity here in Denmark and U.S. Seattle than you are in other 

parts of the world, which is in line with interview person C that states that it is 

difficult to be open about your sexuality in Brazil and the ambiguous accounts of 

interview person G about being homosexual in Denmark and Indonesia. Interview 

person H’s experience of homosexuality, of course, just lies in regard to the Danish 

homosexuals in the Microsoft organization and experience with homosexuals within 

the Seattle culture in the U.S office of Microsoft. In regard to Interview B, who 

herself is a lesbian woman with Danish national background, has insider knowledge 

about the homosexual culture and in which settings it is more or less accepted and 

here Interview person B states that Denmark is not that far as the U.S Seattle culture, 

which is opposite to interview person H that states that the Danish culture equals the 

Seattle culture. Interview person H is not an insider to the homosexual culture, 
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however, she has experience of both the American and Danish culture – but it is still 

an ambiguous account.     

 

4.2.5 Part-Conclusion: 

The heterosexuals are more reluctant in recognizing that nationality has an effect on 

sexuality and the performance of sexual identity with the exception of interview 

person F – heterosexual woman, Danish national identity. It is most the interview 

persons’ with other national background that have a perspective of how sexuality and 

nationality are intertwined in the performance of the sexual identity. Most interview 

persons both homosexuals and heterosexuals, except for the Brazilian gay – have 

presumptions about how nationality affect sexuality and performance of these two 

interrelated categories. The women who are lesbians with another national 

background than Danish are not more accepted than men who are gay and have 

another national background than Danish, because of the American national origin 

where the legislative measures of Denmark include them in the workplace as well as 

the gay man with Brazilian Background are accepted in the workplace, answering my 

fifth hypothesis, however is this comparable – because for interview person D it is 

the legislative systems that includes her and her partner and for the Brazilian gay guy 

it is the work environment in Denmark that includes him in spite of his other national 

background. Therefore, homosexuals are generally included in the work organization 

of Microsoft regardless of national background where it is more difficult for 

interview person B, C and D to be accepted in another country than Denmark and the 

U.S. Therefore, I have to falsify the hypothesis 3 in my introduction that lesbians 

with another national background than Danish will be more accepted than male 

homosexuals as an employee group in Microsoft and that homosexuals as a broad 

category including both females and males will be more exposed to exclusion when 

they have another national background than Danish. This is not the case, however, 

when the homosexuals as a broad category have to go to another country for example 

an Arabic, African or Middle Eastern country or just Brazil they are less accepted – 

verifying my hypothesis. However, some of the statements about being accepted in 

other countries are build on presumptions and prejudices and not own experiences 

about the other countries where the Brazilian gay guy have back up on his statements 

because of his direct experience with the Brazilian culture.      
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4.3: Sexuality and Gender and performativity 

From the selective coding of my interviews the above mentioned combination of 

categories were found. The results of analysis will be backed up by quotations from 

the interview transcripts and some of the interview persons’ accounts will be 

integrated in the analysis and some left out in relation to whether it is considered 

relevant.    

 

4.3.1: The views of homosexuals with Danish background: 

 

Interview person A states: 

“…It is really interesting, because I live a very different life than most of my 

colleagues – most of my colleagues have founded families with small children – 

either a long time ago or they are about to do it and they live a somewhat different 

life – so it is sometimes, I think, difficult because I work a lot at home because I have 

colleagues around the world instead of her, but when I sit at the office at Microsoft 

in Denmark and go down to eat lunch – it is difficult to find common subjects that 

extends beyond Microsoft – because I don’t have anything to talk to him about – 

about children, school and foundation of family with children and I don’t think that 

they can talk about party experiences in the weekend…” (Interview Transcript A: 

p.7, line 1-12)
26

 

                                                           
26  ”…Den er i virkeligheden interessant, fordi jeg lever et meget anderledes liv end de fleste af mine kollegaer, de fleste 

kollegaer de render rundt og har stiftet børnefamilier enten har for længst eller er i fuld gang med det og lever et noget 

anderledes liv - så det er jo altså - det har nogle gange, synes jeg, været svært fordi nu arbejder jeg meget hjemmefra fordi jeg 

har kollegaer rundt omkring i verden i stedet for her, men når jeg sidder ude på kontoret og tager ned og spiser frokost kan det 

godt være lidt svært at finde fælles emner, der går uden for Microsoft altså fordi så jeg har ikke noget at tale med ham om, om 

børn og skole og familiestiftelse og jeg tror ikke de har meget at tale med om festoplevelser i weekenden…..” 
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Interview person A - Gay man - has difficulty with identifying himself with 

heterosexuals and lesbians within the Microsoft organization who have started or 

about to start their own families – there are not enough common topics to talk about 

when he eats lunch at the Danish Microsoft office because the heterosexuals talk 

about starting family and Interview person A would like to talk about parties in the 

weekend. Thus, clues of a heteronormative culture appears that restrict interview 

person A’s  sexual orientation and gender performance – he cannot to the same 

degree display his homosexual identity with the parties in the weekends and his 

gender – being a male homosexual is restricted by the fact that he hasn’t started a 

family like the normal heterosexual within Microsoft. It is even as if we are talking 

about two separate cultures in the Microsoft Organization – one of male 

homosexuals without children living like the young people with parties during the 

weekends – and heterosexuals, male and female and perhaps also lesbians with 

children living the consolidated life with family, car and dog in the suburban cities. 

Therefore, it is possible to talk about an underlying power structure, which is 

inherent in those identities that come to play at part of the organization – there is a 

prevailing heteronormative culture that the homosexual doesn’t feel a part of and the 

homosexual submits to.  

Interview person B states: 

”…So in that way you could say that by being conscious about the fact that I am part 

of a minority at work just by virtue of my gender – we are only 25% women in 

Microsoft and in many of the settings, where we have customers, women are still in 

the minority – if you don’t have an eye for that – then you lose your target group, so 

I want to say that my gender has a significance for how I look upon my work and my 

perspective on the world, but not my sexuality”  (Interview Transcript: p. 3, line 40-

45)
27

.  

Interview person B - lesbian woman – is clearly a feminist. Interview person B 

decouples gender and sexuality by saying that she is part of a minority by the virtue 

of her gender – because there are only 25 % of women in Microsoft and this gender 

                                                           
27 ”… Så på den måde kan man sige, at ved at være bevidst om, at jeg selv er en minoritet på arbejdspladsen bare i kraft af mit 

køn, vi er kun 25% kvinder i Microsoft i Danmark og mange af de sammenhænge, hvor vi har kunder, der er kvinder også i 

mindretal, hvis man ikke har blik for det så misser man faktisk sin målgruppe, så jeg vil sige at mit køn har en betydning for, 

hvordan jeg ser mit arbejde og min måde at gå til verden på, men ikke min seksualitet 
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perspective is important in how she performs her gender identity as a women – it has 

consequences for how she looks upon her work and how she looks upon the target 

group of women buyers of Microsoft products as well as it has a consequence for her 

perspective on the world, more generally. This gender identity and the performance 

hereof are totally disconnected to her sexual orientation – and therefore gender 

comes in the foreground as an important category that is not interrelated to sexuality. 

This inconsistent with interview person A who clearly states that there is a 

connection between his sexual orientation and the way he performs his gender in 

regard to a heterosexual culture of child families at work.  

 

4.3.2: The views of homosexuals with other national background: 

 

Interview person C states: 

“….when I go back to Brazil I think I placed myself more as between equals of men – 

because we opened the door for women – we let them go first in the lift – in the 

restaurant we might pull a chair – so things that I actually associate to the male role 

and also the gentlemen, which I have brought up with and liked and that is a thing 

that here you don’t do that – it is, you know, I kind of have to…if I sometimes feel 

why do I open the door for a woman…I can do that myself – I feel an independent 

attitude from the women here, but it is sort of a joke and we bring it in as a funny 

thing…..”(Interview Transcript C: p.5 line 8-16) 

Interview Person C - Gay man – actually touches upon both nationality and gender in 

his perceiving how he in the Brazilian culture was placed more on equal footing with 

male attitude for example in being a gentleman and opening the doors for women. 

Here in Denmark, women are much more independent and he doesn’t have to open 

the doors for women anymore – which are used in a casual tone at the workplace. 

Therefore, interview person C – don’t identify with the typical stereotypical male 

role after he came to Denmark and he performs his gender identity within the cultural 

norms of the Danish culture and in line with treating the other female gender as equal 

to the male gender. Hence, in accordance with interview person B – interview person 

C does not talk about the connection between sexual and gender performativity, but 
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instead focuses on the connection between nationality and cultural background and 

consequently the performance of gender.    

“…but in this company there hasn’t been any power distance because of being gay 

or not gay – male gay – no not at all, but if that adds to the conversation, I like 

working for a group that have different agendas – male or female that suits me – that 

suits me better – much much better – I like to work with women and I just think that 

the communication flows better, but I work with men – I have a lots of work to do 

with male colleagues and it doesn’t prevent me working with them because of my 

sexual orientation, no” (Interview Transcript C: p. 6, line 2-10). 

Interview person C, however, does not settle for the connection between cultural 

background and performance of his gender identity – he also mentions his sexual 

identity does not have a significant influence on whether he likes to work together 

with a woman or a man. So his sexual orientation is not connected to his gender 

performance of working with either men or women, which is compatible with 

interview person B that states that her sexuality has nothing to do with her gender.  

Interview person D: Lesbian woman - Gender is not important for Interview person 

D – but rather being an expatriate has more meaning for her and she spoke several 

times in front of groups as an expat in regard to her experience of living in Denmark 

with her partner. Therefore, the cultural background is more important to her than her 

sexual- or gender identity (Interview Transcript D: p. 13, line 15-22).  

 

4.3.3: The views of heterosexuals with Danish background: 

 

Interview person E states: 

“…In fact, I am not that worried about homosexuals, I am much more worried about 

women in reality because there is a majority of men in Microsoft and this has some 

effects – if a group of men are sitting down and a beautiful woman comes by, then 

there will come remarks about that woman and you turn your head and things like 

that – this can in some way or another be discriminating or be experienced as 



 55 

discriminating – In don’t know, but it is probably a more vulnerable group – other 

things being equal…”(Interview Transcript E: p.4 & 5, line 32-38 & 1-3)
28

 

Interview person E – heterosexual male – states that women are a more vulnerable 

group than men – there is nothing about how he performs his own gender identity – 

but states that some groups of men perform their gender by coming up with remarks 

about a beautiful woman passing and turning their head and thereby discriminating 

women, which is a typical heterosexual male dominated environment – where gender 

is performed on the basis of the majority power of heterosexual men in the culture of 

the organization. Therefore, interview person E is more worried about the women as 

a group within the Microsoft organization than homosexuals. Therefore, gender 

comes into the foreground of analysis and sexual orientation is perceived as 

unimportant her – compatible with interview person B. The following quotation 

backs up my argument. 

