
 i 

CHIARA RENEE PODBIELSKI 

Student Number: 107263 

 

CHRISTOPHER LARS ØSTERGAARD 

Student Number: 107145 

 

MASTER THESIS  

Submission: 15. May 2018 Supervisor: Lotte Holck 

Number of pages: 75 

Number of characters: 165883 

 

 

MASTER THESIS 2018 

MSCSOCSC IN MANAGEMENT OF CREATIVE BUSINESS 
PROCESSES 

 

 Are women in leadership position in the cultural and creative 

industries of Copenhagen gender blind? And is the way they 

organise their company a reflection of it? 

 

 

COPENHAGEN	BUSINESS	SCHOOL	

	 	



 ii 

	

	 	



 iii 

Abstract 
While being gender equal, the Danish workforce has still high levels of both vertical and 

horizontal segregation. This lack of gender diversity could be justified through the lens of 

gender blindness. Gender blindness explains how people that live in a privileged environment 

and are not affected by negative gender bias, can consequently disregard the existence of gender 

barriers. 

Diversity is a fundamental stimulus of creativity and innovation and the cultural and creative 

industries heavily rely on them. Therefore, this research will focus on women in the creative 

and cultural industries of Copenhagen. Only women in leadership positions were hence 

interviewed to assess whether or not they were gender blind and if they organised their 

companies as a reflection of it. The purpose is to understand on a practical level, if gender 

blindness affects women that have the power to disrupt the perpetuation of lack of gender 

diversity and in what way. 

The eight women in leadership positions that we interviewed spread across fields of the cultural 

and creative industries of Copenhagen such as music, fashion, design and publishing. All eight 

interviews provided extensive qualitative data on the interviewees’ perception of the following 

subjects: the lack of gender diversity in Denmark and the creative and cultural industries of 

Copenhagen, perceived gender barriers, the way they value gender diversity, the way they 

organise their companies form a gender perspective, their sense of responsibility as role models 

and their feeling towards forced implementation of gender diversity. Each of these sub-

categories contributed in different ways to evaluating whether our research sample was subject 

to gender blindness and if they organised their companies accordingly. 

It was revealed that women that were gender blind had apparent gender equal companies but 

were in fact likely to perpetuate gender barriers. The women that were not gender blind 

appeared to organize their companies in a non-diverse way, creating incubators for female 

talent. This behavior was however justified as a coping mechanism against a system that 

advantages men in the workplace. Findings on women’s practical perceptions of diversity were 

also unveiled. 

 

Keywords: gender diversity, gender segregation, gender blindness, homosocial reproduction, 

token women, gender quota, gender barriers, gender bias. 
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1. INTRODUCTION 

1.1 Problem Formulation 

As it will be elaborated below, Denmark has the reputation of being a gender equal country, 

ranking as one of the most gender equal countries in the world. This claim is based on the 

principle that both men and women can profit from equal opportunities and that the number of 

women in the Danish workforce is approximately the same as the number of men. However, 

when looking at it from a diversity perspective, Denmark quickly falls down the ranks as it 

highly lacks representation of women in leadership positions, and is both vertically and 

horizontally segregated. This research claims that this inconsistency is symptomatic of 

Denmark being overall a gender blind country. Gender blindness refers to an incapacity to 

identify the fact that the roles and responsibilities of men and women are assigned to them 

based on their gender as a result of deeply seeded social, cultural and economic norms 

(Caldeirinha & Hörst, 2017, p.180). Due to Denmark’s gender equality and its provision of 

equal opportunities for both genders, one could be led to believe that women and men had equal 

chances at attaining leadership positions. However, this is not the case as numbers show that 

certain gender barriers are still in place and prevent women from rising to leadership positions. 

In this research, diversity is studied within the creative and cultural industries (CCI), as creative 

and innovative processes rely heavily on diversity. 

1.2 Research Purpose 

It is therefore the aim of this research to understand whether or not women that made it into 

leadership positions in the CCI of Copenhagen (CCIC) are gender blind, and if it has 

implications in the way they organise their companies from a diversity perspective. 

In order to answer this question, it will first be assessed whether or not these women are gender 

blind by asking them if they perceive the lack of gender diversity in their surroundings and in 

what way. Consequently, an analysis of how they organise their company from a gender 

perspective will be made to help understand whether or not gender blindness is reflected in it. 
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1.3 Context and Background 

1.3.1 Gender Inequality in Denmark 

The conversation surrounding gender inequality has been relevant for over a century now. The 

issue of gender inequality has evolved over the years, one steady step at a time, from women 

gaining the right to vote in Denmark in 1915 to the #MeToo movement of today (Nielsen, J., 

2015). Although, in Denmark, men and women now share basic fundamental rights towards 

education, health care and justice, there are still some gaps in this so called “gender equal” 

country when it comes to work opportunities. 

Contrary to popular belief, Denmark is far from the gender equal utopia it is assumed to be. 

This belief that Denmark is an overall gender equal country stems from the high female 

employment rate, 47.4% in 2017 (Data Worldbank). High female employment rate, however, 

is not synonymous with gender equality.  

According to the World Economic Forum’s global gender raking (2017), Denmark ranked 14th 

globally on the gender equality index (p.11), and 36th for economic participation and 

opportunity (p.12). Although these rankings are not catastrophic and Denmark is among the 

most gender equal countries in the world, when compared to the other Nordic nations (Iceland, 

Finland, Norway and Sweden) who are all in the top 5 of the global gender equality index, 

Denmark trails far behind (World Economic Forum, 2017). 

Furthermore, Denmark ranks 80th globally when it comes to women in leadership positions 

(World Economic Forum, 2017). According to the Danish Institute for Human Rights, it will 

take 129 years for the gender gap to be bridged in Denmark (Institute for Human Rights, 2018). 

1.3.2 Gender Segregation in Denmark 

Much like many other Scandinavian countries, Denmark has a highly gender segregated labour 

market (Bloksgaard, 2011, p.5). Although the labour participation appears equal from afar, the 

Danish labour market is one of the EU’s most highly segregated. It is segregated not only 

vertically, whereby men dominate the leadership positions, but also horizontally, whereby men 

and women are employed in within different sectors, professional fields and tasks (Bloksgaard, 

2011, p.5). Indeed, men dominate the private sectors whereas women dominate the public (80% 

of all men are employed in the private sector whereas 40% of all women are employed in 
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regional/municipal sector) (Bloksgaard, 2011, p.6). When considering this welfare state’s 

commitment to gender equality and advancement in other areas (maternity/paternity leave; 

access to childcare), the level of segregation appears somewhat paradoxical (Ellingsæter, 2013, 

p 502). “Horizontal segregation is generated by gender essentialism”, (Ellingsæter, 2013, p 

503), hence based on the presumption that men and women are fundamentally different, and 

therefore have different skills and abilities, thus making them more suited for different ‘gender 

specific’ types of work, and sometimes, even within the same workplace or profession 

(Bloksgaard, 2011, p.6). Gender segregation therefore results in considerable shortcomings in 

regard to gender diversity on the labour market as in the workplace. 

1.3.3 Gender Segregation in the Cultural and Creative Industries 

Although there may be a strong female participation in the cultural industries, just below 50% 

(Reeves, 2017, p.22), they are not exempt of gender segregation, be it horizontal or vertical. 

Very little of the research on gender segregation has been directed towards the CCI, and very 

little data describing the segregation in the Danish CCI is available. Indeed, to the best of our 

knowledge, the last study done into the Danish CCI was conducted in the year 2000. The little 

research that has been conducted points in the same direction as it does in other industries. In 

the creative and cultural industries, the role of women is often reduced to working in public 

relations (PR) and marketing (Hesmondhalgh & Baker, 2015, p.27). Furthermore, women also 

tend to occupy coordination and production facilitation roles rather than the creative jobs 

(Hesmondhalgh & Baker, 2015, p.27). In the film industry for example, women dominate in 

wardrobe and make-up, yet only 15% participate in key creative roles such as directors, 

screenwriters, and cinematographers (Gill, 2014, p.513). Furthermore, the roles that are most 

often associated with women, such as costume design and production co-ordination, are 

generally undervalued and unrecognised, and are viewed as far less prestigious within the 

industry as the creative roles (Hesmondhalgh & Baker, 2015, p.28). 

1.3.4 Gender Blindness 

According to gender scholarship, gender blindness is one of the reasons behind the lack of 

gender diversity within different industries and occupations.  

Gender blindness, refers to a failure to identify or acknowledge differences on the basis of 

gender even though they might seem significant. Different from gender neutrality, whereby 
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people refuse to distinguish each other by gender, gender blindness understands an inability to 

recognise that the roles and responsibilities of men and women are assigned to them in regards 

to deeply seeded social, cultural and economic norms (Caldeirinha & Hörst, 2017, p.180), and 

that gender, therefore, has no impact on a person’s career. Research which explores individuals’ 

perceptions of inequality, indicates that people tend to underestimate gender inequality (Lewis, 

2006, p. 460). 

Such failure to recognise how gender can be a considerable barrier for women in the workplace 

might be understandable from the male perspective, as research shows that part of the privilege 

of being a man is the ability not to think about gender and the potential barriers it presents 

(Lewis, 2006, p. 454). Having only experienced positive bias in regards to their gender, some 

men might struggle to even consider the existence of the issue out of simple ignorance. 

Gender blindness is not exclusive to men. Female entrepreneurs are no exception to this 

trend.  Research shows that female entrepreneurs have a tendency to identify the business world 

as having a gender neutral environment (Lewis, 2006, p. 460). Through implying that the notion 

of gender is not an issue of any relevance, these female entrepreneurs support claims that gender 

barriers do not exist and if they do, they can be overcome (Lewis, 2006, p. 460). It is however 

conceivable that some women have either never experienced negative bias, or have only ever 

experience positive bias, which they fail to see as such in their career based on their gender, 

and therefore fail to see it as a parameter for failure.  But this nihilist view of gender as not 

being a barrier in the business world from the female perspective can have seriously negative 

repercussions on other women. Indeed, by perpetrating such narratives, the legitimacy of the 

gender barrier is put into question, resulting in the reinforcement of the “conventional view that 

gender is not in any way inherent or embedded in the business world” (Lewis, 2006, p. 460). 

As a result, some women may refuse to see their role as gendered actors and instead, refuse to 

take on an active gender identity and refuse to react to gender inequality (Lewis, 2006, p. 460). 

Such oblivion to the possibility of gender as being a barrier or obstacle that women have to 

constantly overcome in a business world, may otherwise appear to be progressive, actually 

obscures women’s sustained disadvantages, and neutralises gendered experiences which 

privilege men (Lewis, 2006, p. 460). 
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1.3.5 Diversity for Competitive Advantage 

Diversity is often regarded as an all-inclusive term that incorporates individuals from various 

classifications (gender, ethnic, religious, sexual orientation, etc.), and refers to policies aiming 

to create inclusive cultures for people from these classifications (Herring, 2009, p.209). Herring 

suggests that diversity yields better results over homogeneity because “progress and innovation 

depend less on lone thinkers with high intelligence than on diverse groups working together 

and capitalizing on their individuality” (2009, p.210). Furthermore, Herring also argues that 

“diversity increases the opportunity for creativity and the quality of the product of group work” 

(2009, p.210). Beyond the creative opportunities that come with diversity, gender diversity is 

also closely associated with increased sales revenue, more customers, and greater relative 

profits (Herring, 2009, p.208). 

Creativity is a fundamental part of all businesses - not in the sense of painting or songwriting, 

but in the sense of execution of work – and even more so in the creative and cultural industries. 

These industries need to be creative and innovative in the way they approach their business in 

order to keep in line with their products that often require high levels of creativity. The 

underlying argument by which diversity stimulates creativity is the belief that the variety of 

perspectives and experiences represented in a heterogeneous team results not only in the 

production of higher quality ideas, but also stimulates further idea production from within a 

team (McLeod, Lobel & Cox, 1996, p.250). 

The understanding of the benefits of diversity in the workplace reaches back to the 1960’s. 

Hoffman and Maier (1961) found that groups with higher personality and gender diversity 

produced better solutions to problems than groups with low diversity (in McLeod, Lobel & 

Cox, 1996, p.250). Here lies, however, a considerable paradox. On the one hand, diversity, be 

it ethnic, gendered or religious, is an undeniable source of creativity and innovation which 

provides the foundation for competitive advantage. But on the other, diversity in the workplace 

can potentially be a source of conflict, miscommunication which could result in the loss of a 

competitive edge (Bassett-Jones, 2005, p.169). Diversity leads to the formation of different 

ideas, to more creativity, and to superior problem solving. In contrast, homogeneity may lead 

to superior group cohesion at the expense of adaptability and innovation (Herring, 2009, p.219). 

The decision of whether or not to embrace diversity at an organisational level understandably 

encompasses considerable risks and in industries with such high levels of uncertainty, these 
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risks are somewhat understandably avoided (Caves, 2000). Managers therefore have to balance 

the advantages and disadvantages of implementing diversity. 

In sum, it can be argued that diversity has a positive impact on a company’s performance. One 

would therefore assume that the logical step would be for companies to implement diversity for 

their own benefit. This however, is generally not the case and many parameters stand in the 

way of diversity. 

This research aims to uncover whether women in leadership position in CCI of Copenhagen, 

perpetuate the lack of diversity because of gender blindness. 

1.4 Research Question 

In order to fulfil the purpose of our research, the following research question was 

formulated:  Are women in leadership position in the cultural and creative industries of 

Copenhagen gender blind? And is the way they organise their company a reflection of it? 

To help us answering such broad question four main sub-questions where extrapolated: 

1.  How do the women in leadership positions in the cultural and creative industries 

of Copenhagen perceive gender equality and gender diversity in their surroundings? 

The purpose of this question is to evaluate whether our research sample is aware of the lack of 

diversity in Denmark and in the CCI of Copenhagen and if they are able to recognize reasons 

that stop women getting leadership positions. 

Our findings will ultimately allow us to assess whether or not our research sample is gender 

blind. 

2. What do they value gender equality and gender diversity for? 

It is important to understand what our research sample values diversity for, in order to 

understand the way in which they organise their company from a diversity perspective. 

3. How do they implement gender equality and gender diversity in their company? 

This question is introduced to assess whether or not women in leadership positions implement 

gender diversity in their organizations, how, and to what extent. This will allow us to analyse 

if gender blindness has an impact on the way they organise their companies from a diversity 

perspective. 
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4. How would they feel about contributing as role models and forced 

implementation of diversity? 

This question is a last attempt at analysing how women in leadership positions in the CCI of 

Copenhagen value diversity firstly through a discourse of responsibility and secondly through 

the prospect of forced implementation. The latter introduces gender quotas since data show it 

has been proven to be successful in other Scandinavian countries where the level of diversity is 

much higher than the Danish one. What is expected of this question is to further investigate to 

what extent our interviewees value gender diversity, and whether they perceive themselves as 

active agents and producers of gender equality in the industry. 

1.5 Research Gap 

The research focus is supported by a current research gap. While the field of gender inequality 

and the lack of gender diversity has been investigated to a considerable extent, research from a 

female entrepreneur perspective is lacking. Indeed, much of the current research focuses on the 

importance of implementing diversity within large corporations, and are often directed towards 

industries that are dominated by men. The same can not be said of small or medium enterprises 

that are female led. To the best of our knowledge, there are too few investigations into the ways 

in which female entrepreneurs perceive gender as a barrier, the importance of gender diversity 

and their implementations of such diversity. 

1.6 Delimitation of Research 

This research is limited to the perception of the founders or the CEOs who form the research 

subjects and provide the data pool of the research. All investigated companies are micro, small 

or medium-sized companies led or founded by women and all operate within the CCI of 

Copenhagen. Hence, it is not possible to generalize to other types of companies or to different 

industries. With regards to the investigation of diversity, it should be noted that the focus of the 

study is on gender diversity and does not take other forms of diversity, such as ethnic, racial, 

religious, age, or sexual orientation into account. 
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1.7 Further Contextualisation 

Relevance of Topic: Importance of the Cultural and Creative Industries 

The creative industries influence the way we see the world. Media such as film, TV, music, 

video games provide a representation of the world and act as a sort of reporting (Hesmondhalgh, 

2007, p.4). This representation contributes to the shaping of our private and public lives, as our 

cultural intake determines our emotions, identities and fantasies (Hesmondhalgh, 2007, p.4). 

The idea that ‘we are what we eat’ rings evermore true in regards to the culture and forms of 

entertainment we consume, and as a result, society is divided by subcultures. Undeniably 

therefore, the creative industries help design social landscapes. The products of the CCI are 

more than simple ways to pass the time, they can have much deeper impacts on the self and 

society as a whole (Hesmondhalgh, 2007, p.5). Beyond their impact on individuals, the creative 

industries are “agents of economic, social and cultural change” (Hesmondhalgh, 2007, p.8). 

1.8 Terminology Clarification: Diversity and Equality 

In order to achieve clarity, it is important to distinguish the terms diversity and equality. 

Although frequently grouped together, equality is about ensuring everybody experiences equal 

opportunity, and is not treated differently or discriminated against because of their 

characteristics, race, gender, ethnicity, sexual orientation or age. Whereas diversity is about 

taking account of the differences between people and groups of people, and placing a positive 

value on those differences (Ben-Galim, Campbell, & Lewis, 2007, p.19).  
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2. Theory 

The following section introduces the important theoretical concepts relevant to this thesis. The 

theoretical contextualisation provided, offers insight on both research on gender inequality and 

structures and mechanisms that contribute to it.  

2.1 Gender Inequality  

When navigating the troubled waters of gender inequality, understanding the cultural and 

historical implications of the subject is paramount as it offers a contextual perspective to the 

topic as well as highlighting how the issue of gender inequality has evolved over time. Studying 

the theories put forward over the last years offers a frame of reference to the evolution of the 

female plight. Therefore, for the sake of perspective, one must first delve into the intricacies 

that is gender inequality. 

Gender inequality comes under many forms. All these inequalities stem from societal 

preconceptions of the gender roles. These gender narratives, impact the way society perceives 

the roles of men and women as partners, employees and parents. As a result, women continue 

to be regarded through the scope of this narrative and therefore as having the domestic roles of 

mothers, housewives and carers (Maddock, 1999, p.111). Not only do men regard female roles 

as such, women also do (Maddock, 1999, p.111). Indeed, these gender roles dictate that women 

should not seek out careers, as all their responsibilities are at home. Having such socially 

ingrained gender roles results in considerable barriers that women have to overcome in order 

to reach leadership positions. These gender roles contribute to perpetuating these barriers and 

increase the difficulties for men and women to establish new practices within old frameworks. 

2.1.1 Token Women  

Female tokenism sparks from the idea that because some women have achieved success, then 

all women can achieve success. Using such logic is a symptom of gender blindness as it 

disregards the existence of gender barriers. It is therefore important to consider this theory when 

both conducting the research and analysing the collected data, in order to understand if this 

phenomenon is perpetuated in the CCI of Copenhagen and what are its implications.  
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Historical Background 

In 1977, Rosabeth Moss Kanter, introduced the concept of token women. These women were 

a representation of the absolute minority. In her book, Men and Women of the Corporation 

(1977), she brings forward the example of Indsco (Industrial Supply Corporation), whose three 

hundred strong sales force was only made up of twenty women (p.207). In this department 

therefore, women represented less than 10% of the workforce. Hence the referring to them as 

tokens. They became the symbols of how well women could do, as well as being stand-ins for 

all women. The results of being so few implied either a facility to stand out but also an immense 

sense of alienation and loneliness (p.207). Regardless, the turnover and failure rates for women 

were considerably higher than for men. In the case of sales functions, turnover rates were 

actually twice as high for women (p.207).  

Symbolic Value of Token Women and its Double Standard  

Beyond their roles as saleswomen, these token women had symbolic value. In some instances, 

they would be informed that their performances would have direct impacts on the prospects of 

other women in the company (p.214). In others they would be brought in to provide the 

women’s point of view or perspective on the matter at hand, as opposed to their expertise 

(p.215).  Furthermore, the tokenism brought forward by Kanter, highlights the glaring double 

standard women were confronted with. Indeed, women had to do very little to have their 

presence noticed, but having their achievements noticed was a different matter entirely, as they 

had to “work twice as hard to prove their competences” (p.216). This, it can be argued, shapes 

a truly toxic environment for women in which they unwillingly attract attention for the wrong 

reasons. 

Contemporary Token Women   

The concept of token women is still alive and well today, but their roles have however 

considerably shifted. This tokenism has now moved up to the boardrooms and positions of 

leadership, where women still represent an unfortunate minority (Muhr, 2011, p.337). It can be 

argued that the concept of tokenism has evolved from women being symbols for what other 

women can achieve to now being “proof” that gender inequality has been fixed. Much of 

today’s conversation surrounding gender inequality seems to revolve around the following 
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commonly used statement: “How can there be gender inequality, my boss is a woman?” The 

glorious naivety of this statement implies that if one man’s boss is a woman, that she is a 

reflection of the widespread gender equality. For many it is therefore difficult to fathom that 

women in a positions of power may not be synonymous to gender equality. The reality of it 

however is that very few women succeed in top management careers (Muhr, 2011, p.337). 

The theory behind women being tokens proves relevant to this thesis as it emphasises the idea 

that women can have symbolic value, be it positive or negative. From a negative symbolic 

perspective, on the one hand, token women in positions of power, regardless of the minimal 

numbers, somehow reflect the idea that gender is not an issue, that they represent the 

aforementioned “stand ins” for all women in the workplace (Kanter, 1977, p.216). It is this 

symbolic value that is perpetrated through gender blindness. On the other hand, from a positive 

symbolic perspective, these women have the potential to symbolise the full extent of what 

women can achieve in the business world. Hence, viewing the issue of gender from the 

perspective of token female entrepreneurs is essential to this thesis. 

2.1.2 Glass Ceiling  

Culturally, feminine associated traits are incompatible with the high demands that are typically 

required to advance into leadership positions. As a result, women seem to have distanced 

themselves from careers in top management, which they believe are driven by competitive 

masculinity (Muhr, 2011, p.338). It is this phenomenon that is identified as the glass ceiling, 

the metaphorical barrier holding women back from climbing the hierarchical ladder (Muhr, 

2011, p.338). Kanter’s statement in which she says women have to “work twice as hard to 

prove their competences” (Kanter, 1977, p.216) still rings true three decades later as Muhr 

confirms: “It is thus well known that women often have to work twice as hard as men to gain 

the same respect as leaders” (Muhr, 2011, p.338). Thus highlighting the fact that, although 

working conditions for women have dramatically improved, the precarious nature of a woman’s 

career will remain the same even once she has reached a leadership position (Czarniawska, 

2008).  This is what Ryan et al refer to as the “glass cliff” (Ryan, Haslam & Postmes, 2007). 

This metaphor implies that in order for women to remain in positions of power, they have to 

take more risks than their male counterparts, which result in higher chances of failure. The irony 

here lies in the fact that despite having to work twice as hard to prove themselves worthy of 
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being granted leadership roles, women are also faced with having to prove they are worthy of 

keeping leadership roles.  

2.1.3 Gender Barriers in Denmark 

Research provides many reasons as for why women are not able to rise to leadership positions 

at the same rate as men in the Danish labour. Two articles mainly provide knowledge on the 

barriers that women have to overcome when aspiring to higher decision making positions. 

Here are listed, in no particular order, some of the more considerable barriers preventing gender 

equality and diversity. 

Gender differences in career choices and allocation of time early in life 

This explores the notion that women still remain exposed to family responsibilities (childcare 

and housework) more than men and how maternity leave still has repercussions on the gender 

pay gap (Nielsen et al., 2004 in Smith & Smith, 2015, p. 31). Indeed, due to the fact that, Danish 

women, even highly skilled women in higher positions, still tend to undertake the more time-

inflexible housework activities (picking up children from kindergarten), whereas men tend to 

do the more time-flexible activities (garden work or carwash during weekends) (Smith & Smith, 

2015, p. 32), and the fact that that outsourcing housework activities is relatively expensive, 

make it increasingly hard for women to balance high level work and family life. 

Classic discrimination and old-boys’ network 

Is the assumption that lies on Becker’s (1957, in Smith & Smith, 2015, p.32) classic 

discrimination theories that see “discrimination as a result of preference against the minority 

(women) among employers, colleagues and consumers”. The authors argue that although this 

blatant discrimination does not enjoy much support today, there are still systems in place that 

prevent equally qualified women from receiving the same favourable treatment as men (Smith 

& Smith, 2015, p. 32). 

Gender stereotyping and statistical discrimination against women 

This acknowledges that since the majority of people in charge of making promotion decisions 

is already male, they will be more likely to hire more men as they might be more likely to be 
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culturally attuned with the applicants of their own gender. They might require higher standards 

for validating women’s abilities, and choose men over women for fear of childbirth absences. 

Gender stereotyping can also trigger the ‘Think Manager - Think Male’ hypothesis (idem, p.33) 

which recognizes that contemporary social norms, associate male attributes with good 

leadership skills, hence alienating women which arguably have different leadership attributes 

and might leave way for the difficulties of enacting such role and still raise a family. 

Do women shy away from competition and are they different from men? 

Niederle and Vesterlund (2007, in Smith & Smith, 2015, p.33), found that their research led to 

conclude that women do tend to disengage from competition more than men, in games where 

men and women were equally competent. Another result showed that women had lower self-

confidence in regards to their own abilities. This in a way explains the reason for there being 

fewer women in leadership positions; seeing as VP and CEO positions imply environments of 

high competitiveness (Smith & Smith, 2015, p. 34).  

Misperceptions About Women’s Ambition 

The research conducted by the BCG (Boston Consultancy Group) demonstrated that two thirds 

of HR executives they spoke to (both male and female) believed women had limited interest in 

leadership and executive positions. This belief was thoroughly demystified as numbers also 

show that in fact, 73% of the women already in leadership positions they spoke to, were actively 

seeking a promotion or had recently been promoted. Their explanation for this phenomenon 

lied in the different ways that male and female externalise and communicate their ambitions; 

men being less modest of their accomplishments then their female counterparts who often 

believe good work alone to be sufficient externalisation of their ambitions (Poulsen, et al., 2016, 

p.6). 

A Perceived Lack of Natural Next Steps 

The BCG discovered that 39% of the female candidates surveyed felt the lack of natural next 

steps to advance in their career (Poulsen, et al., 2016, p.7); especially female dominated fields 

such as communication, marketing and HR. The reality behind the lack of next step can be 

explained by the fact that many of these departments report to middle management, but it is 
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unlikely the department heads of HR or marketing will ever be promoted to executive levels or 

upper management. By occupying these roles, women are unlikely to have the necessary 

financial management credentials required for such promotions (Reeves, 2017, p.29). 

Furthermore, 35% felt obstructed by a lack of female role models (Poulsen, et al., 2016, p.8). 

A Failure to Provide Enough Flexibility (Maternity) 

One third of the respondents to the BCG’s survey testified that family responsibilities weighed 

against the travel obligations that accompany some top level jobs represented considerable 

obstacles to career advancements (Poulsen, et al., 2016, p.8). Furthermore, in Denmark men 

only take on average 11% of the parental leave allowed by their companies, resulting in 

burdening mothers with almost all of the care. It should also be noted that Denmark is the only 

country without a formal policy granting paid paternity leave (Poulsen, et al., 2016, p.8). 

 A Failure to Recruit and Develop Female talent 

The lack of pipelines for female talent at lower levels and middle management is commonplace 

(Poulsen, et al., 2016, p.8). A result of hiring few women at lower levels of management is a 

considerable lack of parity between men and women. Such low numbers of women in the lower 

levels of a company, translate to fewer women in line for executive positions (Poulsen, et al., 

2016, p.8). 

Conclusion to Gender Barriers 

However, all the barriers mentioned above have been issued in relevance to gender diversity in 

big private companies and corporations; for the sake of our research, that encompasses SMEs 

in the creative industries with only women as CEOs, we will group and explore these barriers 

into a way that is more resonant with our focus. This regrouping of barriers will be dictated by 

the fist coding of our data in respect to the barriers perceived by our sample group of female 

entrepreneurs in the CCI of Copenhagen. 

2.1.4 Women and Leadership  

It is important to take leadership into further account as our research sample has been selected 

on the criteria of them being women in leadership. Therefore, background theory on women in 
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leadership is provided as further insight on the difficulties experienced by women when in a 

leadership position. Furthermore, applying this perspective, highlights how these women 

balance their leadership ‘identity’ with the way they portray themselves and their expectations 

as women. 

It seems as though that in order for women to overcome these barriers to leadership they must 

somewhat forgo their female identity and take on leadership traits more associated with those 

of men; Or as Sarah Louise Muhr puts it: “management and femininity are notions perceived 

by many as conflicting, and management as well as leadership thus emerges as an inherently 

masculine business” (Muhr, 2011, p.337). This cultural norm implies that because of their 

‘female passivity’, women struggle to make strong demands in order to move forward in their 

careers and achieve legitimacy as leaders. In order therefore to overcome this so called 

passivity, women are having to forgo their female identity and take on male attributes. Women 

do not succeed as leaders by being caring, nurturing maternal figures, but rather by being cold, 

rational and intelligent machines (Muhr, 2011, p.338). Furthermore, it is commonplace for top 

female managers to ungender themselves. In this sense, they try to dress and behave in a more 

masculine way in order to gain acceptance (Muhr, 2011, p. 349). This behaviour, it can be 

argued, is in no way contributing to breaking down these social barriers and the cliché that 

women aren’t fit to lead. Instead, the behaviour of women “ungendering’ themselves leads to 

consolidating these narratives. 

Compromising one’s gender identity seems somewhat excessive to justify success, as many 

women therefore chose to distance themselves from careers in management (2011, p. 337). 

However, ungendering oneself is not always a necessity. Muhr introduces the concept of 

Cyborgs, women that are able to ascend to positions of power without having to compromise 

their gender. They can remain feminine, can still have families, raise children while 

simultaneously being strong and demanding leaders. The argument here however, lies in the 

fact that these women having somehow managed to transcend their own gender, and as a result 

appear to be both female and male, and by doing so, lose their humanity. These women are 

more easily identifiable with machines and robots than they are to humans (2011, p. 339).  
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2.2 Gender Segregation  

2.2.1 Horizontal Gender Segregation 

Horizontal segregation is when women are employed in different categories from men. 

Historically, women have occupied, at higher rates than men, specific segments of the labour 

market. These segments include administrative labour (secretaries, assistants), service sector 

work and retail (Reeves, 2017, p.21).  Each profession appears to have its own “gender tag”. 

Medicine is male, nursing is women. Pilots are male, hostesses are female (Maddock, 1999, 

p.93). Of course, it has been observed that these professions have considerably shifted towards 

better gender balance. There is an undeniable fact that professions have a tendency to have their 

own gendered nature (Acker, 1992). For women the nature of their professions require higher 

levels of interpersonal or nurturing characteristics. Hence women tend to be concentrated in 

professional sectors such as childcare, teaching or hospital work, jobs,  which are perceived to 

not require high technical skills and therefore not valued, which results in these professions not 

being as highly compensated (Reeves, 2017, p.21). The ever growing number of women being 

concentrated into these professions has now become the norm, and women are now the 

“legitimate primary occupier of these positions” (Reeves, 2017, p.21). 

Such segregation is already installed and perpetuated in the educational system. In the EU, only 

26.2 % of women in higher education choose math, science, engineering against 43.6% for 

men. On the other hand, for subjects such as art, languages or humanities, 64.4% of women 

follow these courses against 28.9% for men (Trinczek, 2008, in Reeves, 2017, p.23).   

2.2.2 Vertical Gender Segregation 

Vertical segregation refers to the phenomenon of disproportionate occupational roles and 

positions within the same general field. This type of segregation is often referred to as the direct 

result of the “glass ceiling” (Reeves, 2017, p.25). This invisible barrier holds women back 

from reaching certain levels of authority, responsibility and pay, in jobs that are not horizontally 

segregated (Reeves, 2017, p.25). This is the strengthening of the belief that women are not 

suited for top level roles and should instead remain in low level authority positions.   

Indeed, in sectors such as education, medicine and business, men are more frequently chosen 

to be managers than women, women therefore tend to fall back into human resources and 
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marketing positions, which offer very few upward trajectories (Reeves, 2017, p.25). Vertical 

segregation is a result of the cultural belief that women aren’t as well equipped as men to lead, 

and that therefore men are more likely to receive a managerial promotion. This explains the 

reason behind the underrepresentation of women CEOs and women in the boardroom. 

The requirements for “board membership” represent substantial barriers for women. In order to 

reach the boardroom, high level of managerial experience, often even experiences as a CEO, 

and past board room experience are expected. In the current labour ecosystem, very few women 

qualify for such roles. Therefore, very few women even make it to the selection process 

(Reeves, 2017, p.29). 

Ironically enough however, even in female dominated industries men seem to receive special 

treatment. This is what theorists refer to as the “glass escalator” theory, which explains the 

acceleration of men’s careers, especially in female professions (Williams, 1992, in Muhr, 2011, 

p.338). This phenomenon falls under the scope of both horizontal and vertical segregation, 

highlighting the unfair advantage that men have in regards to career progressions. It can be 

argued that all these barriers have the faculty to discourage women in pursuing a career, because 

no matter their level of skill or expertise, women seem to be generally overlooked as potential 

leaders, and lower incentives for women to pursuit a managerial career. Why even play if you 

know you are going to lose?  

2.3 Homosocial Reproduction 

The theory of homosocial reproduction is pivotal to this thesis as it offers insight on 

mechanisms that contribute to the perpetuation of lack of diversity. Homosocial reproduction 

theory offers an explanation to gender segregation and lack of gender diversity, or any diversity 

for that matter. The idea behind homosocial reproduction is the fact that social groups have a 

tendency to recruit individuals with similar characteristics (gender, sexuality, nationality, 

ethnicity, social status). The business world is no exception. Managers tend to carefully guard 

the power and privilege for those who they see as ‘their kind’, and reproduce themselves in 

their own image (Kanter, 1977, p.48). By this definition, homosocial reproduction is the leading 

cause of lack of diversity in the workplace. 

Homosocial reproduction provides an important sense of reassurance and comfort in the face 

of uncertainty in regards to performance, measurement in high reward, and high prestige 
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positions. In order to combat this uncertainty, managerial positions become out of reach for 

anyone who is different (Kanter, 1977, p.63). In other words, homosocial reproduction acts as 

a defence mechanism against the unknown, and, it can be argued, is a thoroughly subconscious 

behaviour. From a management perspective, homosocial reproduction creates a very closed 

circle, making it all the more difficult for outsiders to penetrate (Kanter, 1977, p.68). The 

subsequent narrative used to excuse such behaviour implies that the difficulty to enter these 

circles is a result of incompetence of potential breachers and that therefore the exclusivity of 

the managerial circle is justified (Kanter, 1977, p.68). Homosocial reproduction, from a 

managerial standpoint explains, without justifying, to some extent the reasons for vertical 

gender segregation, and presents itself as a considerable barrier for women, or any other 

‘outsider’ to overcome. However, this phenomenon is not unique to leadership positions. 

Indeed, homosocial reproduction is a common phenomenon that occurs across entire 

organisations. It has regularly been observed, that organisations engage in homosocial 

reproduction by filling ranks by new employees who resemble the old ones (Gruenfeld & 

Tiedens, 2010, p.1258). The authors also suggest that organisation gatekeepers tend to evaluate 

potential employees based on their demographic similarity to the rest of the organisation 

(Gruenfeld & Tiedens, 2010, p.1258). They also emphasise on the fact that homosocial 

reproduction as also common among minorities. Indeed, the presence of a female CEO resulted 

in hiring significantly higher numbers of women in all kinds of positions in startups. The same 

applied to companies who owners and managers were Black, as they would 

“disproportionately” hire black workers (Gruenfeld & Tiedens, 2010, p.1258). 

2.4 Further Consideration: Gender Equality through Quotas 

Theories on the implementation of gender quotas is introduced to help further analyse how 

women in leadership positions value gender diversity. It is important to investigate gender 

diversity through the scope of gender quotas as it offers understanding as to how female 

entrepreneurs could fall into the perpetuation of gender inequality in the name of an ideal of 

meritocracy, and how that could stand in the way of gender diversity in the workplace.  

A popular way to battle lack of gender diversity in the workplace is the implementation of 

quotas. Gender quotas are a form of “harmless discrimination with purpose to correct labour 
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market and corporate realities” (De Vos, 2014, p.35). Although gender quotas are generally 

poorly received in Denmark, they do have the ability to instigate change (CBS Wire, 2018). 

The very existence of quotas is an appreciation that women and men are not playing on a level 

field, and that in order for gender equality to be achieved, existing restrictions must be 

acknowledged and the necessary measures implemented to overcome them (Sacchet, 2008, p. 

381). Adopting gender quotas, prescribes a certain (generally minimum) level of the 

underrepresented gender across an organisation, in any types of positions, or a board (Kirsch & 

Blaschke, 2014, p.201). Quotas, whether they are mandatory or voluntary, can be applied to all 

decision-making bodies and types of positions (Kirsch & Blaschke, 2014, p.202). Implementing 

such quotas works towards balancing out the numerical differences between men and women 

in the workplace. 

Beyond enforcing numerical balance between men and women, quotas, despite being a formal 

measure, have the ability to set in motion changes on both a social and cultural level (Sacchet, 

2008, p.381). In the immediate aftermath of a quota implementation, numbers of the 

underrepresented gender can be expected to increase, but this research shows that the long term 

effect of gender quotas is a shift in social and culture constructs. The author therefore argues 

that quotas go well and truly beyond a simple quantitative equality, and have the power to create 

new norms of gender equality (Sacchet, 2008, p.370).   

Although gender quotas have the potential to instigate social and cultural changes, they are 

increasingly perceived as a “fast track” way of rectifying gender inequality (Murray, 2010, 

p.94). It would therefore appear as though women are being hired because of their gender as 

opposed to merit. The very nature of quotas therefore seems to compromise the principles of a 

meritocracy. Indeed, the mere fact that women are not able to make it on their own merit and 

instead require quotas, puts into question whether or not they should even be in such positions 

(Murray, 2010, p.94). The perpetuation of such narrative work to undermine the legitimacy of 

“quota women”, and as such, might do more harm than good (Murray, 2010, p.94). There is 

very little credible evidence that suggests that quotas undermine meritocracy. 

The evidence however points towards the fact that merit is a concept in itself that may be gender 

biased (Murray, 2010, p.94). The author argues that “women’s exclusion is not an indication of 

their inferior ability, but rather a result of institutional, structural, and/or psychological 

barriers. While a quota may not eliminate these barriers, it may help women to overcome them 
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and thus ensure fairer representation” (Murray, 2010, p.94). This highlights the point that 

meritocracy may not be all fair after all, and that quotas may help level the playing 

field.  Indeed, quota women do appear to be “up to the job,” with no distinguishable differences 

between them and their male counterparts (Murray, 2010, p.116). It cannot be said therefore, 

that quota women are less qualified for the tasks at hand and were only granted their position 

based on their gender. 

In sum, there are many misconceptions about the efficiency of quotas. Murray argues that quota 

diminish the accomplishments of women by implying that their success is a result of their 

gender and not merit. Others argue that quotas compromise the integrity of meritocracy entirely 

(2010, p.94). It can be argued however, that none of these arguments are true. Quotas do not 

pose a threat against merit, but rather bring societies and cultures closer to being actual 

meritocracies. Indeed, as mentioned above, there were no visible differences between quota 

women and their male counterparts (Murray, 2010, p.116). 



 21 

3. Methodology 

3.1 Research Setting 

3.1.1 Research approach 

 In order to answer the research question and all its sub questions, the research focused on a 

qualitative approach. The data were collected through nine semi structured interviews with 

women in leadership positions within the cultural and creative industries (record labels, 

magazines, fashion production companies). One interviewee was interviewed twice, the first 

time for an exploratory interview and the second time during our data collection process. A 

qualitative interview is usually semi-structured; it has a sequence of themes to be covered, as 

well as some prepared questions. Yet at the same time there is openness to changes of sequence 

and question forms in order to follow up the answers given and the stories told by the 

interviewees (Kvale, 2007, p. 17).  In addition to the main interviews, an exploratory interview 

was conducted to help ascertain the direction of the research. The purpose of these interviews 

was to gain in-depth information in regards to the founders, the barriers they faced during their 

careers in the CCI, and their approach to gender inequality. By conducting qualitative research, 

each interview provides “qualitative knowledge as expressed in normal language, it does not 

aim at quantification” (Kvale, 2007, p. 3). 

The best way to conduct the interviews was from an external perspective. Being external to the 

CCI it was deemed to be more appropriate to conduct ‘Informed basic research’ (Van de Ven, 

2007, p. 27). Indeed, as researchers, we were detached outsiders soliciting the insights and 

feedbacks from ‘key stakeholders’ of the CCI. 

In order to conduct this qualitative ethnography, inductive reasoning with elements of deductive 

reasoning was applied. Indeed, the focus of this study was to investigate the social phenomenon 

of gender diversity in the CCI rather than focusing on proving theory. The process of induction 

involves drawing generalizable deductions out of observations (Bryman et al., 2011, p. 57). The 

inductive approach to research offers far more flexibility to the structure of the research than 

the deductive approach. Induction allows changes in the research emphasis as the research 

progresses (Saunders, Lewis & Thornhill, 2016, p.120). When conducting exploratory research, 
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the researcher must be willing to change direction depending on the results of the data collected, 

and the inductive approach offers such flexibility (Saunders, Lewis & Thornhill, 2016, p.134). 

However, the inductive process is likely to entail a degree of deduction (Bryman et al., 2011, 

p.58). Indeed, an element of deduction was applied to the research process, as theory in regards 

to gender segregation (Ellingsæter, 2013, p.503), gender blindness (Lewis, 2006, p. 454), 

diversity and creativity (McLeod, Lobel & Cox, 1996, p.250), helped determine the interview 

questions, which shaped the overall research. 

3.1.2 Research Philosophy 

All research methods are closely related to research philosophies. In order to gain proper 

understanding of what can be achieved with methods in research, researchers should be at least 

somewhat familiar with the basic philosophical concepts (Eriksson & Kovalainen, 2008, p.11). 

Beyond using ‘inductive reasoning’, this research takes on both an ontological and an 

epistemological philosophy. Ontology focuses on the nature of things, whereas epistemology 

deals with how we gain knowledge about these things (Campbell (1988) in Van de Ven, 2007, 

p.3). Considering qualitative research relies on human action and understanding, interpretation 

is almost as important as the data itself. For this reason, this research will be perceived through 

the lenses of social constructionism and interpretivism, as both these philosophical views are 

focused on “how people, as individuals or as a group, interpret and understand social events 

and settings” (Eriksson & Kovalainen, 2008, p.21). 

Interpretive and constructionist research does have predetermined dependent and independent 

variables, but rather focuses on the complexities of human sense making as the situations 

emerge. It is also presumed that there are numerous conceivable interpretations of the same 

data, all of which are hypothetically meaningful (Eriksson & Kovalainen, 2008, p.21). 

More specifically, social constructionism seeks to “understand how the seemingly ‘objective’ 

features, such as industries, organizations and technologies, are constituted by subjective 

meanings of individuals and intersubjective processes such as discourses” (Eriksson & 

Kovalainen, 2008, p.22). Furthermore, social constructionism offers a critical view against 

“taken for granted” knowledge, in an attempt to “open it up for discussion”. Through the lens 

of social constructionism, researchers assume that the world does not present itself accurately, 

but can be understood through human experience (Eriksson & Kovalainen, 2008, p.22). This is 
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evermore true for the CCI in regards to gender equality. Through conversation and 

interpretation, we aspired to uncover the true nature of these industries and understand the 

barriers and challenges that women face as well as understanding how female entrepreneurs 

perceive it. 

3.2 Data Collection Process 

Beyond reviewing the existing literature, we performed a well planned data collection to gain 

primary data on our case and conduct our study. The following section will give an overview 

of the data collection and data analysis methods which were used in our research, as well as an 

outline of the research design. 

3.2.1 Research design 

Idea Generation 

The initial idea for this thesis was formulated in light of the current environment surrounding 

gender inequality. The initial idea was to investigate into the different methods of leadership 

by comparing men and women. Research and literature showed that women’s methods of 

leadership best reflected the organisational structures of the cultural industries. This idea was 

forfeited for two reasons. The first being, that investigations into female leadership methods 

had already been extensively conducted, and secondly, during an exploratory interview, it 

became clear, that the interviewee had very little knowledge of the subject. Furthermore, this 

research would have required a deductive approach, and considering the extent of the existing 

literature, this research would not have yielded notable results. 

Instead of focusing on the methods of leadership, our research turned towards understanding 

the reasons for gender inequality and lack of gender diversity within the cultural industries, 

while also investigating the barriers women have to overcome to succeed. Basing our inductive 

investigation on literature about gender segregation, gender blindness, and diversity, we hoped 

to formulate a grounded theory in regards to gender inequality from the perspective of women. 
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Choice of Companies 

In regards to the choice of companies, as mentioned above, it was important for the data to be 

collected from women. Therefore, all companies had to be founded or managed by women. The 

gender distribution was irrelevant in regards to the selection of the company. All companies 

were based in Copenhagen and had to have 50 or less employees. 

The importance of focusing female led companies was to determine what kind of barriers they 

had to overcome to start their own companies and position themselves in the cultural industries. 

Anonymity 

Due to the sensitive nature of the topic at hand, it was deemed that for the purpose of this study, 

all interviews should be conducted anonymously. Gender inequality is a complex subject, and 

is often the cause of many debates. Furthermore, some of the questions asked during the 

interviews were directed towards participants’ personal experiences and relationships. Indeed, 

regardless of how the questionnaire is presented (face-to-face, telephone, computer mediated) 

or of the presence of another person during the interview (partner/spouse), whenever the 

anonymity of an interview is increased, people tend to give more honest answers or disclose 

more embarrassing information about themselves than in a less anonymous setting 

(Mühlenfeld, 2005, p. 994). Therefore, in order to avoid participant self censoring, anonymity 

was paramount. 

Before each interview, the participants were told, that unless they gave consent, the interview 

would be conducted anonymously. Surprisingly, only two of our 8 interviewees requested 

anonymity. 

The research sample  

Anne Sofie Jeremiassen - Managing Director of ArtPeople Music, one of Denmark's leading 

independent labels. They publish and distribute music both nationally and internationally. 

Besides her, the company employs 3 other people, Rune, who is head of A&R and Product 

Manager and two project managers, Caroline and Louis.  

Veronica D’Souza -  founder and CEO of CARCEL.  CARCEL is a Copenhagen based fashion 

brand. Founded 2016, CARCEL gives women in prison new skills and good wages so they can 
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support themselves, send their children to school, save up for a crime-free beginning and 

ultimately, break the cycle of poverty. CARCEL is the Spanish word for prison. Their first 

collection was made from 100% Baby Alpaca wool and produced in Cusco’s women’s prison 

in Peru. heir next collection will be made from 100% silk, manufactured by women in prisons 

in Thailand. CARCEL has nine employees here in Copenhagen all of which are women.  

Hazel Evans - founder and CEO of Mad About Copenhagen (MAC). MAC is a company that 

makes personalised foodie guides and occasionally hosts events. They are also currently in the 

process of writing a book. Founded in 2014, MAC focuses on the food scene of the Danish 

capital. Hazel has a team of eight, seven of which are women.  

Anna Waller Andrés - Founder and CEO of Pechuga and Pura Utz, two Copenhagen based 

fashion brands. Pechuga Tees’ brand centres around “feminism, positive vibes, and freeing the 

nipple” whereas Pura Utz, seeks to empower women in Guatemala through employing them to 

develop high quality designs using unique indigenous expression of the colourful Mayan 

culture. Both brands express strong feminine values but their products are unisex. Anna runs 

both companies from the office in her living room, where she employs mostly women.  

Carla Camilla Hjort - Founder and CEO of SPACE 10, a future thinking laboratory. SPACE 

10 was founded by Carla and IKEA as a research hub and exhibition space in Copenhagen to 

test product prototypes to enable a better, more meaningful and sustainable life for the many 

people. As they put it on their website: “We are on a mission to explore and design new ways 

of living”. SPACE 10 is led by a woman, Carla, and employs 25 people, 11 of which are female.  

Emma Jenny Pedersen - editor in chief of VINK, a Copenhagen based digital cultural magazine 

and a public awareness society. It is the platform for the budding and lean cultural initiatives in 

Copenhagen that pave the way for and with cultural creators. It gathers in an ambitious and 

social community of 100 volunteer enthusiasts who both convey culture through writing, 

images and podcasts and even create culture through pop-up events. 

Anonymous #1 - CEO and founder of Record Label #1, a record label and creative agency based 

in Copenhagen.  

Anonymous #2 - Founder and editor in chief of Magazine #1, a cultural and fully gender neutral 

magazine set in Copenhagen
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Interview Matrix 

INTERVIEW 

REFERENCE 
COMPANY FOUNDER PRODUCT COUNTRY INDUSTRY DATE 

# 1 Record Label #1 Anonymous #1 Record Label, Creative Agency Denmark Music 06.04.2018 

# 2 ArtPeople Anne Sofie Jeremiassen Record Label Denmark Music 23.04.2018 

# 3 
Pechuga Tee / 

PURA UTZ 
Anna Waller Andérs Sustainable Fashion Line Denmark Fashion 23.04.2018 

# 4 SPACE 10 Carla Camilla Hjort Social Innovative Design Denmark Design 18.04.2018 

# 5 VINK Emma Pedersen Cultural Magazine Denmark Publishing 18.04.2018 

# 6 
Mad About 

Copenhagen 
Hazel Evans Food Blog, Food Books England Publishing 15.04.2018 

# 7 Magazine #1 Anonymous #2 Cultural Magazine Denmark Publishing 13.04.2018 

# 8 CARCEL Veronica D'Souza Sustainable Fashion Line Denmark Fashion 26.04.2018 
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3.3 Interviews  

Interviews were the main source of data and were all conducted with female company leaders. 

As a qualitative method, interviews allowed us to collect at first hand in depth insights through 

these women’s experiences, emotions and perceptions of gender inequality within the cultural 

and creative industries. “The qualitative interview seeks qualitative knowledge as expressed in 

normal language, it does not aim at quantification” (Kvale, 2007, p.12). The interview 

objectives are to collect “nuanced accounts of different aspects of the interviewee's life world” 

(Kvale, 2007, p. 12). In a qualitative interview, accuracy in description and rigor in meaning 

interpretation are paramount to the efficiency of the interview, for they correspond to 

“exactness in quantitative measurements” (Kvale, 2007, p. 12). Each interview is conducted 

with the same meticulousness and determination. No interview was allocated more importance, 

regardless of size or revenue of each company. Each opinion expressed during these interviews 

weighs as much as the next. For the sake of eliminating biases therefore, each interview was 

regarded as equally important as the previous in terms of qualitative informational value. 

3.3.1 Interview Process 

The interview process took a total of four weeks to complete and consisted of one exploratory 

interview and 8 main interviews. As agreed upon with all interviewees, all interviews were 

conducted in English and recorded using a mobile phone. The interviews lasted 60 to 80 

minutes on average, depending on the availability of each interviewee. Interview using general, 

open-ended questions were selected as the best means of collecting empirical data (Cobbledick, 

1996, p.347). The semi structure nature of the interviews allowed us more freedom to navigate 

the interview as a social interaction (Warren, in Gubrium et al., 2012, p.129). 

Conducting semi-structured interviews offers a skeletal structure to the interview questions, 

made us more adaptable to the interview, and allowed us to ask additional questions to help 

direct the conversation. Adaptability is key during qualitative research. 

With semi structured interviews however, navigating the discussion can be challenging. It is 

therefore important to make sure the additional questions do not disrupt the natural progression 

of the interview. A well conducted semi structured interviews generates far better and well 

rounded qualitative data. 
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3.3.2 Exploratory Interview 

The exploratory interview was conducted with one of the main interviewees and lasted an hour. 

At the time of the interview, the direction of the research remained to be determined and 

therefore questions covered a wide range of topics under the scope of gender equality. 

Questions covered topics such as leadership methods, organisational culture, entrepreneurial 

environment, gender diversity and gender inequality. Examples of questions:  

What were your motivations to starting your own company? Is gender equality something you 

consider in regards to shaping your organisational culture? Have you ever experienced 

injustice in your career as a woman? How do you define yourself as a leader?   

As mentioned above, the initial idea for the research was to focus on the differences between 

male and female leadership methods specific to the cultural and creative industries. This 

interview however, narrowed down the scope of or research and redirected it towards a topic 

of higher relevance to the experiences of the interviewee. Indeed, as external researchers to the 

cultural and creative industries, it became clear that the more relevant research topic would be 

to focus on the barriers and challenges women face in order to succeed in these industries (Van 

de Ven, 2007, p. 27). Nevertheless, the research would still be conducted from the perspective 

of female company leaders and/or founders. 

3.4 Limitations 

The risk of depending on interviews for qualitative research is the aspect attitudinal fallacy, 

“the error of inferring situated behaviour from verbal accounts of sentiments and schemas” 

(Jerolmack & Khan, 2014, p.199).  The authors highlight that psychological research on 

attitude-behaviour consistency (ABC) had time and time again established that a person’s 

verbal response is often unrelated to the subsequent observed behaviour (Jerolmack & Khan, 

2014, p.179). They also recognised the wisdom of identifying the discrepancy between “talk 

and action” as the “central methodological problem of the social sciences” (p.179). It must 

therefore be assumed that “talk is cheap” (Jerolmack & Khan, 2014, throughout) and that all 

data collected should be taken with a grain of salt. It is important to therefore carefully navigate 

the data collected and avoid making the assumptions that the words of the interviewees reflect 

their behaviours. 
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3.5 Data Analysis 

3.5.1 Coding 

The way through which the data were analysed paves the way for the research. Coding is the 

‘critical link’ between the empirical data and its meaning. It is also the first step to proceed 

when analysing findings of a study (Miles, Huberman and Saldaña, 2013, p.72). In order to 

proceed with the coding, all recorded interviews must be fully transcribed. 

First Round 

Our process began by transforming and precisely regrouping our data through the process of 

inductive coding. This type of coding regroups words or sentences by specific concepts. 

Therefore, our first cycle of coding clustered parts of the interviews into 24 different codes. In 

order to limit biases and inconsistency in our coding process, each interview was coded by both 

authors of the thesis and then compared and consented into the most relevant codes. 

For the purpose of accuracy, the analysis centered around descriptive coding. This method 

creates an inventory of topics for indexing and categorising (Miles, Huberman and Saldaña, 

2013, p.74). This method forms a context around each code, it is therefore easier to return to 

the codes and understanding in which context they were used. Indeed, the authors emphasise 

the fact that this type of coding is more appropriate for social environments (2013, p.74). 

Second Round   

The second round of coding has the purpose to regroup the first round codes into broader 

themes. These themes were shaped to fit our four sub questions, and create a structure that will 

ultimately help answer the research question in a coherent and consequential way. The second 

round of our coding is patterned through theoretical constructs (Miles et. al, 2013, p.87) by 

which is meant that every sub question had at its basis a theory to inform and back up our 

findings. 
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4. Analysis 

4.1 Gender equality and gender diversity in Denmark 

When confronted with the question of whether or not they believed Denmark to be gender 

equal, a certain hesitation took over the majority of the interviewees as something that they had 

not really considered before. Some of their answers led to believe that they felt content with the 

gender distribution of the workforce in Denmark: “I need to say that I recognise that we have 

come a very long way, you know, and I consider myself equal to men or any other sex you want 

to define out there.” (Interview 3, #65) said Anna, founder of the two fashion brands Pechuga 

and PURA UTZ. Carla Camilla Hjort, CEO of SPACE 10, recognised that the situation in the 

country had to be contextualised as a privileged one (Interview 4, #100). Veronica D’Souza, 

CEO and founder of CARCEL, even introduced the idea that women in Denmark might benefit 

from positive bias: “I sometimes feel in this gender debate that we also don’t talk about all the 

positive things. [...] personally I've had in Denmark a lot of success because I'm a woman.” 

(Interview 8, #232), unconsciously reinforcing her status as women token. Hazel Evans, 

founder and CEO of Mad About Copenhagen raised some debates on whether perceived 

inequalities were simply a result of natural differences between the two sexes:  

“I think it's always the case with like there's more female nurses than men. There's 

more female prostitutes than man, there is more female air hostesses than men, 

there's more male builders, male bin men. And I […] don't necessarily think it 

demonstrates inequality. I just think that demonstrates that men and women are 

different. […] We say, oh, in order to be equal, we have to be the same. We have to 

have 50 percent female bin men, 50 percent male bin men but actually I think 

equality will come on when we sort of recognise the differences that we have that 

women are more likely to be nurses because they do have a more motherly thing 

and men are more likely to be builders because they are stronger. Like we can't 

deny that.” (Interview 6, #147).  

