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ABSTRACT 

 

This thesis explores the role of gender in contemporary work life through an investigation of the 

Danish consultancy firm Prudentia. The focal point of the investigation concerns the way in which 

the relation between gender and work is constructed at Prudentia. Furthermore, the thesis aims to 

investigate why this relation is present and what the implications of it are, on an organisational 

level. The empirical material that the thesis consists of is two in-depth interviews, with Prudentia 

employees, as well as a field observation of Prudentia’s Women in Consulting event. Answering 

the problem statement, the thesis subscribes to the ontological and epistemological beliefs that 

involve a socially constructed reality. These beliefs are also present in the theoretical framework 

of the thesis which consists of three theories, each providing a particular contribution to in the 

analysis. Firstly, Ernesto Laclau and Chantal Mouffe’s discourse theory allows the analysis to 

study the interviews and thereby disclose two, opposing discourses, namely the heteronormative 

discourse and the gender-neutral discourse, which respectively influence what the two respondents 

say. Secondly, with Francis Fukuyama’s theory of identity, it is found that the relation between 

gender and work is of great importance at Prudentia since they lack a strong common and uniting 

identity and that the Women in Consulting event is counterproductive for achieving gender 

equality. Thirdly, with Nils Brunsson’s theory of organisational hypocrisy, it is argued that the 

Women in Consulting event allows Prudentia to satisfy all their conflicting stakeholders, except 

for the female consultants who experience being treated unfairly. Finally, the discussion of the 

thesis is dedicated to reflecting upon what possible initiatives could actually contribute to 

improving gender equality in the workplace. It is argued that this could involve formulating a 

stronger company identity and values that unite the workplace, changing their internal language in 

order to change how gender is thought of and talked about or alternatively, changing their 

promotion structure.  
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INTRODUCTION 

 
As written in a Politiken lead from November 2018, for the last couple of years, identity has 

become a “hot political topic”1. As minorities have started to demand respect and recognition for 

being different from the majority, identity politics has made its way into our everyday lives and 

the public debate2. Especially the Danish universities have become the centre of many public 

discussions related to identity politics and the political correctness norm. At Copenhagen 

University the infamous Mexican themed party, which was cancelled since it was considered 

offensive by certain students, sparked great debate. In addition, the student organisation Front 

continues to fight for the inclusion of women and minority authors in the curriculum. At 

Copenhagen Business School, we pass the all-gender toilets and see our classmates sign up for 

“Female Business Leader”-events on Facebook. Furthermore, there is still talk of the incident at 

CBS, where an employee felt excluded by the eighty-year-old song, the Danish Song is a Young 

Blonde Girl 3. The employee was given an apology and the song was removed from the repertoire. 

This led many politicians, including the Prime Minister, Lars Løkke Rasmussen, to say that this 

political correctness and culture of violation now had gone too far4. However, instances like these 

keep appearing, and while some view identity politics positively, as it sheds light on certain 

problematics and gives a voice to the previously unheard5, others find that it limits freedom of 

speech and our democratic culture6.  

 

That we have become “obsessed with identity”7 as the American professor Mark Lilla claims, can 

be seen in the use of social media as well. Our accounts on Facebook, Twitter, LinkedIn, Instagram 

etc., are all platforms where we can choose to express ourselves and present the “us” we want to 

show to the outside world. Sharing certain pictures, statements, or job skills all play into the 

concept of the self that we wish to portray. According to writer Finn Skårderud, this makes sense 

as identity has gone from being something given to us, to be a job that needs to be done, something 

                                                
1 Translation from Danish, Politiken lead (2018) 
2 Politiken lead (2018) 
3 Translation from Danish, ‘den danske sang er en ung, blond pige’ 
4 Dandanell, F. (2018) 
5 Mølgaard, M. (2018) 
6 Zacho, M. & Davidsen-Nielsen, M. (2018) 
7 Bennicke, C. (2017) 
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we have to construct ourselves8. Social media have also become a popular place to have 

discussions on identity political topics and more people than ever before now have a direct channel 

to voice their opinions. This means that we live in a time where more people have an opportunity 

to be heard and additionally, feel that they have something to say due to their specific identity in 

relation to that of mainstream society.  

 

The emphasis on and consciousness of identity is also apparent in our modern work culture. In his 

book, One life. One time. On human being9, philosopher and businessman Morten Albæk stresses 

the fact that in order to find a sense of purpose with our lives, we must realize that we have one 

self, which cannot be divided. We cannot continue to speak of a separation between work and free 

time, because we fundamentally understand ourselves as a unity, i.e. one mind, one identity. 

Therefore, our work is part of the totality that makes out our self, and when we go to work, we 

must bring our full true self with us10. Issues related to identity and the contemporary workplace 

have for a long time been articulated through a variety of academic work. In 1994, Paul du Gay 

published the article titled Making up managers: bureaucracy, enterprise and the liberal art of 

separation. Through this article, he describes the rise of a new managerial discourse, which has 

grown out of a critique of bureaucratic governance. According to du Gay, this critique of the 

bureaucracy can be seen as a result of globalisation, which “(…) creates an environment 

characterized by massive uncertainty”11. In such environments, it becomes essential for 

organisations to be flexible so that they can rapidly change their conduct and adapt to new 

circumstances.  

  

According to du Gay, the organisation that grew out of this context was the enterprise, which 

consists of the following features: “(…) initiative, self-reliance, risk-taking and the ability to 

accept responsibility for oneself and one’s actions”12. Furthermore, the individual in an enterprise 

becomes an “entrepreneur of the self” and thus, the individual remains continuously engaged in 

that one enterprise13. Du Gay argues that we are witnessing a subjectification of the contemporary 

                                                
8 Skårderud, F. (2018) 
9 Translation from Danish, ‘Ét liv. Én tid. Ét menneske’ 
10 Jacobsen,T. (2018) 
11 Du Gay, P. (1994), p. 658 
12 Du Gay, P. (1994), p. 659 
13 Du Gay, P. (1994), p. 660 
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workplace, which “(…) places considerable responsibility on the shoulders of individuals 

themselves for their own advancement”14. Through this new discourse, the employee becomes 

“(…) an individual in search of meaning and fulfilment, looking to ‘add value’ in every aspect of 

existence”15. Du Gay holds that if bureaucracy is to be replaced by entrepreneurial forms of 

conduct, some serious consequences will follow. These might involve less equality and rougher 

justice for citizens16. The bureaucratic organisation is characterized by its employees being defined 

by fixed roles and a clear hierarchy. According to du Gay, the bureaucratic culture has a particular 

ethos, “a means of conducting oneself”17, that works to ensure equality and justice. When this 

organisational form is replaced by the enterprise it becomes essential for employees to bring their 

whole self and identity to work and make use of it throughout the workday. While this gives certain 

opportunities, it can also threaten equality and justice in cases where personal judgement is 

applied. In addition, having to bring one’s own identity rather than act according to a predefined 

work role, makes the employee more vulnerable, in cases that identity is not recognized or 

respected.  

 

There is much evidence suggesting an increased focus on identity in our contemporary western 

societies. This manifests itself through the previously mentioned examples of political correctness 

and identity politics, which are present in our everyday lives and in the public debate. Furthermore, 

we are witnessing a continuous growth in the use of social media, in which framing, and expression 

of identity is one of the central purposes. In addition, identity is becoming an increasingly central 

part of modern work life. Morten Albæk’s newest book is a manifestation of the mindset within 

the modern enterprise, as described by du Gay, where the contemporary workplace becomes the 

main arena for self-realisation. However, du Gay suggests that there are some serious issues related 

to this development of the modern enterprise in relation to equality and fairness in the workplace. 

In a time of identity politics with tremendous attention paid to the inequality and inclusion of 

minorities, it becomes interesting to look into how modern enterprises work with identity and self-

realization. When focusing on a Danish modern enterprise in particular, paying attention on the 

part of identity and identity politics that relates to gender seems more fitting than for instance 

                                                
14 Du Gay, P. (1994), p. 671 
15 Du Gay, P. (1994), p. 663 
16 Du Gay, P. (1994), p. 672 
17 Du Gay, P. (1994), p. 666 
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ethnicity or religion, due to the country's’ history of women movements, riots and fights for gender 

equality during the ‘60s and ‘70s especially, having shaped the Danish labour market18.  

 

This thesis aims at investigating the role of identity in contemporary work life. Investigating this, 

it is found beneficial for the thesis to base the investigation on a particular case study that reflects 

the characteristics of a contemporary enterprise. The consultancy firm, Prudentia, is in this case 

seen as an example of a modern enterprise and therefore chosen as an empirical basis for the 

investigation. Secondly, the limited scope of this thesis requires a specific focus on identity as a 

fulcrum of the investigation. As we have seen, it seems that gender is an aspect of identity, which 

frequently manifests itself as an issue throughout our contemporary societies and workplaces. Due 

to this increasing tendency, gender is chosen as the specific aspect of identity subjected to further 

investigation. At the modern workplace, this is evident through the increasing number of clubs and 

events within consultancy firms presumably dedicated to strengthening the female interest in 

pursuing careers within consultancy. For instance, in March this year, Prudentia, arranged an event 

titled Women in Consulting where they invited female students to a full day event with the aim of 

providing them with insights into a potential future as a female consultant at Prudentia.  

 

Based on these considerations, the overall question that this investigation aims to answer is: What 

role does gender play in contemporary work life? This overall question of the investigation is to 

be understood as an overarching question that has guided the choices throughout the process of 

this study. In order to investigate this, the aim of this thesis is to answer a more specific problem 

statement which, divided into two parts, reads: 

 
1. In what way is the relation between gender and work constructed at Prudentia?  
2. Why is this relation present, and what are the implications of it on an organisational 

level? 
 

 
 
 
 

 

                                                
18Kvinfo (2019) 
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THESIS STRUCTURE 

 

The first part of the problem statement expresses a desire to investigate in what ways the relation 

between gender and work is constructed at Prudentia. To do so, Ernesto Laclau and Chantal 

Mouffe’s discourse theory is applied to the empirical basis of the thesis. Through the discourse 

analysis, the aim is to map what is said in the interview with Kristine, the main responsible for the 

Women in Consulting event, and the presentation by Sara, an employee of Prudentia at the time. 

By studying what these two representatives of Prudentia say, the thesis aims to shed light on what 

discourses are present at Prudentia in relation to gender and work.  

 

The second part of the problem statement aims to investigate why the relation between gender and 

work is present and what the implications of it are on an organisational level. In order to answer 

this part, the thesis will apply Francis Fukuyama’s theory of identity and identity politics. This is 

done with the aim of gaining a better understanding of the Women in Consulting event and the 

actions and statements of the employees of Prudentia, with Kristine and Sara as representatives. 

However, by applying Fukuyama’s theory of the focus on identity in modern society, the aim is 

also to view Prudentia as a part of a larger tendency of modern times. The second part of the 

analysis, applying Fukuyama’s theoretical concepts, will draw on findings from part one using 

Laclau and Mouffe, to show how the tendency to focus on identity, and herein gender, can be 

understood in light of discourse theory. Fukuyama’s theory also provides an understanding of the 

potential consequences of focusing on identity, which can be useful in understanding the effects 

that identity politics has on a workplace like Prudentia.  

 

Lastly, Nils Brunsson’s theory of organisational hypocrisy is applied with the aim of providing 

another perspective, also concerning the second part of the problem statement, regarding the 

implications of dealing with this particular relation between gender and work at Prudentia. More 

specifically, this perspective is introduced to gain a deeper understanding as to why an organisation 

like Prudentia choses to host an event such as the Women in Consulting event with its focus on 

female inclusion while arguing that they have no issues with gender equality and that the goal of 

the event is not to promote female inclusion. Findings from the first two parts of the analysis are 
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used to understand the different factors and perspectives which lead to Prudentia’s, it is argued 

through Brunsson’s theory, hypocritical organisational behaviour.  

 

On the page below the structure of the entire thesis is illustrated. As shown here, in the following, 

a few existing theoretical perspectives for studying the relation between gender and work will be 

presented. This is done to show what already exists on the topic and doing so, where there appears 

to be void in the existing literature, which will be attempted to be added to throughout the thesis. 

After this, the methodological reflections follow. These begin with a presentation of the case, 

which is first described and afterwards discussed in relation to how it will be used, in this thesis, 

as an example of the contemporary work life. Then, the overall ontological and epistemological 

beliefs in this thesis are discussed and the paradigm of social constructivism is described and 

reflected upon in relation to the scientific validity of the study. In addition, the thoughts behind 

using Prudentia as a paradigmatic case and applying a hypothetical approach in the study is argued 

for. Following this, the considerations in relation to the theoretical perspectives are made, and last, 

the research process is discussed in detail. Here reflections on ethnography, empirical 

considerations in relation to discourse analysis and the role of the researcher position will be 

provided.  

Following this, the theoretical outline begins, where the theories of Laclau and Mouffe, Fukuyama 

and Brunsson will be described respectively. Afterwards, these theories will be put in use in the 

analysis, which has three parts, as explained above. Following this, the main findings will be 

accounted for in a sub-conclusion. Then follows a discussion of these findings and the role that 

gender plays in contemporary work life. This ends in a reflection of whether the thesis has 

contributed to the existing knowledge in the domain of interest, with reference back to the existing 

perspectives on the relation between gender and work, introduced in the beginning of the thesis. 

In relation to this, it will be discussed what the findings of this thesis point towards as interesting 

to investigate further. Finally, the overall question of the investigation and problem statement will 

be answered in the conclusion by combining findings and reflections throughout the study.  
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EXISTING THEORETICAL PERSPECTIVES REGARDING IDENTITY AND WORK 

 

The aim of this part of the thesis is to review the already existing literature regarding identity, 

gender and the modern workplace. The three following paragraphs below each represent an 

academic publication that somehow deals with this field. When browsing through the already 

existing literature, it was difficult to find publications regarding corporate events targeting female 

inclusion, similar to the one that this thesis deals with. However, it is argued that each of the three 

publications that will be accounted for in this section represent a particular type of perspective that 

dominates the literature regarding identity, gender and the modern workplace. This will be 

elaborated on in the last paragraph of this section, following the outline of the publications. 

Furthermore, a part of the section in this thesis, titled Discussion will be dedicated to elaborating 

on how the findings from this thesis can be seen as contributing with a unique perspective to this 

already existing literature and thereby advancing the scientific debate. Firstly, an outline of the 

three publications and their findings will be presented below. 

 

In her book from 2006 titled Gendered Talk at Work, Janet Holmes explores the way in which 

gender contributes to the interpretation of meaning in workplace interaction. Holmes believes that 

gender is an ever-present consideration, meaning that gender is a background factor in every 

communicative encounter and therefore, gender is always potentially relevant for understanding 

what is going on in face-to-face interaction between people19. Through her book, she examines 

how women and men negotiate their gender identities and professional roles in everyday 

workplace talk20. She bases her investigation upon observations of women and men in a number 

of mainly white-collar professional, New Zealand organisations, focusing on how the women and 

men manoeuvre through the discourses of this specific context21. Holmes argues that effective 

female and male communicators succeed because they manage to constantly draw from a wide 

and varied repertoire of discourses, “(...) ranging from normatively ‘feminine’ to normatively 

‘masculine’ ways of talking, and that they skilfully select their discursive strategies in response to 

                                                
19 Holmes, J. (2006), p. 2 
20 Holmes, J. (2006), p. 1 
21 Holmes, J. (2006), p. 5 
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the particular interactional context”22. The book can, therefore, be understood as a report of the 

influence of discourses gendering the workplace. 

 

In their book from 2018, titled Diversity and Identity in the Workplace, Florence Villeséche, Sara 

Louise Muhr and Lotte Holck investigate the links between identity, diversity and diversity 

management. They pose the question: how can we work with this tension between diversity and 

identity? And how does this translate in the workplace and into practices related to diversity and 

inclusion? Answering this question, Villeséche et al., review three different perspectives on 

identity and show how each perspective offers different possibilities and has different 

consequences for diversity management23. The first identity perspective they discuss is social 

identity theory (SIT), which holds that individuals not only have ‘personal identities’ but also have 

‘social identities’ related to a group they feel attached to. Connecting this theoretical strand to the 

workplace, Villeséche et al. argue that traditional diversity management is highly influenced by 

assumptions derived from SIT24. The second perspective they address is the critical perspective 

which is mainly concerned with exposing the problematic power relations that accrue from 

defining social categories. According to Villésche et al., this perspective has contributed to 

understanding shortcomings of the SIT perspective in diversity literature, but at the same time they 

criticize this perspective for lacking solid empirical work mobilizing their theoretical insights25. 

The third perspective they discuss is the post-structuralist perspective which builds on the critical 

view and emphasizes that identities are fragmented, fluid and thus non-manageable. Therefore, 

Villésche et al. argue that this approach encourages constant reflexivity about the way that norms 

structure our concepts and we must undo these concepts in order to reach equality26. 

 

In 2005, the United Nations agency The International Labour Organisation (ILO) published an 

extensive report presenting a selection of gender equality initiatives, with the title Gender Equality 

and Decent Work - Good Practices at the Workplace. The report presents twenty-five gender 

equality initiatives that have been successfully conducted in different types of organisational 

settings, ranging from governments, trade unions, employers’ organisations and business 

                                                
22 Holmes, J. (2006), p. 1 
23 Villésche, F. et al. (2018), p. 6 
24 Villésche, F. et al. (2018), p. 35 
25 Villésche, F. et al. (2018), p. 57 
26 Villésche, F. et al. (2018), p. 65 
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communities27. ILO argues that the aim of the report is to expose good practices for gender equality 

initiatives that can be a useful tool for practitioners “(...) to learn from the successful experiences 

of others and to apply them to their own work”28. In addition to presenting the twenty-five good 

practices, the report consists of an analytical chapter that distinguishes eight thematic categories 

corresponding to the initiatives presented through the twenty-five practical examples, as a guide 

for practitioners who seek to learn from these good practices29.  

 

As mentioned in the introduction of this section, it is argued that these three publications each 

represent a particular perspective that informs the field that this thesis is also concerned with, 

namely the relationship between identity, gender and work. Therefore, it is further argued that they 

together make up a representative picture of the already existing, particular literature that this thesis 

also contributes to. Firstly, Holmes’ book is an empirically based investigation which, through 

discourse analysis, examines how women and men negotiate their gender identities and 

professional roles in everyday workplace talk. Secondly, Villeséche et al.’s book provides a more 

theoretically based perspective that investigates the influence of identity theory in diversity 

management theory. And thirdly, ILO’s book can be seen as a practical contribution to the 

literature, providing good practices for gender equality initiatives at the workplace.  

 

 

 

 

 

 

 

 

 

 

 

 

                                                
27 International Labour Office (2005), p. 3 
28 International Labour Office (2005), p. 3 
29 International Labour Office (2005), p. 7 
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METHODOLOGICAL REFLECTIONS 

 

In the following, all the methodological choices made in the study will be discussed and reflected 

upon. These begin with a case description and discussion of the role of the case. Then, the overall 

ontological and epistemological beliefs in this thesis are discussed and the paradigm of social 

constructivism is described and considered in relation to the scientific validity of the study. In 

addition, the thoughts behind using Prudentia as a paradigmatic case and applying a hypothetical 

approach, is argued for. Following this, the considerations in relation to the theoretical perspectives 

are outlined, and last, the research process is discussed in detail. Here reflections on ethnography, 

empirical considerations in relation to discourse analysis and the role of the researcher position 

will be provided.  

 

The Case 

 

During the early stages of the research process, a curiosity towards the generally increased focus 

of female inclusion in the workplace developed and influenced the point of departure for the 

research process and the problem statement. The overall question that this investigation revolves 

around demands an investigation of what role gender plays in contemporary work life. In order to 

investigate this role, a specific investigation of a particular case was seen as beneficial, which will 

be elaborated on in the section titled Paradigmatic case. The empirical basis of this investigation 

ended up being the consultancy firm which is referred to as Prudentia. The choice of this topic and 

particular case led to the development of the specific problem statement: In what way is the relation 

between gender and work constructed at Prudentia? And secondly, why is the relation present, and 

what are the implications of it on an organisational level?  

 

Ending up choosing Prudentia as the particular case for the investigation involved browsing the 

internet for information about consultancy firms that dealt with female inclusion and/or gender 

equality. Prudentia’s Women in Consulting event quickly appeared as highly relevant for studying 

the field of interest articulated through the overall question of the investigation. After contacting 

Prudentia and being granted permission to use their company as the empirical basis for the 
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investigation, a process, regarding what type of data that would be sufficient to collect, started. 

The Women in Consulting event seemed relevant to investigate further since the focal point for the 

investigation revolves around the relationship between gender and work at Prudentia. This led to 

the decision to attend the event as observers, i.e. doing a field study of the event. In addition, an 

interview with the main responsible for the event, Kristine, was arranged. This interview took 

place a couple of weeks before the event and had the aim of gaining insight into Prudentia’s 

thoughts and reflections behind hosting the Women in Consulting event. Furthermore, the 

interview was seen as an opportunity to collect information on how an employee of Prudentia, 

namely Kristine, experience being a female consultant at this company. And lastly, the goal of the 

interview was also to learn how Prudentia deals with gender on a more general level.  

 

In addition to observing the event and interviewing Kristine, it was seen as necessary to provide 

another perspective from a female employee, not involved in arranging the event, in order to learn 

about her experience of being a female consultant at Prudentia. This piece of data, therefore, ended 

up being a tape recording of a presentation that Sara, a management consultant at Prudentia, held 

during a lecture at Copenhagen Business School in the spring of 2018. To sum up, the empirical 

basis of this thesis consists of three pieces. The Women in Consulting event, the interview with 

Kristine and the presentation by Sara. Considerations related to the data collection process will be 

further elaborated on in the paragraph titled Data collection which will appear later in this 

methodological outline.  

Prudentia as an example of a contemporary workplace 
It is here argued that Prudentia, as a consultancy firm is a good example of a modern workplace. 

The concept of the modern workplace is, in this investigation, based on Paul du Gay’s concept of 

the enterprise. Throughout the introduction of this thesis, Paul du Gay’s concept of the modern 

enterprise was presented. According to du Gay, the modern enterprise requires a workforce that 

represents initiative, self-reliance, risk-taking and the ability to accept responsibility for oneself 

and one’s actions30. Furthermore, the modern enterprise consists of a flat structure without clearly 

defined work roles and the employee in this type of organisation is required to bring her/his whole 

                                                
30 Du Gay, P. (1994), p. 659 
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identity to the workplace and make use of it throughout the workday31. An assumption of this 

thesis is that consultancy firms are, in general, seen as representing clear traits of du Gay’s modern 

enterprise. As a consultant you are constantly assigned to different projects within different types 

of sectors, i.e. your work role constantly changes. Secondly, the product that a consultant produces 

is the consultants him/herself which contribute some kind of specific knowledge, and they are 

therefore dependent on bringing their whole self to work and make use of it throughout the day. 