Yawns, generally, I think that men have bigger homophobic dispositions than women 

– it is a prejudice that I have – it is not something that I know for sure – there is no 

difference in…..so I don’t think that a female worker will look upon a male 

homosexual in the same way – a female worker will probably not see any difference 

in whether she is working with a male of female homosexual while a male worker 

might – or at least some male workers will have a little reluctance to deal with 

homosexuals or feel intimidated - if it was a male homosexual he had to work 

together with or live in the same room with….”(Interview Transcript E: p. 7, line 5-

21)
29

 

Again if we turn to how lesbians and gays are perceived within the Microsoft 

Organization the gender performance seems to gain salience. Men are more disposed 

                                                           
28 ”…. jeg er faktisk ikke så bekymret for homoseksuelle, jeg er mere bekymret for kvinder i virkeligheden, der er jo et overtal 

af mænd i Microsoft og det kan have nogle effekter, hvis der sidder en gruppe mænd og der kommer en god kvinde forbi så 

kommer der nogle bemærkninger eller man drejer hovedet og sådan noget og det kan på en eller anden måde måske være 

diskriminerende eller opleves diskriminerende på en eller anden måde, det ved jeg ikke , men det er nok en mere udsat gruppe - 

alt andet lige…..” 
29 ”….Gaber, altså generelt, så tror jeg, at mænd har måske en større homofobisk tilbøjelighed end kvinder - det er en fordom 

jeg har, det er ikke noget jeg har noget at have i……. der er ikke nogen forskel på, så jeg tror ikke, jeg tror ikke en kvindelig 

medarbejder vil se på en homoseksuel mand måske ligeså – altså en kvindelig medarbejder ville nok ikke se forskel på om der 

var en kvindelig eller en homoseksuel mand hun arbejder sammen med, mens måske vil en mandlig medarbejder, nogen 

mandlige medarbejdere have lidt berøringsangst eller føle sig lidt intimideret, hvis det var en mandlig bøsse, som han skulle 

arbejde sammen med eller bo sammen med på et værelse for eksempel…..,” 
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for being homophobic in relation to their male homosexual colleagues and feel easier 

intimidated by their behavior whereas female heterosexuals and workers are 

indifferent to whether they work together with male or female homosexuals in the 

Microsoft organization. This is, of course, part of the presumptions of interview 

person E – and there is only partly back up for this statement. Therefore gender and 

sexuality is important to male heterosexuals whereas gender and sexuality has no 

meaning for female heterosexuals. 

Interview person F –Heterosexual woman – states that men, humor and sex and the 

degrading humor about women in the Microsoft organization happens, but are not all 

too common. This confirms the heterosexual male dominated environment within the 

Microsoft organization even though it does not happen all too often (Interview 

person F: p. 5, line 1-5). As well, interview person F, emphasizes that there is no 

difference in the heterosexuals’ views of lesbian and gays – they rather perceive 

them in virtue of whether the male or female homosexuals are good at their job. 

Therefore,  heterosexual men perform their sexuality and gender at the expense of 

the heterosexual women whereas there is no discriminating behavior towards 

lesbians and gays, which is incompatible with interview person E’s account.  

(Interview Person F: p. 7, line 5-11). 

 

4.3.4: The views of heterosexuals with other national background: 

 

Interview person G states: 

“I would work better if they a good project managers – so I don’t see a point I 

differentiating whether the homosexual project managers are male or female 

because I don’t think that matters…” (Interview Transcript G :, p. 6, line 11-13) 

 

Congruent with interview person F and incongruent with interview person E – 

interview person G states that it is in virtue of being good project managers and not 

by virtue of their gender or sexuality – whether being a female or male homosexual – 

that he perceives them – he simply doesn’t differentiate between them.  
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Ahh….OK, well I don’t think they have different views – I mean, male and female 

heterosexuals – probably if any - what do you call it – I suppose female 

heterosexuals may develop closer relationships with male homosexuals - I don’t 

know – but I guess for male it is – for male heterosexuals it is pretty much the same 

whether it is a female or a male - hetero or homosexual…” (Interview Transcript G: 

p. 6, line 33-38). 

However, interview person G still believes that female heterosexuals will be more 

accepting in relation to male homosexuals, where as for male heterosexuals it is the 

same whether it is a female or male homosexual or heterosexual – there is no 

differentiation. Thus, this is compatible with interview person F, but incompatible 

with the interview accounts of interview E in line with the fragmentation perspective, 

and therefore according to interview person G you cannot talk about a 

heteronormative culture within the Microsoft Organization.   

 

Interview person H states: 

“…I think the only difference would be a woman interacting with a woman versus a 

man interacting with a man meaning….or, you know a woman interacting with a 

man –I think there is a little bit of societal norms about how women and men 

interact, you know, the man opening doors of women or whatever, but that has 

nothing to do with sexual orientation that is just a way….men in Denmark are 

brought up to be gentlemen, which I think is nice and the women are brought up to 

speak their mind – I think it is awesome, you know…..no I don’t think so, and I have 

seen as many gay men and as lesbian women do well as this company – I haven’t 

seen any differential there with the barrier of IT-women leaders get to a certain level 

and it is mostly men – and again Microsoft is trying to break through 

that…..(Interview transcript H: p. 11, line 26-38).   

Interview person H – heterosexual woman – speaks both of sexual orientation in 

regard to doing well within the Microsoft Organization and about gender where there 

a societal norms of how women and men should relate to each other for example in 

men being gentlemen and opening the doors for women. Here interview person H 

also talks about the cultural difference of men in Denmark being brought up to be 

gentlemen and women to speak their mind. Thus men and women in the Microsoft 
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Organization, according to interview person H, performs their gender differently – 

either being gentlemen or speaking their mind and be independent. Both gay men 

and lesbian women can do well in the company why it isn’t sexual orientation that 

makes the difference, but rather cultural background and societal norms of the 

behavior of men and women. Interview person H also talks about the glass ceiling for 

women IT-leaders and breaking through this with Microsoft diversity policies. Thus, 

the performance of sexual orientation is not important, compatible with interview 

person F and G, but gender is important and the performance hereof constituted by 

the societal norms. Interview person F’s view that gender is important is compatible 

with interview H, but interview person G’s perception that gender and sexuality is 

not important is inconsistent with interview person H, which creates ambiguity 

across the interview transcripts and multiplicity in interpretations in accordance with 

the fragmentation perspective.  

 

4.3.5: Part-Conclusion: 

 

Thus, there are both consistencies and inconsistencies and ambiguity in my interview 

accounts of sexuality and gender and performativity. The multivalent interpretations 

of my interview transcripts shows that gender is more in the foreground of the 

analysis than sexuality, even though sexuality is also salient. The interconnections of 

gender and sexuality are prevailing in the analysis. Sexuality and gender and the 

performance hereof are important to almost all my interview persons including A, B, 

C, E, F, H although in different ways. Interview person D and G talk more generally 

about being expatriates and being good project managers in relation to the gender 

debate. Although interview person G also mentions that female heterosexuals 

develop closer relationships to male homosexuals, but that is just his presumption.  

Therefore, in order for me to answer my hypothesis 2 in the beginning of this Master 

Thesis, of the assumption that; The heterosexuals within the Microsoft Organization, 

both heterosexual expatriates and heterosexual Danish employees, will be more 

reluctant to accept and include homosexuals in the work organization, where female 

heterosexuals will be more positively engaged than male heterosexuals in accepting 

and recognizing homosexuals in the work organization. I have already answered the 
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first part of this assumption, but the second part of this assumption that female 

heterosexuals will be more positively engaged than male heterosexuals in accepting 

and recognizing homosexuals within the work organization. This assumption must be 

modified because there are clearly some statements in the above paragraph that backs 

this up such as for example interview person E and G – says that female 

heterosexuals will be more accepting towards male homosexuals whereas interview 

person F states that there is no differentiation in this. Thus, this assumption must be 

modified.   

 

4.4: Overlapping and interrelated identities 

This section’s aim is to come up with some conclusive remarks in relation to the 

overlapping and interrelated categories of sexuality, nationality and gender of the 

social identities of the Microsoft employees and how these categories are negotiated. 

In respect to the different interview accounts, this section, will summarize the 

findings of some of my interview person’s rich description of the interrelatedness of 

categories whereas other interview person’s account will be dealt with more 

thoroughly in light of new quotations to back up my arguments.   

 

4.4.1 The views of homosexuals with Danish background: 

 

Interview person A does not mention the interrelatedness of these categories except 

from what he has given under the other paragraphs, which will be summarized 

below. Interview person A emphasizes the mutually constitutive and interrelated 

categories of sexuality and gender in his account of the clue of a heteronormative 

culture of the conversational topic in the staff restaurant where heterosexuals talk 

about their families with children and he feels excluded from this conversation and 

instead would like to talk about the parties in the weekends because he has no 

children and is not part of that culture that is predominant in Microsoft. However, 

interview person A does not see an interconnectedness of sexuality and nationality 

because he has no specific account of nationality and how this influence sexuality or 

gender, instead he refers to interview person C, who in virtue of having a Brazilian 
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background as expatriate in Microsoft must know more about this subject (Interview 

Transcript A: p.18).  

Interview person B – lesbian woman emphasizes mostly the gender debate at 

Microsoft where only 25% is women in the Microsoft Organization and this is 

important in performing her gender identity at work. She looks upon women buyers 

of Microsoft products from a feminist perspective and it is the ruling principle of her 

world view. Therefore, interview person B talks mostly about her gender 

performance rather than the interconnectedness between gender and sexuality and 

decouples gender and sexuality, which falsifies the intersectionality approach. 

Therefore, gender comes into the foreground in the analysis instead of sexuality and 

gender together. 

 However, to verify the intersectionality approach, interview person B describes the 

varying connections between nationality and sexuality where we in Denmark are on 

the middle road between accepting and recognizing homosexuals in the workplace 

compared to the U.S. and the Middle Eastern countries. Thus, culture and sexuality is 

interconnected and prevailing in the results of this analysis.  

 

4.4.2 The views of homosexuals with  other national background: 

 

Interview person C –gay man with Brazilian national background introduces a whole 

new interconnectedness between categories – one of the interrelatedness and 

mutually constitutive relationships between nationality and gender, without focusing 

on sexuality. In the Brazilian culture, he has been more used to be a gentleman – 

opening doors for women – where he is, instead in the Danish culture, more on equal 

footing with the women in the Microsoft organization because women are more 

independent than Brazilian women. Thus, he performs his gender identity within the 

cultural norms of Danish culture. However, interview person C also makes the 

connection between nationality and sexuality, where he is a spokesperson for his 

sexuality back in Brazil and brings the Microsoft diversity culture back to Brazil and 

in that way both describes nationality in Microsoft Denmark and the importance of 

his own sexuality and the performance of this in Denmark and in Brazil.     
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Interview person C is clearly invited to talk both about sexual orientation as well as 

national background and through the GLEAM-network (Gay and Lesbian employees 

at Microsoft) they do a lot of presentation on the background of their sexual 

orientation and represent the promoting work with regard to their sexual orientation 

through the Pride Parade participation (Interview transcript C: p. 6, line 17-28). 

Both nationality – his Brazilian background – the fact that he is proud of being 

Brazilian and his sexual orientation is important – but perhaps because he has 

accepted his sexual preference and because the work environment has recognized 

him as a homosexual – sexuality is not as important as his national background even 

though there is a strong mutually constitutive relationship between these categories 

(Interview person C: p. 16, line 17-31)   

For the homosexual woman with American national background of Interview person 

D, the most important interconnectedness is between sexuality and nationality. She 

mentions the opportunities of the Danish legislative system compared to the 

American legislative system where her partner in Denmark with a work permit could 

work on equal terms with herself, which wouldn’t be possible in the American 

system. As well the Danish culture allows her to perform her sexuality without the 

consideration of going into the closet again, which was very important for her to 

mention. I have some quotations that can back up this interconnectedness between 

sexual identity and nationality: 

“…when this opportunity came up – the fact that I could bring Estelle was what 

really made it possible  - my partner is named Estelle – if we had gone to a country 

where I could not have brought her or she could not have worked I wouldn’t have 

done it”(Interview Transcript D: p.4 line 1-3). 

“…domestic partner benefits that is something that differs from country to country – 

so Microsoft headquarters has internal policies so for example just because 

Microsoft treats us like a married couple doesn’t mean that they could get Estelle a 

work permit in a country that doesn’t permit it – doesn’t allow work permits….” 

(Interview Transcript D: p. 4, line 13-17) 

“…Another point is that if a straight couple brought their spouse their husband or 

wife  - the husband or wife would not be able to work in the U.S. So Denmark has a 
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unique policy and for that I very much appreciate it because we just wouldn’t have 

come if she couldn’t work” (Interview Transcript D: p. 10, line 7-11). 

Even if a heterosexual couple brought their other half to the U.S. – the spouse 

wouldn’t be able to work regardless of sexual orientation – because of the American 

immigration laws. However, interview person D does not emphasize the 

interrelatedness between gender and nationality, but focuses more on nationality 

where she spoke in front of groups as an expatriate about her experience of living in 

Denmark several times (Interview Transcript D: p. 13, line 15-22). 