Her reasoning seemed to show that despite acknowledging Denmark to be gender equal, she is 

not gender blind to its horizontal gender segregation, and in fact seemed to embrace the concept. 
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Nevertheless, strong inconsistencies with the idea of Denmark being gender equal quickly 

started coming to mind and predominantly the fact that important positions were mostly taken 

by men:  

“I do see that there are a lot of privileges that [...] are really narrowed to a smaller 

group of the society and that's especially, I think, men.” (Interview 3, #65) noticed 

Anna specifically acknowledging vertical segregation in the Danish workforce. 

Similarly, Carla stated: “I did notice from the beginning that I often found myself in 

meetings only with men, especially when it’s high level.” (Interview 4, #99).  

Furthermore, Anonymous #2, chief director of Magazine #1, one of the interviewees most 

aware of gender equality issues in Denmark, explained that some sectors, like the financing 

sector, are highly dominated by men and that women have to navigate it accordingly (Interview 

7, #178), providing an example of how she perceived Denmark to be in fact both vertically and 

horizontally segregated. 

Moreover, both Carla (Interview 4, #99), and Veronica raised the issue of gender pay gap and 

the need for action to be taken in regards:  

“Obviously we do not (have gender equality). It's not the same pay level. [...] If you 

look at big companies, we're not there. [...] So no, I don't think so. I think there's a 

lot of work to be done.” (Interview 8, #234).   

Hazel broadened the conversation when she contemplated over whether or not women were 

more prone to take unpaid jobs while discussing the higher number of female applicants they 

received for an internship position:  

“I think there's something interesting with the internship thing. I'd be so curious to 

see if there was a difference. If we said we're hiring a project manager paid job, 

full time whatever with the salary, if there would be a difference. I'm just, I have a 

suspicion that maybe there are more women doing free work. I don't see many male 

interns. I don't know if it's just the companies that I know. a lot of the little 

companies I know they have interns and they just are often women or girls.” 

(Interview 6, #165) 

It could be argued that Hazel is referring to a consequence of the perpetuation of the glass 

escalator phenomena (Williams, 1992, in Muhr, 2011, p.338), in which men, questionably due 
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to the binary system, might feel directly entitled to better positions, whereas women would 

unconsciously have felt compelled to have to ‘climb the ladder’. 

 

4.2 Gender equality and gender diversity in the CCI of 

Copenhagen  

It seemed that our interviewees’ perceptions of gender segregation, both vertical and horizontal, 

were similarly perpetuated in the CCI of Copenhagen. When asked about these industries, a 

few of the interviewees gave examples of specific sectors. Both Carla and Veronica mentioned 

the film industry as being highly male dominated (Interview 4, #95; Interview 8 #231). On the 

other hand, Anonymous #2 and Veronica perceived the fashion industry as very women-led 

(Interview 7, #216; Interview 8, #232). However, Veronica acknowledged that her point of 

view was from a start-up perspective and assumed that the major companies were still male 

dominated. “I feel differently about the fashion industry, but that's more like the upcoming start-

ups. I think the big players are probably male owned” (interview 8, #231), providing a classic 

example of the glass escalator effect (Williams, 1992, in Muhr, 2011, p.338) in horizontally 

segregated sectors. Hazel further broadened the conversation by spotlighting segregation in the 

overall industry rather than its sectors:  

“[…] the PR industry is very female. I wouldn't say I noticed any obvious 

differences, just that, there seemed to be areas of the creative industry that are very 

much male or female, that there is mostly male camera men and women stylists” 

(Interview 6, #148). 

Anne Sophie, ArtPeople manager director, and the only female managing director in Denmark 

of an independent label, similarly to Veronica, she did not relate to issues discussed in the media 

about the lack of female leadership in the music industry. However, she acknowledged that 

there could be more effort put into selecting more female talents at festivals and related events 

(Interview 2, #39); it is interesting to see how through this discourse she appears to be gender 

blind, yet she seemed to be bothered by the lack of female musicians. As it will later in the 

analysis become more apparent, Anne Sofie seemed to be wanting to perpetuate women 

tokenism (Kanter, 1997), when it was directly related to her. She acknowledged the low number 
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of females in leadership positions in her industry yet didn’t seem to mind, in fact seems to be 

more in favour of elevating tokenism than acknowledging issues related to vertical segregation, 

arguably due to gender blindness. Nevertheless, she appears to mind when the same issue is 

perpetuated on a level different from hers. 

Anonymous #1 found the music industry to still be male dominated. She didn’t necessarily 

believe that it might have an effect on her work, she acknowledged that only a very small 

number of record labels were started by women but foresaw the number growing: “I think I’m 

seeing more and more women starting their own company, but is still male dominated, in the 

creative scene and especially in the area I’m in.” (Interview 1, #10). Similarly, to Anonymous 

#1, some of the other speakers such as Carla (Interview 4, #100) and Hazel (Interview 6, #138), 

acknowledged a disparity in numbers between men and women in the creative industries but 

did not feel frightened by it nor did they feel it had an impact on their work and careers. 

However, they perceived other obstacles such as maternity or the lack of mentoring which will 

be both discussed later on. 

On the other hand, Anonymous #2 alleged that the creative industry might be female dominated, 

and so was the publishing industry (Interview 7, #216). In her opinion however the segregation 

was more apparent in specific sectors of the industries, for example in communication and PR, 

and that men still almost always filled the leadership roles with them (Interview 7, #215), 

acknowledging yet again both vertical and horizontal segregation in the creative industries of 

Copenhagen and providing another clear example of the glass escalator effect (Williams, 1992, 

in Muhr, 2011, p.338). She also identified that she had problems establishing good relationships 

with men, especially when working with collaborators for events, which she believed were male 

90% of the times (Interview 7, #177); thus possibly highlighting issues related to homosocial 

reproduction. 

As briefly mentioned above, it could be said that Anne Sofie had negative feelings towards the 

discussion of gender inequality but even she had to admit an undeniable majority of men at the 

executive level: “I know that the overall picture is that we don't have gender equality, and we 

certainly don't have it on a managing director level. You don't have it on, on the senior level.” 

(Interview 2, #57). Yet even then, she insisted that although the majority of women did not 

make it to managerial level, some did and that that was more important discussing:  
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“I think it's a problem that we have some journalists talking so much about it (lack 

of gender equality). It's not a problem that they're talking about it. I just don't feel 

that there is the same problem as they see it, and then they're getting a lot of space 

and a lot of time to keep telling the story over and over again. And then you have a 

lot of women in the industry who's saying we are here, why are we not being seen 

or why are we not being spoken to? I mean, for instance, one of the most important 

key persons in the industry is the relation manager at Spotify and she's a female, 

that's one of the most important persons and that has never been told. It's never 

been told about all the women who are working in the record labels for instance, 

that there are no women that made it at the senior level and it's like, no, maybe not 

the senior level, but still there are women who are working in the business.” 

(Interview 2, #44) 

Veronica also pointed out that in her opinion what she called the ‘gender debate’ (interview 8, 

#232) lacked a positive perspective on the great things that many women did achieve in the 

creative industries of Copenhagen. However, she lacked examples and in general felt compelled 

to explicit that she did not have numbers or specific statistic to help her be more accurate. It 

appears that both women advocate for more women to be used as token as a provision of role 

models, that seem to be currently lacking. 

A very blatant example of vertical segregation in the publishing industry (surrounding the food 

industry) was provided by Hazel. Hazel works in Villa Kultur, an incubator for creative and 

cultural entrepreneurs in the heart of Copenhagen. she used it as a sample of the creative and 

cultural industries of Copenhagen in general and claimed it to be rather gender equal. To her 

knowledge, there is also a balance between men and women working as food writers.  However, 

she did make one important consideration: in her opinion women tend to be labelled as bloggers 

and man as journalists. She also stated that she did not know a single female food critic, which 

in her opinion are the ones to be considered the most powerful and most knowledgeable in the 

food industry:  

“I mean I know a lot of food writers; I would say that's about equal. There does 

tend to be the men are journalists and the women are bloggers, don't like that very 

much. […] you have a blogger, then you have a food writer, then you have a 

restaurant critic that's like the hierarchy, right? […] the critics that's the ones that 
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could destroy the place or you know, they're the ones that supposedly know 

everything and I don't know any female food critics, but I do know a lot of female 

bloggers and I know, I guess it's more the food writers that's male and female.” 

(Interview 6, #138). 

The interviewees seemed to understand clearly issues related to vertical and horizontal 

segregation within the creative industries of Copenhagen and the Danish workforce in general, 

although they did not seem to be aware of it in technical terms. For example, a classic example 

of the glass escalator effect into horizontally segregated sectors was given by Veronica when 

she said: “I feel differently about the fashion industry, but that's more like the upcoming start-

ups. I think the big players are probably male owned” (Interview 8, #231).  

However as much as they were capable of giving examples they seem to lack awareness of how 

these phenomena occur, and mainly accused the patriarchal system for its results. It is possible 

to argue that the lack of information provided to them on how gender segregation occurs can 

definitely have repercussions on the way they run their companies, as the lack of knowledge of 

a phenomenon can easily result in the unconscious perpetuation of that phenomenon.  

 

4.3 Branding as a Women  

Interestingly enough, some of our interviews introduced the concept that being a woman in the 

current environment might evoke positive bias at times, and that some of them even used it as 

a branding strategy. Anonymous #1 was the first to introduce the concept when affirming that 

often times she had attracted people’s attention when she would introduce herself as the CEO 

and founder of a record label. She believed that the unexpected reactions of people could have 

hidden a competitive advantage, and a differentiation factor to other similar companies:  

“I actually like branding myself a little bit around it, being a female and having 

your own label, so why not use that a little bit? But I don’t want to overdo it, I don’t 

want it to be the only thing, but of course you know to differentiate yourself in the 

business, of course why not use that? It would be a little bit stupid.” (Interview 1, 

#5) 
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Similarly, Veronica felt that in public occasions, when presenting at panels for example, the 

fact that she was often the only woman attracted attention towards her. She believed that being 

a woman in a leadership position, in the contemporary environment lacking of women in 

leadership, especially in the creative industries, gave her a competitive advantage: 

“I definitely think that […] being part of the creatives and being a female CEO who 

runs a global business is something that impresses people. It's very much up in time. 

People talk about it.” (Interview 8, #226)  

Carla also takes part in this conversation when reminiscing about her career as a DJ. Back then 

there were barely any women DJing and those that were, were often given the spotlight because 

they were seen as something ‘exotic’. However, she does mention that as the female presence 

became stronger in the music scene, the male counterparts became more competitive and the 

standards required for women that wanted to enter the scene were much higher.  (Interview 4, 

#97). Similarly, Anonymous #2 explained that especially as a woman that often works within 

topics of gender equality and diversity, an extra spotlight is shone on her that does not always 

necessarily deliver the kind of attention sought after but rather puts her into a position of higher 

scrutiny (Kanter, 1977) (Interview 7, #219).  

With Anonymous #2 the problematic goes further as she becomes aware that the reason she is 

being biased, whether positively or negatively, is still solely based on her gender and not on her 

efforts:  

“Am I just given the microphone right now because I'm a young woman? […]  it 

can also kind of backfire at you because people suddenly get very focused on you - 

is it because of my gender that I'm like negatively or positively biased in a way?” 

(Interview 7, #219). 

In sum the phenomenon of branding as a woman can reflect double standards carried out by 

female tokenism, in which although women appear to be given more attention they are also put 

under a lot more pressure in the way they perform.  

Similarly, some of the interviewees’ perspectives showed that the media should focus less on 

lack of diversity in the CCI, and more on role models and positive examples of successful 

women in leadership position. This focus on the negative aspect of the CCI could also arguably 

contribute to the perpetuation of lack of diversity. Furthermore, putting forward tokenisms 

while disregarding issues related to lack of diversity could easily give the impression of 
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Denmark and its CCI as being much more gender equal then they actually are, contributing to 

gender blindness. 

 

4.4 Gender Barrier  

4.4.1 Patriarchy 

When introducing the idea of barriers that could prevent women from reaching higher positions 

in their careers, it seemed almost inevitable that some of our interviewees would mention the 

patriarchal system. Although only briefly mentioned by a few of them, it was still worth 

mentioning. 

Carla concludes that a reason preventing women from rising to the top is simply that men have 

been in power for a very long time - ‘human history’, and that the idea of losing, or sharing that 

power, the dismantling of the status quo, would automatically induce fear. It’s that fear, she 

believes, that stops men from giving away some of their power and hold on to their privileges. 

since they are the ones currently dominating the system, they can very well assure, or do their 

best, to make it stay the same (Interview 4, #101), basically reintroducing Becker’s allegations 

of classic discrimination and old-boys’ network (1957, in Smith & Smith, 2015, p.32). 

On the other hand, Anonymous #2 did discuss the importance of not introducing the gender 

equality issue as a fight for power but rather as an open conversation, a clearly non disruptive 

one: “There are ways I'm thinking about going about this discussion in this whole gender 

conversation. I Think openness and clear communication, not trying to necessarily only disrupt 

the system. Trying to educate people as to how they could benefit from this. We're not stripping 

men of their rights in any way, everything could improve as a result.” (Interview 7, #208). 

 

4.4.2 Gender Bias  

As a result of the patriarchal and binary system, a lot of gender bias, whether conscious or 

unconscious, are still in place. Both Anna and Anonymous #2, felt it impacted and still impacts 

their careers. What they both mainly claimed was the struggle of feeling like having to 

constantly prove themselves as serious, knowledgeable and skilled in the workplace, and often 
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felt their authority undermined by the male gender. In Anna’s case specifically, there is a feeling 

of ineptitude which herself, she argued, might be projected from the inside out:  

“I think for me, when I meet people in this industry, when I use graphic designers 

or PR agencies or whatever that I communicate with as well, I find it hard to 

actually own my own space; meeting these people and men, especially, in owning 

you know, my talent or what I know how to do really well, because I also feel that 

it might be my own feelings projected into them” (Interview 3, #66). 

Demonstrating a double edged sword that undermined her authority from within, possibly as a 

sentiment of inferiority to men unconsciously installed by binary systems, and the real facts 

that she, at times, had been treated differently because of her gender. Furthermore, she felt 

further pressured and ‘victimized by expectation’ perpetuated by the binary standards that 

require women to act lightly, smile, be charming and sexy, traits that can easily juxtapose those 

attributed to male leadership. She stated that:  

“I feel like we're allowed to be really good at what we do, but we really need to be 

like nice and happy and charming and flexible at the same time as we do it. We're 

not allowed to be like -no, Nils, I will not have you ... […] You know, it's not sexy 

to be too determined” (Interview 3, #68). 

What Anna it talking about is a clear example of ‘glass cliff’ - highlighting the fact that, 

although working conditions for women have dramatically improved, the precarious nature of 

a woman’s career will remain the same even once she has reached a leadership position 

(Czarniawska, 2008). In Anna’s case this obstacle comes from the expectations put on women 

of having to act like a male leader while still preserving female traits which, in the social 

subconscious, are often likely to contrast each other. 

On the other hand, Anne Sofie talked about how her career had been recently affected by 

positive gender bias. She felt she had recently been asked to be part of boards or jury at festivals 

solely on the base of being a woman. Talking about being asked to jury at the Danish Spot 

festival she said:  

“They had to set a jury to decide which artists should go in, and they asked me if I 

wanted to do it and I was like, yeah, well of course I will, but doesn't it make more 

sense for Rune who is the A&R? And is used to listening to music every day and 



 39 

who's the one who decides who we should sign, doesn't it make more sense that he 

does it. And then they were like, no, we need a female.” (Interview 2, #49).  

Nevertheless, she resents this kind of attitude as she continually asserts her gender blindness by 

appealing to her sense of meritocracy. 

4.4.3 Maternity  

Pregnancy is one of the most prominent differences that can be experienced between sexes. 

Hence maternity, can be one of the first obstacles that could come to mind when considering 

limitations to women careers. Fairly enough almost all women brought up maternity when 

discussing reasons for inequality. 

Anonymous #1 believed that such concerns, impact women career decisions from a young age 

as she reported that already during university, many of her female peers would not choose an 

entrepreneurial career for fear it would clash with a mother lifestyle:  

“I’ve talked with some people about it, especially people from CBS (Copenhagen 

Business School) and people that got educated there and especially from where I 

came from (communication studies), a lot of the girls didn’t have the courage to do 

it, they just went out in other big organization because that felt safe.” (Interview 1, 

#24). 

Hazel’s concerns lied in the fact that the time in which an average woman would conceive in 

Denmark, and the time to start an entrepreneurial career often coincide:  

“Something that's huge with the difference between men and women is women do 

have a biological clock, and it sort of clashes a little bit with that exact time, which 

is kind of ripe for being an entrepreneur. […]in your mid-twenties, late twenties, 

early thirties.” (Interview 6, #159).  

Anonymous #2 agreed but also acknowledged an element of social pressure on women on 

having children before the age of thirty which does not apply to nor stigmatize men. (Interview 

7, #206) 

Another valid point of how motherhood could create difficulties for career ambition is given 

by Anna, which takes an emphatic perspective and considers that even though women have 

equal rights and men can take paternity leaves as long as their female counterparts, a woman 
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might still not want to sacrifice her time with her children. And that doing so might also unravel 

certain social stigmas, and the fear to be labelled as a bad mother. (Interview 3, #81) 

A different perspective is given by Emma who believed in fact that women might experience 

positive bias in their career when mothers. Her statement changes the perspective of the general 

conversation on the topic and assumes that people might see motherhood as a selfish act in 

regard to her career rather than the other way around; but that still men would not suffer from 

that social pressure:  

“People are more in awe of you if you are a woman and you have a kid and a family 

because they don’t expect you to make choices like that personal and selfish in way 

of their career. So I think that’s a little different for men.” (Interview 5, #127) 

On a more personal level it can be argued that both Anne Sofie and Anna did feel to a certain 

degree some negative bias. Anna did mention that often she had been asked whether or not she 

was going to have a family soon, or personal questions about her relationships in professional 

settings. Regardless of that she intended to have a family and carry on her work as an 

entrepreneur at the same time. 

Anne Sofie simply mentioned that her boss did not seem to be very happy when she announced 

her pregnancy, but that motherhood had never been a problem in her career. (Interview 2, #51). 

Emma, stated that being a mother motivated her to better her career and performance: “Maybe 

I feel that things that happen in your life, for example becoming a mother, that really affected 

my career, and that made me want to do better and like accomplish things.” (Interview 5, #155). 

Veronica also agreed that becoming a mother made her enhance her career and even stated that 

she would recommend hiring mothers: “I'm just more experienced, much smarter person. I 

would always hire moms. Really. I think you learn so much about yourself, about life that makes 

you a better and more efficient manager and you're better at making good decisions.” 

(Interview 8, #245). Nevertheless, she did not deny that becoming a mother and being a 

successful entrepreneur requires great compromise and enormous amount of effort and that the 

only way to make it work was through a strict routine (Interview 8, #246). 
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4.4.4 Ambitions 

When it came to questions about the communication of ambitions from a gender perspective, 

Anonymous #1 believed that it differs between genders. In her opinion, although similarly 

ambitious in their career, men have a more direct way of communicating it than women: “boys 

are a little bit more straightforward, and girls pack it in a little bit more, […] takes a little more 

time to get to the point.” (Interview 1, #3). In her opinion it is not just an externalization issue 

but an internalization issue too, in the way men and women think about their future, where men 

are more actively acknowledging and acting upon the present moment while women tend to 

project more into the future: “men are ambitious, but they are a little bit more -here and now, 

whereas women are a lot - I think about this in the future.” (Interview 1, #1). 

Anne Sofie believed it was a matter of ‘positioning’ where men are more prone to it than 

women. By this she meant that men are better at externalizing their position within the 

company, where they want to reach to, and what they are good at, while women have a hard 

time praising their qualities. Herself, she does not like to point out her unique leadership 

position even though she understands it could bring her many advantages:  

“I'm not the one who's posting things on LinkedIn all the time. It'd be like - hey I'm 

the only female managing director in the Danish record business. I could do that. I 

could position myself. I could probably go out and talk about it, but I don't do that 

because I don't feel like I wouldn't be comfortable. and I don't have the need to do 

it.” (Interview 3, #35). 

Such inclinations, it has to be noticed, are rather opposite to the way women use their unique 

positions as competitive advantage by branding themselves as such. 

A different perspective is offered by Anne and Anonymous #2 and it has to do with the fact 

that in their opinions nowadays, women that are more career oriented understand that they need 

to act very early in the processes to show their competitiveness against their male counterparts 

who are often more likely to get the aspired positions:  

“I think women now are very focused on - OK, my career if I’m going anywhere 

with it I have to prove myself now sooner than men” (Interview 7, #171) and also 

often in order to be simply taken seriously: “I need to prove it more that I'm a 
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serious business woman and that I will deliver. […] I always feel like I have to 

prove myself a little bit more as a female.” (Interview 3, #69). 

Some of the interviewees argued that as a result of that, some women where only elevated to 

higher positions when showing male leadership traits:  

“my general impression is that it's mostly men that are in the leadership positions 

in those areas. And I feel like a lot of times if a woman has needed to obtain that 

position, in a way where people will give her those qualities, (she) would be referred 

to as (having) male qualities and that is what brought her to a leadership position 

and that would be you know, using your elbows being really competitive.” said 

Anna (Interview 3, #64).  

Similarly, Carla mentioned that she thought women felt like they need to assume male 

leadership traits in order to become competitive: “a lot of women feel like they need to be more 

manly to sort of compete or be respected, in the same way that men do naturally”. In her 

opinion, women have to transcend their gender in order to experience the same respect as men 

do (Interview 4, #92). 

 

4.4.5 Lack of role models 

A lack of female role models in leadership positions was also perceived as a barrier preventing 

women from aiming at higher positions. When Anonymous #1 mentioned she felt she needed 

to hire a business person that would help her focus on growing the company and help her with 

the financial part of it, she said she could not help but visualize a man for that role. Her reason 

for it was that her subconscious has only so far been fed with images of men being good at 

business (Interview 1, #11). 

Anna mentioned she had been actively seeking mentors, all of which turned out to be male, and 

the same thing would occur when seeking investors, as if her path toward becoming a successful 

business woman was constantly confronted to the fact she was different from the current 

standards, which can often make one feel out of place and intimidated. She did mention that 

she had made contact with a woman offering mentorship from CBS, but that the woman had 

eventually lost her job and could not go any further. (Interview 3, #83) 
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Once again Anne Sofie blamed the media for focusing too much on the negative aspects of 

gender inequality and fading the spotlight from women in leadership position that could play 

an influential inspirational role. (Interview 2, #54)  

In sum the research sample was able to identify gender barriers, both experienced and perceived 

in their surroundings. These barriers were grouped from a strictly SME perspective and show 

that in Denmark there are still gender barriers that prevent it from being gender equal. The 

appreciation of these barriers helped analysing which of our interviewees were gender blind 

and which were not.  

 

4.5 Gender diversity for competitive advantage  

4.5.1 Diversity for perspective and audience diversification 

Through a series of questions, we tried to understand how our interviewees felt about gender 

diversity and how they thought it would impact their companies, here are their answers: 

Anonymous #1, Carla, Emma and Veronica, seemed to understand the importance of gender 

diversity from a ‘perspective’ standpoint. What is meant by that is that Anonymous #1 thought 

that diversity in gender in the organisation would lead to diversity in their audience: “when you 

get a male and he’s like - but maybe we should do this because that’s cool, that also attracts 

the male audience, so I think it is really important to have both in the company” (Interview 1, 

#30). Emma also approved that especially in her field (publishing) gender diversity would 

contribute to different perspectives, or as she calls them: “different voices” (Interview 5, #116). 

A point in favour for diversity can be taken from Veronica’s statement when she explains how 

the lack of diversity in her company might very well create a limited customer basis and also a 

unilateral perception of her brand (Interview 8, #229). She explicitly stated that she needed to 

gender diversify her team if she wanted to expand her company globally: “And so the diversity 

issue is definitely something we are actually discussing right now because we really want to be 

global.” (Interview 8, #228). She then alluded to the fact of her being the only person of 

different ethnicity in her office and that that had to be changed for the same purpose (Interview 

8, #228). 
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Anonymous #2 came up with the argument that gender diversity in the workplace creates a 

more professional working environment: “I think it makes a very good atmosphere to have 

diversity within the room. I'm not sure why. people kind of tend to take it more seriously. There's 

not so much, you know, all these other talks which is not focused on the job” (Interview 7, 

#172). She even mentioned that she thought one of the reasons why the original all-female 

group of editors that started Magazine #1 might have not worked out because of its lack of 

diversity (Interview 7, #175). 

4.5.2 Benefits of lack of diversity  

Both Anna and Veronica however did notice some positive factors of being an all-female 

company. Especially Anna saw potential in such companies as confidence incubators. She 

believed that in a female-only environment, women could much more easily build up skills and 

confidence that society had failed to provide:  

“It really gets my heart going from women really owning their talents, and the 

space and what they're good at and speaking their minds and not being held back 

about perceptions or prejudice and seeing women really blossom from being good 

at what they do and believing in themselves.” (Interview 3, #73) 

She mentioned this when discussing how the all-female environment had helped her employee 

support and uplift each other. In her opinion, if put in a diverse environment, some of her 

employees might have easily slept into some unconscious socio-normative habits such as letting 

men speak first or make decisions: “That changes when it's only women, I think at least to start 

with, I think then it's good also to be with men and then knowing that you can own your space 

equally as he can, and together.” (Interview 3, #74). She explains how she also believed that 

that kind of elevation would then level up women when interacting with men whose confidence 

had being boosted since a young age. 

From another perspective, Veronica’s positive point of view of an all-female team was the 

enhanced speed of communication and market saturation. Although valuing diversity, Veronica 

considered that at start-up phase, a team that could fully relate to their target market had speeded 

up the process of network outreach, and market positioning within their social sphere, hence 

shortening the time for product validation: “We have a really strong good network, you know, 

I think we managed in a really short time to leverage that network and to position ourselves 
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towards women like us in Copenhagen. So, in that sense it's been helpful in the startup phase” 

(Interview 8, #225). Speed wise, Veronica also suggested that from a communication 

perspective, a diverse team might take longer time than a homogeneous team to communicate 

with one another. Nevertheless, she acknowledged, as mentioned above, that if she wanted to 

expand her market reach, she will eventually have to diversify. 

4.6 Gender Distribution and Gender Diversity Implementation  

Investigating how female entrepreneurs shaped their organisation from a gender perspective 

was pivotal to our research. Studying how these entrepreneurs valued gender diversity within 

their organisation offered an insight into their core values and brought forward their approach 

to gender diversity. A considerable part of the interview questions focused on gender 

distribution within the organisation as well as what policies were in place to encourage gender 

diversity. 

4.6.1 Current Internal Gender Distribution 

The research showed that only one company had an equal gender distribution. The only 

company to have demonstrated gender diversity and an absence of segregation was ArtPeople. 

The gender distribution is 50/50 among all employees and from a managerial perspective. Anne 

Sofie is Managing Director of the label and her associate Rune is head of A&R and Music 

Manager, and there are two project managers beneath them, a woman and a man. Anne Sofie 

actually highlighted the fact that roles had been somewhat reversed: “We have men who like 

working things that are normally being worked in other companies by women” (Interview 2, 

#50). Indeed, the male project manager focused on PR roles, which are assumed to be more 

traditionally occupied by women, thus highlighting the desegregation of gendered occupation. 

ArtPeople was the only example of a perfectly gender distributed company. Despite this, Anne 

Sofie also stated: “I think that you should set the best team to do the task and not look at the 

gender. Just set the best team. And of course if there could be 50/50, it would be perfect. If it 

doesn't suit the function that you have to work out then it shouldn't be 50/50” (Interview 2, #49). 

If the implementation of gender equality in her company becomes counter productive then it 

should not be implemented. 
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The largest company interviewed, SPACE 10, employs 14 men and 11 women. In other words, 

SPACE 10 employs 44% women. From a quantitative standpoint, the company may not be 

perfectly equal, but the difference between men and women in this case was too insignificant 

to be given much importance. The company stands out from the others in the sense that although 

it is run by a woman (Carla) and all three co-directors are male. Since the four of them make 

up the board of the company, the board results as 75% male (Interview 4, #107). She does 

however specify that all managers under them are women. The management therefore within 

SPACE 10 is Carla, her three male co-directors and four female managers, making it 

predominantly female. Carla later adds that there is “a lot of female power” (Interview 4, Carla, 

#107). Although SPACE 10 does not have a perfect gender distribution it does remain highly 

diverse in terms of management and gender segregation. 

CARCEL, was actually an example of a fully female company and when asked about the gender 

distribution within her company, Veronica stated: “We're not that diverse. We just talked about 

it today actually, all our employees in Copenhagen are female, all our employees actually are” 

(Interview 8, #242). As part of their production process, CARCEL employs only female 

prisoners, which was done by design, to empower them by offering them work opportunities 

while being incarcerated. However, when asked why CARCEL only employed women in their 

offices in Denmark, Veronica responded: “I think it boils down to the fact that we are extremely 

gender biased in our production” (Interview 8, #243). The explanation therefore to their 

absence of gender diversity comes down to the fact that their core value predominantly appeals 

to women, which in turn attracts more women than men. This can be surmised as a perfect 

example of homosocial reproduction. Indeed, the company attracts only the demographic that 

it’s core values cater to. 

Along the same lines as CARCEL, Mad About Copenhagen, employs mostly women. “We 

don't have any men in our company apart from Antonio who's just an advisor. Other than that 

we are all women. And the two guys that are kind of involved are probably more female than I 

am” (Interview 6, #146). Hazel here, underlines the fact that her company, despite having very 

little diversity, does not focus much on gender as anything other than a dynamic (which will be 

touched upon later on). Indeed, she states that some of the men associated with the company 

have more ‘female qualities’ than she does.    
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Vink is also an example of low gender distribution and high segregation. Indeed, the company 

has a gender distribution of 70-30 in favour of women. The management is 100% female, and 

the board is made up of 7 women and 2 men (Interview 5, #126). Here, women occupy both 

the majority of the positions within management and without. Vink is therefore another 

example of a vertically segregated organisation but from a female perspective. 

On the opposite end of the spectrum, Magazine #1 actually had more male employees than 

female employees. “Well it's actually quite male dominated right now, it's me and I see myself 

as a female, but I'm working with two guys, a graphic designer and a really good guy who gets 

a lot of ideas” (Interview 7, #203). The operating core of the publication was slightly male 

dominated; this could be explained by the fact that a majority of the magazine’s readers were 

male. It can not be argued here that this company is segregated, horizontally or vertically, nor 

is it subjected to homosocial reproduction. When asked why her company was male dominated, 

the Anonymous #2 responded: “I'm trying to pull some others in, and I've talked with other 

females, but right now it's maybe a bit more male dominated. I think that's pretty much a 

coincidence” (Interview 7, #195).  

In sum, it was difficult to establish a clear pattern in regards to gender diversity within these 

startups. Indeed, they ranged from being male dominated, to perfectly equal, to exclusively 

female. The same could also be said in regards to occupational segregation within these 

companies, where no discernable pattern could be observed. 

4.6.2 Gender Dynamics / Gender Roles 

When asked to explain the lack of diversity in their organisation, the issue was never one of 

gender preferences, but rather one of gender dynamics. The interpretation of these dynamics 

determined the way our interviewees saw how men and women work and interact together, and 

how that impacts their organisation. The way in which these female entrepreneurs understand 

gender dynamics helps decipher their approach to gender diversity. 

First of all, it was commonplace for these entrepreneurs to distinguish men and women in the 

workplace. Most understood that men and women work differently. Indeed, Hazel noticed: 

“Most men and women they're contributing something different to the way of working. Men do 

tend to be more confident and I sometimes find a lack confidence in my fellow female 

employees” (Interview 6, #144). Carla also emphasised that men and women have different 
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ways of working as she highlights the different management styles between herself and one of 

her directors: 

 “Kaave, he leads like an arrow, he knows exactly where he wants to go, he wants 

people to deliver, there’s no room for error or not being a high level performer. 

Whereas I want everyone to feel included, and I take time with people to develop 

them. To mentor them” (Interview 4, #103). She also highlighted the importance of 

such a balance. “Let someone like Kaave lead the projects and let someone like me 

lead the culture. And that balance is very important. He says it to me often, it’s so 

important for him to have me as his back bone, to remind him of these things, 

because I see them, if he forgets. See how we compliment each other” (Interview 4, 

#111). 

On the one hand, she is acknowledging the fact that in her eyes, men and women have 

fundamental differences in the way they work. On the other hand, she is emphasising on the 

complementarity of the differences. This truly underlines her company’s vision in regards to 

gender diversity. Indeed, Carla accepts the fact that men and women are different, but that 

together they can achieve success and that embracing such differences allows both to remain 

true to themselves. As a result, Carla can remain the caring nurturing CEO she wishes to be 

without having to compromise her leadership style by having to become the result driven and 

efficient manager Kaave is, which is usually what women are expected to morph into in order 

to reach leadership positions. 

In the case of ArtPeople, Anne Sofie states: 

“I actually think that men are better at solving problems than women [...] for 

instance here, Rune and Louis are the best problem solvers than me and Caroline. 

Because I know for myself that there's a very short way to drama. There's very short 

way to like, OK, that's not good. That's not fair... And where the guys are more like, 

OK, we identified this problem, how do we solve it? We do this, we start here and 

I'm not so structured. So actually, for solving problems in our company, the guys 

are up there and they're also the ones who are creative, who are thinking the 

creative thoughts coming up with ideas, talking to the artist about, OK, how should 

your next music video be, how should your next marketing campaign be? And then 

it's me and Carolina who are more executing it” (Interview 2, #42).  
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This statement follows the same logic as Carla’s from SPACE 10 in the sense that men and 

women have a distinct set of skills and that complementarity is essential to the workplace. It is 

noteworthy to mention however that Anne Sofie perpetuates the dynamics in which men are 

given leading and creative positions, while women are in charge of execution. 

In fact, most interviewees shared the opinion that men and women work differently. Anna from 

Pechuga highlighted the fact that men generally show less emotion in their work: 

“I think sometimes men are better at just being like - oh, so I need this paper by 

tomorrow at two! And there's no emotion behind it. He's not trying to say anything 

else or imply anything, he's very like what you see is what you get. Whereas 

sometimes I think we women have a little bit more emotion running around” 

(Interview 3, #72). 

This somewhat corroborates what Carla was saying above, in the sense that men tend to be 

more direct in their work and women let emotions play a little more. Anna later adds in regards 

to women and emotion: “When we're just women that is more” (Interview 3, #72). According 

to Anna therefore, women tend to emphasise their emotions amongst themselves whereas when 

men are around they tend to adopt their way of working. Indeed, she stated:  

“I've just been able to see what it was like when Tobias was here. It changed the 

dynamic a lot I think. Where I think sometimes we women do have a lot of emotions 

that are also floating around us and that happens also in the workspace, which is 

totally OK. And I really want to have a space where that is OK. I felt when he was 

there it changed, a little bit of that emotional energy disappeared because he's much 

more like concrete in his ways, behaviour and in his communication” (Interview 3, 

#71).  

Anna therefore witnessed a clear distinction in the workplace dynamics when it was mostly 

women working for her and with the presence of a man. 

Anonymous #1 distinguished men and women by saying: “I think women overthink things, 

whereas men are a little more risk takers” (Interview 1, #12). She later adds that women have 

a tendency to “talk drama” (Interview 1, #15), and that she actually worked better with boys 

because of this reason. She concluded her point by saying that “women are kind of their own 

worst enemy sometimes” (Interview 1, #16). This distinction falls well in line with the 

traditional gender narratives.  These narratives could emphasise the fact that women are less 
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decisive than men which therefore would justify why women are less suited for leadership 

position. Nevertheless, she also identifies her leadership style as a female one, which would 

justify her need for male leadership style to complement hers. 

However, a notable narrative emerged implying that a person’s physical gender was not always 

reflective of a person’s gender behaviour or ‘energy’. As mentioned above, Hazel joked about 

how she felt more masculine than some of the men working for her (Interview 6, #146). Indeed, 

during her interview she mentions repeatedly that at times she wished women were more 

decisive and with higher esteem of themselves, traits she also saw in herself, although generally 

associated with men. On one hand, although she acknowledged that the lack of such traits was 

a related cause of the binary system, she could appear to be perpetuating the concept that women 

are not fit for leadership. On the other, using herself as an example, Hazel highlights the fact 

that a person’s physical gender does not always determine that person’s behaviour, thus 

breaking down the assumption of traditional gender roles.  

In the case of CARCEL, which is entirely represented by women, Veronica focuses on the 

different gender energies within her management team. 

“It's about those energies. In our little women led company there are a lot of 

differences. I have more, a male energy than female energy and so does Stine, but 

Louise has a lot of the female energy and a little of the male” (Interview 8, 

Veronica, #238).  

Despite being only women, they are able to dissociate themselves from the traditional gender 

roles, while simultaneously embracing the importance of a balance in leadership methods. By 

doing so, Veronica breaks down the traditional narrative of what are male and female roles and 

dissociates gender from leadership. She concludes her point by stating: “I think we have a very 

complimentary team energy wise, even though we all have vaginas, which I think is good” 

(Interview 8, #249). Energy therefore, according to Veronica, is not dependent on gender, and 

vice versa. By dissociating themselves from the traditional gender narratives, these women 

break down their biases towards gender roles. 

In sum, the whole issue of gender roles and dynamics shed a considerable light on how these 

women actually perceive gender roles for diversity. From the way in which these women 

described the gender distribution within their companies, underlining a clear pattern of gender 

segregation was difficult. However, upon investigating their perception of gender roles and the 
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differences between men and women in the workplace, aspects of segregation became apparent. 

All interviewees agreed upon the fact that men and women are equal and yet somehow some 

of them seemed to discuss how men have more confidence in their skills, are more direct in 

their ways of working, and in general show less emotion than women. Ironically enough, 

CARCEL and Mad About Copenhagen, two predominantly female companies, seemed to be 

the only ones that didn’t adhere to the traditional gender roles; whereby Veronica and Hazel, 

both identify themselves as having qualities and attributes mostly associated with men.  

4.6.3 Hiring Process and Team Creation  

Having analysed the gender distribution of each company, and perception of their leaders on 

gender roles and gender dynamics, this section follows these women’s approach to creating 

teams and hiring talent. 

A very common phenomenon seemed to occur within the companies we interviewed. All of 

these companies seemed to claim their teams came to be the way they are organically, and that 

not much thought had been put into hiring diversity, possibly reflecting the fact that gender 

diversity is in Denmark is not much taken into account. 

On one end, Carla from SPACE 10 demonstrated that the hiring process within her company 

was very informal: 

“I meet people that I like and that I connect with and that makes sense. And then they end up 

working for me. I’ve never actually done interviews. I mean I try, but I hate them. I prefer 

meeting people in real life, either through collaboration or just through an unofficial setting” 

(Interview 4, #105). The hiring process here can only be considered somewhat coincidental and 

based on personality rather than gender. A similar situation occurred with Anna and Pechuga, 

whereby she states: 

“No, I haven't actually been like, Hey, I'm seeking a male. I haven't actually really 

thought about doing anything actively. I guess I've just like accepted that it was 

what it was. Yeah. Um, so basically it just happened organically. For some reason 

we attract a lot of girls, we do project a lot of female energy” (Interview 3, #77)  

At no point did her company actively seek to hire men, and only focused on the applications 

they were getting, which were predominantly from women. The reason therefore that Pechuga 



 52 

hires predominantly women is that fact that it is women that are the ones who show the most 

interest in working for the company.  

Veronica from CARCEL, emphasised the fact that much like Carla from SPACE 10, she “hires 

by gut” (Interview 8, #239). She reiterates her point by saying:  

“I think when I hire somebody I hire somebody based of course on their skills but especially 

gut feeling. And it's gut feeling, confidence, and if it's somebody that I can relate to and 

understand, I will feel more secure that I have seen who that person is” (Interview 8, #240) 

She here therefore highlights the importance of being able to understand and relate to a person 

that she intends to hire. The narrative she uses here resembles that of homosocial reproduction, 

whereby her hiring process provides an important sense of reassurance and comfort in the face 

of uncertainty. When asked why there were no men employed she retorted: “We just didn't get 

any (applications) that were good enough. I got five, and they were really shitty all of them” 

(Interview 8, #241).  

Mad About Copenhagen is also an example of a company with what appears as a biased hiring 

system. Hazel brings forward the moment her company was hiring interns and 75% of the 

applicants were women. They ended up interviewing nine of the applicants, none of which were 

men because: “just none of the men seemed dedicated or skilled enough, I mean just not as well 

qualified as a woman basically” (Interview 6, #151). Much like Veronica, this falls in line with 

the narrative of meritocracy as a justification for homosocial reproduction. The barriers 

traditionally imposed on women are now being imposed on men. Her statement about the male 

applicants not being sufficiently qualified is made all the more confusing when she later adds 

that because she has never attended university: “we can't say that they have to have a degree, 

we cannot say that they necessarily have to have experience” (Interview 6, #153). This 

highlights the hypocrisy and double standard of the hiring process. 

Being an unconscious phenomenon, homosocial reproduction refers to the fact that industry or 

company gatekeepers (HR, directors, managers) prefer hiring individuals that most resemble 

them for the sake of reassurance. In the case of Anna and Pechuga, the homosocial reproduction 

almost seems to be imposed on them. When compared to the discourse from Veronica at 

CARCEL and Hazel from Mad About Copenhagen, the fact that mostly women are hired at 

Pechuga is because of the expressed female identity. The team therefore is predominantly 

female by default, due to the overwhelming majority of female applicants. 
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For CARCEL and Mad About Copenhagen however, it cannot be said that homosocial 

reproduction was imposed. Both companies expressed having received male applicants but both 

claimed that the applicants weren’t sufficiently qualified. It is very likely that this was an 

accurate assessment of the candidates, but considering the close resemblance of this narrative 

to that of men, the parallels are easily drawn.  

In sum, in can be argued here, that in the case of CARCEL and Mad About Copenhagen, the 

gender biases formally expressed by men towards women are now being reversed and are used 

by women onto men. It can here be observed that in some cases, these women use the 

meritocratic narratives traditionally used by men to justify their own homosocial reproduction.  

4.6.4 GENDER EQUALITY IMPLEMENTATION  

Responsibilities as Role Models. 

Another important aspect of the research, was to discover whether or not, these female leaders 

had a sense of responsibility towards bettering the situation for other women in regards to their 

own positions. 

Generally speaking, all interviewees perceived themselves as role models in one way or 

another. One stated “Yes, I feel like I have a responsibility to create a way for other women to 

move forward” (Interview #5, #131). Hazel on the other hand, believes her responsibility as a 

role model comes through leading by example:  

“I think the best way I can influence or change the situation of sadly many women not believing 

they're good enough to do certain things or to take decisions or... it's by just doing it and sort 

of encouraging people, showing them that they are worthy enough whether they are my friends 

or people we hire or people that see what [we] are doing” (Interview #6, #163).  

In her interview, Hazel also puts forward the idea that men have a tendency to approach job 

opportunities with higher convictions in their capabilities where women lack the self belief and 

therefore don’t even apply for the opportunity in the first place. (Interview #6, #163). In this 

case, responsibilities towards bettering the situation for women begins by showing other 

women that they should believe in themselves and their skills. 

Two of the interviewees, Anna and Veronica had clear views on what their roles were for 

improving gender equality. Indeed, the former was founder and CEO of a fashion brand that 
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employed and invested in female fabric weavers in Guatemala, whereas the latter, also a fashion 

brand, that employed women incarcerated in Peru. The core values and missions of both these 

companies was directly concentrated on empowering women. When asked how she perceived 

her role as a female entrepreneur, Anna responded:  

“I guess the core of what I really wanted to do was empower women. I guess I want 

to feel empowered myself, you know, and be able to do whatever I want to do and 

not belittle myself or under sell myself just because it doesn't fit with the perception 

of me as a woman. So I want to be a role model and for other women to feel the 

same” (Interview 3, #85).  

Veronica, on the other hand, when asked why her company employed only female prisoners 

replied: “That was by design and that's because I have a core belief that I believe we can create 

impact for women” (Interview 8, #250). Both these women stand out from the rest, in the sense 

that their companies are directly invested in and have female empowerment as their core values. 

However, some of the interviewees perceived their responsibilities to go above and beyond the 

scope of gender, and also focus their attention on other minorities. Indeed, when asked if she 

believed she had a responsibility towards women, Carla (SPACE 10) responded: “Yeah I think 

I do, but not just women” (Interview 4, #109). Furthermore, Anonymous #2 stated: I'm very 

concerned with minorities at the moment and maybe not so much gender. […] I want to bring 

a lot of diversity within the media picture, for example, I want to give people a voice for that” 

(Interview 7, #195). It can therefore be inferred, that these women understand the challenges of 

being a minority and therefore look beyond the scope of their gender, as diversity also implies 

different ethnicities, religions and sexual orientations, to name a few. 

In sum, these leaders all seemed to embrace the fact that they have a certain responsibility 

towards women, despite the fact that some of them had previously expressed never to have felt 

their gender to negatively impact their careers. All these women seemed to have their own take 

on what it meant to be a role model: from hiring women in underdeveloped and highly 

patriarchal countries (Pura Utz & CARCEL) to helping women invest in their own future, by t 

giving them a platform to work on and allowing them to make a better world for themselves, to 

leading by example and showing young women that all it takes to achieve success is to believe 

in oneself. 
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Introduction of Quotas  

The last aspect of this research was understanding how female entrepreneurs would perceive 

an implementation of gender quotas (40% of the underrepresented gender) in order to achieve 

gender diversity. This concept was introduced in order to further understand to what extent our 

interviewees where gender blind. 

The question on whether quotas should be implemented triggered some very different opinions. 

Although all of the participants agreed that it was a sad reality that quotas were even necessary 

in 2018, opinions varied in regards to whether or not these quotas should actually be put into 

effect. 

Anna, from Pechuga Tees for example, when asked about the issue of quotas and how she 

would feel about being legally obliged to apply a quota ensuring the employment of at least 

40% of the under-represented gender, responded “Well, it's probably good, I mean it really is 

so stupid that it's like that, you know, people should just be hired on their qualities” (Interview 

3, #84). Anna is among those who believe that quotas are necessary to instigate a change, even 

though she believes people should be hired for their skills and not their gender. 

Along these lines, when asked the same question, Carla responded: “I would feel fine. [...] 

because there is as many talented women out there as men, so then you just don’t look hard 

enough. If you don’t have 50/50, then you aren’t looking hard enough. Then you probably have 

a blind spot” (Interview 4, #109). Carla hereby acknowledges the fact that in regards to talent, 

men and women are equal and that therefore if companies don’t have gender equality it’s simply 

due to the fact that they are not looking hard enough for the female talents. She later added: 

“Sometimes, through legislation, you create new societal structure that then 

become the norm over time. It might feel a little strange in the beginning but over 

time that just becomes normal and then you can remove that legislation and things 

would just be like that. But it can help push things forward faster” (Interview 4, 

#109). 

It appears that these women appreciate how legislations have the potential to, in the long term, 

change mentalities and reshape social norms. According to Carla, despite the challenges they 

may imply, they are the best way to achieve change over time.   
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These opinions were shared by Veronica D’Souza, when she made it clear that: “You kind of 

wish that it wasn't an issue so you wouldn't have to legally do it at the same time, I think when 

you get a legislation it just happens so much quicker. You can speed up the process” (Interview 

8, #249). The opinions expressed here by these three women are clear, the fact that quotas are 

even necessary in this day and age is quite sad, but also that quotas are necessary to break the 

mould and disrupt the status quo. These opinions were not shared by the other interviewees. 

Instead, Anne Sofie responded: “I would be furious, […] I want to be on the board because of 

what I do and not because of my gender” (Interview 2, #55). Anonymous #1 corroborated this 

opinion: “I think you should not be evaluated on your gender but by quality, like what you come 

with” (Interview 1, #26). Emma also supported these claims by expressing: “From a personal 

level I wouldn’t like for someone to hire me because I am a woman. I would always want people 

to hire me for my skills” (Interview 5, #129). These opinions resemble the beliefs argued in 

theory, that quotas will have a negative impact on meritocracy, nevertheless when asked if 

quotas would have a benefit on her company Emma answered yes. Arguably she agrees that the 

forced implementation of gender equality would benefit her company, but she refuses the idea 

of it being necessary due to her misguided trust in meritocracy.  

Furthermore, in regards to their own hiring processes, these entrepreneurs expressed how they 

would perceive gender quotas as quite limiting. Hazel, from Mad About Copenhagen declared: 

“I would hate to be in a position where I had to hire someone based on the gender and not on, 

like being good for the job” (Interview #6, #162). 

Emma, emphasised this by saying:  

“If that was a legal obligation, I would be really limited by that. Because I feel that 

men and women do not necessarily want the same jobs always. So for certain roles 

there might be more male applicant than women, and if you have a job and there 

are 7 applicants, 5 of them are men and 2 of them are women and you find that the 

best applicant is among the 5 men, then I would feel really bad that I would have 

to chose one of the two women just to fill a quota” (Interview 5, #129). She later 

added that: “I think that from our specific company that it would have a negative 

impact. Because as I tried to touch on before, […] I just want to hire the best one 

for the job and not try to fill out a quota, and I think that that would have a negative 

impact on our organisational culture” (Interview 5, #130).  
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By being legally bound to implement such quotas, this entrepreneur fears the negative impact 

of being told who to hire based on gender will have on her company. 

These women refuse to see how gender should play any part in the hiring process, and 

emphasise the fact that talent, skills and quality of work should be at the forefront. 

Anonymous #2 even raised the question: “If it's only women who want to do it, [...] why should 

we bother?” (Interview 7, #195). This interviewee questioned why her organisation should 

bother with trying to hire diversity when only women seemed to be applying. So much so that 

she even joked about implementing quotas for men. Indeed, she stated: “I've joked about 

making quotas […] for men, […] just because diversity makes quite a positive effect” (Interview 

7, #195). She stated that she was proud that so many young women wanted to work for her 

company. I'm […] also quite proud that so many young women were just gathering and wanted 

to break down barriers (Interview 7, #195). 

In sum, the concept of quotas sparked quite the conversation and opinions dramatically varied. 

On the one hand, participants viewed the necessity of implementing gender quotas in order to 

instigate changes. On the other hand, quotas were perceived as counterproductive. The 

interviewees felt like quotas imposed hiring individuals based on their gender and not on their 

skills. And according to some, hiring constraints also posed a threat to the integrity of a 

company’s organisational culture. The women that express disdain for quotas demonstrate clear 

gender blindness and a failure to see their potential to improve gender diversity. 

The interviews demonstrated that there is no consensus among the interviewed female 

entrepreneurs in regards to the implementation of gender quotas. 
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5. Discussion  

When pondering over the research question: Are women in leadership positions in the CCI of 

Copenhagen gender blind? The initial assumption was that most of the women in leadership 

positions we interviewed must have experienced gender barriers or negative gender bias at some 

point in their careers given that the CCI are still to this day male dominated. Given the above 

supposition, it was consequently assumed that women in leadership positions in the CCI of 

Copenhagen could not be gender blind and would in fact have a sense of responsibility towards 

bettering the situation for women, by using their authority to break down gender barriers. This 

applied to some of our interviewees, but it quickly appeared that it was not the case for others, 

who in fact appeared to be gender blind. 

However, when analysing the second part of the research question - is the way they organise 

their company a reflection of it? it appeared that the organisations of the interviewees that were 

not gender blind almost always lacked diversity, while those that were gender blind had an 

apparent gender equal organisation in place. 

Therefore, this discussion will use the findings from the analysis to critically evaluate whether 

the interviewees are gender blind and whether they organised their companies form a gender 

perspective on the premises of them being gender blind or not. 

5.1 How do women who are not gender blind organise their 

companies? 

Oddly enough, at first sight it seemed that women that were not gender blind perpetuated lack 

of diversity in the way they organized their companies. Women that appeared aware of barriers 

and norms preserving lack of diversity were now implementing those same structures in their 

companies. Anna, Veronica and Hazel had all-female companies and appeared culpable of 

homosocial reproducing. Whereas Carla and Amanda were still putting men in charge of the 

decision-making positions and arguably perpetuating the glass escalator effect. 

However, the analysis of our data proved otherwise. One striking example was Anna. Her 

argumentation for an all-female company was that her organizational structure was creating an 

environment where women could boost their confidence and refine their skills in order to be 
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able to level up with men, whose confidence had often been boosted by binary systems from 

an early age. Veronica and Hazel thought their responsibility was to pave a path for women to 

build confidence and reach leadership positions. It can be argued that these all-female 

organizations were formed by women in leadership positions as a coping mechanism to the 

exiting patriarchal system. Given that the end goal of all of these entrepreneurs was to 

eventually become diverse, these enterprises can be seen as incubators for the development of 

female talent and a way to level up the field in a vertically segregated environment.  It can here 

be surmised, that women who do not demonstrate aspects of gender blindness, are in fact 

organizing their companies as a reflection of their awareness of the issues that still preserves 

the lack of gender diversity.  

It could however be argued that due to such strong sense of responsibility, women in leadership 

run the risk of further segregating themselves by focusing too much on bettering the cause for 

women through homosocial reproduction as a coping mechanism. They run further risks by 

distancing themselves from diversity. 

Furthermore, as mentioned above, it initially appeared that some of our interviewees were 

perpetuating vertical segregation and the glass escalator effect by often putting men as their co-

directors. This was the case for Carla, Amanda, Anonymous #2. Nevertheless, our research 

enlightened the fact that this behaviour could be justified by their awareness of different kind 

of gendered leadership styles and the necessity to complement them in order to achieve 

efficiency. 

Carla’s case was an obvious one, in which she complements her self proclaimed feminine 

leadership style with the masculine one of her co-director Kaave (Interview 4, #111). Having 

such diversity was a means to implement leadership complementarity so that women wouldn’t 

have to forgo their leadership identity, and ultimately improve efficiency. 

Despite both somewhat falling into a perpetuation of traditional gender roles, whereby the 

woman is more passive and caring whereas the male more active and result driven, SPACE 10 

is a perfect example of the argument for diversity in leadership positions. 

Veronica and Hazel brought a similar conversation into the way they organised their all-female 

companies. In their opinion also same sex people could complement each other feminine and 

masculine style and they also used these parameters to complement each others leadership 

styles and increase efficiency.  
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The same conversation of gender roles and physical gender was also quite remarkably brought 

into a team creation perspective. In some cases, companies experienced gender role reversals, 

whereby men expressed female qualities and women male qualities. An example of this was 

Mad About Copenhagen, where Hazel, founder and CEO, brought to light the fact that she 

considered some of the men who she worked with to actually be more feminine than she was 

(Interview 6, #146). This discourse of extrapolation of gender dynamics from the physical 

gender is a perfect example of female entrepreneurs breaking down socially and culturally 

engraved binary gender narratives. Although disregarding sex, using masculine and feminine 

to describe types of leadership attributes, might confuse into thinking that they apply to 

normative gender roles. However, as Veronica highlighted (Interview 8, #238) the use of word 

feminine and masculine is merely utilized due to a current lack of a language to discuss such 

dynamics. 

Regardless, it can be argued that one way to break the cycle of lack of diversity would be if this 

kind of understanding of complementarity of leadership styles was appreciated by companies 

with men in leadership positions. Doing so could introduce a discourse that sees men in 

leadership position ponder over hiring women as co-directors to maximize efficiency and 

inevitably decrease the current level of lack of diversity. This could only be achieved with a 

shift in the cultural appreciation of feminine leadership style as such and could result into 

putting less pressure on women to ‘ungender’ themselves or take in masculine traits in order to 

achieve decision making positions. It can be argued that this might risk women being pressured 

into a feminine leadership style.  However as mentioned above ideally this kind of ‘leadership 

attributes’ conversation will be followed through and further researched, eventually help 

selecting women and men for their leadership style, whether masculine or feminine or whatever 

other facets will hopefully be introduced in the future, and no longer because of their sex.   