Thirdly, because the work role lacks definition, it is, as a consultant, important to be initiating and 

risk-taking. This supports the decision to choose Prudentia as the empirical basis when wanting to 

investigate the modern workplace. 

 

Social Constructivism 

 

Unlike the natural sciences, human and social science is not characterised by a general consensus 

regarding the ontological character of reality and epistemological conditions of how this reality is 

perceived. This results in a number of different scientific paradigms within the human and social 

sciences, which have different ontological and epistemological views that their studies are 

premised on. Ontology concerns the investigation of, and knowledge about, the nature of being32, 

while epistemology deals with studying the nature of knowledge33. Committing to a certain 

paradigm will imply a certain onto-epistemological34 point of departure for the research process 

and the resulting analysis and thereby the knowledge it is possible to produce. Therefore, it is 

important to commit to the scientific paradigm that enables the best conditions for shedding light 

on the particular topic. The fulcrum of this thesis is to investigate what role gender plays in 

contemporary work life, why gender has entered into the field of work and what the implications 

of this might be. In this lies an understanding that the relation between gender and work has 

changed over time and is a socially constructed phenomenon. The onto-epistemological point of 

departure for the thesis must, therefore, be that reality is not fixed and objectively given, but instead 

                                                
31 Du Gay, P. (1994), p. 671 
32 Jacobsen, M. et al. (2012), p. 634 
33 Jacobsen, M. et al. (2012), p. 639 
34 The concept referred to as onto-epistemological is to be understood as a contraction between the two concepts ontological and 
epistemological and the meaning of the concept is, therefore, the same 
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socially constructed. This in turn implies that knowledge of this socially constructed reality must 

also be contingent of the context in which that knowledge is produced.  

 

According to the overall belief within social constructivism, certain things and phenomena which 

are often times considered natural or independently existing, are instead actually brought forward 

and only sustained through different social practices35. The main point of social constructivism is 

that phenomena are contingent, not universal. This means that these phenomena would not be able 

to exist without the social practice which they are embedded in, and this implies that they vary 

across different time periods, societies and even smaller groupings36. It is important to note that 

within social constructivism, there are varying positions with different views on epistemology and 

ontology, building on different philosophical traditions. Therefore, there are different types of 

social constructivism37. An overall distinction is found between epistemological constructivism 

and ontological constructivism. Epistemological constructivists claim that our cognition and 

knowledge of the world is socially constructed. Ontological constructivism, on the other hand, 

claims that reality in itself is a construction. Certain social constructivists commit to a combination 

of the two, often using the argument that if our knowledge of the world is shaped by social 

conditions, and if this knowledge corresponds with reality, then reality must be shared by social 

conditions38.  

 

Most ontological constructivist take on limited constructivism, stating that the social reality is a 

social construction, but that this is not the case for the physical reality. This highlights the 

distinction between the social reality and the physical reality39, which the thesis makes use of as 

well. This thesis commits to the belief of ontological constructivism regarding the social reality 

and an epistemological constructivism regarding both the social and physical reality. This entails 

considering all knowledge production of both the social and physical reality to be socially 

constructed and influenced by societal conditions. In addition, the social reality in itself, and 

thereby all social phenomena, are also considered socially constructed. However, the physical 

world is not to be understood as a social construction, but as something that exists independently 

                                                
35 Collin, F. (2012), p. 335 
36 Collin, F. (2012), p. 335 
37 Collin, F. (2012), p. 337 
38 Collin, F. (2012), p. 337 
39 Collin, F. (2012), p. 337 



Page 18 

of our opinions of it. It is here argued, that the theorist in this thesis overall seems to subscribe to 

similar onto-epistemological beliefs. Below it is explained how this comes across in the theory of 

Laclau and Mouffe, Fukuyama and Brunsson respectively. It will be argued that Laclau and 

Mouffe’s constructivism appears to be the most extreme by stating that all things are constructed, 

while Fukuyama and Brunsson mainly express views indicating that social phenomena, in relation 

to societal trends and tendencies in behaviour, are constructed.  

 

The aim of social constructivism often is to promote a certain ideology based on the implicit 

message that as things are socially constructed, it must be realised that they could be constructed 

differently40. Social constructivists often find themselves engaged in a critique of the ruling order 

where the task is to show that there is a way of changing the status quo. In that sense, it can be 

argued that social constructivism has deconstructive tendencies41. Critique in social constructivist 

research often aims at a type of disclosure42, attempting to scientifically prove that societal 

traditions, institutions and beliefs are actually historically contingent of different societal factors, 

which should and can be rethought43. In many ways, this critical type of disclosure is present in 

this thesis, as it claims that the way in which Prudentia organise themselves in relation to identity 

politics and the focus on gender, in particular, is a result of discursive social practices that could 

be different and which have potential consequences to be aware of.  

 

As it was described in the thesis structure, the three theoretical approaches provide different angles 

into understanding the different parts of the construction of the phenomenon of gender at 

Prudentia. The choice of including Fukuyama’s theory in the theoretical framework fits well with 

the overall scientific paradigm of the thesis, social constructivism. It can be argued that 

Fukuyama’s theory can be positioned within this paradigm as his whole work on identity consists 

of an analysis of the history of the concept of identity, and how the tendency to focus on identity 

is at the root of understanding much of human behaviour in modern times. Throughout his book 

Identity from 2018, Fukuyama presents an outline of the origins of the modern concept of identity 

while also elaborating on the consequences of this concept primarily focusing on how identity has 

                                                
40 Collin, F. (2012), p. 338 
41 Collin, F. (2012), p. 338 
42 Concept by Ian Hacking, Collin, F. (2012), p. 338 
43 Collin, F. (2012), p. 339 
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entered the political sphere. When describing our modern relationship to identity, Fukuyama refers 

to identity as “a concept” that has “emerged”44 and he argues that this concept of identity is 

dynamic because it has had different meanings at different times in history. In addition, he claims 

that identity spreads discursively and is socially constructed45. Based on these considerations, it is 

here argued that Fukuyama’s work can be positioned within social constructivism, which holds 

that our social reality is constructed and therefore also changeable at different times and cultures.  

 

Similar to Fukuyama’s theory of identity, it is here argued that Nils Brunsson’s theory of 

organisational hypocrisy fits well within the overall scientific paradigm of the thesis, social 

constructivism. Brunsson’s theory can be described as a sort of managerial tool that can be used 

by organisations trying to manoeuvre and gain legitimacy in a world of conflicting demands. 

According to Brunsson: “hypocrisy is a response to a world in which values, ideas, or people are 

in conflict — a way in which individuals and organizations handle such conflicts”46. The social 

world consists of values, ideas and people. Brunsson argues that these values, ideas and people are 

constantly changing and often also conflicting, i.e. different values, ideas and people represent 

contradicting views, perspectives and realities. Based on this, it is argued that Brunsson can be 

positioned within the social constructivist realm of science. This scientific paradigm holds that 

social reality is changeable and therefore also temporarily constructed. In other words, Brunsson’s 

theory of organisational hypocrisy aligns well with the scientific paradigm of this investigation. 

 

It is here argued that Laclau and Mouffe’s discourse theory fits well within this paradigm as they 

believe that the discourses, brought forward and sustained by all practices in which language is 

used, constitute reality. In that sense, society is the totality of our linguistically informed 

practices47. Discourse analysis is considered an influential constructivist position48. However, it is 

important to note that Laclau and Mouffe also represent structuralist and poststructuralist views. 

This is exemplified in their focus on the creation of systems of meaning which influence speech 

and actions and in the fact that these systems of meaning are in a constant fight for a fixation49. As 

                                                
44 Fukuyama, F. (2018), p. 24 
45 Fukuyama, F. (2018), p. 141  
46 Brunsson, N. (2007), p. 8 
47 Collin, F. (2012), p. 363 
48 Collin, F. (2012), p. 359 
49 Wæver, O. (2012), p. 291 
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will become clearer in the theoretical outline of Laclau and Mouffe’s theory, this is a large part of 

the fundamental beliefs of their discourse theory, which additionally incorporates concepts from 

structuralists, for instance from Saussure's linguistic. While there are many similarities between 

(post)structuralism and social constructivism50, it is here argued that this thesis mainly expresses 

views of the latter. This is due to the fact that, as Ole Wæver claims when writing on the similarities 

and differences, social constructivists attempt to include subjects, objects and the social room 

(including language) as socially constructed phenomena, which can be studied in one coherent 

analysis51. Structuralists and poststructuralists, on the other hand, would create a much harder 

separation between these things52.  

 

As mentioned, Laclau and Mouffe’s discourse theory is argued to represent a more extreme case 

of social constructivism than Fukuyama and Brunsson’s theories do. The reason for this is that 

Laclau and Mouffe claim that no object can exist without being discursively conditioned53.  Going 

back to the distinction between the social and the physical world, this can be interpreted to mean 

that Laclau and Mouffe believe that even the physical world is socially constructed. However, as 

often stated in relation to Laclau and Mouffe’s metaphysical beliefs, it is hard to distinguish where 

the boundaries of their constructivism go54. It will here be argued that whether or not they subscribe 

to an ontological constructivism of the physical world and to which degree, is not important in 

order to perform this particular study of the role of gender at Prudentia, as gender in this case is 

relevant only as a social phenomenon.  

Scientific validity 
The following paragraphs will provide a reflection on the scientific validity of this research project. 

This means that this paragraph revolves around the question: how can it be argued that the claims 

presented in the analysis of this thesis can be termed knowledge claims, i.e. that what they 

represent is true? The first part of the problem statement of this investigation points to the question 

regarding in what way the relation between gender and work is constructed at Prudentia. In other 

words, this thesis investigates the relation between gender and work in a specific, contemporary 

                                                
50 Wæver, O. (2012), p. 298 
51 Wæver, O. (2012), p. 298 
52 Wæver, O. (2012), p. 298 
53 Collin, F. (2012), p. 364 
54 Collin, F. (2012), p. 363 
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work life context, namely at Prudentia. Implicitly within the problem statement lies the idea that 

the relation between gender and work can be experienced in many different ways, depending on 

different social factors like the people involved, the general context etc. The investigation is 

therefore limited to how this relationship is particularly constructed at Prudentia. In her article 

from 2014 titled Neither Rigorous nor Objective, Dvora Yanow argues that the people involved in 

the research and the researchers themselves are all involved in constructing the field of 

investigation55. Therefore, the question of validity in the investigation appears: how is it possible 

to say something true, i.e. generate knowledge about the object of investigation through a context-

specific approach? 

 

According to Yanow, there is a general perception amongst positive scientists that the results of a 

study can only be termed as knowledge when the research process is strictly rigorous and therefore 

produces objectivity. Yanow argues against this perception and for the impossibility of detached 

knowledge56. Therefore, Yanow emphasizes the context-specific knowledge: “it (knowledge) is 

created in a situation, and it is of that situation. Knowledge and practice intertwine: social realities 

are constructed by the actors in those situations, acting together - that is the knowing and 

understanding are also intersubjective; and the meaning of these acts can only be understood 

through interpretation”57. Translated to the investigation of this thesis; gaining a representative 

understanding of Prudentia’s relation to gender and work, relies upon interacting with the 

company, its employees and the event. Furthermore, the possibility of answering the second part 

of the problem statement, related to why this relation is present and the implications of it on an 

organisational level, is only possible through an interpretation of what we are told by the 

interviewees, and of what we observe at the event. In other words, succeeding in gaining access 

to, and understanding, the reality that the empirical field represents, requires the collection of data 

to be based upon talk, engagement and interaction with Prudentia which is possible through 

listening to, and interacting with, Kristine, Sara and the Women in Consulting event. Thus, the 

analysis of this thesis represents context-specific knowledge that relates to the reality of Prudentia. 

In extension of this appears the question: how is it possible to generalize context-specific 

knowledge? 

                                                
55 Yanow, D. (2014), p. 106 
56 Yanow, D. (2014), p. 106 
57 Yanow, D. (2014), p. 109 
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Paradigmatic case 

The overall question of this thesis demands an investigation of the role that gender plays in 

contemporary work life. In order to achieve this, the investigation revolves around a problem 

statement focused on Prudentia. In that sense, and as argued in the paragraphs above, this thesis 

produces context-specific knowledge. Therefore, it might immediately seem to limit the 

opportunities to become generalisable.  However, the goal is that the specific reality experienced 

by the employees of Prudentia, and addressed and analysed through this thesis, can form a greater 

understanding that is representative for other contemporary workplaces. This view is supported by 

several academics who defend the contribution of the case study and its generalizability. This is 

among others discussed by Bent Flyvbjerg in his Five Misunderstandings about Case-Study 

Research. Meanwhile, this thesis will make use of Giorgio Agamben’s thoughts on the validity of 

a single case and in addition, his insights on the strength of the hypothetical approach of an 

investigation, which will be disused later on.  

 

Throughout his book The Signature of All Things from 2009, Giorgio Agamben argues that 

context-specific knowledge opens up for the possibility of constructing a framework that captures 

the specificity of the case, i.e. relating to the case as a paradigmatic case and thereby achieving 

generalisability. In Agamben’s words, this involves producing a “knowledge that is neither 

inductive nor deductive but analogical. It moves from singularity to singularity”58. Understanding 

Agamben’s concept of paradigmatic case, depends on exploring his concept of a paradigm. In 

developing his concept of paradigm, Agamben refers to Thomas Kuhn’s understanding of what a 

paradigm is. Based on this, Agamben argues that: “A paradigm is simply an example, a single case 

that by its repeatability acquires the capacity to model tacitly the behaviour and research practices 

of scientists. The empire of the rule, understood as the canon of scientificity, is thus replaced by 

that of the paradigm; the universal logic of the law is replaced by the specific and singular logic 

of the example”59. In other words, a paradigm is an example, i.e. a single case, that through its 

specificity and repeatability gains scientific validity. Thus, through investigating a specific case 

and its context, it is possible to reveal relationships specifically within that case, that can be 

analogically true in other similar cases.  

                                                
58 Agamben, G. (2009), p. 31 
59 Agamben, G. (2009), p. 11 
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Relating this to the methodological framework of this thesis, it can be argued that viewing the 

specific case of this investigation, namely Prudentia, as a paradigmatic case opens up for the 

possibility of drawing analogies to other similar cases. In other words, it can be argued that the 

investigation points towards some general tendencies within the field of study. The aim is therefore 

that the investigation of this thesis will lead to some general knowledge about the role of gender 

in the modern workplace. However, it is argued that strict generalisability, understood as 

developing a universal logic based on the findings of this investigation, is limited. Opening up for 

such an opportunity would only be possible through a different type of methodological framework. 

This could for example be achieved through conducting a large number of interviews with several 

consultancy firms. However, this type of research would lack the richness and specificity that 

research based on a paradigmatic case consists of, which was prioritized in this investigation. 

Initial hypothetical approach 
The problem statement implies certain assumptions. It points to a belief that a relation between 

gender and work is in fact constructed and present at Prudentia and in addition, that this will have 

certain implications on an organisational level. The term ‘constructed’ is chosen as a result of the 

commitment of this thesis to discourse theory and its belief in a socially constructed reality. The 

choice to study the potential ‘implications’ of this relation between gender and work, and not, for 

instance, the ‘consequences’, which imply more negative connotations, is a conscious choice. This 

is due to the fact that there, from the offset of the study, was a desire to keep an open mind in the 

data collection phase. This means that in the early stages of the study, an initial hypothesis was 

formed stating that the concept of identity, particularly in relation to gender, was present at 

Prudentia. In addition, it was also a part of the initial hypothesis that Prudentia’s Women in 

Consulting event aimed at promoting female inclusion. However, how this relationship between 

gender and work would manifest itself, why it was present, and what would follow from this, was 

not assumed. Keeping these initial assumptions hypothetical was done with the aim of using the 

hypothetical aspect as a strength since it keeps the relation open and allows for the study to be led 

by the empirical findings, as they occur. Reflecting upon the scientific paradigm of this 

investigation, which is social constructivism, it is important to note that there is no social practice 

‘out there’, in its true form waiting to be discovered. This means that the hypothetical approach 
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can never be a tool to achieve true knowledge removed from researcher influence. However, the 

approach is an attempt to limit this influence and be less determining of the outcome of the study.  

 

Support for the strength of the hypothetical approach can be found by applying Agamben’s earlier 

mentioned text. In his analysis of Plato’s exposition of the paradigmatic method, Agamben 

discusses the meaning of the word hypothesis. Here he states that “It presumes (this is the meaning 

of the Greek term hypothesis, from hypotithȇmi, “I lay it below as a base”) givens that are treated 

as known principles, the evidence of which does not need to be accounted for (…) As stepping 

stones to take off from (…)”60. A similar understanding of hypothesis is used in this thesis. The 

belief that there is a particular relationship between gender and work at Prudentia, and that the 

Women in Consulting event works to promote female inclusion, is used as a stepping stone, a 

starting point, and something to play the empirical findings up against. In that sense, the hypothesis 

became a way into achieving an understanding of the organisation and its practice. The potential 

criticism of this kind of approach is that the researchers attempt to force the hypothesis down on 

the data and that you hereby risk not discovering something new, but instead only confirm what 

was anticipated from the beginning. However, here it is argued, that the hypothesis was used as a 

starting point from which the organisation was observed, while still leaving room to be surprised 

and change the course of the project.  

 

In other words, the idea was to allow the data to be leading more so than the theoretical framework 

applied. Fukuyama’s theory of identity politics sparked the primary interest in the focus of identity 

in modern work life, and in that sense, the theory did guide the data in the overall way that this led 

to the narrowing of a focus. However, it was through observing the consultancy industry in general, 

with their many women’s events and clubs, that pointed in the direction of gender and work as a 

specific topic for this thesis. Furthermore, with the aim of gaining a fuller understanding of how 

the relation between gender and work is experienced for the female employees of Prudentia, 

discourse theory presented itself as a valid way of mapping the experiences of Sara and Kristine. 

This seemed especially fruitful, as the two had very contradictory experiences, which was hard to 

understand from listening to their statements alone. The last applied theoretical standpoint, 

                                                
60 Agamben, G. (2009), p. 25  
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Brunsson’s hypocrisy theory is another clear example of letting the empirical findings be 

determining. The decision to add this theory was taken after the interview with Kristine, the 

responsible for the Women in Consulting event. Here she expressed, that while the name of the 

event could lead one to believe that the event concerned female inclusion, it was not the case. This 

was very surprising and broke with the initial hypothesis. 

 

Hypocrisy theory thereby appeared as a useful tool to understand why Prudentia would choose to 

host the Women in Consulting event if not to promote female inclusion. This means that an 

important implication of the hypothetical approach was to let our data be the leading factor more 

so than theory, and only determine the precise theoretical framework once the data had shown the 

most interesting to research further. This also works to disarm the criticism of not finding 

something new when working with a hypothesis. Here, the hypothesis ensured a starting point, but 

once proven wrong, it led the project to take a new and unexpected course, which could not have 

been planned or foreseen. This way, the hypothetical approach is used in a way that is more 

discovery-based than hypothesis testing61. This is meant in the sense that it does not matter whether 

the initial hypothesis was true or false. What matters is that the hypothesis functioned as a stepping 

stone that pointed to what was interesting to discover further.  

 

Theoretical Considerations 

 

The previous paragraph, on the structure of this thesis, has briefly presented the selection process 

regarding the development of the theoretical framework of this thesis. The thesis makes use of 

three different theoretical perspectives. Firstly, Laclau and Mouffe’s discourse theory. Secondly, 

Fukuyama’s theory of identity and identity politics. And lastly, Brunsson’s theory of 

organisational hypocrisy. These theoretical positions serve different purposes throughout the 

analysis and together it is argued that they make up the ideal theoretical framework for answering 

the problem statement. This part of the thesis will elaborate on this argument by providing 

reflections on the reasons for why these particular theories and concepts are chosen. 

 

                                                
61 Brewer, J. (2000), p. 34 
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Laclau and Mouffe’s discourse theory 

As mentioned, Ernesto Laclau and Chantal Mouffe’s discourse theory will, in the analysis of the 

thesis, be used as a framework for answering the first part of the problem statement and thus better 

the understanding of the relation between gender and work at Prudentia. Many theorists relate to 

discourses. Therefore, it will, in the following, be argued for the strengths of applying Laclau and 

Mouffe’s discourse theory, in particular, to this investigation. Throughout the 20th century, a 

strong interest in language developed within Western philosophy. This was later termed the 

linguistic turn62. With its basis in this turn, a specific position emerged within constructivism, 

namely discourse theory. In his book, The Archaeology of Knowledge. The Discourse on 

Language, the French philosopher Michel Foucault defined the concepts of discourse and 

discursive formation which many others have made use of since63. Foucault argued that discourses 

are relatively constructed and that these discourses present a framework for an understanding of 

reality and truth64. Foucault was inspired by the linguistic turn and aimed to inquire into which 

kind of implications it had that language took center stage in his own and the works of others. In 

that sense, he wanted to reflect upon what happened when language became the new subject more 

so than he wanted to create a particular method for discourse analysis that could be followed 

directly.  

 

Laclau and Mouffe’s theory is, contrary to Foucault’s approach, considered a practical tool for 

analysing a particular field. Therefore, it is considered to be most useful in analysing this specific 

case and mapping Kristine’s and Sara’s experience of the relation between gender and work. 

Laclau and Mouffe developed a particular discourse theory with the aim of being able to use the 

discourse analysis as a tool in analysing social trends65. They view discourses as linguistic 

concepts. Language has traditionally been understood as speech and writing. However, Laclau and 

Mouffe also consider the material and practical conditions of language as an important part of their 

understanding of language. Thereby, Laclau and Mouffe argue that it is not language alone that 

constructs reality, but the overall variety of material and institutional practices wherein we use our 

language66. By relating to this perception of language and by following Laclau and Mouffe’s 

                                                
62 Collin, F. (2012), p. 359 
63 Wæver, O. (2012), p 307 
64 Jørgensen, M. Phillips, L. (1999), p. 22 
65 Collin, F. (2012), p. 360 
66 Collin, F. (2012), p. 363 
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concrete method of discourse analysis, it is possible for this thesis to investigate Kristine and Sara’s 

specific experiences and thereby understand the relationship between work and gender at 

Prudentia.   