 

4.4.3 The views of heterosexuals with Danish background: 

 

In interview account E – heterosexual man with Danish national background - gender 

and sexuality are treated separately with no mutually constitutive relationship or 

interrelatedness (Interview transcript E, p. 1-9). Interview Person E – heterosexual 

man - is not very clear on nationality. He states that he hasn’t thought of the problem 

(Interview Transcript E: p. 6, line 21-28). However, sexuality and the 

interrelatedness with gender is rather salient for interview person E. Interview person 

E – heterosexual male – states that women are a more vulnerable group than men – 

there is nothing about how he performs his own gender identity – but states that some 

groups of men perform their gender by coming up with remarks about a beautiful 

woman passing and turning their head and thereby discriminating women, which is a 

typical heterosexual male dominated environment. Moreover, interview person E 

talks about sexuality and gender in how he regards the heterosexual mens’ and 

womens’ attitude toward homosexual men and female homosexuals at work in the 

Microsoft organization. Male heterosexuals might have bigger homophobic 

dispositions toward homosexual men than heterosexual women who are indifferent 

to the problem – that is at least the presumption of interview person E. Gender and 

sexuality has no meaning for female heterosexuals.  

Interview person F – heterosexual woman with Danish national background - mostly 

treats gender and sexuality separately (Interview person F: p. 1-9). Interview person 

F doesn’t believe that your background, either sexual orientation, cultural 

background or age is important in determining these minorities rights. By sitting in 
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the Diversity Council and promoting the right of minorities regardless of 

background, sexual orientation, gender, age or cultural background, she perceives 

everybody in the Microsoft Corporation as just another human being regardless of 

background. However, gender and sexuality as interconnected is salient. Interview 

person F states that men, humor and sex and the degrading humor about women in 

the Microsoft organization happens, but are not all too common(Interview person F: 

p. 5, line 1-5).  

 

4.4.4 The views of heterosexuals with other national background:  

 

Interview person G mostly tells the story of sexuality and nationality treated 

separately(Interview person G: p. 1-8), however, interview person G sees the 

mutually constitutive relationship between sexuality and nationality – thereby 

analyzing that there is ambiguity, because on the one hand, interview person G states 

that homosexuals are not more accepted in the Western part of the world than in the 

Eastern part of the world, on the other hand, he states that it is a taboo and he has 

never met an Indonesian that mentions that he is a homosexual – which is part of his 

prejudices and presumptions. Interview person G also doesn’t see an 

interconnectedness between sexuality and gender even though he is full of 

descriptions about this topic. Interview person G states that it is only in virtue of 

being good project managers and not by virtue of their gender or sexuality that he 

distinguishes them.  However, interview person G still believes that female 

heterosexuals will be more accepting in relation to male homosexuals, where as for 

male heterosexuals it is the same whether it is a female or male homosexual or 

heterosexual – there is no differentiation – which again is part of his presumptions 

about the issue. Therefore, he also connects sexual orientation with gender. 

Interview person H – heterosexual American woman - both treat nationality and 

gender separately and have rich interview accounts about it, but at the same time she 

sees the interconnectedness between culture and sexuality where she states that the 

Danish culture in regard to the openness about homosexuality is a lot like the Seattle 

culture that she comes from. Interview person H also mentions the mutually 

constitutive categories of gender and sexuality where she speaks both of sexual 
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orientation in regard to doing well within the Microsoft Organization and about 

gender where there a societal norms of how women and men should relate to each 

other for example in men being gentlemen and opening the doors for women. 

Moreover she speaks about the relation between nationality and gender – as one of 

the few interview persons - whereby she speaks about the cultural difference of men 

in Denmark being brought up to be gentlemen and women to speak their mind.  

 

4.4.5 Part-Conclusion 

 

The social identities of the Microsoft employees are negotiated at the intersection of 

sexuality, nationality and gender. Thus, this section shows the differentiated picture 

of how social identities are negotiated of the Microsoft employees – answering my 

main research question. Hence, the conclusion is that my interview persons’ more 

often see interconnecting and overlapping social identities of two categories, such as 

sexuality and nationality, sexuality and gender, and a few see the interrelatedness 

between gender and nationality even though many interview persons treat these 

categories separately as well. Thus, these social identities are negotiated in a myriad 

and intertwined and overlapping way across categories. However, the interview 

questions I have posed have significance for the answers and the interrelatedness of 

categories I get as interview results.  
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4.5 The GLEAM-network and an non-participant observation of the 

network meeting: An inclusionary or exclusionary everyday practice at 

Microsoft30:  

4.5.1 HR-manager, Hellerup, Denmark – and the GLEAM-meeting: 

 

I will start off with the following quotation: 

“….I think it is because we have it in our DNA – in our culture that diversity is a 

good thing – because we fundamentally celebrate it – then it is as well easier to say – 

that it is likewise for homosexuals as it is for gender and age – and I think that we 

fundamentally as a company believe that it is an advantage for us……all studies 

show that if you have a homosexual employee, who doesn’t come out of the closet – 

then their productivity is considerably lower than it could have been….” (Interview 

Transcript I: p. 5, line 11-33)
31

. 

In this paragraph the HR-manager connects the “outness” of LGBT-employees and 

their effectiveness and productivity at the workplace which again will have an effect 

on the bottom-line and financial performance of the Microsoft Corporation. This is 

the prime reason behind having a diversity policy within the Microsoft organization 

that there is this economic benefit of their policy. This is, of course, implemented as 

a very inclusionary everyday practice throughout the organization and will be 

discussed in relation to the interview persons’ and the network-meetings’ statements 

whether it is actually so inclusionary or rather exclusionary in approach.    

                                                           
30 I would have liked to have a section that aimed to uncover the inclusionary and exclusionary everyday practices at the 

Microsoft organization, which through its formal as well as informal cultural attributes led to recognizing or discriminatory 

practices at Microsoft, which consequently would affect the job-satisfaction, organizational commitment and well-being of 

homosexuals within the organization. However, there is not any room for such a section – which is why I will focus on the 

GLEAM-network as part of an inclusionary or exclusionary everyday practice. I would like to refer to the interview transcripts 

if you want further information on how formal and informal social practices affect the Microsoft employees’ job-satisfaction, 

organizational commitment and well-being at the workplace.  

31 ”…Jeg tror, at fordi at vi har det her i vores dna - altså i vores kultur at mangfoldighed er godt - fordi vi hylder det sådan 

helt grundlæggende - så er det også nemmere at sige - at så er det selvfølgelig også for homoseksuelle - ligesom det er for køn - 

og ligesom det er for alder - og jeg tror at vi grundlæggende som virksomhed tror på at det som sagt er en fordel for os…. at 

alle studier viser jo - at hvis du har homoseksuelle ansat - der ikke tør stå ved deres seksualitet - så er deres produktivitet 

markant lavere end den kunne være …” 
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The HR-manager, Hellerup continues: 

“….This Employment Group GLEAM – we can support them - and the more open 

they can be about their sexuality – the more we hope that if there are others that are 

for example homosexuals who haven’t come out of the closet – that they get an 

inclination to do so and we also hope that when we are part of Copenhagen Pride we 

are considered as a diverse workplace – where others for example homosexuals 

would like to work….” (Interview Transcript I: p. 2, line 1-9)
32

. 

The GLEAM-network (Gay and Lesbian employees at Microsoft) is one of the 

policy measures that Microsoft has in insuring that there is a good environment at 

Microsoft where their homosexual employees can come out of the closet and through 

the participation in the Pride Parade make advertisement for the company as a 

diverse company where other homosexuals outside the company strives to work. 

This is another dimension to the diversity work within Microsoft that the HR-

manager from the Hellerup site adds. This GLEAM-network is, of course, as a group 

a very inclusionary measure to implement in an organization. 

The HR-manager, Hellerup again continues: 

”….You could say that we hope that we have a considerable amount of homosexuals 

here because it is probably only the ones that has signed in under the banner of 

GLEAM – but there can also be somebody who hasn’t done that yet, but just feel 

better comfortable all other places because they already know they can be open 

about their sexuality – they have the evidence of those who have chosen to be open 

about their sexuality who thrives strongly - and hopefully they are not anyone who 

have this sexual preference than homosexuals or heterosexuals – who feel that they 

                                                           
32 ”…Den her employment group som GLEAM er ved at vi kan støtte dem og jo mere åbne de kan være omkring deres 

seksualitet - jo mere håber vi at hvis der er andre altså f.eks. homoseksuelle der ikke er sprunget ud af skabet - at de får lyst til 

at gøre det og vi håber selvfølgelig også at når vi er med i Copenhagen Pride - at vi bliver opfattet som en mangfoldig 

arbejdsplads - hvor andre f.eks. homoseksuelle kunne tænke sig at arbejde…” 



 67 

can’t tell it – it is in every case our hope….” (Interview Transcript I: p. 3, line 25-

35)
33

. 

This is an interesting quotation because here the HR-manager implies that she knows 

that it is not all homosexuals in the Microsoft Denmark organization that are 

members of GLEAM because as she states they simply don’t feel an urge to be 

member for the reason that they already know they can be open about their sexuality. 

It will be interesting to compare this statement from the HR-manager with the 

interview accounts of my homosexual interview persons and perhaps compare it to 

the statements of the GLEAM-meeting – my non-participant observation. From the 

statements in the GLEAM meeting it becomes evident that the gay and lesbians part 

of GLEAM at Microsoft are so few that they lack the resources to organize and plan 

all the LGBT-relevant events, which is why they only focus on their Pride Parade 

activity. In the below quotation, you can see these statements.    

Network-meeting: 

“Speaker 2, gay man MDCC: SO the other topic we discussed with the PR and 

diveristy-manager at MDCC is about the commitment from GLEAM and the lack of 

resources that we actually have to put this in place and also the need to have a 

project manager to run all the tasks that we have and keep track of finance and also 

discuss the reduction in our scope as well – that we are moving away from the Pride 

Square and just focus on the Copenhagen Pride and we want to get back to what 

GLEAM’s role can be and who would be leading this – I have already suspected that 

I will not be able to take that role this year and so we need to find who in GLEAM or 

Hellerup or here can take that role – speaker 5 and me agreed that it is important to 

have someone who is leading or at least following up on what needs to be 

accomplished, so that is still a conversation that we need to have as well. The PR 

and diversity-manager at MDCC understands that we are a much smaller group, so 

that makes some difficulty there for us to make a project as we have done so far and 

from their side they can’t give us any resources – they are very very full with all their 

                                                           
33 ”…man kan så sige vi håber at vi har en god portion homoseksuelle her - fordi det er nok kun dem der har meldt sig under 

fanerne i GLEAM - men der kan jo også være nogen der ikke har gjort det endnu - men bare føler sig bedre tilpas alle andre 

steder - fordi de ved at de godt kan være åben - de kan jo se at dem - der har valgt at være åben omkring deres seksualitet - jo 

trives i bedste velgående og forhåbentlig er der ikke nogen der har denne seksuelle præference end homoseksuelle eller 

heteroseksualitet - der føler at de ikke kan sige det, det er i hvert fald vores håb…” 
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activities already with summits and conferences so they have some big thing coming 

up close to the Copenhagen Pride, so it is clear that they can’t help us with that…”       

(Interview J: Non-participant Observation: p. 12, line 19-39). 