5.2 Do gender blind women organise their company as a 

reflection of it? 

It can be argued that as a result of having never experienced negative bias, some of the 

interviewees demonstrated clear signs of gender blindness. These indications clearly impacted 

the way in which these women considered their roles in promoting gender diversity.   
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Both Anne Sofie and Emma stated that they had never encountered barriers nor experienced 

negative biases against them throughout their careers, and that they believed they lived in a 

country where gender did not affect a woman’s career. Their privileged standpoint and the fact 

that they have never experienced gender bias might allow us to understand why they are gender 

blind. As mentioned in the theory, it is usually men who are incapable of understanding barriers 

for women in the workplace due to their privileged positions. Indeed, research shows that part 

of the privilege of being a man is the ability not to think about gender and the potential barriers 

it presents (Lewis, 2006, p.454). In their cases however, it appears that part of the privilege of 

being a woman in Denmark is the ability not to think about gender and the potential barriers it 

presents. 

Furthermore, both Anne Sofie and Emma insisted on the importance of meritocracy as a 

selection criterion and not gender when confronted with the possibility of quotas. They are both 

a perfect example of individuals with unwavering faith in the meritocracy that is Denmark, and 

someone who is thoroughly blind to the possibility of meritocracy being gender biased (Murray, 

2010, p.94). As such, they are likely to underestimate the importance of gender biases in their 

hiring process. 

The fact that they have never experienced barriers and their firm belief in the Danish system 

being a meritocracy can lead one to assume that gender blind people deny governmental and 

managerial responsibility in implementing gender diversity and believe that the lack of gender 

diversity in Denmark is a problem that needs to be looked at from a bottom up perspective 

rather than a top-down one. The following example might share some light in understanding 

how Denmark would rank so low from a diversity stand point (Bloksgaard, 2011, p.5) and allow 

us to understand in a truer to life way how gender blindness takes place. 

Indeed, Anne Sophie’s statements led to believe that she blamed the applicants and not the 

employers for the lack of diversity in creative industries, and believed that a company, or the 

person leading it, is in no way responsible for horizontal gender segregation, but rather the 

natural condition that women seek certain jobs and men others. 

Ironically enough, Anne Sophie’s company appeared to be the most gender equal at first sight. 

Nevertheless, the analysis showed this was not the case when she admitted she believed that 

men were better at being creative and making decisions. In fact, the men in her company were 

the ones put into creative and decision-making positions, hence perpetuating vertical gender 
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segregation. Furthermore, she praised her company for challenging horizontal gender 

segregation because of the fact they put a man at the head of their Marketing department, a 

position usually assigned to women. Using the example of a man that got what is normally 

perceived as a female position, she first disregarded the fact that the man was scouted for the 

job and did not personally apply. However, by acknowledging that that position would have 

attracted a lot of female talent, she first defiles her rhetoric that is up to the people to improve 

diversity and not management. secondly she still picked a man for a job that would have very 

likely attracted a lot of talented women, contributing to the perpetuation of vertical segregation 

in her company by putting a man in charge, knowing that it could have very easily being a 

woman. Therefore, a controversial argument could be that hiring by network also stood in the 

way of diversity if the person hiring believes that men are better at decision making, and is 

allowed to choose a candidate without allowing people, and especially women to join the race.  

In her mind she thinks she is battling horizontal segregation by placing a man in what she 

perceives a traditionally female role. When women express gender blindness, their views may 

appear progressive but they actually have considerable negative impacts on women (Lewis, 

2006).  

Therefore, it appeared to be clear that gender blindness and lack of awareness of gender barriers 

has an impact in the way one organises their company from a gender perspective. Although it 

seemed that she had a gender equal company since having a woman and a man in managerial 

positions and a woman and a man at executive positions she still perpetuated both vertical and 

horizontal segregation. 

5.3 Further Findings: 

5.3.1 Gender Biases 

Like Anne Sophie, many other interviewees seemed to fall into the same old binary gender 

narratives. It became clear that despite their gender, some of these women noticed a clear 

distinction between men and women in terms of personality and character. Women such as 

Anonymous #1, Anne Sofie and Anna, all highlighted the fact that in their eyes women had a 

tendency to be less prone to problem solving than men, were more likely to let emotion interfere 

with their work, and displayed far less confidence in their own abilities. It becomes difficult 
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here to determine whether these beliefs stem from experience or if they are simply a repetition 

of deeply seeded social and cultural constructs. What can be argued however, is that these 

entrepreneurs appear to be perpetuating the gendered narrative that imply that men and women 

are better suited for certain roles. By doing so, they run the risk of biasing themselves towards 

believing that specific genders are better suited for specific roles, and are therefore more likely 

to preserve traditional gender segregation (Ellingsæter, 2013, p 503). 

5.3.2 Quotas 

Here lies one of the greatest paradoxes of our research when Veronica stated she would only 

hire someone she considers “her kind” (Kanter, 1977, p.48), yet agreeing to the necessity of 

quotas. On the one had, we have a female entrepreneur who understands the value of gender 

quotas, has high regards for diversity in the workplace. Yet on the other hand she somehow 

seems to have reversed the narrative of meritocracy to prevent men from entering her team. She 

brings forward here the perfect example of meritocracy as a justification of homosocial 

reproduction, whereby she has to relate to, and understand a potential employee. Any 

application from a person that doesn’t quite match her company’s image, is regarded as not 

good enough.  

Despite being a clear paradox, for women to acknowledge the importance of gender quotas yet 

remain reluctant to actively implement them is somewhat understandable. Indeed, 

acknowledging the importance of quotas for the sake of increased diversity is not synonymous 

of women becoming unaware of gender inequality, but rather the opposite. These women may 

believe in the necessity of quotas, however they feel such a strong sense of responsibility that 

they believe that much more in the importance of female talent incubators.  

5.3.3  Contribution to Lack of Diversity  

In sum it can be argued that the way in which these entrepreneurs perceive gender roles and 

dynamics is not always clearly reflected in the way they implement diversity. Despite a 

consensus on the importance of gender diversity, not all female entrepreneurs felt it quite 

necessary for them to implement such policies into their hiring processes. Some examples went 

as far as to show female entrepreneurs claiming to be open to implementing quotas and yet also 

showing proof of subtle discrimination against men. 
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The way in which female entrepreneurs interpret gender roles and gender dynamics varies. Our 

researched sample showed that there are female entrepreneurs who don’t perceive gender as 

being an issue whatsoever and that therefore if equal gender distribution or gender diversity 

cannot be observed, it is because gender diversity is not meant to be. There are those who do 

perceive gender diversity as important, and either use this perspective as a means of 

implementing gender diversity for the sake of complementarity or as a means to rectify 

dynamics. And finally, there are those who understand the value of diversity and fail to 

implement it and use meritocracy as a justification for homosocial reproduction. It can therefore 

be argued, that in some cases, the way in which some female entrepreneurs perceive gender 

roles and dynamics does contribute to perpetuating the lack of gender diversity in companies. 

 

5.3.4 Perpetuation of Tokenism  

An interesting phenomenon was drawn while conducting our interview: branding as a woman. 

It turned out that some of our interviewees felt that being a minority had in fact served them 

well and gave them to a certain extent a competitive advantage.  

Although such occurrence unravelled many advantages, among which having one’s voice 

heard, standing out, and most importantly providing a role model, it can be argued that 

especially the last one can easily convey a ‘double standard tokenism’ other than the one given 

by Kanter (1977, p.216). 

By entailing positive symbolic connotations as an example of what women can achieve in the 

creative industries, they might lead to believe that the lack of diversity in Denmark might not 

be that blatant. Given that statistics still show the extent to which Denmark lacks diversity, 

tokenizing women could explain the occurrence of gender blindness. 
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6. CONCLUSION 

6.1 Answering the research question 

As to answer the first part of our research question: Are women in leadership positions in the 

cultural and creative industries of Copenhagen gender blind? It could be said that indeed some 

of the research sample appeared to show aspects of gender blindness. Through both the theory 

and the research, it became clear that as a result of having never experienced negative gender 

bias, some women failed to see gender as a potential barrier. Those who had experienced 

negative gender bias displayed an acute awareness of the barriers and therefore felt a sense of 

responsibility towards bettering the situation for women. 

Despite the overwhelming positivity over the fact that gender blind women had never 

experienced negative gender bias during their careers, the results were a considerable lack of 

perspective on their behalf. They expressed strong beliefs in the inclusiveness of meritocracy, 

failing to see how this system may actually be gender biased in itself. 

Furthermore, by failing to acknowledge faults in meritocracy, these women were more likely 

to perpetuate gender biases towards women. It was to no surprise that gender blind women 

perceived men and women to have distinct qualities in regards to work. By harbouring such 

beliefs, these women run the risk of perpetuating traditional gender narratives, thus biasing 

themselves during the hiring process. By believing that men and women are better suited for 

specific tasks, their gender blindness contributes to preserving gender segregation. 

Moreover, these women seemed to consider themselves as symbols of what women can 

achieve, and yet seemed to blame the women who weren’t able to succeed. Indeed, some of the 

gender blind women we interviewed claimed that gender bias was more of a mentality that 

women subjected themselves to and that they were holding themselves back. Much like men, 

these women therefore failed to see their privilege (Lewis, 2006, p.454).  

It can therefore be assumed, that yes, in some cases, women in positions of leadership in the 

CCI of Copenhagen are not exempt from gender blindness, that because of their privilege, they 

are unable to view gender as the barrier it really is. However, as mentioned above, there is 
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something undeniably positive about the fact that some women claim that their gender played 

no part in their careers.  

The answer to the second part of our research question: is the way they organise their company 

a reflection of it? highlighted some inconsistencies between our findings and theory. As 

mentioned above, gender blindness is one of the leading causes of gender segregation. Our 

findings however demonstrated an almost absolute opposite to this theory.  Indeed, the 

interviewees who exhibited gender blindness were the ones with the most gender diversity. On 

the contrary, the women who had experienced biases ran almost exclusively female companies. 

Despite the apparent irony, these findings were actually coherent. The women that were gender 

blind, refused to see how gender should play any part in the hiring processes, and were therefore 

more likely to include men in their companies than women who were not. Indeed, the female 

leaders who had experienced negative gender biases were more likely to hire mostly women 

out of a sense of responsibility. These findings point towards the fact that a strong sense of 

responsibility might therefore lead to homosocial reproduction as a coping mechanism at the 

expense of gender diversity, thereby preserving segregation.   

This research can therefore conclude that women that were gender blind, despite their company 

appearing to be gender equal, were in fact unconsciously perpetuating gender barriers.  

Women that were not gender blind appeared at first to be perpetuating gender barriers, through 

homosocial reproduction and glass escalator for example. However, the research shows that the 

reason for this behaviour and this apparent lack of diversity was to develop female talent that 

would have lacked opportunities otherwise. By appreciating the future necessity of diversity in 

their companies, these female leaders showed that their all female companies where in fact 

temporary incubators of talent and a means to level up a field that still benefits mostly men. 

Finally, those that were not gender blind and did not lack diversity in their companies justified 

their apparent perpetuation of glass escalator effect with a discourse of gender attributes 

complementary. Thus proving that the way they organised their company reflected their 

awareness of necessity diversity from a complementarity perspective.  

6.2 Research Limitations 

Besides the limitations presented in the methodology, the main limitation that we, as 

researchers, experienced was the lack of perspectives. Despite the fact that all the women we 
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interviewed had different opinions and views on the matters discussed, they all fell under the 

same description: they were all female CEOs. It would have been interesting to explore these 

perspectives further by interviewing male CEOs and managers to understand their perspectives 

on gender diversity, as well as interviewing other members of their companies, for example 

both male and female employees. However, considering the time and resource limitations, 

undertaking a research under such a broad scope of perspectives would have proven itself 

overwhelming. In addition, interviewing other members of each organisation would have 

required further coordination with the founders and managers, at which point it was deemed 

that we had already taken up enough of their time. We therefore attempted to collect the richest 

and most diverse data possible considering our aforementioned limitations. 

Secondly, in order to obtain a greater understanding of each interview participant’s perception 

of gender inequality, it would have been useful to shadow each woman as a means of recording 

their behaviour and leadership styles.  As mentioned above, this would have required additional 

coordination with the founders and managers. Furthermore, it is likely that they would modify 

their behaviour as a result of being observed. 

Finally, it is noteworthy to emphasise the fact that all opinions expressed were the views of the 

founders, and that despite trusting their answers to being as honest as possible, it should be 

mentioned that our findings are based on their subjective insights. It must therefore be 

acknowledged, that due to the sensitive nature of gender diversity, which at times can be 

difficult to navigate, it is likely that despite being given the option for anonymity, some 

interviewees might sensor themselves or might bend the truths so to not appear out of touch. 

The credibility of the presented data may not be impartial to certain limitations. 

6.3 Contributions 

The purpose of this study was not to test the theory but rather to investigate various theoretical 

phenomena, and see to what extent these were followed by female entrepreneurs. Despite this, 

a few minor contributions to the existing literature can be made. 

Firstly, contributions to the theory of gender blindness can be made. When taken from the 

perspective of women in leadership positions, gender blindness appears to be reversed. Indeed, 

women who are gender blind demonstrated higher rates of gender diversity in their companies 

than women who weren’t.  Lewis (2006) expressed that it was common for women to be gender 
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blind and therefore failed to be gendered role models. This paper further contributes to this 

theory stating that lack of gender blindness from a female perspective results in higher sense of 

responsibility, using positive symbolism of tokenism but also in higher levels of homosocial 

reproduction and therefore lack of diversity. 

Secondly, from a homosocial reproduction theory perspective, contributions can be made. 

Indeed, theory points towards the fact that homosocial reproduction is a means to eliminate 

uncertainty. However, from a female perspective, it can be argued that these women in 

leadership positions use homosocial reproduction as a coping mechanism. Indeed, some women 

demonstrated using homosocial reproduction to keep men out of their companies, while using 

meritocracy as a means of justification. Therefore, this paper also contributes to a better 

understanding of homosocial reproduction from the perspective of women in leadership. 

Finally, our research goes beyond the traditional research setting and delves further into the 

CCI. Very little research about gender inequality in the CCI of Copenhagen has been conducted 

and as a result, very little empirical data about these industries exists. Our research therefore 

contributes to a larger understanding of gender inequality, gender blindness and gender 

segregation in our research fields. 

6.4 Proposition for Future Research 

Through the process of answering the research question this research has collected a broad 

amount of data that had often provided insight that can certainly contribute to a number of 

further researches. 

An exemplary case was that of the discourse of the complementarity of gender roles. It has been 

observed how most women that were not gender blind had in fact come up with a system to 

diversify their teams other than their sex. Such identification of gendered dynamics and 

complementarity can certainly benefit from further research as it can shed light on the way 

women in leadership positions organize their companies for diversity. Indeed, the whole 

conversation can contribute to a further understanding of diversity that lies more within 

individual character traits rather than sex, ethnicity, religion, etc. The conversation of gendered 

traits complementarity brought attention to the fact that an actual language to discuss this topic 

was missing. Some of the interviewees pointed out that the use of masculine character traits 

and feminine character traits was limiting at too engraved in the binary system. Because of this 
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reason, the vocabulary currently used could easily be misleading and not specific. Therefore, 

further research on the topic of gendered attributes complementarity could also help unveil a 

language more specific and fit to the topic, that could help this further level of diversity 

implementation. 

Another significant concept that this research brought forward was that of ‘branding as a 

woman’. This phenomenon can offer substantial insight on the way that both gender blindness 

and tokenism contribute to lack of diversity. However, it can also show that diversity has in 

fact picked up some momentum and that society is getting ready to pay attention to women 

contribution in the business world. Therefore, further research on ‘branding as a woman’ can 

lead to better understanding of the current situation in terms of diversity and also the extent to 

which women position themselves in the leadership sphere. 

It was evident in the analysis that this research had contributed to the demystification of 

motherhood as a barrier. Some interviewees debated this controversial topic and shifted the 

conversation by arguing that mothers were much more employable because more efficient and 

ambitious. Therefore, by such logic, it can be argued that the conversation that sees motherhood 

as an impediment towards a successful career, can be shifted in a way that just like for men, 

parenthood should be perceived as an incentive to excel in one’s career, and ideally discredit 

motherhood as a justification for lack of diversity. Researching this topic into depth could 

provide knowledge to what extent motherhood limits women carriers as opposed to the general 

perception, and how entrepreneurship can supply a sustainable environment for ambitious 

mothers. 

When looking into the phenomenon of gendered polarization of enterprises little to none 

research showed up. Although apparent in some of the theory, no specific research seemed to 

be made on why some enterprises started by women had all female employees and enterprises 

started by men had all male employees. Undeniably more research on this phenomenon could 

unravel a lot of significant information to the subject area of diversity.  Indeed, our research 

contributed to the understanding of justifications that some of these women have for their 

complete lack of diversity. In fact, the findings of our research on this topic are highly 

significant to understanding the contemporary mentality that sets the entrepreneurial field. 

Researching the justification that founders and CEOs of all male companies have to give can 

further broaden justifications for this phenomenon and help understands whether it is a threat 
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to diversity and a perpetuation of horizontal segregation, or like in the female case, a possible 

contribution to better diversity in the future. 

To conclude, the broad amount of data this research has collected has contributed to provide 

leads for future research to the field of diversity. These leads can broaden our understanding of 

topics such as gendered dynamics and gendered roles, the phenomenon of branding as a woman, 

maternity as a gender barrier and the phenomenon of gender polarization. 
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8. Appendices 

8.1 Appendix I – Interview Questionnaire 

1. What is you background, your current position, tenure in the company? 
2. Tell me about your career 
3. Do you experience that we have gender equality on the Danish labor market? 

Why/why not? 
4. How is the situation in the cultural industries (in terms of gender equality)? Explain 
5. What are the barriers for gender equality within the cultural industry? And are they 

different from the barriers of gender equality in general at the labor market? 
6. Do you think there are different expectations in terms of career wishes and behavior at 

you work based on whether you are a man or a woman? 
7. To what degree do you experience that it is difficult to break the social norms? 
8. Have you experienced gender bias or norms? Has your gender impacted your career? 

How/explain 
9. Do you think that there are any differences between men and women in terms of 

creativity? 
10. What is the gender distribution in your company? Do you have a gendered 

hierarchy/particular job/positions for women respectively men? 
11. Do your company have any D&I policy/values? Is gender a part of this? 
12. How would you explain the lack of gender diversity within your company? 
13. How would your organization look like if it was more gender equal?  
14. Would an equal number of women and men at all positions in your organization have 

any impact on the working climate and performance? Why/not 
15. Give example where gender diversity has impacted climate and/or performance 

negatively/positively  
16. Other Scandinavian countries have introduced a 40% quota, hypothetically, how 

would you feel about being legally obliged to have a minimum of 40% of the under-
represented gender?  

17. Would this quota have a negative or positive impact on your company culture? 
18. Do you think your company culture determines who wants to work for you? 
19. How important is gender equality in terms of attracting talents? 
20.  Do you feel you have a responsibility towards bettering the situation for women 

because your position?  
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8.2 Appendix II – Transcriptions 

Transcription Interview 1 – Anonymous #1 

 

Date:  06.04.2018 

Company:  Record Label #1 

Respondent  Anonymous #1 

Interviewers:  Chiara Podbielski & Chris Østergaard  

Duration: 01.00 

 

 

C - Can you tell me about your background your urgent position and your tenure in the company  

 

A - I have a master from CBS in digital communication, and then i started back to future sound while 
studying, while graduating, and its been going on for 3 years now but started with full focus around one 
year and a half ago, with full time on the company. I am the founder and creative director of the 
company.  

 

C - So You’ve come directly from your master to your company  

 

A - yeah  

 

C - what about our career, can you say from where you started up to now? 

 

A - i have had experiences - in my spare time I have always worked with music and always being on 
the creative side of it , and then I have also worked in customer service at an insurance telephone 
company, calling and being a sales person, but that also made me a lot not afraid of calling people, so it 
has been a great experience as well. And also working in a bigger company - to get into the 
organizational culture, how do you work as a big company, that’s being really good. And then I’ve been 
working as a bartender, cleaning lady, and then PR for artists for four ears, all sorts of artists, upcoming, 
jazz, more established songwriters, blues, mor in the niche music area and working with that gave the 
experience in the music industries, like how does it work, and stuff like that, and then i figured out, ok 
I’m actually working now with music that I’m not that passionate about… what about working with 
music, starting your own, and then work with music you love and that was actually… so i gained a lot 
of experience from that, my background with communication and pr and stuff like that and then i worked 
in smaller label before so i got a lot of the structure of how a label works, which organizations i should 
know about and how the landscape is and how it works around working with artists.  
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C - do you experience that we have gender equality in the danish labour market in general.  

 

A - I was actually part of an interview, maybe two year ago, where we figured out it was actually only 
2 or 3 females that started a record label alone in Denmark. Is not statistical, but we just talked about 
that at the moment there is only 3 labels a that point. Otherwise is man that started with women, but 
women in total i think we are two or three labels in the whole of Denmark. But it’s a small market still 
and there isn’t a big market for an independent label in Denmark. I think 90% of the market is major 
labels. But I haven’t looked at the statistics in a long time but this is what you hear when you talk with 
people in the business. That’s what I’ve heard.  

 

C - and what would you say of the general labour market?  

 

A - i thi I’m seeing more an more women starting their own company, but it still a male dominated, in 
the creative scene and especially in the area I’m in. I think it’s also depends in which creative industry 
you’re in, like if you work more with jewelries it might be more female, but i think in general is mainly 
men.  

 

C - and what would you say the situation is the in the creative industry? 

 

A - is hard to say actually to be totally honest, but i think is getting more and more women the before, 
I’ve noticed more women been contacted in, in cultural companies, magazines, CPH:DOX is also 
female, SPACE 10, is also female started, so that knowledge i have around that, and the cultural - i 
would call them a cultural company, then yes, they’re getting more and more women in there. It’s 
improving.  

 

C - what are the barriers for gender equality within these industries? What prevents women from having 
the same amount of opportunities? 

 

A - i cant speak from the other industries, but within the danish music industry, i think is been a lot 
about pregnancy, you know women being pregnant that separates some kind of boundaries around it. I 
ve talked with some people about it, especially form people from cbs and people that get educated there 
and especially from where i came from, a lot of the girls didn’t have the courage to do it, they just went 
out in other big organization because that felt safe and they panned, whereas it takes a lot of courage to 
do it and a lot of self confidence to go out in thins, and it’s a big risk, so i think some of those elements, 
may be boundaries for some women as well.  

 

Chiara - why would you think for women more than man? 

A - don’t get me wrong but I don’t think they think too much, as women do, i think women overthink 
things, whereas men are a little more risk takers. And i think that’s one of the elements hat I’ve 
experienced as difference between man and women in this business. 

C - do you think there are different expectations in term of career wishes and behavior at your work, in 
what you do, based on whether you’re a man or women? 
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A - its very different, it’s actually more… I don’t think is that gender specific, i feel like is more the 
persons, but i feel like man are ambitious but they are a little bit more -here and now, whereas women 
are a lot - i think about this in the future, i want to go here, i want to do this… they’re very ambitious as 
well, i think both gender are very ambitious, but i think hey handle it differently with their thoughts. I 
think both genders are very ambitious with future jobs and where they want to head at.  

 

C - can you notice any difference in the way they externality it? 

 

A - right now i have two people hired, is a girl and is a boy, the boy is very like… he quit  his education 
cos he says - i want to stay here, i want to do this, i am full time, lets do it. Where the other girl is more 
like - i want this in the future, i want trying this, she’s still in education, i want to do this and that, but 
then I ask ok, how do we get there? And then she’s kind of not defying it. So that the difference I’ve 
noticed there. 

 

C - which would you say its the best? 

 

A - it’s hard to say, because maybe it too risky what the guy is doing, but maybe is more well thought 
what the girl is doing, but maybe is too well thought what she’s doing, so it’s hard to say, you never 
know about about the future right? But i think the combination would be good. To be a little bit more - 
lets do this, but then still think about things.  

 

C - To what degree do you experience that is difficult to break the social norms for what you expect of 
women and man? 

 

A - it depends on what you mean with the social norms? 

 

C -  in the workplace? Is it something you would like to break? Not having the female current path? 
How would you not act like your gender? 

 

A - i think in the music industry for example there is a very male dominated industry, but i try to not act 
differently, even though i am a women, i try not to think about it. Because if you think about too much 
you enact that way and then your surroundings - typically it would affect the environment around you, 
and if you act that way (female) the world around you react that way. Instead of just going I don’t care. 
I think that more Healy and i think the industry needs more of that, of course there is a lot of focus on 
being a female but sometimes i think it goes contra, i think is better to not think too much about it and 
do what you are good at. 

 

Chiara - in your work do you experience that there are different expectations put on you because you’re 
a women, then on a man, you can also just say no if you haven’t experienced it. But to a certain degree 
do you ever feel as a women entrepreneur and not just as  an entrepreneur? 

A - not really actually but i thin is because i have not been thinking much about it to be honest, i have 
too many thought on where i want to go and where the business should go, and not think too much about 
- i am a women, but what i think is important ofc, is for future female to be like - you came do this! 
RRM I think that important, in that way break down the social norm, but no, i have really thought about 
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it, i thought about age wise, because I am young, that brings in a perspective where people are like - can 
she do thins? You don’t have that much experience, that’s been one of the things, but I have taken that 
in and said alright, i might not have too much experience, but then i have new thoughts on it… and that’s 
a strength that could bring down boundaries, you know, like i think is good that I haven’t been in the 
music industry for too many years because that brings in a fundament of - but we are used to do this and 
this and i don’t have that experience because i see it in a totally new way. And i think that’s a strength 
and not a weakness.  

 

C - have you ever experience gender bias? Or norms? Has your gender impacted your career? How? 

 

A - even though i say i don’t think about it like that, i think it’s also… i think actually back in the day, 
the reason why i acted the way i acted, was because i wanted back then research in music 
conservatorium, and there actually they don’t care about the gender, because back  then i was like - ah 
I’m a female, i can get in because i am maybe a minority and i can play guitar and i am a women, and 
then he was like - no, it’s not that, is how good you are at it. So since he said that to me I’ve been like, 
nah, not gonna think about it, and just be good at what i do, DEC but i also think acting now, i see certain 
reaction like - oh its your own company and oh, you’re a woman, like that sort of reaction i get, which 
is cool, i kind of like - ok maybe i don’t think about that too much, but I actually like branding myself a 
little bit around it, being a female and having your own label, so why not use that a little bit? Bu i dont 
want to overdo it, i don’t want it to be the only thing, but of course you know to differentiate yourself 
in the business, of course why not use that would be a little bit stupid, but use it properly, i don’t want 
it to dominate the company.  

 

C - Do you think that there are any differences between women and man in terms of creativity?  

 

A - i think we think differently, but I haven’t sit down and thought of it how he thinks differently than 
she does, but when we are brainstorming there is some chemistry around it, I actually like being both 
men and women, because we look at things differently GD, it is also building a company, only being 
female, i think you attract only female, like having an organization inside, and were thinking in the lines 
of female, but is super important to have the male thought.AT I cant specifically explain what it is but 
when you get a male and he’s like - but maybe we should do this because that’s cool, that also attracts 
the male audience, so i think i really important to have both in the company, and also cos i can’t describe 
it sign wise, but we think differently and i think that’s important, also coming with different 
backgrounds, i have ways being very careful about having people from different educations, because i 
know its important, having one with technology, and having one with communication and one with 
business side, and try to combine hat, because then you can bring in new stuff, but is also hard because 
you have to combine those worlds, because you communicate differently, so it’s about finding the right 
balance between finding ometti get magic together when you brainstorm, and that takes time.  

 

Chiara - how do you solve that problem, how do you deal with that communication challenge? 

 

A - i haven’t really thought about it, it’s wired right? It like, i take things very naturally, like if we sit 
and brainstorm, i try to let it flow naturally and try have the people talk and also give space you know, 
but it’s very personal, you can still be a dominant women and a quiet man you know, i think that can 
happen as well, the two i have on the team right now have a really good chemistry, they talk a lot, and 
are really well thought but they are really good t working together.  
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Chaira - is it a team building thing? 

 

A - yeah yeah! It’s really important that we try to - I’m actually really bad at not talking business, but i 
think it’s really important bonding and talking together and not only business. So right now we are talk 
a lot about creative stuff, what’s our interests, so i think is kind of incorporated in our culture that we 
talk about other stuff rather then business, we talk about interests like - i like this art exhibition, and i 
like this, stuff like that so we talk a little about other stuff and i think that important.  

 

Chiara - what i meant was more not in how gender communicate but how you deal with the 
communication problem. - how important would you say is to have people from different backgrounds 
and matching their communication skills, rather then having different genders?  

 

A - i dunno actually, I haven’t really thought about it.  I’m not that ‘leaderish’ yet. It think you need to 
work on it really hard to get people understand different backgrounds, work around it, that something 
that… that’s why people usually we hire people that are a lot more older, because they have more 
experience with people, they have more experience as being a leader. But that also brings me to another 
level of leadership, people with different backgrounds shows that we are a very casual company, but 
having casual relationships and stuff like that, that’s the really difficult balance. Like how you work 
around that.  

 

C but that’s doable as long as you’re relatively small  

A it is. But i still feel it important even if you have a smaller team is still people look at me if something 
goes wrong, they look at me when we have to make a bigger decision, or if they have to make a bigger 
decision, they are looking at me and of course is really natural, but sometimes it’s also, we are a growing 
company and responsibility needs to grow and this new guy that took over the department needs to grow 
with the decisions right now, so eventually I’m going to be looking at him and be like - how are we 
gonna make this happen? In his department. That’s eventually where i wanna go . Am i answering your 
questions here? Hahah 

 

C - what is your gender distribution? We know that (50/50)  

 

Chiara - but not interns wise.  

 

A - yeah i actually have two girls, i have an intern and that’d a girl.  I have two employees and then i 
have an intern so were actually 75% girls. 

But actually is going to shift next week because then a new guy is going to start so we’re gonna be equal 
so, yeah! 

 

C - I am guessing you dont have gendered hierarchy?  

A - no.  
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C - do you have any diversity and inclusion hiring policies?  

 

A - no were not there yet. But maybe eventually it will happen, 

 

C - you don’t really look at gender when you’re considering ? 

 

A - no, at the beginning i was actually a lot about gender, no , wait, at the beginning i was like - we are 
only girls now, we need a boy in this team. I was really thinking that, like we need a boy in this team 
right now, it’s getting too girlish in this team right now and then i started seeking for that and then i 
found a boy actually so that was good. But i tried to really… i am looking at the quality but i am also 
looking at the dynamics around being nearly 50/50… not 50/50 but having at least one boy or at least 
one girls, but i think is also because when you are an entrepreneur you also need to create your own 
environment and you need to create your own environment that makes you work the best, and when you 
work the best, you get your team to work the best, so you need to find a fine hard balance between 
finding the right people around you, and i think i work well with both guys and girls because i have two 
brothers, but i am also a girls, so i think … this is just a theory I’m working on now but i think that 
might be why i am also good at working with boys and having boys in the team. 

 

Chiara - can i bring the attention to he fact that i know that both boys you brought into the team have 
somewhat, in terms of responsibility and time, a more important role in the company then the girls, is 
that right? 

 

A - yeah  

 

Chiara - how did that happen? 

 

A - it happened very naturally actually, it was because i was trying to divide the company into three 
different elements, where at a certain point, one of the elements, it was a girl, and it didn’t work out that 
well, she couldn’t work that well with one of the guys and she was hard to read, to work with, like - 
where do I have her? And i don’t want to think about that. I hate having people on the team that I don’t 
know where i have, it’s too uncertain and it’s a wait of time. And she was a bit… they were having a bit 
of a hard time… and he was like - it’s either her or me. And then i was like ok i work best with you and 
we have good communication around staff so i actually eventually put her… and she got a full time job 
so there was some elements of out space that was like nah, but then eventually he grew with assignments 
and stuff like that so it wasn’t - the Gus need more responsabile work, it was only because then Matthias 
started, and he was interested in what Andreas was working at and then naturally he came into that role 
and he was working full time on it where the girls right now is not working in that area, but she has a 
lot of responsibilities as well, she is in charge… building up more and more responsibilities, and i am 
also you know, both of them, not educating but developing their responsibilities right now. So no it’s 
not like i need males in the lead, it happened very naturally.  

 

Chiara - And you can’t think of any reasons why? Did they just like the assignment?  

A yeah, what i have is a sense of what people are passionate about, so i have quarterly meeting with 
each member and i sit down and talk - what motivates you? What do you wanna do? What is your future 
here? It’s really important when you have so many people and you invest so much of your time in them 
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its really important to sit down and talk these stuff through, because then i know where, where they want 
to have that, and i knew Mathias wanted to be more and more in that department and the girl wanted to 
be more and more in my department so that was why it happened like that.  

 

Chiara - you’re department being PR and communication, branding, and your department being 

 

A -  label music management… 

 

Chiara - and you said you discuss with them their ambitions, could you notice any difference in the way 
man and women express their ambitions?  Or communicate their ambitions? 

 

A -  i think boys are a little bit more… in my experience and what in my team, it might be totally 
different in other organizations, but its actually boys are a little bit more straightforward, and girls pack 
it in a little bit more, they are a little bit more like… takes a little more time to get to the point. Well 
now thinking about it now its actually a little bit wired maybe.   

 

C - Why would you think is that? do they come across as saying I want to get to this point but it's OK if 
I don't get there straight away . whereas the guys are like, I want to get and thats the end of story. Do 
they come across as pushy? 

 

A - I think. I think other team members I got right now... im just riding my memory... it's hard to tell 
because I think also mathias is way more passionate just around the music business than the girl is. So 
I think it's wrong of me to sit down and say, you know, evaluate on those two where those two are totally 
different passionate people right now. So it's difficult for me to boys are more like this and girls are 
more like that because that would be actually be a little bit, um, how do you say it? Yeah, like I feel, 
like mathias is way more passionate about music and working. Where Amelia is more like maybe well 
thought, not well thought, but she's more like... she's still figuring out where, which directions she want 
to go in. And right now she think this is really interesting. She's very, very good, but I think she's still 
trying to navigate a little bit around where she wants to end up. So yeah. 

 

C - All right, well the next question is how would you explain the lack of gender diversity in your 
company? Think because it's so small and you really haven't got much of a gender policy. There's not 
much to explain, right? 

 

A - No, no. Yeah. And I think right now that we are nearly 50/50... like it's happening naturally. 

 

C -  how would your organization look if it was more gender? would it have more people? Yeah. What'd 
you have enough work for them? 

 

A - I'm trying to think right now actually. lately I've actually had a lot of thoughts around how to develop 
the business where I've actually thought about. It's funny, right? Like how you have these thoughts 
around... I want somebody, because I've done a lot of administrative stuff, I'm developing a lot and stuff 
like that and I've missed being creative. I've missed, you know, going to these projects and having 
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somebody who can be like - Amanda, now we need to sit down and we need to develop the business we 
need to invest here. We need to invest here. Stuff like that. Develop the business quicker than I can do. 
It's impossible one person, you know, doing everything. And then I tried to think, OK, who should I 
hire? And then I think about a guy right? I think it's because it's so in our culture that it's a guy and it's 
entrepreneurship and when you see all these articles about... it's guys like it's guys who started this 
technology company and then it went fast and they hire four boys right up there in the agent 
communication agency. Boom. Right. They're doing really well. Um, and I think also I'm just talking 
about myself and how it was in person, stuff like that. and I can't generalize it for women at all, but I 
feel like sometimes when I'm negotiating prices I should be a little bit more like I don't care. But I think 
that's also the balance between this is my baby and right now I'm like, we're eager to get everything in. 
You know, where there might be a totally other person that would be better at coming in and say, 
Amanda, no, we should just say no. But I think, I think maybe the guys are maybe a little bit more. I 
don't know. I'm thinking about a guy having that role and I can explain like totally a hundred percent 
why, but maybe it's also because in my like, what I have around me is like good guys that are good at 
business and stuff like that  

 

C - a lack of role model. Exactly. Conditioning you. 

 

Chiara - Going back to the fact that you told me that initially when you started hiring people there was 
mainly girls and at the moment you're 75 percent girl within the company. Why do you think that 
happened? you're good at communicating with guys as well. but are there any reasons why initially and 
still relatively so... was it easier? or it just happened ? 

 

A - I think is because, especially within pr and communication. is What? Eighty percent women, so I 
think that's probably why. i think what we're working with attracts women. Like with the communication 
and stuff like that more than maybe guys. I don't know. You see like how like at my education at digital 
communication, it was like 80 percent women, so I think it's also because it's with that area  

 

C - and personally in terms of your contract? 

 

A - It's funny because it started out being a lot of boys, but now it's way more women that I'm talking 
with actually 

 

C - could you maybe like run through the process that you went through when, when hiring 

 

A - it's been a lot of network though, like it's been a lot of people recommending people. Actually I don't 
like putting up posts on facebook and be like, we're searching for this person. I'd rather have it... Like 
Sarah, it was Kiera, my friend who recommended like she's looking for something and then I was like, 
cool. at that point. We were two guys and me and then Sara and mark work together and then we were 
like, yeah, 50, 50. Then I started to look for... then I had an intern that was a girl from France. Totally 
like she was writing me and I was like cool. you seemed cool. Like we need somebody from France 
because we're working a lot with France at that moment we where I had her. Then I figured out, OK, I 
need somebody new to take over. There was a boy Giordano recommended. 

Uh, but then he told me he might not be that good at anyway, and then I was like, OK, cool. Um, and 
then I had to talk with my mentor and he was recommended me this girl, like, she's very good, she's 
very, like structured and very like she has power, you know, and there was like, that sounds cool. It 



 83 

sounds something like we need. And then I called her and I was like, Hey, my mentor recommended 
you, would you like to come by the office and have a talk? And then she was like, sure. And now she's 
hired here. and uh, Mathias was writing to me and was like, hey, this seems like such a cool company. 
I would love to work here. I had a meeting with him and then I was like, Ooh, yeah, let's start with a 
few projects, see how it goes. And then he turned out to be very efficient and very hard-working. And 
then I was like, OK, dude the job is yours. And then this girl from London contacted me a while ago 
and she might start like, its totaly random. I think I take things very naturally. I take things as to come, 
like if people want to try to work here. Cool. Like, let's talk about what do you want to do here? Then I 
get like in the beginning I was just, I want everybody to work. But then now I can very more like 
selective. For example, if people write me an email about I would like to have a meeting with you or I 
would like to work here. Sometimes I like say cool, like let's work it out and if it doesn't happen I wait 
for them to, you know, follow up because then I know that they're eager about meeting. So it's sometimes 
the trick to do that. Um, eh. And sometimes they do it and then I'm like, if they don't have the right 
profile and it's not, it's also about timing, you know, do we have to position already or not? But I always 
try to keep the door open. Might be future projects, might be a way to collaborate around it 

 

C - what an equal number of women and men at all positions in your organization have an impact on 
the working climate and performance? 

 

A -  Yeah, I've, I've actually remember where i answer like I talked about how we are too many females 
in the group. Like I kind of miss the boy relaxed thoughts about stuff where we're like, what if we do 
this? What if we do that? Like where sometimes i just need a boys thought where it's like - let's just do 
it. They have the tendency to do that a little bit more. And also, you know, all the girl talked drama, you 
know, like sometimes it gets a little bit more into that where i just really love guys coming in and have 
such a bad humor and be like pervert humor, Andrea's was like really bad at it. He was like really having 
a like male humor... like sexual humor sometimes. But you know, I kind of like that. It was like very 
low key was like very boarish. But yeah, and then and then what is cool about boys is I'm really good at 
having a feeling around them. They're very straight forward where females actually sometimes have 
difficulties feeling where I have them. Like it's been a couple of times where I've been like, where do I 
have this person? ans its tipically been women. where I kind of know where the men are at Andreas I 
was like a hundred percent loyal to that guy. I knew exactly where I had him. He had told me totally a 
hundred percent. 

 

C - on emotion wise? 

 

A - Yeah. I felt I felt and I still do that because he was totally straight forward with things where I 
sometimes feel like I need to drag a little bit more with female to get into the... where I know, OK, now 
I know where I got you. OK. Sometimes. But it's also 

 

C - you mean what are you feeling at the moment? 

 

A - Exactly. Yeah. what you feeling at the moment and what I work with right now in our business, it's 
a lot about people and it's a lot about what people do to make us grow. So when I missed a lot of time 
on people it's money for the future in these people, so I need to know where people stand. I need to 
know if they're here for long term or short term. I need to know. Of course you can always do that and 
you should be prepared for the worst because maybe they get offered or dream job like a month after 
working here. Like stuff like that. Like. But you have to be prepared for, for everything, you know, but 
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because it's so important, you have to know where people stand and it takes a little bit more... I feel like 
it takes a little bit more time with female, but maybe it's only me and because I grew up with my brothers 
and I have an easier connection of feeling with boys. I don't know. 

 

C - well the next one is given example where gender diversity has impacted climate or performance 
negatively or positively? 

 

A - We have two creative a boy and a girl, they were equally difficult working with like, because there 
were creative, but they have both have like there because they put so much of their personalities into the 
work, they get very defensive and I felt actually that was quite equal from both of them, but still once 
again, I felt like mark was a little bit more straightforward whereas Sarah hided it a little bit, 

 

Chiara - what Chris meant with this question was more like, have you ever had any issues in moment 
when you were a gender equal 50 50, Was there more positive or more negative and also the opposite 

 

A - but it was. Yeah. And we were quite equal at that point and there was a lot of negative thoughts, but 
I don't think that was about the gender. I think that was just because of how they work around 

 

C - and gender relatated wise... Did you feel like it has an impact being fully gender diverse or not so 
much? Can you change? Yeah, of course. I think it could change, but I haven't put that much thought 
into it. Actually. 

 

A - in the company's performance? No, like I think it has . But with me not noticing it. Actually I think 
way more about personalities than gender. So when I explained to you just that story around Sarah and 
mark where it's like, oh, they brought the negative thoughts into the team and that was, that was a really 
hard time actually. Um, I don't think that was gender  

 

C - a rivalry negatively impacted the rest of the team? 

 

A - They were actually together. They created a team against the rest of the team, but it was more 
because they were this. I divided the company into like art department, Labor Department, creative 
department where I was like, wait, now they're creating their own little group over here, mark and Syrah, 
because they got each other really well. Their communication was the same. They got each other really 
well because they were both creative people. They knew how to communicate together where, for 
example, Andrea and Sarah, wow.. that clashed totally because they couldn't communicate at all. But to 
be totally honest, I havent notice if it's um, 

 

C - when you were, when was mainly girls, did it had an impact on the performance of the company 
more or less than when it was just as many girls as boys when you have mainly boys, does the impact 
differently than when you have mainly girls on the performance of the company? 

 

A -  Just in the top of my mind. I feel like it's a more relaxed environment with boys and I think that 
impacts to the company in a good way, in a better way that it's more relaxed because when... 
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C - Why is it more relaxed? 

 

A - I dont know.. I think it's maybe the judgment. actually when I think about my own collaboration 
with female compared to boys, I think about more what I say to girls then boys. Um, but maybe it's just 
me, but it like the judgment around stuff a. sometimes I work better with bouys actually sometimes. it's 
because they judge and they hide it a little bit more than guys  

 

C - So you are kind of your worst enemy sometimes. 

 

A - sometimes. Yeah, I think so. I'm talking to the female gender right now, hahaha but I still think that 
like right now I'm talking very positive around boys, but I think it's also because I'm just myself working 
in that environment really well, you know, so. 

 

C - Do you have a preference? 

 

A - Like I try not to. I think once again this also, you know, personalities because also when I had a boy 
actually, uh, on the team, our brainstorm wasn't that well either but it was because he was putting up a 
lot of like critique but no solutions. And I hate that. That's the worst ever. Like if you come up with a 
lot of it, like of course you should be critical, but... So no, I don't think so, but, but when I think about 
it, I think maybe I'm a little bit more, maybe I tend to be a little bit more back words, hold back some 
stuff with... if there's a dominant female in, in the, in the group. Like I'm not saying it's like that now, 
but in the past, yeah. 

 

C - What does that mean? I mean, does that mean you're intimidated by that woman is a strong female 
presence?  

 

A - I think it's also the process of me being a leader more than it is a female. I think it's more like me 
developing as a leader. There is like dominant types in the company and how I develop as a leader. I've 
worked a lot with that. I'm way better than it was a year ago because I was like, I was a little bit like 
afraid of like, you don't want to be bossing people around, but it's also because a lot of the people who 
have worked here for free and when you have people for free, you cant be the same bossy person if you 
pay them, if you pay them and then you can be like, guys, I need that assignment and I need it on Friday. 
Like if it's people that work for free, it's a little bit. Of course you can be buzzy, but it's like maybe 30 
percent less because they use all their free time here. 

 

C - Those Scandinavian countries, they have introduced a 40 percent quota. This is in like boardrooms 
where big companies, but hypothetically, how would they, how would you feel about being legally 
obliged to having a minimum 40 percent of the underrepresented gender? 

 

A - I think I already answered that in my past questions, eh? I think you should not be evaluated on your 
gender, but um, the quality like what you come with, but of course I think I might be blind for something 
in the culture, like if it's like males theu select males, like, um, but I think it's because in my environment 
I haven't really thought about it, but I, I guess it's like maybe is needed, I don't know, but I'm not that 
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into it and not that into the idea. Actually. Right now we're like 75 percent of female, so that's fine. No, 
I think, I think what I wouldn't like about it is like I want to decide myself, the dynamic of my team. If 
I feel like I work better with 70 percent guys, why should I law impact that? You know what I mean? 
But of course they're like, I think some of the norms and stuff like that. Maybe to get it kick started with 
more female in the industry. Maybe we need a law like I don't know. 

 

C - so do you think your company culture determines who wants to work for you? 

 

A - Definitely, yeah. I think. What I've noticed as well is that a lot of female comes in with a, they need 
a lot of structure around them. Were guys a little bit more, we'll handle it man. Like will, they are more 
like not that structure where a lot of the females have looked at me and be like, I need structure around 
me. Were the guys a little bit more in these big industries, especially in the music industry. A lot of stuff 
is just happening. Um, but that's what, that's one of the main requests of the two last females I've hired. 
It's been structure which is good, which is good because it actually has helped me be more, you know, 
OK. My employees actually need structure, so. Yeah. 

 

C - cool. And final question, how important is gender equality in terms of attracting talent? 

 

A - I think that showing that you both have boys and girls attracts both genders and I think that's 
important. So you don't lose like female talents or male talent, being only a female company, only a guy 
company. So I think that's because I think it can frighten both boys working in a sole, women 
organization and also the other way around having only guys being the only female. I think some females 
might be like. so I think it's important that you don't shut one door for one gender, but because I really 
think that that the company you have inside expresses who like attracts people that wants to be here as 
well.  

 

C - Does this happen a lot? The whole in the music scene in Denmark, the, only Guy Company and the 
only women company. Have you witnessed this a lot on the fact that they'll be like some companies or 
some companies have purely women have you witnessed it at all? Or do you know of any companies 
that are... 

 

A - the four guys up there started an agency, They're only the guys uh, I've noticed, uh, some cultural 
like magazines where it's only women paper cut issues I think VINK also has it started with a lot of 
females, but now I think they have also a lot of boys, but I think it's like 80 percent girls nearly. 

 

C - So would you say the culture industries and company and I quite polarized in a way that goes, tend 
to work with girls and boys are boys. I think it definitely has some somethings to say. Yeah. Um, as I 
said, what you are inside the company attracts the outside. So yes, definitely.  

 
 

 
 
Transcription Interview 2 – Anne Sofie Jeremiassen 

 



 87 

Date:  23.04.2018 

Company:  ArtPeople 

Respondent  Anne Sofie Jeremiassen 

Interviewers:  Chiara Podbielski & Chris Østergaard  

Duration: 01.03 

 

 
C - here we go. Question number one. What is your background, your current position and your tenure 
in the company? 

 

AS -  I worked for, I worked in the, in the record industry for for 17 years. I always worked at a small 
independent labels once I worked at... that's not the whole truth. I worked at universal, like the world's 
biggest major company for a year and a half and then I went back here. I have been at the, at ART 
People for the last six years. For the past year I have been managing director. Before that I was... I 
don't even know what is that called In English... music manager. I was like, I was just the head of the 
head of label, but I'm not managing director. I've been there for a year. I have studied in music 
management At the music conservatorium they take six each year who get into that education. I was a 
finished in 2012 and it's a bachelor (Ed), so I came in in 2009 and then that's the short version. Yeah. 

 

C - Cool. How long have you been here? For six years? 

 

AS - I have worked for Art people for six years. So yeah, I started as a, as what you call the digital key 
account, which is actually the relation between the label and all digital services. I worked that two 
years, then I became head of label and now I'm managing director. 

 

C - Awesome. Um, so can we go into a bit more depth about your career in general? In from 
universal? 

 

AS - Yeah, so I started, I started as an intern actually, uh, at a very small independent label, um, and I, 
I worked there for, for many years and then I started studying my education and when I, when I was 
finishing that I got the head hunted to, to work at universal and um, I started there as a digital key 
account manager. Actually the first digital key account managers universal Denmark has had it was in 
2012 and streaming services were still very new, so, so it was a new position and it was very exciting 
to, to start with. I was, I was very happy about it. But after six months or something, I felt like I wasn't 
working with music anymore, I was only working with excel sheets. So, uh, and then the job position 
opened here and I felt like, OK, I can go back to the roots and, be a little more diy, indie feeling. So 
yeah. So then I went here to Art People and have been here since. Yeah. 

 

C - OK. So moving away from music and your career, do you experience that we have gender equality 
in the overall Danish labor market? Why? Why not? 
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AS - I think it's a, I think it's a tough decisions sometimes because I know that the overall picture is 
that we don't have gender equality, but, and we certainly don't have it on a managing director level. 
You don't have it on, on the senior level.   
 I think I'm the only female in managing director in the record business in Denmark . But if you look 
at the like all the positions, if you take like the major label and look at OK, I don't know, 40 people 
work there. I think that a lot of people don't know that there are more women than they actually think. 
You know what I mean? It's like in all the labels, almost every PR position is being held by by a 
female and on marketing positions are being held like a male . it's a bit cliché in in a way. But I think 
that there were more female than people actually know, to be honest. But that's on the record business 
level. And from my perspective, if you look at the music industry in general, then no. There's 
definitely not gender equality, but also... that's not an answer... but that's when you take like all the 
booking agencies for instance there are not a lot of females working in, in booking and all the live 
scenes and festivals GS. And that's when you take the whole, the whole picture. 

 

C - There's no gender equality according to you? 

 

AS - No 

 

C - Question number five, what are the barriers for gender equality within the cultural industry? 

 

C - I think, I think in your case is also very interesting because you started as an intern and made your 
way the top and what we're interested in here is to find out whether or not you felt during this process 
whether you, you encountered any barriers because you were a woman. 

 

AS - Yeah. Actually, actually, no, I always had this feeling that then, I don't know, it may sound 
stupid, but I always had this feeling that I'm having my position and I have always moved my way up 
because I'm good at what I'm doing and has nothing to do with me being a female or, or any or 
anything else. And I have never, I've never been looked down at because I'm a female OB. I have three 
children of course. Uh, of course when I, when I have come to my bosses and said that I was pregnant, 
it wasn't the biggest smile I could ever get it. But, it has never been a problem. I've always worked my 
way around it. So. Yeah. Yeah.  

 

C - What'd you think are the barriers to prevent there being gender equality in the cultural or creative 
industry? 

 

AS - I don't know, 

 

C - Why do you think there are more women then we believe or maybe why do you think there are 
more women that do pr for example, instead of having more creative jobs within the company. 

 

AS - That's a tricky question. I sometimes I think that maybe it's the small talk about it then, some key 
people in the industry and in the cultural perspective are making it a very big problem. So it's like it's 
being told... the history about that women are not in the industry is being told a lot. And I don't know 
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if that makes other women like insecure of themself or. Yeah, I don't. Yeah, I actually, I actually don't 
know.  

 

C - Could you elaborate a little bit in this perception that you have, you said you feel like the culture 
industry are discussing a lot about this or they make a big deal about gender equality. Could you 
maybe explain a bit better how you feel about it? 

 

AS - I don't know. I think, I think it's, I think it's a problem. I think it's a problem that we have some 
journalists talking so much about it and not, not, not. It's not a problem that they're talking about it. I 
just don't feel that there is the same problem as they see it and, and then it's a and then they're getting a 
lot of space and a lot of time to like keep telling the story over and over again. And then you have like 
a lot of women in the industry who is who's saying we are here, why are we not being seen or why are 
we not being spoken to? I mean, for instance, one of the most important key persons in the industry is, 
uh, is, is, Eh, the relation manager at the spotify and she's a female that's one of the most important 
persons and that has never been told. It's never been told that all the women who are working in the 
record labels for instance, that there are no women that made it at the senior level and it's like, no, not, 
maybe not the senior level, but still there are women who are working in the business 

 

C - So you are saying the media is focusing too much about the issue rather than possibly highlighting 
role models. 

 

AS - Exactly telling you the media should be telling all the good stories and all the... instead of just 
highlighting the problem and is it a problem. I don't, I don't know if it's a problem that depends on 
how you see it and your own opinion. I've always worked in a very male dominated business. So for 
me it's. Yeah, I've, I of course it would be nice to have more female and it's also something that I think 
about when I'm hiring people, but it's, it's not that big of a problem. 

 

C - You worked in a male dominated industry. Did you have to sort of adapt? 

 

AS - I don't think I had to adapt , but, but still I have. for instance, when I'm, when I had my last child 
three years ago and I felt like OK, I can't be away for one year because it's, not possible. We are a little 
company and we have, we at that time we have some very important releases coming out and then I 
was like, OK, I'll be back after six months  if I was working at a, another place where there were lot of 
people who could take over then I will probably not have had to, to do that. So in that way I feel 
sometimes I have had to adapt, but not on. Of course, of course it's on a personal level when, when it's 
my child, but, but I don't have to feel like I had to compromise myself to like be in a meeting or. Yeah, 
stuff in a normal work day I'd, I don't, I don't feel that 

 

C - My question is, and maybe it might be a little bit personal, but did you even would have wanted to 
stay home for a whole year? or would you want to go back to work? 

 

AS - Probably no, I would probably go back to work. Yeah, I would probably do that. I'm not so good 
at being home for long MAT, hahah, but yeah. but yeah, yeah. I don't know if I'm the right person to 
interview because I'm not so critical. 
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C - All right. So do you think there are different expectations in terms of career wishes? And 
ambitions between men and women? I mean in general, based on what you've experienced and what 
you've witnessed? 

 

AS - Yeah, I, yeah. I think there are, for instance, the thing with, if you take like our business, the 
record business, it's, there are some positions like social media manager, personal assistant. It's almost 
women all the time . My guy Louis is doing pr and I think he's, one of a kind. Actually, there are not a 
lot of male who's, who's actually doing pr in the business and then... also if you look at managers and 
that's a problem I think, managers for artists. I don't think there's one female artist manager and I think 
a lot of artist, it would be good for them to have a female artist manager because the males are like... 
some need that, that extra care or that extra perspective. And I think that a female artist manager could 
give them, but it's, I think the last few, but when I talk about the artist managers and the managing 
director for label and stuff like that, I'm talking about the people who are living in it. It's like the 
professional level because I know there is female artists managers who's doing it for the fun of it and 
it's not. Yeah. But it's not those I'm talking about. I'm talking about the professional level and there's 
not many there. So, um, so yeah. And, and I actually, I don't know why people think that, oh, OK, we 
need to, we need to have a female who is, who's doing the... And maybe people don't think that, 
maybe it is because it's the, it's a female who were like applying for those jobs. It's not a male who's 
applying for a pr job and a social media job.  