 

Also known for a specific method of discourse analysis is Norman Fairclough who was one of the 

main contributors of Critical Discourse Analysis. The difference between Fairclough’s discourse 

analytical approach and Laclau and Mouffe’s approach is addressed by Marianne Jørgensen and 

Louise J. Phillips in their book Discourse Analysis as Theory and Method. They hold that while 

Laclau and Mouffe view the social world as being wholly constructed by discourses, Fairclough 

distinguishes between discursive and non-discursive social practices. Therefore, Fairclough uses 

discourse analysis to analyse linguistic practices and other social theories for the analysis of other 

aspects of social practice. Contrary, for Laclau and Mouffe, all social phenomena are understood 

as discursive and therefore also analysed by using the same concepts, namely: discourse, 

articulation, closure etc67. As previously discussed, this thesis supports the view that all of social 

reality is constructed. In that sense, it can be argued that this thesis aligns with Laclau and Mouffe’s 

understanding that discourses construct the ontological basis of reality. Based on these 

considerations, it is argued that applying Laclau and Mouffe’s discourse theory is best for 

answering the first part of the problem statement and uncovering how the socially created 

phenomenon of gender is constructed in relation to modern work life.   

Fukuyama’s theory of identity 
Francis Fukuyama’s work on identity is included in the theoretical framework of this thesis with 

the aim of gaining a deeper understanding of why the relationship between work and gender is 

evident and what the potential implications of this relationship might be. In other words, the 

findings in part one of the analysis, the discourse analysis, will be further elaborated on with the 

use of concepts derived from Fukuyama’s work on identity and identity politics. Furthermore, it 

is argued that including Fukuyama in the theoretical framework of the thesis, opens up for a 

different and necessary perspective on the overall society that Prudentia constantly navigates 

within. Fukuyama’s work on identity is from 2018 and revolves around the contemporary Western 

societies and its, according to Fukuyama, increased focus on identity. Including Fukuyama into 

                                                
67 Jørgensen, M. & Phillips, L. (2011), p. 32 
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the theoretical framework thus allows for a greater understanding of why identity now also seems 

to have entered the corporate sphere and, in reference to the second part of the problem statement, 

what the implications of this may be.  

 

Fukuyama’s main interest lies in understanding the consequences of identity entering the political 

sphere in western societies. During the last few years, especially after Donald Trump became the 

president, many scholars have written on identity politics in America in particular. To name a few, 

Mark Lilla’s book The Once and Future Liberal: After Identity Politics68 and Asad Haider’s book 

Mistaken Identity: Race and Class in the Age of Trump69 both discuss identity politics in the 

Western world and perform a historical analysis of the concepts and point to its consequences. 

Haider, Lilla and Fukuyama all share a critical view of identity politics, and Fukuyama even thanks 

Lilla for feedback on his book. In addition, Fukuyama claims to be inspired by Lilla’s beliefs that 

the American Right-wing populism is a reaction to left wing’s identity politics and that the right 

won the 2016 election by mimicking the left wing, and thereby becoming identity political itself70. 

The reason for applying Fukuyama’s theory and not another writer on identity politics such as Lilla 

or Haider is that in addition to the historical analysis of identity politics and the potential 

consequences hereof, Fukuyama also provides a theory of the subject.  This is used to explain the 

historical evolution and the increased focus on identity in modern Western society, which rests on 

the desire for recognition as a driving force in human beings. This desire can be directly translated 

into being present in the workplace, and therefore it proves to be very beneficial to apply in this 

thesis. This way, the understanding of human beings in society, in general, can be applied to the 

behaviour in Prudentia, which in turn provides a better understanding of the group dynamics within 

the organisation. This means that while Fukuyama focuses on the political sphere, this thesis will 

make use of his theory about the relationship between humans and identity, as well as his diagnosis 

of modern, Western society, to be able to gain an understanding of what happens when identity 

becomes highly relevant, also within the corporate sphere. In other words, Fukuyama’s theory is 

not taken out of its context and used in a different one. Instead, the thesis investigates a particular 

part of society, namely a consultancy firm and a particular part of identity, namely gender, thus 
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choosing to focus on particular concepts derived from Fukuyama’s work related to this field of 

investigation.  

 

Fukuyama’s work on identity consists of a comprehensive account of the history of identity and 

the concept of modern identity. The limitations of this investigation, as well as the complexity of 

the overall theoretical framework of the thesis, does not allow for including Fukuyama’s complete 

theory. However, this thesis will draw on parts of Fukuyama’s theory seen as relevant for 

answering the problem statement. Deciding what parts of his theory to include was done after 

collecting the empirical data and after finishing the discourse analysis. The discourse analysis 

answers the first part of the problem statement relating to the relation between gender and work at 

Prudentia. Mapping Kristine and Sara’s realities allows the thesis to gain an understanding of what 

discourses are at play at Prudentia in their particular relation with gender. Fukuyama’s theory thus 

helps the second part of the analysis to gain an understanding of why these discourses are 

constructed the way they are. Furthermore, his theory also helps the investigation to gain an 

understanding of the individuals at the centre for the investigation. Lastly, Fukuyama can help the 

investigation with reflection upon the implications for Prudentia, related to thinking and acting 

according to these discourses. The results derived from the first part of the investigation naturally 

called for elaboration and based on this, the decision of what parts of Fukuyama’s theory to include 

was made. 

Brunsson’s theory of organisational hypocrisy 
The choice of including Brunsson to the theoretical framework of the investigation has been 

elaborated on earlier in this methodological outline. Shortly summed up, the observation of some 

clear contradictions in the empirical data called for further investigation. Brunsson’s theory of 

organisational hypocrisy, therefore, appeared as a relevant theoretical framework to deploy in 

order to be able to understand the reasons for these contradictions. It becomes clear what role 

Brunsson’s theory plays in the investigation when positioning his theory in relation to the other 

two theories deployed in the analysis. First of all, Laclau and Mouffe’s discourse theory allows 

the investigation to map the discourses at play within Prudentia when focusing particularly on the 

relationship between gender and work. Secondly, Fukuyama’s theory allows the thesis to gain a 

deeper understanding of the construction of these discourses as well as grasping the potential 
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implications of subscribing to these particular discourses. And thirdly, Brunsson’s theoretical 

framework allows the thesis to further investigate how companies navigate in this type of 

discursive reality and how they are able to utilize these discourses to their own advantage.  

 

Brunsson is known for his work on new institutionalism which includes his concept of 

organisational hypocrisy, as well as his work titled The Reforming Organisation and A World of 

Standards. The reason for choosing only to include his concept of organisational hypocrisy into 

the theoretical framework of this thesis, is twofold. One the one hand, his work on the reforming 

organisation aims at analysing reforming processes within organisations71. In other words, this 

theoretical perspective is mainly focused on the internal organisation where the reformation takes 

place. As the last part of the analysis of this thesis deals with the relationship between the inside 

and the outside of the organisation, Brunsson’s other concept of organisational hypocrisy is seen 

as a relevant contribution to the theoretical framework of this thesis. On the other hand, Brunsson’s 

work on a world of standards, discusses standards and standardisation as a form of regulation of 

the global order in the modern world72. As the problem statement of this thesis is not concerned 

with a topic regarding regulation and standardisation, Brunsson’s concept of organisational 

hypocrisy, again, presents itself as Brunsson’s most relevant concept for dealing with the topic of 

this investigation. 

 

There is an extensive amount of literature which, similar to Brunsson’s theory, deals with 

discrepancies between organisational talk and action. It is therefore seen as necessary to argue for 

the particular choice of including Brunsson’s theory into the theoretical framework of this project. 

Articles dealing with the topic of discrepancies between talk and action are usually found in 

literature on corporate social responsibility (CSR). The article CSR as aspirational talk, published 

in 2013 by Lars Thøger Christensen, Mette Morsing and Ole Thyssen, for instance, deals with a 

similar topic. This thesis argues, however, for the benefits of including hypocrisy theory, in 

particular, in light of the Women in Consulting event at Prudentia. Comparing the CSR article to 

the theory of organisational hypocrisy, leads to two reasons for choosing to include Brunsson’s 

theory to the theoretical framework of this thesis. First of all, it would be misleading to juxtapose 
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Prudentia’s Women in Consulting event with a traditional CSR initiative. This is because Prudentia 

themselves do not talk about the event as a typical CSR initiative and they even argue that they do 

not host the event to improve gender equality. According to Kristine, they solely host the event to 

gain branding value, as well as for recruitment purposes. In other words, hosting the event is not 

based on some ethical motivation, which is often a contributing factor in working with CSR. As it 

will be elaborated on in the theoretical outline, Brunsson’s theory of organisational hypocrisy 

holds that companies are dependent on performing organisational talk to gain legitimacy from the 

outside society. This reasoning is compatible with Prudentia’s thoughts behind hosting the Women 

in Consulting event and therefore, Brunsson’s theory is included into the theoretical framework.  

Secondly, it is argued that Brunsson’s concept of organisational hypocrisy fits well into the already 

established theoretical framework based on the theories represented by Laclau and Mouffe and 

Fukuyama. In line with these authors, Brunsson highlights the discursivity of the modern world, 

where values, ideas and people are in conflict73. Hypocrisy, therefore, becomes a solution for 

organisations trying to deal with, and gain legitimacy through, this discursive surrounding 

environment. 

 

The Research Process 

Ethnography 
Ethnography is a style of research that builds on objectives of understanding the social meaning 

and activities of people in a given field or naturally occurring setting74. Defined this way, it is the 

principal research method within human and social science, especially in qualitative research75. 

Ethnography is premised on the view that central to the human and social sciences is to understand 

people’s actions and experiences of the world, and how their actions arise from and reflect these 

experiences76. Ethnography, which is also known as field research, entails researcher participation 

directly in the setting, if not also in the activities, in order to collect data in a systematic manner. 

In order to gain close access to informants in the field, data collection methods such as in-depth 
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interviewing, participant observation and discourse analysis of natural language are often used77. 

According to sociologist John Brewer in his book Ethnography, it is important to stress that 

ethnography should not be broken down into a series of stages, but more so be seen as a process. 

He claims that “the actions that comprise this process are coordinated and planned, but they are 

blended together imaginatively, flexibly, often in an ad hoc manner as they best achieve the end 

result”78. An attempt of doing so can be seen in this thesis, where the blend of the discourse 

analysis of the presentation by Sara and the in-depth interview with Kristine, combined with the 

observation of the event are used as methods. The aim of this is that the combination of these three 

actions best form the research process by enlightening the social reality of a female employee of 

Prudentia from three different angles.  

Empirical considerations in relation to discourse analysis 

In his book on discursive analysis strategies79, Niels Åkerstrøm Andersen argues that you cannot 

define discourse formations in advance, but that these must be uncovered through analysis of the 

particular empirical material. Because of this, a substantial amount of data description must be 

collected, and this collection process leads to what Andersen calls the archive80. The archive, 

which is the empirical foundation of the discourse analysis is, in the case of this investigation, the 

presentation by Sara and the interview with Kristine. This totals three hours of natural language 

from two representatives of female employees at Prudentia. Due to the limitations of this thesis, 

Sara and Kristine were chosen as representatives to speak based on their two different roles within 

Prudentia; Sara the “regular” employee and Kristine, the spokesperson for the organisation’s 

Women in Consulting event. The fact that the two proved to have very conflicting views of the 

experience of being a female consultant, also worked to ensure that they represent two different 

views on the topic within Prudentia to be analysed.  

 

Based on these considerations and additionally, the desire to maintain an in-depth and rich analysis 

within the limitations of this thesis, this empirical material was chosen. An assumption that this 

thesis rests on, is the choice to let Sara and Kristine be representative for Prudentia. In other words, 
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when, through the analysis, referring to how Prudentia views gender and work, it is based on these 

two employees’ thoughts and reflections. Because they have different roles within Prudentia, as 

well as different attitudes towards gender and work, it is argued that Kristine and Sara can be seen 

as together presenting a representative picture of Prudentia. In the discourse analysis, the 

presentation by Sara and the interview with Kristine will be handled separately, rather than as part 

of one collective archive. This is done as both statements are very contradictory within themselves, 

so the hope is to make it more manageable to follow this way.  In the end, the two informants, 

Kristine and Sara, are discussed in relation to each other. The aim is that by first uncovering the 

discourses in the statements separately and then making a gathered analysis, the similarities and 

differences between the two will appear clearer.  

The construction of knowledge in ethnography 

As described earlier, the social constructivist position taken in this thesis entails certain ontological 

assumptions about the nature of society and epistemological assumptions about the nature of 

knowledge. These assumptions stream through the entire thesis and also have important 

implications for how to view the role of the researcher in the data collection and the knowledge 

that is produced. Similar to the considerations described earlier in relation to conducting a context-

specific investigation and the thoughts behind the hypothetical approach, the realization here is 

that reality is something which is produced in the relation between the researcher and the 

fieldwork. Reality is not something “out there”, waiting to be discovered, but more so something 

which is created in the research process. This means, that there is no true data of the reality of what 

it is like to be a female in Prudentia and why they host the event. While ethnography aims to 

understand the social meaning and activities of people in a given field or naturally occurring 

setting, it does not provide a key to open the box of objective truth. Because of this, the role of the 

researcher will have important implications as to what data is recorded and following this, what 

knowledge is created. 

Researcher position  

In the data collection process of this thesis, the degree to which the role of the researchers played 

a part varied in each of the three parts of the empirical foundation. Sara’s presentation at CBS last 

year was not influenced by the thesis project at all, as the work with this project had not yet begun. 

However, Sara was invited to give the presentation for a class and presumably, she was asked to 
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speak on the specific topics of consultancy, self-management and gender since this was what the 

class was about. This means that the way in which she expressed her experience of working with 

Prudentia was, most likely, influenced by this agenda. Sara’s presentation can be understood as a 

type of untraditional in-depth interview in that she, through the presentation, answers a type of 

unspoken questions related to the expectations of what her presentation would be about. In 

addition, the presentation is a mix of points that Sara has prepared at home, and answers to 

questions by students during the presentation. As known from Brewer’s book on ethnography, 

“capturing member’s words alone is not enough for ethnography. If it were, ethnographies would 

be replaced by interviews”81. Sara’s statements are informative in the sense that they share her 

experience of the work as a female consultant. However, what the presentation is really being used 

for is the discourse analysis of the discourses which can be detected as influencing her reality. 

Similarly, it is through applying Fukuyama’s framework that what underlies Sara’s statements is 

found and this reveals perspectives that Sara perhaps is not even aware of herself, or at least would 

never say out loud in an interview situation.  

 

When performing the in-depth interview with Kristine about the Women in Consulting event and 

on being female in this company in general, it was clear that the reality Kristine presented, and her 

answers, were biased and influenced by her awareness of this study’s topic concerning gender and 

work. It was therefore evident that Kristine had a particular agenda which was present during the 

interview. Before turning the audio recorder on at the interview, Kristine wanted to explain why it 

was a good idea to meet before the event to ensure the right understanding of the purpose of the 

event. In addition, prior to the interview Kristine and her manager had agreed that the language of 

the interview had to be Danish, as this was the internal language they usually talked about the 

event in. Here, the role of the researchers was also very visible. Kristine generally acted a bit 

defensive, as if she was very conscious about her words and wanting to disprove the expectations 

of how things are at Prudentia in relation to gender.  In addition, she at times referenced the thesis 

and what type of conclusion could be made in relation to gender and work82. This makes it clear 

that there was a bias in Kristine’s answers as she appeared very aware of what her answers would 

be used for. However, the theories used in the thesis, in a sense, all aim to uncover what is said 
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between the lines or what lies behind. While being biased and thereby “filled with 

contamination”83, the statements all point in certain direction, and through the theoretical 

framework of discourse theory, identity politics and organisational hypocrisy, these statements can 

be explored. In that sense, it is not necessarily a credibility problem that Kristine’s answers are 

biased, but instead also in itself something to be analysed.  

 

On the topic of the interview and uncovering experience in the best way, it is important again to 

note that the whish in the interviews was not to simply uncover Sara and Kristine’s true experience. 

Something is created in the process of conducting an interview, which means that the interview is 

not just a “pipeline for transmitting knowledge”84, but also a place where knowledge is produced85, 

and where both interviewer and interviewee are necessary and active86. It was to be expected that 

Kristine would be defensive about the gender strategies of Prudentia and try to sway the interview 

in a positive direction. Standing in clear opposition to this as interviewers did not appear to be 

beneficial when the intention was to create an atmosphere for sharing and openness. This is why 

many reservations were taken with the aim of appearing neutral, open-minded and not appear too 

biased87 in the questions asked and in the remarks to what Kristine said. This again was done due 

to awareness of the potential power of the interviewer and interview structure. In their text Active 

Interviewing in Qualitative Research Methods, James A. Holstein and Jaber F. Gubrium discuss 

the structure of the active interview, so called due to the realization that the interviewer has an 

active role in shaping the answers given. Here they state that this is a “drama of sorts, its narrative 

is scripted in that it has a topic, distinguishable roles and a format for conversation”88. With this 

in mind, keeping the interview semi-structured left room to be surprised of points that could not 

have been foreseen and allowed Kristine to make all the points that she felt was important. The 

strength of semi-structured interviews like this is that it gains access to peoples meaning-endowing 

capacities and produce rich, deep data that comes in the form of extracts of natural language89. In 

addition, maintaining an overall frame of questions to be asked kept a clearly defined topic to stay 
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Page 36 

within. However, it also ensured that the conversation flowed naturally without pause, keeping it 

spontaneous, yet structured90.  

 

The participant observation was chosen as a data collection strategy, as it gave insider knowledge 

of this type of event and allowed for gaining access into their natural setting at Prudentia91. 

According to Brewer, the strength of the participant observer’s role is that it entails that the 

researcher is simultaneously member and non-member. This allows the researcher to “participate 

while also reflecting critically on what is observed and gathered while doing so”92. At the Women 

in Consulting event, the role of the researcher does not appear to be as influencing of the data 

collection as in the previous instances. At the observation of the event, there was no real interaction 

with the event participants, and it did not seem that any of the consultants spoke any differently 

about gender due to the participant observation of the event. However, it is not possible to 

determine whether Kristine beforehand had advised her colleagues to stay away from mentioning 

anything to do with gender. Something might indicate this, as the only two people speaking that 

night, which were not part of the Women in Consulting team, an HR responsible and a partner, 

were the only two to mention something to do with being female and working for Prudentia. 

However, if this was the case, whether or not Kristine did so due to the observation of the event, 

or due to her own non-gender agenda for the event, is impossible to say. In addition to the interview 

with Kristine, her agenda was further visible at the event in that she, during a break, came over to 

privately say that Prudentia must be kept anonymous in the thesis and again ensured that the event 

had nothing to do with gender whatsoever. Had the interview been held after the event, she might 

not have done so, because then she would not have known that the focus of the thesis was on 

identity and gender. All in all, the observation of the event did give insider access to the event, 

which was otherwise only for invited guests. This, in turn, created a better understanding of the 

event and the way in which Prudentia works with female inclusion. In addition, the researcher’s 

dual role of being simultaneously a member and non-member allowed for the possibility to 

critically reflect on the event more so than the real participants of the event most likely could, as 

they also had to make a good impression, solve tasks etc.  
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THEORETICAL OUTLINE 

 

This section consists of an outline of the theoretical framework that this thesis draws on throughout 

the analysis. The structure of this outline is therefore made according to how the theories appear 

in the analysis. Therefore, the first theory that will be introduced is Laclau and Mouffe’s discourse 

theory. Secondly, Fukuyama’s theory of identity and identity politics will be accounted for. And 

lastly, Brunsson’s theory of organisational hypocrisy will be outlined.  

 

Laclau and Mouffe - Discourse Theory 

 

Political theorists Ernesto Laclau and Chantal Mouffe have contributed to the field of discourse 

theory since the release of their 1985 publication, Hegemony and Socialist Strategy. Laclau and 

Mouffe’s discourse theory takes its basis in the work of earlier political thinkers and philosophers 

such as Saussure’s structuralism, Lacan’s understanding of the subject and Foucault’s concept of 

power. With this foundation, Laclau and Mouffe have developed a discursive collection of 

concepts, called discourse theory. Due to the limitations of this thesis, not all of the concepts are 

applied. On the contrary, only those concepts seen as useful for understanding and exploring the 

first part of the problem statement are deployed. Firstly, this theoretical outline will consist of a 

more general introduction to discourse theory, where an explanation of the concepts discourse, 

hegemony and the identity of the subject will be provided. Then, a description of the elements of 

a discourse analysis will follow, which in total, will constitute the theoretical foundation for the 

first part of the analysis.  

Discourse 

Laclau and Mouffe take their starting point in structuralist and poststructuralist linguistic 

philosophy, in the claim that our access to reality is always through language. Language is not 

only a means of communicating streams of information, but instead “language is a ‘machine’ that 

generates, and as a result constitutes, the social world (…) It means that changes in discourse are 

a means by which the social world is changed.”93. According to Laclau and Mouffe, a discourse is 
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a structured totality resulting from an articulatory practice94. In this case, articulations are not only 

verbal language but “any practice establishing a relation among elements such that their identity 

is modified as a result of the articulatory practice”95. This means that a discourse should be 

understood as a fixation of meaning within a specific domain, and articulations, which can be any 

social phenomena, reproduce or change common ascriptions of that fixed meaning96. This closure, 

however, is never definitive. As Jørgensen and Phillips express, “The discourse can never be so 

completely fixed that it cannot be undermined and changed by the multiplicity of meaning in the 

field of discursivity”97. The field of discursivity is everything outside of the discourse, that which 

it excludes. However, since the discourse is always constituted in relation to that which is outside 

of it, it is in constant danger of being undermined by conflicting discourses. 

  

In Laclau and Mouffe’s discourse theory, our access to social and physical objects is mediated 

through systems of meaning in the form of discourses. In that sense, discourse theory is about 

studying and mapping the creation of meaning. Laclau and Mouffe argue that when we speak about 

‘society’ in general, this is an attempt to pin down the meaning of society, which is never an 

objective phenomenon. We may act as if reality has a stable structure, and as if the groups we take 

part in and our identity is given because the fixations of meaning becomes so conventional and 

natural to us98. But these social structures are never fully fixed and there is no objective reality, 

only socially constructed understandings of things, or in Laclau and Mouffe’s terms, meaning of 

signs. The discourse is instead “a temporary closure: (…) it does not dictate that meaning is to be 

fixed exactly in that way forever”99. 