In this statement the gay man from MDCC (Microsoft Development Center 

Copenhagen) seeks a project manager or at least at leading figure within GLEAM 

that are willing to take on the projects of organizing the activities in respect to the 

Pride participation and moreover clarifies that the PR- and Diversity Manager at 

MDCC will not be able to handle the activities of the GLEAM-network because she 

is preoccupied with her own work and agendas. On the one hand, it is possible, to say 

that it must be in the interests of the GLEAM members to carry the workload 

themselves because it is their own interests in the organization that they would like to 

further – on the other hand it seems as if the PR - and Diversity Manager at MDCC 

ought to be more interested in helping out – because it is the interest of the Microsoft 

organization to further diversity broadly speaking, which is consistent with the HR-

managers statements. However, this will be dealt with in more detail later on. The 

fact that they are so few in the GLEAM-network might be a sign of an exclusionary 

everyday practice at Microsoft – or maybe there are not that many homosexuals in 

Microsoft Denmark – or lastly it is as the HR-manager states such an open and 

inclusionary environment at Microsoft that homosexuals don’t need to be member of 

a network to come out and be open about their sexuality. Thus, there are both results 

of analysis that point in the direction of exclusionary everyday practices and results 

that point to an inclusionary environment, which is filled with both consistencies and 

inconsistencies.  

The following quotation will be presented:     

“Speaker 5 – other gay man from MDCC: Not really – no, I think we need to….let 

us say that the only take-away that I actually got from the meeting with the PR and 

diversity-manager at MDCC was that what we think as a group we can come into, so 

we can start setting realistic ambitions and come up with some kind of vision for 

what we want with the resources that we have.  

Speaker 2 – gay man from MDCC: Yes, so on that topic – what the PR and 

diversity-manager at MDCC committed to is to actually be the contact person to the 

agency with regard to the production of art work or the T-shirts, which is a task that 
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GLEAM took care of last year. This was talked about – what should be the looking of 

the T-shirts and the banner – the PR and diversity-manager at MDCC also agrees 

that we should try to find another logo….the…..(?)…..is getting pretty old now and 

she suggests that we stick to the: “Come as you are – do what you love” logo that we 

have been using in other years as well – so we will basically meet the agency to do 

some art work - we can then create a new banner – and as for the T-shirts, she 

suggests that we should have different colors to just bring out that diversity 

aspect…”(Interview J – Non-participant Observation: p. 8, line 7-38). 

Thus, the GLEAM-network, according to the PR-and Diversity Manager at MDCC, 

needs to have realistic goals for the activities they take on as a group – they need to 

set realistic ambitions in regard to the resources of the GLEAM employee group. 

Additionally, the PR-and Diversity Manager actually commits to being the contact 

person of the agency who is going to produce the artwork and T-shirts for their Pride 

participation, which implies that the Diversity Manager from MDCC actually 

complies to the diversity goals and ambitions of the Microsoft company. This is 

consistent with the HR-manager’s statements and part of an inclusionary social 

practice at Microsoft.  

Therefore, at the GLEAM-meeting they are only talking about the Pride Parade 

participation and whether the young employee resource group and the Womens’ 

group are going to participate as an ERG (Employee Resource Group) and whether 

they will take on some of the tasks in relation to the organization and planning of the 

Pride. Additionally, they are talking about the workload in connection to the 

planning and organization of Pride where the GLEAM group - because it is so small 

don’t have all the resources to take care of the planning process in relation to the 

Pride Parade, which I will compare with Interview persons’ accounts in the 

following. The network-meeting is primarily about the discussion about the 

production of T-shirts, the color of T-shirts, logo, bicycles or floats, production of 

banners and flags etc. This limitation to the scope of social activities within GLEAM 

implies that the everyday practices are not that including as it could have been – 

through more social activities they could perhaps recruit even more homosexuals 

within the Microsoft organization and create and inclusionary culture around the 

event of being a homosexual in the organization.  
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4.5.2 The views of homosexuals with Danish background:  

 

The above mentioned is also mentioned by interview person A’s – gay man, Danish 

national background - rich interview accounts. 

“….It is a good question – what do we do - because we have searched for what the 

aim of this group really was – we are not that many – you will see that next week and 

the group has been used for the purpose of organizing the things that Microsoft 

should participate in of LGBT-events –we have chosen to make much of it – formerly 

we tried to be more social and perhaps we ought to do that again, but after we 

became so few – then it has disappeared a little bit –and then the aim became more 

of organizing Pride – it is what we do right now and perhaps we lack to think new 

thoughts about what we could use such a network for and how we could become 

more including because the way that it functions right now – you should be 

interested in organizing some social events to be part of the group – it is not as if we 

go to the theatre or do something social together…..because we figured out that 

when we sit and are 5 people out of approximately 1000 employees in Microsoft 

Denmark – then we are in every case under-represented…” (Interview Transcript A: 

p. 14-15, line 26-39 & line 1-14)
34

. 

Hence, interview person A, mentions the fact that GLEAM is an under-represented 

group in Microsoft, when only 5 persons out of 1000 employees are part of the 

GLEAM-network, and implies that the everyday practice at Microsoft is not as 

inclusionary as the organization and HR-manager aims to be. Moreover, if more top-

leaders would say that they were gay – this would bring more job-satisfaction and 

well-being to interview person A’s life – see the following quotation: 

                                                           
34 “…Det er et godt spørgsmål, hvad laver vi, fordi vi har meget ledt efter at finde ud af, hvad vi egentlig skulle med det, vi er 

jo ikke særlig mange, det får du at se i næste uge, og det er, det har været meget brugt til at organisere de ting som Microsoft 

skulle deltage i af LGBT events - altså det har vi valgt meget at gøre ud af, tidligere prøvede vi at være mere sociale og det 

burde vi måske gøre igen, men efter vi blev lidt færre - så er det bare sådan gledet lidt ud og så er det blevet til lidt mere sådan 

en, nå men, det er så os, der organiserer Pride…….. men det er meget det vi gør lige nu og vi mangler måske en eller anden 

måde at nytænke, men hvad kunne vi bruge et netværk til og hvordan kunne vi måske blive mere inkluderende fordi, på den 

måde det fungerer nu, der skal man jo interessere sig for at organisere nogle events for at være med - det er ikke sådan, at vi 

tager i teatret og laver et eller andet socialt sammen… fordi vi kan godt regne ud, at når vi sidder, jeg tror vi er fem eller sådan 

noget, ud af knap 1000 medarbejdere i Danmark, så er vi i hvert fald under-repræsenteret…” 
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 “…I think it could be cool, if there were more definitely open top-leaders – I think it 

is a bit a shame that the ones that we know are homosexuals – are maybe not 100% 

open in regards to the company….” (Interview Transcript A: p. 14, line 9-20)
35

. 

It would be a more including environment for the homosexuals within Microsoft if 

more top-leaders were out of the closet. Compatible with interview person A and 

incompatible with the HR-manager’s statements, interview person B, who are a 

lesbian with Danish national background. Interview person B states the fact that the 

top-management in Hellerup hasn’t understood this diversity policy in their hearts 

and that they more fully understand the importance of the diversity work at the 

Microsoft Development Site in Vedbæk, gives her a lack of jab-satisfaction and well-

being in the workplace.    

 “….No, that would a strong exaggeration  - they do it because they have to – but all 

of that charter – I don’t think they could care less – it doesn’t mean anything to them 

– that is for sure – do you feel it – yes, you actually do – you do and you do it the 

way that we have two locations in Microsoft Denmark – we have an international 

location up in Vedbæk, which is a Development Center – then we have the Danish 

subsidiary, where I work – practically on a daily basis the two locations don’t have 

much to do with each other, but in LGBT weeks we have as employees this 

Employment Resource Group (ERG) – we call it in Microsoft – here we work closely 

together and we see that the top-management at our Development Center has an 

entirely different understanding of it  - I feel that this policy is in fact important to 

them and they have understood it in their own hearts that all kinds of diversity – 

ethnic diversity,  age diversity, gender diversity and sexual orientation is 

important….” (Interview B:  p.10, line 9-23)
36

 

                                                           
35 ”….Altså, jeg synes det kunne være fedt, hvis der var flere deciderede åbne topledere, det synes jeg er lidt ærgerligt, at dem 

som vi godt ved er det - måske ikke er 100% åbne over for virksomheden….” 
36 ”…..nej det ville være en stærk overdrivelse - de gør det fordi de skal, men hele det der charter - så tror jeg de er fløjtende 

ligeglade - altså det betyder ikke en skid for dem - det er helt sikkert - mærker man så det – ja, det gør man faktisk - det gør 

man og det gør man på den måde at vi i Microsoft har to afdelinger i Danmark - vi har en international location op i Vedbæk, 

som er et udviklingscenter, så har vi det danske datterselskab, som er der hvor jeg arbejder, i praksis har vi ikke specielt meget 

med hinanden at gøre til daglig, men på LGBT uger har vi som medarbejdere Employment Resource Group (ERG)kalder vi 

dem i Microsoft, der arbejder vi meget tæt sammen og der ser vi altså, at ledelsen for vores udviklingscenter har en hel anden 

forståelse for det, jeg føler, at denne her politik faktisk er vigtig for dem - og har forstået helt ind i deres eget hjerte al slags 

diversitet - etnisk diversitet, aldersmæssig, kønsmæssig og seksuel orientering….” 
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Well-being and job-satisfaction on the other hand comes from the situation where the 

top-management at MDCC in Vedbæk actually marches with the gay employees at 

GLEAM in the Pride Parade. 

 

Interview person B continues: 

….But we see every year that the manager from our Development site in Vedbæk 

marches in the Pride – this doesn’t cost anything – it is not because the Danish top-

management, you know the Danish subsidiary don’t give a budget to this event, they 

do and the Development site does as well, but they have probably not  understood it 

fully at the top-management level that it is not the money that is important – the 

strongest signal you can send as top-management is not that you give some amount 

of money to this event but the strongest signal is that the top-management marches 

and clearly states that this is our reality – it is not a marketing stunt….they have 

never understood this in Hellerup…” (Interview B, p. 11: Line 9-24)
37

. 

Top-management hasn’t understood this symbolic meaning in Microsoft Hellerup 

yet, according to interview person B – where they just budget for the social activities 

in GLEAM, but don’t participate in the Pride Parade. This way top-management in 

Hellerup don’t states that it is actually the reality of the homosexual employees at 

Microsoft that they have a diverse workplace, but instead it seems to be a marketing-

stunt – which is incompatible with the view of the HR-manager from Hellerup. Thus, 

in terms of financing GLEAM’s activities – it is a very inclusionary workplace – but 

on the symbolic level – these inclusionary stated policies lacks to be implemented in 

practice.      

 

                                                           
37 ”…men vi ser hvert år direktøren fra vores udviklingsside i Vedbæk  gå med i Priden, se det koster jo ikke noget - altså det 

koster jo ingen penge, det er jo ikke, fordi at den danske top som vi kalder den altså det danske datterselskab ikke giver noget 

budget til det her, det gør de og det gør udviklingslocationen  også, men det de måske ikke helt har forstået, på ledelses niveau i 

Danmark, det er at det er faktisk ikke pengene, der er det vigtigste, det stærkeste signal man kan sende som ledelse, det er ikke 

at vi giver et eller andet antal kroner til, at i kan lave denne her aktivitet, det stærkeste, det er, at ledelsen går med og stiller sig 

op og siger det her er vores virkelighed, det er ikke et marketings stunt….. det har de aldrig nogensinde forstået i Hellerup…..” 
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4.5.3 The views of homosexuals with other national background: 

Interview person C – gay man with Brazilian background voices the job-satisfaction 

and inclusionary everyday practices of being able to come out of the closet and feel 

confident about it because of the GLEAM-network that makes this even more 

possible. 

“….it was only later that I met one person and was talking about the GLEAM – then 

2 or 3 years ago we got to set up GLEAM officially here at Microsoft Denmark – and 

then that made me even more comfortable and being confident about being out 

because we had support from the business group…..”(Interview Transcript C: p.1,   

line 32-36). 

Additionally, compatible with the network meeting and the non-participant 

observation of this and compatible with the other interview persons’ interview 

accounts, interview person C similarly states that the Pride Parade is the only focus 

for the GLEAM group right now because of the lack of resources and so few 

members.  