 

C - One explanation to this is that the majority of people who study languages, and sort of human 
sciences and also women and men tend to study more finance subjects, So either that's like a 
preconditioning, whatever they call it sort of helps to perpetuate the cycle, 

 

AS - but we also see it with our artists for instance, there was also a lot of media focus on, on female 
artists or the lack of female artists. And you also see that both in artists and bands for instance, and I 
think it goes, it goes way back, it goes back to, to like middle school where, where they go to these 
music classes and the boys are just thinking oh guitar, drums, whatever. all is, cool. The girls think the 
same. Then they go. Then when they become teenagers, the boy still think it's very cool and the girl 
wants to do a lot of other stuff than just play the guitar BS. And, and you see like, yeah, already there 
there is not a match. So a drop, exactly. Drop drop-off. So almost all the female artist you have are 
like singers, theres not a lot of female artists who were playing drums... of course there are some but 
they're not a lot. And um, yeah. And actually we have done a lot of thinking about, OK, should we, 
should we like sign female artist just to get like the PR, because we know that the media is like, oh, it's 
much more easier to, to come out and, and there have been some artists where we have been like, OK, 
should we do this or should we not do this, would we do this, would we signed her if it was a male, 
would we sign her if there wasn't this media focus? And we decided no we wouldn't. And then we 
have not, we have not signed it. So yeah. So it's something we talk about actually 

 

C - because of pressure level because you said, you know, you feel kind of pressured because of the 
media and the attention or also maybe I'm jumping the gun a little bit now, but uh, also, um, from 
perspective than maybe you do want more female artists because that might incentivate creativity and 
that incentivate a more neutral dialogue. 

 

AS -  Actually because of number two, I would love to like work with some very cool female artists 
we are working with some very cool female artists we're working with an artist called Jada right now 
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who is very hype and she is, she's amazing and of course I also have this - Wow, OK. I can also see in 
the festivals that the lack of female artists, it's like, OK, come on, you, you could do better sometimes 
and I don't think that you should like hiring female artist just to have female artists SP, but there are, 
there are good female artists that you could have in consideration when you're doing your festival. 
DEC But then for me it's also like, OK, yes, I want to do this, but I don't want to do it just because it's 
a female. I want to do it because it's cool. I want to do it because it's fun and I want to do it because I 
can see the potential. I don't want to do it just just to get the media attention. So it's, it's like both sides. 

 

C - To what degree do you experience is difficult to break social norms such as, you know, how 
difficult was it to break that system? 

 

AS -  it's, uh, it's probably, it's probably difficult because I think it lies within yourself. It lies within 
the person, it's like a male who sees himself OK, I can, I can apply for this job as I said that because I 
don't, I don't think that is because this uh, managing level who, who only wants to hire female at it and 
no, only. Yeah, only wants to have female to do these certain jobs. I actually think that they also want 
to have a male to do pr, but they don't apply for it, so it's probably also out in the schools, that you 
have to have a focus on what you can do. And, and, and, and again, like have people come out until, 
have louis come out until OK, you can be a male and do pr and radio or stuff like that. It's uh, it's not 
only in the, it's not only in the business of, uh, of the people who are hiring. I also think it's, it lies 
within the ones who wanted to have the job., So then if you go in to a job interview, with these norms 
quite present in your head, you're setting yourself these limits. Whereas if you sort of, you decided not 
to care about these norms than it's easy…   

 

C - Um, so have you personally experienced any gender bias or you know, gender norms, has your 
gender impacted your career? 

 

AS - actually within the last year I've been asked to be a member of a lot of boards and a lot of, uh, all 
kinds of things. And uh, for instance, you have all these festivals. You have the festival called spot 
festival, which is the biggest festival in Denmark for upcoming artists. They had to set a jury to decide 
which artists should go in, and they asked me if I wanted to do it and I was like, yeah, well of course I 
do, but doesn't it make more sense of Rune who is the A&R? And is used to listening to music every 
day and who's the one who decides who we should sign, doesn't it make more sense that he does it. 
And then they were like, no, we need a female. And I was like, well, OK. And actually I have, I have 
tried that three times within the last six months and I think it was fun and of course I can do it. It's not 
that I can't listen to music and it's not that I can decide what should play and what shouldn't play. I just 
think that for instance, Rune would be better at doing it than, than me, and it would make more sense 
that it wasn't a A&R who was doing that. Then the managing director. And I think that's a shame. I 
think it's a shame that I should do just because I'm a female and I hate that I, I really, I have really 
strong feelings about this, uh, being in a board just because you're female or having the, having my 
position just because I'm a female or stuff like that. I think it's a problem. I think that you should set 
the best team to do the task and not look at the gender. Just set the best team. And of course if there, if 
there could be 50 50 perfect. If it doesn't suit the, like the function that you have to work out then it 
shouldn't be 50 50.  

 

C - were you the only women on the baord? 

 

AS - We were 50, 50 
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C - same positions as you? 

 

AS - it was like you had to have one from the live industry. You had to have one from the booking 
companies, you have to have one from the festivals you have. So they like set this and it was fun. I, it, 
it's not that it wasn't that big of a problem. No, don't, don't, don't get me wrong. I loved it and I will do 
it again. But it was just fun. The yeah, like the thing I think you should take him because he's a lot 
better doing this. No, no, no, no. We need a woman. OK, fine. Then I think, yeah, I think that's crazy, 
it doesn't make sense. 

 

C - Maybe I'm overstepping a little bit here, but I think there should be a little bit thinking in terms. 
Um, you know, maybe if there was a board and most of the time 70 percent are men. Um, I have the 
feeling that maybe even if that was the case, the 75 are not always necessarily the best possible case 
for that board. And you know, there are so many talented women as there are men out there. So why 
not trying to level up the field a little since... There is some sort of constructions in which brings the 
majority of men at being more board members and the conversation maybe, I guess its what we're 
trying to find out here as well is that if we think that maybe then I'm male, then a more fit for this kind 
of job or not. 

 

AS - I dont think that is because more male are fitted for the job. And, and I agree that there are so 
many talented women out there and sometimes when you sit a board, it's also they just push this 
button, we don't know what else to take, so we'll just take what we have always done and there's not 
anybody who's like, was like investigating and doing times since in finding these talented women. but 
I, I still think that you should set up for what the talented woman could bring to the table instead of the 
fact that she's a woman. I think that's more important. And I think that, um, the, that maybe women in 
general... are very bad at positioning themselves and telling them and like scream out to the whole 
world, Hey, I'm here. I know it for myself. I don't do it. I don't think it's because I'm a woman. That's 
just who I am. I'm not the one who's like posting things on Linkedin all the time. It'd be like, Hey, like 
I'm the only female managing director in the Danish record business. I could do that. I could like 
positioning myself. I could probably go out and talk about it, but I don't do that because I don't, I don't 
feel like I wouldn't be comfortable. and I don't have the need to do it , but, but still and I think that's a. 
yeah, I think that's a general thing for women. Yeah, and I, I definitely think they do that and I can see 
now that for instance, I use linkedin a lot, not so much facebook but I use linkedin a lot and I can see 
now that the more and more female like gathering together and doing like the networking business and 
stuff like that. And I think, I think that's a good idea. I think that's a great idea to go that way, to like 
strengthen them. And also so maybe you have a network where people know, OK, I know this, this 
girl who's doing this or stuff like this because man are doing it all the time. So yeah, so I and the 
whole board thing, I agree that it would be great to like have more female, but they should do it 
because they're talented and good at what they do and not. Yeah, not because the woman at the 
differences between men and women. 
 
C - are man and women differentr in terms of creativity? 

 

AS - again, I think there are but I think it's the same as we talked about with, with the, with the whole 
playing an instrument for instance. I think that that something is happening with girls when they get 
teenagers. They're like more concerned about hanging out with their friends being like accepted where 
boys are like they don't care. I have a, I have a girl who's 13 and I know that it's, yeah, she's not like 
representing the whole her whole gender but, but still I can, I can see that that she has, she has gone 
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from doing a lot of creative things to like now it's all about makeup, clothes, being accepted, hanging 
out with the right people and stuff like that and, and that's just when you're playing an instrument and I 
think it has to be... not it has to be, but I think it's the same with like the creative output that you see 
when they are children and then you have, you have to like contain them into being creative or still 
playing the instrument where where boys are more like into themselves and that they don't care the 
same.  

 

C - Well, I guess I can also imagine as a woman, there's certain kinds of pressure off of the way you 
portray yourself and I just have to the makeup, the way you look, it takes time. It actually physically 
takes time. That's time that if you feel that it's important for you and the way you socialize is taken 
away from the creative things. It's something to about, 

 

AS - of course it's bluff to say that men are more creative than women, but yeah, 

 

C -  but how about in the workplace is in what was the difference in creative processes to problem 
solving? 

 

AS - Yeah, for instance, yeah, I actually think that is that men are more, are better at solving problems 
than, than women... or not... That's I am so bad at being so general like that, but for instance here Rune 
and Louis are the best problem solvers than for instance, me and Caroline. They're like, because I 
know for myself that can this. There's a very short way to drama. There's very short way to like, OK, 
that's not good. That's not fair... And where the guys are more like, OK, we identified this problem, 
how do we solve it? We do this, we start here, do, do, do, do, do, and, and I'm not, I'm not so 
structured. I'm more. Yeah. So, so, so actually like for solving problems in our company, the guys are 
up and they're also the ones who are creative, who is like thinking the creative thoughts coming up 
with ideas, talking to the artist about, OK, how should your next music video be, how should your 
next marketing campaign be? And then it's me and Carolina who's like, we're more executing it. Yeah, 
yeah. But it's, it's not. I don't know if it's, I, I can say that it's general. 

 

C - All right. So moving on from the creativity aspect, what is the gender distribution in your 
company? 

 

AS - 50, 50. 

 

C - And who do you have a gendered hierarchy? Particular job, you know, the positions for women in 
respect to men? 

 

AS - No, as I have said many times. We have, we have men who like working things that are normally 
being worked in other companies, uh, by, by females. 

 

C - So yeah, no, we do acknowledge that that's quite special because as we say that it's quite unusual. 
Yeah. Why do you think that was? Maybe it was some jumping the gun, but the hiring process for 
Louis. Cause did you scouted him? 
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AS - Yeah 

 

C - because in that case do you think if you were looking for applications, I think it would have been 
maybe females? 

 

AS - Yeah. I think if we were looking for applications that there would be almost only female. So we 
were, we were scouting and like having Louis and it's also I know that we are not that many. We only 
four the company. If, if we were a lot more. I don't know if we would have the same. Gender equality, 
but as I said earlier, it's something that I think about something if I, if, if we should expand and hire 
two more than then I think I would think about. OK, it would be nice to have one of each. It makes a... 
Yeah. we have a good balance, it makes a good balance that we have the guys who can like drink with 
the artists to eight in the morning and then we have me and Carolina who's like always not going home 
so late and we can come at work early the next morning and I don't know. And it's also a message to 
say that it's so.  Yeah. But it is, it's a, I don't know, 

 

C - and the hiring process for Carolina? 

 

AS - We scouter her also. yeah everybody here was scouted. 

 

C - Is that like a policy that you have for particular reasons? or just happens. 

 

AS - It actually just happened. Um, and also in, in the, in the record business, it's, yeah, people are 
quite close. 

 

C - um. So , does your company have any diversity and inclusion policy? 

 

AS - No. 

 

C - Gender is not part of this. 

 

AS - no 

 

C - ok, following question is, how would you explain the lack of gender diversity? There is none.... 
OK, would an equal number of men and women at all positions. So that means having a Kelly and the 
guy in each of their positions, how would that impact the working climate? Hmm. 

 

AS - I don't know, I think I actually think it would, um, I think it would impact in a positive way. And 
I'm only talking for myself, before I was managing director when I was head of label, I have nine 
employees under me. We were a, a lot, a lot more because I also had a long story, but I had, I had, I 
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had a lot more and then I could, I could see that if, if there were only female gathered in a room where 
they had to work together, there was too much talk all day and the guys were just, they were just 
sitting and doing the job and um, so I think that it would have a positive impact if I would rather that 
than like having all female departments and executive I would, I would never have that. I have had 
that once and I wouldn't ever do that again, its too much talk and I don't have a problem with it, but it 
just, it just become too much. Maybe it also was the person's, it's not like all women are like that, but 
there was just, there was too much talk on. The guys were like coming to me and be like, there's too 
much talk I cant concentrate. And it was, it was a mess. Yeah. So I, I wouldn't, I would, I would never 
do that. there should be this balance.  

 

C - Um, can you give another example where gender diversity has impacted the climate or 
performance in either negative or positive way? 

 

AS - Mm, but it's in not in a negative way but in a, in a, in a positive way. It's, it's what we do is that I 
think that Louis and caroline is working very closely together and are very good at working closely 
together and can learn a lot from each other. And I don't know if that's because of the gender diversity. 
It's, yeah, it's a tricky question I think because I don't have one example that I only had the negative 
example about whether it was too many girls, there wasn't any gender diversity. I don't know. I think 
it's, um, I think it's tricky. I think we work great together and I think that we accomplished each other. 
But because of who we are as persons and I don't know, I think it's, I think it's difficult. 

 

C - That's fine. OK, well you've touched upon this before, but other scandinavians have introduced a 
40 percent quota to both, uh, how would you feel about having to be legally obliged to have a 40 
percent minimum of the underrepresented gender? 

 

AS - I would be furious Yeah. I would and I would also, for me as a woman, how would it be? I 
would, I'm feeling sad when I'm being asked to be memeber of the board only because im a woman, I 
want to be in the board because of what I do and not because of my gender and yeah, I would think it 
was very difficult and i would work against it.  
in general. It would have like a negative because I'm um, I want to be able to hire whomever I, I 
wouldn't be like, yeah, I wouldn't feel good about picking one just because of just because of the 
gender. But then again it was if it was legal, decided that it should be that way, then I think it would 
have a negative impact would be very difficult. But then again we have like gender equality and that's 
something that I think about. But if I have two applications and I always go for the best, I don't, I don't 
go for the gender,  
I think it would, uh, effected in a positive way because I can see that it, that we have because I can see 
that we have it here and It works very well. So I think it would have like a positive effect on that. 
Yeah. But my position, I would, uh, I would think it was difficult. 

 

C - Can you tell us a bit about your company culture you have here? 
AS - OK. We haven't made a piece of paper. Our company culture, we have like a very relaxed. I'm 
relaxed culture. We, we do a lot to like, uh, we, we, I mean I, I'm trying to do a lot so everybody's 
feeling confort. We're doing a lot of social things both in the job but also outside the job. Go to a lot of 
festivals. We go out and eat a lot, we go to a lot of concerts we're having, we're having a lot of fun 
together. And um, and that's, that's important for me. It's important that not everybody's taking care of 
each other. We know each other well, if, if somebody comes in and is feeling sad or being moody, 
then everybody knows it by the way everybody looks at the person. I'm like, Hey, are you OK? And 
then, um, maybe I'm tired or something. OK, and maybe that's not like the company culture, but it's 
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just, it's some values that I think it's, uh, it's important also because we are not that many. We only 
four and therefore I think it's extremely important that we know each other well and everybody is 
having, is having a great time with each other. If there was one person who didn't like fit in or then 
you could feel it by the way, because we are so few. 

 

C - Do you think your company culture determines who wants to work for you and also with you in 
terms of artists you want to sign? 

 

AS - Yeah, I definitely think. I think it's a, yeah, we, we, we consider ourself as a little family. Um, 
and our artists can feel that. We know that because we, uh, when, when we have signed an artist we 
have, we have, we had talking to them and we also have the, where they talk about it in interviews 
that, that they feel like they are becoming part of, of a small family where we were. We do a lot of 
things where we do a lot of things together. So, um, yeah. 

 

C - How about people who went to work for you? 

 

AS - That's more tricky because uh, I think people want to do it because also because of, of our 
culture, but it's very hard to get a job at the record company. So, so it's, it's hard for me to know if it's, 
if people want a job or if it's because because they know know us. How many apps like cvs you 
receive, you're getting like random applications on time. I do, I get at least two or four. For each week. 
And that's all, that's from interns to like job applications 

 

C - do you have interns? 

 

AS - no we haven't had yet. And we have talked about it that we should set it up and uh, then it has 
only been at the, at the talking part, not the doing part because I think it's important that if we take 
interns then we, then we can take care of them in a good way and not just have them, like a free work, 
uh, work hand. Yeah. And so that's actually a, to have stopped. It has been like, OK, who should, who 
should take care of this intern, who should, like what should we teach them, what is important? And, 
and that. Yeah. So, no, we haven't had any intent but we want to have, we just slowly working on 
getting that 

 

C - question. In terms of like the talent that you attract, um, do you think it makes any difference to 
you being a very gender equal company? Do you think compared to other companies it makes any 
difference in, in the people that tried to sign up with you or that you scout, do you think that you might 
have more females cos of it? 

 

AS - no, I actually don't think that um, maybe we could. There are some artists who are like feminist 
not in a bad way and that it's not a negative word but, but, and we could, we could probably sign them 
because of that. We could, we could probably go to them and sell us like that if we want to those 
artists, but we're not interested in them and I... In, in the business you have like major labels and 
independent labels and we are, art people is, is like one of Denmark biggest independent labels. You 
don't have many independent labels. You have US YOU have a company called playground. You have 
a company called target and I and I think that that's it, so when we're being choosed by an artist, it's 
always because we're independent and has nothing to do with gender equality and that's how it is for 
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artist. I think you have to like make a decision that we wanted to be on a major label. Do we want to 
be an independent label? Maybe also maybe also in in UK. I could imagine that that you could start a 
you, that you could start a label with gender equality and have artists who would sign. Yeah. in 
denmark artist doesn't have that culture that just like happy to be signed anywhere almost and it's 
actually a problem because if for instance if you see the UK scene or in every other territories around 
the world, you have like this indie scene you have access to a like vocal about the fact that they are 
either against major labels or at a major label and it's very important for the artists don't do it, that 
they, that they doesn't get the associated. For instance, if you are ever independently that they're not 
associated with a major label, you don't have that culture then my at all, it's it's nothing like that. 

 

C - You want to go through the major label, 

 

AS - they just want to be signed. They don't can. You don't. You don't have. You don't have that 
culture. It's a thing. It's a thing in all the countries indie it's a thing. It's not in Denmark. 

 

C - Maybe that portrays in a bit of a negative. Would you say that then maybe in Denmark in the way 
you go through your career, you don't necessarily try to attach on your choices. It doesn't come so 
much from an ethical perspective in terms of gender inquisit to independent. It's like we'll get you an 
extra step and just focus on the work and get that done and get that up and rising. Is that a cultural 
thing? 

 

AS - No, I don't think you're generalizing. I also think it's because it's such a small country and like the 
cultural, the culture industry, as you said, a fashion or if films or music business. It's so small, so, so 
there are not a lot of, a lot of jobs, so people are just taking what they can get not ethical about 
anything. They're just happy to have a job I think. 

 

C -  Um, this might be overstepping, but has universal ever tried to acquire artpeople like they have a 
tendency to in a snap up like a any up and coming indie label wherever they can to try to acquire this 
company. 

 

AS - All the major labels have tried to acquire art people. That's what they do. Yeah. They're being. 
The target is to have the biggest market share. 

 

C - Of course. Yeah. And how, um, how would your artists react to that? 

 

AS -  Actually, I don't think they would react negative. No. Again, because we don't, we don't have 
any artists who had that feeling that they are here because they love us as a team of course, but we 
have no artists that have that into feeling they as they don't care. I worked, I worked at, I, I've worked 
at another independent label many years ago called fake diamond, which is very, very indie indie. I'm 
aware. I've worked with the Tundra Moolah, you know him, he's a, he's a very big Danisha artist and 
Dj, so he's big in Germany than he is, but he is the only artist I know who has that signed to an indie 
which was, which were acquired by universal at that time actually. And then it in itunes. When you 
see a, when you see your cover underneath, it's just which we're sending you. And the most important 
thing for his manager was to this, that he shouldn't be associated with universal at all. So that's the 
only time I've. I've seen it. 
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C - It's been, funnily enough, it has become one of the biggest. 

 

AS - Yeah, the. Yeah. Yeah. But that's many years ago. I don't know how he is now, but it's just to say 
that we don't have any artists who have a, have an indie vibe. I don't know many artists who have that 
in. Then like unfortunately, 

 

C - I mean it's a, it's a progression. You know, people start with the indie scene and then they. So if 
ever they get lucky enough to develop, most of the time the indie label cannot keep up with the 
workload. So unless you're lucky enough to get picked up by biggest group of something, yeah, you, 
uh, you have to go with the major, 

 

AS - but that's, it's, it has nothing to do with gender, but it's just, it has, that's, that's, that has always 
been effect for, for being an independent label. They start with us and then when they reach a certain 
level or the contract is out of options, then they're leaving for, for the bigger companies. We have had 
many artists through major labels and a much larger audiences. And we're of course, I, I considered 
and had that feeling that OK, couldn't you have state and like shared your success with us? But yeah, 
that's not a thing. Nothing done. 

 

C - That's fair. All right. So final question. Do you feel you have a responsibility as a female leader 
towards bettering the situation for women? 

 

AS - Yeah, I think I have And I wish I knew how to, um, because as I said, I'm, I'm not the kind of 
person who shouts out all look at me, look at me, but I'm more than happy to be invited into a network 
where we can work towards something. And also I think I have a responsibility, but I wanted, it has to 
be, it has to be the way I wanted it. I as have said many times I don't want to hire a person or 
recommend the person or do anything just because of the gender. But yeah, isn't that in a way some 
sort of a method to breaking down the barriers as in you don't put any importance on the gender, 
thereby you're eliminating gender as a factor. Is that not a way forward? Maybe. Don't know. You 
think I should do more on your thing? What do you mean? 

 

C - As in if you don't consider gender as a, as a important factor in the choice of people you work with 
or work or have worked for you? So in a way, solve the issue of gender as long as you, um, allocate a 
lot of importance to gender as a hiring policy. You are in a way sort of restricting yourself. You as 
someone who hires people don't care about gender. People coming up that people looking to get jobs 
should not worry about the gender being an issue. 

 

AS - They should not No, no, no. Yeah, they shouldn't. But still I think that it's, they shouldn't, but still 
I think that in, in my position that I should do something because I'm aware of. Yeah, I think I should 
do something that just, I just don't know how to. 

 

C -  Well that's what we're here to investigate, trying to find a solution. Right. Do you have anything 
else to add? 
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AS - Maybe something maybe a little bit personal on, I'm just curious, uh, but uh, in terms of your 
ambitions in terms of like the ladder climbing and now you've reached this, this position of leadership. 
Is there anything else above this and, and do you aspire to getting the job, be a board member of this 
company or... 

 

C - I am a board member company. Yeah, I have, um, I've only done this a year or two, I've been 
managing director for year and my, my personal hope is that, that we can grow and that we can 
become, have more market shares, so we talked about before will have more market share and yeah, 
and then we can grow and be much bigger than we are right now. And then we also have this tiny 
dream about working internationally, like have artists out, like help them to get outside of Denmark. 
Yeah. But that's um, that's a Manila who's, which is pretty difficult and we need to have set up. Yeah, 
a infrastructure in all the other territories. So. So that's also something that we were working on. 
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C - Maybe we can start recording it because you know, I know you do that Pechuga, but then you're 
also connected to Guatemala where  

 

A - I worked with women doing all those products but those are two separate companies. So it's Pura 
Utz and Pechuga. So two different brands Pura Utz. I started five years ago. So that's been my, what 
you call it, my big, the big sister, which was kind of cute I thought. But yeah, I started that five years 
ago and I call it an empowerment project. It's a, it's a project where I want to, you know, empower 
women through to sign and trade. So we tried a new do new products with their craft because they 
know how to embroider and weave in a very special way. So we try to make something new and then 
bring it to a Scandinavian or European market. So that's the but in its eye that's like my real heart 
baby, like a, you know, and span if, I don't know if you know Danish, but like the pain child, I love it 
so much but it's caused me so much pain. So it's that next time is going to be seen. Exactly. So, uh, 
yeah. 

 

C - explain later. OK. 

 

A - Yeah. So it's. But I don't know if you wanted to say about maybe discussing both. I feel fine about 
it. Yeah, I think they're, they're literally like a doable. Yeah. Same thing. It's about some of the. Well, 
both things are about some of the same value as any differences in how you feel about it.  
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C - OK. I guess we just introduced, introduced a little bit, but can you tell us a little bit about your 
background, your position in the company?  

 

A - So yeah, Pura Utz I started five years ago. I started, uh, because I, I've traveled there (Guatemala) 
since I was a child and then I was studying and traveling abroad as a nursing student and doing my 
thesis on reproductive health behavior of men and women. And that's when I got to work with, uh, 
well I got to really reflect upon how you do and create sustainable change in people's lives. And I 
really found that the thing was that was mostly, um, sustainable, was to create and generated money in 
their own hands, you know, so that they themselves can spend the money however they want and be 
the change in their own lives and if you want to like really, um, break the cycle of poverty in 
developing countries, everything, all research show that you need to invest in women because they're 
more likely to invest in their families. So that's why it's so good to work with a female empowerment 
in developing countries. Especially I think, uh, so that's when I started that and I, of course I had an 
interest in like creative processes and products and I had brought textiles who, myself and so stuff that 
people had asked me about and yeah. So that's how that started. I think it was, um, and yeah, so it's 
still just me a had like some family invested in it over the years. 

 

C - But I run it myself and not. Luckily I have really good interns that come from time to time and say 
with me. Um, and yeah, and then Pechuga, which is the t shirt brand I started in May last year with my 
friend, uh, because we are ourselves for going through a really hard time personally as women both 
suffering from severe heartache and heartbreak and sorrow and a lot of really difficult ships drinking 
so much red wine. Yeah, discussing how hard it was being a woman. We thought with the 
expectations that were to us, um, in terms of how do you manage to be a cute, happy, attractive, 
charming woman, uh, that is very eligible for a guy to want to be with and, you know, invested in a 
relationship at the same time you want to be who you are. Maybe you want a career, maybe want to do 
something else that. 

 

A - Um, and then that turned into a discussion about how, you know, there are so many expectations 
to women, especially to our bodies that are being so objectified that at the same time as you can use 
the body as a canvas and commercial object in so many areas of beauty and fashion and whatever. But 
at the same time, there are these rules where you censor the female body because it's been so 
sexualized that now we aren't even allowed ourselves to determine what we can show in which context 
and whatnot. So that became the whole discussion of freeing the nipple and we thought, well why 
don't we come in on that because we think that's a big part of the whole like discussion about 
expectations to women and women lives in general. So that's why we started. So there was you and 
your partner? My friend Hannah, who's also a nurse, but she went to Norway last year in June and she 
states she is from Norway.  
So I've been running it since June. I myself as a nurse. Yeah, three days a week being at abner to 
defeat. It's  totally profitable companies I that for, especially for Pura Utz. That was a long process for 
me to decide if I want us to do nonprofit or. But I decided that I thought it was the whole thing about 
wanting to work with the trait and design is to have equal relationship, you know, and not be like, oh 
here comes the white person wanting to teach you and help you. And like, no, you, we are equal as 
women and as partners so you make a product I bring into that market and sell it and we both earn the 
same amount of money. And so it's. So I wanted it to be a business because I think actually like trade 
is one of the things that cost us so much in the um, what do you call it, like so much difference 
between rich and poor countries all over the world. So if we had fair trade it would be like a win-win 
situation. But we don't like countries like us, we use to suppress the developing countries. So because 
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we need to make more money. So actually I think trade could be a wonderful way to create a lot of 
change for people. So because it is a good way to create jobs and generate money. 

 

C - where do you find the time to do anything? 

 

A -  I really don't know. I really, I mean I do a lot of to do list every single day and I have times where 
I work also full time. So it's nurse if I need more money I do that a lot and then I take like maybe a 
month or two where I'm full time and then. But, but of course those times it's like I feel like I'm 
choking and working but uh, I don't. But I really love doing the businesses I do. So a lot of it is very 
enjoyable. You really need to really love it because it also means getting up Sunday morning and 
making tee shirts. 

 

C - Is the plan to move to this full time and then like move away from nursing or do you still want to 
keep going? 

 

A -  No, I think my plan is to do that full time as I see it. Like one of my colleagues in nursing asked 
me why that this. She was like, but that's so different. And why did you choose to become a nurse if 
you really want to do something else? But I really think that in like the core values of my company, so 
I really wanted to bring that meaning that you have in nursing of like wanting to create something 
meaningful and purposeful and like work honestly and transparently with people you can, you can 
bring that into a creative business as well. So not of course actions. Yeah. So it's, but it's. But it's at the 
same time, of course, you know, the commercial part of a business where you make money, you 
know, it takes time. That's a hard thing to combine with like grass root values. for wanting to do 
something purposeful and meaningful I guess. But, but that's, that's the challenge all the time. That's 
why I say we Pura Utz, I always say talk about connecting worlds across countries and borders, but 
also like that whole how do you create something that's meaningful and purposeful and then at the 
same time the cooling commercial, because that's where you make money and can you even, you 
know, combine those things. Sometimes you can. 

 

C - so do you experience. So now I'm just going to ask you a couple of general question of the way 
you personally see is the situation in Denmark in terms of gender equality and gender diversity. We 
have gender equality in the Danish labor market? 

 

A - That's such a big question. Um, well, of course I don't think we do when I make a brand like that 
because that's where I want to comment on the fact that we are not equal at the same time. I need to 
say that I recognize that we have come a very long way, you know, and I myself consider myself equal 
to men or any other sex you want to define out there. Um, because I really want to see myself as that. 
And I've also been brought up by really feminist mom, but I do see that there are a lot of privileges 
that I think, um, are really, um, narrowed to a smaller group of the society and that's especially, I think 
men. Um, and also within like businesses especially like, like as a female, I'm claiming to be a 
business owner and wanting to be successful, make money, comes with a lot of difficult feelings and 
challenges I think, um, if that makes sense. 

 

C- We're going to discuss a few soon. Yeah. So yeah. Um, but would you say in the workplace, is 
there is a relative similar amount of women as there are men or not really in your personal opinion? 
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A - Uh, well, I mean I worked by myself all the time so I can really say with Eh within this place, but 
it's my perception that in within the business world, if I seek mentors for example, or if I'm looking 
now as I'm looking for investors or something like that, it's always men. It's only men I meet. Yeah. I 
met like, I had a mentor one time. There was a woman and unfortunately she lost her job and couldn't 
continue, but, and now I'm talking to a professional from CBS and I'm maybe starting up some sort of 
like mentorship with, but no, I always, I always meet mostly men that have made their way there.  

 

C - Will you do say you work a lot by yourself but do you have any sense of, of how it is in the 
cultural industries instead and if you feel there is any differences in terms of gender equality between 
the cultural industries, creative industries and the general labour force? 

 

A -  What the culture industry is that what, what does that, like? 

 

C - We referred to creative industries in our specific a thesis we channeled down to fashion, film, 
cinema, art, music and publishing, 

 

A - again, my, my general impression is that it's mostly men that are especially in the, in the leadership 
positions in those areas. And I feel like a lot of times if a woman is, she has needed to, um, obtain that 
position in a way where people will give her the qualities would be referred to as like male qualities 
and that has, that is what brought her to like a leadership position and that would be like, you know, 
using your elbows being really competitive and um, so that's my general impression. I think that 
maybe she's not very sensitive if she's in that position and being loud, a leader or what do you call that 
a boss? Yeah CY, GD. Um, and I think for me myself, when I meet people in this industry, when I, I 
use graphic designers or PR agency or whatever that I communicate with as well, I find it myself hard 
as well to actually like own my own space. Meeting these people and men, especially in owning, you 
know, my talent or what I know how to do really well because I also feel in, that might be my own 
feelings projected into them. I have no idea, but that I am kind of an underdog as a female who wants 
to be an entrepreneur and wanted to own my own business. I want to be successful. And um, because 
there is kind of that attitude that, do you know, you might not be so decisive or sensitive or like that 
you are to. I'm asking too much emotion, you know, and not like knowledge. 

 

 C - Yeah. Yeah, I guess it, I mean these feelings. So yeah.  

 

A - Actually we've talked to other interviewees that have experienced similar feelings. Yeah. 
Especially well she mentioned special because of their age as well because she was a woman that a lot 
of the people or investors, financiers, and people in the industry should talk to, wouldn't necessarily, as 
you say, give her the space that she needed to, to give out something that she was actually very 
knowledgeable if not more on certain topics. 

 

C - Well it comes to even like even my mom who is a feminist, you know, I mean me and my brother 
only a year and a half apart and he's a business guy. He went to handelsskole (business college) and I 
went to high school and even when I said I wanted to start a business, like even my mom was like, 
“but you don't know anything about that”, you know, like to. Whereas when my brother started a 
million adventures, it's always been assumed that of course he knows that because he's, you know, he's 
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a guy. Yeah, it's taking, it's taking actually five years before my mom today to like really believe when 
I take a chance and I make something or buy something or whatever. And I really believe in it every 
time. She's like, oh, are you, are you short? Until it works and she says, oh, OK, you like, you know 
what you're doing. Yeah. You why she never does that with my brother, you know? And she's like, 
and that's a, that's represented in my entire family, not in my brother. He's got like full on support for 
the.  

 

C - It’s interested in the way in which she might be a feminist at core. But even then it's just so in-built 
in our society. It's just like an almost unconscious reaction that you have to know. Um, so from that 
perspective we'll. Do you feel that there are barriers for gender equality in the cultural industries in 
terms of are there, I mean if thinking about it, does anything stopping women? Do you feel there's 
anything in or do you think that is helping women to get into more leadership positions? 

 

A - for me, I think it's an emotional perception. I have of things that I think women are being so 
challenged in today's society. Where can you, can you be a woman and who still wants to have a 
family, maybe have children create that whole, like that life for herself, but at the same time become a 
leader an entrepreneur and pursue that part of life as well. And I think a lot of women think they can't, 
you know, because there is like this, um, perception still, even though we're equal to each other and 
relationships and like income and whatever. There's this, I think still so like deeply rooted in us, you 
know, that you can't, um, can you combine those feelings of being like a loving, nurturing woman and 
also being a career minded person that wants to create her own life and will use, will you, can you 
sacrifice time with your family to do that and then you were like a bad mother who's not there 
emotionally for kids and what would that mean with the guy has to be home. And so I think a lot of 
women choose to set their own lives on hold for that in those industries, especially plus what I said 
before, I think women have to fight even harder to prove their worth and knowledge and they have to 
really fight even harder to be respected for what is considered the male values within like the word 
fields I think. Yeah, as I said, that determinations in missing knowledge and you know, like these 
things that are often often considered qualities.  
C - Do you feel there are any like actual physical barriers? 

 

A - Yeah, 

 

C - You're looking for investment. Do you think your gender plays a role in whether or not you'll 
receive such investments? 

 

A - I feel like it definitely, like as I said before, I feel like I need to prove it even more than that I 
really wanted and that I'm a capable. Um, and I also think they always consider like, so what is your 
age? Or you're going to have a family soon. They don't ask like that, but they're like, so are you in a 
relationship where you are in your life? Even though I consider myself as one of those women that 
will probably, you know, have a (pregnancy) leave for a and then just have to bring my baby to work 
and like combine life and you know, as I said but I'm really be able to do. Oh yeah, women do that all 
over the world. Like the women I work in Guatemala, there's no maternity leave for them, you know, 
they bring their kids and their kids such as close. 

 

C - So moving on, do you think there are different expectations in terms of a career wishes and 
behavior at your worked but based on whether you're a man or a woman? So I think we can interpret 
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this in two ways, the way maybe your ambitious and how can you portray that and also in the people 
you work with. Actually you can tell us a little bit. Initially you said you have interns, right?  

 

A - I think mostly girls or mostly I've actually only had one guy in turn with me, a photographer. He's 
a photographer who lives and breathes for gender diversity and wants to challenge the status quo with 
everything he's doing. Acid is he fit like perfectly into. And also he'd been volunteering in Guatemala 
and stuff like that. But, so I've never had a guy applying that was, um, I wanna say like a regular, you 
know, got interested in like, let's say the fashion industry or whatever. I've never had that 

 

C -  Um, and then on top of mind, do you feel there are differences in the way we externalise our 
ambitions? 

 

A - Yeah, 

 

C - for men and women? 

 

A - Well, yes, I think so. Yeah. And I think and, but I in that area, I think it's hard to be a man as well 
because there's so many expectations to them of always wanting to be or like pursue a career and be 
decisive and wanting to like. So I think in that area there they are also the victims of a lot of 
expectations. Um, plus I think it's the same like women are, I feel like we're allowed to be really good 
at what we do, but we really need to be like nice and happy and charming and flexible at the same 
time as we do it. We're not allowed to be like, no, nils, I will not have you like blah. You know, like 
it's, it's not, it's not sexy, you know, it's not sexy to be too. Yeah, it's not sexy to be too determined or 
you know, wanting to, like in and of course it is for some. And luckily they think it's sexy to but you 
know, that's the whole, that's the whole discussion about that dynamic between men and women, you 
know, and like the whole like uh, why do we for each other, like, so women are supposed to be sexy 
and for a lot of other men, like if you're determined you have another knowledge in your why so than 
them or you make more money than them or something, it's not going to be sexy. It's not going to be 
somebody they want to. Yeah. 

 

C - Does the sentiment all. Exactly. 

 

 A - Again, because those values are like being a qualities are being given to like the mail where she of 
life. Yeah. So I think there is a, it's a, it's. I think it's really hard for women too, but also men, I think 
because then what about the men that do not want to work 70 hours a week and have a big career, but 
one to be really good fathers and maybe work 20 hours a week and do creative projects with the kids 
and stay home, you know? Yeah. What about them?  
C - And uh, so after this, maybe you can tell us if in your experience, um, how difficult it is to break 
those norms? 

 

A - Yeah. Oh God. I think it's so difficult. I think that's why for me at least even Pechuga, the whole 
discussion is so sensitive and it's so big and it's the same with this, you know, and it's hard to not 
sound angry and bitter and whatever when you bring these things up. So that's why I like to use a lot 
of humor as well because I think that like, makes people relax more and they're way more receptive. 
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Yeah, yeah. Yeah. So I think in order to really break down those barriers, you need to be affirmative 
and, but chill out and maybe give us a little bit of humor 

 

C - In that sense was it important to make t-shirts for men? 

 

A - Yeah, definitely. Yeah. Because there are so many men that are super cool and totally on the same 
wavelength and understand where you're coming from when you talk about this as a woman, you 
know. 

 

C - Do you experience that with your peers that you have this kind of conversation about gender 
diversity. If you do that, your friends are on the same page? 

 

A - Some of them and some of them are not. They do not understand it. Like it's, it's so, so, so, so 
almost like there's so much difference, you know, a lot of them will be like, oh, I get it. And some are 
like, but why is this important? You know, why are you like, yes, and so what if the body is 
sexualized, you know, in men will be like, oh, sorry for the imitations. Uh, “but I don't understand 
this” [imitates a man]. We're used to just, you know, they're like, yeah, but they're like, now I'm like 
looking at your breasts all the time. And I'm like, but dude, that's the point, like sexual, if you project 
that into it because they are not per se sexual these breasts, but so like the discussion will, you know, 
go from that to like being much more like, well I hope you can understand and maybe relate to the fact 
that we are not equal in the census and you try to talk about it, but I mean it's so spread out what 
people think. And especially sometimes I wear the tee shirts at parties, you know, and when people get 
drunk and you start having these discussions, so. Oh my God, yeah, that's when they really fold out 
those, especially the people that are like, I've had a few myself. Exactly.  

 

C - Is there a specific emoji that grabs more attention? 

 

A -  Well, uh, I have the one that has mouth, like to like kinda like rolling stone, but that's why that 
usually were for parties because that'll really help people. Yeah. And like you can be like, so why my 
breasts talking, you know, or. Yeah, exactly. Um, but yeah, it's very. But yeah, so it was very 
important to have guys as well. And the tee shirts are Unisex. Yeah, so that's also, that was a very 
important as well because, well that's another little part of the whole thing is that, um, I feel like a lot 
of women are being really, um, what do you say? Um, I, I, it's not a good word, but I'm saying 
criticized at well while his body shapes and types are so different, but sizes are so stereotype in the 
high street fashion chains. So a lot of women will go in there and they think they are size 44, 42, 
which now sounds really big, where back in the old days that would be like a small or medium size 
wise because the fit is made for like one certain body type. So a lot of girls walk around thinking 
they're really fat and overweight because Oh, when I go to Zara I have to like use size 44 and they're 
totally regular size women, you know, but they, they leave and they feel awful about themselves and 
they won't buy that because they only fit it in 44 even though it looks amazing on them. So the whole 
thing about wanting to do unisex was also like we want everybody to feel comfortable in their bodies 
and not have this type fit where you're like feeling really, you know, overweight when you're not. 
Like, it was just. Yeah. So that's, that was also adding dictating and not the fashion. Exactly. Yeah. 
Yeah. Because that's a big thing in fashion as well.  

 

C - Do you think of any way maybe in which those norms could be breaking broken? 
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A - Well I think a lot of those female activists, especially now on social media that are like standing 
out and showing their bodies like real bodies. And there's so many girls that are so brave and showing 
like how their buddies actually look and that they have stretch marks and you know, is or what is 
called the cellulitis. Yeah. And so I think the more, the better we see regular. I don't even know what 
that is. The better we feel. Exactly. an un-Photoshopped. Exactly. For me, nothing works better than 
do you know at Bellevue (the beach) but so the one end of that beach is for nudists and it's so 
wonderful to go there and like you don't have to take everything off. If you're uncomfortable you can 
just take your top off. But it's just like regular normal people and bodies, you know. It's the same. I 
think if you go to the swimming pool or whatever it's called, you know, you get reminded that how 
different bodies are that they're not two that are alike, but that's one percent of buddies that like 
idolized and that is shown. And then it's also photoshop even though we were really beautiful before, 
you know, it's like this Adonis and then it's also photoshop and it's so freeing to see other buddies.  

 

C - And I think business wise for example, I think like women more leadership positions? 

 

A - I think yeah, I think you need to claim and take responsibility for how you provide the market as 
well and not just like adjust to what the market expects you to do. So I think you need to also take 
responsibility and you know, use people that are, you know, normal and not photoshop them and make 
them look different than they are and so that, you know, you have a more normalized view of how 
people actually look. And also sustainability. I don't think you can be a fashion feminist and not be 
sustainable. But that's another, the interesting thing.  

 

C - How come? 

 

A - Because I think nowadays feminism is not just about equal rights between men and women. It's 
about equal rights between all minorities. And if there's one thing that could really get my blood 
boiling is that if you see like a feminist statement t shirt and you know it's owned by a Bangladeshi 
woman that gets like ten cents for a day, you're not being a feminist that you cannot sell that teacher. 
Be Like, Oh, you know, empower women. But I mean I'm taking advantage of this woman, which is, 
it's always women in those. There’s a moral high ground in feminism. it would be contradictory of you 
to do that, by using sweatshops. And that's something she everywhere, of course, like high street 
shops, they do a lot of feminist slogans, which is so trendy now, but it's just like, it just makes my 
blood boil when you think, oh my God, like what are you talking about? It's so reserved for this 
privilege mass of people that live here. But like what about all the women you're not?  

 

C - Yeah. Yeah. And uh, have you ever, maybe you already touched upon this a little bit. Have you 
ever experienced gender bias towards you?  
 
A - Well, it has impacted obviously. Yeah. 

 

C -Yeah. 

 

A - What about for retail places or no? Retail shops that are run by men or by women? 
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C - Yeah, I mean I just always, I think I just always have to. I feel, I feel like it, I'm not sure if it's true, 
but it's a feeling that I feel like I need to prove it more that I'm a serious business woman and that I 
will deliver. Um, and also the whole, like when you started negotiating terms and prices with the 
retailer, that's also a very challenging always for me when it's a man because there, there are some, I 
feel like I feel like they try to pressure me more, but maybe it's because they, since they can, but I own 
perspective up until now has been very difficult for me now that I'm, I've been in the game, I was so 
new to the fashion industry when it was completely new and now have become way better to like 
communicate in the same way as they do. So I think in that way I always feel like I have to prove 
myself a little bit more as a female. Yeah. 

 

C - Yeah, yeah. Do you think that there are any differences between men and women in terms of 
creativity? Yeah. 

 

A - No, no, I don't think so.No. I feel like they're all equally… and people are so different, you know? 
Yeah. So the outcome and what they do creatively is I feel like it's such as some of you who you are 
feeling wise and experiences and how you view. So no, I wouldn't say that and uh,  

 

C - OK. So now going a little bit more into your company, I am a practical level. Yeah. So you said at 
the moment only women. How many interns do you have right now?  

 

A - Just one.  

 

C - OK. Um, and in the past I always just one at a time? 

 

A - It’s been up to like actually four or five. Then it would be like two and put out and yeah. And one 
makes them was. Yeah. Yeah. So that has been really nice. Yeah. It really made something in those 
days. Yeah. Yeah. From here? Yeah. Well I used to have also a shop on Blågårsgade actually, but 
that's what that was, was with only Pura Uts and then when I moved out there I was in like the shop 
co-op kind of thing in Østerbro. But then I decided to move into this apartment when I had the chance 
and I couldn't afford both. So now I'm working from home. Yeah, pretty cool setup. Sometimes it's a 
little bit crowded and a lot of shit everywhere, but somebody asked me once and I was like, this is not 
like ugly washing machines I'm selling. It's, you know, that will be the way to limit. 

 

C - How come do you think that you've been hiring solely women?  

 

A - Because I only get applications from women as soon as Tobias, the first guy, applied, I was like, 
yes, please come on board. 
C - Yeah, if you could, if it was a bigger pool of applicants is considered as well? 

 

A - Definitely. I love the dynamic of men and I miss men a lot in everyday work. Also. Apart from 
that, so nurse, they're like, no man either. So yeah. Yeah. I think it's a great dynamic and I would 
definitely hire men as  
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c - well if you thought about maybe doing anything to try to actively bring any men to the company.  

 

A - No, I haven't actually be like, Hey, I'm seeking a male. No, I haven't actually really thought about 
doing anything actively. I guess I've just like accepted that, that, that was what it was. Yeah. Um, so 
basically just happened organically. Yeah. Well for some reason we attract a lot of girls, yeah, we, 
yeah, we protect a lot of female energy. 

 

C - Um, and do you feel like your company would be any different if it was a bit more gender diverse?  

 

A - Probably. Probably, yes. Well how would it be different? I don't know. I say how, I mean I've just 
been Tobias was here. Uh, it changed the dynamic a lot I think. where I think sometimes we women 
do have a lot of emotions that are also floating around us and that happens also in the workspace, 
which is totally OK. And I really want to have a space where that is OK. I felt when he was there it 
changed a little bit of that emotional energy because he's much more like concrete in his way and 
behavior and um, in his communication I guess as well.  

 

C - In what way?  

 

A - Well, I think sometimes they, like men are better at just being like, oh, so I need this paper by 
tomorrow at two and there's like no emotion behind it. He doesn't, he's not trying to say anything else 
or implying, you know, he's very like what, you see, what you get where sometimes I think we women 
have a little bit more emotions running around and, and when we're just women that is more. Whereas 
when there's a guy there, I think we, we tend to perceive him in that way and then we also adjust our 
own. Yeah, yeah. Yeah. But um, but what I mean, yeah. I don't know. Yeah. So probably a little bit in 
that way.  

 

C - I guess in terms of like efficiency in terms of like company culture since I mean the tees are 
unisex. Oh, so you think it will make a difference having males in the company? 

 

A - Yeah, because then we could get their opinions and perceptions and you know, we might have 
perceptions of that that are wrong. So it's not until we kind of, I guess to put it out there and discuss it 
with an actual opposite sex person. Validated or not. Um, so that would definitely change it, but I 
think either way we would probably attract a type of mail that would be interested in this topic either 
way, but there are so many that don't think about it. Just last week I was sitting down on a Kiosk and 
we were taking pictures of some new sunglasses we had and I fell into talking to three young guys that 
were only 23, um, that had never like thought about anything related to freeing the nipple to talk to 
them because I was sitting there and they were drinking a beer. We were taking some pictures and 
then we started talking and then we ended up taking pictures of them with the glasses because they 
thought they looked super cool. Um, and so we talked about this whole topic of like free the nipple 
and what it meant. And I mean those three guys, even though they live in Copenhagen, they were 
clearly hipsters even though they didn't think so themselves. Yeah. Um, you know, they, they had 
never even like considered why that would be important. And they had like maybe when they heard 
about free the nipple movement in general, not always, just like a fun little thing, you know, about 
female female showing their breasts.  And not relating it to maybe it's part of like a way bigger 
discussion, a broader conversation. So that was very interesting to talk to them about it and I could 
sense that they were like really like, OK, well I've never thought about it. And also that they thought it 
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was a little bit unnecessary. They thought the teachers were super cool, but they're like maybe, I mean, 
is it that serious kind of thing.  

 

C - Um, and how about the fact that you only work with women, do you think there's any advantages 
or disadvantages to that?  

 

A - Well, I mean there's definitely the advantage that I really like. I really, really get my heart going 
from women really owning their talents in themselves and the space and what they're good at and 
speaking their minds and not being held back about perceptions or for prejudice   and seeing women 
really blossom from being good at what they do and believing in themselves. I think that really.  
That changes when it's only women, I think at least to start with, I think then it's good also to be with 
men and then knowing that you can own your space equally as he can and together, you know. For 
example, in like the women in Guatemala, you know, it's uh, the, this female cooperatives, but some of 
them are just like eight or seven. But the big one that I work with is a big Ngo where it's actually 150 
women. And then in the office there are 10 of them working every day and the rest are at, in their 
houses weaving and doing things there. But some of the women that work in there, like, I mean I've 
worked with them for five, six years now. And to see how they confidence wise had like developed is 
amazing. 
And that would have never happened if there had been a guy there. But that's also because they have 
such a machismo culture in Guatemala, so there's so much, like you can't even compare it to that 
market was like so much difference between men and women there. Um, so if you in-depth dynamic 
had had a male and that type of woman together, she would have not have blossomed. And now I 
think, for example, if Paula who's one of the women that have developed so immensely, if you put her 
into a space with a man now, she's totally fine, you know, so I mean, interesting. Yeah. It's so 
interesting for her, it’s affected all areas of her life. She was from a little village and she had a 
boyfriend for four years. They're were going to get married and everything and now she's, she broke 
that relationship and even though he's from this small village and the entire family didn't want it. And 
she started taking night courses in English and she's probably coming to Denmark here in August and 
like enemies, if you had met her when I met her the first time. And it's, I mean it's, it's insane to see. 
So I think in that area.  

 

C - How did you go about meeting these women? 

 

A - I was just there actually, and then going with the flow I guess. Um, I knew a lot of people from 
before starting the project just from volunteer work and then um, I guess I like kind of have the idea 
always in my mind that you meet the people you're supposed to meet so you know, you meet 
somebody, you're talking to them and they're like, oh, I met four women the other day that are in this 
place. And I went there and I talk to them and it's really like, just randomly I met them and then I 
started working if there was like a good chemistry. Yeah, yeah, yeah.  
C - All right. So if you're aware about others contributing countries and introduced a 40 percent quota 
in which you legally are obliged to hire, 40 percent of the under represented gender in your company, 
of course you're not quite there yet. 
How would you feel if you were forced to do that? 

 

A - Well, it's probably good. I think it's super stupid that it needs to be like that. Um, but I guess to get 
that whole culture switching the perception of what each gender is capable of doing, I guess I need to 
see it. And if that requires that for a while, maybe that would make sense. I mean it's, it really is so 
stupid that it's like that, you know, people should just be hired on their qualities, but I guess, but what 
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would that mean also like that you will have to hire at least 10 Muslims and you know, like at the end. 
Yeah.  

 

C - So I think in your case is very interesting because basically my next question is, do you think your 
company culture determines or wants to work for you and somehow you company culture it's Unisex. 
Your visuals always include men and women. So why do you think only women are applying? 

 

A - I guess? I guess it's like the core case of what we're fighting for is just really attracting women 
mostly, I guess it's most important to them to take part of that. And I feel like a lot of the girls that 
apply or like sympathized and so much with like the project and they want to do something for that, 
for themselves I think. And um, whereas I mean we do get a lot of orders from guys as well, you 
know, for themselves, but I think  they don't do it for the cause. they do it for the look, which is fine, 
it's just whatever works.  

 

C - And um, how important do you think is gender equality in terms of attracting talent? 

 

A -  How important is gender equality to attracting, to, to um. Well, I mean I don't care what gender 
you have, like if you're telling within that area, 

 

C -  I'm more of a sense that the company image you project your predominantly female, that has an 
impact on the fact that maybe are only women want to work here?. 

 

A -  Yeah. Yeah. It probably really has. And I think even just like when you visit our website, you 
know, they're like no pictures of guys working here is just two girls standing there talking about 
freeing the nipple and the environment and then we'd love sustainability, you know, I don't. So I think 
definitely probably has a large impact. Maybe if we could have like a company profile where we could 
show that Daniel this year and he's responsible for, you know, Pr and web or whatever. Maybe that 
would. But I'm interested to see now because now we're involving even more guys in the next photo 
shoot.  

 

And also now that we have sunglasses and stuff like that that are not like merely freeing the nipple. 
But I, it's part of like the universe. Maybe it will change a little bit. We'll see It was more, more like a 
product because people were like, oh, well the sunglasses from all the time from the pages we had. 
And so I was thinking, OK, well maybe we'll start. 

 

C - And so this brings us to allows question, which is do you feel you have responsibility towards 
bettering the situation for women because of your position being a female entrepreneur?  

 

A - Yeah, definitely. Yeah, I think yeah, I think um, well it's the whole, I guess the core of what I 
really wanted to do was empower women. I guess I want to feel empowered myself, you know, and be 
able to do whatever I want to do and not belittle myself or under sell myself just because it doesn't fit 
with the perception of me as a woman. So I want to be a role model for other women to feel the same. 
And just an example is I was in a kids toy shop with my niece and my nephew for a festival, where 
they hit the barrel. Yeah, they get the barrel and they were like line of girls and boys and every time a 
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guy would go up there like he would, you know, be dressed like robin hood or Batman or whatever 
and he would hit it. And then when the girl came she was encouraged, like, you know, she was like, 
you know, she couldn't swing her arm. Like, of course I go equally to the little dude, you know, but 
there would be like, I was like, oh, that's cute baby. You know, like that whole, like encouragement 
where I said to my niece, I was like, she's fucking smash it as hard as Mads, you know, and you know, 
in that whole encouragement, just in that sense, I was like, that is where, you know, it starts, you 
know, why, why is she not allowed to smash that barrel just as hard as the guy? Um, so I really, yeah, 
I think I do have a big responsibility in that sense and be equal all the time to like the people you work 
with, even though of course, like you're in a leadership pushes you in when you're in a business. I 
think is so still like being equal and respecting each other's qualities and also emotions of course I 
think is very good as well. Yeah. Yeah. Um, yeah. I mean it's interesting because you talk about 
emotions as well because obviously we're trying. We also discuss a bit about different leadership 
styles and, and that makes me think, you know, there's a lot of attribution to man skills and qualities, 
but allowing for emotion if anything, um, makes me think about, you know, pew, she runs a, their 
gender and they, I think you'll find them very interesting, certainly focused on, on a bettering the 
whole situation, but from a male perspective, so they actively do a lot of emotional work with men and 
try to open emotional streams. They work on paternity leave and all that and uh, and how much debt 
from a male perspective could help as well and how much maybe they're, they're craving that as well 
to be a little more emotionally openness in the workplace. And how would that make a difference?  

 

C - Yeah. Yeah. So fostering a culture in which emotion is in part then maybe in the future having 
more men in your company could already make some change. 

 

A -I think it really could change a lot more women in those leadership roles because I think they do 
live somewhat more we do in our emotions, you know, and like all the time have like our antennas 
out, feeling the room and how are people doing and an I for myself at least think that well, if a person 
is like really feeling confident in their work, they're feeling um, appreciate. Appreciative, appreciative. 
Yeah. And feel like safe in the environment to be like who they are and how they feel. There'll be way 
more productive and happy and like taking like, I think if they feel responsible for their work for them 
to rise to that.  
 Exactly. Yeah. Yeah. OK, so you're going to stop right there. It's been really, really valuable. 
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C -  What is you background, your current position, tenure in the company? 
  
CARLA - Grew up in the city, I spent most of my childhood in my mum’s dance studio, and that was 
sort of my first career. Like starting to so professional shows at the age of 7. Then I did that until, of 
course I went to school, but I did that until I was 17, and then I went to the States for one year, studied 
at a university, came back did gymnasium, and then after gymnasium I started travelling the world. 
Travelled for 4 years and was a full on hippy, on a self realization trip. And then I became a body 
therapist, and a meditation teacher in India. I did that for a few while travelling. Came back home 
started writing, I’ve always been writing but I started looking into that a little more seriously. Started 
writing film scripts. Went to film school, and the European film college for one year. And the short 
documentary film school in Cph. And then I realised that I wasn’t going to do film, then I started 
DJing, then I realised I really liked that, and that I had a real talent for it.  That became my sort of 
career for 10 years. But after 5 years I started Art Rebels and trailer park festival. And then I started 
Space 10, 2 and a half years ago. Got the contract with IKEA 3 years ago. I am currently the director 
of Space 10. But I also still do work for Art Rebels, help mentoring them.     
  