Hegemony 

The impossibility of closure and true fixation of meaning entails that there is always room for 

struggles over the structure, the discourse and therefore the naturalized fixed meaning100. Because 

of this, a keyword within discourse theory is the discursive struggle. Here the concept of power 

becomes important. Inspired by Michel Foucault’s notion of power, Laclau and Mouffe do not 
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understand “power as something which people possess and exercise over others, but as that which 

produces the social”101. This power that produces the social in a certain way, influences our way 

of thinking and vice versa, and therefore the discursive struggle becomes a constant struggle of 

power. The different discourses are in constant struggle with one another to gain hegemony. As 

Laclau and Mouffe state, “(…) the emergence of hegemony is that of articulatory practices, that 

is, a field where the 'elements' have not crystallized into 'moments’”102. Fixing meaning a certain 

way implies that one particular perspective gains dominance. Thereby, power relations become 

objective and common sense to a degree that they cannot be questioned103. According to Laclau 

and Mouffe, power is closely connected with the concepts of politics and objectivity. Objectivity 

occurs when a discourse becomes so naturalized in influencing our way of thinking that we take it 

for granted. The political, however, which is to be understood very broadly as the way in which 

the social is constituted through exclusion, is a battlefield. This political battlefield is the place 

where antagonistic discourses collide104. According to Laclau and Mouffe, “the specificity of a 

hegemonic articulatory practice is given by its confrontation with other articulatory practices of 

an antagonistic character”105. This means that these antagonisms can be dissolved through 

hegemonic interventions, which is an articulation that by force reconstructs the elements of a 

discourse and thereby regains the fixation of the new winning discourse. The discursive struggles 

of power are political, and the objective discourse is the outcome of this political struggle, gaining 

the dominant status of hegemony, which is naturalized and no longer questioned since alternative 

understandings are suppressed. 

Identity of the Subject 
Laclau and Mouffe adopt Louis Althusser’s view that individuals are interpellated by a particular 

way of talking. Interpellation can be understood as an act in which an individual is called upon 

and through reaction is transformed into a subject. Laclau and Mouffe separate themselves from 

Althusser’s Marxists view that the interpellation is ideological, placing people in socio-economic 

classes106. They instead claim that people are open to being interpellated by all discursive 
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structures present107. In that sense, the subject is not autonomous but determined by discourses. In 

fact, “every subject position is a discursive position”108. In addition, the subject is fragmented, 

since it is not positioned by a single discourse, but rather takes on many different positions by 

many different discourses. It follows that corresponding to these positions, there are certain 

expectations as to how the subject should act and speak109. Most times, the shift between different 

positions and thereby behaviours will happen unconsciously, and the individual will not realise 

that he or she occupies several different subject positions throughout the day. However, if there 

are conflicting discourses simultaneously attempting to organise the same space, the individual is 

interpellated in different positions at the same time110. In this case, the subject is overdetermined, 

and according to Laclau and Mouffe, this is actually the case at all times, as discourses are always 

contingent. In the case that the subject positions are not in clear conflict with other positions it will 

be due to the fact that the position is the outcome of a hegemonic process. 

  

In the work following Hegemony and Socialist Strategy, Laclau and Mouffe imported Jacques 

Lacan’s understanding of the subject in order to develop their theory further. Lacan’s theory on 

the subject is similar to Laclau and Mouffe’s conception of the structure of society, and according 

to Jørgensen and Phillips,”Laclau uses Lacan to give the individual an unconscious, which can 

explain why people allow themselves to be interpellated by discourses”111 According to Lacan, a 

child is born into symbiosis with its mother and the surrounding world. However, the infant 

gradually detaches from the mother and becomes a split subject, but it remembers the feeling of 

completeness. Therefore, it strives to become whole again which, however, is a condition that is 

impossible to ever achieve. The split subject tries to find its whole self by identifying with and 

mirroring the subject-positions offered through the discourses called the discursive images. By 

adopting Lacan’s understanding of the subject, Laclau and Mouffe’s discourse theory hereby gets 

a ‘driving force’112, as the subject is continuously looking to find itself in the discourses. This, 

however, is an infinite search, because while the discursive images are internalised, they never 

quite fit, and because of this, the discursive images are both the basis of identification and of 
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alienation113. This means that identity is structured discursively. As Jørgensen and Phillips put it, 

“Identity, for Lacan, is equivalent to identification with something”, the subject positions offered 

by the discourses. An example of this is ‘woman’, which is what Laclau and Mouffe call a signifier 

or a nodal point of identity. Different discourses will offer different content to fill the signifier 

‘woman’, and thereby show different positions to emulate in order to be a real woman. The concept 

of identity is, therefore, contingent, as a discursive concept in itself. According to Laclau and 

Mouffe, “all identity is relational”114. Filling the signifier ‘woman’ with meaning excludes other 

understandings of what it means to be a ‘woman’, so in that sense, identity is always constituted 

and organised in relation to an exclusion. The subject becomes something in relation to that which 

it is not.  

The elements of a discourse analysis 

Prior to elaborating on how the discourse theory can be used as an analytical framework, it is 

essential to clarify Laclau and Mouffe’s starting point for developing their theory. Laclau and 

Mouffe’s discourse theory is based on a modification of structuralism, particularly Ferdinand de 

Saussure’s structural linguistics. Saussure developed an understanding of language through “(...) 

the metaphor of a fishing-net: all linguistic signs can be thought of as knots in a net, deriving their 

meaning from their difference from one another, that is, from being situated in particular positions 

in the net”115. Laclau and Mouffe, and other post-structuralists adopt this idea of how the language 

is structured. However, they provide a modification in that they suggest that meaning cannot be 

fixed this definitely. This means that, in Laclau and Mouffe’s view, the structure is not at any point 

a finished totality, like it is in structuralism. Laclau and Mouffe replace the concept of structure 

with the concept of discourse “(...) that also refers to a structuring of signs in relation to one 

another, but stresses that the structuring never exhausts all the possibilities for the ascription of 

meaning”116. As they state, “no discursive formation is a sutured totality and the transformation 

of the elements into moments is never complete”117. 
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In this thesis the understanding of Laclau and Mouffe’s discourse theory is derived from Laclau 

and Mouffe’s main work on discourse theory addressed through their publication Hegemony and 

Socialist Strategy and Jørgensen and Phillips earlier introduced book titled Discourse Analysis as 

Theory and Method. The following figure is a summary of this particular thesis’ understanding of 

Laclau and Mouffe’s discourse theory, which will be deployed through the analysis. An 

explanation of each concept that the figure represents will be presented through the following 

paragraphs. 

 

 
 

All discourses are organised around nodal points. These nodal points are empty in themselves and 

will first derive meaning when they are inserted in a particular discourse118. The term floating 

signifier is closely related to the concept of nodal points, which Jørgensen and Phillips explain 

accordingly: “Nodal points are floating signifiers, but whereas the term ‘nodal point’ refers to a 

point of crystallisation within a specific discourse, the term ‘floating signifier’ belongs to the 

ongoing struggle between different discourses to fix the meaning of important signs”119. In other 

words, a floating signifier becomes a nodal point when it is manifested into a discourse. An 

example of a floating signifier could, therefore, be ‘woman’, which will derive its meaning 

depending on which discourse it is put into. A floating signifier derives its meaning through 
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articulations, which Laclau and Mouffe define as “(...) any practice establishing a relation among 

elements such that their identity is modified as a result of the articulatory practice. The structured 

totality resulting from the articulatory practise, we will call discourse”120. For example, the word 

‘woman’ does not say that much in itself, it has to be positioned in relation to other signs in order 

to derive meaning. According to Laclau and Mouffe, “every social practice is therefore - in one of 

its dimensions – articulatory”121. Articulations can, in this context be understood as verbal 

expression, written expression and social actions. Articulations consist of a specific ordering of 

signs which express some kind of meaning. Therefore, articulations reproduce or challenge 

existing discourses through fixing meaning in specific ways.  

 

As described above, articulations consist of an ordering of signs. Laclau and Mouffe distinguish 

between two types of signs: moments and elements. “The differential positions, insofar as they 

appear articulated within a discourse, we will call ‘moment’. By contrast, we will call ‘element’ 

any difference that is not discursively articulated”122. In other words, all signs within a discourse 

are moments. This means that moments give meaning to and define the floating signifier and that 

their particular meaning is being fixed through their differences from one another, like in a fishing 

net where each knot can be seen as a moment123. Contrary to this, elements are the signs whose 

meanings not yet have been fixed. Signs have multiple potential meanings, and therefore a 

discourse will always attempt to transform elements into moments by fixing the sign/element to 

one particular meaning124. In other words, elements are signs with multiple meanings, that have 

not yet been fixed to a specific meaning. According to Laclau and Mouffe, “(...) the discourse 

establishes a closure, a temporary stop to the fluctuations in the meaning of the signs. But the 

closure is never definite”125. This is because signs are polysemic, i.e. they can have several 

meanings.  

 

As seen, the different moments in a discourse will together define our understanding of the floating 

signifier. This understanding of the floating signifier will naturally constitute an opposition. This 
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opposition is in the figure defined as the constitutive other. In this context the concept of 

antagonism plays an important role. The discourse establishes its boundaries through an 

antagonistic relationship to what it does not contain. This is represented by the constitutive other 

that stands in opposition to the floating signifier which, at this point, has become a nodal point of 

the discourse. As the floating signifier is equated to several moments, the social will be divided 

into an antagonistic space where all other differences are suppressed. Laclau and Mouffe stress 

that “(...) the chains of equivalence will vary radically according to which antagonism is involved; 

and they may affect and penetrate, in a contradictory way, the identity of the subject itself”126. Let 

us imagine that the floating signifier is ‘woman’ which in this case is related to the moments 

‘feminine’ and ‘sensitive’. This particular understanding will automatically create an 

understanding of the constitutive other which is being excluded. If we hold on to the concept of 

the ‘woman’, the constitutive other will, in this case, present a picture of a ‘masculine’ and 

‘insensitive’ woman which, in this particular discourse, is not seen as a real and ideal woman. 

Thus, the floating signifier stands in an antagonistic relationship to the constitutive other.  

 

Fukuyama - Identity 

 

In his 2018 book, Identity, political scientist Francis Fukuyama examines modern identity politics 

and its origins and effects. In the book, he returns to themes such as identity, dignity, recognition, 

thymos, nationalism and culture. He claims that the demand for recognition of one’s identity is an 

incredibly important concept in understanding what is going on in modern politics today127. Only 

certain elements of Fukuyama’s theory of identity are seen as beneficial for this study in answering 

the second part of the problem statement with the goal of gaining a more comprehensive 

understanding of why the relation between gender and work is present, as well as exploring the 

implications of this relation. In the following, these concepts will be accounted for. First, 

Fukuyama’s understanding of identity is introduced. Following this, his historical outline of how 

society has changed and what the consequences of this are on a psychological level will be 
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provided. Then, an account of how Fukuyama claims this has sparked the rise of modern identity 

politics and lastly, the consequences of this, will be discussed. 

The concept of identity 

According to Fukuyama’s definition of identity, it is something that “grows, in the first place, out 

of a distinction between one’s true inner self and an outer world of social rules and norms that 

does not adequately recognize that inner self’s worth or dignity”128. Fukuyama claims that in 

modern times, this idea of an oppositional relationship between the authentic, true inner self and 

the opposing outside society, which is unfair in its judgements and valuations of the self, has 

emerged. Fukuyama’s definition shows how dignity is closely connected to identity, as the inner 

self is the basis of all dignity. The nature of that dignity, however, has changed over time and in 

relation to culture. For example, Fukuyama mentions that in many early cultures, dignity was only 

given to warriors who had risked their lives in battle, while in other societies, dignity was given to 

a particular group or something given to all as part of their intrinsic worth.  

 

Fukuyama claims that the democratic societies of today have an idea of dignity “in which 

recognition is due not just to a narrow class of people, but to everyone”129. He states that this 

universalisation of dignity turns the private quest for self into a political project130, and that in 

modern times it has become so that “it is not the inner self that has to be made to conform to 

society’s rules, but society itself that needs to change.”131. Having a sense of dignity is important, 

and according to Fukuyama, it is not enough to have a sense of your own worth, if it is not 

acknowledged by other people. Because of this, the inner sense of dignity seeks recognition. As 

Fukuyama puts it, ”self-esteem arises out of esteem by others”132, whether this is by a single 

person, group or society as a whole. When outside forces fail to acknowledge the inside 

understanding of one’s true authentic self, Fukuyama argues that people can feel as if they are 

living a lie and therefore begin to obsess on the question of “who am I?”133. This produces a 
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feeling of alienation and anxiety, which can only be relieved by public recognition of the true inner 

self.  

 

According to Fukuyama, the modern concept of identity combines three different phenomena. One 

is the concept of universal dignity. The other is the “distinction between the inner and the outer 

self and how the moral valuation of the inner self ranks higher than the outer society134. The third 

is the concept of thymos, which plays a very fundamental and underlying role in understanding 

the dynamics of modern identity. Thymos is a universal part of human personality, according to 

Socrates a part of the human soul, which craves recognition135. In that sense, thymos is the seat of 

judgement of a person’s worth or dignity. If people receive positive judgement, they feel pride, 

but if they do not, they feel anger from being under-evaluated or shame from not living up to other 

people’s standards. A variety of thymos is isothymia, the demand to be respected equally with 

other people and megalothymia, the desire to be recognized as superior136. According to 

Fukuyama, thymos is fundamental to today’s identity politics. 

Identity politics 

Because of these three phenomena, the human need for thymos, the belief that one has an authentic 

true self that must be revealed, and the fact that dignity has become universal, the modern sense 

of identity quickly transforms into identity politics, where individuals demand recognition of their 

worth publicly. As Fukuyama puts it, “Identity politics thus encompasses a large part of the 

political struggles of the contemporary world, from democratic revolutions to new social 

movements, from nationalism and Islamism to the politics of contemporary American university 

campuses”137. According to Fukuyama, these instances of identity politics are examples of 

universal recognition, which has been challenged by partial forms of recognition based on nation, 

religion, race, ethnicity, gender, or by individuals wanting to be recognized in a certain way. 

Combining the notion of thymos, Fukuyama discusses the legalization of gay marriage, which 

exemplifies the desire to be recognized as a person with equal rights, an expression of isothymia. 
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Meanwhile, those in opposition exemplify an affirmation of the superior dignity of a heterosexual 

union, the traditional family, an expression of megalothymia138. 

 

According to Fukuyama, these human and societal conditions of modern identity are often 

overlooked or treated as something else. He argues that the Marxist tradition of viewing political 

struggles as a reflection of economic conflict does not fully explain the modern political situation. 

Fukuyama claims that, as important as material self-interest is, human beings are motivated by 

thymos as well. Much of what passes as economic motivation, is actually rooted in the demand for 

recognition and therefore cannot be satisfied by economic means. For instance, women demanding 

equal pay for equal work as a result of isothymia and not because of an economic motive in the 

traditional sense. In fact, ”if she and her male counterpart were paid twice their relative salaries, 

the problem would still remain” since the issue is really about justice and status, as “salary is a 

marker of dignity”139. The idea of a connection between income and dignity is supported by the 

notion that universal guaranteed income as a solution to job loss will not automatically create 

social peace and happiness. According to Fukuyama “someone paid for doing nothing has no basis 

for pride”140. The income solution would thereby not satisfy people's need for achieving status, 

i.e. megalothymia. 

From community to individualism  

Fukuyama describes the last ten thousand years of human history as consisting of a large degree 

of people living in settled agrarian communities. He argues that “in such societies, social roles are 

both limited and fixed: a strict hierarchy is based on age and gender; everyone has the same 

occupation (…); one’s entire life is lived in the same small village with a limited circle of friends 

and neighbours; one’s religion and beliefs are shared by all; and social mobility (…) is virtually 

impossible”141. Because of this lack of choice and influence by other culture and values, it did not 

make sense for an individual to reflect upon the question “Who am I, really?”142. Hence, the 
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concept of identity as it is now understood did not arise. According to Fukuyama, this slowly began 

to change along with social and economic developments, and the industrial revolution in particular. 

Fukuyama applies concepts from social theorist Ferdinand Tönnies, who describes the transition 

from Gemeinschaft to Gesellschaft, from village community to urban society in the nineteenth 

century143. Where the village was characterized by mutual help, dependence and close relations to 

those in the nearby community, the urban society was structured by loose relations. This relates to 

the character of work, which changed as the industrial age began, and was now regulated by 

contracts and the exchange of money in the form of salary. According to Fukuyama, this shift led 

to a feeling of loneliness, disconnect and nostalgia for the village144. Being faced with the new, 

endless opportunities of society, people had to decide what they wanted in life. This, in turn, led 

to questions of identity becoming central. 

 

Additionally, throughout the twentieth century, Western societies experienced a decline in the 

shared belief in Christianity and different rules and values from other cultures began displacing 

traditional ones. As Fukuyama explains: “Individual choice in areas outside of morals began to 

expand with the market economy and the general social mobility that it required: people could 

pick their occupations, marriage partners, domiciles, and brand of toothpaste”145. This had 

consequences for our understanding of individual autonomy, which broadened immensely in most 

modern democracies and led to what is termed expressive individualism. This involves the belief 

that everyone has the right to define one’s own concept of existence, of meaning and of the values 

that they believe in146.   

Consequences of individual autonomy  

Fukuyama acknowledges the advantages of this development but argues that there are some 

important problems with this modern understanding of identity and autonomy. He states that: 
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“If we do not agree on a minimal common culture, we cannot cooperate on shared tasks and will 

not regard the same institutions as legitimate; indeed, we will not even be able to communicate 

with one another absent a common language with mutually understood meanings”147. 

Furthermore, Fukuyama argues that when our shared moral horizon is replaced by a set of 

competing value systems, most people will experience a crisis of identity because they are unsure 

of who their true self is148. This crisis of identity leads the individual to the search for a common 

identity that will reunite the individual to a social group and establish a clear moral horizon. 

According to Fukuyama, this is a psychological fact that lays the basis for nationalism149. 

Nationalism 

As Fukuyama claims, liberal democracies take their basis in the belief in equality of dignity for all 

human beings. However, Fukuyama argues that “(…) the demand for recognition often takes a 

more particular form, centring around the dignity of a particular group that has been marginalized 

or disrespected”150. This often unfolds through political movements labelled nationalism. 

Fukuyama defines nationalism accordingly: “Nationalism is a doctrine that political borders 

ought to correspond to cultural communities, with culture defined largely by shared language”151. 

Furthermore, Fukuyama argues that nationalism was born out of the acute anxieties bred by 

industrialisation and related to the crisis of identity, as elaborated on in the paragraph above. The 

transition in which this takes place is the shift from Gemeinschaft (village/community) to 

Gesellschaft (urban/society), described earlier. According to Fukuyama, this transition “(…) laid 

the basis for an ideology of nationalism based on an intense nostalgia for an imagined past of 

strong community in which the divisions and confusions of a pluralist modern society did not 

exist”152. In addition to this, Fukuyama argues that nationalism and identity politics grow out of 

the quest for equal recognition by groups that have been marginalized by their societies. 
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Furthermore, he points to the fact that this desire for equal recognition sometimes tends to slide 

over into a demand for recognition of one group’s superiority153.  

The rise of modern identity politics 
During the 1960s, the Western world witnessed the emergence of a series of new social movements 

with the goal of promoting the rights for a broad range of marginalized groups. These social 

movements are exemplified as being the rights of immigrants, the status of women, 

environmentalism, the rights of disabled and the rights of gays etc. These previously suppressed 

or invisible groups of people now wanted public recognition of their inner worth154. According to 

Fukuyama, the social movements emerged out of the liberal aspiration of equal dignity for all 

citizens, related to the concept of isothymia. However, he claims that “democracies never live up 

to this pretension: people are often judged not on their individual character and abilities, whatever 

the law says, but on assumptions about them as members of groups”155. While formal laws could 

be changed, Fukuyama claims that; “the psychological burdens of discrimination, prejudice, 

disrespect or simple invisibility remained ingrained in social consciousness. They also remained 

because groups continued to differ from one another in their behaviour, performance, wealth, 

traditions, and customs”156.  

Lived experience 

As Fukuyama sees it, these social movements were the birth of modern identity politics, which 

replicate the struggles and perspectives of earlier nationalist and religious identity movements. 

With the rise of the social movements, people began to think of their own goals in terms of dignity 

of the particular group of which they were members157. A part of the movement fought for women's 

equal treatment, while a strand of the movement emphasised that the consciousness and life 

experiences of women were fundamentally different from those of men. The idea behind, 

introduced by Simone de Beauvoir in the second volume of her book The Second Sex, is that the 

authentic inner selves of women are not the same as that of men since the experiences which have 

shaped them are different. The distinction between the terms experience and lived experience, 
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which gained popularity since the ‘70s, builds on the idea that each group has its own identity that 

is not accessible to outsiders. While some experiences can be shared and understood by others, the 

experience of being a part of a particular marginalized group in society is a subjective experience 

that cannot158. Therefore, the aim of the movement was not simply to facilitate that women were 

allowed to behave and think like men159.  

 

According to Fukuyama, this division between experience and lived experience ultimately traces 

back to Rousseau and his sentiment of existence, which favoured the inner feelings over the shared 

norms of society160. According to Fukuyama, “Women’s subjective experience raised the profile 

of subjectivity as such, which was applied to other groups and categories: those based on race, 

ethnicity, gender orientation, disability, and the like. Within each of these categories, lived 

experience was different (...)”161. Fukuyama states that this focus of lived experience reflects the 

modernization that gave rise to the problem of identity in the first place, which was described 

earlier. Modern complex societies with an elaborate division of labour, personal mobility, and the 

move from village to city, created diversity among the individuals living next to each other. In 

addition, modern technology and media enable like-minded to communicate despite potential 

geographical distances so perspectives and feelings can be shared across group boundaries. 

Furthermore, after the social movements of the ‘60s and ‘70s, growing awareness and a vocabulary 

and framework had already been made for understanding experiences of marginalization. All of 

these factors contributed to the fact that identity, which was formerly a matter for individuals, now 

became the property of groups that could be seen as having their own culture, which was shaped 

by their own lived experience162.  