 “….I don’t perceive that we are that different….maybe because….I felt that when we 

were a bigger group – we were about 6 people, I think, just here at this campus and 

when we were together – you would feel that we had a code…… GLEAM and to 

promote diversity and so on is not really what I am paid for and that is why I say, 

you know, hey…HR should have that more on their agenda because that is something 

that I see them as space for and fortunately we have a site-leader that is voicing that 

more and when we were a bigger group – we could have more impact and we were 

doing more things because we could share the activities – now it is a lot of work 

and…you know….that is something that we have discussed at the meetings that you 

were pressed and so on and how do we share all these tasks –  do we need a project 

manager or…..we just don’t have it right now so we have to find the ways to do it, 

but right now we are kind of low key, promoting and doing because of lack of 

resources – that is all – it is not….the intention is there…the willingness is 

there……it is just work is the priority for us…..” (Interview Transcript C: p. 14-15, 

line 24-39 & line 1-17 & p. 13, line 24-26). 

Interestingly enough, interview person C voices the opportunity for the HR-

department to have some of the social activities of GLEAM on their agenda, which 
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he believes are part of their tasks and praises the site-leader at Vedbæk that promotes 

diversity, which is compatible with interview person B.  Thus, the distribution of 

tasks because GLEAM-network so small is on the agenda and whether there could 

come a more inclusionary everyday practice by making the HR-management and the 

Site-lead at Vedbæk take on more tasks of the GLEAM-network.  

 

For interview person D – lesbian and American national background - the GLEAM-

Network has an effect on job-satisfaction, organizational commitment and well-

being. She feels protected and supported as an employee and understood in 

coherence with interview person C statement that the GLEAM-network makes it 

possible for him to come out at work (Interview Transcript D: p. 20). 

 In answering which interests the LGBT-network and the GLEAM serves – interview 

person D comes up with the following statement:  

“… I think it serves – I mean obviously the group’s interests and the members of the 

group’s interests but also, I think, it helps Microsoft and I think the group in 

Denmark – I think the people in Denmark were happy that they had a group – when 

the diversity people came – we could say yes we have a group on our site and we 

care about diversity – I think we had common interests and that is partially why were 

able to get the support we wanted and we also…the things we did we took very 

seriously – we managed it as a business – I wanted to make sure if our site was going 

to invest in us they got a return of that investment……. when we marched – for 

example – there was an investment in terms of - one of the return they got was 

employee engagement – what they call engagement, which is employees being 

connected to their workplace….”(Interview Transcript D: p. 20-21, line 23-34 & line 

1-4).  

The LGBT-GLEAM-network serves both the narrow interests of the company, in 

line with the statement of the HR-manager, but additionally, it also serves the 

interests of the group members and can have the effect of stronger organizational 

commitment to the Microsoft Organization, which is one of the returns of investment 

of the company’s diversity policy and engagement in GLEAM. This quotation from 
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interview person D is very much in accordance with the opinions of the HR-manager 

and the top-management in Microsoft.    

“…I think there is a social code – I think the values is our….the thing about the 

LGBT-network is that it is very Washington and U.S. focused…” (Interview 

Transcript D:  p. 21, line 22-27) 

Moreover, there is a specific social code for the GLEAM-network, which is that it is 

very U.S. oriented and Washington focused, which perhaps are even more 

inclusionary in their everyday practice, even though there is not evidence to back this 

up – it is in the U.S. that this diversity policy of Microsoft has its origin.   

The heterosexuals with Danish national background and other national background 

than Danish don’t have particular views about the LGBT-network – GLEAM at 

Microsoft and the function of it, members and composition and which purpose it 

serves in the Microsoft organization. Therefore, this shows that even though they 

have knowledge about this network – it is not something that is on their mind with 

the problems associated with this network – they don’t have a particular interest in 

this. 

 

4.5.4 Part-Conclusion: 

 

In this section, we saw how the inclusionary measures were implemented through the 

GLEAM-network and the problems associated with this. And the conclusion is that 

on the surface of the organization - Microsoft has a very inclusionary policy, but 

when we scratch in the surface it shows that there are some problems regarding this 

GLEAM-network, which shows that there is not a maximal degree of inclusiveness 

in the organization even though the HR-manager states that the Microsoft 

Organization celebrates diversity. Therefore this answers my first hypothesis in my 

introduction that Microsoft has a clearly stated policy about diversity both at the 

internet homepage and in the interview with the HR-Manager from Microsoft 

Denmark and in its citizenship report found on their homepage
38

. Hence, it will be 

interesting to know whether the implemented diversity policy is in accordance with 

                                                           
38 www.microsoft.com, retrieved the 4th of October, 2012 

http://www.microsoft.com/
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the stated diversity policy. Therefore, within the Microsoft Corporation there is a 

difference between the stated Diversity policy and the practice implemented 

throughout the organization through the problems associated with the GLEAM 

network and degree of inclusiveness in the organization that is not 360 degree 

diverse as the HR-manager states, but rather heading for fulfilling their diversity 

goals. The problems with inclusionary everyday practices at Microsoft, of course, 

affect the job-satisfaction, organizational commitment and well-being of employees 

in negative direction. 

 

5.0: Critique of results of analysis: 

 

In the critique of the sexuality and performativity paragraph of the analysis, there are 

clear consistencies and clarity in their account of sexuality in line with the integration 

perspective.  In accordance with homogeinity and harmony - organization-wide 

consensus and loyalty toward the top-management’s espoused values are present - all 

interview persons agree on the fact that homosexuals are included, accepted and 

recognized in the workplace of Microsoft and it is okay to be open about ones 

sexuality – and the heterosexuals don’t see any problem in their homosexuals’ 

performance of their sexuality in the workplace –they even think that it is a 

discussion that is irrelevant and unproblematic. However, there are both 

consistencies and inconsistencies in how they see the problems in performing their 

sexuality unfold, which is in line with the fragmentation perspective. Additionally, 

there are some clues of a heteronormative culture at Microsoft in the mail 

correspondence when new employees present themselves on mail, the sharing of 

rooms between heterosexuals and homosexuals and interview person A talking about 

the conversational topics of Microsoft employees in the staff restaurant of child-

caring and parenting, which is something he as a gay employee feels excluded from. 

This is in contrast with the Queer perspective’s political project of deconstructing the 

heteronormative matrix understanding. However, there are only clues of these 

problems within the Microsoft culture – and predominantly Microsoft is describes as 

an open and tolerant workplace – in line with an organization-wide consensus where 
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interview persons feel included at the workplace and the top-management and the 

HR-manager from Hellerup describes Microsoft as a workplace that celebrates 

diversity. Critically, an integration perspective might be prevailing.   

In the paragraph of sexuality and nationality and performativity; sexuality and gender 

and performativity and overlapping and intertwined categories – the critique is of the 

intersectionality and queer approach that sees queering and intersectionality as the: 

 destabilizing and de-centering of fixed notions of identity in the diversity 

management discourse” (Bendl, Fleishmann & Walenta, 2008: p.383). 

 For example the ambiguous notions of sexual identity, gender identity or national 

identity and the intersection of categories of sexuality, nationality and gender that are 

formed in a myriad of ways and at different levels can be criticized by my results of 

analysis that only shows the connection and intersection of two categories at a time 

of for example; sexuality and nationality, sexuality and gender or nationality and 

gender instead of all three categories in an intersection. This would, of course, 

produce other research results. Many of my interview persons treat these categories 

separately as well – partly falsifying the intersectionality approach, and partly not - 

because the analysis has shown evidence of strong intersecting connections between 

categories. However, the interview questions I have posed and the way I have posed 

them has had significance for the answers and the interrelatedness of categories I get 

as interview results.  

As well in my analysis of some of the interview persons and the HR-manager - it 

becomes obvious that they mention an essentialist perspective in line with the 

integration perspective – where the diversity effort of Microsoft is seen as 

consequence of a bottom-line and financial performance consideration. Thus, they 

are talking about the business case for diversity, as mentioned in my literature 

review. This is in contrast to a purely fragmented view of effectiveness as stated in 

my literature review where ambiguity and un-clarity in the interview accounts can 

lead to unanticipated benefits (Martin, 1992, p. 159). It means that ambiguity can 

have a negative outcome on performance measures.  

In the last paragraph of inclusionary and exclusionary everyday practices at 

Microsoft analyzed through the interview persons’ account of the function of the 
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GLEAM network and what it serves of interests and the non-participant observation 

of the GLEAM-network meeting – there are clear consistencies between top-

managements’ espoused values and commitment to diversity and the interview 

persons’ view on inclusivity in the Microsoft organization – creating an organization-

wide consensus throughout the organization and confirming a more integrationist 

theoretical framework in analyzing this. However, as the analysis showed, there are 

as well clear inconsistencies with the top-managements view and clear consistencies 

coherent with the theoretical framework of multivalent interpretations of the 

interview accounts of the fragmentation perspective.  

In discussing the social code or the informal as well as formal rules of the GLEAM-

network – it would be possible to analyze this from a differentiation perspective – 

noticing that the GLEAM network is a sub-culture – an islands of consensus – that is 

inconsistent with the ruling discourse and culture of top-management.  

Approaching my analysis from an intersectionality perspective, the use of different 

categories get reified as objective and static categorizations – this is a critique point 

from a systemic approach to intersectionality. However, at the same time, there is the 

dynamic and enabling resource of narratives that come into the foreground through 

identity formation and performativity - in that the social identities are interrelated 

and overlapping in various ways. Thus, it is the aim of queer theory to deconstruct 

the functions of these binary categories and reject the form of categorization that 

comes out of dominant power structures and through the performativity as an 

enabling resource in my interview person’s account this is exactly what has been 

played out in the analysis section. 

Moreover, it is a problem with my analysis results that I presume that the only social 

activity that they discuss within the GLEAM-network is the Pride participation 

because I actually don’t have other evidence to back this up, but the interview 

persons’ accounts and the observation of the GLEAM-meeting – it is evident that the 

members of the GLEAM-network discuss the Pride participation in the month of 

April 2012, when they will participate in August. Other topics, without my direct 

knowledge, might be discussed in other parts of the year.     
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6.0 Conclusion: 

 

After critically reviewing the literature in my literature review I found the theoretical 

framework of post-structuralism, among this; the fragmentation perspective, the 

queer perspective and the operationalization of these two perspectives through the 

intersectionality approach were fitting to analyze my raw interview data. I used a 

combination of inductive and deductive approaches in my data analysis through 

grounded theory and the theories of my literature review as framework when looking 

into the categories of the data. Thus, I believe that there is transparency in how sense 

has been made from the raw data and other researchers would come up with the same 

results using grounded theory and the theoretical framework that I have used. Of 

course, it is not possible to verify the assumption, because only one person has 

conducted the analysis, which is why it is difficult to say if similarly results would be 

reached by other observers – it is not several observers that have conducted the 

analysis in this Master Thesis. As well, with reliability, it is my belief that the 

measures will yield the same results on other occasions – because even if there are 

other researcher conducting the analysis – they will find the same results. However, 

other occasions might be about the time frame – the measures might yield other 

results if the data collection and analysis was done two years from now in the future 

– this is an uncertainty factor. As well in the data collection process the high degree 

of structure to the interview guide lessens the threat to reliability – first of all it has 

only been the author of this Master Thesis who has been asking the questions to the 

interview persons – and second of all only few deviations has been made from the 

interview guide when asking specifying or follow-up questions. Thus, the observer-

error is low in this project. However, in the data collection process there might be 

participant bias because the interview persons might have responded to my interview 

questions the way that their managers wanted them to respond – as well – a lot of my 

interview persons themselves hold a manager position within the company why they 

might reflect the top-managements views on this topic.  