C -  Tell me about your career How did Space 10 came about? 
  
CARLA - Art Rebels did a collection for IKEA, 6 years ago. A limited furniture collection. In that 
period, I met the CEO, and we just connected, and then one day he called me like 4 years ago and he 
said he wanted to design a better IKEA for the future. And he had thought about me and he didn’t 
have a plan. But now he just wanted me to think about that. And then I started thinking about that, and 
long story short, but I took Simon on board for 2 weeks of brainstorming, and then after a lot of ideas 
being put up on the walls, I realised or one night I had this epiphany that we should not pitch any 
ideas, we should just pitch the model on how to generate ideas, and to work with ideas. Because then 
we’re safe, if you pitch ideas, they can not like them, or do them already, but if you pitch the model, of 
how to work with ideas and this became the foundation of Space 10. And we went down to IKEA 
systems, pitched it for 6 hours, and we left with a three-year contract. So that was pretty insane. And it 
has been pretty insane since. It’s grown very fast. We started with 4 people on the contract, and we 
called it the 4 musketeers, and today we are 30, and that I three years later. Well actually 2 years later 
because the first year we didn’t have Space 10, we were just getting to know IKEA. Did loads of 
research, like meeting all the right stakeholders, and stuff. Its been a crazy adventure and a beautiful 
adventure.     
  
C -  Do you experience that we have gender equality in the Danish labor market? Why/why not? 
  
CARLA - It is interesting because I have probably been one of those who hasn’t though a lot about it, 
because I’ve always been my own boss. I never needed to go out and compare myself in other jobs or 
like fight for jobs against men. But I did notice from the beginning that often found myself in meeting 
only with men, especially when it’s high level. That I’ve definitely thought about. And then of course 
also I think yes there is a gender different and there is not equality yet. To some extent I think we’re in 
a good place, but I do think for example that we don’t get the same salaries. That you know that a lot 
of women feel like need to be more manly to sort of compete or be respected, in the same way that 
men do naturally. I think should just be who we are no matter if we’re men or women, but these codes, 
how we dress, it’s not only gender, I think, I’ve always looked a little bit funny in a lot of people’s 
eyes. I’ve always thought that this gives me personality. And that’s not a bad thing, if people can 
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remember you. But there is also just how you dress. If you work in a bank your have to be 
conservatively dressed. Or if you work in a corporation, there is this standard. If you’re crazy you 
have jeans on. Then you’re really out there. That’s another form of prejudice, or discrimination. 
  
C -  How is the situation in the cultural industries (in terms of gender equality)? Explain 
  
CARLA - It depends. There’s a lot with the film industry, where it comes up how much inequality 
there actually is. But I think there has been probably less in Denmark. I think it’s the same in the 
creative industries, I don’t think it’s been talked about that much, and I don’t think it’s been that 
obvious either somehow because when you work in a creative industry, all the norms of how you work 
are already broken down. And it’s often so chaotic and stressful and sort of high pressure. I’m not 
sure, I had a feeling maybe it hasn’t been obvious the differences in gender until this #MeToo started 
happening, and people started reflecting on it. Of course there been the salary, that’s been a thing for 
years, and the most quantifiable. With the #MeToo women started checking in with themselves. And 
just asking questions, how has my experience been, and do I see this play out and how much am I 
myself a part of it? And how much do I actually use it to my advantage to be a woman? Is that wrong, 
right? All these questions. But the good thing is, is that something like this at least makes both men 
and women think about it and reflect on it. And take a stand somehow. I must also just say that I’ve 
never spent much time in my own life thinking about this [gender]. I just to do what I need to do.  
  
I don’t know if it’s connected way back, like I came out as gay, at a very young age. And I think that 
was a bigger thing for me. I was gay, not that I was a woman. That was maybe what I really had to 
come to terms with. And feel good abut and once I did that, I was just about like, I’ve always believe 
that we should be who we are. And if we are that, you will be equally accepted. I think that this can 
also be, if you feel like a victim and victimize yourself, that energy will also sort of translate and 
you’ll put yourself in that position. I believe that we create our own realities basically. I mean there is 
of course a lot of exceptions. I can also say this because I also live in a privileged country right?  But 
to a certain extent I do believe we co create our own realities. 
  
C -  What are the barriers for gender equality within the cultural industry? And are they different 
from the barriers of gender equality in general at the labor market? 
  
CARLA - In general men are in power, and that’s what stops it. I mean, really, I’ve you’ve been in 
that power position for that many years, which is basically through human history almost, there is for 
sure a fear of losing that position. So whether they want to admit it or not you will in the small detail 
make sure that you don’t let go of that privilege. That you are basically dominating. 
  
C - That’s what I try to get my boyfriend to understand! 
  
CARLA - It’s a lot easier to get through with the lesbians here! 
  
C - do you think the barriers are different in the CCI? 
CARLA - Not really actually. I don’t necessarily think they are that different. But I do think that 
maybe in the creative industries, that is a broad term, there more openness and curiosity as a 
foundation. To go the creative way, you need to be very curious and you need to be in many ways sort 
of questioning the status quo. And use society and whatever goes on in society should somehow be 
your drive for being creative. Of course you can also be within your self. You know it might have 
more of a presence that we question status quo as a creative and that we take a stand on society on 
many levels. And I think there is a bit more openness, maybe there is a bit more I don’t know. Then 
again I’m a woman and I’m the boss, you know? So I never had a problem. I choose, it’s my life. So if 
I had had a job maybe when I was a DJ, we were very exotic because we were the first girls DJing in 
the city. And we were a little handful that came out during those years. And we talked about it back 
then that it was such a male dominated world and that we wanted to change that but it was not that 
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hard to change it, it was not hard to get into the scene, but because it was exotic. I think as more 
women came forward, there was definitely guys that were checking you out and were you as good 
technically as them or were you blablabla. I think it’s always this comparison, we need to be the same, 
which is weird also you know. Women need to be as men to become equal which is bullshit. So my 
mind it must be turned around and say like men should become like women. But that would also be 
stupid, but its just the fact that we think like that, that it needs to be somehow comparable to each 
other. But my general feeling has always been that men they sit there, they had that privilege for 
thousands of years. They’re shit scared of losing it, but in reality what the world needs is more female 
leaders. More female leadership. To create equality. To not be driven solely by capitalism, power and 
greed. But to actually care.  I think it’s a lot more inherent in women, because we are “designed” to be 
mothers. And to have that motherly love and compassion where I think men are in nature designed to 
go hunt and that sounds so banal. We should allow there to be the natural differences. That comes 
from biology. This has become too much a part of the discussion, are men and women equal by nature, 
that’s not the point. We’re definitely not the same biologically obviously. And that’s not the point. It’s 
not about physical strength, it’s about what do you bring to society. 
  
C -  Do you think there are different expectations in terms of career wishes and behavior at you 
work based on whether you are a man or a woman? 
  
CARLA - No. I have personalities. But that doesn’t matter if they’re men or women. Louise she’s out 
there, she put’s herself out there. She’s not afraid to put herself out there. She had the confidence and 
the same with some guys. It’s a matter of personality and confidence. I don’t see it as gender 
connected. Because you also have the very shy guys who don’t put themselves out there, who don’t 
take their space and then you have the more alpha guys. I think the alpha guys can also feel extremely 
intimidating on the more emotional or sensitive or introvert guys.  
  
C -  Have you experienced gender bias or norms? Has your gender impacted your career? 
How/explain 
  
CARLA - I can tell you what I do experience actually because I am the boss, I think, perhaps this is a 
little prejudiced, but I have three directors that are men. Thankfully I am the owner and I have the final 
say, but it easy for me to see like these men, egos play out, also against each other. Sometimes feel, 
not all of them, but especially the French guy, because he’s come from a very conservative male 
driven culture, that he has a hard time sometimes accepting that I’m the boss. But it’s more an 
observation. But to actually be taken seriously and that is not so much necessarily a gender thing, but 
it is still, but then depending on how the men has been brought up. what there understanding of gender 
roles are. The other two are Danish and they are very different. They’re much more open, they 
appreciate to have a woman as their boss and they often say how important it is and how proud they 
are that Space 10 is led by a woman. When we come out its always almost mostly guys.  
  
C - does this impact the way you relate to other companies and your network? 
  
CARLA - No again, I personally haven’t ever felt like that. I just won it really, and I’m proud of it. 
But I don’t know what people think, but I get a feeling that most people actually think, also men, that 
it’s kinda cool and interesting that I am a woman in that position. I know that the IKEA CEO loves it. 
He likes that Space 10 is led by a woman. Because they are also focusing a lot on gender equality. But 
interestingly enough, saying that, when you the DMC council where we went for our pitch, it’s only 
men around that table. And there’s 10 of them and there’s not one woman. when I came in the first 
time to pitch there I was like, I was almost tempted to say: “what a nice bunch of attractive ladies 
here” .  
  
  
C - Do you think that there are any differences between men and women in terms of creativity?   
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CARLA - Again, I’m in doubt over whether it’s a personality thing or gender thing. I’m very lateral 
thinking and I like to juggle with many balls in the air at the same time and find structures in the 
chaos, connect the dots and all that. And have this big overview. On the other hand, I’m very little, I 
don’t have a lot of structure, like at least not a structure people can relate to. I can relate to, but it’s 
hard to adapt to. Because its very fluid and it’s very intuitive and very sort of adaptable, the way I 
work. But again, is that because I’m a woman or is that because of my personality. I think the latter 
more to be honest. I see that translate in both men and women. 
  
C -  What is the gender distribution in your company? Do you have a gendered hierarchy/particular 
job/positions for women respectively men? 
  
CARLA - 50/50, more or less at least. The three directors are men. IGD, IGS Simon was already there. 
Then I had to put together a team. Kaave I’ve been mentoring since he was 17, and knew I wanted to 
work with him since I met him the first time, when the time was right. But he’s also an entrepreneur 
and he was young and needed to get and education. But when I started negotiating the contract with 
IKEA, I called him, and said “now it’s time, now I have the offer you can’t say no to”. And he 
couldn’t. and then with Guillaume that was accidental and it was timing. Because my old CFO, Lise, 
his wife, called me and she had convinced him to move back from NY, to come to Denmark. They 
came back to Copenhagen and she called me, told me she needed to find Guillaume some interviews 
because he needs a job. And then I remembered that he worked with innovation in big corporations, 
because what I needed what someone who had worked with innovation at a very high level and big 
scale and corporations. We had landed a deal that we had never done anything like it before, so I felt 
like it would be a good card to have in our hands to have someone like him, who’s done it for like 8 
years.TC,  It happened organically, I meet people that I like and that I connect with and that makes 
sense. And then they end up working for me. I’ve never actually done interviews. I mean I try, but I 
hate them. I prefer meeting people in real life, either through collaboration or just like through an 
unofficial setting. Because I do believe that that is how you create the best culture, when you have a 
foundation of friendship, not friendship, but that you really like the person. Because I feel like we can 
learn when we’re motivated, if we feel happy in a team, we can learn a lot of skills very fast. I think 
the art of creating a good team is very crucial. And it’s not easy, because everybody has opinions and 
emotions and I like to take this very seriously. To create a healthy culture.  
  
C - Do your company have any D&I policy/values? Is gender a part of this? 
  
CARLA - Not something I check in. I always think, how does it look. You might say that yes, the 
three co directors happen to be men, but the level right under that is only women. Four power women 
that control everything else. And the day to day in this house and all the employees are driven by them 
and led by them. There’s a lot of female power. IGS, IGD 
Not yet, but we keep gender in mind. We talk about it. And Kaave and I probably those who work the 
closest on a day to day basis, on setting the direction and you know just basically how to work and 
how to do things. And he even says it’s important for him. Because the digital team for example is 
very make dominated so it was very important that Louise came into the team. He wants more women 
in there. And now we’re getting a woman from NY who is also going on that team.  
C -  Would an equal number of women and men at all positions in your organization have any impact 
on the working climate and performance? Why/not 
  
CARLA - Yes. It’s a little like when you have all girl companies, and it becomes this sort of female 
coffee cup. Same with men, when you have a guy dominated culture, it gets a man vibe. A manly 
culture. I think you need to have that diversity of conversations. And also that we have more 
sexualities and gender fluidity, I also think that this is very important. So it’s not just man and women. 
It gives diversity. We have different genders, different sexualities, different nationalities. The more 
diversity the better. Diversity in general is very good for creativity and for culture. 
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It could have a negative impact if it’s poorly managed. Over the last 10 years I’ve understood the 
importance of leadership. For me good leadership is to actually have a true passion for people, and 
understand that you need to communicate differently with different types of people. That you can’t 
just have one way, as a good leader at least you need to be flexible. You need to understand the 
differences and the nuances, and you need to meet people from that perspective. Because there always 
is a lot of conflict, people have different agendas, emotions, pasts, histories. You need to also be 
interested in the psychological aspect of leadership and of people. 
  
C - Would you argue that leading a team that is more gender diverse can be harder? 
  
CARLA - For sure. Kaave, he leads like an arrow, he knows exactly where he wants to go, he wants 
people to deliver, there’s no room for error or not being a high level performer. Where I want 
everyone to feel included, and I take time with people to develop them. To mentor them. I don’t 
necessarily believe that they need to be the best. I believe that if they are great people, I will make 
them good over time. I will create the room for them to develop themselves, to become good over 
time. Or excellent. And I like to take people through that journey. Where he doesn’t have the time for 
that. He’s much more about the goal and the projects.  
  
C - Do you think that could be gender related as well? 
  
CARLA - Could be, I don’t know. That could probably be a little bit why yes. If you look at this in a 
corporate light that is also what is being said about the difference between men and women. That 
might be true. However, I don’t necessarily actually believe that the mix, the balance between those 
two so let someone like Kaave lead the projects and let someone like me lead the culture. And that 
balance is very important. He says it to me often, it’s so important for him to have me as his back 
bone, to remind him of these things, because I see them, if he forgets. See how we compliment each 
other.  
  
C - Give example where gender diversity has impacted climate and/or performance 
negatively/positively 
  
CARLA -  Other Scandinavian countries have introduced a 40% quota, hypothetically, how would you 
feel about being legally obliged to have a minimum of 40% of the under-represented gender? 
  
C - Fine. I think honestly, if you don’t think about, because there is as many talented women out there 
as men, so then you just don’t look hard enough. If you don’t have 50/50, then you aren’t looking hard 
enough. Then you probably have a bling spot. That you might not have done intentionally but then I 
can help if someone actually put it on you. To intentionally look for that talent. Then you can discuss 
if that is the right way to get equality, but I do think that yes, I do believe in that. Sometimes, through 
legislation, you create new societal structure that then become the norm over time. It might feel a little 
strange in the beginning but over time that just becomes normal and then you can remove that 
legislation and things would just be like that. But it can help push things forward faster. And that also 
works for climate change, or anything else. Digital, we need to put some rules in place for things to 
move faster. So we don’t let this human tendency to put yourself first or not think of the consequences 
but just think about yourself in very short term. And not take the long term vision or the long term 
perspective on things. Sometimes we need a little help.  
  
C -  Do you feel you have a responsibility towards bettering the situation for women because your 
position? 
  
CARLA - Yeah I think I do, but not just women. I think gender equality is another thing that I have a 
passion for. Is it something that I spend a lot of time and energy on? No. but it’s something that in any 
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discussion I have with people around this, that I take very seriously and it’s something that I do reflect 
on. And I might find myself when time is right to put more energy into such a theme. Another thing 
I’d rather just show it and not talk about it so much. But I can’t just implement it. And make sure that 
we create or that I help develop the next generation of female leaders. Lead by example. And boom 
the next generation to become really confident and great leaders. My work is often in creating the next 
generation talents. Next generation leaders of change. And use my passion for leadership and people 
to do like that. Rather than going out and sit in panel and debate about it. I sort of work directly with 
the development. I do the talks I go out and do represent, when I’m invited. I love initiatives, and I 
will support those.  
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C - What is you background, your current position, tenure in the company? 
  
E - I have a master’s degree in literature, I think the course was call, Culture and cultural 
dissemination. Working with culture and communication. From the University of Copenhagen. I have 
be3n at Vink since fall 2015, started there as a theatre and film editor. I did that until this summer 
(2017). Now I am an editorial chief. So my responsibility is cultural magazine. And like the contents 
and quality of that. And keeping together so there is are 7 editors under me. Who each have their own 
section. Working with either lit or food, or movies or whatever, so my responsibility is to sort of keep 
the string together between them and try to make sure the magazine has a certain quality to it and 
making sure we deliver our things that come out every Monday and Wednesdays. I have to make sure 
that is kept up, and be part of the daily administration at Vink. But we are three girl bosses, so my like 
area is the magazine and there there is Anna who is responsible for everything we do live, so like 
events and talks and those sort of collaborations. Then we have Lisa, who is responsible for all 
communication so that’s both internally and externally.  
   
C - Do you experience that we have gender equality on the Danish labor market? Why/why not? 
  
E - Well I do not think that there is equality in general in the labour market, but my own experience is 
that I never experienced anything other that being accepted for anything other than what my skills 
were. I haven’t experienced anything to do with or concerning my gender in a negative or positive 
way. So that’s my personal experience.   
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C -How is the situation in the cultural industries (in terms of gender equality)? Explain 
  
E - Well, within my field, which is of course culture in the wider sense, but also text production and 
literature and with Vink as a magazine, I see that there is equal gender. I mean I feel that there are a lot 
of women in this industry. I mean even actually that there are fewer men. I have good experience from 
places I’ve worked at or placed I was an intern at. Where it was really equal everything.  
  
C -What are the barriers for gender equality within the cultural industry? And are they different from 
the barriers of gender equality in general at the labor market? 
  
E - It really depends on you as a person, and also the working environment. But I mean some 
workplaces or some firms can have black sheep of some kind or a bad culture. But I mean my sister 
also works as a leader in a company and I consider her not concerned about those things and I know 
that in her industry (which is not culture) there are a lot of men there and my own experience too is 
that it’s not really that I think about. I just try to do my job and I work together with both men and 
women with all sorts sexualities and personalities. Work skill. So actually I find it to be really diverse. 
But Vink is also the sort of company that really meets a lot of people and with the common norm that 
we all are really interested in and care about culture and with that said that’s a good start to have like a 
basis of collaborating with (interruption) 
  
C - Do you think there are different expectations in terms of career wishes and behavior at you work 
based on whether you are a man or a woman? 

  
E - No don’t feel there is. If anything I feel that gender equality or diversity probably has something to 
do with the expectations of you being able to having a personal life. So not something that concerns 
me at work. But more maybe in like my personal life in my choice of partner. Or how I want to spend 
my time. Do I want 5 kids or work. Or that sort of thing. I have a daughter and she’s 4 and I spend a 
lot of time with her. But I also tend to and I need to include her in work. Because I work a lot and I 
feel that sort of is a concern not in my workplace situations but more in a personal choice of life that I 
need to have no expectations from a partner. In those situations. 

  
C -: Do think men have different ways of expressing these ambitions? 
  
E - People are more in awe of you if you are a woman and you have a kid and a family because they 
don’t expect you to make choices like that personal and selfish in way of the career. So I think that’s a 
little different for men. A little bit.  I think that to maybe generalize, some women have a certain way 
of communicating and they do that with job tasks as well. I think that their kind of communication is a 
little bit different from the way that men communicate, like also in terms of being an employee and 
you have certain expectations for someone, and with the feedback and like those sort of things. 
Women are more personal and a little bit more affectionate in working relations. Most are. 
  
  
C - To what degree do you experience that it is difficult to break the social norms? 
  
E - We are one of the first generations where I don’t see that people have those kind of expectations. 
But I can see that our parents’ generation or for example or even older than that that there are different 
norms there and I mean expectations of traditional gender roles and those sort of things. In the 
Denmark that I live in, and the people that I work with I feel that I have the freedom to do what I want 
and like push those boundaries without any troubles that have anything to do with my gender  
  
C - Have you experienced gender bias or norms? Has your gender impacted your career? How/explain 
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E - Well, I have not experienced gender biases or norms, and I don’t feel like my gender has affected 
my career. I mean on a personal level, maybe I feel that things that happen in your life, for example 
becoming a mother, that really affected my career, and that made me want to do better and like 
accomplish things. But I mean of course a man can never be a mother. So maybe that has something to 
do with my gender. But that’s probably more a personal thing than it is of someone expecting anything 
of me.  
  
  
C - Do you think that there are any differences between men and women in terms of creativity?   
  
E - No. I think it has something to do with personality and not gender. In my experience, from 
working both with male photographers and writers and all sort of artists in both genders is that 
personality plays a large role but I see that for me it’s not like there are patterns in the ways of creative 
processes that relate to gender. 
  
C - What is the gender distribution in your company? Do you have a gendered hierarchy/particular 
job/positions for women respectively men? 
  
E - I think in Vink that the distribution is maybe 70% women, and 30% men. The leaders of Vink are 
100% women because those are me and two other women. And in our board we are 9 and there are 2 
men there and 7 women.    

 

 C - And under you three girls? 

 

E - There are 2 men & 8 women  
  
  
C - Do your company have any D&I policy/values? Is gender a part of this? 
  
E - It is in our values that since we are a company or a volunteer community we do have in our values 
that we want to embrace different kinds of people. that we try to do when we have interviews and 
when we put out job offers to attract new people. We tend to try and open up to people applying with 
their skills and their passions to do something about culture. We open up to people to apply no matter 
their background or gender. And the people that get the positions at Vink will always be the person 
that we think is better suited for the job HP. So a person that has good skills to do the task that they 
need. Other than that, they have to be compassionate towards other, because that is something that is 
very valued in our company and very important for the kind of company that we are. It’s like the DNA 
of what we do so if people cannot cope well with other then our company can’t exist. 
  
  
C - How would you explain the lack of gender diversity within your company? 

 

E - I don’t know. I think that somehow with our graphics and the way we approach culture and the 
brand that we have that we seem to appeal to a certain segment of Copenhagen and a lot of our […} 
somehow find a way of being at almost the same age and doing something education wise that is quite 
similar to those in our organisation. I don’t know that has to do with the people that are our core 
readers, that we do get a lot of applications from people that read our magazine. And maybe that’s just 
a certain segment. Not that we try to aim at that.  

  
C - How would your organization look like if it was more gender equal? 
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E -  I think it would be just as it tis now. Maybe sometimes we would see that the approach to culture 
can maybe be a little bit different. I mean we tend to have the ale writes diving onto other topics or 
from another approach that from the female writers. That might be like a wider selection of voices 
somehow. But otherwise I think that the structure will be much the same. 
  
C - So you think that if you had more diversity you would have more perspectives from a writing point 
of view? 
  
E - Yeah 
  
C -  Would an equal number of women and men at all positions in your organization have any impact 
on the working climate and performance? Why/not 
  
E - I think we’re good now, as we are. But I think that it’s always a good thing to try and open and not 
close around oneself. So I think that not only gender wise but in general that it’s good to have different 
profiles so you don’t have one almost unanimous voice. I mean I could have been the same person 
writing everything. But that you have different voices. 
I think that men and women work really well together so that if there is a good mix of gender, that 
creates a really good work environment. A work environment where they can complement each other 
with both personal and professional skills. So yeah.  
  
C - would it change the atmosphere having more men on the board and in positions of leadership and 
all around the company? 

 

E - I think it would be much the same. And the men we do have, and have had in the organisation. 
Have had a really professional approach. And I don’t know if that has something to do with that men 
maybe approach work as a volunteer differently than women. As they see it as something professional. 
So the men that we have had have been really structured and working with a lot of professionalism. 
And we also have women who do that but we could benefit from always being professional and 
ambitious. I don’t think men in general, but just in my experience. I think that from the profiles that 
we’ve had some of the men we have had have had professional approaches, to being in culture and 
work environments.  
  
C - Give example where gender diversity has impacted climate and/or performance 
negatively/positively 
  
E - NO. I think that for our organisation since we are all volunteers, that a lot of the work we do also 
has a social ring to it. We do a lot of events together and we always invite people to come. And a lot of 
the meeting we have are during peoples time off, so we do tend to socialize a lot,. And I mean when 
people tend to go out together and have drinks together and there are both men and women there, then 
I mean you can have people flirting or kissing or something. Bit I don’t thin that it has had a negative 
effect on the work environment. The things that have happened have been really natural.  
  
  
C -  Other Scandinavian countries have introduced a 40% quota, hypothetically, how would you feel 
about being legally obliged to have a minimum of 40% of the under-represented gender? 
  
E - I think that in my experience, that if that was a legal obligation, that I would be really limited by 
that. Because I feel that a lot of men and women no not necessarily want the same jobs always. So for 
certain roles there might be more male applicant than women, and if you have a job and there is 7 
applicants, 5 of them are men and 3 of them are women and you find that the best applicant is among 
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the 5 men, then I would feel really bad that I would have to chose one of the two women just to fill a 
quota. From a personal level I wouldn’t like to hire me because I was a woman. I would always want 
people to hire me for my skills.  
  
C - Would this quota have a negative or positive impact on your company culture? 
  
E - I think that from our specific company that it would have a negative impact. Because as I tried to 
touch on before, sometimes there are more female applicant or more males for specific roles and I just 
want to hire the best one for the job and not try to fill out a quota, and I think that that would have a 
negative impact on our organisational culture if we had had to worry about that. 
  
C - Do you think your company culture determines who wants to work for you? 
  
E - Yes, or maybe at least it’ll determine how long they will stay with us. For our company since it’s 
volunteer work, I mean people really don’t want to spend their spare time with people if there is not a 
good organisational culture or you don’t feel appreciated, so I guess that in that way that people’s 
expectations are even higher, if they do something voluntarily and they don’t get paid for it. So I think 
that it’s a good organisational culture or culture between employees that we can exist.   
  
We do tend to only have women applying for our jobs. But I think the people applying don’t know 
until they get an interview, that the majority if Vink is women. That is a concern but I’ve never 
learned that that was a thing.  
When you have men applying for the jobs are you more likely to hire them for high diversity in the 
company or is this not something you take into consideration? 
  
  
We quite recently hired a man for a writer’s job position that we had in our food section. We chose 
him over several other that applied, and all of them were women. But the reason we hired him was 
because he had some very good experiences. Experiences to do with food, he had sommelier 
background so he had good knowledge about wine and was really interested in that. That was a good 
complement to others that we had on that editorial. So we talk about that not many men apply and that 
we should be ware if we’re not just excited about the fact that he was a man. But we both agreed on 
the fact that it was because he had a very interesting profile for the job, and not because he was a man. 
Were always two people when we’re looking at the applications and during the interviews. So we tried 
to have a good dialogue, and talk thing over.  
  
C - do you ever keep gender into consideration when you/re hiring? 
  
E - Il like to think that I do it organically, and if that’s not the case then I’m not aware of it. I try to 
always hire people for their skills. 
  
C - How important is gender equality in terms of attracting talents? 
  
E - I think it’s important that the people hiring and interviewing make the description about this job as 
gender neutral. It’s not about hiring a woman or something but based on professional qualities. i think 
that’s really important. 
  
C -  Do you feel you have a responsibility towards bettering the situation for women because your 
position?  
  
E - Yes, I feel like I have a responsibility to create a way for other women to move forward and try to, 
if I experience something or if I see that malfunction of some sort or see that a company culture of 
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some sort that because of my position I have to be a whistle blower somehow and that I have to really 
be aware. That I’m not gender biased and that I don’t want to just ignore if I experience anything.   
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C - all right so i need to ask you this to begin with, would you like to stay anonymous? Or is it ok if 
we use your name or the name of employees? 

 

H - its ok, you can use my name 

 

C - so you ar from England right? 

 

H - yeah  

 

C - can you please tell me a little bit about your background, your position and your tenure in the 
company?  

 

H - I am part of the uneducated branch of entrepreneurs… Since i was 14 i have been working at 
restaurants and cheffing and waiting or whatever, and i was studying at school art and French and 
maths and English and then basically ended up in Copenhagen because after two years having finished 
school, all my friends were at university i was working at random jobs, traveling around, doing bits 
and just really needing to get out of the country, out of England, which i kind of knew since i was 
young and it was sort of by chance that i ended up in Copenhagen, it could have been easily Berlin or 
Paris, but i had couple of friends here, a Norwegian and a danish that i met in South America, visited 
for a weekend just sort of like, yeah that’s pretty easy, i reckon… this looks good and easy… i think 
easy was the word… anyways so I applied for a web design course and my friend helped me with an 
apartment for three months and it just sort of gathered my things and arrived here with two suitcases. 
But i had no idea i would stay here forever, god forbid starting a company, with Copenhagen in the 
name. So yeah i just started this website course, which was quote bad, the teaching was pretty low 
standards, it was in English so it was kind of why i applied, and it wasn’t a degree but more like a 
professional academy, so i ended up abusing the lovely danish SU system for nearly 2 years but didn’t 
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actually go to school much, i went to all the exams and i had a job for SU and i ended up landing a job 
quite bizarrely as a sort of social media manager, i was like i reckon i can do that, at this time i had 
just got instagram so I wasn’t like an expert, or anything but i thought - you know i can speak English 
and take photos so… and it turned out that the company that i had applied for was called ABIENDO, 
which is incorrect Portuguese for life hood or something. It was really bad, from like two older then 
80 retired couple that had worked in MAERSK their whole life and now they had retired and decided 
they wanted to spend all their money on a company that was making wooden ducks, but also natural 
skin care made with danish water, and they also wanted to make chocolates and fairy tale books. They 
sort of wanted to start out like VIRGIN. And they have heard through the grapevine that to run a 
successful business you had to have social media, so that’s why they put up this ad for a social media 
manager, which i had applied for and been offered the job. And i ended up creating a webshop. I 
ended up teaching myself how to code and program a webshop, and i sort became the manager of he 
company and i was sort of 19 at the time. 

 

C - can i ask you how old are you now? 

 

H - I’m 24 now, so I’ve been just over four years in Copenhagen. So i got that job which was a bit 
random and then i had started MAC about six months after i moved here, because i basically… 
whenever I go anywhere I spend days of research just to find one place to drink coffee, I’m obsessed, 
and dont ever pay for guides or stuff - which is kind of bad because is sort of what my company is 
based on - but i spend hours and hours researching. But because i did so much research i ended up 
finding quite good places, and it was kind of my way to feeling like i belonged to the city, to just 
research and find these tiny independent places. And i though, you know i had SU, and a job which 
pays enough to think - this is the richest I’m going to be, compared to London in minimum wage, 
waitressing. So i just thought i had the most luksus time! Now i see i am on the poorer side of the 
danish spectrum. But so i did that and i found instagram and started this new account, mad about 
Copenhagen, which i thought was a very clever name.  
So is started the account made about Copenhagen, i put a lot of work i must admit, I didn’t happened 
completely organically, i was trying to get lot of followers, because i wanted it to be something that 
other people would use, and so i did stuff like… if i posted something about coffee collective for 
example, i would go into the location and like all of the photos, madly really… i stopped doing that 
after a few months, because what happened is that those people then naturally followed, and then the 
whole tagging friends started, and so that ended up growing quite organically. When it got to the stage 
that some of the posts that i was doing, that people that followed would comment and tag a friend and 
say - let’s go here, the i stopped actually bothering with trying to grow it, and it grew quite naturally, 
but that was still kind of my hobby] Until. Yeah. And then I actually got a job because of it. Um, at a 
company called VOLT, which is, does, is a start-up that does, um, potable charges at festivals,  
So I started there because they had seen sort of I'd apply for a job as a web developer and then they'd 
sort of offered me a job as marketing thing or other digital marketing because of my instagram skills 
basically. And the fact that I am native English has helped them a lot and then I ended up being the 
marketing manager there for I think two years until MAC had been my hobby still in the meantime 
and growing, growing really big. And then it just got to the point where I was - this is mad, I'm 
working in marketing where I have less potential to do marketing that in my hobby where I could just 
do shitloads because it's so popular. So then I eventually quit and asked Marie, my partner she also 
worked at VOLT and so I persuaded her to quit as well. And that was, yeah, that was nearly two years 
ago that we did that. 

 

C - You quit and you started your own company? The two of you? 
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H - Yeah. Oh, for a while it was just me and I was like meeting designers and designing this APP and 
I wanted to make an app for the food and like I had loads of little project so it was on. But then, um, I 
think it's because in my head it got so ambitious and wanted to do with the brand and I just realized 
like I cant do this, like I love working alone but I need a team and I'm not very good with. I'm good at 
like telling people what they should do, but I'm not good at understanding how people are motivated 
or um, how to like, you know, think about people's feelings and how that affects them. And I am 
honestly shit at that. Like I'm just like, get it done. And I just knew I needed someone a bit like Marie, 
she was working in hr and she's very in tune with people, she's not such of a typical entrepreneur I 
think as me TC. she is very much on the team and all that side of things. So that was how we ended up 
joining forces and starting MAC. 

 

C -Moving on to more general questions, as I said we would. Do you experience that we have gender 
equality in the Danish labor market in general, not the creative industry, but in Denmark do you feel 
like, the labor market is quite gender equal? 

 

H - Such a hard question because I think it's always the case with like there's more female nurses than 
men. There's more female prostitutes than man, there is more female air hostesses then men, there's 
more male builders, male bin man. And I don't actually, but I don't necessarily think it demonstrates 
inequality. I just think that demonstrates that men and women are different. And sometimes we may 
be confused. We say, oh, in order to be equal we have to be the same. We have to have 50 percent 
female bin man, 50 percent male bin men but actually I think equality will come on move, sort of 
recognize the differences that we have that women are more likely to be nurses because they do have 
more motherly thing and men are more likely to be builders because they are stronger. Like we can't, 
like can't deny that. So I do think if that's a very long winded way to end, yes, I think it's fairly.  

 

C - You think is fairly equal from a personal prespective 

 

H - Yeah. And I just don't know how to measure thou, I guess. Yeah. Complex subject 

 

C - in fact it is is rather equal atm. and how do you feel is the situation specifically in the creative 
industry, 

 

H - What is the creative industry. How would you define that? 

 

C - in terms of creative industries...we define basically everything that relies within intellectual 
property. So in our case though, it could go even further into pharmaceutical but, in our case we have 
at the moment music fashion art publishing. Um, and that's pretty much. And, and film, what we're 
focusing at the moment is five category categories, 

 

H - I follow worldwide creative industry stuff like adobe 99 new conference and like all these things... 
TED and all this kind of stuff. And that feels a bit more male, yeah, that's what I'm trying to think. I 
don't know, like tech industries definitely still male, but the PR industry is very female. Uh, I wouldn't 
say I noticed any obvious differences, just that, there seemed to be areas of the creative industry that 
are very much male or female that there is mostly male camera men and women stylists, like it's still 
seem to be those differences  
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C - for the scope of our research we would call that gender segregation, you know, which means that 
men doing a certain kind of job, women are doing other kind of jobs and that'll be horizontal gender 
segregation. So that's how you feel at the moment it's what happening in the creative industries in 
Denmark. 

 

H - I think I could give a much better answer if it was like in film in your field? which I personally put 
down under publishing. Is that OK with you? 

 

Yeah. I honestly don't know because I don't actually know many people that work in publishing. My 
main sort of thing where I would know more about, It's like all the people that work in the villa, for 
example, thats definitely creative industry, that is a complete mix of genders and types of companies, 
but there's actually no one else in the house that does what we do. and I would say, I mean I know a lot 
of food writers, I would say that's about equal. There does tend to be the man are journalists and the 
women are bloggers, don't like that very much. I know two female journalists in the food industry, but 
I know all so many female bloggers and if you look, it was also something I'm often making 
comparison between is you have like a blogger, then you have a food writer, then you have a 
restaurant critic that's like the hierarchy, right? Bloggers just like, I love this lalal, a food writer is 
someone who is more like journalistically trained, very good at writing, um, but it's not necessarily 
critical if the place... just tells a story and the critic that's the one that could destroy the place or you 
know, they're the ones that supposedly know everything and I don't know any female food critics, but 
I do know a lot of female bloggers and I know, I guess it's more the food writers that's male and 
female.  

 

C - Yeah. that's very interesting. so you think in this kind of industry It would be kind of that... in this 
case I would describe it as vertically segregated in a way that the most powerful positions are mainly 
held by men. 

 

H - I know I am in the position that if i wanted to make myself into a food writer, I have influence 
with what I write. I mean we could start writing bad stuff about restaurants, but we have a policy that 
we, if we don't like a place, we just don't write anything about it. And I think it comes from, not that 
men have got the better jobs or anything, but from a tendence, like women may be a bit more sensitive 
to hurting people's feelings, like in crushing people because that's what a restaurant critic does. 
Destroy a small business that struggles basically, may be reason for why and why there are more male 
critics. Yeah.  
C - So in this case, as you say, you kind of maybe given your own explanation of it, but next question 
is: what do you think are the barriers for more gender diversity in this case rather than equal within the 
creative industry or within your field and do you think, are they different from the market in general? 
So the question is what is it that is kind of stopping women or men if it's, if it's a, if it's a female 
dominated environment from getting more important positions, you kind of just give me an answer. 
Maybe you can come up with something else. 

 

H - Yes. I had an interesting experience when I like the first few years when i was doing MAC is that 
often people i would set up meeting with or when going and trying restaurant... people would write to 
me and they would assume that the account, because back then it was anonymous. I never put my 
name on it. they just assumed i was a man and I think that's because I had adopted this authority, this 
kind of thing of saying I know better than you and I'm going to tell you why you should eat. It was, it 
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was an authoritative way of running it and I wasn't posting any pictures of, you know, myself with my 
fashionable outfit. Like it definitely wasn't that kind of thing where it's, I would say it's more of a 
female trait ...that the interesting thing was is that they, they thought that I was a man and then I spoke 
to Maria about it and she was saying how she really admired my audacity to kind of, to kind of just be 
like no one gave me permission to be the food authority of Copenhagen. I just decided that I was 
going to be, you know, and I've definitely always had this. Like, I mean, I was bought up by this crazy 
intelligent single mom who would, you know... say I could do anything. Anything that said I was 
going to do, she would let me go with it. SHe would never say, oh, you are not good enough, you 
know, ever. And so if you hadn't had that story, which you must have, which is when there's a job 
description and a man will see one thing, that he do out of a list of ten, and he'll be like, he'll apply, a 
women will see a list of 10 things, she can do all, and she can still go, oh, am I good enough like that? 
And I've definitely always been the man, like, just, I'm just thinking of lag it. I'll figure out how to do 
it. Um, so I, I think I am definitely, I can see that that is not a typical female trait. What I have in that 
sense, and i think that that is a barrier, especially in what, I mean my company, but also if you look at 
a freelances in writing, um, journalists, if you're working freelance, you really have to have a belief in 
yourself and you have to, um, you know, no one's giving you permission, no one's helping you out. 
You'd have to be quite self driven and have high self esteem. And I think that would be quite a barrier 
for, to generalize women who have that kind of, oh, I can do all of the things, but maybe I'm not good 
enough. You know, that kind of attitude is just like, OK, get a job in a company that, you know, it 
doesn't encourage it. This sort of creative industries. And i dont know whether it's... Maria actually 
thought it was a British thing, the Brits are a bit like Americans, like more ambitious, like I'm going to 
be the next Steve Job's kind of thing. And the danes are much more like... they're just brought up to 
think, kind of the thing you need to do in life is to be employable and get hired, they are not taught to 
rule the wolrd. We've talked about quite a lot because we have, that is the difference we see between 
us and whether it's because of my single mom and her parents or whatever, if it's because of our 
cultures, but that's definitely something with danes that they are taught to be employable, be able to 
get a job, but they're not taught start something, run a company, you've saved the world that's not in 
the education maybe so much. Boys were always taught like if they kind of break things and dominate 
and everything, then they are very.. they are boys you know, that's expected whereas if girls do that 
they maybe called Bossy or... i saw this wonderful Ted talk about That one's about the difference 
between how girls are treated If they take the lead or if they kind of do the whole as a child disrupt 
things, which is you know, the skill of an entrepreneur, they are though like not to break things or you 
know... There's definitely something there between the genders and I don't know ... possibly also 
culture differences between Denmark and England. Yeah. 

 

C - So this is becoming a bit more in terms of how you perceive within your company. Um, so now 
you've told me a little bit about barriers and now we're going a little bit more into ambitions, do you 
think there are different expectations in terms of career ambitions and wishes and behaviors in your 
work based on whether you're a man or woman. I mean, I guess you kind of answered that already in a 
way, but do you have any other thoughts on that? The way people expect you to act or to externalize 
yours ambitions, your as entrepreneurs and yours of your company? 

 

H -  Well, I think this is where I actually am more classically male and Marie pointed out a lot too. I'm 
like the man of the company, but um, that in my head, I'm ready to devote my entire life to making 
something really successful.the kind of Steve Job's mentality and international and everything and I 
sort of don't see a limit to my capacity to work and keep pushing towards something, whether that's 
with Mad about Copenhagen or whether it's my bucket thing is something I'm doing now and then 
move on to something else.   And I think, if I had to compare myself and Marie her attitude is much 
more like - I want to make a salary, where I can sustain myself enough so that I can have a life when I 
created something nice for myself. And it's a different kind of entrepreneurial-ism I think it's wanting 
to have created it yourself and be proud of that. But her priority is to be able to pay bills and actually 
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to have a baby with like, she's a bit older than me. So it's, it's also that. But her main worry with doing 
this is that her life is passing her by and her eggs are getting dry and she's not going to be able to have 
a baby with this lifestyle of being an entrepreneur and never knowing if we have enough money to pay 
rent and it's this sort of risk thing and I don't know whether the baby, the baby thing is not the only 
factor. I mean that's. That is something that's huge with a difference between men and women is 
women do have a biological clock and it's maybe more of a instinct to want to have a baby because of 
that at a certain time. And it sort of clashes a little bit with that exact time, which was kind of ripe for 
being an entrepreneur. Which is when you. I don't know, in your mid twenties, late twenties, early 
thirties. That's exactly when the biological clock starts ticking, eh?  

 

C - In terms of ambition, how do you think we externalize it and how do you think people expect us to 
be, if there are external expectations, you being a woman of your ambitions and how much you want 
to put you want to push them or not. also if you think there are differences in the way, as you said, of 
externalizing ambitions between women and men, as you said, I guess men might tend to just focus on 
their career and they're more likely to because women instead my rather focus a little bit more... 
consider and have at the back of their minds this nesting factor. 

 

H - which of course effects their decision. Yeah. I didn't really know... I mean we don't have any men 
in our company apart from Antonio who's just an advisor. Other then that we are all women Um, yeah, 
the two guys that kind of involved are probably more female than I am  

 

C - Thats an other interesting factors in terms of like the way you lead and the way you behave or the 
way you see yourself behaving as an enterprenur. You see it more as a menly kind of behavior. Is that, 
how would you describe it? 

 

H - We went to this, um, forum for entrepreneurs and business and stuff, and they would talk 
throughout the day and loads of people presenting their startups and there was a lot of man 
entrepreneurs or you know, people with success stories to tell, and there was this one talk that was at 
the very end of the day and it was two women and Michelle Christensen who'd started this sort of 
healthy lifestyle bloggish coaching company. And then there was this other woman who'd written a 
book about women in investment. And what was the most depressing thing to see is that only women 
showed up to this talk, all the men were gone. They've showed up to all the other talks, but they kept 
talking about how, like a lot of people in the audience were quite vocal about it, about what the 
women was saying, why? Why did we as female entrepreneurs have to be like the male version, which 
is the working 24 seven, like super manic. why can't we do it in a more balanced way? Why can't we 
do you know? The point is, that it's like running your own life and get to choose, but maybe you're still 
working only six hours a day or you know, being more flexible . And I think that's, that's just... and I 
just felt like I didn't identify with these women at all and I'm much more identified with the men who 
are working manically all the time, um, which is another issue of like, OK, people seeing me as a man 
and the way I work, but um, which shouldn't be a thing, but it was just, it was just such a clear 
difference because almost all of the women and apart from me and the audience were like here here, 
like clapping. Like to me or not, you're a completely different breed of entrepreneur... thats just 
someone who wants to like be in charge of their own life. Having flexible, kids, whatever. But it was 
definitely a huge difference in that crowd.  

 

C - do you believe that The main difference is maybe as we mentioned it before, is whether you put 
your career - first and lifestyle second or you put your life life as in every day life, family life first, and 
then your carrer second as a mean for that life. 
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H - yeah switching priorities. So you can still be an entrepreneur, but your life and your family first, 
whereas i cant even see my firends because they're just working all the time. 

 

C - Would you say there's a better way or worse way or it's just different ways? 

 

H - I to be honest, I think that unless you're very lucky you can't get enough done to be really 
successful unless you're working like a lot like I know, so there's a lot of talk about like you can be an 
entrepreneur and still work four hours a day, and one hour working day bullshit. Then there is like this 
woman who did a counter talk to it who worked at Google, one of the quite high and works 160 hours 
week. If you want to kind of build something, you kind of have to be three people until you get to a 
stage where you've built enough momentum to hire two people and then can go back to being one 
person. I mean it depends what you're doing, but of course you can have a little company that just 
does... I just think to scale and do something really impressive, you probably do have to put it as your 
first priority. 

 

C - Yeah, that's very interesting. but let's continue to the next question. So, um, moving on, do you 
feel or do you have experienced gender bias or norms towards you in the workplace and do you 
believe your gender has impacted your career? 

 

H - I think in the sense of the whole blogger thing, it's such a female word which has become a bit of 
an insult and I've tried my best to avoid being called a blogger, but I still get called a blogger and I 
really don't think that would happen if I was a man, I'd be running a food guide is I think, I think 
people just because this whole culture of like women blogging and it's great because women have 
finally got a voice on the Internet. but it’s almost being like pitied or like poo-pooed in a way. And I 
definitely feel that. But then, um, I would also say that there are some advantages to being a woman 
like cos men are so fickled that you can sort of flirt with them and get things. And I'm not saying I do 
that, but I sometimes notice that it's just like, because I don't intimidate quite as much, like naturally 
just being a woman. I can be really intimidating woman, but I'm not a man so I don't intimidate 
people. you can kind of get, like when I interview people I felt like it's getting people to open up... I 
don't know there is some advantages to just to being a woman as well,  

 

C - and that impacts your career and it's something undeniable in the way people perceive you and you 
approach people. 
H - Yeah. So like just, just the image of a person is so powerful and I hate it cos i would just love to 
show up at work in my Pajama bottoms and I, I, you know, i dont really want to use it in that sense. 
Um, and for a man to look sharp he has to wear like something kind of, sharp suited, um, for women 
you might put on heels. But then you were looking a bit like... I always find it hard to know how to 
dress for certain things. Like as soon as there's an element of sex in it, like on a low top or a high heel 
or something, if that's something I enjoy wearing, i am so aware If I'm going to meeting and I'm like, 
Oh, I feel like wearing a jumpsuit with a bit of a cleavage today than my. Oh No, I shouldn't. What I'm 
gonna do is I'm going to wear my shirt and I'm going to button it up to the top and I'm going to wear 
my flat shoes. So I don't like trying to either intimidate other women or impress man with my hot 
heels. or my boobs. Like it's, it's definitely something I can sit even though in general, I don't really 
care about my clothes that much. Yeah.  
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C - Um, do you think that there are any differences between men and women in terms of creativity? 

 

H - God, that's so dependent on the person. I think there is a lot of really, really creative, brilliant 
women and a lot of not very creative women and a lot of the same with man. 

 

C - whithin your compnay do you experience? well you siad you are mainly women actually. 

 

H - Yeah. That's the thing. I've experienced some non creative employees that were women but also 
some very creative ones. Yeah. And I see it with the companies, like in villa, I don't think, I either 
don't know enough people to have looked at the difference enough or I actually dont think they exist. I 
did just think of something. It's not directly related to work but i was once complaning about boys in 
terms of dating and how quite a lot of guys I've dated, they'll, they'll be like friends, or will talk 
business or have work together, or something and though they'll talk about that, but then maybe we've 
also like actually dated, but they'll sort of put those two things. It's like they con do have a business 
meeting and they'd be like, oh, should we go home together? It's like, that has to be, that has to be a 
completely different. I have to be a different girl to feel like... they can't. And then someone had the 
most wonderful answer for me that was, um, guys imagine their heads, It's like hundreds of boxes and 
they pull things out aatnd certain times. But things stay in the boxes, they don't clash. Like they dont... 
its rare that two boxes are open at one time and women are more like this mesh of wires that are 
always touching and everything's interlinked, sex and business and it just all go into one, which I 
thought was a very... made sense to me as explanation  

 

C - That's interesting to think that maybe men would have to do that because in order to see you as 
professional they would have to completely eliminate any sexual particle that you might have as a 
woman. I mean, that's interesting. And do you think if you has men in the company, do you that would 
make the creative flow different. 

 

H - Yeah. Um, well, I mean the previous company i worked in volt which was a startup but very 
mixed gender. I'm trying to think if that was different. I'm not sure, in terms of like, Nah, I don't know. 
I'm really, I don't know, stuff like that. 

 

C - So, may I ask you, um, you said you're all girls in your company. How did that happen in terms 
of... how come, do you think, you know, a bit more diverse? Do you think there a reason why you just 
hired only girls? 

 

H - we really wanted to hire some Guys i mean we have, antonio is our co founder, and we have many 
freelance photographer, we work with, but we started hiring interns this year, we're trying it out kind 
of thing. Um, and we, we put out this hiring thing and um, we've got quite a lot of applicants and 
everyone had to make a video as well as write a letter to us that was the task to make a video about 
something with food. Um, and we received kind of predictably around 25 percent applications for 
men, 75 from women, which roughly represents our instagram audience and instagram audience in 
general. So that wasn't anything that was more because of that and there were a few men we would 
sort of considering, but we ended up choosing to interview nine of them and we were only hiring two 
and just none of the men seemed dedicated or skilled enough, I mean just not as well qualified as a 
woman basically.   
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C - OK. Just like a case in your specific industry that happens that women might be more qualified. Or 
was this a coincidence? 

 

H - So when we were hiring a web developer, different case mostly men, we hired a woman. 
She's a Swedish girl. Absolutely the best that we found  

 

C - Would you say is confidential in the way that your best candidates just happen to be women? 

 

H - Yeah. Although I think there's something interesting with the internship thing. I'd be so curious to 
see if there was a difference. If we said we're hiring a project manager paid job, full time whatever 
with the salary, if there would be a difference. I'm just, I have a suspicion that maybe there are more 
women doing free work. I don't see many male interns. I don't know if it's just the companies that I 
know. a lot of the little companies I know they have intern and they just often women or girls. SEG 

 

C - interesting point for our thesis is absolutely. Um, so does your company has any diversity and 
inclusion policies? 

 

H - I think we do actually, based on ourselves, because I haven't been to university, I consider myself 
like a catch if I were to apply for a job. And so I was like, we can't say, we can't say that they have to 
have a degree, we cannot say that they necessarily have to have experience because you couldn't really 
find people that are brilliant, that don't have that. We also don't have anything that can be from any 
country. Um, well they can be Danish, like we don't discriminate against that. I mean, it's a little bit 
different If we would be hiring someone to do Danish copywriting, then they might have to be danish. 
I think we're pretty open. We would mainly when we were hiring before the intern, we just wanted the 
video because we wanted to see that the person was someone we felt like we had some chemistry with 
it.  

 

C - Anything from a gender perspective? 

 

H - No. Um, there was something in the back of my head, I think it was saying we should be hiring 
some men, um, because it might actually make for a nice dynamic. But we also wanted to hire the best 
people. And that was women in the case of our interns.  

 

C - the question is sort of, how would you explain the lack of gender diversity in your company? Is it 
mainly because as we just said, through a hiring process... 

 

H - more applicants that were women, and better applications all though through. more effort actually, 
that was quite a key thing with the interns, lot more effort from the female. It really written like this 
beautifully written long letters about and really tried to understand us and our company and made 
some very impressive videos  
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C - pushing it here a little bit as an interviewee. But um, do you think that you might be more 
impressed, in a female cv because you relate more to the kind of work that you would've done for an 
interview application, maybe you understand better what they're trying to communicate because that's 
how you would communicate it? 

 

H - Yeah. i was just Thinking the same like that actually, that could be some, some bias that with us 
hiring women, but it's also definitely something that Maria apparently didn't feel. I said to, I would, I 
think I would have an issue with being the boss of a man. I think I would have trouble taking a natural 
authority.  

 

C - Yeah. can i ask why? 

 

H - I mean I was brought up in one of the most patriotical age, but in such a patriarchal society that I 
think that still exists in me that I believe in a superior sort of deep down, even though I can see even 
though I have this kind of, I can do everything attitude. That's definitely something. I mean it's a 
similar like, cause a lot of all of the people we've hired have been older than me as well. Although, 
which is not surprising because I am quite young, I think that when they found out my age, which I 
was hoping they would not, some of our interns were like - oh... because it puts them to shame a little 
bit and it's not meant to, but it makes them think, Oh God, she's running a company and she's 24 and 
I'm 28 and I'm doing an internship in a company is. It's like, I think that's the issue there. I would be so 
interested to see what would happen if we would have a man employed. 

 

C - What do you think if we were to speculate a little? 

 

H - it really depends on the man. Like our photographers is such a sort of artist, he doesn't really count 
as the typical male. I dont know. 

 

C - How do you think your company and your organization would look like if you had more men? 

 

H - I actually would. I, I would look forward to that being less fluffiness because I think I have a very 
sort of analytical, typically male whatever way of working and I'm very efficient and like getting 
things done all the time and I think sometimes women at least some of our interns and Mary, they just 
want to gossip and like they'll sit for half an hour just chatting about some... like OK great, but I like 
that too, but we also need to get some shit done. So I would hope that actually if that was more of a 
male balance, it might just. Yeah, balance out that dynamic would also be another woman who was a 
bit more like me in that sense. a bit will get shit done and less - Let's just relax in our office and chat,  

 

C - do you think because you are the same gender. It's easier for you to be, um, you know, to be more 
familiar with each other and maybe know each other more outside of the workspace and maybe that 
would contribute a little bit too to a less efficient way of working. 

 

H - Um, I mean definitely if you ever would earsdrop a conversation at the office whioch some of the 
guys next do, we're talking about tinder and why it's difficult to date, it's a good and bad and uh, and 
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then i kind of get involved in the conversations because I think tinder is very interesting. But then the 
other girls they're talking about like skin care, its just very girly conversation  

 

C - You think that that kind of dynamic, that kind of closeness to each other is, it's been beneficial or 
negative to the company, to the communication. 

 

H - It's, I mean it's really actually, it's both. It's like I think it's amazing that we have like, it feels like 
they're our friends, these people we've hired, which is great when we're celebrating, when we have a 
party, when we're out on a Friday. It makes it hard to be authoritative, actually, it makes it hard to be 
like, I really need you to do this because you have that kind of... when you make your employee or 
friend, it becomes very difficult sometimes in situations where you actually need to be colleagues or a 
boss and an employee, but it's such a benefit in many ways. And then negative in the kind of that it can 
get a bit unprofessional sometimes. You can't really say anything against it because you've, the culture 
is like this open friendly thing and we want to keep that. We liked that part of it because it makes 
people feel really valued where they work, but it also often means that we get less done than we would 
like to. with the male addition in that sense, that there still might be loads of time-wasting in 
conversations all the time, but it wouldn't be the same subjects.  

 

C - No, we're about to reach a few last questions. other Countries have introduced legally a 40 percent 
quota, um, in which you have to hire obviously 40 percent of the underrepresented gender. Um, how 
would you feel about being legally obliged to do that? 

 

H - i mean thas crap! Yeah, I mean when it's the case, when is a massive company and they are forced 
to hire women. i mean they should hire the women if they are good. the problem is that they're biased, 
if they are biased. Like I love how in orchestras now, they don't see whether it's a man or women when 
they audition, that kind of thing. which means women have a fair chance because it means that 
unconscious bias is less influential in the decision. But I just, I think I would hate to be in a position 
where I had to hire someone based on the gender and not on, like being good for the job.  

 

C - if that was the case you would have to, uh, do you think that would impact negatively or positively 
your company culture? 