Multiculturalism 

Building on the concept of lived experience, Fukuyama elaborates on the development of 

multiculturalism as an ideology. He states that “multiculturalism was a description of societies 

that were de facto diverse. But it also became the label for a political program that sought to value 
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each separate culture and each lived experience equally(...)”163. In this sense, multiculturalism 

became an ideology, and whereas liberalism sought to protect the autonomy of equal individuals, 

multiculturalism promoted equal respect for different cultures164. According to Fukuyama, the 

political left within Western liberal democracies embraced identity politics and multiculturalism 

in the final decade of the twentieth century. Here we witnessed a shift from its earlier emphasis on 

the conditions of the working class to that of the marginalized groups165. In other words, the 

political left has, to some degree, experienced an important shift in going from focusing on the 

large working class as a whole to now focusing to a large degree on narrower identities. Later on, 

Fukuyama elaborates on this and on how the ideology of multiculturalism has influenced the U.S.’s 

national identity or lack thereof. Fukuyama states that there is a common perception amongst 

proponents of narrow identity politics to argue that the U.S. is defined by its diversity and that its 

identity in a sense is diversity166. However, Fukuyama believes that diversity simply cannot be the 

basis for identity in and of itself. He claims that: “(...) it is like saying that our identity is to have 

no identity; or rather, that we should get used to our having nothing in common and emphasize 

our narrow ethnic or racial identities instead”167. Fukuyama elaborates on the importance of 

national identity in maintaining stability within a nation and states that “national identity begins 

with a shared belief in the legitimacy of the country’s political system”168. This means that national 

identity, which can be rooted in a country’s laws, culture and values, is essential to maintain. This 

contributes to the self-understanding of the citizens of the country and ensures a sense of unity 

within the polity and a better functioning nation169. 

Politics of resentment 
According to Fukuyama, much of 20th century politics were organized around and defined by 

economic issues. However, in the second decade of the 21st century, issues defined by identity 

seems to have gained importance170. Fukuyama calls politics exploiting this for “politics of 

resentment”171. This is exemplified in a wide variety of cases, where political leaders have 
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mobilized their followers around the perception that the dignity of the group has somehow been 

disrespected. This triggers resentment and a demand for public recognition, and according to 

Fukuyama, emotional humiliation is far more powerful than the motive of pursuing economic 

advantages172. Fukuyama gives several examples of how this demand for public recognition and 

respect has been used by many politicians in recent years. When Vladimir Putin speaks of how 

Europe and America have taken advantage of Russia’s weaknesses after the collapse of the Soviet 

Union, or when the Chinese government of Xi Jipping talks about China’s “one hundred years of 

humiliation” and suppression by Japan and America173. Likewise, when Donald Trump speaks of 

“making America great again” in memory of a better and more secure country, Fukuyama argues 

that it is a way of appealing to voters from rural parts of America, feeling ignored by the bicoastal 

elites and media. In all of these cases, it seems there is an identity, which is not being given 

adequate recognition174. This identity can be extremely varied and can, for instance, be based on 

gender, sexuality, religion, nationality, or ethnicity. The lack of recognition of the particular 

identity can come from the outside world, in the case of a nation, or by other members of the 

society. According to Fukuyama, these suppressed identities are all manifestations of a common 

phenomenon, identity politics175. 

The effects of identity politics 
According to Fukuyama, identity politics aims at changing the culture and behaviour in a way that 

is beneficial for the people involved. This way, he is positive towards identity politics as it turns 

“(…) a spotlight on narrower experience of injustice”176 and thereby has the opportunity to bring 

positive change. He does, however, find identity politics problematic “(…) when identity is 

interpreted or asserted in certain specific ways”177. In addition, he claims that identity politics has 

become a substitute for serious thinking about “(…) how to reverse the thirty-year trend in most 

liberal democracies toward greater socioeconomic inequality”178. As an example of this 

Fukuyama mentions how it is easier to alter the representation of women and minority authors in 

a university curriculum than to alter the income of these groups. In that sense, Fukuyama believes 

                                                
172 Fukuyama, F. (2018), p. 7 
173 Fukuyama, F. (2018), p. 8 
174 Fukuyama, F. (2018), p. 9 
175 Fukuyama, F. (2018), p. 9 
176 Fukuyama, F. (2018), p. 115 
177 Fukuyama, F. (2018), p. 115 
178 Fukuyama, F. (2018), p. 115 



Page 54 

that being so oriented on identity distracts us from paying attention to more important problems in 

society such as economic inequality.   

 

Additionally, Fukuyama states that the political correctness norm, that identity politics has given 

rise to, is highly problematic as it has deepened the polarization in American politics, both sides 

becoming more extreme. Donald Trump makes fun of the disabled, women and Mexicans, but 

according to Fukuyama, continues to gain popularity because finally, here is someone who is not 

afraid to say how he feels. In the face of the pressure of political correctness Trump is, in fact, his 

most authentic self. In addition, Fukuyama considers it to be the perhaps most significant problem 

that identity politics, practised on the left, has stimulated the use of identity politics on the right179. 

This again explains the popularity of Trump as many of his working-class supporters feel they 

have been disregarded by the nation’s elites. According to Fukuyama, “(…) they feel victimized 

by a secular culture that is careful not to criticize Islam or Judaism, yet regards their own 

Christianity as a mark of bigotry”180. Fukuyama’s main point is that focusing on the protection of 

narrow group identities ultimately threatens the possibility of communication and collective action 

to create equality and well-functioning democracies. The solution is not to abandon the concept of 

identity since as we know it has become a fundamental part of how we as humans see ourselves 

and our societies. More so the solution is to define larger and integrative national identities that 

factor in the diversity of our existing liberal democratic societies181. 

 

Brunsson - Organisational Hypocrisy 

 

Nils Brunsson has throughout his academic career dealt with organisational theory. With his 1989 

book, The Organisation of Hypocrisy, as well as through his article from 2007 titled Organized 

Hypocrisy, Brunsson introduces the concept of organisational hypocrisy. According to his theory, 

it can oftentimes be necessary for modern organisations to be hypocritical. This thesis does not 

subscribe to the entirety of Brunsson’s organisational theory but will instead only apply his theory 

of organisational hypocrisy. This theory is applied to answer the second part of the problem 

                                                
179 Fukuyama, F. (2018), p. 118 
180 Fukuyama, F. (2018), p. 120 
181 Fukuyama, F. (2018), p. 123 



Page 55 

statement regarding why the particular relation between gender and work is present, and what the 

implications of this might be on an organisational level. In the following part, Brunsson’s 

definition of hypocrisy is accounted for. In addition, the concepts of action organisation vs. 

political organisation, formal vs. informal organisations along with how hypocrisy can be used as 

a solution is discussed.  

Talk, decision, and action 

According to general theory, decisions, a specific type of talk, imply a will and intention to act a 

certain way. In this sense, the decision is indicative of a corresponding action that is likely to occur 

in the future182. Here, the belief is that the relationship between what we say, decide and how we 

act is causally related. According to Brunsson however, this not always the case and there are not 

always strong connections between talk, decision and action. As Brunsson states; “To talk is one 

thing; to decide is a second; to act is yet a third”183. For instance, it is possible to act contrary to 

what is previously said or decided, and also, people may talk or decide on something, but act the 

opposite. Brunsson flips traditional theory around, stating that the causal relationship of what is 

said, decided and done is, in fact, the reverse of that of traditional theory. As he puts it, “Talk or 

decisions in one direction decrease the likelihood of corresponding actions, and actions in one 

direction decrease the likelihood of corresponding talk and decisions”184. When there are 

discrepancies between talk, decision and action the result is hypocrisy.  

Hypocrisy 
Brunsson discusses the definition of the word hypocrisy from the Oxford Dictionary: “The 

assumption or postulation of moral standards to which one's own behaviour does not conform”185. 

While Brunsson agrees with the belief that what is said and done can have varying degrees of 

correspondence, in his definition of hypocrisy, it is not possible to make a moral hierarchy of 

whether it holds the most value for people that talk, decision or action is right. What is considered 

to be most important will depend on the interests or points of view of the people involved and 

thereby “hypocrisy can satisfy a variety of different interests”186. Brunsson considers hypocrisy to 

                                                
182 Brunsson, N. (2007), p. 3 
183 Brunsson, N. (2007), p. 3 
184 Brunsson, N. (2007), p. 8 
185 Brunsson, N. (2007), p. 3 
186 Brunsson, N. (2007), p. 3 



Page 56 

stem from an inconsistency within an actor and therefore, the concept of hypocrisy is tied to an 

actor.187 This actor can be an individual but also an organisation and in both of these cases, talk, 

decisions and action are not always connected. In order to make a model of hypocrisy to use in the 

organisational realm, Brunsson develops a model based on two assumptions. The first is the 

assumption that there, generally, is conflict within an organisation, while the second regards the 

output of the organisation. 

Conflict  

According to Brunsson, “Hypocrisy is a response to a world in which values, ideas, or people are 

in conflict—a way in which individuals and organizations handle such conflicts”188. As mentioned 

above, hypocrisy can satisfy a variety of different interests, and this is useful as people have very 

different and often contradictory views of how an organisation should work, what it should 

achieve, and which demands it should satisfy, often at the cost of another. According to Brunsson, 

this is especially true for the modern organisation, which is highly exposed to conflicting demands. 

This could, for instance, be the conflict of internal demands of maximum profit and great work 

conditions combined with external demands of sustainability and corporate social responsibility. 

As Brunsson puts it, “As positive as these demands are, it is not easy for a company or state to 

satisfy them all. Success in one dimension often decreases success in another”189. According to 

Brunsson, conflict often occurs depending on group and time. Different groups of people demand 

different things, and the same people might want different things at different times. In addition, 

Brunsson states that conflict can occur within individuals, as the individual occupies different roles 

during a day, and can thereby have conflicting opinions and interests190.   

Talk as output 

According to Brunsson, a common assumption in traditional decision theory is that action is of 

interest, while talk and decision have no real value or interest in themselves, but only as something 

which leads to action. It does, however, not seem to fit modern organisations to only look at actions 

when talking about their organisational output. This is the case even in organisations that produce 

concrete products. Increasingly, organisational talk, in form of what organisations say and decide 

                                                
187 Brunsson, N. (2007), p. 4 
188 Brunsson, N. (2007), p. 4 
189 Brunsson, N. (2007), p. 5 
190 Brunsson, N. (2007), p. 5 
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upon, is becoming a part of this output as well191. This has become the case since modern 

organisations are not only being judged by customers, but also by a broader audience. According 

to Brunsson, most modern organisations are very public in communicating their visions, decisions 

and strategies and often have large communication departments as well. This communication is 

directed both internally and externally. Simultaneously, the media has high interest in 

organisational affairs, so the organisational talk is often valued. In fact, Brunsson states that “It 

appears that organizations are often valued not merely for their actions but also for what they say 

and the decisions they make. Publicity is often as important as, if not more, than the product”192. 

Additionally, he states that the media often functions as monitors searching for inconsistencies 

within organisations and presents this in a negative light to show that the organisation breaks with 

the norm of consistency193. As Brunsson states, hypocrisy is only a meaningful concept if talk and 

decisions have an intrinsic value. Since this is the case with modern organisations, where both talk, 

decision and action all have value and are of interest, Brunsson believes organisational hypocrisy 

theory can be used to better understand the challenges that modern organisations face today194.  

Action organisation and political organisation 

According to Brunsson, organisations are dependent on environmental support in two forms: “(...) 

first, resources in the shape of money, labour, materials and so on should be put at the 

organisation’s disposal, and secondly the organisation’s existence must be accepted by the 

environment; its operations must not, for instance, be impeded by legislation”195. In other words, 

Brunsson argues that an organisation gains its legitimacy through the eyes of its environment. 

Brunsson elaborates on this throughout chapter two of his book from 1989, titled The Organization 

of Hypocrisy, by describing two principles of legitimacy reflected in two different ideal types of 

organisations, namely the action organisation and the political organisation. The action 

organisation relies only on organised action for ensuring legitimacy. In an action organisation, all 

members are recruited on the basis that they share the general goals and purposes of the 

management. It has a strong organisational ideology which governs the behaviour of its members 

                                                
191 Brunsson, N. (2007), p. 6 
192 Brunsson, N. (2007), p. 6 
193 Brunsson, N. (2007), p. 21 
194 Brunsson, N. (2007), p. 6 
195 Brunsson, N. (1989), p. 13 
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and cuts down the needs for making decisions as well as coordinating action196. Furthermore, an 

action organisation is geared to solutions rather than problems because it is easier to act on 

solutions, i.e. conflicts are suppressed197.  

 

Brunsson argues that the ideal antipole of the action organisation is the political organisation. 

Contrary to the action organisation, the legitimacy in a political organisation is based solely on its 

reflection of inconsistencies. In a political organisation, all members are recruited according to a 

principle of conflict, i.e. that they do not share the same views as other members in the 

organisation198. In other words, the political organisation is multi-ideological. Secondly, because 

the political organisation is concerned with problems, for example how to keep unemployment 

and inflation at a low level, this type of organisation devotes a great deal of time to decision-

making199. According to Brunsson, the political organisation produces and promotes ideologies, 

i.e. decisions and talk. Therefore, “(...) hypocrisy is a fundamental type of behaviour in the political 

organisation: to talk in a way that satisfies one demand, to decide in a way that satisfies another, 

and to supply products in a way that satisfies a third”200. In other words, it becomes evident that 

politics plays an important role here, as politics generally refers to the handling of conflicting 

interests201.  

 

Comparing the action organisation with the political organisation, it becomes evident that 

instruments talk, decision and action play different roles in the two separate types of organisations. 

In the political organisation, talk, decision and action, are mutually independent instruments used 

in winning legitimacy and support from the environment, i.e. they are inconsistent. Contrary to 

this, in the action organisation, talk and decisions are instruments for coordinating actions which 

leads to products, i.e. these instruments tend to be consistent. In other words, hypocrisy is a 

fundamental part of the behaviour of a political organisation202. It is important to note that 

Brunsson argues that there are no real-world organisations which align fully with these two ideal 

types of organisations. On the contrary, real-world organisations have to reflect inconsistent norms 

                                                
196 Brunsson, N. (1989), p. 15-17 
197 Brunsson, N. (1989), p. 18 
198 Brunsson, N. (1989), p. 20 
199 Brunsson, N. (1989), p. 22-23 
200 Brunsson, N. (1989), p. 27 
201 Brunsson, N. (1989), p. 31 
202 Brunsson, N. (1989), p. 27 
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as well as producing action203. Brunsson terms this the double basis for legitimacy and holds that 

this presents the organisations with a dilemma: “if they try to satisfy one legitimation base, they 

will mismanage the other”204. Brunson's solution to this lies in a separation of politics and action 

which is evident in his concept of hypocrisy, as earlier elaborated on.  

The formal and informal organisation  
Brunsson adopts terminology developed by Meyer and Scott and argues that most organisations 

operate in both a technical and an institutional environment: “The technical environment evaluates 

and supports an organisation in terms of its products and results; the institutional environment 

judges it on its structures, processes and ideologies”205. Furthermore, Brunsson argues that there 

is no guarantee that the demands imposed by the institutional environment are compatible with the  

structures, processes and ideologies that the organisation believes will contribute to effective 

coordinated action206. So, when these institutional norms fail to agree with the requirements for 

action, organisations will develop two separate structures and processes, one for each type of 

environment. This again will lead to the development of two types of organisational structures, 

namely the formal and the informal organisation.  

 

The formal organisation obeys the institutional norms and can easily adapt to new fashions or laws, 

“(...) literally by a few strokes of the pen on an organisational chart”207. Contrary to this, the 

informal organisation is the organisational structure of the organisation which is used to coordinate 

action. Brunsson sums this up by stating their different functions: “(...) one generates action; the 

other does not, but is kept for purposes of demonstration or display to the outside world”208. In 

other words, the formal organisation can, for example, produce sophisticated investment 

calculations which have little impact on the final choice of investment or develop budgets that the 

informal organisation does not stick to. These processes are, by Brunsson, defined as rituals. 

Another example of activities conducted by the formal organisation is double talk, i.e. keeping 

different ideologies for external and internal use, i.e. “the way management presents the 

                                                
203 Brunsson, N. (1989), p. 32-33 
204 Brunsson, N. (1989), p. 33 
205 Brunsson, N. (1989), p. 6 
206 Brunsson, N. (1989), p. 6-7 
207 Brunsson, N. (1989), p. 7 
208 Brunsson, N. (1989), p. 7 
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organisation and its goals to the outside world need not agree with the signals conveyed to the 

workforce”209. Brunsson argues that this separation between the formal and informal organisation 

is necessary for the survival of the modern organisation who wants to act according to current 

trends regarding demands for rationality, decency and fairness, while at the same time efficiently 

generating coordinated action210. According to Brunsson, companies will usually set goals in areas 

where it is weak and where it has previously not been able to live up to the demands of the 

institutional environment. He states that: “for companies that create a great deal of pollution, it is 

more important than for others to have environmental goals”211. In other words, even though these 

companies have a genuine wish to make some positive changes, this type of goal setting might 

immediately lead to hypocrisy.  

 

Dealing with the separation between the formal and informal part of the organisation is now, more 

than ever before, highly relevant for modern organisations. As elaborated on earlier in this 

theoretical outline, in his article from 2007, Brunsson argues that our world is to a large degree 

defined by its conflicting values, ideas and people212. “For example, modern companies should 

not only be profitable. They should provide employment; offer a good working environment that 

provides opportunities for personal development; provide their employees with decent wages; give 

good service to their customers; contribute to the prosperity, GDP, export revenue, and the 

general progression of the countries in which they are active - while not polluting the 

environment”213. These are just some example of the many societal demands that face modern 

organisations. These demands tend to change quickly, and sometimes more rapidly than the 

organisation is able to act214. Brunsson argues that when this happens, hypocrisy will easily arise. 

According to Brunsson, it will be very difficult for an organisation to constantly and quickly adapt 

its actions to new societal demands. However, it is easy to adapt the talk and decision of the 

organisation which then can go in line with the new demand, i.e. “the organisation is left to work 

according to an old model, while always being seen to have made the decision to implement the 

                                                
209 Brunsson, N. (1989), p. 7 
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latest fashion”215. What is fashionable for organisations to do is limited by rules relating to 

aesthetics, ethics, and truth, by perceptions of how things should be and how things are216. 

Hypocrisy as a solution 

As previously described, the general norm is that actors should be consistent in what they say, 

decide and do, and therefore hypocrisy is often considered problematic and even challenging moral 

norms. However, as Brunsson believes, hypocrisy can also be seen as a solution and not a problem. 

He argues that this way, hypocrisy becomes morally valuable, in that it presents a way of dealing 

with conflict, where many conflicting interests are met, at least partially. Brunsson gives examples 

of how two parts can be happy, despite having opposing interests when one is a spectator and the 

other is directly affected by the actions. Using the example of animal welfare of hens, he states 

that: ”If the people who support better treatment of hens are primarily spectators, and the people 

who have a financial interest in hens are those who are actually affected by the action, then both 

interests can be satisfied in this manner”217. This way, a company can continue the same treatment 

of the hens in practice, as long as they publicly change the organisational talk, for instance 

advertising a new focus on bettering animal welfare. This, however, will only work on the 

spectators who are not aware of the company’s use of organisational hypocrisy as a strategy218. 

Brunsson’s main point is that while hypocrisy is easy to condemn as immoral and problematic, it 

does create opportunities and facilitate action. Hypocrisy allows organisations to not only commit 

to meeting one demand and leaving another unsatisfied. Instead, using hypocrisy theory allows the 

organisation to attempt to balance multiple conflicting demands and interests219.  
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ANALYSIS 

 

The analysis will continue in three parts. The first is a discourse analysis of statements given by 

the two Prudentia employees, Kristine and Sara. By applying Laclau and Mouffe’s analytical tool 

of discourse theory, the aim is to gain insights into the discourses present in the field of 

contemporary work life in relation to gender. The second part of the analysis will apply 

Fukuyama’s theory of identity and identity politics in order to understand how the work of 

Prudentia can be seen as taking part in a greater tendency in our society - that we focus on identity 

in all that we do. Furthermore, his theory will be applied to understand the reasons and potential 

consequences of this for a company like Prudentia in relation to the work life, and for society in 

general. The last part of the analysis applies Brunson's theoretical concept of organisational 

hypocrisy. Findings in part one and two will be taken into account when investigating why 

Prudentia chooses to have what seems to be a misalignment between words and actions in relation 

to their female consultancy event, and what the implications of this might be. 

 

Analysis Part 1 - Discourse Analysis 

Gender equality in the workplace 
The first part of the analysis takes its basis in an interview with Kristine, a consultant analyst at 

Prudentia, conducted in March this year, at Prudentia’s offices in Copenhagen. The aim of the 

interview was to gain an understanding of the thoughts behind the Women in Consulting event and 

to get an insight into her experiences of being a female employee at Prudentia. This following part 

of the analysis will make use of Laclau and Mouffe’s discourse theory and the earlier presented 

figure to structure Kristine’s articulations with the goal of gaining a deeper understanding of what 

discourses influence what she says. Being able to reveal what discourses are at play requires a 

mapping of the floating signifier which, in this case, is the successful female consultant, and the 

moments used to fill this floating signifier with content. Below Kristine’s concept of the successful 

female consultant with its equivalent moments is accounted for, which allows for a mapping of 

Kristine’s formation of meaning. 



Page 63 

 

Studying this model, it becomes evident that a number of moments related to Kristine’s concept 

of the female consultant are not directly related to the field of gender and work. These moments 

are ‘constantly develop’220, ‘engage in activities outside work’221, ‘work hard’222, and ‘good 

work/life balance’223. It is argued that these moments, or attributes related to the successful female 

consultant, appears as a result of the influence of a particular discourse within the field of 

consultancy. This discourse will be referred to as the consultancy discourse, which points to a 

particular way of talking about the work of a consultant and articulating what it takes to become 

successful within consultancy. This discourse is present in reoccurring articulations made by 

Kristine throughout the interview and the articulations detected within this discourse seems to be 

consistent, and do not stand in opposition with one another. This will be elaborated on later in this 

part of the analysis. At the same time, there seems to be another discourse also at play in what 

Kristine says, which is related to gender and work. And this discourse, as shown through the 

following paragraphs, is not as consistent.  

 

Throughout the interview with Kristine it becomes very clear that she is highly influenced by, and 

constantly contributes to strengthen, a discourse that advocates for homogeneity between women 

and men at the workplace, i.e. gender-neutrality. She states that: “(...) I am tired of hearing talk 

                                                
220 Interview with Kristine, min: 00:08:41 
221 Interview with Kristine, min: 00:25:49 
222 Interview with Kristine, min: 00:44:15 
223 Interview with Kristine, min: 00:46:34 
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about men and women as separate, instead of just looking at competences”224, and furthermore 

she claims that in Prudentia it is not your gender “(...) that defines if you are good enough or 

not”225. In relation to this, she argues that in order to become a successful female consultant, it is 

important to avoid talking about gender and gender differences. Kristine is aware that, generally, 

there is a great focus on getting more women into senior management positions226. However, she 

believes that we should be careful with articulating these issues because she feels that “(...) we 

have talked so much about it and ‘women, women, women’, that we have established and are 

contributing to categorise ourselves. We are categorised according to gender by constantly 

arguing for helping women up the career ladder”227. In other words, Kristine is aware that through 

articulating these issues, we are contributing to maintaining the traditional heteronormative gender 

discourse where women and men are seen as two different and often contradicting entities. Her 

solution to this ‘problem’, as she sees it, is to stop talking about gender and gender differences and 

rather focus on competencies. In other words, she subscribes to a gender-neutral discourse. 