If we turn to the content-wise results of analysis in this conclusion, all sections of 

analysis reveal understandings of consistencies and inconsistencies and multivalent 

and ambiguous results according to the fragmentation perspective. However, there is 

the problem of tautology that the researcher will look for consistencies and 
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inconsistencies where he/she is most likely to find them in the analysis. As author of 

this project I cannot falsify that this is what has happened in my analysis of the data – 

therefore I have also written a critique of my results of analysis that reveals that there 

are also strong tendencies in the interview transcripts toward an integration view of 

organization-wide consensus in the Microsoft Corporation of the top-management’s 

diversity policy consistent with the interview persons’ account of inclusion at the 

workplace. However, in the paragraph of sexuality and performativity in the 

analysis-section - there are both consistencies in telling the story of sexuality as 

unimportant and irrelevant to the work you do in Microsoft, which is not problematic 

as an orientation in the Microsoft Organization - and at the same time inconsistencies 

to the problems of performing your sexuality in terms of performing it in the 

periphery, coming out of the closet every day and at all times and the mail 

correspondence of presenting yourself to other colleagues and homosexuals and 

heterosexuals living in the same hotel rooms. The hypothesis 2 from the introduction 

of the heterosexuals within the Microsoft Organization, both heterosexual expatriates 

and heterosexual Danish employees, will be more reluctant to accept and include 

homosexuals in the work organization, where female heterosexuals will be more 

positively engaged than male heterosexuals in accepting and recognizing 

homosexuals in the work organization cannot be verified. First of all, heterosexuals 

no matter national background include homosexual employees equally and there is 

no evidence of whether female heterosexuals will be more positively engaged than 

male heterosexuals in accepting and recognizing homosexuals within the work 

organization, which is why it can neither be verified, modified or falsified, however, 

this part of the hypothesis will be modified in the analysis section of sexuality and 

gender and performativity. 

In the section of analysis of sexuality and nationality and performativity, the 

heterosexuals are more reluctant in recognizing that nationality has an effect on 

sexuality and the performance of sexual identity. It is most the interview persons’ 

with other national background that have a perspective of how sexuality and 

nationality are intertwined in the performance of the sexual identity. Most interview 

persons both homosexuals and heterosexuals, except for the Brazilian gay – have 

presumptions about how nationality affect sexuality and performance of these two 

interrelated categories. The women who are lesbians with another national 
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background than Danish are not more accepted than men who are gay and have 

another national background than Danish. Therefore, homosexuals are generally 

included in the work organization of Microsoft regardless of national background 

where it is more difficult for interview person B, C and D to be accepted in another 

country than Denmark and the U.S. Therefore, I have to falsify the hypothesis 3 from 

my introduction that lesbians with another national background than Danish will be 

more accepted than male homosexuals as an employee group in Microsoft and that 

homosexuals as a broad category including both females and males will be more 

exposed to exclusion when they have another national background than Danish. 

When the homosexuals as a broad category have to go to another country for 

example an Arabic, African or Middle Eastern country or just Brazil they are less 

accepted – verifying my hypothesis.    

In my interview accounts of sexuality and gender and performativity - the 

multivalent interpretations of my interview transcripts shows that gender is more in 

the focus of the analysis than sexuality, even though sexuality is also important. The 

interconnections of gender and sexuality are predominant in the analysis. Sexuality 

and gender and the performance hereof are important to almost all my interview 

person although in various ways. Interview person E & G also mentions that female 

heterosexuals develop closer relationships to male homosexuals, but that is just their 

presumption. Therefore, in order for me to answer the second part of hypothesis 2 in 

the beginning of this Master Thesis, of the assumption that; female heterosexuals will 

be more positively engaged than male heterosexuals in accepting and recognizing 

homosexuals in the work organization must be modified because there are clearly 

some statements in the this section of analysis that backs this up such as for example 

interview person E and G – says that female heterosexuals will be more accepting 

towards male homosexuals whereas interview person F states that there is no 

differentiation in this. Thus, this assumption must be modified. However, some of 

these views are based on the presumptions and prejudices of the interview persons 

and not based on the experiences of the interview persons. 

In order to answer my steering research question, we must look into the section of 

analysis of overlapping and interrelated identities. This analysis-part clearly shows a 

differentiated picture of how social identities of Microsoft employees are formed and 

negotiated. Often, according to the analysis, we see interconnection of two identities 
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instead of three of sexuality and nationality, sexuality and gender and a few 

interview persons see the interrelatedness of the identities of gender and nationality. 

However, many interview persons see and treat these identities separately such as 

treating sexuality, nationality and gender separately, but the conclusion is that these 

social identities are negotiated in myriad and intertwined and overlapping ways 

across categories of homosexuals with Danish background, homosexuals with other 

background, heterosexuals with Danish background and heterosexuals with other 

background – again divided into men and women - and in relation to the categories 

of sexuality, nationality and gender.  

In this section of inclusionary and exclusionary everyday practices of the GLEAM-

network, the conclusion is that on the surface of the organization - Microsoft has a 

very inclusionary policy, but when we scratch in the surface it shows that there are 

some problems regarding this GLEAM-network, which shows that there are some 

problems connected to inclusiveness in the organization - even though the HR-

manager states that the Microsoft Organization celebrates diversity - for example the 

problem with too few members of GLEAM and the planning and organizing of social 

activities which should be an inclusive measure and the difficulties of this in the 

organization in terms of lack of resources. As well, the fact that there are not more 

top-leaders that are open about their homosexual orientation creates an exclusionary 

work-environment and lack of job-satisfaction, organizational commitment and well-

being in the workplace. Moreover, the problems with the fact that it is only the top-

management at MDCC – and not Hellerup – that marches in the Pride – doesn’t show 

an inclusionary social practice and leads to less job-satisfaction, organizational 

commitment and well-being in the Microsoft organization. Therefore this answers 

my first hypothesis in the introduction that Microsoft has a clearly stated policy 

about diversity
39

 that differs from its implemented practice. There is a difference 

between the stated Diversity policy and the practice implemented throughout the 

organization through the problems associated with the GLEAM network and degree 

of inclusiveness in the organization that does fully implement the goal of being 360 

degrees diverse, but rather sets these diversity goals as a surface consideration 

instead of implementing them in details throughout the organization. 

                                                           
39 www.microsoft.com, retrieved the 4th of October, 2012 

http://www.microsoft.com/
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 It is only possible for me to triangulate my results of the analysis partly with the 

non-participant observation saying the same thing about the GLEAM-network as 

homosexual interview person – and the observation not considering that sexuality, 

nationality and gender are intertwined and overlapping in a myriad of ways. 

A new diversity management discourse in relation to my literature review and 

introduction, will have to take into account the composition of the surrounding 

society of diversity and implement and mirror it in the company’s workforce 

constellation and furthermore a diversity management discourse should be able to 

take into account the differences of a diverse workforce in regard to sexual 

orientation, ethnicity, national origin, gender, age, handicaps, class and personal 

attributes and the way these categories are intertwined and overlapping in several 

ways. 

Some of the new aspects that my analysis reveals in relation to my hypotheses and 

what surprises me is that heterosexuals both Danish employees as well as employees 

with another national background view the incorporation of homosexuals into the 

Microsoft Organization as completely unproblematic and even an irrelevant subject 

to talk about. Additionally, new knowledge has been obtained through clues of a 

heterosexual dominant culture within Microsoft that also in line with the above 

mentioned creates attempts of an exclusionary practice, even though there is too few 

evidence to back this up. 

In relation to internal validity this project measures what it is supposed to measure in 

that it answers it research question and its introductory outline – it measures what the 

Master thesis is set out to measure and in terms of external validity the research 

results are generalisable because my findings are applicable to other research 

settings, such as other organizations. If I find some problems in the Microsoft 

organization that to a large extent celebrates diversity – then I can certainly 

generalize to other populations and organization that they will encounter some of the 

same problems or even more problems than I find in the Microsoft organization.  
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Appendices: 

 

Appendix A: Summary or abstract: 

This Master Thesis is about the LGBT - topic, namely how the employees of 

Microsoft - gay and lesbians with Danish background and other national background 

and heterosexuals with Danish Background and other national background view the 

inclusion of homosexuals within the Microsoft organization and how the social 

identities of Microsoft employees are negotiated at the intersection of sexuality, 

nationality and gender, foregrounding sexuality in this analysis. Inclusionary and 

exclusionary and discriminatory everyday practices will as well be dealt with under 

the section of analysis that treats the GLEAM-network (Gay and Lesbian Employees 

at Microsoft) and the GLEAM-meeting through a non-participant observation. As 

well the data collection will be based on cluster sampling of the different categories 

mentioned above in relation to collecting interview persons for this project. The 

theoretical and conceptual framework of this project will be based on post-

structuralism and the theories connected to this philosophy of science, such as the 

fragmentation perspective, queer theory and the intersectionality approach. I will 

primarily use the intersectionality approach as an operationalization of the other post-

structuralist perspectives.  

The results of analysis is that the social identities of Microsoft employees are 

negotiated in an interrelation and overlapping myriad of ways – where sexuality both 

is treated separately and as well together with nationality and gender – and a few of 

my interview persons even relate gender and nationality together as one grouping of 

identities relevant for the Microsoft employees social identities. Thus, my analysis 

confirms the use of an intersectionality approach in a new diversity management 

discourse that take into account the surrounding society of diversity and implement 

and mirror it in the company’s workforce constellation - and furthermore a diversity 

management discourse should be able to take into account the differences of a 

diverse workforce in regard to sexual orientation, ethnicity, national origin, gender 

and personal attributes and the way these categories are intertwined and overlapping 

in a myriad of ways. 
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In regard to the sub-question of my Master Thesis of the social and material 

consequences of the inclusionary or exclusionary everyday practices in relation to 

LGBT-people at Microsoft - analyzed through the GLEAM-network - it shows that 

Microsoft only at the surface of its activities has an inclusionary practice even if it is 

a very open and tolerant work place for the employees. When we go into details with 

the interview accounts – we come up with both consistent and inconsistent interview 

accounts in relation to the top-management’s espoused diversity efforts such as 

homosexuals that tell the story of too few members of GLEAM and an under-

representation of this group in the Microsoft organization and the problems 

associated with not being able to arrange social activities in regard to the resources 

available – even though there are financial resources present – both from Hellerup 

and MDCC of Microsoft Denmark. As well, not many top-leaders are out of the 

closet and the top-management of Hellerup of Microsoft Denmark don’t march in the 

Copenhagen Pride event – even though the top-management of MDCC of Microsoft 

Denmark does – this is to great dissatisfaction for the Microsoft employees and 

shows some of the problems of a somewhat exclusionary practice and problems with 

job-satisfaction, organizational commitment and well-being. However, Microsoft 

states that they are 360 degrees diverse – and celebrate diversity and therefore if we 

scratch in the surface of the company’s diversity policy we find these problems even 

though Microsoft at the same time is a very diverse, open and tolerant work 

environment and there is nothing from the heterosexuals that indicate that it is a 

problem of having homosexuals within the Microsoft organization – the 

heterosexuals even think that it is un-problematic and irrelevant issue to discuss. 

However, in this project findings there are clues of a heterosexual dominant culture 

in Microsoft where homosexuals are viewed though heteronormative lenses.    
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Appendix B: Recommendations for the Microsoft Organization: 

My recommendations for Microsoft is to continue their work of information, general 

education and preventive work of lectures, conferences, employees resource groups 

(GLEAM) in relation to the promotion of homosexuals rights in the Microsoft 

organization and in the surrounding society. Microsoft does a huge work in terms of 

their diversity efforts, however they could do more – and this will be part of my 

recommendations – presented in bullet-points: 

 

 Communicate more clearly internally about Microsoft diversity policy – for 

example in relation to homosexuals’ problems in the Microsoft Organization, 

among this the mail correspondence when you are a new employee,  

heterosexuals and homosexuals living in the same hotel room at conferences 

and the conversational topic in the staff restaurant which might exclude some 

homosexuals. Action Plan: Educate the employees at Microsoft about the 

homosexual culture inherent in the Microsoft culture, find common interest 

across gender, sexuality, nationality, age, disability etc. for example through 

common social activities in “Dyrehaven” or brunch in the company where the 

problem areas associated with homosexual culture and the situation of 

homosexual employees are presented and discussed and everybody’s 

viewpoint is engaged. This is kind of a cultural exchange between groups
40

. 