 

H - I think we would have to work a lot harder on HR to make sure that we go because we need more 
man basically, that we got good applicants, um, I do think if we got good, if we were able to hire men 
that we thought were great and you know, imagine if half the people that applied for internship had 
been men super qualified. I think that would have been so much better, like we wanted to hire man 
actually. so that dynamic, but it was just that they weren't as good as the women. so we weren't gonna 
hire them for the sake of it I do, I do think having a balance is beneficial. 

 

C - In what way? 

 

H - In fact, I mean in most men and women that they're contributing something different to the, to the 
way of working. Men Do tend to be more confident and I sometimes lack confidence in my fellow 
female employees and a bit more like, yes, we can do this rather than, oh, I don't think we can do this 
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and I don't care whether it's a man or a woman, but I would really love another confident employee 
because it's always me that has to push forward, but you know, be the one that actually believes in us. 
So if it's true that is, that is a male feature, which I've been told it is, then I think that would be super 
beneficial.  

 

C - do you think your company culture determines who wants to work for you? 

 

H - Actually quite wary about it when we post a selfie of us like five girls at a party, I want to show 
off our team, and what we do, but I much prefer to put out the image that we are diverse and not a 
girly group. I love it when we have the photographer and Antionio involved beacuse it just makes 
more…  

 

C - Why? Why is that? Because you are after all mainly female. Why would it be more important for 
you to just be perceived as... 

 

H - well? It's also, um. Oh God, that is an interesting question because I think it's, again, with the 
blogger thing, it's like the people watching us online better than male or female are consumers. I do 
believe that they are judging the faces behind it when we put them out publicly. And that's why I kept 
anonymous for so long because I didn't want it to be about me and whatever I represent as a girl, a 
woman, British person, whatever, you know, it's um, it didn't want to be put in some like female ex-
pats blogger box. And so I just think it, whether it's noticable in data or not, it just people's perceptions 
of being about our brand with every post we do and whenever we do want to say about our team, 
that's, I think maybe it just changed a little bit how they consume our content and it makes, I imagine 
when it's sort of the kind of girls who see a photo of five girls, me and my employees like at a party 
dressed up. Um, and that's how kind of company culture, the type of girls that are like, oh, I'm 
attracted to that company are potentially not the type of girls we've want to hire. Um, and the kind of 
girls like... I want to work in a company with like men and women might be put off by that, as well as 
the men themselves. I feel like it makes us look young somehow. just, um, like girls having fun. I feel 
it just portrays this very unserious like, and I'm not sure I have a proper explanation for this, that it's 
my work, when we put something like that out there.  

 

C - And what do you think, instead of having a picture of you at a party, you have a picture of you at 
the office or you have a picture of you while working. Would that make a difference? Would you still 
feel led to be perceived as young 

 

H - With the party pictures if there is guys involved i think it would still look young and fun and thats 
ok. I don't know why that's a problem. 

 

C - Two last questions and then we're done. I mean, it's been really great. Um, how important do you 
think is gender equality in terms of attracting talent? Well, I mean, I guess we have talked about this 
already, but if you are only girls, do you think you can, you can pick from the same talent pool. I mean 
you did say that you would receive 25 percent male and you have explained that maybe if you had a 
bigger pool of male to choose from, you might have better chances of getting better quality cvs from 
male candidates as well. Um, do you think that the fact that you're all girls made that limit the talent 
that you can pick up from it might just make it in a, in a different way? 
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H - Following from the culture question, definitely, because I just think we'd get a lot... of people can 
see us as an all female company we would get a lot of less male talent and potentially put up some 
females that want to work in a more mixed environment. I know I would be the same if I sort of all 
female company, while applying for a job, i would be oh god... which is horrible, because i now run 
one 

 

C - but it's interesting because maybe I would, I would subconsciously do the same. Why do you think 
is that? 

 

H - most of my good friends are men?I don't, it didn't happens in MAD, but I just switch off when 
people, I have lots of great female friends and I think women are super-intelligent and often more 
intelligent and everything and then we have great conversations, but I just hate some of the female 
small talk that I've just never been into talking about clothes and makeup. And I thought that was like 
a young thing. But apparently it's not people... a lot of women still talk about that stuff and are 
interested in it and that kind of thing. I think I just have better, not better, but I liked the balance of 
having men around so that the conversation is gender neutral and it's not always about. It's not always 
about makeup, but it's, you know, just have some balance in the room. So that doesn't include night 
football and cars and it doesn't include makeup and then whatever's left, there's some interesting stuff 
to talk about that, that is about humans.  

 

C - Do you feel you have responsibility, in terms of responsibility towards bettering the situation for 
women because of your position? 

 

H - Yes, but like more by leading by example, I really like because it pains me so much. This whole 
cv thing of like the man that sees one thing they're good at and applies for it. And women not 
believing in theirself, pains me so much. Um, and I think because I recognized that I'm maybe 
different in this case that I am, uh, I approached things more like a man or with more confidence, self 
confidence professionally that I think the best way I can kind of influence or change the situation of 
sadly many women not believing they're good enough to do certain things or to take decisions or... it's 
by just doing it and sort of encouraging people, showing them that they are worthy enough whether 
they are my friends or people we hire or people that see what Maria and I are doing. Yeah. And it 
constantly comes up in debates, at work where Marie doesn't think we're good enough to pitch to a 
certain ... to an investor or to approach a certain partner. And I'm like, of course we are good enough. 
They're not better than us. Like here is 5 billion reasons I can come up with why we're good enough. 
Um, and I'm constantly arguing that point. And I think that's because I do care a lot about building... 
Like, I do have the confidence and I wish that more people did.  

 

C - Um, but um, so you'd say you'd be more concerned in terms of like, have better role models for 
women rather than creating an environment in which you definitely have the same amount of women 
and men. 

 

H - yeah, I think the roots of the problem is no self confidence in women or that comes from, you 
know, when they're four years old and they're in school or wherever else. It just, I think that that's 
where I really care about fixing it because I think these quotas and stuff, they will just piss people off, 
it might change things in terms of bias of ceos and people hiring, but it still doesn't change what is 
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seems to be in a load of women, which is the lack of confidence and kind of to go for something that 
they don't think they're good enough for then that still to go to the nugget of the problem. If it can even 
be fixed, I don't know.  
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K - Right now I'm mostly working alone and then taking people in on like different projects, some im 
not really working alone I don't, but I'm leading. That's quite something else 

 

C - So is it for profit? You are trying to make money off it. 

 

K -  Uh, yeah. Well not profit but just for living you know, a salary, and trying to get a better 
organization structure going, I think that was a kind of a big problem. Or challenged maybe just um, to 
get it like living within the organisation more naturally. So that's what I'm working on right now. 

 

C - Yeah. So like can you tell me a bit about your background, what your current position is? 

 

K - Founder and editor of Papercut and my background is that... education? 
I've studied philosophy at KU , with small subjects in economy and I've worked. When I studied, I 
worked on a commutation agency kind of, but they had this philosophical vision which I liked. So it 
was a combination of media and philosophy for me. And that was kind of the offspring to getting with 
my partner, my older partner Ida, who I met through the agency and then we just had this idea and 
started Papercut. We started two people together and had a year where we just, you know, we went to 
courses and we met up with people and gathered this huge group in this other room. Um, yeah, where 
we just talked about how to make a magazine different from the Classic Women's magazine, Fashion 
magazine, how can we do it different? So we just, yeah, had huge workshops and brainstorms over a 
year and then it came down to a launch in the summer, 2015 I think. 

 

C - OK. So your first publication was summer 2015. OK. So three years later how is that going? 
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K - Yeah but different, I was 21 when we began I think. And then 22 when we launched it so you are 
also quite young and you kinda have to develop yourself and the project within it , and i found that 
more challenging more than I thought of in the first place, so I think for the time being it's also very 
important that I have a personal base. 

 

C -  Um, so do you experience in Denmark in general there is... we have gender equality in the overall 
labor market. 

 

K -  Well that's what people say. Yes. Um, and I think if I can speak like frankly and um, people tend 
to think that they are more equal than they really are. Um, the communication agency I told you about 
before, there was a lot of um, yeah, diversity; not diversity actually, but a gender equality within it, but 
as well I sat there as the pretty girl in the front row and that's very stereotypical I think. So we still 
have these very classic roles and yeah, I meet in my, like papercut era thing, I've met I think mostly 
men, uh, who has the like locations and who I have to work with in like the, what is it called? 
komune... state's office. The council. Yeah. Yeah. Well it's often like men in their forties. Um, and I 
tend to get a lot of um... it's not really harassment, it's just being a bit looked down on as a young 
woman. I think. So I, and I think there is a lot of gender equality overall and I think that's a really good 
thing, but I meet a lot of walls as well. does it make sense? 

 

C -  totally because, uh, I think 47 percent of the labor market in Denmark is made up of women, so 
it's basically equal. three percent short of being. So in terms of numbers... yes, but of course there are 
barriers. 

 

K - I think it's just that the people... because Papercut is not gender equal as well. The vision of it 
attracted just a lot of women and we had big difficulties with getting the men in as well because the 
vision and you know, the philosophy behind it was just, yeah, you know, was appealing to every 
woman to get something different done. Um, but, and then the readers, I think it's 70. No the readers is 
50 50 actually a little bit more man, the one that likes us and facebook that 72 percent women. Um, 
and in the events we make and the exhibitions we make, I think it's 50 50, 

 

C - So in terms of displaying who consumes your product more, women are more likely to say we do, 

 

K - yeah we do, but the ones who does, but that's kind of equal. It's like two percent at the moment 
two to three percent is kind of. and I think it's also... we made a book and I think it's mostly women 
who bought that book, but I wouldn't know for sure. 

 

C - Ok you don't have a list? 

 

K - No, we're not very good at making lists than making statistics, but we, we can be good at making 
content. 

 

C -  So what is the gender situation in the overall creative industries? 
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K -  Well, that depends on so many things. 

 

C -I mean, is it reflected as it is in the overall market or has it got like little differences? speaking of 
your experience? 

 

K - Press ... I think, um, when we started Papercut, we launch with three other magazines, Eh, who 
were all made of women. So I think that there has been a boom in the. Yeah, in women making their 
own in the press and media industry and like taking the leading role. Um, I think in the creative 
industry I often find that men is the leading role and, but women are very much in it. I think it's very, I 
don't know if it's dominated by women, but I've met a lot of women in it. Um, and especially the 
communication industry.  Um, but when it comes to like, who has been, like the boss in it for the past 
10 years, you know, it's often men because of the history I think, but it's coming I think for sure. Yeah. 
I don't know if it reflects on like other industries, 

 

C - Do you think is better? More forward thinking in a sense? , or is it still quite gender diverse? Not 
Diverse but segregated?  

 

K - Well, I have to think because the creative industry I find first of all very individualized as I 
experienced it . But that might be because I work with different groups and individuals in the first 
place and like personas I either work with, made a project with or make an interview, uh, talk with. So 
that's quite difficult to tell. But I think people tend to get in groups where the gender is the 
same.  When I look at it, I think also papercut is an example of that. Like it's a, now it's way more 
diverse because it's me and then I work together with different people. And I think right now it's quite 
equal. But when we were a big editors group, it was 15 women and one guy. So yeah, I don't know, I 
don't know how to answer it, but it's quite difficult to see a whole industry. I think the fashion 
industry, well I'm not really in the fashion industry, I actually tried to keep out of it. But uh, um, I 
think it's quite dominated by women. Yeah. As I look at it maybe and, and women who also... as I said 
before... in the past years has stood up for themselves, made their own, kind of took it into their own 
hands through either blogs or instagram account and then then from there they made a bureau of 
agency. But that's mostly women I think. I think it's just quite tough to find men who are interested in 
my project. Well, well maybe not actually. I dunno, sorry let's take another. 

 

C - So you mentioned barriers earlier, what are the barriers that you faced for gender equality, in the 
cultural industries. 

 

K -  I think actually the most, the biggest barrier is the age, 
 
C -  age before gender or age because of gender? 

 

K - Well, I couldn't tell because I'm not a young guy. Well, but it's both I think, it's just being a young 
girl. I think we made a lot of events and event and that's a huge part of my job to work together with 
that person who has the location that person has been a man like 90 percent of the time and it has been 
a male in the forties and I don't think I've had a good relationships with them in any case. Yeah. It has 
been really tough and really been, you know, looked down on, and not being taken seriously, um, in 
the first place. And that has been tough. Really tough. Yeah, I think it's better, now I'm 25 and it tends 
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to get way better, but when I was 22 it was like, OK, you can't be serious. You can't make something 
real. And that's... maybe I'm just getting better at standing up for myself. 

 

C I guess it comes as a learning process, as you said, you need to build yourself as well as the 
company. 

 

K - Yup. Yup. Well, um, some of my experiences. 

 

C -  So you'd say you were systematically, uh... your credibility was systematically questioned because 
of your age? 

 

K -  Yeah. I think it's because of my age mostly, but it's also because I'm a young girl. I think that they 
find to be quiet naive. Yeah... Well, I don't know. 

 

C - Do you know of any other men of your age in your situation with similar situations? 

 

K -  I have really no male friends who kind of is equally... Well, yeah. Not close, but I think that 
young guys also meet like... barriers, because there's this stereotype that young guys, it's only out for 
trouble and if they're getting in an event done, it's like super often it will get destroyed. So it think 
maybe there's some barriers there as well. But for me it wall like well you can't really... we don’t trust 
that this is a real project. 

 

C - But those barriers would be more in terms of character as opposed to capability. 

 

K - Yeah. Well, yeah, that. Yeah, for sure. Yup. Well, I was at this meeting with the foundation not 
long ago and . It was about this new line within papercut where we have to, would like to take science, 
combined science with more personalized stories, um, and emotions. And I was at this (danish name). 
And it was like with the boss and I was like, he was like comparing me to his daughter and it was like 
- oh yeah, but my daughter’s often also being an idealist and like - this and like she's thinking so much 
of making something new... that's not what counts.GB   And yeah, He was telling... they kind of tell 
you what you should do because you’re so young and inexperienced so you don't know. GB Right. 
And that's, um, that's pretty tough when you come and you present a real project. And I'm like sitting 
down with two adults and I'm presenting... I'm making a presentation, which is, I think also that makes 
me nervous, and I think it's quite bold. And then I'm like, OK, so you're comparing me to your 
daughter. I don't think we're like in the same boat  
 
C -  but would that make you want to do business with these people again? 

 

K - hmmm, when I mentioned like numbers and statistics, which is difficult to find in papercut, they 
kind of get more focused, or what can I say... they kind of more know what I'm talking about. But 
yeah, it's like, it's a really important fundation. So how can you get around that when it's mostly that 
world, the fundation world. I don't know if it's the funds world fund 
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C - Ok so when you’re looking for people to invest. 

 

K - Yeah investment, that world is dominated by men, I think mostly. So you have to kind of get along 
with it . 

 

C - is this a cultural fund or is this a sort of startup that you're going for. It's a cultural fund, its a big 
one. 

 

C - because we've seen through our research that generally people are less willing to invest in the 
cultural funds for startups because it's not as tangible. You know, it's not a tech innovation. So that's 
already a barrier, and for you to come down and be compared to someone else's daughter's is adding 
stuff. 
Well it's not an investment fund is more like and (L Mean?) fund. it's not for profit fund, 

 

C - it's like SU? you're get money every month to survive? 

 

K - Nope. But the fund is like a state, a government fund, but then they there is in Denmark a lot of 
these bigger nonprofit funds who support a lot of cultural stuff and I don't think that anyone would 
want to invest in papercut because of the profit of it. 

 

C - But they see the cultural value of it? 

 

K - yeah and that's what I'm definitely appealing to. Yeah. But I think it's the gender equality, just 
when you mentioned it, I think is funny that you took contact to me because I find my project in the 
old editors group was like a big problem that we only had women. 

 

C - yeah thats what we are going to get to later 
So do you think there are different expectations in terms of careers wishes and behavior? 

 

K - From my background? 

 

C - no for people you work with, people you bring into papercut, in terms of man do they have 
different expectation. Cos you predominantly have interns right? 
K - Um, no, I don't say... I get a get a lot of applications and I had like two the past year. Um, but I 
don't take any. No. Well, the people I work with now, which is both young men and women. I don't 
know if it has, of course it has something to do with gender, but I don't think it differs a lot. People are 
also very individual focused. if I can speak for myself, I think I have been having it for a long time the 
feeling that I really had to prove myself and that I also have to prove that this is not like a little, you 
know, good idea, side project, push it aside... because, you know, I'm a girl, and a young girl. Um, but 
I think actually my parents have been really good at supporting me and taking me very seriously from 
the start and that’s also when I started studying philosophy, which they didn't see well on from in first 
place. But yeah, I come from a very privileged family . But also very high academic achievement. So 
then that makes me, maybe you also want to prove myself in another way more than just the society 
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and structural that bias is telling me. Um, but I think a lot of my friends also are thinking about this, 
that they want to prove themselves and maybe guys that I know tend to be more relaxed. Yeah, that's 
my impression of it. Yeah. I think people, the women I'm working with, they are kind of focused, and i 
think is because you kinda want to break down these barriers and you kind of... it's making up for 
something, you know, a story being told about young women and I think the guys can be more relaxed 
and maybe they also. 

 

C - Is it because they don't have to work as hard to try and prove that they're serious or 

 

K - yeah because there's another story being told in their favor, but i dunno, they are also reflected 
upon this movement within... with women. I think a lot of guys I think, which is a friend of mine, is 
also focused on OK, how can we not like, be a part of this good movement of gender equality and kind 
of stepping down so you can all be here.  And I think maybe it's also has something to do with that. 
They're trying also to make room, but I think they are also personally more relaxed, which is sometime 
a little provocative, um, but there's also, you know, we're mid twenties and women, they have a 
biological watch which is a lot different from the men's, women as kind of being told, oh, you have to 
get babies before 30 and it's not really the same story being told for men MA AM and I think that 
affects the market and the work and yeah, the labor industry a lot in these days because I think women 
now is very focused on OK, my career if im going anywhere with it i have to prove myself now sooner 
than men.  And that's, I think that's very provocative. yeah, I kind of thought a lot about that for the 
moment, yeah I just find it. 

 

C - So you, have you experienced gender bias? Has your gender impacted your career?  

 

K - I don't think I could even say no to that. Uh, no. Yes. Yeah, for sure.  

 

But the biases is the things that you often can't tell, for sure but I'm pretty sure it has some, just not 
sure in which way, as I told you when we started, we started off with three other female dominated 
magazines, and we launched with the vision of... with a feministic note. and so that was very gender 
biased already, but kind of the opposite way. And of course we have had to deal with a lot of other 
organizations like biosis, which was not our own and the people who knew us and stuff like that. But 
when you come out to different locations or fun stuff like that, who doesn't really know this project 
and not so much in the movement of it, you meet all the classic biases I think. But it's a very broad 
question, 

 

C - Yeah i know, but I mean this is more in terms of... have you ever been passed up for promotion 
because of your gender? 
K: I think maybe it's just that Piccolina job quitting really. We were just two girls. Two, yeah. At that 
time, I had very long light hair and she had too, I think it was just, you know, it couldn't really be a 
coincidence and I don't know, putting that rule... I looked back at it and think it was not very nice. Can 
you narrow it down maybe (the question)?  

 

C - Um, I mean I've got the answer that I wanted, so. OK. So this is more towards the focus of our 
thesis is do you think there are any differences between men and women in terms of creativity? 
So for context, we are writing about the lack of gender diversity in the creative industries and cultural 
industries. For us, diversity encourages creativity because there's a lack is kind of paradoxical because 
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these industries rely on creativity, so we are trying to understand why there would be such lack of 
diversity So do you think there is difference between men and women in terms of creativity, but it's 
there a big lack of diversity within? 

 

K - yes! 

 

C - is there? Is it male dominated? diversity in a lot of companies we've looked up sort of been 
attracting women or attracting men. there's not much mixing. So that's more of a sort of horizontal 
aspect, but also vertically in most of the companies you might have 50, 50 percent men and women, 
but it'll be vertically segregated. So men will have high positions and women will be sort of narrowed 
down to human resources, admin, and all sorts 

 

K - Yeah. Well that makes sense. Yeah. In terms of creativity, Well, when we've had these big 
workshops and brainstorms, which is a... I love those because that's where all the good ideas come 
from. It has been, of course quite female dominated, but we have had once, where It was like very 
good mix and I can't tell if there's any difference. I wouldn't like a, I don't think you can generalise, 
like this is how female is creative and this is how male is creative. It's very individual based, like 
people. of course they all have different patterns of how they would like to work. But I see a female 
who is, who wants to walk the room when she pops up ideas and i find the males do the same. Some 
sit down and some... Yeah, I don't think you can put up gender as a... 

 

C - So the creative value isn't defined by the gender. 

 

K -  Yeah. But I think, I think it makes a very good atmosphere to have diversity within the room. I'm 
not sure why. people kind of tend to take it more seriously. There's not so much, you know, all these 
other talks which is not focused on the job, the diversity within it gets kind of more focused when 
there's a gender mix I think, 

 

C - basically what the theory points to what is diversity brings in various forms of opinions and all 
sorts and people just bounce it off and create better ideas because we have different perspective. 

 

K -I think it's also very kind of a low, very basic human level. There's like going on because people, 
often tend to hang out in gender based groups. So when they mix they cannot talk the same way that 
they do every day. So there's not so much every day talk, when we talk we kind of focused and people 
tend to listen also very much, of course we have when in the editors group when we were all women 
and one guy, people also listened and it was also great but, I just think that's what is going on when 
you're mixed, which is really good too, which is really progressive. 

 

C - Kind of takes people out of their comfort zones a bit maybe. 

 

K - I don't know if it works the same way on a real, like big office where people. is mixed all the time. 
But in my workshop it does I think. 
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C - OK. So what is the gender distribution in your company? 

 

K - there in none. Well, it's me. Well it's actually quite male dominated right now, it's me and I see 
myself as a female, but I'm working with two guys, a graphic designer and a really good guy who gets 
a lot of ideas. And that's the one I work with the most right now. IGD  
I'm trying to pull some others in, and I've talked with other females, but right now it's maybe a bit 
more male dominated. that's a coincidence, I think. that's pretty much a coincidence. I haven't really 
thought about it. 

 

C - No, fair enough. I mean, so that eliminates the next two questions. I mean, you don't particularly 
have any diversity inclusion policies, you don't hire specific people. 

 

K - No, but I've thought about focusing on it and thought about how we deal with it. and people 
always in the beginning they ask me if it was a bit, if it wasn't a problem that papercut was so female 
dominated and of course I tend to give them right. I'll tend to agree.  But to in the other place I was 
also at that moment quite angry and also I wanted it to come natural. Like if it's only women who 
wants to do it... I'm like, OK, but why should we bother? Let's just do it, let's make a difference, and 
was also quite proud that so many young women were just gathering and wanted to break down 
barriers. I've joked about making quotas within papercut, like for male, but as you say, it's mostly just 
because diversity makes quite a positive effect. and I'm thinking very much to bring that into the new 
organization structure, but I'm not really a fan of quotas and I don't want be like voted in based on it. 
So, but I just think that I'm very, focused on minorities and getting their voice into the organization as 
well. So it's not only gender, it's all kinds of diversity. I'm like, OK, how can we do that? Because it's 
also just very difficult to get contact with diverse group of people when you're not very big 

 

C - No, ultimately bringing in more people from various backgrounds also broadens the scope of your 
product. If you only have women or white people on your company, then you sort of narrow down to a 
certain demographic. You can't really expand that much, so it definitely has a, beyond basic decency, 
human decency, it has actual benefits. 

 

K - as you say for our angle it also just broaden the network and contacts within it. But that's, it's 
something I'm very realistic about, but the step of how to get it done, which is always the difficult 
part... How do we do it? 

 

C - So is this what you're working on now? Are you trying to sort of get a company going? there is a 
solid core team? 
K - there is short term a plan, which is a new issue to come out this summer and then there's a long 
term plan. That's why I'm talking with funds and stuff. bringing organization around it, taking in 
members and making board for the organisation. Stuff like that. That's a long-term and I'm working on 
it simultaneously  

 

C - So youre working for high profile roles? 
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K - yeah, both, but also it's just, young people, it's very, very difficult to narrow your team down. thats 
why is good with a short-term and a long-term because I've worked together with people on the short 
term and if it's going good I can maybe bring them into the long.  

 

C - So you mentioned that you have a hiring policy in the future, 

 

K - Im not just open-minded, but very focused on it, but I'm not sure how to make into a policy which 
is like, you know a manifest, as soon as it becomes a policy doesn't, it can become counterproductive 
HP. Like you said, if you have to introduce quotas to hiring people, that's not what you want to 
achieve.  

 

C - OK. So, how would you explain the lack of gender diversity in your company? 

 

K - How would I explain it? Well, there's good reasons for it. I think, first of all, we're two girls who 
started off and when you had a vision of turning the women's magazine upside down and making 
something else, you’re kind of already talking to women. So  That was our story, that we were tired of 
women’s magazines, but we were also tired that it was so gender based. bu when we said that we were 
targeting women’s magazines, that was our perspective of it. Right. We ended up trying to get it more 
gender neutral. where Gender can slip in the back. And where we can talk about like more common or 
individual based stories, but I think the vision and the story of it appeal mostly to women.  And that 
was yeah, and obvious reason I think. I've seen a lot of men and guys who's really good at writing and 
really good at photography and stuff like that, which I worked a lot with, but I don't think they, it is 
taking a long time to break down that story and show that we are also just a magazine and a media so 
it can invite guys more in. but the people who write and the people who like shown on the platform I 
think is also very much men, which is really nice. And that's a person's we work with. 

 

C - OK. So how would your organization look if it were more gender equal? 

 

K - I don't know. How would it look? I think it would look just a lot better if I could pay myself and 
others and just have more people? I think it would look way better. It's difficult because the gender, 
the editors group has been the big problem also. That's of course our ambassadors and stuff like that. 
But the people that we working with this very diverse group, like that's mixed out of many things. so 
it's difficult to tell if it's... How it would be if the editors group would be more diverse? I think it 
would be way better, and I hope to bring it in, but I don't know how it would make it different. But I 
just think it's very difficult when you're a leader and you also kind of hiring people to be focused on 
your own biases and still trying to see people as individuals. So not choosing a person to work with 
because he's a guy because she's a girl. But because she or he has a special talent. When is it my own 
biases? Yeah, how can I tell when I have to be strict. be more Meta. That's the difficult part, I think. 
cos right now I'm just flowing, like working with the person I think is talented or good for the job 

 

C - You don't have to spend too much time on managing the person, if the person's right for job and 
they tend to sort of get on and you'd be on the same page with them. Correct me if I'm wrong, but you 
probably don't necessarily want to fall into the role of the manager and enforce the hierarchy. that'll 
come later with the expansion of the company. 
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K -  yeah. But it's also very much based on voluntary work, right? So you have to draw on people that 
is either interested or who you know in some way. That's, I think that's a big bias in itself. Definitely. 
And I think a lot of work in the creative industry is actually also dominated or is affected by it - 
Volunteer work, and the network within it, that people work together with people they know. And so it 
gets quiet. 

 

C -  So you think, would an equal number of men and women at all positions in your organization 
have any impact on the working climate and performance? 

 

K -  It's, it's very tough questions to ask to like a prospect. well I think would say that I'm appealing to 
that basic human level again and say that it would be, I think very good for the working climate. I 
think it tends to be the focus and also a good dynamic dynamic within it, which I love better. I prefer 
to work also with a guy. So we're two genders. Well, that's just the personal angle of it that I like the 
diversity. 

 

C -  Uh, so can you give me an example where gender diversity has impacted climate negatively or 
positively? 

 

K - It's really difficult to tell if people have performed worse, but I just thought, and I don't know if 
has anything to do with gender, but, well in the end the old editors group didn't work out. Um, and 
there of course was many reasons for that, but I think it would be way better in the future to have a 
more diverse group of people working together because people tend to take it more seriously focused 
more when they are in the room. Um, yeah, I just think it's very important that people don't know each 
other that well, also don't know that like gender topics, what they talk about everyday. 

 

C - Again, we touched upon this earlier, but other countries have introduced a 40 percent quota for 
women on a company bolts. So these are the big company, but hypothetically, how would you feel 
about being obliged to have a minimum 40 percent of the underrepresented gender. 

 

K - I would feel super bad. Not because I had to force diversity, but because I would have to, in my 
example, select men, and they would feel maybe not sure if they were selected because of the quota 
and not because of the talent. and I think that's, yeah you're not on the same terms as everyone else in 
the group and I think that's a huge problem when you work together and where you need the respect 
from one another, in a great way. but I would also feel ashamed if I had to do that because I wasn't 
bringing around diversity, if haven't had a well-functioning organization and a big company and I 
wasn't focused on equality or diversity than I would also feel ashamed if it should affect me. But that's 
very difficult. I would feel super ashamed if I wasn't myself as a leader focusing on it. and I think that 
people, I would feel so bad if I was selected on a quota, but as well you can feel it today, Everyone 
wants young women to speak up and that's also sometimes it's, it's in my head that. OK, am I just 
given the microphone right now because I'm a young woman focusing so much on gender and 
diversity and equality within it can also have, can also kind backfire at you because people suddenly 
get very focused on - oh is it because of my gender that I'm like negatively or positively biased in a 
way.  

 

It's like both ways and I think that's kind of why we kind of want to put gender in the background in 
the first place concerning the magazine mission to like focus on the common things we have in 
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common throughout gender and telling that people are individuals and have like very different 
characteristics which is not based on gender. 
But yeah maybe I just think it's a big mess and I worked a lot with it and I'm not even sure which foot 
to stand on. 

 

C - OK. So do you think your company culture determines who wants to work for you? 

 

K -  My company culture? Yes, for sure. Yeah. It affects where I would work. Yes, for sure. A good 
company culture I think is everything today. We work so hard, we use so many hours. It's like a big 
part of our identity. So it's like our life. So yes, I think it's kind of the most important thing at the most 
. 

 

C - how important is gender equality in terms of attracting talent, 

 

K - Well, I think it's not only gender diversity, but diversity within like broad range of stuff, um, 
which would bring... just opens so many more doors for you. Um, as we've talked about, it's based on 
network and people who know each other, um, but to open doors to other networks and other groups. 
Yup, I see that's, that's a very positive thing for talent and creativity both within the organization, but 
also when hiring or getting others.  

 

C - OK, final question. Do you feel as you as a female leader, did you have a responsibility towards 
bettering the situation for women because of your position in?  

 

K - If I have a responsibility to bring out better conditions for women? Yeah, I think that's kind of why 
it begun, but I had that from the start. the magazine is kind of a division of doing something, 
concerned very much to women, in negative way, but it's also, it's just, yeah, trying to bring down the 
stereotypes and the norms with so yeah, biased by trying to build people up. So no matter the gender 
or color or shape or look.  

 

C -  So your approach, if we get this right, is that instead of trying to, you know, build up women, your 
interest is to shut up all the biases 

 

K -  but I don't think you can shut up biases. 

 

C -  you'd like to sort of try to figure how to demystify the mixed agenda 

 

K - Its just because I don't think you can undo biases. Yeah, you can be enlightened about biases, but 
then again you can be very much like... as I said before, I'm not sure if I'm biased or not or how can I 
tell the other from the one another. Right? but I think it's a good thing to be enlightened because many 
people aren’t enlightened about how others are stereotyped and what they are really experiencing just 
to keep a focus on it.  Um, it's, it really depends. It's depending on my mood. Sometimes I want to tear 
down the who world and praying, bringing a lot of people in. 
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C - So what's your mood like today? 

 

K -  I think I'm more like a OK, let's all be good friends. Um, well I'm very concerned with minorities 
at the moment and maybe not so much gender. Um, but there's also gender within minorities of course. 
Um, so I kind of want to bring like a lot of diversity within the media picture, for example, i want to 
give people a voice for that. And that's a broader, that's the more enlightening about biases and stuff 
like that and tearing down the patriarchy. 

 

C -  So your aim is not to tear it down... 

 

K -  Well, I think it is, but just in a very gentle way. 
There are ways I'm thinking about going about this discussion is this whole gender conversation. I 
Think openness and clear communication, not Trying to necessarily only disrupt the system. Trying to 
educate people as to how they could benefit from this. This isn't, we're not stripping men of their rights 
in any way, everything could improve as a result. 
your kind of always developing from something you kind of have to respect this history or accept it, 
not respect it. So yeah, it will be done quite gentle. Yeah. Think so.  
C - How do you define yourself? Are you just an entrepreneurial? Do you see yourself as a female 
entrepreneur? 

 

K - Ah, well, I don't even think I'm an entrepreneur. No, no. I've been asked and I've even taken an 
entrepreneur course, which I was like.. turn in on because I am, let’s say humanist. Yeah. From when 
you're just like, Whoa, how can we make human () into entrepreneurial? I think of an entrepreneur as a 
very passionate person, who like to start up things. Maybe it's more like serial startup, but I'm very 
passionate about a efficient I think and that's in the end why I ended up starting this company and not 
really because... 

 

C - I feel like entrepreneurs is more of a means to an end for personal gain. Whereas you're 

 

K - well i am trying to say that this without putting words into entrepreneurs mouth or like 
stereotyping them too much, but I see it more as, or I have friends who can start up a lot of different 
companies and get involved with very different brands and all sorts of things because they love the 
building part and it's not so much focused on what, but it's the building part, which is also very 
beautiful. But I, I'm way more focused of the foundation and the vision and this is a means to an end 
kind of. And I get asked that quite a lot actually. Now it just grew on me, now i love to make content 
and be creative and work together with people and like bring out their creativity and ideas. So I find 
myself develop through these three years as well. Very much. Uh, and I, I'm not sure if I define myself 
through my agenda in my own head, but I think I get told by society like a lot. I think I'm also very 
focused on why people, uh, what to do an interview or I get why you want to do it. But uh, you know, 
yeah, Is it because of my gender is it lalala, how am I biased or a in a positive way also, how am I 
elected because of it, because it's a good story for some. Yeah. Um, yeah. well maybe also with this 
hair, it kind of, I kind of meet more barriers at the moment and just because of my gender. 

 

C - when did you shave it off? and did you notice any differences? 
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K - in September and I've been a lot and I'm more just. as you can call it, harassment and way more 
people... but People can be really excited in a positive way about it, but they can also be very negative. 
So it's just way more extreme actually. Uh, the people you're meeting and people tend to think that 
they can touch you, that they can feel your hair, they kind of have this and I, shit, I can grow my hair 
out again. I'm not, it's a privilege, not a bad thing or a permanent thing for me. So Shit. Yeah, it's not, 
it's not really on me. Just acknowledging that people can have a really tough time looking different.  

 

C - I guess the way people react to you until your new haircut is a subconscious expression of who 
they are. 

 

K -  Sure. I think you have to be very aware of how you come out to use it to your advantage. Before I 
was like the young blonde long haired girl, and entrepreneur, that was a good story, and now I can be 
intimidating in another way and use that in another way. Also, before I used that story to also build 
myself and maybe build a shield more because you had to go do that. When you say something 
publicly. Now I just look a bit different. People think that's not always a bad thing, but it really can be 
on like a everyday life . Yeah. Well people get harassed by way worse things , I think some just. I 
think I just used it actually. I don't know. Well, I'm just, I just think of the fact that I can grow it out in 
some people can't metaphorically, and I think that's also kind of a big motivation, I wasn't ready for 
that, but now feel it. I don't know what I'm saying. I can see that I can really feel and it's pretty tough 
to get harassed when you just look different, do different. I'm privileged in that way. I can just grow 
my hair out. Right. But some people cannot be normal or like you get like that unless you. That's quite 
motivating to feel it on your own. 

 

C - OK. So you've experienced this new sense of harassment? 

 

K - Yeah and that’s really motivating me to give the microphone to minorities   

 

C - and that wasn't your intention? it was a consequence. I think now it's turned into you've managed 
to turn into something positive. 

 

K - Yeah, because you'd have to. Yeah. This was way more. If there was something maybe also 
personal and not really like I was not thinking so much of consequences. It was just something you 
kind of have to do. and i maybe thought that a lot of women have done it and so it was not really so 
bold. So wired for people to see. 

 

C - I shaved my head last year when, um, but of course I didn't get a reaction. but from the woman's 
perspective is... your hair is such a big part of who you are. And I see this in my wife is that she, she 
couldn't cut it. I mean, it's, it's a sad reality, but it kind of defines you as a woman. I think they don't 
realize that even if you do take it doesn't change your nature. 

 

K - Well, it can actually, I've seen this and I thought very much of a lion scene in a movie who got 
caught up of all of its hair, and it gets all sick. Like it's really sad because of it. And there is a lot of 
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power and like in guess a lot of power and energy inherent I think especially for the long haired 
person... and the media picture is just filled with long haired women, tend to differ. 

 

C - Yeah. And when they are portrayed as shorthand to see the, you know, sinead O'connor who's 
going crazy or Britney spears, who shows that had no bodily portrayed, I guess the process there is 
never a sign of, you know, mental health in a sense. 

 

K - It's something, it's something that is very political, it says something. 

 

C - the double standard... when I shaved my head it was for therapeutic reasons. It's sort of a fresh start 
kind of thing for women is quite different I think. Yeah. I mean I wasnt in a bad place necessarily, but 
it's sort of. Yeah, it was something I needed to do fresh style. And I'm guessing your motivation 
probably weren't as different as mine. But the reactions were polar opposites. 

 

K - Yeah, that's right. It's just like cutting off kind of a history. Right. 

 

C -  I guess they also tend to feel that they can judge you by it. Like, oh, thats really sad that she cut 
off all of her hair. That's too bad. Like, yeah, maybe it's just that people have a lot of opinions when I 
do it. 

 

K - How much money have you saved on shampoo? 

 

K - Oh Shit. That's so nice. So nice to live through. 
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C - So you'll, have to excuse me because usually we start this interview with a whole series of 
questions that then brings me to this, to this point. So if it feels a bit abrupt or, or aggressive, forgive 
me, but we're really interested. So to start with, can you tell me the gender distribution in your 
company? 
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V - Sorry, could you just remind me, what is it exactly that you're writing about? Just, uh, just briefly 
so I know the context. 

 

 C - Absolutely. So we're writing about it. Sorry, I should have done that initially we're writing about 
gender diversity in the creative industries of Copenhagen and interview the initial part. In my initial 
part of my interview, I would ask you general questions about, uh, that your perception of gender 
diversity and equality in Danish labor market in January and in the industry more precisely, but then 
would really interest you in your case. Is that you are the basically mainly mainly female. 

 

V -  We're not that diverse. We just talked about it today actually.  

 

 C - Exactly. But we're interested in that. And the second part of our interview, which is where the 
question I'm going to ask you right now come from, is definitely going to focus on that and on your 
perception of that and what are the positive and negative aspects of it. 

 

V -  Strip. 

 

 C - OK. So how many employees do you have? Are they all female. 

 

V -  all our employees in Copenhagen are female, all our employees actually are female.   

 

 C - How many employees you have? 

 

V -  Officially or not officially? especially not including five. Six including. Sorry, what insights we 
are one, two, three, four, five, six, seven. And then we are in Peru. And then we have 15 women in the 
prison in Peru.   

 

 C - No, I think it's good if we keep it to Denmark. So do you have any diversity and inclusion policy 
values in your company? 

 

V -  Nine. We haven't really hired so I think, I mean because we're a startup company so I think that 
we haven't, uh, it's, it's always very, very chaotic when you don't have a budget. So it's actually only 
now that we started getting anybody on pay-roll. I'm personally not on pay-roll myself, so it hasn't 
been in that sense that official, but um, you know, Eh, we haven't had an official policy. We've talked 
about fact that we are only women and that we would like to have a much more diverse workforce. I 
think it kind of boils down to the fact that we are extremely gender bias in our production. So in that 
sense we've made a choice that we do not want those two. We're not going to work in men's prisons.   

 

 C - was that done deliberately? 
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V -  That was by design and that's because I have a core belief that I believe we can create impact for 
women. There's a lack of investment in women's prisons in these countries, so not worldwide, but it's 
not the countries that we operate in they are extremely marginalized and overlooked. So I've seen a 
potential and a really good class to this also resource when it comes to crafting a pack of wool or silk 
in Thailand. So there's also a resource, eh, sure, studies show that when you employ a woman, you will 
help the children and family and all of them are competitors. So I think that's by design and that's not 
going to change right then I think we are, um, we are female founders, so that's not because we didn't 
want men, it's just because that's, that's who we are. And then we do predominantly for women rights 
on market. They're targeting audience, also women are we starting to branch out a little bit and we also 
like to think of a close as Unisex, but it's definitely targeted are right now more towards women than 
men. So there's like a customer understanding as well. So thinking about it, there's a strong bias in the, 
the, the, the production that we have and the customers that we have are all female and so, and the 
founders a female. So I think that is a led to the designers that we've worked with, for example, or the 
assistant designers, the people who do women's wear. And I think you just have more women who 
work with women's wear than men honestly. So those who have been attracted to a company have 
been women, Eh, we haven't had any applications from, from men and we haven't actively. So we've 
had, I think we have one male intern last semester, which was great. We all really excited about it. 
Um, so I think that's uh, that's why, but right now like really liked was not only gender diversity but in 
general see, we've also been, I think more international than we are right now. I think I'm the only 
person in our Copenhagen office that has a little bit of color ethnicity, one Austrian girl and we're 
getting a German girl soon, but it's, you know, very white female, same age group. And so the 
diversity issue is definitely something we are actually discussing right now because we really want to 
be global.  

 

 C - Can you expand a little bit of what you think are the positive and negative aspects in terms of 
gender? 

 

V -  Actually, I don’t know if there's something that positive about it actually. Of course it's a don't 
know, but also I think of people as people. I would think of gender as one of many dimensions. So I 
think uh, I would much rather say, I think it's a, it's a threat. I would much rather look at it as a 
negative thing. And I think there's a big danger in us becoming used to thinking the same way and 
thinking that customers are the same and that people will understand our brand in the same way. And I 
think for our company, we are not only targeting the people who really are in Copenhagen, that would 
be the case. I think we have a really strong. We have a really strong good network, you know, I think 
with managed in a really short time to leverage that network and to position ourselves towards women 
like us in Copenhagen. So in that sense it's been helpful in the startup phase because this is our start 
country. But going forward we are going to make our money on a global scale. It's a global e-
commerce and I think the story is relevant for a lot of different people and we need to make sure that 
we think globally. And I think, you know, we always talk about that. We think that gender for example 
in fashion is kind of old school. Make clothes and whoever wants to wear them, wears them. Eh, we 
also don't. So we're not so conventional in our design thinking. We also have men enough for to shoot 
without seeing of once something is for men something's for women and I think we're, you know, also 
that the sizes, we don't do large and small we’re trying to disconnect from that. It's not the happening 
in our web page yet, but it's something we just decided that we're going to do with sizes one, two, and 
three. So that you're not other small person or persons put your size or a fit if you want to wear it 
oversize or if you want to wear a man or three man, you can be a size two or whatever. Right. So it's 
more like, um, I think a modern approach to reproduce products for people. 

 

 C -  going back to what you were saying before that being more diverse, would make it for a case to 
be a bit more innovative and creative.   
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V -  Right. 

 

 C - Yeah. And um, how, how would you see it happening if you had more men in your company 
would change the climat or the performance of your company? 

 

V - Yeah, I think so. I think there's a lot of, uh, I think you're unaware of the biases you have or the 
assumptions that you make. And I think diversity in in many ways, just makes that conversation more 
fruitfull you might take longer time to get there. So I think, you know, we talk about it and think about 
it in getting really quickly, like speed, reaching a certain target market early on, but if you want to 
make it in the long run, I think, you know, it takes time for to get all of those inputs, but that's really 
gonna make us be on the edge and aware of the market we're trying to serve. 

 

 C - It's easy to to, to, to hire at least 40 percent of the underrepresented gender your company. How 
would you feel if you were legally obliged to do that? 

 

V -  I think the whole quota thing is a difficult conversation because I think it's kind of like 
prostitution. You kind of wish that it wasn't an issue so you wouldn't have to legally do it at the same 
time. I think. I think when you get a legislation it just happens so much quicker. You can speed up the 
process. So if that's, if that was the. If there was like a backups doing that and it needs to be from my 
perspective of a time period since then you see the next five years or whatever. Hopefully your 
transition or so it's not a thing you do forever because hopefully it's like transitioning into sustainable 
oils and saying if you want to get there faster and we need to make some legislations that make it 
possible for companies to just make that change immediately. And so I think I would welcome it, hate 
that it be strictly imposed, but I think you could create a big difference in society. So I'd be OK with it. 

 

 C - Because of your position of being a, a female entrepreneur and the creative industry in animals, do 
you feel like you have any responsibility towards bettering the situation for women? 

 

V -  But I don't know. I sometimes feel in this gender debate that we also don’t about talk about all the 
positive things. I definitely think we've had… and personally I've had in Denmark a lot of success 
because I'm a woman. and I just, uh, just want to bring that up because very often becomes like the 
underdog conversation. So I still think there's a lot of work to be done, but I don't feel like in the 
creative scene... like within fashion brands for example, I think it's very, very women led. It's my, it's 
my feeling. I don't know. I don't have any statistics, but my feeling is that this industry particular, it's 
not. We're not under represented, but I don't know. I don't have the data to back it up.  

 

 C - Could you elaborate on your success partly because you were a woman? 

 

V -  Well, I'm just, I just don't ever think that I have been mistreated as a woman. I definitely think that 
I think more than being part of the creative and being a female CEO who, who runs a global business 
is something that impresses people. It's very much up in time. People talk about it. Everybody's like, 
for example, we just got a big order with a big online retailer. Part of the sustainability strategies, 
women empowerment, which super fashionable right now. It's just like a super trend. So if you just 
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look at it from like a marketing perspective, people who are in trend but rather maybe invest or buy 
from one part of women lead conversation.  I saw the same thing in, in Africa when, when I worked in 
Nairobi that it was much easier to fundraise to NGOs that did women empowerment initiatives than 
men empowering initiatives. You were actually talking about his cuteness, that it was really difficult to 
fundraise for something that lets him enough money. So I don't want to call out as the victims, but I 
just want to say that I think there's a really positive trend right now in this part of the world. You 
know, that it's definitely been helpful for me. 

 

 C -  I've never experienced gender bias in your career? 

 

V -  yes I have, but I think positive bias. Very often I’m the only female speaker in a panel globally 
and the people are super excited that I'm a woman who’s intelligent, it's not, they don't say that I'm a 
woman, but it's just obvious because I'm just one out of few. So you just get a lot of traction and a lot 
of interest. And I think, um, I think people are just really open and excited about that. So I feel like 
being part of the world where there's just not many, eh, makes it a positive contributions. People. 
People get very excited. So just easy. It's easy to shine.  

 

 C - Do you think the same happens here in copenhagen? 

 

Yeah, I think so. I don't know if it's. I've definitely not felt that I've been held back at all.  

 

 C - So do you experience then we, then we have gender equality in the labor market. 

 

V -  No, there’s labouR market in the whole of Denmark, there's Copenhagen, there's the creative 
industry and fashion business and movie industry. So I think it really depends on how you segment it. 
Obviously we do not. It's not the same pay level. It's not the same. If you look at big companies, it's 
we're not there. Of course not. So no, I don't think so. I think there's a lot of work to be done.  

 

 C - Yeah. And how do you feel about the cultural industries? More into details. 

 

V -  I think that's a big difference between the creative industries. I think the film industry is very 
much a male dominated. The production companies and so on in my perspective, but I don't know the 
details about it. I feel differently about the fashion industry, but that's more like the 
upcoming  startups. I think the big players are probably male owned, but I'm not sure. I don't have 
enough data I feel honestly. how shit we are doing in the creative industry? 

 

 C - you said you've never felt bias, you didn't feel like there are certain barriers?  

 

Only positive bias,  

 

 C - Yeah.. And uh, do you feel… I mean this may be a bit tricky because you only have female in 
your company. So we're also trying to understand whether maybe you can tell me from previous 
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experiences if you feel that there is a difference... if male and female externalizes their ambitions 
differently. Is there's a gender difference in how we externalize ambition and how ambitious we are. Is 
that, what do you mean? Yeah, 

 

V -  no, I think it's a different approach to ambition maybe. this is going to get into like a very 
saucy...  generalizing genders is also very annoying I think, particularly today where you have a lot of 
female men and male women, so i’m probably much more like a male woman than a female man and I 
know a lot of soft men. So I don't want to fall into saying how it really is, but I, I've been thinking 
about that there is a more holistic approach sometimes in the feminine energy, so lets just call it 
the  Feminine Energy, sometimes there is more  holistic perspective so that we don't only have to get 
to a certain target, but we need to figure out the best way to get there for everybody. And I think that 
perspective might sometimes hinder you in getting there quickly. because you care.  You care about 
what happens around you. Eh, but I think you will get there just longer term. I think, you know, both 
men and women can have that, and not have that, but that's something that I've seen in what I call a 
female energies are more nurturing. I feel like there's a lens, the female energies which is wider than 
the male lens it's a little bit more narrow. I have a lot of that male lens, so I'm like really good at seeing 
like, you know, three years ahead where I want to go and I always juggle that with my partner Louise 
who have a lot of that female energy and she's like - but how is he going to feel about that? And I don't 
think this is going to work for her or you know… I use her a lot to make sure that I don't step on 
something.  

 

 C - The exact same parameter. 

 

V -  Really. It's about those energies and I think that goes in any type of group dynamics that can come 
from... in our little women led company there's a lot of, you know, differences. I have more, I think 
male led energy then female energy so does Stine, but Louise has a lot of the female energy and a little 
of the male. Like I think we have a very complimentary team. Energy wise, even though we all have 
vaginas, which I think is good. I just want to say I think that's good because I think you make better 
decisions when you take all these different factors into account.  

 

 C - I guess you can say thats a way to see positiveness in the way of how you are all  female in your 
company. You do are aware of the fact that you might have to compensate certain kind of normative 
behaviours. In a way in which we interpret someone's behaviors being more feminine or more 
masculine.  

 

V -  Yeah. 

 

 C - But uh, yeah, and anything else that you can think in in, in terms of what we've, we've stated that 
the reason why you’re female led happen organically in a kind of respect your or your product and the 
structure of your business, your 

 

V -  I think, just in the light of our conversation, right now, I wish that the gender debate could be 
focused more around the types of energy actually and not about the gender of your genitals. I think it's 
limited. Uh, and that's also why it's difficult with quota because it's not the one and only solution, but 
that it potentially could be like a push. GD, QU,  But I think really the important thing is when we 
don't have to have this conversation right, we make sure that the team is diverse in many ways. So 
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diversity and inclusion, and I'm using that as a strategic force and not out of pity. I think that's really 
seeing it as a resource if the most important thing and being really aware of like we are with our 
company competencies. It's like, of course I shouldn't do bookkeeping is not what I'm good at is I'm 
just not using my, the capabilities and the right way and I feel that conversation is letting around the 
gender conversation because it's so political. It's going to blow up in your face if you ever generalize 
about what a woman or a man can do differently. So there's like this, um, can't touch it. It's like this 
big elephant in the room where it's illegal to say that there's differences between men and women 
because we don't have a language for it. Like, you know, when you ask me I feel, I don't want to 
generalize, it makes me uncomfortable, but still we all know that there's different types of energies you 
can use. So I think it's just I'm looking for a new type of language which can professionalize it and 
acknowledge differences which are not related to genitals but energies.   
  

 

V -  I still hire by gut. Maybe fast forward a few years but we're not there yet, we are not sort of 
structured with our policies and you know, we still don't have... we're just had our first paycheck, I am 
going to go with my guts to see whats lacking in terms of resources, competencies, capabilities, 
energies in the team and try to get that  
Let’s say rather than through policies more in terms of the culture of the company. 
Exactly. We just started a conversation about it today, and how we need to be more international. 
Global. Definitely have more diversity. So with everything that that entails, but I mean I'm not going 
to not hire a woman because it needs to be a man. I'm going to hire that energy that we need in the 
company which can come from any type of gender or non gender by gender, whatever. 

 

 C - I completely agree with schools on the topic and it's very interesting since this is way of leadership 
and also for example, companies like lego or right now I have to rephrase the wording in, in their, in 
their application employment application systems too, and to encompass both, like in a masculine 
attributes to leadership. Yeah. But uh, but uh, at the same time we see or hear in what we're trying to 
investigate is that even if that conversation is very much in motion, the facts and the hard data show us 
and have proven that as, as we said initially, there is still a majority, a big majority of male in all of the 
leadership and decision taking positions. I with something else. Exactly. She could. Could you maybe 
think about what do you think that might be? 

 

V -  I think we hire people who. I mean I think when I hire somebody I hire somebody based of course 
comes in skills but especially gut feeling and it's gut feeling, confidence, and if it's somebody that I 
can relate to and understand, I will feel more secure that I have seen who that person is. So it's harder 
for me for some reason, just recruiting right now, production manager in Peru had applications from 
Denmark, from Germany, from England and from Peru and I was really aware that I knew it was to be 
harder for me to trust the Peruvian because the culture is so different. So I thought I've really tried to 
interview like instead of having, you know, selecting, x candidates, I selected 10. So that I could 
become smarter and understanding the cultural because I knew I would have a bias in a way I would 
be more fearful and it's such an important position for us. And so I took a lot of interviews with 
Peruvians as well . Also Peruvians that I didn’t know as well or were qualified because they write 
applications in a different way, they communicate in a different way in interviews, eh. And it's in 
Spanish, which is this different for me too, to read who that person is and whether the company's, you 
know, reliable, it's going to stay. But I can relate to the, to the, to the CV as well as easily. I don't 
know the references, there’s a lot of unknowns because it's a different culture and I think you can 
relate to that so you just have a tendency to hire people who you can relate to, where you have trust, 
it’s way easier. So I think I've really gone out of a limb here to, to, to find the Peruvian in the end I had 
the, I haven't made a final decision but I had two candidates and, and I also had four other people 
interview them, our Peruvian lawyer and our production manager currently from Germany but 
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working in Peru, and my partner of course for Denmark. So that'll get their perspectives as well. And 
finally I think we all reached the same conclusion that it's a, the Peruvian woman, which we believe is 
more competent and that basically the choice. I think right now there's hundreds. A Danish girl doesn't 
have all the same competencies and skills and background, but I feel that I could send her down there 
and I would know if shit hits the fan, but the rely on her, you know, there's like this. He's like me call 
her up. I can fix things and I could tell her shit, we need to do something differently and I don't have 
that same feeling because I don't really know her that well, but anyways, I think she's better for the 
job. So I think we're going to go with the Peruvian woman. I think he's going to be amazing and great 
and fantastic, but if I would not have been so aware, I think of would not have had the guts to do it. 

 

 C - You're going to hate my next question. You're not taking into consideration of interviewing male 
candidates. 

 

V -  Yeah. We just didn't get any that were good enough. I got five, and they were really shitty all of 
them. Our prior production manager has been a man.  

 

 C -  OK. And um, you can ask him one last question when I, in, in terms of physical barriers, and this 
is like your opinion on something that maybe you don't relate so much to you being an entrepreneur, 
but then you might have a little bit of knowledge about how come do you think there is still this, this 
problem in which there is still a lack of women in leadership position in Copenhagen, in the creative 
industries? 

 

V -  Honestly I think partially is you hire people, you know, like an old school. I mean there's still just 
the generation of men sitting on power so it's not that they don’t want to hire women, but it referred to 
the same issue. So I just brought up, who I can relate to, do you know who to hang out with blah blah, 
blah. Part of it AM. And then I think having kids is a big deal. I think you need to be really up for it if 
you want to be very, very ambitious and have gifts. That's how I feel. I have two kids. I think it's really 
difficult to be CEO of a global company and be bad-ass and at same time be a super mom and I'm not 
ready to give up my mom time. So I think it's, uh, it's also a choice last year it live. Um, I think it's not 
an easy puzzle, honestly.  

 

 C - Maybe this is maybe a little bit too personal, but can you tell me how you manage? 

 

V -  Not really. I managed by, um, by making rules so that I pick up my kids at least three to four times 
a week at between four and eight. I don't work at all whatsoever. I, right now know that I'm in a period 
of my life where I have to really small kids. So that's also very intense period. And then I work a lot in 
the evenings, so a sacrifice a part of my life. So I have very few very good friend, but I don't have the 
big social network that I use. So I've just made a list of priorities. I don't play music anymore, for 
example, you know, I don't, I don't cook anymore very much. I used to do a lot of these things. I used 
to read a lot of books, so I'm just, I think I just decided that the next three years at least if I wanted to 
run this company and have two wonderful daughters and be a mom and have a good balance and be a 
good person then that's, you know, that's what I can manage and that's on my list. I've just made a bad-
ass priority. 