 

When justifying why they continue to arrange the yearly Women in Consulting event, Kristine 

states that they arrange the event because women “(...) can contribute with something different. 

Not because we are women, but because we have some different perspectives, we have a different 

educational background and we are interested in different things”228. Kristine states that women 

can contribute with a different perspective because we have different educational backgrounds and 

interests. Even though she states that this is “not because we are women”, it is evident, through the 

way she articulates it, that it must be because we are women and therefore represent something 

different than men. Furthermore, Kristine argues that it is essential for the success of the company, 

that they represent some form of diversity because she claims: “(...) the customers will not buy us 

                                                
224 Interview with Kristine, min: 00:10:06 “Så det er egentlig mig, der har prøvet at skubbe den derover imod i og med at jeg nok 
selv er lidt træt af at høre det der med at man snakker mænd og kvinder som opdelt i stedet for bare at se på faglighed” 
225 Interview with Kristine, min: 00:10:06 “Men det er i hvert fald ikke kønnet herinde, der afgør, om man er det ene eller det 
andet, eller om du er god nok eller ej” 
226 Interview with Kristine, min: 00:29:30 
227 Interview with Kristine, min: 00:29:30 “For jeg føler lidt nogen gange, at vi har snakket så meget om det og ’kvinder, kvinder, 
kvinder’, at det er på den måde vi egentlig skaber, og sætter os selv lidt i bås. Vi bliver sat i bås som køn, i og med at vi hele tiden 
skal fortælle, at nu skal vi også have at kvinderne skal op osv, ikke” 
228 Interview with Kristine, min: 00:01:15 “Vi kan bidrage med nogle forskellige ting. Ikke fordi vi er kvinder, men fordi vi har 
nogle forskellige synspunkter, vi er også tit utdannede forskelligt, fordi vi interesserer os for nogle forskellige ting” 
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if we are not diverse. And that is both when it comes to competences, but it is also clear that, and 

I won’t lie about it, our customers will not accept if we show up with an all-male team. There has 

to be something diverse in us in that we are representing society”229. When arguing that women 

represent something different than men while also advocating for Prudentia’s urge to represent a 

form of diversity both within competences and gender, Kristine is unable to stick to the gender-

neutral discourse. In relation to Laclau and Mouffe’s discourse theory, this is a clear example of 

the dynamic nature of discourses, which are never completely fixed but constantly undermined 

and changed by other discourses, which fix meaning in a different, and sometimes also 

contradicting, way.  

 

Towards the end of the interview, another example of how Kristine is unable to consequently stick 

to the gender-neutral discourse appears. Kristine talks about what she believes it takes to succeed 

within consultancy and refers to something that her mentor once told her: “The mentor that I had 

here in Prudentia always said, Kristine, you are the kind of girl, or lady or woman, or what you 

say, you are the type that when you see a ball lying in front of you, then you go up to it and kick 

it”230. First of all, it is essential to mention that this statement points to an important and dependent 

relationship between gender and identity. When referring to herself, Kristine automatically refers 

to herself in relation to her gender, i.e. being female must be an important part of her identity at 

work. Furthermore, as the statement reveals, Kristine is very aware of the gender-neutral discourse 

that she tries to consequently stick to throughout the interview and she tries to avoid talking about 

herself as a particular gender. The expression shows that when Kristine has to refer to herself in 

the third-person she struggles with finding an indicator for her identity that is not based on gender. 

Her struggle is evident in that she mentions “girl”, “lady”, “woman” before she ends up with 

“type”, as a gender-neutral way of referring to herself in third person. It appears as if she corrects 

                                                
229 Interview with Kristine, min: 00:05:36: “Og kunderne køber os ikke, hvis vi ikke er diverse. Og det er både på vores faglighed, 
men det er jo også klart, og det vil jeg da ikke sidde og lyve om, at de fleste kunder vil jo heller ikke have, hvis vi bare stiller op 
med et mandligt hold. Der skal sgu være noget diverse i os i den måde, vi skal repræsentere det samfund, og det tror jeg lidt er 
noget, som alle virksomheder skal, at de skal repræsentere det samfund, vi ligesom også lever i og der er altså, vi er diverse, og 
vi har fået mange flere kvinder på arbejdsmarkedet, så derfor er det også bare vigtigt at kunne sammensætte et hold, som også 
afspejler det, og den virkelighed vi er ude og levere i” 
230 Interview with Kristine, min: 44:15 “Den mentor jeg har herinde i PA, han sagde altid, Kristine, du er sådan en pige at du, 
eller dame eller kvinde eller hvad siger man, du er sådan en, når du ser, når der ligger en bold foran dig så går du hen og 
sparker til den”  



Page 66 

herself (going from saying “girl” to saying “type”) when she fails to stick within the gender-neutral 

discourse. This is another clear example of how discourses are not fixed structures, and that we 

are constantly influenced by different and sometimes antagonistic discourses.  

A work-life designed by men 
One year ago, Sara gave a presentation at CBS about her job as a consultant, sharing her 

experiences working at Lego, Microsoft and her job at the time, Prudentia. Sara spent much of the 

presentation talking about being a female in what she termed “a work life designed by men”231. 

She felt that there generally was a clear difference between “what we say and what we do”232 in 

relation to gender equality and was critical of all the places she had worked in this regard. While 

these modern workplaces brand themselves as a great place for women and have a formulated 

focus on female inclusion, the actual everyday experience was very different, Sara claimed233.  

 

In order to best analyse Sara’s presentation, a mapping of the floating signifier, and the moments 

used to fill this with content, is examined. Similar to Kristine’s interview, it was hard to uncover 

a model that pointed out a clear discourse, as Sara’s statements are very contradictory. This is 

because some of Sara’s articulations use moments to fill the floating signifier, which appear to be 

in conflict with one another, while they should form a chain of equivalence. Why this might be the 

case, can better be studied by looking closer at the moments giving meaning to Sara’s concept of 

the successful female consultant. Below the elements of the formation of meaning are mapped in 

the figure which illustrates Laclau and Mouffe’s discourse theory. All attributes that Sara directly 

or indirectly describes as important in becoming a successful female consultant are filled in as 

moments.  

                                                
231 Presentation by Sara, min: 00:49:00 
232 Presentation by Sara, min: 00:51:00 
233 Presentation by Sara, min: 00:52:00 
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Some of the moments detected in Sara’s articulations that can be seen as filling the floating 

signifier, the successful female consultant, do not appear to have something to do with gender, but 

more so with the role of a consultant in general. Some of these moments are “working hard”234, 

“being flexible and available”235 and “continuous learning and development”236. Sara also speaks 

of self-management, which at first glance seems to fit well into the consultancy discourse, but in 

this particular articulation, something important about the gender relations in the discourse are 

illustrated as well. In relation to self-management, Sara states that while she worked at Microsoft, 

she felt she had to work harder than her male colleagues. Additionally, about her job at Prudentia, 

she says: “I feel that I have to convince them that there is no difference for me and a male. It’s 

their expectation that sometimes glitch. I don’t go into a room and think okay I have to show them 

that I can do something else because I am a female”237. This indicates that while Sara is 

consciously taking a stance against having to prove herself to her male colleagues because she 

finds it unfair, the feeling of being treated differently and the following desire to be recognized as 

an equal is still there perhaps unconsciously. In addition, in many of the following examples, Sara 

expresses that she does self-manage and act differently at work, which supports the claim that her 

                                                
234 Presentation by Sara, min: 00:07:00 
235 Presentation by Sara, min: 01:00:00 
236 Presentation by Sara, min: 00:42:30 
237 Presentation by Sara, min: 01:10:00 
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actions are very much so being influenced by the gender relations which dominate the discourse. 

Remembering that Laclau and Mouffe view language as a structuring machine, Sara can be seen 

as contributing to the construction of the discourse, which makes her feel inferior to her male 

colleagues or, at least, act as if she were.  

 

This is also exemplified when Sara says that she previously felt that she had to “be like 

Superman”238 in order to succeed at her job. It can be argued that in this lies a gender binary of the 

strong capable man vs the weak incapable woman. This entails that when Sara thinks of a 

successful female consultant it is one that mimics male strength, a signifier attributed with male-

characteristics as its moments.  In relation to this, Sara states that “this was the first time where I 

was like wow, I am different because I am female. Like, people didn’t really have the same 

expectations to me as a female. (…) I need to be this little tough young lady, try to actually listen 

to me. I actually have something. (…) I have the same kind of power as you have!”239. Similar to 

before, this quote shows how, while being frustrated with the feelings of being looked down on or 

not being heard, Sara still takes part in recreating and fixing the discourse in this way. By using 

the term “actually”, she indicates that it should come as a surprise, that she as a female has 

something of value to offer. In addition, by having to state that you too are powerful despite your 

gender, it could indicate that while this is desired, it most likely is not the case since otherwise 

there would be no need to state it. It is known from Laclau and Mouffe that changes in discourse 

are a means by which the social world is changed, so oppositely, when Sara speaks this way, she 

unintentionally fixates the discourse and thereby categorises herself further.  

 

Last but not least, Sara’s words “little tough young lady” could be interpreted to show that her idea 

of a strong woman is a typical woman, here a “little young lady”, mixed with the male attribute of 

being “tough”. In this sense, Sara, most likely unknowingly and not with the intention of doing so, 

contributes to reproducing the heteronormative gender norms and stereotypes of the discourse, 

which controls her. Here Laclau and Mouffe’s conceptualization of power again becomes apparent 

                                                
238 Presentation by Sara, min: 01:08:00 
239 Presentation by Sara, min: 00:50:00 
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in that power is not something directly performed, and it is therefore not the direct power of Sara’s 

male colleagues alone that determines her work experience. Instead, it is an indirect power that 

produces the social reality, which she is in, so Sara herself takes part in reproducing this 

heteronormative discourse. 

 

Furthermore, a student at the presentation asked whether Sara could imagine reacting to this 

seemingly unfair treatment by doing something other than mimicking typical male behaviour. Sara 

did not follow what the student meant, and after some back and forth, they decided that Sara could 

not fully answer the question240. This goes to show that the discourses which influence us, often 

times become so naturalized and objective that we do not realize they are there, and we forget that 

they are in fact constructed and could potentially be different. Another example of this is the story 

of Sara’s friend who was asked not to wear high heels at work. Sara later on referenced this and 

said “I’m a female! I like to have high heels.”241, equating the two things as if women are 

biologically inclined to like high heeled shoes. Thinking back to Laclau and Mouffe and their 

inspiration from Lacan on identity formation, this quote can also point to the fact that Sara, a split 

subject, strives to become whole by identifying with and mirroring discursive images. Here, 

mirroring what she sees as a true businesswoman, someone wearing high heels. This shows how 

the discursive image is internalized, naturalized and taken for granted by Sara.  

 

When Sara does, however, reflect on the modern workplace as a whole and considers how this 

could be differently designed, she states that the solution is more alignment between what we say 

and what we do and that we should create a new system that is more inclusive of women in itself242. 

At other times, however, Sara claims that with gender inequality, we “need to be able to just live 

with it, and (say) how can we manage our work with it. Not be scared of it, but it is there”243. In 

addition, she claims that while she sees gender relations as problematic, the most problematic for 

her would be if she had to work fixed hours of eight to four. Here she states, that “Sometimes you 

                                                
240 Presentation by Sara, min: 01:10:00 
241 Presentation by Sara, min: 01:08:00 
242 Presentation by Sara, min: 00:54:00 
243 Presentation by Sara, min: 00:53:40 
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can focus on things like, oh it’s stressful and how is it to be a female in a very male-dominated 

organisation or culture, but this - eight to four - will be the worst for me”244. This illustrates, that 

while Sara is clearly influenced by the heteronormative gender discourse, the influence of this is 

ultimately less than that of the consultancy discourse, focusing on the importance of flexibility, 

freedom and continuous change. It does not appear that Sara realizes, however, that while she is 

granted direct freedom in her work hours, she is subjected to the indirect discursive power of 

gender norms in the workplace, which leads her to feel that she must work harder than her male 

colleagues.  

The political battle of discourses 

While working in the same organisation with similar job descriptions and being women of the 

same age, ethnicity and nationality, the experiences of Sara and Kristine are very different. Sara 

believes that there are fundamental flaws in many contemporary workplaces, which causes female 

employees to not be given the same respect, authority or money as men. She finds that the solution 

to this is to change the structure of the system or find a way to adapt to being female in a workplace 

designed by men. Kristine, on the other hand, believes there is no difference between men and 

women and claims that while earlier there has been reason to work for female inclusion in the 

modern workplace, this is not the case now and not their reason for hosting the Women in 

Consulting event. From the analysis and studying the ways in which Sara and Kristine give 

meaning to the floating signifier, ‘the successful female consultant’, it is argued that they speak on 

two overall topics or fields. In each of these there are discourses that dominate the field, which are 

expressed through Sara and Kristine’s statements. This is illustrated below. 

                                                
244 Presentation by Sara, min: 01:00:00 
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The two main fields Sara and Kristine speak about are the field of consultancy in general and of 

gender and work. In the field of consultancy in general, it becomes clear that Sara and Kristine are 

influenced by the same discourse and they assign meaning to the part of the floating signifier which 

is not related to gender using the same attributes. This indicates that this certain way of assigning 

meaning to what it means to be a consultant has reached the hegemonic status of objectivity and 

naturalization since neither of the two question these attributes at all. On the contrary, it also 

becomes clear, that within the field of gender and work, there are signs of a political battle between 

antagonistic discourses within the consultancy firm that Sara and Kristine represent. The two differ 

fundamentally in how they view men and women and following this, how to reach gender equality 

overall.  

 

It has already been pointed out that both Sara and Kristine often are very contradictory in their 

statements. While it has been found that Sara mainly subscribes to the discourse that builds on the 
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belief that women and men are fundamentally different and are treated differently in the workplace, 

the many contradictions mentioned before show that there are inconsistencies in the discourses 

that influence her beliefs. Similarly, the contradictions within Kristine’s articulations show, that 

while she seems to be influenced by a more gender-neutral discourse, she often slips and falls back 

on phrases that fit more into the heteronormative discourse. This is for instance shown when, after 

having insisted that the Women in Consulting event is not an attempt to be more inclusive of female 

applicants and having denied any gender differences, she says “(...) we still want to focus on the 

fact that we would like more women here, but it is also just as much in relation to the fact that we 

want different competencies”245. This can be seen as an articulation highlighting the political battle 

of discourses, where the antagonistic heteronormative discourse takes over and primarily 

influences Kristine, when she suddenly says that men and women have different competencies, 

and additionally admits that they actually think about this as a main motive for the event.  

 

The exact same slip happens for Sara, for instance in the quote from earlier; “I feel that I have to 

convince them that there is no difference for me and a male. (...) I don’t go into a room and think 

okay I have to show them that I can do something else because I am a female”246. Here it could 

appear as if Sara’s desire to convince her male colleagues that her gender does not make her any 

less competent subscribes to the gender-neutral discourse of Kristine. In light of Laclau and 

Mouffe’s theory, a misstep like this makes perfect sense, as the field of discursivity, which is 

everything that is outside the discourse and that which it excludes, is always in danger of being 

undermined by the conflicting discourses it defines itself in relation to. The discourses influencing 

Sara and Kristine are never so fixed that they cannot and, as they are in the political field of battle, 

are not continually challenged by each other and most likely by even more conflicting discourses 

within the field that is not studied in this thesis. This means that the discourses found here are not 

static and fixed, but continually evolving and has the potential of being deconstructed or dissolved 

by the winning hegemonic discourse.  

                                                
245 Interview with Kristine, min: 00:07:00 “(...) vi vil jo stadig gerne sætte fokus på, at vi gerne vil have kvinder herind, men det 
er lige så meget ift. at vi gerne vil have forskellig faglighed” 
246 Presentation by Sara, min: 01:10:00 
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Analysis Part 2 - Identity 

 

The second part of the analysis will apply Fukuyama’s theoretical framework to better understand 

the statements of Sara and Kristine and the Women in Consulting event and discuss how this can 

be seen as part of a greater tendency of modern times to focus on identity. The aim is to use the 

findings from part one and gain a fuller understanding of why the female employees of Prudentia 

speak and act the way they do, and what might lie behind. Thereby, the second part of the problem 

statement will be answered relating to why this particular relation between gender and work is 

present. Furthermore, through the use of Fukuyama’s theory the potential implications of this 

relation, and the Women in Consulting event, will be discussed. Finally, the connection between 

discourses and identity politics and the potential organisational implications of this, will be 

reflected upon. 

Identity politics  

As known from Fukuyama, the modern concept of identity quickly transforms into identity 

politics, where individuals fight for recognition publicly. As previously described, the focus of this 

thesis is on the recognition of gender as an important part of the true self.  The desire for dignified 

treatment, which comes from having your gender be recognized and respected is visible in this 

thesis in many ways and on different levels. It is visible on a more general societal level when 

politicians use time debating gender-neutral traffic lights, when DBS is forced to change their 

family pictograms, when CBS installs gender-neutral bathrooms and decides to ban certain songs. 

It is also present on another level, within the modern workplace, where all types of companies 

have women’s events and clubs and brand themselves as places where gender equality matters. 

Additionally, it is visible on the specific case level of Prudentia and their Women in Consulting 

event and in the statements of Sara and Kristine. As Fukuyama claims, the idea that there is an 

oppositional relationship between the authentic true inner self and the opposing outside society, 

which unfairly valuates the self, has emerged in modern times247. All of the examples above can 

thus be seen as identity politics, as public displays of the fight for recognition of a certain gender 

                                                
247 Fukuyama, F. (2018), p. 10 
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conceptualization that is part of the true inner self, given by the outside society. This desire comes 

from the self’s thymos, an urge and demand for recognition of one’s dignity. As Fukuyama claims, 

today we think of dignity as universal, something which we all deserve, combined with the belief 

that we all have an inner true self that should be acknowledged.  

The demand for universal dignity  
The concept of thymos becomes helpful when studying how Sara and Kristine express their desire 

to be recognized in their job. Thymos is expressed in the statements of the two in different ways. 

What is similar, however, is the emphasis on the fact that it is detrimental to have your colleagues’ 

acknowledgements in order to have self-worth and self-esteem. With Sara, this is, for example, 

expressed in the quote from before, “I’m a female! I like to have high heels.”248. Sara refuses to 

take off her high heels because this becomes a clear example of someone not acknowledging a part 

of her true self, which is a large part of her identity. This is because as we found in the first part of 

the analysis, she equates high heels with her femininity. For Kristine this is expressed as she speaks 

of why she chooses to spend her free time working on the Women in Consulting event, saying that 

“and then you could ask, why would I want to do that? But again, that’s because there is so much 

support and people in here think it is cool”249. In relation to this, she also states that the main office 

in the UK is very excited about the event. The fact that Kristine mentions that these two things 

encourage her to continue to use her time outside of work on the event is a clear sign that she is 

also highly driven by the fundamental demand for dignity, which is given by other people. In 

addition, the fact that Kristine chooses to spend her free time working on the event shows, not only 

how the boundaries between work and free time have become fluid, as Fukuyama speaks of, but 

also that the arena for recognition, dignity and personal growth, which are all linked to identity, to 

a large degree has become the modern workplace. This might also point to the fact that Kristine is 

influenced by the version of thymos, megalothymia. As known from Fukuyama, this is the desire 

to be seen as superior and therefore connected with the fundamental need for achieving status.  

 

Isothymia, the version of thymos, which is the demand to be respected on an equal basis with other 

people, seems especially relevant in the case of Sara and Kristine’s statements. Here isothymia, in 

                                                
248 Presentation by Sara, min: 01:08:00 
249 Interview with Kristine, min: 00:42:30, “Og der kan man jo sige, hvorfor gider man det? Men det er jo også igen fordi det 
bare er så stor opbakning og folk herinde synes det er fedt” 
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relation to gender, is extremely visible and both of them stress the importance of being equally 

respected as, and by, their male colleagues. For instance, Sara speaks of work situations where no 

one is listening to her because she is a woman. She states that “sometimes you go into a room, and 

you can sit around a table of men and they are not talking to you. They are not looking at you. I 

have experienced that. And that’s confusing. And then you need to do something. You need to say, 

okay, that’s your take, and you’ll pay me still. If you don’t want to get my advice, that’s fine, but I 

feel my personal values here, then I feel that it’s not fair.”250 As known from Fukuyama, salary 

and recognition are closely connected and the demand for recognition and dignity cannot be 

satisfied by economic means251. With this in mind, it becomes clear, that while Sara tries not to be 

too influenced by situations like this and notes that she will get paid either way, it is clear that the 

money does not make up for her sense of being treated unfairly and that there is something much 

more personal on the line here. The fact that Sara states that the feeling of not being heard “is 

confusing” rings a bell with what is known from Fukuyama, in that the lack of recognition can lead 

to a loss of identity and the question of “who am I?”252. This is caused by a feeling of alienation 

and anxiety that will only be relieved by public recognition of the true inner self. This indicates 

that Sara’s experiences at her work will influence her to struggle with questions of identity. 

 

In opposition to this, Kristine is very clear that she does not want to be recognized as an equal on 

the basis of gender, but for her talent. For instance, she states that if she felt she was being staffed 

for a project because she was a woman, she would not want that job253. In a sense, it would seem 

as if Kristine’s desire for recognition is even more visible than Sara’s in that Sara tries to find the 

positive in the situation and mentions that she will still get paid, whereas Kristine indicates that 

she would refuse a job where she felt she was only hired due to her gender i.e. not being recognised 

for her competencies. However, as it was described in detail in part one of the analysis, the 

statements of Kristine are quite contradictory and at other times she speaks of recognition in 

relation to gender. For instance, she talks about the strength of the Women in Consulting event and 

says that this is due to the fact that the participants here are in a safe space where they “actually 

                                                
250 Presentation by Sara, min: 01:10:00 
251 Fukuyama, F. (2018), p. 82 
252 Fukuyama, F. (2018), p. 89 
253 Interview with Kristine, min: 00:47:00 
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feel they are being heard and can ask questions”254. Throughout the entire interview, it becomes 

clear that Kristine believes that when the participants feel recognized and listened to, they will feel 

safer and more comfortable. Creating this safe space is achieved by having a smaller event and by 

having everyone present be women, which will be further discussed later on.  