 

 By communicating externally through newspapers, press, television, “Out and 

About” and on the homepage of Microsoft about Microsoft’s diversity policy 

and through the top-management both in Hellerup and MDCC marching 

along in the Pride and more top-leaders coming out of the closet – they could 

influence the way partners and clients to the Microsoft Corporation and the 

periphery colleagues in other countries and settings view homosexuals and 

their inclusion at the workplace. For example sales persons have difficulty 

coming out of the closet in a sales situation. So the homosexuals need to be 

able to come out to colleagues and clients even in periphery situations. Action 

                                                           
40 See the Master Thesis’ analysis for further information. 
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Plan: Through more advertisement for Microsoft’s diversity policy to 

external partners and clients – and more general education of homosexual 

employees’ rights within the work environment – Microsoft might be able to 

make the lives of homosexuals easier in the periphery situations where they 

need to have contact with colleagues that they don’t know well in other 

countries or in sales situations with clients.   

 

 In regard to the GLEAM-network – my recommendations are that the 

network arranges more social activities than just focusing on the Pride Parade 

activity in order to be able to recruit new homosexual members – and break 

the isolation of the work of Microsoft’s homosexual employees. Action Plan: 

Arrange more social activities in GLEAM.   

 

 Additionally, the recommendation in regard to the GLEAM-network is that 

more members are willing to take on more tasks in relation to organizing and 

planning these social activities and through recruiting new members perhaps 

being able to distribute the tasks equally among all members of GLEAM – 

GLEAM is clearly under-represented in the Microsoft Organization of 

Denmark. Action Plan: Willingness from GLEAM-members to take on the 

planning and organizing of more social activities within the network.  

 

 The HR-department in Hellerup and the PR-and Diversity Manager at MDCC 

in Vedbæk and the HR-department at MDCC should be willing to take on 

more tasks of organizing and planning social activities of the GLEAM-

network until the GLEAM-network has recruited new members of 

homosexual employees – that are willing to take on new challenges of being 

project managers of the GLEAM-network. Action Plan: The HR-department 

at Hellerup and MDCC and the PR- and Diversity Manager at MDCC should 

be willing to take on more tasks in regard to planning and organizing social 

activities for the GLEAM-network. 

 

 The Site-Lead at MDCC in Vedbæk marches in the Pride Parade – therefore 

the top-management should be able to see the advantage of marching in the 

Pride Parade as well – instead of just budgeting for the Pride Parade – it is the 
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symbolic meaning behind marching in this event that is more important than 

just the financial numbers. Action Plan: The symbolic meaning of top-

management marching in the Pride Parade is crucial.   

 

 Take into account a new diversity management discourse – one that includes 

the intersectionality of sexuality, nationality and gender and the overlapping 

and interrelatedness of these categories in order to include the broad category 

of diverse employees and think of the way that all these diverse employees 

are intertwined and intersected in a myriad of ways – thereby calling for a 

new way of thinking social activities in the Microsoft Organization that 

includes that link between these categories in targeting them when making 

social activities and informing about the homosexuals situation within the 

Microsoft organization. Action Plan: Take into account a new diversity 

management discourse – one that includes intersectionality – and arrange 

social activities that engage all diverse groups across sexuality, nationality 

and gender and even age differences to promote more intercultural exchange 

and understandings of each category of social identity.   
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Appendix C: Interview guide: 

 

Homosexuals with Danish national background both Lesbians and 

Gays in English: 

1. What are your age, job position and job function? 

 

2. How do you perceive the everyday life in Microsoft as Gay/Lesbian? How do 

you experience being a homosexual at Microsoft? 

 

3. Can you describe how and in what way your sexuality have had significance 

or meaning for your work at Microsoft? 

 

4. How do you feel other people, not homosexuals look at you, view you as a 

homosexual within the Microsoft Corporation? 

 

5. Do you feel that your homosexual identity makes a difference in your work at 

Microsoft?  Does it make a difference at all? 

 

6. Have you ever experienced discrimination and harassment in the workplace 

of Microsoft? 

 

7. How do you perceive your own identity in relation to a heterosexual identity 

at Microsoft? (Is there a dominant heterosexual culture?) 

 

8. How do you feel that Microsoft, namely the HRD (Human Resource 

Department), the leaders and managers and other employees expect specific 

roles of you as Lesbian/Gay? And does it make a difference in the 

expectations of whether you are a lesbian or a gay in relation to your role at 

the workplace – altogether your gender does that make a difference? 

 

 

9. How do you feel that your wage/salary is influenced by your homosexual 

identity and how are the possibilities of career advancements in Microsoft on 

the background of your homosexual identity? 

 

10. How do you perceive your possibility for training and development at 

Microsoft? And how do the leaders of Microsoft motivate you and how is this 

motivation linked to your homosexual identity? 
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11. How do you feel that the values and the culture of Microsoft includes you or 

do not include you in the organization and how does this affect your job-

satisfaction and well-being in the workplace as well as in your private life? 

The values and culture could be the physical arrangements, architecture, 

interior décor and dress norms as well as formally written down policies, 

structures, tasks, technology, rules and procedure, job hierarchy and job 

assignments.  

 

12. Can you tell me a bit about the informal practices as well in Microsoft in 

relation to your homosexual identity and in relation to you being included at 

Microsoft, such as for example social rules, the humor at the workplace, the 

jargon in the workplace such as the special language that only you as 

employees seem to comprehend, organizational stories and rituals?  

 

13. Is there something that is not talked about in the Microsoft organization in 

relation to homosexuals in Microsoft? (Taboos) 

 

 

14. How do you perceive the leaders support for you as a homosexual employee 

(LGBT-employee) and how does it affect your job-satisfaction in Microsoft? 

 

15. Are you a member of the LGBT-network at Microsoft? What do you do in 

the LGBT-network?  

 

16. What is your perception of the LGBT-network? Has this network had any 

meaningful effect on how you came out in the workplace of Microsoft? 

 

17. (When and how was the LGBT-network created and what was/is the function 

of the LGBT-network and do you feel that the network can help you with 

your homosexual identity in Microsoft and if so, how)? 

 

 

18. The interests of who, do you feel the LGBT-network serves?  

 

19. How do you perceive the culture and values of the LGBT-network and do 

you believe that there is a kind of specific social code within the LGBT-

network?  

 

20. How does it work when the working sphere and the private sphere get 

intertwined through the LGBT-network for example when you come out of 

the closet in regard to your sexual identity, which is a statement that is 

actually belonging to the private sphere?  
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Homosexuals with Danish National Background both Lesbians and 

Gays in Danish: 

1. Hvilken alder, stilling and job funktion har du indenfor Microsoft 

Organisationen? 

 

2. Hvordan opfatter du hverdagen i Microsoft som bøsse/lesbisk? Hvordan 

oplever du det at være homoseksuel i Microsoft? 

 

 

3. Kan du beskrive hvilken betydning din seksualitet har for dit arbejde? 

 

4. Hvordan føler du at andre ikke homoseksuelle og ikke-LGBT-personer ser på 

dig som homoseksuel indenfor Microsoft? 

 

 

5. Hvordan føler du at din homoseksuelle identitet har betydning for dit arbejde 

i Microsoft? Har det overhovedet betydning? 

 

6. Har du nogensinde oplevet diskrimination og chikane på arbejdspladsen i 

Microsoft? 

 

 

7. Hvordan oplever du din egen identitet I forhold til an heteroseksuel identitet I 

Microsoft? (Er der en dominerende heteroseksuel kultur i Microsoft?) 

  

8. Hvilke forventninger føler du at Microsoft herunder HR-afdelingen, ledere 

indenfor Microsoft og andre medarbejdere stiller til dig som bøsse/lesbisk? 

Og er der forskel på de forventninger, der bliver stillet til dig som enten 

lesbisk eller bøsse altså alt efter hvilket køn du er? Om du er mandelig 

homoseksuel eller kvindelig homoseksuel? 

 

 

9. Hvordan opfatter du lønforhold og karrieremuligheder for dig indenfor 

Microsoft med din homoseksuelle identitet? 

 

10. Hvordan opfatter du muligheden for træning/uddannelse of udvikling er 

indenfor Microsoft på baggrund af din homoseksuelle identitet? Og hvordan 

motiverer lederne i Microsoft dig og hvordan er denne motivation forbundet 

med din homoseksuelle identitet? 
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11. Hvordan føler du at Microsoft’s værdier og kultur inkluderer/ikke inkluderer 

dig i organisationen og hvordan har dette betydning for din job-tilfredstillelse 

og velvære både på arbejdspladsen og privat? Værdierne og kulturen kunne 

være de fysiske arrangementer; arkitektur, indretning, krav til påklædning 

ligesåvel som formelt nedskrevne politikker, strukturer, opgaver, teknologi, 

regler og procedurer, job hierarki, arbejdsopgaver og projekter. 

  

12. Kan du fortælle mig lidt om de uformelle praksisformer, der eksisterer I 

Microsoft I relation til din homoseksuelle identitet og I relation til at blive 

inkluderet på arbejdspladsen, såsom f.eks. uformelle sociale normer, den 

humor der bliver brugt på arbejdspladsen, jargon på arbejdspladsen såsom 

den specielle form for sprog, som kun I som ansatte synes at forstå, 

organisatoriske fortællinger og eventuelle ritualer i forbindelse med jeres 

arbejde? 

 

13. Er der noget der ikke bliver italesat i Microsoft Organisationen i relation til 

homoseksuelle i Microsoft? Tabuer? 

 

 

14. Hvordan opfatter du dine lederes støtte til dig som en homoseksuel 

medarbejder og hvordan påvirker det din job-tilfredstillelse I Microsoft? 

 

 

15. Er du medlem af LGBT-netværket og hvad laver I i netværket?  

 

16. Hvordan er din opfattelse af LGBT-netværket? Har det haft nogen betydning 

for, hvordan du selv ”kom ud” i Microsoft? 

 

 

17. Hvis interesse mener du LGBT-netværket tjener?  

 

18. Hvordan opfatter du værdierne og kulturen af LGBT-netværket og eksisterer 

der en social kode for homoseksuelle indenfor netværket? 

 

19. Hvordan fungerer det når arbejdssfære og privatsfære mødes igennem LGBT-

netværket, f.eks. ved at du springer ud på arbejdspladsen, hvorved din 

seksuelle orientering og identitet, som jo egentlig er en privatsag bliver 

offentlig på arbejdspladsen? 

 

 

20. Kan du beskrive hvordan din danske nationale identitet har betydning for det 

at være homoseksuel i Microsoft? Gerne i relation til andre nationaliteter? 
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Homosexuals with other national background than Danish both 

Gays and Lesbians: 

Same Questions as to Danish homosexuals, but: 

 

1. What are your age, job position and job function as an expatriate in Microsoft 

Denmark?  

 

2. How do you perceive the everyday life in Microsoft as Gay/Lesbian with a 

different national background?  

 

 

3. Can you describe how and in what way your sexuality have had significance 

or meaning for your work at Microsoft? Furthermore, can you describe how 

your national identity have had significance or meaning for your work at 

Microsoft– and can you describe how these two identities are related?  

 

4. How do you feel other people, not homosexuals look at you, view you as a 

homosexual within the Microsoft Corporation?  

 

5. And how do you feel that other people look at you as both homosexual and 

from a different national background with your double identity?  

 

 

6. Do you feel that your homosexual identity and different national identity 

makes a difference in your work at Microsoft? Does it make a difference at 

all?  

 

7. How do you perceive your own identity in relation to a heterosexual identity 

at Microsoft?  

 

8. Have you ever experienced discrimination and harassment in the workplace 

of Microsoft in regard to your homosexuality and your national background?  