 

 C - Ideally some of these studies that we do see that of course in people's mind, if you want to be a 
CEO, your few want to be a boss, you have to work all the hours and and of those right now you kind 



 156 

of. I mean it's not a flexible but you've kind of management. We separate your day into and without 
this 

 

V -  I used to work a lot better at washing. Right? But I'm just more experienced, much smarter person. 
I would always hire moms. Really. I think you learn so much about yourself, about life that makes you 
a better and more efficient manager and you're better at making good decisions. I think. 

 

 C - employees, do you think that you'll know on the way we work as teams in any way? 

 

V -  I think it's changed in the way that I really have the ambition to build the best workplace also for 
women, so we empower women in Peru, but I want to make sure that the workplace we build here is 
that it's doable at all. It might not be. I don't know, but I'm not ready to give up on that. I think it can 
be. I think we can be able to work part time. I think we can be able to perform and go home at 3:30 
every day. I don't believe in long work days. I believe in sprints. If you have a deadline that's fine, but 
I think in general we are much happier and much more efficient if we get input from some other places 
and we get air and would you exercise and we deploy a yoga or morning run and getting through and 
then go to seminars, are good parents. So uh, yeah. That's uh, that's the company that I want to build. 

 

 C - music to my ears 

 

V -  I want to be a part time CEO. That's my ambition. 
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8.3 Appendix III – Code Tree and Code Abbreviations 

 

RESERACH 
QUESTION  2rd ROUND CODE 1st ROUND 

CODE 

Are women in leadership 
position in the cultural 

and creative industries of 
Copenhagen gender 

blind? And is the way 
they organise their 

company a reflection of 
it?  

Awareness & Gender Blindness 
(how do they feel about the current 

situation) 

Diversity / Equality in 
Denmark DED 

Diversity / Equality in CCI DEC 
Segregation in Denmark SEG 
Homosocial Reproduction  HSR 
Branding as a Women BW 
Maternity MA 
Cyborgs CY 
Ambitions  AM 
Gender Bias  GB 
Mentoring (lack of) ME 
Binary System BS 

Diversity for Competitive 
Advantage (What do they value 

gender equality and gender 
diversity for?) 

Diversity for Creativity & 
Innovation DC 

Benfit of Polarisation BP 

Team Creation and Diversity 
Implementation (how are their 

team created, how do their 
employees work together, what are 

their hiring processes from a 
gender perspective )  

Internal Gender 
Distribution IGD 
Internal Gender 
Segregation  IGS 
Team Creation  TC 
Team Communication  TCO 
Gender Dynamics / 
Conventional Gender Roles  GD 
Gendered Leadership  GL 
Hiring Process  HP 
Talent attraction  TA 

Strategies for Gender Equality 
Implementation (How would they 
feel about a quota implementation, 
and contributing as role model?) 

Social Pressure  SP 

Quota QU 

Responsibility as Role 
Models RRM 
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8.4 Appendix IV – Coded Material 

Coding Interview 1 – Anonymous #1 

 

Date:  06.04.2018 

Company:  Record Label #1 

Respondent  Anonymous #1 

Interviewers:  Chiara Podbielski & Chris Østergaard  

Duration: 01.00 

 

# 

 

QUOTE 

 

CODE 

1 

CODE 

1.2 

CODE 

1.3 

1 

but i feel like man are ambitious but they are a little bit more -here and 

now, whereas women are a lot - i think about this in the future, i wanna 

go here, i wanna do this… they’re very ambitious as well, i think both 

gender are very ambitious, but i think hey handle it differently with their 

thoughts. I think both genders are very ambitious with future jobs and 

where they wanna head at. 

AM GD 

 

 

 

2 

right now i have two people hired, is a girl and is a boy, the boy is very 

like… he quit his education cos he says - i wanna stay here, i want to do 

this, i am full time, lets do it. Where the other girl is more like - i want 

this in the future, i want trying this, she’s still in education, i want to do 

this and that, but then I ask ok, how do we get there? And then she’s kind 

of not defying it. So that the difference I’ve noticed there 

AM GD  

3 

i think boys are a little bit more… in my experience and what in my team, 

it might be totally different in other organizations, but its actually boys 

are a little bit more straightforward, and girls pack it in a little bit more, 

they are a little bit more like… takes a little more time to get to the point. 

Well now thinking about it now its actually a little bit wired maybe 

AM   

4 
i think in the music industry for example there is a very male dominated 

industry, but i try to not act differently, even though i am a women, i try 
BW DEC  
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not to think about it. Because if you think about too much you enact that 

way and then your surroundings - typically it would affect the 

environment around you, and if you act that way (female) the world 

around you react that way. Instead of just going I don’t care. I think that 

more Healy and i think the industry needs more of that, of course there 

is a lot of focus on being a female but sometimes i think it goes contra, i 

think is better to not think too much about it and do what you are good 

at 

5 

i see certain reaction like - oh its your own company and oh, you’re a 

woman, like that sort of reaction i get, which is cool, i kind of like - ok 

maybe i don’t think about that too much, but I actually like branding 

myself a little bit around it, being a female and having your own label, 

so why not use that a little bit? Bu i dont want to overdo it, i don’t want 

it to be the only thing, but of course you know to differentiate yourself 

in the business, of course why not use that would be a little bit stupid, 

but use it properly, i don’t want it to dominate the company. 

BW   

6 

I was actually part of an interview, maybe two year ago, where we 

figured out it was actually only 2 or 3 females that started a record label 

alone in Denmark. Is not statistical, but we just talked about that at the 

moment there is only 3 labels a that point. Otherwise is man that started 

with women, but women in total i think we are two or three labels in the 

whole of Denmark. But it’s a small market still and there isn’t a big 

market for an independent label in Denmark. I think 90% of the market 

is major labels. But I haven’t looked at the statistics in a long time but 

this is what you hear when you talk with people in the business. That’s 

what I’ve heard. 

DEC   

7 

is hard to say actually to be totally honest, but i think is getting more and 

more women the before, I’ve noticed more women been contacted in, in 

cultural companies, magazines, CPH:DOX is also female, SPACE 10, is 

also female started, so that knowledge i have around that, and the cultural 

- i would call them a cultural company, then yes, they’re getting more 

and more women in there. It’s improving. 

DEC   
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8 

even though i say i don’t think about it like that, i think it’s also… i think 

actually back in the day, the reason why i acted the way i acted, was 

because i wanted back then research in music conservatorium, and there 

actually they don’t care about the gender, because back then i was like - 

ah I’m a female, i can get in because i am maybe a minority and i can 

play guitar and i am a women, and then he was like - no, it’s not that, is 

how good you are at it. So since he said that to me I’ve been like, nah, 

not gonna think about it, and just be good at what i do, 

DEC   

9 

I'm trying to think right now actually. lately I've actually had a lot of 

thoughts around how to develop the business where I've actually thought 

about. It's funny, right? Like how you have these thoughts around... I 

want somebody, because I've done a lot of administrative stuff, I'm 

developing a lot and stuff like that and I've missed being creative. I've 

missed, you know, going to these projects and having somebody who 

can be like - Amanda, now we need to sit down and we need to develop 

the business we need to invest here. We need to invest here. Stuff like 

that. Develop the business quicker than I can do. It's impossible one 

person, you know, doing everything. And then I tried to think, OK, who 

should I hire? And then I think about a guy right? I think it's because it's 

so in our culture that it's a guy and it's entrepreneurship and when you 

see all these articles about... it's guys like it's guys who started this 

technology company and then it went fast and they hire four boys right 

up there in the agent communication agency. Boom 

DEC GD ME 

10 

i thi I’m seeing more an more women starting their own company, but it 

still a male dominated, in the creative scene and especially in the area 

I’m in. I think it’s also depends in which creative industry you’re in, like 

if you work more with jewelries it might be more female, but i think in 

general is mainly men 

DED   

11 

I can't generalize it for women at all, but I feel like sometimes when I'm 

negotiating prices I should be a little bit more like I don't care. But I think 

that's also the balance between this is my baby and right now I'm like, 

we're eager to get everything in. You know, where there might be a 

totally other person that would be better at coming in and say, Amanda, 

GB ME  
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no, we should just say no. But I think, I think maybe the guys are maybe 

a little bit more. I don't know. I'm thinking about a guy having that role 

and I can explain like totally a hundred percent why, but maybe it's also 

because in my like, what I have around me is like good guys that are 

good at business and stuff like that 

12 

don’t get me wrong but I don’t think they think too much, as women do, 

i think women overthink things, whereas men are a little more risk takers. 

And i think that’s one of the elements hat I’ve experienced as difference 

between man and women in this business 

GD   

13 

it’s hard to say, because maybe it too risky what the guy is doing, but 

maybe is more well thought what the girl is doing, but maybe is too well 

thought what she’s doing, so it’s hard to say, you never know about about 

the future right? But i think the combination would be good. To be a little 

bit more - lets do this, but then still think about things 

GD   

14 

i think we think differently, but I haven’t sit down and thought of it how 

he thinks differently than she does, but when we are brainstorming there 

is some chemistry around it, I actually like being both men and women, 

because we look at things differently 

GD   

15 

Yeah, I've, I've actually remember where i answer like I talked about 

how we are too many females in the group. Like I kind of miss the boy 

relaxed thoughts about stuff where we're like, what if we do this? What 

if we do that? Like where sometimes i just need a boys thought where 

it's like - let's just do it. They have the tendency to do that a little bit 

more. And also, you know, all the girl talked drama, you know, like 

sometimes it gets a little bit more into that where i just really love guys 

coming in and have such a bad humor and be like pervert humor, 

Andrea's was like really bad at it. He was like really having a like male 

humor... like sexual humor sometimes. But you know, I kind of like that. 

It was like very low key was like very boarish. But yeah, and then and 

then what is cool about boys is I'm really good at having a feeling around 

them. They're very straight forward where females actually sometimes 

have difficulties feeling where I have them. Like it's been a couple of 

times where I've been like, where do I have this person? ans its tipically 

GD IOG  
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been women. where I kind of know where the men are at Andreas I was 

like a hundred percent loyal to that guy. I knew exactly where I had him. 

He had told me totally a hundred percent, 

16 

actually when I think about my own collaboration with female compared 

to boys, I think about more what I say to girls then boys. Um, but maybe 

it's just me, but it like the judgment around stuff a. sometimes I work 

better with bouys actually sometimes. it's because they judge and they 

hide it a little bit more than guys. So you are kind of your worst enemy 

sometimes. sometimes. Yeah, I think so. I'm talking to the female gender 

right now, hahaha but I still think that like right now I'm talking very 

positive around boys, but I think it's also because I'm just myself working 

in that environment really well, you know, so. 

GD GB  

17 

Definitely, yeah. I think. What I've noticed as well is that a lot of female 

comes in with a, they need a lot of structure around them. Were guys a 

little bit more, we'll handle it man. Like will, they are more like not that 

structure where a lot of the females have looked at me and be like, I need 

structure around me. Were the guys a little bit more in these big 

industries, especially in the music industry. A lot of stuff is just 

happening. Um, but that's what, that's one of the main requests of the two 

last females I've hired. It's been structure which is good, which is good 

because it actually has helped me be more, you know, OK. My 

employees actually need structure, so. Yeah 

GD   

18 

C - you don’t really look at gender when you’re considering ? A - no, 

at the beginning i was actually a lot about gender, no , wait, at the 

beginning i was like - we are only girls now, we need a boy in this team. 

I was really thinking that, like we need a boy in this team right now, it’s 

getting too girlish in this team right now and then i started seeking for 

that and then i found a boy actually so that was good. But i tried to 

really… i am looking at the quality but i am also looking at the dynamics 

around being nearly 50/50… not 50/50 but having at least one boy or at 

least one girls, but i think is also because when you are an entrepreneur 

you also need to create your own environment and you need to create 

your own environment that makes you work the best, and when you work 

HP IOG GTB 
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the best, you get your team to work the best, so you need to find a fine 

hard balance between finding the right people around you, and i think 

i work well with both guys and girls because i have two brothers, but 

i am also a girls, so i think … this is just a theory I’m working on 

now but i think that might be why i am also good at working with 

boys and having boys in the team. 

19 

it happened very naturally actually, it was because i was trying to divide 

the company into three different elements, where at a certain point, one 

of the elements, it was a girl, and it didn’t work out that well, she couldn’t 

work that well with one of the guys and she was hard to read, to work 

with, like - where do I have her? And i don’t want to think about that. I 

hate having people on the team that I don’t know where i have, it’s too 

uncertain and it’s a wait of time. And she was a bit… they were having 

a bit of a hard time… and he was like - it’s either her or me. And then i 

was like ok i work best with you and we have good communication 

around staff so i actually eventually put her… and she got a full time job 

so there was some elements of out space that was like nah, but then 

eventually he grew with assignments and stuff like that so it wasn’t - the 

Gus need more responsible work, it was only because then Matthias 

started, and he was interested in what Andreas was working at and then 

naturally he came into that role and he was working full time on it where 

the girls right now is not working in that area, but she has a lot of 

responsibilities as well, she is in charge… building up more and more 

responsibilities, and i am also you know, both of them, not educating but 

developing their responsibilities right now. So no it’s not like i need 

males in the lead, it happened very naturally 

HP IGS  

20 
yeah i actually have two girls, i have an intern and that’d a girl. I have 

two employees and then i have an intern so were actually 75% girls 
IGD   

21 

A yeah, what i have is a sense of what people are passionate about, so i 

have quarterly meeting with each member and i sit down and talk - what 

motivates you? What do you wanna do? What is your future here? It’s 

really important when you have so many people and you invest so much 

of your time in them its really important to sit down and talk these stuff 

IGS   
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through, because then i know where, where they want to have that, and i 

knew Mathias wanted to be more and more in that department and the 

girl wanted to be more and more in my department so that was why it 

happened like that. 

22 

Just in the top of my mind. I feel like it's a more relaxed environment 

with boys and I think that impacts to the company in a good way, in a 

better way that it's more relaxed because wheN 

IOG   

23 

So no, I don't think so, but, but when I think about it, I think maybe I'm 

a little bit more, maybe I tend to be a little bit more back words, hold 

back some stuff with... if there's a dominant female in, in the, in the 

group. Like I'm not saying it's like that now, but in the past, yeah.What 

does that mean? I mean, does that mean you're intimidated by that 

woman is a strong female presence? 

LE GD  

24 

i cant speak from the other industries, but within the danish music 

industry, i think is been a lot about pregnancy, you know women being 

pregnant that separates some kind of boundaries around it. I ve talked 

with some people about it, especially form people from cbs and people 

that get educated there and especially from where i came from, a lot of 

the girls didn’t have the courage to do it, they just went out in other big 

organization because that felt safe and they panned, whereas it takes a 

lot of courage to do it and a lot of self confidence to go out in thins, and 

it’s a big risk, so i think some of those elements, may be boundaries for 

some women as well 

MA OB  

25 

not really actually but i thin is because i have not been thinking much 

about it to be honest, i have too many thought on where i want to go and 

where the business should go, and not think too much about - i am a 

women, but what i think is important ofc, is for future female to be like 

- you came do this! RRM I think that important, in that way break down 

the social norm, but no, i have really thought about it, i thought about 

age wise, because I am young, that brings in a perspective where people 

are like - can she do thins? You don’t have that much experience, that’s 

been one of the things, but I have taken that in and said alright, i might 

not have too much experience, but then i have new thoughts on it… and 

OB   
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that’s a strength that could bring down boundaries, you know, like i think 

is good that I haven’t been in the music industry for too many years 

because that brings in a fundament of - but we are used to do this and 

this and i don’t have that experience because i see it in a totally new way. 

And i think that’s a strength and not a weakness. 

26 

I think I already answered that in my past questions, eh? I think you 

should not be evaluated on your gender, but um, the quality like what 

you come with, but of course I think I might be blind for something in 

the culture, like if it's like males theu select males, like, um, but I think 

it's because in my environment I haven't really thought about it, but I, I 

guess it's like maybe is needed, I don't know, but I'm not that into it and 

not that into the idea. Actually. Right now we're like 75 percent of 

female, so that's fine. No, I think, I think what I wouldn't like about it is 

like I want to decide myself, the dynamic of my team. If I feel like I work 

better with 70 percent guys, why should I law impact that? You know 

what I mean? But of course they're like, I think some of the norms and 

stuff like that. Maybe to get it kick started with more female in the 

industry. Maybe we need a law like I don't know 

QU   

27 

I think is because, especially within pr and communication. is What? 

Eighty percent women, so I think that's probably why. i think what we're 

working with attracts women. Like with the communication and stuff 

like that more than maybe guys. I don't know. You see like how like at 

my education at digital communication, it was like 80 percent women, 

so I think it's also because it's with that area 

SEG   

28 

is also building a company, only being female, i think you attract only 

female, like having an organization inside, and were thinking in the lines 

of female, but is super important to have the male thought. 

TA   

29 

I think that showing that you both have boys and girls attracts both 

genders and I think that's important. So you don't lose like female talents 

or male talent, being only a female company, only a guy company. So I 

think that's because I think it can frighten both boys working in a sole, 

women organization and also the other way around having only guys 

being the only female. I think some females might be like. so I think it's 

TA   
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important that you don't shut one door for one gender, but because I 

really think that that the company you have inside expresses who like 

attracts people that wants to be here as well. 

30 

I cant specifically explain what it is but when you get a male and he’s 

like - but maybe we should do this because that’s cool, that also attracts 

the male audience, so i think i really important to have both in the 

company, and also cos i can’t describe it sign wise, but we think 

differently and i think that’s important, also coming with different 

backgrounds, i have ways being very careful about having people from 

different educations, because i know its important, having one with 

technology, and having one with communication and one with business 

side, and try to combine hat, because then you can bring in new stuff, but 

is also hard because you have to combine those worlds, because you 

communicate differently, so it’s about finding the right balance between 

finding ometti get magic together when you brainstorm, and that takes 

time. 

TC DC  

31 

I’m not that ‘leaderish’ yet. It think you need to work on it really hard to 

get people understand different backgrounds, work around it, that 

something that… that’s why people usually we hire people that are a lot 

more older, because they have more experience with people, they have 

more experience as being a leader. But that also brings me to another 

level of leadership, people with different backgrounds shows that we are 

a very casual company, but having casual relationships and stuff like 

that, that’s the really difficult balance. Like how you work around that. 

TC   

32 

i take things very naturally, like if we sit and brainstorm, i try to let it 

flow naturally and try have the people talk and also give space you know, 

but it’s very personal, you can still be a dominant women and a quiet 

man you know, i think that can happen as well, the two i have on the 

team right now have a really good chemistry, they talk a lot, and are 

really well thought but they are really good t working together. 

TCO   

33 

We have two creative a boy and a girl, they were equally difficult 

working with like, because there were creative, but they have both have 

like there because they put so much of their personalities into the work, 

TCO   
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they get very defensive and I felt actually that was quite equal from both 

of them, but still once again, I felt like mark was a little bit more 

straightforward whereas Sarah hided it a little bit 

34 

Actually I think way more about personalities than gender. So when I 

explained to you just that story around Sarah and mark where it's like, 

oh, they brought the negative thoughts into the team and that was, that 

was a really hard time actually. Um, I don't think that was gender 

TCO   

 

 

Transcription Interview 2 – Anne Sofie Jeremiassen 
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Respondent  Anne Sofie Jeremiassen 
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# 

 

QUOTE 

 

CODE 

1 

CODE 

1.2 

CODE 

1.3 

35 

I think that, um, the, that maybe women in general... are very bad at 

positioning themselves and telling them and like scream out to the whole 

world, Hey, I'm here. I know it for myself. I don't do it. I don't think it's 

because I'm a woman. That's just who I am. I'm not the one who's like 

posting things on Linkedin all the time. It'd be like, Hey, like I'm the only 

female managing director in the Danish record business. I could do that. 

I could like positioning myself. I could probably go out and talk about it, 

but I don't do that because I don't, I don't feel like I wouldn't be 

comfortable. and I don't have the need to do it 

AM   
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36 

but we also see it with our artists for instance, there was also a lot of 

media focus on, on female artists or the lack of female artists.DEC And 

you also see that both in artists and bands for instance, and I think it goes, 

it goes way back, it goes back to, to like middle school where, where 

they go to these music classes and the boys are just thinking oh guitar, 

drums, whatever. all is, cool. The girls think the same. Then they go. 

Then when they become teenagers, the boy still think it's very cool and 

the girl wants to do a lot of other stuff than just play the guitar BS. And, 

and you see like, yeah, already there there is not a match. So a drop, 

exactly. Drop drop-off. So almost all the female artist you have are like 

singers, theres not a lot of female artists who were playing drums... of 

course there are some but they're not a lot 

BS   

37 

again, I think there are but I think it's the same as we talked about with, 

with the, with the whole playing an instrument for instance. I think that 

that something is happening with girls when they get teenagers. They're 

like more concerned about hanging out with their friends being like 

accepted where boys are like they don't care. I have a, I have a girl who's 

13 and I know that it's, yeah, she's not like representing the whole her 

whole gender but, but still I can, I can see that that she has, she has gone 

from doing a lot of creative things to like now it's all about makeup, 

clothes, being accepted, hanging out with the right people and stuff like 

that and, and that's just when you're playing an instrument and I think it 

has to be... not it has to be, but I think it's the same with like the creative 

output that you see when they are children and then you have, you have 

to like contain them into being creative or still playing the instrument 

where where boys are more like into themselves and that they don't care 

the same. 

BS   

38 

That's a tricky question. I sometimes I think that maybe it's the small talk 

about it then, some key people in the industry and in the cultural 

perspective are making it a very big problem. So it's like it's being told... 

the history about that women are not in the industry is being told a lot. 

And I don't know if that makes other women like insecure of themself 

or. Yeah, I don't. Yeah, I actually, I actually don't know. 

DEC   
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39 

Actually because of number two, I would love to like work with some 

very cool female artists we are working with some very cool female 

artists we're working with an artist called Jada right now who is very 

hype and she is, she's amazing and of course I also have this - Wow, OK. 

I can also see in the festivals that the lack of female artists, it's like, OK, 

come on, you, you could do better sometimes and I don't think that you 

should like hiring female artist just to have female artists SP, but there 

are, there are good female artists that you could have in consideration 

when you're doing your festival. 

DEC   

40 

I dont think that is because more male are fitted for the job. And, and I 

agree that there are so many talented women out there and sometimes 

when you sit a board, it's also they just push this button, we don't know 

what else to take, so we'll just take what we have always done and there's 

not anybody who's like, was like investigating and doing times since in 

finding these talented women. but I, I still think that you should set up 

for what the talented woman could bring to the table instead of the fact 

that she's a woman. I think that's more important 

GB   

41 

So yeah, so I and the whole board thing, I agree that it would be great to 

like have more female, but they should do it because they're talented and 

good at what they do and not. Yeah, not because the woman at the 

differences between men and women 

GB   

42 

I actually think that is that men are more, are better at solving problems 

than, than women... or not... That's I am so bad at being so general like 

that, but for instance here Rune and Louis are the best problem solvers 

than for instance, me and Caroline. They're like, because I know for 

myself that can this. There's a very short way to drama. There's very short 

way to like, OK, that's not good. That's not fair... And where the guys 

are more like, OK, we identified this problem, how do we solve it? We 

do this, we start here, do, do, do, do, do, and, and I'm not, I'm not so 

structured. I'm more. Yeah. So, so, so actually like for solving problems 

in our company, the guys are up and they're also the ones who are 

creative, who is like thinking the creative thoughts coming up with ideas, 

talking to the artist about, OK, how should your next music video be, 

GD   
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how should your next marketing campaign be? And then it's me and 

Carolina who's like, we're more executing it. Yeah, yeah. But it's, it's not. 

I don't know if it's, I, I can say that it's general 

43 

I think I'm the only female in managing director in the record business 

in Denmark . But if you look at the like all the positions, if you take like 

the major label and look at OK, I don't know, 40 people work there. I 

think that a lot of people don't know that there are more women than they 

actually think. You know what I mean? It's like in all the labels, almost 

every PR position is being held by by a female and on marketing 

positions are being held like a male . it's a bit cliché in in a way. But I 

think that there were more female than people actually know, to be 

honest. But that's on the record business level. And from my perspective, 

if you look at the music industry in general, then no. There's definitely 

not gender equality, but also... that's not an answer... but that's when you 

take like all the booking agencies for instance there are not a lot of 

females working in, in booking and all the live scenes and festivals GS. 

And that's when you take the whole, the whole picture. 

GS   

44 

I think it's a problem that we have some journalists talking so much about 

it and not, not, not. It's not a problem that they're talking about it. I just 

don't feel that there is the same problem as they see it and, and then it's 

a and then they're getting a lot of space and a lot of time to like keep 

telling the story over and over again. And then you have like a lot of 

women in the industry who is who's saying we are here, why are we not 

being seen or why are we not being spoken to? I mean, for instance, one 

of the most important key persons in the industry is, uh, is, is, Eh, the 

relation manager at the spotify and she's a female that's one of the most 

important persons and that has never been told. It's never been told that 

all the women who are working in the record labels for instance, that 

there are no women that made it at the senior level and it's like, no, not, 

maybe not the senior level, but still there are women who are working in 

the business 

GS DEC  

45 
Yeah, I, yeah. I think there are, for instance, the thing with PR, if you 

take like our business, the record business, it's, there are some positions 
GS BL  
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like social media manager PR, personal assistant. It's almost women all 

the time . My guy Louis is doing pr and I think he's, one of a kind. 

Actually, there are not a lot of male who's, who's actually doing pr in the 

business and then... also if you look at managers and that's a problem I 

think, managers for artists. I don't think there's one female artist manager 

and I think a lot of artist, it would be good for them to have a female 

artist manager because the males are like... some need that, that extra 

care or that extra perspective. And I think that a female artist manager 

could give them, but it's, I think the last few, but when I talk about the 

artist managers and the managing director for label and stuff like that, 

I'm talking about the people who are living in it. It's like the professional 

level because I know there is female artists managers who's doing it for 

the fun of it and it's not. Yeah. But it's not those I'm talking about. I'm 

talking about the professional level and there's not many there. So, um, 

so yeah. And, and I actually, I don't know why people think that, oh, OK, 

we need to, we need to have a female who is, who's doing the... And 

maybe people don't think that, maybe it is because it's the, it's a female 

who were like applying for those jobs. It's not a male who's applying for 

a pr job and a social media job. 

46 

it's probably, it's probably difficult because I think it lies within yourself. 

It lies within the person, it's like a male who sees himself OK, I can, I 

can apply for this job as I said that because I don't, I don't think that is 

because this uh, managing level who, who only wants to hire female at 

it and no, only. Yeah, only wants to have female to do these certain jobs. 

I actually think that they also want to have a male to do pr, but they don't 

apply for it, so it's probably also out in the schools, that you have to have 

a focus on what you can do. And, and, and, and again, like have people 

come out until, have louis come out until OK, you can be a male and do 

pr and radio or stuff like that. It's uh, it's not only in the, it's not only in 

the business of, uh, of the people who are hiring. I also think it's, it lies 

within the ones who wanted to have the job., So then if you go in to a job 

interview, with these norms quite present in your head, you're setting 

yourself these limits. Whereas if you sort of, you decided not to care 

about these norms than it's easy 

GS HP BL 
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47 

should we, should we like sign female artist just to get like the PR, 

because we know that the media is like, oh, it's much more easier to, to 

come out and, and there have been some artists where we have been like, 

OK, should we do this or should we not do this, would we do this, would 

we signed her if it was a male, would we sign her if there wasn't this 

media focus? And we decided no we wouldn't. And then we have not, 

we have not signed it. So yeah. So it's something we talk about actually 

HP   

48 

I want to do this, but I don't want to do it just because it's a female. I want 

to do it because it's cool. I want to do it because it's fun and I want to do 

it because I can see the potential. I don't want to do it just just to get the 

media attention. So it's, it's like both sides. 

HP   

49 

actually within the last year I've been asked to be a member of a lot of 

boards Bi and a lot of, uh, all kinds of things. And uh, for instance, you 

have all these festivals. You have the festival called spot festival, which 

is the biggest festival in Denmark for upcoming artists. They had to set 

a jury to decide which artists should go in, and they asked me if I wanted 

to do it and I was like, yeah, well of course I do, but doesn't it make more 

sense of Rune who is the A&R? And is used to listening to music every 

day and who's the one who decides who we should sign, doesn't it make 

more sense that he does it. And then they were like, no, we need a female. 

And I was like, well, OK. And actually I have, I have tried that three 

times within the last six months and I think it was fun and of course I can 

do it. It's not that I can't listen to music and it's not that I can decide what 

should play and what shouldn't play. I just think that for instance, Rune 

would be better at doing it than, than me, and it would make more sense 

that it wasn't a A&R who was doing that. Then the managing director. 

And I think that's a shame. I think it's a shame that I should do just 

because I'm a female and I hate that I, I really, I have really strong 

feelings about this, uh, being in a board just because you're female or 

having the, having my position just because I'm a female or stuff like 

that. I think it's a problem. I think that you should set the best team to do 

the task and not look at the gender. Just set the best team. And of course 

HP GB  
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if there, if there could be 50 50 perfect. If it doesn't suit the, like the 

function that you have to work out then it shouldn't be 50 50. 

50 

No, as I have said many times. We have, we have men who like working 

things that are normally being worked in other companies, uh, by, by 

females 

IGS   

51 

it may sound stupid, but I always had this feeling that I'm having my 

position and I have always moved my way up because I'm good at what 

I'm doing and has nothing to do with me being a female or, or any or 

anything else. And I have never, I've never been looked down at because 

I'm a female OB. I have three children of course. Uh, of course when I, 

when I have come to my bosses and said that I was pregnant, it wasn't 

the biggest smile I could ever get it. But, it has never been a problem. 

I've always worked my way around it. Mat So. Yeah. Yeah 

MA   

52 

I don't think I had to adapt, but, but still I have. for instance, when I'm, 

when I had my last child three years ago and I felt like OK, I can't be 

away for one year because it's, not possible. We are a little company and 

we have, we at that time we have some very important releases coming 

out and then I was like, OK, I'll be back after six months if I was working 

at a, another place where there were lot of people who could take over 

then I will probably not have had to, to do that. So in that way I feel 

sometimes I have had to adapt, but not on. Of course, of course it's on a 

personal level when, when it's my child, but, but I don't have to feel like 

I had to compromise myself to like be in a meeting or. Yeah, stuff in a 

normal work day I'd, I don't, I don't feel that 

MAT   

53 
Probably no, I would probably go back to work. Yeah, I would probably 

do that. I'm not so good at being home for long 
MAT   

54 

Exactly telling you the media should be telling all the good stories and 

all the... instead of just highlighting the problem and is it a problem. I 

don't, I don't know if it's a problem that depends on how you see it and 

your own opinion. I've always worked in a very male dominated 

business. So for me it's. Yeah, I've, I of course it would be nice to have 

ME   
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more female and it's also something that I think about when I'm hiring 

people, but it's, it's not that big of a problem. 

55 

I would be furious Yeah. I would and I would also, for me as a woman, 

how would it be? I would, I'm feeling sad when I'm being asked to be 

memeber of the board only because im a woman, I want to be in the 

board because of what I do and not because of my gender and yeah, I 

would think it was very difficult and i would work against it. in general. 

It would have like a negative because I'm um, I want to be able to hire 

whomever I, I wouldn't be like, yeah, I wouldn't feel good about picking 

one just because of just because of the gender. But then again it was if it 

was legal, decided that it should be that way, then I think it would have 

a negative impact would be very difficult. But then again we have like 

gender equality and that's something that I think about. But if I have two 

applications and I always go for the best, I don't, I don't go for the gender, 

I think it would, uh, effected in a positive way because I can see that it, 

that we have because I can see that we have it here and It works very 

well. So I think it would have like a positive effect on that. Yeah. But 

my position, I would, uh, I would think it was difficult. 

QU   

56 

Yeah, I think I have And I wish I knew how to, um, because as I said, 

I'm, I'm not the kind of person who shouts out all look at me, look at me, 

but I'm more than happy to be invited into a network where we can work 

towards something. And also I think I have a responsibility, but I wanted, 

it has to be, it has to be the way I wanted it. I as have said many times I 

don't want to hire a person or recommend the person or do anything just 

because of the gender. But yeah, 

RRM   

57 

I think it's a, I think it's a tough decisions sometimes because I know that 

the overall picture is that we don't have gender equality, but, and we 

certainly don't have it on a managing director level. You don't have it on, 

on the senior level. 

SEG   

58 

Yeah. I think if we were looking for applications that there would be 

almost only female. So we were, we were scouting and like having Louis 

and it's also I know that we are not that many. We only four the company. 

If, if we were a lot more. I don't know if we would have the same. Gender 

TA   
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equality, but as I said earlier, it's something that I think about something 

if I, if, if we should expand and hire two more than then I think I would 

think about. OK, it would be nice to have one of each. It makes a... Yeah. 

we have a good balance, it makes a good balance that we have the guys 

who can like drink with the artists to eight in the morning and then we 

have me and Carolina who's like always not going home so late and we 

can come at work early the next morning and I don't know. And it's also 

a message to say that it's so. 

59 

if there were only female gathered in a room where they had to work 

together, there was too much talk all day and the guys were just, they 

were just sitting and doing the job and um, so I think that it would have 

a positive impact if I would rather that than like having all female 

departments and executive I would, I would never have that. I have had 

that once and I wouldn't ever do that again, its too much talk and I don't 

have a problem with it, but it just, it just become too much. Maybe it also 

was the person's, it's not like all women are like that, but there was just, 

there was too much talk on. The guys were like coming to me and be 

like, there's too much talk I cant concentrate. And it was, it was a mess. 

Yeah. So I, I wouldn't, I would, I would never do that. there should be 

this balance. 

TC GD  
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60 

Because there are so many men that are super cool and totally on the 

same wavelength and understand where you're coming from when you 

talk about this as a woman, you know 

AM   

61 

But at the same time, there are these rules where you censor the female 

body because it's been so sexualized that now we aren't even allowed 

ourselves to determine what we can show in which context and whatnot. 

So that became the whole discussion of freeing the nipple and we 

thought, well why don't we come in on that because we think that's a big 

part of the whole like discussion about expectations to women and 

women lives in general 

BS   

62 

Well it comes to even like even my mom who is a feminist, you know, I 

mean me and my brother only a year and a half apart and he's a business 

guy. He went to handelsskole (business college) and I went to high 

school and even when I said I wanted to start a business, like even my 

mom was like, “but you don't know anything about that”, you know, like 

to. Whereas when my brother started a million adventures, it's always 

been assumed that of course he knows that because he's, you know, he's 

a guy 

BS   

63 

And just an example is I was in a kids toy shop with my niece and my 

nephew for a festival, where they hit the barrel. Yeah, they get the barrel 

and they were like line of girls and boys and every time a guy would go 

up there like he would, you know, be dressed like robin hood or Batman 

or whatever and he would hit it.And then when the girl came she was 

encouraged, like, you know, she was like, you know, she couldn't swing 

her arm. Like, of course I go equally to the little dude, you know, but 

BS   
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there would be like, I was like, oh, that's cute baby. You know, like that 

whole, like encouragement where I said to my niece, I was like, she's 

fucking smash it as hard as Mads, you know, and you know, in that whole 

encouragement, just in that sense, I was like, that is where, you know, it 

starts, you know, why, why is she not allowed to smash that barrel just 

as hard as the guy? 

64 

my general impression is that it's mostly men that are especially in the, 

in the leadership positions in those areas. And I feel like a lot of times if 

a woman is, she has needed to, um, obtain that position in a way where 

people will give her the qualities would be referred to as like male 

qualities and that has, that is what brought her to like a leadership 

position and that would be like, you know, using your elbows being 

really competitive and um, so that's my general impression. I think that 

maybe she's not very sensitive if she's in that position and being loud, a 

leader or what do you call that a boss? Yeah 

CY GD  

65 

Um, well, of course I don't think we do when I make a brand like that 

because that's where I want to comment on the fact that we are not equal 

at the same time. I need to say that I recognize that we have come a very 

long way, you know, and I myself consider myself equal to men or any 

other sex you want to define out there. Um, because I really want to see 

myself as that. And I've also been brought up by really feminist mom, 

but I do see that there are a lot of privileges that I think, um, are really, 

um, narrowed to a smaller group of the society and that's especially, I 

think men 

DED GB  

66 

I think for me myself, when I meet people in this industry, when I, I use 

graphic designers or PR agency or whatever that I communicate with as 

well, I find it myself hard as well to actually like own my own space. 

Meeting these people and men, especially in owning, you know, my 

talent or what I know how to do really well because I also feel in, that 

might be my own feelings projected into them. I have no idea, but that I 

am kind of an underdog as a female who wants to be an entrepreneur and 

wanted to own my own business. I want to be successful. And um, 

because there is kind of that attitude that, do you know, you might not 

GB   
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be so decisive or sensitive or like that you are to. I'm asking too much 

emotion, you know, and not like knowledge 

67 

And so I think a lot of women choose to set their own lives on hold for 

that in those industries, especially plus what I said before, I think women 

have to fight even harder to prove their worth and knowledge and they 

have to really fight even harder to be respected for what is considered 

the male values within like the word fields I think. Yeah, as I said, that 

determinations in missing knowledge and you know, like these things 

that are often often considered qualities 

GB   

68 

Well, yes, I think so. Yeah. And I think and, but I in that area, I think it's 

hard to be a man as well because there's so many expectations to them of 

always wanting to be or like pursue a career and be decisive and wanting 

to like. So I think in that area there they are also the victims of a lot of 

expectations. Um, plus I think it's the same like women are, I feel like 

we're allowed to be really good at what we do, but we really need to be 

like nice and happy and charming and flexible at the same time as we do 

it. We're not allowed to be like, no, nils, I will not have you like blah. 

You know, like it's, it's not, it's not sexy, you know, it's not sexy to be 

too. Yeah, it's not sexy to be too determined or you know, wanting to, 

like in and of course it is for some. And luckily they think it's sexy to but 

you know, that's the whole, that's the whole discussion about that 

dynamic between men and women, you know, and like the whole like 

uh, why do we for each other, like, so women are supposed to be sexy 

and for a lot of other men, like if you're determined you have another 

knowledge in your why so than them or you make more money than them 

or something, it's not going to be sexy. It's not going to be somebody 

they want to. Yeah. 

GB   

69 

I feel like it, I'm not sure if it's true, but it's a feeling that I feel like I need 

to prove it more that I'm a serious business woman and that I will deliver. 

Um, and also the whole, like when you started negotiating terms and 

prices with the retailer, that's also a very challenging always for me when 

it's a man because there, there are some, I feel like I feel like they try to 

pressure me more, but maybe it's because they, since they can, but I own 

GB AM  
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perspective up until now has been very difficult for me now that I'm, I've 

been in the game, I was so new to the fashion industry when it was 

completely new and now have become way better to like communicate 

in the same way as they do. So I think in that way I always feel like I 

have to prove myself a little bit more as a female 

70 

Definitely. I love the dynamic of men and I miss men a lot in everyday 

work. Also. Apart from that, so nurse, they're like, no man either. So 

yeah. Yeah. I think it's a great dynamic and I would definitely hire men 

as 

GB   

71 

I say how, I mean I've just been Tobias was here. Uh, it changed the 

dynamic a lot I think. where I think sometimes we women do have a lot 

of emotions that are also floating around us and that happens also in the 

workspace, which is totally OK. And I really want to have a space where 

that is OK. I felt when he was there it changed a little bit of that emotional 

energy because he's much more like concrete in his way and behavior 

and um, in his communication I guess as well. 

GD   

72 

Well, I think sometimes they, like men are better at just being like, oh, 

so I need this paper by tomorrow at two and there's like no emotion 

behind it. He doesn't, he's not trying to say anything else or implying, 

you know, he's very like what, you see, what you get where sometimes I 

think we women have a little bit more emotions running around and, and 

when we're just women that is more. Whereas when there's a guy there, 

I think we, we tend to perceive him in that way and then we also adjust 

our own. Yeah, yeah. Yeah. But um, but what I mean, yeah. I don't know. 

Yeah. So probably a little bit in that way. 

GD   

73 

Well, I mean there's definitely the advantage that I really like. I really, 

really get my heart going from women really owning their talents in 

themselves and the space and what they're good at and speaking their 

minds and not being held back about perceptions or for prejudice and 

seeing women really blossom from being good at what they do and 

believing in themselves. I think that really. 

GD   
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74 

That changes when it's only women, I think at least to start with, I think 

then it's good also to be with men and then knowing that you can own 

your space equally as he can and together, you know. Ror example, in 

like the women in Guatemala, you know, it's uh, the, this female 

cooperatives, but some of them are just like eight or seven. But the big 

one that I work with is a big Ngo where it's actually 150 women. And 

then in the office there are 10 of them working every day and the rest are 

at, in their houses weaving and doing things there. But some of the 

women that work in there, like, I mean I've worked with them for five, 

six years now. And to see how they confidence wise had like developed 

is amazing 

GD   

75 

And that would have never happened if there had been a guy there. But 

that's also because they have such a machismo culture in Guatemala, so 

there's so much, like you can't even compare it to that market was like so 

much difference between men and women there. Um, so if you in-depth 

dynamic had had a male and that type of woman together, she would 

have not have blossomed. And now I think, for example, if Paula who's 

one of the women that have developed so immensely, if you put her into 

a space with a man now, she's totally fine, you know 

GD   

76 

think it really could change a lot more women in those leadership roles 

because I think they do live somewhat more we do in our emotions, you 

know, and like all the time have like our antennas out, feeling the room 

and how are people doing and an I for myself at least think that well, if 

a person is like really feeling confident in their work, they're feeling um, 

appreciate. Appreciative, appreciative. Yeah. And feel like safe in the 

environment to be like who they are and how they feel. There'll be way 

more productive and happy and like taking like, I think if they feel 

responsible for their work for them to rise to that 

GL   

77 

No, I haven't actually be like, Hey, I'm seeking a male. No, I haven't 

actually really thought about doing anything actively. I guess I've just 

like accepted that, that, that was what it was. Yeah. Um, so basically just 

happened organically. Yeah. Well for some reason we attract a lot of 

girls, yeah, we, yeah, we protect a lot of female energy 

HP   
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78 

Yeah, because then we could get their opinions and perceptions and you 

know, we might have perceptions of that that are wrong. So it's not until 

we kind of, I guess to put it out there and discuss it with an actual 

opposite sex person. Validated or not. Um, so that would definitely 

change it, but I think either way we would probably attract a type of mail 

that would be interested in this topic either way, but there are so many 

that don't think about it 

HP DC TA 

79 

But I really think that in like the core values of my company, so I really 

wanted to bring that meaning that you have in nursing of like wanting to 

create something meaningful and purposeful and like work honestly and 

transparently with people you can, you can bring that into a creative 

business as well. 

LE   

80 

I think it's so difficult. I think that's why for me at least even Pechuga, 

the whole discussion is so sensitive and it's so big and it's the same with 

this, you know, and it's hard to not sound angry and bitter and whatever 

when you bring these things up. So that's why I like to use a lot of humor 

as well because I think that like, makes people relax more and they're 

way more receptive. Yeah, yeah. Yeah. So I think in order to really break 

down those barriers, you need to be affirmative and, but chill out and 

maybe give us a little bit of humoR 

LE   

81 

Where can you, can you be a woman and who still wants to have a 

family, maybe have children create that whole, like that life for herself, 

but at the same time become a leader an entrepreneur and pursue that 

part of life as well. And I think a lot of women think they can't, you 

know, because there is like this, um, perception still, even though we're 

equal to each other and relationships and like income and whatever. 

There's this, I think still so like deeply rooted in us, you know, that you 

can't, um, can you combine those feelings of being like a loving, 

nurturing woman and also being a career minded person that wants to 

create her own life and will use, will you, can you sacrifice time with 

your family to do that and then you were like a bad mother who's not 

there emotionally for kids and what would that mean with the guy has to 

be home 

MA   
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82 

feel like it definitely, like as I said before, I feel like I need to prove it 

even more than that I really wanted and that I'm a capable. Um, and I 

also think they always consider like, so what is your age? Or you're going 

to have a family soon. They don't ask like that, but they're like, so are 

you in a relationship where you are in your life? Even though I consider 

myself as one of those women that will probably, you know, have a 

(pregnancy) leave for a and then just have to bring my baby to work and 

like combine life and you know, as I said 

MA   

83 

mean I worked by myself all the time so I can really say with Eh within 

this place, but it's my perception that in within the business world, if I 

seek mentors for example, or if I'm looking now as I'm looking for 

investors or something like that, it's always men. It's only men I meet. 

Yeah. I met like, I had a mentor one time. There was a woman and 

unfortunately she lost her job and couldn't continue, but, and now I'm 

talking to a professional from CBS and I'm maybe starting up some sort 

of like mentorship with, but no, I always, I always meet mostly men that 

have made their way there 

ME GED  

84 

Well, it's probably good. I think it's super stupid that it needs to be like 

that. Um, but I guess to get that whole culture switching the perception 

of what each gender is capable of doing, I guess I need to see it. And if 

that requires that for a while, maybe that would make sense. I mean it's, 

it really is so stupid that it's like that, you know, people should just be 

hired on their qualities, but I guess, but what would that mean also like 

that you will have to hire at least 10 Muslims and you know, like at the 

end. Yeah. 

QU   

85 

Yeah, I think yeah, I think um, well it's the whole, I guess the core of 

what I really wanted to do was empower women. I guess I want to feel 

empowered myself, you know, and be able to do whatever I want to do 

and not belittle myself or under sell myself just because it doesn't fit with 

the perception of me as a woman. So I want to be a role model for other 

women to feel the same 

RRM   
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86 

Um, so I really, yeah, I think I do have a big responsibility in that sense 

and be equal all the time to like the people you work with, even though 

of course, like you're in a leadership pushes you in when you're in a 

business. I think is so still like being equal and respecting each other's 

qualities and also emotions of course I think is very good as well. 

RRM   

87 

But, so I've never had a guy applying that was, um, I wanna say like a 

regular, you know, got interested in like, let's say the fashion industry or 

whatever. I've never had that 

TA   

88 
Because I only get applications from women as soon as Tobias, the first 

guy, applied, I was like, yes, please come on board 
TA   

89 

I guess it's like the core case of what we're fighting for is just really 

attracting women mostly, I guess it's most important to them to take part 

of that. And I feel like a lot of the girls that apply or like sympathized 

and so much with like the project and they want to do something for that, 

for themselves I think. And um, whereas I mean we do get a lot of orders 

from guys as well, you know, for themselves, but I think they don't do it 

for the cause. they do it for the look, which is fine, it's just whatever 

works. 

TA   

90 

It probably really has. And I think even just like when you visit our 

website, you know, they're like no pictures of guys working here is just 

two girls standing there talking about freeing the nipple and the 

environment and then we'd love sustainability, you know, I don't. So I 

think definitely probably has a large impact. Maybe if we could have like 

a company profile where we could show that Daniel this year and he's 

responsible for, you know, Pr and web or whatever. Maybe that would. 

But I'm interested to see now because now we're involving even more 

guys in the next photo shoot. 

TA   
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91 

No again, I personally haven’t ever felt like that. I just won it really, 

and I’m proud of it. But I don’t know what people think, but I get a 

feeling that most people actually think, also men, that it’s kinda cool 

and interesting that I am a woman in that position. I know that the IKEA 

CEO loves it. He likes that Space 10 is led by a woman. Because they 

are also focusing a lot on gender equality. But interestingly enough, 

saying that, when you the DMC council where we went for our pitch, 

it’s only men around that table. And there’s 10 of them and there’s not 

one woman. when I came in the first time to pitch there I was like, I 

was almost tempted to say: “what a nice bunch of attractive ladies here” 

BW DE  

92 
That you know that a lot of women feel like need to be more manly to 

sort of compete or be respected, in the same way that men do naturally 
CY   

93 

Women need to be as men to become equal which is bullshit. So my 

mind it must be turned around and say like men should become like 

women. But that would also be stupid, but its just the fact that we think 

like that, that it needs to be somehow comparable to each other 

CY   

94 

Yes. It’s a little like when you have all girl companies, and it becomes 

this sort of female coffee cup. Same with men, when you have a guy 

dominated culture, it gets a man vibe. A manly culture. I think you need 

to have that diversity of conversations. And also that we have more 

sexualities and gender fluidity, I also think that this is very important. 

So it’s not just man and women. It gives diversity. We have different 

genders, different sexualities, different nationalities. The more diversity 

the better. Diversity in general is very good for creativity and for 

culture. 

DC IGE  
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95 

It depends. There’s a lot with the film industry, where it comes up how 

much inequality there actually is. But I think there has been probably 

less in Denmark. I think it’s the same in the creative industries, I don’t 

think it’s been talked about that much, and I don’t think it’s been that 

obvious either somehow because when you work in a creative industry, 

all the norms of how you work are already broken down. And it’s often 

so chaotic and stressful and sort of high pressure. I’m not sure, I had a 

feeling maybe it hasn’t been obvious the differences in gender until this 

#MeToo started happening, and people started reflecting on it. Of 

course there been the salary, that’s been a thing for years, and the most 

quantifiable. With the #MeToo women started checking in with 

themselves. And just asking questions, how has my experience been, 

and do I see this play out and how much am I myself a part of it? And 

how much do I actually use it to my advantage to be a woman? Is that 

wrong, right? All these questions. But the good thing is, is that 

something like this at least makes both men and women think about it 

and reflect on it. And take a stand somehow. I must also just say that 

I’ve never spent much time in my own life thinking about this [gender]. 

I just to do what I need to do 

DEC   

96 

Chiara: do you think the barriers are different in the CCI? Not 

really actually. I don’t necessarily think they are that different. But I do 

think that maybe in the creative industries, that is a broad term, there 

more openness and curiosity as a foundation. To go the creative way, 

you need to be very curious and you need to be in many ways sort of 

questioning the status quo. And use society and whatever goes on in 

society should somehow be your drive for being creative 

DEC   

97 

And I think there is a bit more openness, maybe there is a bit more I 

don’t know. Then again I’m a woman and I’m the boss, you know? So 

I never had a problem. I choose, it’s my life. So if I had had a job maybe 

when I was a DJ, we were very exotic because we were the first girls 

DJing in the city. And we were a little handful that came out during 

those years. And we talked about it back then that it was such a male 

dominated world and that we wanted to change that but it was not that 

DEC BW  
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hard to change it, it was not hard to get into the scene, but because it 

was exotic. I think as more women came forward, there was definitely 

guys that were checking you out and were you as good technically as 

them or were you blablabla 

98 

But my general feeling has always been that men they sit there, they 

had that privilege for thousands of years. They’re shit scared of losing 

it, but in reality what the world needs is more female leaders. More 

female leadership. To create equality. To not be driven solely by 

capitalism, power and greed. But to actually care. I think it’s a lot more 

inherent in women, because we are “designed” to be mothers. And to 

have that motherly love and compassion where I think men are in nature 

designed to go hunt and that sounds so banal. We should allow there to 

be the natural differences. That comes from biology. This has become 

too much a part of the discussion, are men and women equal by nature, 

that’s not the point. We’re definitely not the same biologically 

obviously. And that’s not the point. It’s not about physical strength, it’s 

about what do you bring to society 

DEC GD  

99 

It is interesting because I have probably been one of those who hasn’t 

though a lot about it, because I’ve always been my own boss. I never 

needed to go out and compare myself in other jobs or like fight for jobs 

against men. But I did notice from the beginning that often found 

myself in meeting only with men, especially when it’s high level. That 

I’ve definitely thought about. And then of course also I think yes there 

is a gender different and there is not equality yet. To some extent I think 

we’re in a good place, but I do think for example that we don’t get the 

same salaries 

DED   

100 

think that this can also be, if you feel like a victim and victimize 

yourself, that energy will also sort of translate and you’ll put yourself 

in that position. I believe that we create our own realities basically. I 

mean there is of course a lot of exceptions. I can also say this because I 

also live in a privileged country right? But to a certain extent I do 

believe we co create our own realities 

DED   
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101 

In general men are in power, and that’s what stops it. I mean, really, 

I’ve you’ve been in that power position for that many years, which is 

basically through human history almost, there is for sure a fear of losing 

that position. So whether they want to admit it or not you will in the 

small detail make sure that you don’t let go of that privilege. That you 

are basically dominating 

OB   

102 

I can tell you what I do experience actually because I am the boss, I 

think, perhaps this is a little prejudiced, but I have three directors that 

are men. Thankfully I am the owner and I have the final say, but it easy 

for me to see like these men, egos play out, also against each other. 

Sometimes feel, not all of them, but especially the French guy, because 

he’s come from a very conservative male driven culture, that he has a 

hard time sometimes accepting that I’m the boss. But it’s more an 

observation. But to actually be taken seriously and that is not so much 

necessarily a gender thing, but it is still, but then depending on how the 

men has been brought up. what there understanding of gender roles are. 

The other two are Danish and they are very different. They’re much 

more open, they appreciate to have a woman as their boss and they often 

say how important it is and how proud they are that Space 10 is led by 

a woman. When we come out its always almost mostly guys 

GD GL  

103 

For sure. Kaave, he leads like an arrow, he knows exactly where he 

wants to go, he wants people to deliver, there’s no room for error or not 

being a high level performer. Where I want everyone to feel included, 

and I take time with people to develop them. To mentor them. I don’t 

necessarily believe that they need to be the best. I believe that if they 

are great people, I will make them good over time. I will create the room 

for them to develop themselves, to become good over time. Or 

excellent. And I like to take people through that journey. Where he 

doesn’t have the time for that. He’s much more about the goal and the 

projects. 

GD TC  

104 

Again, I’m in doubt over whether it’s a personality thing or gender 

thing. I’m very lateral thinking and I like to juggle with many balls in 

the air at the same time and find structures in the chaos, connect the 

GL GD  
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dots and all that. And have this big overview. On the other hand, I’m 

very littled, I don’t have a lot of structure, like at least not a structure 

people can relate to. I can relate to, but it’s hard to adapt to. Because its 

very fluid and it’s very intuitive and very sort of adaptable, the way I 

work. But again, is that because I’m a woman or is that because of my 

personality. I think the latter more to be honest. I see that translate in 

both men and women 

105 

I meet people that I like and that I connect with and that makes sense. 

And then they end up working for me. I’ve never actually done 

interviews. I mean I try, but I hate them. I prefer meeting people in real 

life, either through collaboration or just like through an unofficial 

setting. Because I do believe that that is how you create the best culture, 

when you have a foundation of friendship, not friendship, but that you 

really like the person. Because I feel like we can learn when we’re 

motivated, if we feel happy in a team, we can learn a lot of skills very 

fast. I think the art of creating a good team is very crucial. And it’s not 

easy, because everybody has opinions and emotions and I like to take 

this very seriously. To create a healthy culture. 

HP   

106 

Not yet, but we keep gender in mind. We talk about it. And Kaave and 

I probably those who work the closest on a day to day basis, on setting 

the direction and you know just basically how to work and how to do 

things. And he even says it’s important for him. Because the digital 

team for example is very make dominated so it was very important that 

Louise came into the team. He wants more women in there. And now 

we’re getting a woman from NY who is also going on that team 

HP IGS  

107 

Not something I check in. I always think, how does it look. You might 

say that yes, the three co directors happen to be men, but the level right 

under that is only women. Four power women that control everything 

else. And the day to day in this house and all the employees are driven 

by them and led by them. There’s a lot of female power. 

IGS IGD  

108 

It could have a negative impact if it’s poorly managed. Over the last 10 

years I’ve understood the importance of leadership. For me good 

leadership is to actually have a true passion for people, and understand 

LE   
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that you need to communicate differently with different types of people. 

That you can’t just have one way, as a good leader at least you need to 

be flexible. You need to understand the differences and the nuances, 

and you need to meet people from that perspective. Because there 

always is a lot of conflict, people have different agendas, emotions, 

pasts, histories. You need to also be interested in the psychological 

aspect of leadership and of people 

109 

Fine. I think honestly, if you don’t think about, because there is as many 

talented women out there as men, so then you just don’t look hard 

enough. If you don’t have 50/50, then you aren’t looking hard enough. 

Then you probably have a bling spot. That you might not have done 

intentionally but then I can help if someone actually put it on you. To 

intentionally look for that talent. Then you can discuss if that is the right 

way to get equality, but I do think that yes, I do believe in that. 