The political project of dignity 
Throughout the interview, Kristine speaks a lot on the importance of feeling safe and accepted as 

a person, and that this benefits job performance. “Feeling safe in the workplace makes it possible 

for me to express myself as the person I am, and being accepted as I am(...), being who I am, 

saying what I want to say, doing what I want to do (...). So, I think that kind of safety is important 

to create in a workplace, because it allows you to live out whichever identity you have. I think that 

is one of the most important things”255. Kristine also states that if you work in a safe and 

comfortable workplace where people respect you as a person, you will have all necessary 

opportunities whether you are a man or a woman256. These statements make it very clear how 

identity has become a massive part of the work as a consultant. The idea that you have to express 

yourself, be accepted for your true self and live out your identity, all align with what Fukuyama 

talks about as the general identity-tendency of our time, which here proves itself to be very present 

in the modern workplace as well. Kristine’s statements also support Fukuyama’s claim about the 

consensual understanding of universal dignity, something we all feel we deserve and need. 

Universal dignity influences us to think that it is not the inner self that needs to conform to society’s 

rules, but society which needs to change, and as stated before, turns the private quest for self into 

a political project257. Similarly, Kristine takes for granted that the workplace needs to be inclusive, 

and if so, the individual employee will succeed no matter what. With this in mind, although 

Kristine states it is not the case, it is argued that the Women in Consulting event can be seen as 

                                                
254 Interview with Kristine, min: 00:47:00 
255 Interview with Kristine, min: 00:48:00, “tryghed på vores arbejdsplads, der gør at jeg kan udfolde mig som den person, jeg 
er, og altså at man kan blive accepteret som den person, man er. Og det tror jeg virkelig man kan, hvis man har den der tryghed, 
og så føler man også, at jeg kan være den jeg er, jeg kan sige det, jeg har lyst til, og gøre det jeg har lyst til underforstået ikke. Så 
den der tryghed, den tror jeg er vigtig at få skabt på en arbejdsplads, og det gør også at man kan få og udleve den identitet man 
nu har, den person man nu egentlig er, så tror jeg det er en af de vigtigste ting.” 
256 Interview with Kristine, min: 00:31:00 
257 Fukuyama, F. (2018), p. 37 
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part of the political project of universal dignity, where the organisation attempts to solve a problem 

of recognition of dignity in the workplace.  

Female experience 
As we have seen, Fukuyama claims that the idea behind lived experience, as introduced by Simone 

de Beauvoir, plays an important part in shaping our modern concept of identity. Repeating what is 

elaborated on in the theoretical outline, the concept of lived experience builds on the idea that each 

group has its own identity and culture that is shaped by their own lived experience and therefore 

is not accessible to outsiders. It is here argued that this idea of lived experience is also evident at 

Prudentia. As written in their invitation to the Women in Consulting event, Prudentia hosted “an 

evening in the name of women!”258 with the purpose of giving these women “(...) a unique chance 

to get an insight into how it is to be a consultant in an international company, like Prudentia”259. 

Reading this in light of the concept of lived experience, it becomes clear that Prudentia is 

influenced by this idea. From this formulation it can be derived that female graduates will get the 

best insight into how it is to be a female consultant by participating in the event which is solely 

arranged by young female consultants at Prudentia. Rooted in this kind of thinking lies the idea 

that the experiences of women can only be shared and understood fully by other women.  

 

This is further apparent when during the interview, Kristine talks about how it is important that 

the female consultants, hosting the event, together represent a diversity of profiles so that “(...) 

they can mirror themselves in us, and they can approach us and talk to us when we go out to eat 

afterwards (...)”260. Using the word “mirror” reveals how this aligns well with the concept of lived 

experience. It is only through talking to female consultants, that the female students can get an 

insight into how it is to be a consultant at Prudentia and thereby being able to imagine themselves 

working there. Building on this, Kristine also says that if they were to open up the event, so that 

male graduates also could participate, that then they would “(...) not only line up with female to 

the event, then we would have some of our male colleagues with us (...)”261. If male graduates were 

                                                
258 Appendix 1 
259 Appendix 1 
260 Interview with Kristine, min: 00:17:15: “Og på den måde, kan de jo også spejle sig i os, og de kan søge os, og snakke med os, 
når vi også går ned og spiser bagefter, så er det jo også meningen at de ligesom ved, at okay, Kristine arbejder super meget med 
transformationer, øhm, hende går jeg sgu lige ind og snakker lidt med, for det her synes jeg super spændende” 
261 Interview with Kristine 00:12:47: “Som udgangspunkt ikke, fordi så ville vi jo også bare selv afspejle det event, så ville vi jo 
ikke bare stille op kun med kvinder til eventet, så ville vi jo også have nogle af vores mandlige kollegaer med, så som 
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to participate in the event then they would involve their male colleagues, so that the male 

participants also had someone to mirror themselves in. In other words, the lived experiences of 

men and women are different and therefore the respective experience cannot be completely 

understood by the opposite gender. 

Diversity and inclusion  
As elaborated on throughout the theoretical outline, Fukuyama argues that multiculturalism, as an 

ideology is, and has been, the label for a political program that seeks to value each separate culture 

and lived experience equally. Throughout the interview with Kristine, it becomes very clear that 

diversity and inclusion are strong and present values at Prudentia. In relation to mentioning that 

they have a diverse composition of people working at Prudentia from various educational 

backgrounds, Kristine says that “it is very important for us that we represent diversity because that 

is also the way we arrange the projects with our customers. And our customers will not buy us if 

we are not diverse”262. Furthermore, when talking about the Women in Consulting event Kristine 

says that “(...) we focus on the fact that we want a variety of profiles, so we think a lot about 

inclusion and diversity in all of our women-part (...)”263. Lastly, when elaborating on the thoughts 

behind arranging the Women in Consulting event in the first place, Kristine says that originally it 

had something to do with the fact that they wanted to attract more women to Prudentia, but that 

now this need has dispersed because today they have only good experiences with diversity and 

inclusion264. These are just some of the many instances where she mentions diversity and inclusion. 

Diversity and inclusion, as values, align well with the ideology of multiculturalism, as elaborated 

on by Fukuyama, where each separate culture and lived experience is valued equally. Diversity 

and inclusion point towards this same ideology, as it means being open and inclusive of everyone. 

According to Kristine, diversity and inclusion are values that they are highly aware of and that 

                                                
udgangspunkt er der ikke noget i vores program, som kun henvender sig til kvinder, så på den måde kunne man sagtens i morgen 
sige, nu er det den her måde, vi kører det på, og åbne op for det” 
262  Interview with Kristine 00:05:36: “Så det er meget vigtigt for os, at vi har den der diversity i det, fordi det også er sådan, vi 
sammensætter projekter ude hos kunderne. Og kunderne køber os ikke, hvis vi ikke er diverse” 
263 Interview with Kristine 00:01:15: “Så det er nok mere et fokus på, som det er drejet over nu, at Women in Consulting er blevet 
bare et event, hvor vi har blevet ved med at kalde det Women in Consulting, men vi bare egentlig har fokus på, at vi gerne vil 
have nogle forskellige profiler, så vi tænker rigtig meget inclusion og diversity i hele vores women-del, kan man så sige” 
264 Interview with Kristine 00:32:42: “Så selvfølgelig har det et udspring af noget og i og med at man gerne vil have flere kvinder 
ind og fokusere på det her med at få kvinder ind, og det kan sagtens lade sig gøre og I er lige så dygtige som alle andre. Altså 
den der mentalitet. Til nu er det bare altså fordi vi har det så godt herinde i forhold til sådan diversity and inclusion” 
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they have been working on for a long time. Furthermore, she stresses that today they have no issues 

with diversity and inclusion.  

 

Fukuyama’s concept of multiculturalism is, in his book, used as a basis for understanding our 

contemporary, Western societies which are highly influenced by this ideology. Furthermore, he 

uses this understanding as a basis for arguing that, amongst other countries, the United States has 

a lack of a clear national identity which is one of the reasons for the success of identity politics 

today. For example, Fukuyama stresses that diversity cannot be the basis for the national identity 

of a country in and of itself, because that is the same as saying that the identity is to have no 

identity. Although this thesis does not take its empirical basis on a national level, it is still 

considered of interest to investigate the potential consequences of the influence of the ideology of 

multiculturalism on the company level. As we have seen, according to Kristine, the values of 

diversity and inclusion are of great focus at Prudentia. In relation to what Fukuyama claims, it can 

be argued that these values have some consequences for the overall company identity or culture. 

In Kristine’s description of Prudentia, diversity and inclusion constantly appear. However, 

describing Prudentia with these types of attributes does not say anything clear and tangible about 

the company. Similar to the recently mentioned case of the U.S., when stating that an important 

value for Prudentia is diversity and inclusion, it can be argued that this is like saying that they do 

not have a clear company identity. Diversity and inclusion, as values, does not point to a specific 

community or culture with any particular attributes and goals. On the contrary, these values 

facilitate total openness towards all types of people, values, cultures etc.  

 

However, at some points throughout the interview, Kristine refers to some specific types of 

communities that they have at Prudentia. According to Kristine, they have “(...) a women’s 

community, only for female consultants, where we meet once a week and drink some wine after 

work and just chat, and it’s really just everything that we share (...) and we become more and more 

like girlfriends”265. Furthermore, Kristine says that her male colleagues also have some kind of 

community where they do different things outside work and that they also have a community called 

                                                
265 Interview with Kristine, min: 00:25:49: “Ja, altså jeg tror det jo egentlig er startet lidt at herinde i selve Prudentia  har vi 
faktisk også sådan et kvindenetværk, kun for unge kvindelige konsulenter. Og det er simpelthen, hvor vi mødes en gang hvor vi 
bare går ud og får lidt vin efter arbejde og bare sidder og snakker, og der er det jo alle mulige ting man deler. Nu kan man jo 
godt sige, at nu kender vi jo hinanden godt herinde så det bliver jo selvfølgelig mere og mere privat, jo mere og mere man kender 
hinanden, så det bliver jo nærmest som om man er veninder, ikke” 
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Young in Prudentia266. Kristine argues that these types of communities are very important because 

they “(..) create a type of safe environment in a company that you feel like you have someone that 

you are close with”267. In other words, as evident here, while Prudentia has some types of 

communities, there is no overarching community with specific characteristics that everyone is a 

part of. On the contrary, there are several smaller communities, divided by either gender (female 

community vs. male community) or age (Young in Prudentia). In other words, these types of 

communities can never become joint communities shared throughout the company. In light of 

these considerations, one could question whether the values of diversity and inclusion are working 

in their own right and actually separating more than uniting. 

 

The fundamental need for a community can be explained through the concepts of Gemeinschaft 

and Gesellschaft and the transition from village community to urban society, following the 

industrial revolution. These concepts are easily applied to the general work situation, as they have 

roots in the transition from Gemeinschaft’s mutual help to those near to us in the village society, 

to Gesellschaft’s industrial society’s work relations regulated through contracts and salary. As 

Fukuyama believes, this means that as social relations were loosened, a lack of a sense of belonging 

emerged. Following this, confusion over identity began to arise as a condition of living in the 

modern world. It can be argued, that these circumstances of loose human relations are especially 

visible in the consultancy business. According to Sara and Kristine, as a consultant you constantly 

work with new clients on new projects, are sent to different countries and have to adapt to that 

specific work environment and culture in your behaviour, clothes, language etc. With this in mind, 

the consultancy industry can be seen as a place, where the mobility, fluidity, and complexity of 

modern organisations is at its extreme.  

 

According to what is known from Fukuyama, the danger then is that the freedom and opportunities 

of modern society can leave its individuals feeling unhappy and longing to be connected with 

fellow human beings. This would imply, that in today’s modern society, and within consultancy, 

in particular, it becomes important to have these strong communities. As previously discussed, the 

values of Prudentia; diversity and inclusion, do not hold much meaning in themselves as they are 

                                                
266 Interview with Kristine, min: 00:25:49 
267 Interview with Kristine, min: 00:25:49: “Og det tror jeg er super vigtigt. Det skaber en tryghed i en virksomhed, at du føler at 
du har nogen du er tæt på” 
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very open attributes. Because of this, it is hard to have a company culture that unites over these 

values. This, combined with the notion that it is perhaps in the consultancy industry there is the 

highest need for a sense of community and personal belonging, seems even more problematic. 

This might point to why the only strong communities within Prudentia are those that are formed 

around gender and age. In a place of fluidity and change, it does not seem to give any immediate 

sense of comfort and belonging to view yourself as a diverse and inclusive person and identify 

with other group members through this. However, in this case it seems easier to relate to others 

through gender and age as immediate markers of identity. Remembering that Fukuyama claims 

that individuals most times want recognition, not for their individuality, but recognition of their 

sameness with others268, as an employee at Prudentia the fastest way to find a community to fit in 

to seems to be through something like gender or age and not that you as a person support inclusion.  

Identity as a corporate agenda 
As previously highlighted, in their invitation to the Women in Consulting event, Prudentia write 

that they invite all female graduates to “an evening in the name of women!”269. This type of rhetoric 

can be linked to Fukuyama’s concept of the politics of resentment. According to Fukuyama, 

politics of resentment occurs when political leaders mobilize their followers around the perception 

that the dignity of the group has somehow been disrespected. This further trigger resentment and 

a demand for public recognition, which is a powerful motive, used by many politicians to gain 

public support. Returning to the sentence: “an evening in the name of women!”, it can be argued 

that Prudentia is using this type of rhetoric to gain the same kind of support or engagement as 

politicians, that return to the politics of resentment, do. This resides in the fact that the sentence 

resembles a kind of feminist rally cry. It exudes a uniting feeling and the exclamation mark at the 

end can be seen as an effort to make the statement even more powerful. Reading the sentence with 

the concept of the politics of resentment in mind, it can be argued that with it, Prudentia wants to 

convey a message to women which aligns with something like: ‘now it is finally our turn to enter 

the consultancy scene, let us do it together, in our own, female way!’. As Kristine elaborates on 

throughout the interview, the Women in Consulting event was originally arranged because 

                                                
268 Fukuyama, F. (2018), p. 104 
269 Appendix 1 
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Prudentia wanted to attract more female consultants to the company270. Building on this, it can, 

therefore, be argued that the sentence in the invitation aligns with the rhetoric of politics of 

resentment which demands public recognition for a group that previously has been suppressed. In 

this case, women are the group that has previously been excluded (i.e. suppressed) from 

consultancy and are now publicly demanding recognition by being invited to take part in the 

Women in Consulting event and thereby be included in consultancy.  

 

As elaborated on through the theoretical outline, Fukuyama believes that within our contemporary 

liberal democracies we have recently experienced a shift in agendas of both the left and the right 

of politics. Fukuyama argues that both the left and the right are now, to a large degree, focusing 

on narrower group identities and thereby threatening the possibility of communication and 

collective action across the diverse population. Adopting this same view and looking at the 

empirical case of this thesis, it could be argued that this same focus is present at Prudentia. Through 

the first part of this analysis, it became clear that Prudentia arranges the Women in Consulting 

event with the goal of attracting more female consultants to the company. In other words, they try 

to be inclusive by opening up their company and attracting young female graduates. However, 

with this event, Prudentia ends up with excluding more than including because the female 

consultants are categorised through the event. The event is solely arranged by young, female 

consultants, for young, female graduates only. Contrary to the ambition, instead of uniting, 

Prudentia is in this case dividing through separating young women from the rest of Prudentia. In 

a similar way that the right and the left of politics are focusing on narrow group identities, 

Prudentia is, through arranging this type of event, doing the same and thereby end up limiting the 

possibility of a collected and united company that is able to communicate across smaller identity 

groups.  

 

During the interview, when talking about the general focus on women participation in the 

consultancy industry, Kristine says that: “(...) we have talked so much about it and ‘women, 

women, women’, that we have established and are contributing to categorising ourselves. We are 

categorised according to gender by constantly arguing for helping women up the career 

                                                
270 Interview with Kristine, min: 00:01:15: “Så i starten, 100 % har der helt sikkert været fokus på at sige, nu skal vi have nogle 
flere kvinder i consulting, fordi vi kan bare… vi kan bidrage med nogle forskellige ting” 
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ladder”271. Building on what was argued in the previous paragraph, it is evident that through 

arranging this event, Kristine and Prudentia are working against Kristine’s ambition to stop talking 

about men and women as separate. In fact, this is exactly what they are doing through the event, 

arranging an event solely for women. In other words, this focus contributes to separating, not 

uniting. Thereby it prevents the possibility of building a large collective, in this case, an 

overarching company culture. 

 

As accounted for through the theoretical outline, and as touched upon in earlier in this section, 

Fukuyama believes that identity politics becomes problematic when it becomes a substitute for 

more serious thinking about how to change structural inequality within a liberal democracy. He 

states that this is, for example, evident within universities where it is easier to include readings of 

women and minority authors than to change the income or social situation of these groups. This 

same tendency can be seen at Prudentia. Arranging the Women in Consulting event can be seen as 

a cheap substitute for seriously working on changing, for example, their bonus structure which, 

according to Sara, is highly unfair to women. Through Sara’s presentation, when talking about her 

experiences with working at Prudentia, she says that: “(...) you get promoted after how many hours 

you utilize to your customer, your utilization. But if you are on maternity leave, you cannot go out 

and utilize. So, this means that there is a period in your life, where you cannot get promoted. So, 

if you see in the long run, a female will never have to achieve the same level as a male 

consultant”272. In other words, if the goal is to really make an impact and actually contribute to 

changing women’s working conditions, it appears that hosting the event will never succeed in this 

alone if not also changing their bonus structure, which constantly contributes to maintaining the 

wage gap, and therefore also the inequality, between men and women.  

Discourse theory and identity politics  
The first part of the analysis allowed for a mapping of the discourses at play in Sara’s and Kristine’s 

articulations about their experiences of working at Prudentia. Keeping this in mind, combined with 

what has become evident through this second part of the analysis, it is now possible to understand 

                                                
271 Interview with Kristine, min: 00:29:30: “For jeg føler lidt nogen gange, at vi har snakket så meget om det og ’kvinder, 
kvinder, kvinder’, at det er på den måde vi egentlig skaber, og sætter os selv lidt i bås. Vi bliver sat i bås som køn, i og med at vi 
hele tiden skal fortælle, at nu skal vi også have at kvinderne skal op osv, ikke” 
272 Interview with Sara, min: 00:54:41 
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why Sara and Kristine’s statements, to some degree, are contradictory. It will, in this paragraph, 

be argued that combining Sara’s heteronormative discourse with the consultancy discourse 

presents some immediate challenges. This is also the case for Kristine’s gender-neutral discourse 

when combined with the same consultancy discourse. Shortly summed up, Sara’s subscription to 

the heteronormative gender discourse influences her understanding of herself as a woman who 

wears high heels and demands recognition on the basis of being female. This immediately seems 

to fit well with the consultancy discourse which holds that consultants should bring their whole 

authentic self to the workplace. However, Sara mentions several instances where she feels like she 

is not being recognised and respected when acting like a woman at work. In other words, there 

seems to be conflict between the heteronormative- and the consultancy discourse. The same type 

of conflict appears in Kristine’s case, though in a seemingly different way. Contrary to Sara, 

Kristine subscribes to the gender-neutral discourse which influences the way that she articulates 

her work identity independent of her female gender. Isolating her gender from her identity leads 

to confusion when she is also influenced by the consultancy discourse which demands authentic 

consultants that bring their whole self, and identity, to the workplace. As known from Laclau and 

Mouffe’s discourse theory, when there are conflicting discourses simultaneously attempting to 

organise the same space, the subject becomes overdetermined. It is, therefore, argued that this 

happens in the two cases described which may also be a factor contributing to Sara and Kristine’s 

contradictory articulations.  

 

In working with this thesis, the question of “why gender?” kept reappearing in relation to why the 

Women in Consulting event was only focused on gender recognition and not other parts of modern 

identity. In the initial research stages, there were instances of identity politics that oriented around 

all partial forms of identity mentioned by Fukuyama such as race, ethnicity, religion, gender etc. 

An example of this was the Mexican themed party at Copenhagen University, which was advised 

cancelled as management feared it would seem disrespectful towards the Mexican culture or 

certain students. However, the Women in Consulting event is a very different example of identity 

politics than the party. Here, in an attempt to promote gender equality, only women are allowed to 

participate. Such separation was not found on the basis of any other characteristics than gender, 

and it is hard to imagine a similar event only for people of a certain religion or ethnicity. In the 

same way, the event description saying anything else than “a night in the name of women!” would 
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seem very strange. It might appear natural to us that this would never happen, but in light of 

Fukuyama’s theory, it is not easy to explain why. He describes the focus of these characteristics 

equally, as traits that identity politics can focus on to promote inclusion and recognition of. In his 

case, no traits seem to present themselves more immediate than others. However, when researching 

cases of identity politics in Denmark, this seems to be very different, and Kristine similarly 

expressed this view on the topic of inclusion of other traits than gender, in relation to the event. 

She states that “(...) if it was Africans or Muslims or… well, that way, we would just end up 

stereotyping people by saying it is only for you (...), and that is not something we would do. It can’t 

be religion or minority or any of those things that is the cause for us to come together in here 

(...)”273. The quote shows how naturalised the idea is that it is okay to be exclusive on the basis of 

gender, but not other characteristics, even though this gives people a stereotype in the exact same 

way. Why this is, might be explained by looking at identity politics as a discourse or a number of 

discourses, which influence our way of thinking about what is natural and what is not. Thinking 

back to what Fukuyama says about culture, it is the discourses in society which control what and 

who is seen as dignified. Additionally, the nature of that dignity has, and will continue, to change 

over time in relation to culture.  

 

Combining Fukuyama’s theory with discourse theory, it can be argued that we now have a 

fundamental belief that all humans deserve to be treated with dignity, and that this dignity comes 

from living your true self, an idea which has spread discursively through culture and language. 

This has sparked identity politics, which enables us to see, think and act a certain way, supporting 

and promoting the belief that each individual should live their true identity whether it be in relation 

to their gender, ethnicity, religion etc. However, in the field we have studied, the Danish modern 

workplace, discourses seem to influence us in the belief that gender is something we can separate 

people on, while doing so based on other characteristics would seem incredible politically 

incorrect, which is another discursively structured concept. As known from Laclau and Mouffe, 

language creates reality, so when there becomes a type of consensus that there are certain 

statements that are inappropriate or not politically correct, this will have social consequences. 