 

9. How do you feel that Microsoft, namely the HRD (Human Resource 

Department), the leaders and managers and other employees expect specific 

roles of you as Lesbian/Gay and expatriate? And does it make a difference in 
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the expectations of whether you are a lesbian or a gay in relation to your role 

at the workplace – altogether your gender does that make a difference? And 

furthermore does it make a difference from which country you come from in 

regard to what are expected from you?  

 

 

10. How do you feel that your wage/salary and the possibilities of career 

advancements in Microsoft are influenced by your homosexual and different 

national identity?  

 

11. How do you perceive the possibility of training and development in Microsoft 

on the background of your homosexual identity and your different national 

background? And how do the leaders of Microsoft motivate you and how is 

this motivation connected to your homosexual identity and your different 

national background?  

 

 

12. How do you feel that the values and the culture of Microsoft includes you or 

do not include you in the organization and how does this affect your job-

satisfaction and well-being in the workplace as well as in your private life? 

The values and culture could be the physical arrangements, architecture, 

interior décor and dress norms as well as formally written down policies, 

structures, tasks, technology, rules and procedure, job hierarchy and job 

assignments?  

 

13. Can you tell me a bit about the informal practices as well in Microsoft in 

relation to your homosexual identity and different national identity and in 

relation to you being included at Microsoft, such as for example social rules, 

the humor at the workplace, the jargon in the workplace such as the special 

language that only you as employees seem to comprehend, organizational 

stories and rituals?  

 

14. Is there something that is not talked about in the Microsoft organization in 

relation to homosexuals in Microsoft? Something taboo? 

 

15. How do you perceive the leaders support for you as a homosexual employee 

(LGBT-employee) and an expatriate and how does it affect your job-

satisfaction in Microsoft? 
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16. Are you a member of the LGBT-network at Microsoft? What do you do in 

the LGBT-network?  

 

 

17. What is your perception of the LGBT-network? Has this network had any 

meaningful effect on how you came out in the workplace of Microsoft? 

 

 

 

18. The interests of who, do you feel the LGBT-network serves? (LGBT-people’s 

interest or the Microsoft Organization’s interest?) 

 

19. How do you perceive the culture and values of the LGBT-network and do 

you believe that there is a kind of specific social code within the LGBT-

network?  

 

20. How does it work when the working sphere and the private sphere get 

intertwined through the LGBT-network for example when you come out of 

the closet in regard to your sexual identity, which is a statement that is 

actually belonging to the private sphere? 

 

 

21. Which identity is most important to you – your national identity or your 

homosexual identity? Or both?  

 

Heterosexuals with Danish national background both male and 

female: 

1. Hvilken alder, stilling og arbejdsfunktion har du? 

 

2. Hvordan oplever du dine homoseksuelle kollegaer? Hvordan har du det med 

at arbejde med en homoseksuel person i Microsoft? (Syn på homoseksualitet 

på arbejdspladsen). 

 

 

3. Kan du beskrive, hvilken betydning din seksualitet har haft for dit arbejde i 

Microsoft? 

 

4. Hvordan har du det med at arbejde for en organisation, der er meget proaktiv 

overfor homoseksuelles rettigheder i deres mangfoldighedspolitik? 
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5. Hvis du skulle opstille eventuelle problemer med at arbejde med en 

homoseksuel person hvad ville du så opstille? 

 

6. Hvordan opfatter du den heteroseksuelle kultur indenfor Microsoft 

organisationen og mener du den er god til at inkludere andre minoriteter, 

herunder homoseksuelle i organisationen? Ser du eventuelle problemer?  

 

 

7. Hvilke værdier lægger du vægt på er vigtige, såvel formelle og uformelle som 

kultur i Microsoft? Herunder fysiske arrangementer; arkitektur, indretning, 

krav til påklædning ligesåvel som formelt nedskrevne politikker, strukturer, 

opgaver, teknologi, regler og procedurer, job hierarki, arbejdsopgaver og 

projekter. F.eks. uformelle sociale normer, den humor der bliver brugt på 

arbejdspladsen, jargon på arbejdspladsen såsom den specielle form for sprog, 

som kun I som ansatte synes at forstå, organisatoriske fortællinger og 

eventuelle ritualer i forbindelse med jeres arbejde? 

 

8. Er der noget der ikke bliver italesat i forhold til homoseksuelle på 

arbejdspladsen i Microsoft? Noget der er tabu? 

 

 

9. Er du selv god til at inkludere homoseksuelle indenfor Microsoft og gør du 

nogle specifikke tiltag? Giv gerne eksempler? 

 

10. Kan du beskrive en hændelse hvor du arbejder tæt sammen med en 

homoseksuel person i Microsoft og hvordan du opfatter dette? 

 

  

11. Hvordan er din opfattelse af homoseksuelle med anden national baggrund end 

dansk indenfor Microsoft og føler du at der er forskel på danske 

homoseksuelle og homoseksuelle med anden national baggrund end dansk? 

Giv gerne et eksempel? 

 

12. Er der forskel på din anerkendelse af homoseksuelle alt efter om det er en 

bøsse eller en lesbisk du møder i Microsoft?  

 

 

13. Hvordan mener du at mandlige og kvindelige heteroseksuelle har forskelligt 

syn på homoseksuelle – og har de overhovedet det? Giv gerne eksempler? 

 

14. Hvordan opfatter du at LGBT-netværket fremmer eller hindrer de 

homoseksuelles rettigheder i Microsoft – har du et syn på dette? 
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15. Hvordan føler du totalt set at Microsoft som virksomhed håndterer 

homoseksualitet og også homoseksuelle med anden national baggrund end 

dansk i organisationen? Giv gerne eksempler! 

 

Heterosexuals with other national backgrund than Danish both 

Male and female:   

1. What are your age, job position and job function? 

 

2. How do you experience your homosexual colleagues at Microsoft? How do 

you feel about working with a homosexual person in Microsoft? 

 

3. Can you describe how and which kind of significance or meaning your 

sexuality has had for your work at Microsoft? 

 

 

4. How do you feel about working for an organization that is very proactive in 

regard to the rights of homosexuals in their diversity policy? 

 

5. If you should draw up or put forward possible problems with working with a 

homosexual person – what would you put forward? 

 

6. How do you perceive the heterosexual culture within the Microsoft 

Corporation and do you feel that Microsoft is good at including minorities, 

among these homosexuals within the organization and homosexuals with 

another national background than Danish? Do you see possible problems?  

 

7. Which kind of values do you perceive as important – both formal as well as 

informal values in the culture of Microsoft? The values and culture could be 

the physical arrangements, architecture, interior décor and dress norms as 

well as formally written down policies, structures, tasks, technology, rules 

and procedure, job hierarchy, job assignments or informal social rules, the 

humor at the workplace, the jargon in the workplace such as the special 

language that only you as employees seem to comprehend, organizational 

stories and rituals?  

 

8. Is there something that is not talked about in the Microsoft organization in 

relation to homosexuals in Microsoft? Something taboo? 

 

9. How do you feel that you yourself are at including homosexuals within 

Microsoft and do you use certain measures? Please give examples? 
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10. Can you describe an incident where you work closely together with a 

homosexual person in Microsoft and how do you perceive this? 

 

11. How is your perception of homosexuals with another national background 

than Danish within Microsoft and do you feel that it makes a difference 

whether you are a Danish homosexual or a homosexual with another national 

background than Danish? Please give an example? 

 

12. Is there a difference in your recognition of homosexuals depending on 

whether you meet a gay or a lesbian in the Microsoft Organization? 

 

13. How do you believe that male and female heterosexuals have different views 

on homosexuals and do they have a different view? Give examples?  

 

14. How do you believe that the LGBT-network promotes or hinders the 

homosexuals’ rights within Microsoft? Do you have an opinion about this?  

 

15. How do you feel that Microsoft all in all deals with homosexuality and also 

homosexuals with another national background than Danish in the 

organization? Please give examples?  

 

 

HR-department – Questions for the HR-manager in Microsoft, 

Hellerup: 

1. Hvad er din stilling og arbejdsfunktion I HR-afdelingen? Og hvordan er din 

arbejdsfunktion relateret til Microsoft’s mangfoldighedspolitik? 

 

2. Hvordan er jeres mangfoldighedspolitik udformet med henblik på seksuelle 

minoriteter indenfor Microsoft? 

 

 

3. Hvordan stikker jeres hovedkvarter retningslinier ud for jeres 

mangfoldighedspolitik i jeres danske afdeling? Hvordan implementerer i 

disse retningslinier? Eller har hver afdeling i hvert land deres egen 

mangfoldighedspolitik? 

 

4. Hvordan forholder jeres mangfoldighedspolitik sig til homoseksuelle med 

anden national baggrund end dansk og til kønspolitiske roller i relation til 

homoseksualitet? 
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5. Hvordan fremmer eller hindrer Microsoft’s kultur inklusionen af 

homoseksuelle indenfor organisationen? 

 

6. Hvilken slags virksomhed er Microsoft i relation til dens kultur og produkt-

portfolio? Og hvordan har Microsoft, som den slags type af virksomhed den 

er, nemmere eller vanskeligere ved at inkludere homoseksuelle på 

arbejdspladsen både danske homoseksuelle og homoseksuelle med anden 

national baggrund end dansk samt både bøsser og lesbiske? 

 

7. Hvordan danner Microsoft’s fysiske rammer såsom kontorindretning m.v. 

baggrund for inklusionen af homoseksuelle på arbejdspladsen i forhold til 

firmaets mangfoldighedspolitik? (motionscenter (social interaktion), 

arbejdstider og flextid Værdierne og kulturen kunne være de fysiske 

arrangementer; arkitektur, indretning, krav til påklædning ligesåvel som 

formelt nedskrevne politikker, strukturer, opgaver, teknologi, regler og 

procedurer, job hierarki, arbejdsopgaver og projekter? 

  

8. Hvordan danner Microsoft’s uformelle praksisformer såsom f.eks. uformelle 

sociale normer baggrund for inklusionen af homoseksuelle på arbejdspladsen 

i forhold til firmaets mandfoldighedspolitik? Her tænker jeg på uformelle 

sociale normer, den humor der bliver brugt på arbejdspladsen, jargon på 

arbejdspladsen såsom den specielle form for sprog, som kun I som ansatte 

synes at forstå, organisatoriske fortællinger og eventuelle ritualer i 

forbindelse med jeres arbejde?  

 

.  

9. Hvordan mener I i HR-afdelingen at inklusionen af homoseksuelle på 

arbejdspladsen vil har konsekvenser både for firmaet men også for de 

ansatte?  

 

10. Er der andre konsekvenser af en mangfoldighedspolitik end blot positive 

finansielle resultater og øget produktivitet?  

 

.     

11. Hvordan er jeres rekrutteringspolitik i forhold til homoseksuelle personer og 

homoseksuelle med en anden national baggrund end dansk? 

 

12. Hvordan sørger I for at bibeholde en mangfoldig arbejdsstyrke og vedblive 

med at bibeholde homoseksuelle på arbejdspladsen – har I nogle specifikke 

initiativer? 
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13. Hvordan udvikler I og motiverer I homoseksuelle på arbejdspladsen og 

hvordan er løn og karrieremuligheder for homoseksuelle indenfor Microsoft? 

  

14. Opfatter I Jer selv som en gay-friendly organisation og, i så fald, hvordan? 

Giv gerne eksempler? 

 

 

15. Er I ikke bange for en modreaktion mod jeres mangfoldighedspolitik? 

 

16. Hvordan opfatter I jeres sociale arbejdsmiljø i forhold til jeres kultur i 

Microsoft?. 

 

 

17. Hvordan betragtes LGBT-netværket af Jer ledere? 

 

18. Hvordan opfatter du LGBT-netværkets funktion er? 

 

 

19. Hvordan kommunikerer i omkring Jeres mangfoldighedspolitik og mener du 

at information og kommunikation omkring Jeres politik er vigtig både internt 

i virksomheden i forhold til Jeres ansatte og offentligt udadtil? (Intranet m.v., 

aviser, dagblade)  

 

 

 

 

 

 

 

 

 

 

 

 