Sometimes, through legislation, you create new societal structure that 

then become the norm over time. It might feel a little strange in the 

beginning but over time that just becomes normal and then you can 

remove that legislation and things would just be like that. But it can 

help push things forward faster. And that also works for climate change, 

or anything else. Digital, we need to put some rules in place for things 

to move faster. So we don’t let this human tendency to put yourself first 

or not think of the consequences but just think about yourself in very 

short term. And not take the long term vision or the long term 

perspective on things. Sometimes we need a little help 

QU   

110 

Yeah I think I do, but not just women. I think gender equality is another 

thing that I have a passion for. Is it something that I spend a lot of time 

and energy on? No. but it’s something that in any discussion I have with 

people around this, that I take very seriously and it’s something that I 

do reflect on. And I might find myself when time is right to put more 

energy into such a theme. Another thing I’d rather just show it and not 

talk about it so much. But I can’t just implement it. And make sure that 

we create or that I help develop the next generation of female leaders. 

Lead by example. And boom the next generation to become really 

confident and great leaders. My work is often in creating the next 

RRM   
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generation talents. Next generation leaders of change. And use my 

passion for leadership and people to do like that. Rather than going out 

and sit in panel and debate about it. I sort of work directly with the 

development. I do the talks I go out and do represent, when I’m invited. 

I love initiatives, and I will support those 

111 

For sure. Kaave, he leads like an arrow, he knows exactly where he 

wants to go, he wants people to deliver, there’s no room for error or not 

being a high level performer. Where I want everyone to feel included, 

and I take time with people to develop them. To mentor them. I don’t 

necessarily believe that they need to be the best. I believe that if they 

are great people, I will make them good over time. I will create the room 

for them to develop themselves, to become good over time. Or 

excellent. And I like to take people through that journey. Where he 

doesn’t have the time for that. He’s much more about the goal and the 

projects. 

TB   

112 

No. I have personalities. But that doesn’t matter if they’re men or 

women. Louise she’s out there, she put’s herself out there. She’s not 

afraid to put herself out there. She had the confidence and the same with 

some guys. It’s a matter of personality and confidence. I don’t see it as 

gender connected. Because you also have the very shy guys who don’t 

put themselves out there, who don’t take their space and then you have 

the more alpha guys. I think the alpha guys can also feel extremely 

intimidating on the more emotional or sensitive or introvert guys 

TC GD  

113 

50/50, more or less at least. The three directors are men. IGD, IGS 

Simon was already there. Then I had to put together a team. Kaave I’ve 

been mentoring since he was 17, and knew I wanted to work with him 

since I met him the first time, when the time was right. But he’s also an 

entrepreneur and he was young and needed to get and education. But 

when I started negotiating the contract with IKEA, I called him, and 

said “now it’s time, now I have the offer you can’t say no to”. And he 

couldn’t. and then with Guillaume that was accidental and it was 

timing. Because my old CFO, Lise, his wife, called me and she had 

convinced him to move back from NY, to come to Denmark. They 

TC   
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came back to Copenhagen and she called me, told me she needed to 

find Guillaume some interviews because he needs a job. And then I 

remembered that he worked with innovation in big corporations, 

because what I needed what someone who had worked with innovation 

at a very high level and big scale and corporations. We had landed a 

deal that we had never done anything like it before, so I felt like it would 

be a good card to have in our hands to have someone like him, who’s 

done it for like 8 years. 
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114 

No don’t feel there is. If anything I feel that gender equality or diversity 

probably has something to do with the expectations of you being able to 

having a personal life. So not something that concerns me at work. But 

more maybe in like my personal life in my choice of partner. Or how I 

want to spend my time. Do I want 5 kids or work. Or that sort of thing. 

I have a daughter and she’s 4 and I spend a lot of time with her. But I 

also tend to and I need to include her in work. Because I work a lot and 

I feel that sort of I s a concern not in the my workplace situations but 

more in a personal choice of life that I need to have no expectations from 

a partner. In those situations. 

AM MA  

115 
Well, I have not experienced gender biases or norms, and I don’t feel 

like my gender has affected my career. I mean on a personal level, 
BA MA  
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maybe I feel that things that happen in your life, for example becoming 

a mother, that really affected my career, and that made me want to do 

better and like accomplish things. But I mean of course a man can never 

be a mother. So maybe that has something to do with my gender. But 

that’s probably more a personal thing than it is of someone expecting 

anything of me. 

116 

I think we’re good now, as we are. But I think that it’s always a good 

thing to try and open and not close around oneself. So I think that not 

only gender wise but in general that it’s good to have different profiles 

so you don’t have one almost unanimous voice. I mean I could have 

been the same person writing everything. But that you have different 

voices. I think that men and women work really well together so that if 

there is a good mix of gender, that creates a really good work 

environment. A work environment where they can complement each 

other with both personal and professional skills. So yeah. 

DC   

117 

I think that to maybe generalize, some women have a certain way of 

communicating and they do that with job tasks as well. I think that their 

kind of communication is a little bit different from the way that men 

communicate, like also in terms of being an employee and you have 

certain expectations for someone, and with the feedback and like those 

sort of things. Women are more personal and a little bit more 

affectionate in working relations. Most are 

GD   

118 

I think it would be much the same. And the men we do have, and have 

had in the organisation. Have had a really professional approach. And I 

don’t know if that has something to do with that men maybe approach 

work as a volunteer differently than women. As they see it as something 

professional. So the men that we have had have been really structured 

and working with a lot of professionalism. And we also have women 

who do that but we could benefit from always being professional and 

ambitious. I don’t think men in general, but just in my experience. I 

think that from the profiles that we’ve had some of the men we have had 

have had professional approaches, to being in culture and work 

environments. 

GD   
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119 

I think that for our organisation since we are all volunteers, that a lot of 

the work we do also has a social ring to it. We do a lot of events together 

and we always invite people to come. And a lot of the meeting we have 

are during peoples time off, so we do tend to socialize a lot,. And I mean 

when people tend to go out together and have drinks together and there 

are both men and women there, then I mean you can have people flirting 

or kissing or something. Bit I don’t thin that it has had a negative effect 

on the work environment. The things that have happened have been 

really natural. 

GD   

120 

Well, within my field, which is of course culture in the wider sense, but 

also text production and literature and with Vink as a magazine, I see 

that there is equal gender. I mean I feel that there are a lot of women in 

this industry. I mean even actually that there are fewer men. I have good 

experience from places I’ve worked at or placed I was an intern at. 

Where it was really equal everything. 

GEC   

121 

Well I do not think that there is equality in general in the labour market, 

but my own experience is that I never experienced anything other that 

being accepted for anything other than what my skills were. I haven’t 

experienced anything to do with or concerning my gender in a negative 

or positive way. So that’s my personal experience. 

GED   

122 

It really depends on you as a person, and also the working environment. 

But I mean some workplaces or some firms can have black sheep of 

some kind or a bad culture. But I mean my sister also works as a leader 

in a company and I consider her not concerned about those things and I 

know that in her industry (which is not culture) there are a lot of men 

there and my own experience too is that it’s not really that I think about. 

I just try to do my job and I work together with both men and women 

with all sorts sexualities and personalities. Work skill. So actually I find 

it to be really diverse. But Vink is also the sort of company that really 

meets a lot of people and with the common norm that we all are really 

interested in and care about culture and with that said that’s a good start 

to have like a basis of collaborating with (interruption) 

GED BL  
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123 

We open up to people to apply no matter their background or gender. 

And the people that get the positions at Vink will always be the person 

that we think is better suited for the job 

HP   

124 

We quite recently hired a man for a writer’s job position that we had in 

our food section. We chose him over several other that applied, and all 

of them were women. But the reason we hired him was because he had 

some very good experiences. Experiences to do with food, he had 

sommelier background so he had good knowledge about wine and was 

really interested in that. That was a good complement to others that we 

had on that editorial. So we talk about that not many men apply and that 

we should be ware if we’re not just excited about the fact that he was a 

man. But we both agreed on the fact that it was because he had a vry 

interesting profile for the job, and not because he was a man. Were 

always two people when we’re looking at the applications and during 

the interviews. So we tried to have a good dialogue, and talk thing over. 

HP   

125 

But we are three girl bosses, so my like area is the magazine and there 

there is Anna who is responsible for everything we do live, so like events 

and talks and those sort of collaborations. Then we have Lisa, who is 

responsible for all communication so that’s both internally and 

externally. 

IGD   

126 

I think in Vink that the distribution is maybe 70% women, and 30% 

men. The leaders of Vink are 100% women because those are me and 

two other women. And in our board we are 9 and there are 2 men there 

and 7 women There are 2 men & 8 women 

IGD   

127 

People are more in awe of you if you are a woman and you have a kid 

and a family because they don’t expect you to make choices like that 

personal and selfish in way of the career. So it think that’s a little 

different for men 

MA   

128 

We are one of the first generations where I don’t see that people have 

those kind of expectations. But I can see that our parents’ generation or 

for example or even older than that that there are different norms there 

and I mean expectations of traditional gender roles and those sort of 

OB   
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things. In the Denmark that I live in, and the people that I work with I 

feel that I have the freedom to do what I want and like push those 

boundaries without any troubles that have anything to do with my 

gender 

129 

I think that in my experience, that if that was a legal obligation, that I 

would be really limited by that. Because I feel that a lot of men and 

women no not necessarily want the same jobs always. So for certain 

roles there might be more male applicant than women, and if you have 

a job and there is 7 applicants, 5 of them are men and 3 of them are 

women and you find that the best applicant is among the 5 men, then I 

would feel really bad that I would have to chose one of the two women 

just to fill a quota. From a personal level I wouldn’t like to hire me 

because I was a woman. I would always want people to hire me for my 

skills. 

QU   

130 

I think that from our specific company that it would have a negative 

impact. Because as I tried to touch on before, sometimes there are more 

female applicant or more males for specific roles and I just want to hire 

the best one for the job and not try to fill out a quota, and I think that 

that would have a negative impact on our organisational culture if we 

had had to worry about that 

QU   

131 

Yes, I feel like I have a responsibility to create a way for other women 

to move forward and try to, if I experience something or if I see that 

malfunction of some sort or see that a company culture of some sort that 

because of my position I have to be a whistle blower somehow and that 

I have to really be aware. That I’m not gender biased and that I don’t 

want to just ignore if I experience anything. 

RRM   

132 

I don’t know. I think that somehow with our graphics and the way we 

approach culture and the brand that we have that we seem to appeal to a 

certain segment of Copenhagen and a lot of our […} somehow find a 

way of being at almost the same age and doing something education 

wise that is quite similar to those in our organisation. I don’t know that 

has to do with the people that are our core readers, that we do get a lot 

TA   
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of applications from people that read our magazine. And maybe that’s 

just a certain segment. Not that we try to aim at that. 

133 

We do tend to only have women applying for our jobs. But I think the 

people applying don’t know until they get an interview, that the majority 

if Vink is women. That is a concern but I’ve never learned that that was 

a thing 

TA SEG  

134 

I think it’s important that the people hiring and interviewing make the 

description about this job as gender neutral. It’s not about hiring a 

woman or something but based on professional qualities. i think that’s 

really important 

TA HP  
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135 

I actually would. I, I would look forward to that being less fluffiness 

because I think I have a very sort of analytical, typically male whatever 

way of working and I'm very efficient and like getting things done all 

the time and I think sometimes women at least some of our interns and 

BGE   
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Mary, they just want to gossip and like they'll sit for half an hour just 

chatting about some... like OK great, but I like that too, but we also 

need to get some shit done. So I would hope that actually if that was 

more of a male balance, it might just. Yeah, balance out that dynamic 

would also be another woman who was a bit more like me in that sense. 

a bit will get shit done and less - Let's just relax in our office and chat 

136 

Boys were always taught like if they kind of break things and dominate 

and everything, then they are very.. they are boys you know, that's 

expected whereas if girls do that they maybe called Bossy or... i saw 

this wonderful Ted talk about That one's about the difference between 

how girls are treated If they take the lead or if they kind of do the whole 

as a child disrupt things, which is you know, the skill of an entrepreneur, 

they are though like not to break things or you know... There's definitely 

something there between the genders and I don't know 

BS   

137 

yeah, I think the roots of the problem is no self confidence in women or 

that comes from, you know, when they're four years old and they're in 

school or wherever else. It just, I think that that's where I really care 

about fixing it because I think these quotas and stuff, they will just piss 

people off, it might change things in terms of bias of ceos and people 

hiring, but it still doesn't change what is seems to be in a load of women, 

which is the lack of confidence and kind of to go for something that 

they don't think they're good enough for then that still to go to the 

nugget of the problem. If it can even be fixed, I don't know. 

BS   

138 

Yeah. I honestly don't know because I don't actually know many people 

that work in publishing. My main sort of thing where I would know 

more about, It's like all the people that work in the villa, for example, 

thats definitely creative industry, that is a complete mix of genders and 

types of companies, but there's actually no one else in the house that 

does what we do. and I would say, I mean I know a lot of food writers, 

I would say that's about equal. There does tend to be the man are 

journalists and the women are bloggers, don't like that very much. I 

know two female journalists in the food industry, but I know all so 

many female bloggers and if you look, it was also something I'm often 

DEC SEG  
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making comparison between is you have like a blogger, then you have 

a food writer, then you have a restaurant critic that's like the hierarchy, 

right? Bloggers just like, I love this lalal, a food writer is someone who 

is more like journalistically trained, very good at writing, um, but it's 

not necessarily critical if the place... just tells a story and the critic that's 

the one that could destroy the place or you know, they're the ones that 

supposedly know everything and I don't know any female food critics, 

but I do know a lot of female bloggers and I know, I guess it's more the 

food writers that's male and female 

139 

I know I am in the position that if i wanted to make myself into a food 

writer, I have influence with what I write. I mean we could start writing 

bad stuff about restaurants, but we have a policy that we, if we don't 

like a place, we just don't write anything about it. And I think it comes 

from, not that men have got the better jobs or anything, but from a 

tendence, like women may be a bit more sensitive to hurting people's 

feelings, like in crushing people because that's what a restaurant critic 

does. Destroy a small business that struggles basically, may be reason 

for why and why there are more male critics. Yeah. 

GD   

140 

Yes. I had an interesting experience when I like the first few years when 

i was doing MAD is that often people i would set up meeting with or 

when going and trying restaurant... people would write to me and they 

would assume that the account, because back then it was anonymous. I 

never put my name on it. they just assumed i was a man and I think 

that's because I had adopted this authority, this kind of thing of saying 

I know better than you and I'm going to tell you why you should eat. It 

was, it was an authoritative way of running it and I wasn't posting any 

pictures of, you know, myself with my fashionable outfit. Like it 

definitely wasn't that kind of thing where it's, I would say it's more of a 

female trait ...that the interesting thing was is that they, they thought 

that I was a man and then I spoke to Maria about it and she was saying 

how she really admired my audacity to kind of, to kind of just be like 

no one gave me permission to be the food authority of Copenhagen. I 

just decided that I was going to be, you know, and I've definitely always 

had this 

GD   
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141 

I did just think of something. It's not directly related to work but i was 

once complaning about boys in terms of dating and how quite a lot of 

guys I've dated, they'll, they'll be like friends, or will talk business or 

have work together, or something and though they'll talk about that, but 

then maybe we've also like actually dated, but they'll sort of put those 

two things. It's like they con do have a business meeting and they'd be 

like, oh, should we go home together? It's like, that has to be, that has 

to be a completely different. I have to be a different girl to feel like... 

they can't. And then someone had the most wonderful answer for me 

that was, um, guys imagine their heads, It's like hundreds of boxes and 

they pull things out aatnd certain times. But things stay in the boxes, 

they don't clash. Like they dont... its rare that two boxes are open at one 

time and women are more like this mesh of wires that are always 

touching and everything's interlinked, sex and business and it just all go 

into one, which I thought was a very... made sense to me as explanation 

GD   

142 
it really depends on the man. Like our photographers is such a sort of 

artist, he doesn't really count as the typical male. 
GD   

143 

Um, I mean definitely if you ever would earsdrop a conversation at the 

office whioch some of the guys next do, we're talking about tinder and 

why it's difficult to date, it's a good and bad and uh, and then i kind of 

get involved in the conversations because I think tinder is very 

interesting. But then the other girls they're talking about like skin care, 

its just very girly conversation 

GD   

144 

In fact, I mean in most men and women that they're contributing 

something different to the, to the way of working. Men Do tend to be 

more confident and I sometimes lack confidence in my fellow female 

employees and a bit more like, yes, we can do this rather than, oh, I 

don't think we can do this and I don't care whether it's a man or a 

woman, but I would really love another confident employee because it's 

always me that has to push forward, but you know, be the one that 

actually believes in us. So if it's true that is, that is a male feature, which 

I've been told it is, then I think that would be super beneficial. 

GD   



 200 

145 

Well, I think this is where I actually am more classically male and Marie 

pointed out a lot too. I'm like the man of the company, but um, that in 

my head, I'm ready to devote my entire life to making something really 

successful.the kind of Steve Job's mentality and international and 

everything and I sort of don't see a limit to my capacity to work and 

keep pushing towards something, whether that's with Mad about 

Copenhagen or whether it's my bucket thing is something I'm doing 

now and then move on to something else 

GE   

146 

I mean we don't have any men in our company apart from Antonio 

who's just an advisor. Other then that we are all women Um, yeah, the 

two guys that kind of involved are probably more female than I am 

GE IGD  

147 

Such a hard question because I think it's always the case with like there's 

more female nurses than men. There's more female prostitutes than 

man, there is more female air hostesses then men, there's more male 

builders, male bin man. And I don't actually, but I don't necessarily 

think it demonstrates inequality. I just think that demonstrates that men 

and women are different. And sometimes we may be confused. We say, 

oh, in order to be equal we have to be the same. We have to have 50 

percent female bin man, 50 percent male bin men but actually I think 

equality will come on move, sort of recognize the differences that we 

have that women are more likely to be nurses because they do have 

more motherly thing and men are more likely to be builders because 

they are stronger. Like we can't, like can't deny that. So I do think if 

that's a very long winded way to end, yes, I think it's fairly. 

GED SEG  

148 

I follow worldwide creative industry stuff like adobe 99 new conference 

and like all these things... TED and all this kind of stuff. And that feels 

a bit more male, yeah, that's what I'm trying to think. I don't know, like 

tech industries definitely still male, but the PR industry is very female. 

Uh, I wouldn't say I noticed any obvious differences, just that, there 

seemed to be areas of the creative industry that are very much male or 

female that there is mostly male camera men and women stylists, like 

it's still seem to be those differences 

GED SEG  
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149 

We went to this, um, forum for entrepreneurs and business and stuff, 

and they would talk throughout the day and loads of people presenting 

their startups and there was a lot of man entrepreneurs or you know, 

people with success stories to tell, and there was this one talk that was 

at the very end of the day and it was two women and Michelle 

Christensen who'd started this sort of healthy lifestyle bloggish 

coaching company. And then there was this other woman who'd written 

a book about women in investment. And what was the most depressing 

thing to see is that only women showed up to this talk, all the men were 

gone. They've showed up to all the other talks, but they kept talking 

about how, like a lot of people in the audience were quite vocal about 

it, about what the women was saying, why? Why did we as female 

entrepreneurs have to be like the male version, which is the working 24 

seven, like super manic. why can't we do it in a more balanced way? 

Why can't we do you know? The point is, that it's like running your own 

life and get to choose, but maybe you're still working only six hours a 

day or you know, being more flexible GL. And I think that's, that's just... 

and I just felt like I didn't identify with these women at all and I'm much 

more identified with the men who are working manically all the time, 

um, which is another issue of like, OK, people seeing me as a man and 

the way I work, but um, which shouldn't be a thing, but it was just, it 

was just such a clear difference because almost all of the women and 

apart from me and the audience were like here here, like clapping. Like 

to me or not, you're a completely different breed of entrepreneur... thats 

just someone who wants to like be in charge of their own life. Having 

flexible, kids, whatever. But it was definitely a huge difference in that 

crowd. 

GL OB  

150 

Actually quite wary about it when we post a selfie of us like five girls 

at a party, I want to show off our team, and what we do, but I much 

prefer to put out the image that we are diverse and not a girly group. I 

love it when we have the photographer and Antionio involved beacuse 

it just makes more 

GTB   



 202 

151 

we really wanted to hire some Guys i mean we have, antonio is our co 

founder, and we have many freelance photographer, we work with, but 

we started hiring interns this year, we're trying it out kind of thing. Um, 

and we, we put out this hiring thing and um, we've got quite a lot of 

applicants and everyone had to make a video as well as write a letter to 

us that was the task to make a video about something with food. Um, 

and we received kind of predictably around 25 percent applications for 

men, 75 from women, which roughly represents our instagram audience 

and instagram audience in general. So that wasn't anything that was 

more because of that and there were a few men we would sort of 

considering, but we ended up choosing to interview nine of them and 

we were only hiring two and just none of the men seemed dedicated or 

skilled enough, I mean just not as well qualified as a woman basically. 

HP   

152 

So when we were hiring a web developer, different case mostly men, 

we hired a woman. She's a Swedish girl. Absolutely the best that we 

found 

HP SEG  

153 

I think we do actually, based on ourselves, because I haven't been to 

university, I consider myself like a catch if I were to apply for a job. 

And so I was like, we can't say, we can't say that they have to have a 

degree, we cannot say that they necessarily have to have experience 

because you couldn't really find people that are brilliant, that don't have 

that. We also don't have anything that can be from any country. Um, 

well they can be Danish, like we don't discriminate against that. I mean, 

it's a little bit different If we would be hiring someone to do Danish 

copywriting, then they might have to be danish. I think we're pretty 

open. We would mainly when we were hiring before the intern, we just 

wanted the video because we wanted to see that the person was 

someone we felt like we had some chemistry with it. 

HP   

154 

No. Um, there was something in the back of my head, I think it was 

saying we should be hiring some men, um, because it might actually 

make for a nice dynamic. But we also wanted to hire the best people. 

And that was women in the case of our interns 

HP   
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155 

more applicants that were women, and better applications all though 

through. more effort actually, that was quite a key thing with the interns, 

lot more effort from the female. It really written like this beautifully 

written long letters about and really tried to understand us and our 

company and made some very impressive videos 

HP   

156 

I think we would have to work a lot harder on HR to make sure that we 

go because we need more man basically, that we got good applicants, 

um, I do think if we got good, if we were able to hire men that we 

thought were great and you know, imagine if half the people that 

applied for internship had been men super qualified. I think that would 

have been so much better, like we wanted to hire man actually. so that 

dynamic, but it was just that they weren't as good as the women. so we 

weren't gonna hire them for the sake of it I do, I do think having a 

balance is beneficial. 

HP   

157 

Following from the culture question, definitely, because I just think 

we'd get a lot... of people can see us as an all female company we would 

get a lot of less male talent and potentially put up some females that 

want to work in a more mixed environment. I know I would be the same 

if I sort of all female company, while applying for a job, i would be oh 

god... which is horrible, because i now run one 

HP   

158 

Yeah. i was just Thinking the same like that actually, that could be 

some, some bias that with us hiring women, but it's also definitely 

something that Maria apparently didn't feel. I said to, I would, I think I 

would have an issue with being the boss of a man. I think I would have 

trouble taking a natural authority 

IOG   

159 

And I think, if I had to compare myself and Marie her attitude is much 

more like - I want to make a salary, where I can sustain myself enough 

so that I can have a life when I created something nice for myself. And 

it's a different kind of entrepreneurial-ism I think it's wanting to have 

created it yourself and be proud of that. But her priority is to be able to 

pay bills and actually to have a baby with like, she's a bit older than me. 

So it's, it's also that. But her main worry with doing this is that her life 

MA   
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is passing her by and her eggs are getting dry and she's not going to be 

able to have a baby with this lifestyle of being an entrepreneur and 

never knowing if we have enough money to pay rent and it's this sort of 

risk thing and I don't know whether the baby, the baby thing is not the 

only factor. I mean that's. That is something that's huge with a 

difference between men and women is women do have a biological 

clock and it's maybe more of a instinct to want to have a baby because 

of that at a certain time. And it sort of clashes a little bit with that exact 

time, which was kind of ripe for being an entrepreneur. Which is when 

you. I don't know, in your mid twenties, late twenties, early thirties. 

That's exactly when the biological clock starts ticking, eh? 

160 

And so if you hadn't had that story, which you must have, which is when 

there's a job description and a man will see one thing, that he do out of 

a list of ten, and he'll be like, he'll apply, a women will see a list of 10 

things, she can do all, and she can still go, oh, am I good enough like 

that? And I've definitely always been the man, like, just, I'm just 

thinking of lag it. I'll figure out how to do it. Um, so I, I think I am 

definitely, I can see that that is not a typical female trait. What I have 

in that sense, and i think that that is a barrier, especially in what, I mean 

my company, but also if you look at a freelances in writing, um, 

journalists, if you're working freelance, you really have to have a belief 

in yourself and you have to, um, you know, no one's giving you 

permission, no one's helping you out. You'd have to be quite self driven 

and have high self esteem. And I think that would be quite a barrier for, 

to generalize women who have that kind of, oh, I can do all of the 

things, but maybe I'm not good enough. You know, that kind of attitude 

is just like, OK, get a job in a company that, you know, it doesn't 

encourage it 

OB GD  

161 

So like just, just the image of a person is so powerful and I hate it cos i 

would just love to show up at work in my Pajama bottoms and I, I, you 

know, i dont really want to use it in that sense. Um, and for a man to 

look sharp he has to wear like something kind of, sharp suited, um, for 

women you might put on heels. But then you were looking a bit like... 

I always find it hard to know how to dress for certain things. Like as 

OB   
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soon as there's an element of sex in it, like on a low top or a high heel 

or something, if that's something I enjoy wearing, i am so aware If I'm 

going to meeting and I'm like, Oh, I feel like wearing a jumpsuit with a 

bit of a cleavage today than my. Oh No, I shouldn't. What I'm gonna do 

is I'm going to wear my shirt and I'm going to button it up to the top and 

I'm going to wear my flat shoes. So I don't like trying to either 

intimidate other women or impress man with my hot heels. or my 

boobs. Like it's, it's definitely something I can sit even though in 

general, I don't really care about my clothes that much. Yeah. 

162 

i mean thas crap! Yeah, I mean when it's the case, when is a massive 

company and they are forced to hire women. i mean they should hire 

the women if they are good. the problem is that they're biased, if they 

are biased. Like I love how in orchestras now, they don't see whether 

it's a man or women when they audition, that kind of thing. which 

means women have a fair chance because it means that unconscious 

bias is less influential in the decision. But I just, I think I would hate to 

be in a position where I had to hire someone based on the gender and 

not on, like being good for the job. 

QU   

163 

Yes, but like more by leading by example, I really like because it pains 

me so much. This whole cv thing of like the man that sees one thing 

they're good at and applies for it. And women not believing in theirself, 

pains me so much. Um, and I think because I recognized that I'm maybe 

different in this case that I am, uh, I approached things more like a man 

or with more confidence, self confidence professionally that I think the 

best way I can kind of influence or change the situation of sadly many 

women not believing they're good enough to do certain things or to take 

decisions or... it's by just doing it and sort of encouraging people, 

showing them that they are worthy enough whether they are my friends 

or people we hire or people that see what Maria and I are doing. Yeah. 

And it constantly comes up in debates, at work where Marie doesn't 

think we're good enough to pitch to a certain ... to an investor or to 

approach a certain partner. And I'm like, of course we are good enough. 

They're not better than us. Like here is 5 billion reasons I can come up 

with why we're good enough. Um, and I'm constantly arguing that 
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point. And I think that's because I do care a lot about building... Like, I 

do have the confidence and I wish that more people did. 

164 

I think in the sense of the whole blogger thing, it's such a female word 

which has become a bit of an insult and I've tried my best to avoid being 

called a blogger, but I still get called a blogger and I really don't think 

that would happen if I was a man, I'd be running a food guide is I think, 

I think people just because this whole culture of like women blogging 

and it's great because women have finally got a voice on the Internet. 

but it’s almost being like pitied or like poo-pooed in a way. And I 

definitely feel that. But then, um, I would also say that there are some 

advantages to being a woman like cos men are so fickled that you can 

sort of flirt with them and get things. And I'm not saying I do that, but 

I sometimes notice that it's just like, because I don't intimidate quite as 

much, like naturally just being a woman. I can be really intimidating 

woman, but I'm not a man so I don't intimidate people. you can kind of 

get, like when I interview people I felt like it's getting people to open 

up... I don't know there is some advantages to just to being a woman as 

well 

SEG GD  

165 

Although I think there's something interesting with the internship thing. 

I'd be so curious to see if there was a difference. If we said we're hiring 

a project manager paid job, full time whatever with the salary, if there 

would be a difference. I'm just, I have a suspicion that maybe there are 

more women doing free work. I don't see many male interns. I don't 

know if it's just the companies that I know. a lot of the little companies 

I know they have intern and they just often women or girls. 

SEG   

166 

that is an interesting question because I think it's, again, with the 

blogger thing, it's like the people watching us online better than male 

or female are consumers. I do believe that they are judging the faces 

behind it when we put them out publicly. And that's why I kept 

anonymous for so long because I didn't want it to be about me and 

whatever I represent as a girl, a woman, British person, whatever, you 

know, it's um, it didn't want to be put in some like female ex-pats 

blogger box. And so I just think it, whether it's noticable in data or not, 
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it just people's perceptions of being about our brand with every post we 

do and whenever we do want to say about our team, that's, I think maybe 

it just changed a little bit how they consume our content and it makes, 

I imagine when it's sort of the kind of girls who see a photo of five girls, 

me and my employees like at a party dressed up. Um, and that's how 

kind of company culture, the type of girls that are like, oh, I'm attracted 

to that company are potentially not the type of girls we've want to hire. 

Um, and the kind of girls like... I want to work in a company with like 

men and women might be put off by that, as well as the men themselves. 

I feel like it makes us look young somehow. just, um, like girls having 

fun. I feel it just portrays this very unserious like, and I'm not sure I 

have a proper explanation for this, that it's my work, when we put 

something like that out there. 

167 

I think it's because in my head it got so ambitious and wanted to do with 

the brand and I just realized like I cant do this, like I love working alone 

but I need a team and I'm not very good with. I'm good at like telling 

people what they should do, but I'm not good at understanding how 

people are motivated or um, how to like, you know, think about people's 

feelings and how that affects them. And I am honestly shit at that. Like 

I'm just like, get it done. And I just knew I needed someone a bit like 

Marie, she was working in hr and she's very in tune with people, she's 

not such of a typical entrepreneur I think as me 

TC   

168 

It's, I mean it's really actually, it's both. It's like I think it's amazing that 

we have like, it feels like they're our friends, these people we've hired, 

which is great when we're celebrating, when we have a party, when 

we're out on a Friday. It makes it hard to be authoritative, actually, it 

makes it hard to be like, I really need you to do this because you have 

that kind of... when you make your employee or friend, it becomes very 

difficult sometimes in situations where you actually need to be 

colleagues or a boss and an employee, but it's such a benefit in many 

ways. And then negative in the kind of that it can get a bit 

unprofessional sometimes. You can't really say anything against it 

because you've, the culture is like this open friendly thing and we want 

to keep that. We liked that part of it because it makes people feel really 
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valued where they work, but it also often means that we get less done 

than we would like to. with the male addition in that sense, that there 

still might be loads of time-wasting in conversations all the time, but it 

wouldn't be the same subjects. 

169 

most of my good friends are men?I don't, it didn't happens in MAD, but 

I just switch off when people, I have lots of great female friends and I 

think women are super-intelligent and often more intelligent and 

everything and then we have great conversations, but I just hate some 

of the female small talk that I've just never been into talking about 

clothes and makeup. And I thought that was like a young thing. But 

apparently it's not people... a lot of women still talk about that stuff and 

are interested in it and that kind of thing. I think I just have better, not 

better, but I liked the balance of having men around so that the 

conversation is gender neutral and it's not always about. It's not always 

about makeup, but it's, you know, just have some balance in the room. 

So that doesn't include night football and cars and it doesn't include 

makeup and then whatever's left, there's some interesting stuff to talk 

about that, that is about humans. 

TCO GD  
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170 

I come from a very privileged family . But also very high academic 

achievement. So then that makes me, maybe you also want to prove 

myself in another way more than just the society and structural that bias 

is telling me. 

AM   

171 

I think that affects the market and the work and yeah, the labor industry 

a lot in these days because I think women now is very focused on OK, 

my career if im going anywhere with it i have to prove myself now 

sooner than men. 

AM   

172 

I think it makes a very good atmosphere to have diversity within the 

room. I'm not sure why. people kind of tend to take it more seriously. 

There's not so much, you know, all these other talks which is not 

focused on the job, the diversity within it gets kind of more focused 

when there's a gender mix I think 

BGE   

173 

not diversity actually, but a gender equality within it, but as well I sat 

there as the pretty girl in the front row and that's very stereotypical I 

think. So we still have these very classic roles 

BS   

174 

Well, when we've had these big workshops and brainstorms, which is 

a... I love those because that's where all the good ideas come from. It 

has been, of course quite female dominated, but we have had once, 

where It was like very good mix and I can't tell if there's any difference 

DC   

175 

It's really difficult to tell if people have performed worse, but I just 

thought, and I don't know if has anything to do with gender, but, well 

in the end the old editors group didn't work out. Um, and there of course 

was many reasons for that, but I think it would be way better in the 

future to have a more diverse group of people working together because 

people tend to take it more seriously focused more when they are in the 

room. 

DC   

176 

Well, I think it's not only gender diversity, but diversity within like 

broad range of stuff, um, which would bring... just opens so many more 

doors for you. Um, as we've talked about, it's based on network and 

people who know each other, um, but to open doors to other networks 

DC   
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and other groups. Yup, I see that's, that's a very positive thing for talent 

and creativity both within the organization, but also when hiring or 

getting others. 

177 

- Well, I couldn't tell because I'm not a young guy. Well, but it's both I 

think, it's just being a young girl. I think we made a lot of events and 

event and that's a huge part of my job to work together with that person 

who has the location that person has been a man like 90 percent of the 

time and it has been a male in the forties and I don't think I've had a 

good relationships with them in any case 

DEC   

178 
Yeah investment, that world is dominated by men, I think mostly. So 

you have to kind of get along with it . 
DED   

179 

I tend to get a lot of um... it's not really harassment, it's just being a bit 

looked down on as a young woman GB. I think. So I, and I think there 

is a lot of gender equality overall and I think that's a really good thing, 

but I meet a lot of walls as well 

GB   

180 

Yeah. It has been really tough and really been, you know, looked down 

on, and not being taken seriously, um, in the first place. And that has 

been tough. Really tough. Yeah, I think it's better, now I'm 25 and it 

tends to get way better, but when I was 22 it was like, OK, you can't be 

serious. You can't make something real. And that's... maybe I'm just 

getting better at standing up for myself 

GB   

181 
I think it's because of my age mostly, but it's also because I'm a young 

girl. I think that they find to be quiet naive 
GB OB  

182 

I think that young guys also meet like... barriers, because there's this 

stereotype that young guys, it's only out for trouble and if they're getting 

in an event done, it's like super often it will get destroyed. So it think 

maybe there's some barriers there as well. But for me it wall like well 

you can't really... we don’t trust that this is a real project 

GB   

183 

And it was like with the boss and I was like, he was like comparing me 

to his daughter and it was like - oh yeah, but my daughter’s often also 

being an idealist and like - this and like she's thinking so much of 
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making something new... that's not what counts.GB And yeah, He was 

telling... they kind of tell you what you should do because you’re so 

young and inexperienced so you don't know. 

184 

that's pretty tough when you come and you present a real project. And 

I'm like sitting down with two adults and I'm presenting... I'm making a 

presentation, which is, I think also that makes me nervous, and I think 

it's quite bold. And then I'm like, OK, so you're comparing me to your 

daughter. I don't think we're like in the same boat 

GB AM  

185 

But I think it's the gender equality, just when you mentioned it, I think 

is funny that you took contact to me because I find my project in the old 

editors group was like a big problem that we only had women 

GB   

186 

if I can speak for myself, I think I have been having it for a long time 

the feeling that I really had to prove myself and that I also have to prove 

that this is not like a little, you know, good idea, side project, push it 

aside... because, you know, I'm a girl, and a young girl 

GB   

187 

Yeah, that's my impression of it. Yeah. I think people, the women I'm 

working with, they are kind of focused, and i think is because you kinda 

want to break down these barriers and you kind of... it's making up for 

something, you know, a story being told about young women and I 

think the guys can be more relaxed and maybe they also 

GB   

188 
Its just because I don't think you can undo biases. Yeah, you can be 

enlightened about biases 
GB OB  

189 

I think it's a good thing to be enlightened because many people aren’t 

enlightened about how others are stereotyped and what they are really 

experiencing just to keep a focus on it. 

GB   

190 
Um, yeah. well maybe also with this hair, it kind of, I kind of meet more 

barriers at the moment and just because of my gender 
GB   

191 

So it's just way more extreme actually. Uh, the people you're meeting 

and people tend to think that they can touch you, that they can feel your 

hair, they kind of have this and I, shit, I can grow my hair out again. I'm 

not, it's a privilege, not a bad thing or a permanent thing for me. So Shit. 

GB   
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Yeah, it's not, it's not really on me. Just acknowledging that people can 

have a really tough time looking different. 

192 

Before I was like the young blonde long haired girl, and entrepreneur, 

that was a good story, and now I can be intimidating in another way and 

use that in another way. Also, before I used that story to also build 

myself and maybe build a shield more because you had to go do that. 

When you say something publicly. Now I just look a bit different. 

People think that's not always a bad thing, but it really can be on like a 

everyday life 

GB   

193 

people, often tend to hang out in gender based groups. So when they 

mix they cannot talk the same way that they do every day. So there's 

not so much every day talk, when we talk we kind of focused and people 

tend to listen also very much, of course we have when in the editors 

group when we were all women and one guy, people also listened and 

it was also great but, I just think that's what is going on when you're 

mixed, which is really good too, which is really progressive 

GD   

194 

people always in the beginning they ask me if it was a bit, if it wasn't a 

problem that papercut was so female dominated and of course I tend to 

give them right. I'll tend to agree. 

GD   

195 

Like if it's only women who wants to do it... I'm like, OK, but why 

should we bother? Let's just do it, let's make a difference, and was also 

quite proud that so many young women were just gathering and wanted 

to break down barriers. I've joked about making quotas within papercut, 

like for male, but as you say, it's mostly just because diversity makes 

quite a positive effect 

GD TC QU 

196 

well I think would say that I'm appealing to that basic human level again 

and say that it would be, I think very good for the working climate. I 

think it tends to be the focus and also a good dynamic dynamic within 

it, which I love better. I prefer to work also with a guy. So we're two 

genders. Well, that's just the personal angle of it that I like the diversity. 

GD   

197 
and I think if I can speak like frankly and um, people tend to think that 

they are more equal than they really are 
GE   
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198 

I'm trying to pull some others in, and I've talked with other females, but 

right now it's maybe a bit more male dominated. that's a coincidence, I 

think. that's pretty much a coincidence. I haven't really thought about it 

HP   

199 

So, but I just think that I'm very, focused on minorities and getting their 

voice into the organization as well. So it's not only gender, it's all kinds 

of diversity 

HP   

200 

Im not just open-minded, but very focused on it, but I'm not sure how 

to make into a policy which is like, you know a manifest, as soon as it 

becomes a policy doesn't, it can become counterproductive 

HP   

201 

But I just think it's very difficult when you're a leader and you also kind 

of hiring people to be focused on your own biases and still trying to see 

people as individuals. So not choosing a person to work with because 

he's a guy because she's a girl. But because she or he has a special talent. 

HP TC  

202 
So that's quite difficult to tell. But I think people tend to get in groups 

where the gender is the same. 
HSR   

203 

Well it's actually quite male dominated right now, it's me and I see 

myself as a female, but I'm working with two guys, a graphic designer 

and a really good guy who gets a lot of ideas. And that's the one I work 

with the most right now. IGD 

IGD   

204 

Well, there's good reasons for it. I think, first of all, we're two girls who 

started off and when you had a vision of turning the women's magazine 

upside down and making something else, you’re kind of already talking 

to women. 

IGD   

205 

That was our story, that we were tired of women’s magazines, but we 

were also tired that it was so gender based. bu when we said that we 

were targeting women’s magazines, that was our perspective of it. 

Right. We ended up trying to get it more gender neutral. where Gender 

can slip in the back. And where we can talk about like more common 

or individual based stories, but I think the vision and the story of it 

appeal mostly to women 

IGS   
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206 

here's also, you know, we're mid twenties and women, they have a 

biological watch which is a lot different from the men's, women as kind 

of being told, oh, you have to get babies before 30 and it's not really the 

same story being told for men 

MA AM  

207 I think actually the most, the biggest barrier is the age OB   

208 

There are ways I'm thinking about going about this discussion is this 

whole gender conversation. I Think openness and clear communication, 

not Trying to necessarily only disrupt the system. Trying to educate 

people as to how they could benefit from this. This isn't, we're not 

stripping men of their rights in any way, everything could improve as a 

result. your kind of always developing from something you kind of have 

to respect this history or accept it, not respect it. So yeah, it will be done 

quite gentle. Yeah. Think so. 

OB   

209 Well people get harassed by way worse things OB   

210 
Like you said, if you have to introduce quotas to hiring people, that's 

not what you want to achieve. 
QU   

211 

I would feel super bad. Not because I had to force diversity, but because 

I would have to, in my example, select men, and they would feel maybe 

not sure if they were selected because of the quota and not because of 

the talent 

QU   

212 

Yeah, I think that's kind of why it begun, but I had that from the start. 

the magazine is kind of a division of doing something, concerned very 

much to women, in negative way, but it's also, it's just, yeah, trying to 

bring down the stereotypes and the norms with so yeah, biased by trying 

to build people up. So no matter the gender or color or shape or look 

RRM   

213 

well I'm very concerned with minorities at the moment and maybe not 

so much gender. Um, but there's also gender within minorities of 

course. Um, so I kind of want to bring like a lot of diversity within the 

media picture, for example, i want to give people a voice for that. 

RRM   
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214 
Yeah and that’s really motivating me to give the microphone to 

minorities 
RRM   

215 

I think in the creative industry I often find that men is the leading role 

and, but women are very much in it. I think it's very, I don't know if it's 

dominated by women, but I've met a lot of women in it. Um, and 

especially the communication industry. 

SEG   

216 

But when we were a big editors group, it was 15 women and one guy. 

So yeah, I don't know, I don't know how to answer it, but it's quite 

difficult to see a whole industry. I think the fashion industry, well I'm 

not really in the fashion industry, I actually tried to keep out of it. But 

uh, um, I think it's quite dominated by women. 

SEG   

217 

I think a lot of guys I think, which is a friend of mine, is also focused 

on OK, how can we not like, be a part of this good movement of gender 

equality and kind of stepping down so you can all be here. 

SP   

218 I would feel super ashamed if I wasn't myself as a leader focusing on it. SP   

219 

OK, am I just given the microphone right now because I'm a young 

woman focusing so much on gender and diversity and equality within 

it can also have, can also kind backfire at you because people suddenly 

get very focused on - oh is it because of my gender that I'm like 

negatively or positively biased in a way 

SP   

220 

It's like both ways and I think that's kind of why we kind of want to put 

gender in the background in the first place concerning the magazine 

mission to like focus on the common things we have in common 

throughout gender and telling that people are individuals and have like 

very different characteristics which is not based on gender 

SP   

221 

Papercut is not gender equal as well. The vision of it attracted just a lot 

of women and we had big difficulties with getting the men in as well 

because the vision and you know, the philosophy behind it was just, 

yeah, you know, was appealing to every woman to get something 

different done. No the readers is 50 50 actually a little bit more man, 

the one that likes us and facebook that 72 percent women 

TA   
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222 

there is short term a plan, which is a new issue to come out this summer 

and then there's a long term plan. That's why I'm talking with funds and 

stuff. bringing organization around it, taking in members and making 

board for the organisation. Stuff like that. That's a long-term and I'm 

working on it simultaneously 

TC   

223 

yeah, both, but also it's just, young people, it's very, very difficult to 

narrow your team down. thats why is good with a short-term and a long-

term because I've worked together with people on the short term and if 

it's going good I can maybe bring them into the long. 

TC   

224 

Yes, for sure. Yeah. It affects where I would work. Yes, for sure. A 

good company culture I think is everything today. We work so hard, we 

use so many hours. It's like a big part of our identity. So it's like our life. 

So yes, I think it's kind of the most important thing at the most 

TC   
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225 

We have a really strong good network, you know, I think with managed 

in a really short time to leverage that network and to position ourselves 

towards women like us in Copenhagen. So in that sense it's been helpful 

in the startup phase because this is our start country 

BP   

226 

Well, I'm just, I just don't ever think that I have been mistreated as a 

woman. I definitely think that I think more than being part of the 

creative and being a female CEO who, who runs a global business is 

something that impresses people. It's very much up in time. People talk 

about it. Everybody's like, for example, we just got a big order with a 

big online retailer. Part of the sustainability strategies, women 

empowerment, which super fashionable right now. It's just like a super 

trend. So if you just look at it from like a marketing perspective, people 

who are in trend but rather maybe invest or buy from one part of women 

lead conversation 

BW   

227 

yes I have, but I think positive bias. Very often I’m the only female 

speaker in a panel globally and the people are super excited that I'm a 

woman who’s intelligent, it's not, they don't say that I'm a woman, but 

it's just obvious because I'm just one out of few. So you just get a lot of 

traction and a lot of interest. And I think, um, I think people are just 

really open and excited about that. So I feel like being part of the world 

where there's just not many, eh, makes it a positive contributions. 

People. People get very excited. So just easy. It's easy to shine. 

BW GB  

228 

I think I'm the only person in our Copenhagen office that has a little bit 

of color ethnicity, one Austrian girl and we're getting a German girl 

soon, but it's, you know, very white female, same age group. And so 

the diversity issue is definitely something we are actually discussing 

right now because we really want to be global. 

DC   

229 

I think of people as people. I would think of gender as one of many 

dimensions. So I think uh, I would much rather say, I think it's a, it's a 

threat. I would much rather look at it as a negative thing. And I think 

there's a big danger in us becoming used to thinking the same way and 

DC   
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thinking that customers are the same and that people will understand 

our brand in the same way. 

230 

I think so. I think there's a lot of, uh, I think you're unaware of the biases 

you have or the assumptions that you make. And I think diversity in in 

many ways, just makes that conversation more fruitfull you might take 

longer time to get there. So I think, you know, we talk about it and think 

about it in getting really quickly, like speed, reaching a certain target 

market early on, but if you want to make it in the long run, I think, you 

know, it takes time for to get all of those inputs, but that's really gonna 

make us be on the edge and aware of the market we're trying to serve 

DC IOG  

231 

I think that's a big difference between the creative industries. I think the 

film industry is very much a male dominated. The production 

companies and so on in my perspective, but I don't know the details 

about it. I feel differently about the fashion industry, but that's more like 

the upcoming startups. I think the big players are probably male owned, 

but I'm not sure. I don't have enough data I feel honestly. 

DEC   

232 

But I don't know. I sometimes feel in this gender debate that we also 

don’t about talk about all the positive things. I definitely think we've 

had… and personally I've had in Denmark a lot of success because I'm 

a woman. and I just, uh, just want to bring that up because very often 

becomes like the underdog conversation. So I still think there's a lot of 

work to be done, but I don't feel like in the creative scene... like within 

fashion brands for example, I think it's very, very women led. It's my, 

it's my feeling. I don't know. I don't have any statistics, but my feeling 

is that this industry particular, it's not. We're not under represented, but 

I don't know. I don't have the data to back it up 

DED DEC  

233 
Yeah, I think so. I don't know if it's. I've definitely not felt that I've been 

held back at all 
DED OB  

234 

Obviously we do not. It's not the same pay level. It's not the same. If 

you look at big companies, it's we're not there. Of course not. So no, I 

don't think so. I think there's a lot of work to be done. 

DED   
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235 

Really. It's about those energies and I think that goes in any type of 

group dynamics that can come from... in our little women led company 

there's a lot of, you know, differences. I have more, I think male led 

energy then female energy so does Stine, but Louise has a lot of the 

female energy and a little of the male. Like I think we have a very 

complimentary team. Energy wise, even though we all have vaginas, 

which I think is good. I just want to say I think that's good because I 

think you make better decisions when you take all these different 

factors into account. 

GD DC  

236 

I guess you can say thats a way to see positiveness in the way of how 

you are all female in your company. You do are aware of the fact 

that you might have to compensate certain kind of normative 

behaviours. In a way in which we interpret someone's behaviors 

being more feminine or more masculine. 

GD   

237 

but that's something that I've seen in what I call a female energies are 

more nurturing. I feel like there's a lens, the female energies which is 

wider than the male lens it's a little bit more narrow. I have a lot of that 

male lens, so I'm like really good at seeing like, you know, three years 

ahead where I want to go and I always juggle that with my partner 

Louise who have a lot of that female energy and she's like - but how is 

he going to feel about that? And I don't think this is going to work for 

her or you know… I use her a lot to make sure that I don't step on 

something 

GL GD  

238 

I wish that the gender debate could be focused more around the types 

of energy actually and not about the gender of your genitals. I think it's 

limited. Uh, and that's also why it's difficult with quota because it's not 

the one and only solution, but that it potentially could be like a push. 

GD, QU, But I think really the important thing is when we don't have 

to have this conversation right, we make sure that the team is diverse in 

many ways. So diversity and inclusion, and I'm using that as a strategic 

force and not out of pity. I think that's really seeing it as a resource if 

the most important thing and being really aware of like we are with our 

company competencies. It's like, of course I shouldn't do bookkeeping 

GTB LE  
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is not what I'm good at is I'm just not using my, the capabilities and the 

right way and I feel that conversation is letting around the gender 

conversation because it's so political. It's going to blow up in your face 

if you ever generalize about what a woman or a man can do differently. 

So there's like this, um, can't touch it. It's like this big elephant in the 

room where it's illegal to say that there's differences between men and 

women because we don't have a language for it. Like, you know, when 

you ask me I feel, I don't want to generalize, it makes me 

uncomfortable, but still we all know that there's different types of 

energies you can use. So I think it's just I'm looking for a new type of 

language which can professionalize it and acknowledge differences 

which are not related to genitals but energies 

239 

I still hire by gut. Maybe fast forward a few years but we're not there 

yet, we are not sort of structured with our policies and you know, we 

still don't have... we're just had our first paycheck, I am going to go with 

my guts to see whats lacking in terms of resources, competencies, 

capabilities, energies in the team and try to get that. Let’s say rather 

than through policies more in terms of the culture of the company. 

Exactly. We just started a conversation about it today, and how we need 

to be more international. Global. Definitely have more diversity. So 

with everything that that entails, but I mean I'm not going to not hire a 

woman because it needs to be a man. I'm going to hire that energy that 

we need in the company which can come from any type of gender or 

non gender by gender, whatever. 

HP DC  

240 

I think we hire people who. I mean I think when I hire somebody I hire 

somebody based of course comes in skills but especially gut feeling and 

it's gut feeling, confidence, and if it's somebody that I can relate to and 

understand, I will feel more secure that I have seen who that person is. 

So it's harder for me for some reason, just recruiting right now, 

production manager in Peru had applications from Denmark, from 

Germany, from England and from Peru and I was really aware that I 

knew it was to be harder for me to trust the Peruvian because the culture 

is so different. So I thought I've really tried to interview like instead of 

having, you know, selecting, x candidates, I selected 10. So that I could 

HP   
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become smarter and understanding the cultural because I knew I would 

have a bias in a way I would be more fearful and it's such an important 

position for us. 

241 

Yeah. We just didn't get any that were good enough. I got five, and they 

were really shitty all of them. Our prior production manager has been a 

man. 

HP TA  

242 
We're not that diverse. We just talked about it today actually, all our 

employees in Copenhagen are female, all our employees actually are 
IGD   

243 

Nine. We haven't really hired so I think, I mean because we're a startup 

company so I think that we haven't, uh, it's, it's always very, very 

chaotic when you don't have a budget. So it's actually only now that we 

started getting anybody on pay-roll. I'm personally not on pay-roll 

myself, so it hasn't been in that sense that official, but um, you know, 

Eh, we haven't had an official policy. We've talked about fact that we 

are only women and that we would like to have a much more diverse 

workforce. I think it kind of boils down to the fact that we are extremely 

gender bias in our production. So in that sense we've made a choice that 

we do not want those two. We're not going to work in men's prisons 

IGD HP SP 

244 

I think we are, um, we are female founders, so that's not because we 

didn't want men, it's just because that's, that's who we are. And then we 

do predominantly for women rights on market. 

IOG HP  

245 

Honestly I think partially is you hire people, you know, like an old 

school. I mean there's still just the generation of men sitting on power 

so it's not that they don’t want to hire women, but it referred to the same 

issue. So I just brought up, who I can relate to, do you know who to 

hang out with blah blah, blah. Part of it AM. And then I think having 

kids is a big deal. I think you need to be really up for it if you want to 

be very, very ambitious and have gifts. That's how I feel. I have two 

kids. I think it's really difficult to be CEO of a global company and be 

bad-ass and at same time be a super mom and I'm not ready to give up 

my mom time. So I think it's, uh, it's also a choice last year it live. Um, 

I think it's not an easy puzzle, honestly. 

MA   
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246 

by making rules so that I pick up my kids at least three to four times a 

week at between four and eight. I don't work at all whatsoever. I, right 

now know that I'm in a period of my life where I have to really small 

kids. So that's also very intense period. And then I work a lot in the 

evenings, so a sacrifice a part of my life. So I have very few very good 

friend, but I don't have the big social network that I use. So I've just 

made a list of priorities. I don't play music anymore, for example, you 

know, I don't, I don't cook anymore very much. I used to do a lot of 

these things. I used to read a lot of books, so I'm just, I think I just 

decided that the next three years at least if I wanted to run this company 

and have two wonderful daughters and be a mom and have a good 

balance and be a good person then that's, you know, that's what I can 

manage and that's on my list. I've just made a bad-ass priority 

MA   

247 

I used to work a lot better at washing. Right? But I'm just more 

experienced, much smarter person. I would always hire moms. Really. 

I think you learn so much about yourself, about life that makes you a 

better and more efficient manager and you're better at making good 

decisions. I think 

MA LE  

248 

I think it's changed in the way that I really have the ambition to build 

the best workplace also for women, so we empower women in Peru, but 

I want to make sure that the workplace we build here is that it's doable 

at all. It might not be. I don't know, but I'm not ready to give up on that. 

I think it can be. I think we can be able to work part time. I think we 

can be able to perform and go home at 3:30 every day. I don't believe 

in long work days. I believe in sprints. If you have a deadline that's fine, 

but I think in general we are much happier and much more efficient if 

we get input from some other places and we get air and would you 

exercise and we deploy a yoga or morning run and getting through and 

then go to seminars, are good parents. So uh, yeah. That's uh, that's the 

company that I want to build, 

MA LE  

249 

I think the whole quota thing is a difficult conversation because I think 

it's kind of like prostitution. You kind of wish that it wasn't an issue so 

you wouldn't have to legally do it at the same time. I think. I think when 

QU   
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you get a legislation it just happens so much quicker. You can speed up 

the process. So if that's, if that was the. If there was like a backups doing 

that and it needs to be from my perspective of a time period since then 

you see the next five years or whatever. Hopefully your transition or so 

it's not a thing you do forever because hopefully it's like transitioning 

into sustainable oils and saying if you want to get there faster and we 

need to make some legislations that make it possible for companies to 

just make that change immediately. And so I think I would welcome it, 

hate that it be strictly imposed, but I think you could create a big 

difference in society. So I'd be OK with it. 

250 
That was by design and that's because I have a core belief that I believe 

we can create impact for women 
RRM   

251 

So thinking about it, there's a strong bias in the, the, the, the production 

that we have and the customers that we have are all female and so, and 

the founders a female. So I think that is a led to the designers that we've 

worked with, for example, or the assistant designers, the people who do 

women's wear. And I think you just have more women who work with 

women's wear than men honestly. So those who have been attracted to 

a company have been women, Eh, we haven't had any applications 

from, from men and we haven't actively. So we've had, I think we have 

one male intern last semester, which was great. 

TA IOG HP 

 