Fukuyama claims that the consequences of political correctness and the delegitimization of 

                                                
273 Kristine interview, min: 00:36:00 “Om det er sådan, afrikanere eller muslimer, eller... Men ja, (...), herinde så tror jeg, vi 
ville simpelthen komme til at sætte folk i båse, ved at man siger, ’så er det kun jer, (...) og sådan gør vi det på sin vis ikke. Det 
skal ikke være sådan, at religion eller minoritet eller nogen af de her ting, der gør at så samles vi herinde (...) 
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statements, which could be offensive to another’s self-worth, can threaten free speech and modern 

democracy. This way, when political correctness spreads through society and thereby also to the 

modern workplace, it will influence the culture and be polarizing for the group as a collective, 

whether that be society as a whole for Fukuyama, or the workplace of Prudentia in particular. 

 

Analysis Part 3 - Hypocrisy 

 

Nils Brunsson’s theory of organisational hypocrisy will, through this third part of the analysis, be 

deployed with the aim of developing a deeper understanding of the empirical basis of this study 

and the Women in Consulting event in particular. Through analysis part one and two, it became 

evident that Sara and Kristine are painting two very different pictures of their common workplace, 

Prudentia. The aim of applying the concept of organisational hypocrisy in the analysis is to gain a 

fuller understanding as to why the two have so conflicting views. Furthermore, through the 

interview with Kristine, she was very keen to address the fact that the Women in Consulting event 

was not conducted with the aim of compensating for any issues concerning women inclusion or 

gender equality at Prudentia. Brunsson’s concepts will, therefore, be applied in this last part of the 

analysis, with the aim of investigating this correlation further. Shortly summed up, this part of the 

analysis contributes to answer the second part of the problem statement related to what the 

implications of this specific relationship between gender and work are on an organisational level. 

Prudentia as a political organisation 

As elaborated on throughout the theoretical outline, Brunsson distinguishes between two types of 

ideal organisations, the action organisation and the political organisation, in order to illustrate how 

legitimacy transpires as a relationship between the organisation and its environment. According to 

Brunsson, the action organisation is the ideal organisation that is commonly presented by most 

organisational research. In this type of organisation, talk and decisions are instruments for 

coordinating actions used in winning legitimacy and support from the environment. In other words, 

essentially, an action organisation relies solely on organised action for ensuring legitimacy. It is 

here argued that it is evident that Prudentia thinks of themselves, and therefore also portray 

themselves, as an action organisation to the outside world. Prudentia’s product is their knowledge 
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about management consulting, technology and innovation combined with their ability to help their 

customers make changes or improvements within these areas. Another feature of the action 

organisation is that they have a strong ideology that coordinates the actions of the organisation. 

During the introduction of the Women in Consulting event, a short video was presented to the 

audience. The two-and-a-half-minute long video can be seen as an introduction to Prudentia’s 

ideology. This ideology is based on a number of values: insight, authority, invention, fun, tenacity, 

impact, boldness, endurance, inclusivity and ambition. Following the presentation of these values, 

the video provided some examples of how these values, i.e. their ideology, are used when working 

with clients and delivering service. In other words, Prudentia wants to give the impression that 

their company has a strong consistency between ideology and actions. Based on these 

considerations, it is argued that Prudentia considers itself as being an action organisation and wants 

to present this image to the outside world.  

 

However, a closer look into the empirical material of this thesis will reveal other important 

characteristics of Prudentia, which points towards it being characterised by features that define 

Brunsson's political organisation. Brunsson argues that the political organisation is multi-

ideological. Prudentia wants to convey its strong ideology to the world by showing the video to 

their Women in Consulting audience. At the same time, Kristine argues that in Prudentia they value 

diversity and inclusion and that they are eager to attract a variety of people so that they together 

represent differences, i.e. diversity. In other words, Prudentia is internally defined by having an 

ideology that is inclusive of all kinds of people, values and cultures, i.e. their ideology is not what 

one would immediately characterise as very specific.  Additionally, Prudentia’s main task is to 

consult different types of organisations, spread across all kinds of different industries and sectors. 

This requires Prudentia to constantly adapt to different types of organisations with different 

ideologies, values, cultures and norms. During the interview with Kristine, she shared that when 

they are working for a customer, they even adapt to the way the employees, within this customer-

organisation, dresses. According to Kristine, this is important as they want to represent their 

customer and thereby also respecting their culture274. In other words, the way in which Prudentia 

works with a customer will be defined by the customer’s ideology, not Prudentia’s ideology. This 

means that at first glance it seems like Prudentia can be characterised as a traditional action 

                                                
274 Interview with Kristine, min: 37:33 
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organisation, but as shown here, the picture is not that simple and Prudentia seems to have various 

features that resemble the political organisation. As known from the theoretical outline, hypocrisy, 

therefore, plays an important role in gaining legitimacy in their surrounding environment. The 

following paragraphs will elaborate on how Brunsson’s concept of hypocrisy manifests itself in 

the way Prudentia acts. 

Hypocrisy in Prudentia 

As known from Brunsson’s concept of organisational hypocrisy, when there are discrepancies 

between talk, decision and action, the result is hypocrisy. There are, as found in part one and two 

of the analysis, many cases where this appears to be the case with Prudentia and the Women in 

Consultancy event. When reading about the event on Prudentia’s webpage and LinkedIn, there 

were used many photos of employees, all of which were women. In addition, the event description 

seems very gender oriented and designed to be stereotypically female with its pink and sparkly 

picture and the text below, “A night in the name of consultancy! A night in the name of women!”.  
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This tendency continued upon arrival at the event. For instance, all PowerPoint slides only had 

pictures of women, and the participants were served champagne and given goodie bags. However, 

as known from the previous analysis, Kristine, the leader of the event, stated that the event might 

as well change its name, as it was really just about general inclusion and diversity, and not the 

inclusion of women in particular275. To use Brunsson’s concept, the organisational talk, in this case 

all the communication related to the event, points in one direction, a dedication to female inclusion. 

Meanwhile, the decision in this case can be seen as what Kristine claimed, that they no longer want 

to focus on gender, as they do not consider gender equality to be a problem anymore. This means 

that the decision points in the opposite direction. In addition, the actions of Prudentia also point in 

a different direction than the organisation talk of female inclusion. The action here can be seen as, 

according to Sara, the fact that the work environment is not equally welcoming of women, that the 

maternity structure makes it harder for women to succeed and that there are only two out of twelve 

partners who are women. On the basis of this, it can be argued that the findings in relation to 

Prudentia and their Women in Consulting event illustrates organisational hypocrisy.  

Conflicting interests  

Following Brunsson’s hypocrisy theory which states that the causal relationship between talk, 

decision, and action is actually the reverse of that of tradition theory, the event can be seen as a 

sign that the organisational talk of female inclusion points to a decrease in the likelihood of the 

corresponding decisions and actions. This is very surprising in light of traditional assumptions. In 

addition, the immediate reaction to the hypocrisy of the event will most likely be that this reflects 

badly on Prudentia as it breaks with the norm of consistency. However, according to hypocrisy 

theory, inconsistencies like these are a fundamental part of organisational behaviour and are 

actually a good thing as they allow Prudentia to satisfy more conflicting interests. In Prudentia, 

one could argue that the conflicting parties are the main office in the UK, potential job applicants, 

the female employees, the customers and the general public.  

 

As previously mentioned, the main office in the UK is very excited about the event, as it gives the 

company great press. Kristine states that “it is a really good business initiative (...) of course in 

                                                
275 Interview with Kristine, min: 00:02:00 
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relation to recruitment, but also this branding part, which is really, really important”276. 

Particularly the recruitment purpose of the event implies that there is great interest in presenting 

Prudentia as a good place to work with gender equality for the potential job applicants participating 

in the event. Additionally, it is in the interest of the female employees of Prudentia that the event 

promotes the best type of female inclusion. How this is achieved, however, there is disagreement 

on. Where Kristine represent those who claim that they should not talk about men and women as 

separate, Sara represents the belief that they should put more effort into changing the structure of 

the workplace, as she finds it unfair and limiting of how far women can go in the consultancy 

industry. The interest of the customers of Prudentia is also taken into account. In relation to the 

goal of the event, Kristine states several times that “the clients do not buy us if we are not 

diverse”277 and that it would not be good to show up to work with a client in an all-male team, 

because their clients want a team of consultants that reflect society278. This leads to the last of the 

interests, which Prudentia seems to be focussed on, the general public. As known from Brunsson, 

in modern organisations, external communication of a company’s goals and strategies is becoming 

a larger part of their output, as talk and decisions are now considered to have intrinsic value. As 

Brunsson states, publicity is often as important as the product, if not even more important279. It 

can be argued that this is the case particularly within consultancy, where the consultants equal the 

product. If the company image is not up to date with societal trends, it could indicate that their 

work as consultants is not either and that they give old fashioned advice and services. With 

Prudentia constantly being judged not only by their clients, but also by the public, through external 

communication, it is increasingly important to align company values with what is modern and in 

fashion in society. Here it is argued that gender equality and identity politics, in general, must be 

considered a current, societal trend, which will be elaborated below.   

Prudentia’s institutional environment 
Brunsson argues that organisations operate in both a technical environment, which evaluates and 

supports the organisation in terms of its products, and in an institutional environment which judges 

the organisation based on its structures, processes and ideologies. Translating this to the empirical 

                                                
276 Interview with Kristine, min: 00:40:00, “et rigtig godt forretnings-initiativ (...) Og det er jo selvfølgelig at vi kan rekruttere, 
men også hele den her branding del som er super, super vigtig” 
277 Interview with Kristine, min: 00:07:00, “Og kunderne køber os ikke, hvis vi ikke er diverse.” 
278 Interview with Kristine, min: 00:30:00 
279 Brunsson, N. (2007), p. 6 
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case of this thesis, it can be argued that Prudentia’s technical environment is their customers who 

evaluate and support Prudentia based on the quality of their product, namely their knowledge and 

ability to help them with specific issues within management, technology and innovation. 

Simultaneously, Prudentia operates in an institutional environment which has certain institutional 

norms that influence their talk and actions. As earlier mentioned, it is evident that one of these 

institutional norms that influence Prudentia, is the societal trend of gender equality in the 

workplace. Throughout part two of the analysis it was, in line with Fukuyama, argued that because 

dignity has become universal, individuals demand recognition of their worth publicly. This insight 

can also be used in order to describe why this focus on gender equality has entered the institutional 

environment and become an institutional norm. It is, therefore, evident that when they in Prudentia 

arrange the Women in Consulting event, they do it as a response to this institutional norm and 

thereby lives up to the societal demand that involves a focus on gender equality. In other words, 

arranging this event is good branding for Prudentia. Through the eyes of the general society, the 

event makes Prudentia look like a responsible company that people wish to work for. Furthermore, 

as seen in the second part of the analysis, modern identity politics has contributed to an increased 

focus on gender equality and the revitalization of the feminist movement, through for example the 

#metoo campaign. Connecting this insight to Brunsson’s concept of hypocrisy, it becomes evident 

that this trend of identity politics is what Prudentia is utilizing when arranging their Women in 

Consulting event.  

 

Brunsson further argues that there is no guarantee that the institutional norms imposed on 

organisations will lead to effective, coordinated action. In other words, it is not for certain that the 

institutional environment and the technical environment go perfectly hand in hand. Prudentia’s 

institutional environment demands gender equality while the technical environment, here 

represented by the customers, demands a high level of knowledge and good solutions to their 

problems. It is here argued that these two environments, potentially, could contradict one another.  

For instance, a demand for complete gender equality might involve Prudentia implementing gender 

quotas in their recruitment process. Following Brunsson’s theory, this could have great influence 

on Prudentia’s technical environment in case the gender quotas led them to compromise their 

ability to attract the most knowledgeable employees and thereby deliver the best service. This 

tension between the technical- and institutional environment has influenced the development of 
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the formal and informal organisational structure of Prudentia. The paragraph below will be used 

to explain how these two structures operate in the specific case of Prudentia.  

Prudentia’s formal organisation 

According to Brunsson, the formal organisation obeys the institutional norms and can easily adapt 

to new fashions or laws. Through its rituals, for example developing budgets, CSR reports or other 

material for the outside world, or through double talk, i.e. keeping different ideologies for external 

and internal use, the formal part of the organisation manages to live up to the demands of the 

institutional environment. An example of a ritual in Prudentia’s case is the Women in Consulting 

event. The event lives up to the institutional demand that it is important that organisations focus 

on gender equality and more specifically contribute to create better working conditions for women 

in consultancy. Furthermore, the event does not require heaps of resources and it does not have 

any immediate and ground-breaking effect on how their organisation is structured internally and 

in practice. Therefore, it also does not have any effect on their technical demands, i.e. how they 

deliver their service to their customers. In other words, Prudentia can continue to employ the best 

and most knowledgeable people, regardless of gender, while at the same time giving the 

institutional environment the impression that they take gender equality seriously. The fact that the 

event has turned into a ritual, in Brunsson’s sense, also points to the fact that it has developed into 

something that Prudentia does automatically, i.e. they arrange the event every year without 

reflecting much upon how it does or does not contribute to gender equality on a more structural 

level. According to Brunsson, being able to manage conflicting interests is essential for the 

survival of modern organisations. We live in a world of highly conflicting and rapidly changing 

demands, and therefore Prudentia is dependent on being able to quickly adapt their formal 

organisation while at the same time protecting their informal structure.  

Hypocrisy as a solution for Prudentia 
Being hypocritical, Prudentia succeeds in satisfying a number of conflicting demands. The UK 

office, which highly values talk and the good reputation of Prudentia, is very satisfied with the 

event. In their eyes, the organisational talk will most likely be seen as a contributing factor to the 

company success, and to them, decision and action do not necessarily need to follow from the talk, 

in order for it to contribute to this success. The potential applicants attending the Women in 

Consulting event also get their demands satisfied by the event, as they get the impression of 
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Prudentia as a workplace, where there is a focus on gender equality. In addition, the event gives 

the female applicants an advantage, as they get a lot of insights from the event and also get the 

chance to spend time with the people in charge of recruitment. At the time of the event, however, 

the applicants must be said to still be a type of spectator. Imagining that they got the job and 

experienced being treated with less respect the way Sara expresses, they would most likely not be 

satisfied by the event and the organisational talk which does not lead to corresponding actions and 

decisions. For the customers and for the general public, who both mainly take the role of spectators 

of the event, the event sets their demands as it indicates that gender equality and female inclusion 

is something that Prudentia is dedicated to. According to traditional theory, this indicates a 

likelihood that corresponding actions will follow, and from a pure spectator view they have no 

reason to think that this is not the case. 

 

Finally, it will be discussed how the interest of the female employees is or is not satisfied by the 

event. It is clear that the two interviewees, Sara and Kristine will be satisfied by different things. 

Kristine, who believes we should talk less about the differences between men and women must, in 

theory, be dissatisfied with the focus of the event, as talk about gender and work is what it promotes 

through its branding. However, Kristine does at some points claim she wants more women at 

Prudentia, so if the event gives female applicants a better chance at getting the job due to their 

advantage from being at the event, this will work to satisfy Kristine’s interest. Additionally, it was 

previously found that Kristine gained a lot of encouragement from her colleagues by working with 

the event, and this might contribute to her personal satisfaction by the event. The female employees 

who share Sara’s beliefs and experiences will, however, not be satisfied by the event. As Sara 

stated several times, there can be these types of women’s events and pictures of happy women in 

the canteen, but if the structure of the workplace does not change, all of these things, which are 

examples of organisational talk, will not matter at all280.  

 

In summation, the event succeeds in satisfying a number of demands, especially those coming 

from spectators of the event, such as the potential applicants, the customers and the general public. 

The UK office also gets their demand set by the event, as the impressions of the spectators 

mentioned above work to better their image as a company that is concerned with what is on the 

                                                
280 Presentation by Sara, min: 00:50:00 
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agenda in society, as now with gender equality and identity politics. This, in turn, makes the 

company more profitable. The demand of the female employees is the only interest that is not 

satisfied by the event. Some of the female employees such as Kristine, do not think there is a 

problem with gender inclusion, and therefore the organisational talk does not need to lead to action 

or decisions in her opinion. However, other female employees such as Sara do find that there is a 

big problem with gender inclusion, and these are the ones who suffer when an event like this is 

held. As expressed before, according to hypocrisy theory, talk and decisions in one direction will 

decrease the likelihood of corresponding actions. The implications of this for Sara, and the 

employees who share her hopes of more female inclusion in the workplace, is that the event might, 

in fact, work to make this even less likely. According to Brunsson’s theory, organisational talk 

often points to what is not being done and it is often the companies with the most challenges in an 

area that need to make goals within this area281. This, combined with the insights above, shows 

that gender inclusion within consultancy can be seen as an area that is generally very problematic. 

In addition, while events such as the Women in Consulting event might superficially seem to work 

to promote more gender equality, it might actually contribute to making a problematic area less 

likely to change. 

 

SUB-CONCLUSION 

 

The overall question of this thesis reads: What role does gender play in contemporary work life? 

The aim is to answer this through the problem statement which, divided into two parts reads: In 

what way is the relation between gender and work constructed at Prudentia? And Why is this 

relation present, and what are the implications of it on an organisational level? In the following, 

a summary of the main points drawn from the analysis is concluded upon. This sub-conclusion 

will be structured in the same manner as the analysis, starting with findings from the discourse 

analysis, followed by findings from the analysis of identity and lastly, of organisational hypocrisy. 

 

The first part of the analysis consists of a discourse analysis which aims to answer the first part of 

the problem statement related to what way the relation between gender and work is constructed at 

                                                
281 Brunsson, N. (2007), p. 15 
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Prudentia. In other words, the discourse analysis has helped the thesis in gaining an understanding 

of how the particular relation between gender and work is structured at Prudentia through the 

discourses revealed in the analysis. As evident in the analysis, Kristine and Sara paint two very 

different and conflicting views about being female consultants at Prudentia. The reason for this is 

that they subscribe to opposing discourses that, at the same time, try to structure the same field, 

namely gender and work. These two discourses are referred to as the gender-neutral discourse, 

which influences Kristine and the heteronormative discourse, which influences Sara. Within the 

gender-neutral discourse several beliefs are detected. First of all, that there is no difference between 

men and women. Secondly, that men and women have the same opportunities. Thirdly, that in 

order to deal with gender and work, we should not talk or think about gender. Opposed to this, a 

different set of beliefs are found within the heteronormative discourse. First of all, that there is a 

clear difference between men and women. Secondly, that men and women are not treated equally 

in the workplace. Thirdly, that in order to deal with gender and work, we should adapt to the unfair 

system or change its fundamental structure. These two discourses are antagonistic and stand in 

opposition to each other. Therefore, it is argued that we are witnessing a political battlefield within 

the field of gender and work, i.e. no discourse has won hegemonic status. Through Kristine and 

Sara’s articulations, a third discourse appear, namely the consultancy discourse. It is argued that 

this discourse has won hegemonic status because both Kristine and Sara’s articulations are 

consistent, i.e. they subscribe to the same discourse. Within this consultancy discourse, an idea of 

the ideal consultant is constructed. The consultant must be good at networking, self-management, 

be personal, hardworking, flexible, adaptable and constantly seeking development. 

 

The second part of the analysis answers the second part of the problem statement regarding why 

this particular relation between gender and work is present at Prudentia, and what the implications 

of this might be. In doing so, Fukuyama’s concept of modern identity is deployed. This part of the 

analysis argues that the fight for recognition of one’s identity, including gender, has entered the 

workplace. This is especially true for Prudentia, as it is argued that they lack a strong common and 

uniting identity and therefore, personal identity and gender end up playing an important role in 

structuring the social. Furthermore, this part of the analysis argues that the demand to be authentic 

is a result of our modern concept of identity. This value, which also is present in the consultancy 

discourse, is in conflict with the two gender and work discourses, in that it appears to be 
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problematic to be authentic and a woman at the same time. Through Fukuyama’s theory, it is also 

possible to claim that the Women in Consulting event is counterproductive for achieving gender 

equality. It is argued that the event ends up with further separating the workplace based on gender 

and that the Women in Consulting event prevents Prudentia from working with gender issues in a 

more fundamentally changing way.  

 

The third part of the analysis also answers the second part of the problem statement, dealing with 

why the relation is as it is, and what the implications of this relation between work and gender 

might be on an organisational level. With Brunsson’s concept of organisational hypocrisy it 

becomes clear that in order for modern organisations to gain legitimacy from their surrounding 

environment, they have to be able to manoeuvre in a world of highly conflicting and rapidly 

changing demands. In light of the second part of the analysis, it is argued that the increased focus 

on identity is a modern trend that influences organisational talk and action. Furthermore, it is 

claimed that there are several conflicting parties related to Prudentia, which all represent different 

interests, namely: the main office in the UK, potential job applicants, the female employees, the 

customers and the general public. The Women in Consulting event becomes a way in which 

Prudentia is able to deal with this world of conflicting interest, i.e. the event is also, in light of 

Brunsson’s theory, an instance of hypocrisy. Through the event, Prudentia is able to satisfy all the 

conflicting demands, except for that of Sara and the other female consultants who experience being 

treated unfairly. 

 

DISCUSSION 

 

So far, it has been argued that the possibilities of creating gender equality and inclusion through 

women’s events such as the Women in Consulting event are looking unpromising, as they can be 

viewed as working counterproductive because of their exclusive nature. When the events are only 

for women, a safe and welcoming space where participants feel recognized as equals is created, 

but this only remains within the closed group of the event and no attention is paid to the workplace 

as a whole. In addition, focussing on minority inclusion which, as it is argued, women in the field 
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of consultancy can still be considered, diminishes the chances of creating a well-functioning, 

collected workplace. In addition, if believing in hypocrisy theory, the fact that Prudentia invests 

time on such an event points to the fact that they will spend less time focusing on gender equality 

through their actions in the future. Furthermore, even well-educated young women, such as Sara 

and Kristine, do not know how to talk and act in a way that does not contribute to maintaining 

their, at least according to Sara, unfair situation as women in the consultancy industry. This leads 

to the very important question: what kind of initiatives will actually improve gender equality in 

the contemporary workplace?  

Have we achieved gender equality? 

However, perhaps first it should be considered whether or not there even is a need to improve 

gender equality at all. This still seems to be a relevant question to ask, since Kristine states that 

she has never experienced differential treatment due to her being female. An argument often heard 

in the public debate is that gender equality generally is important, but that it no longer is a 

necessary point on the political agenda in Denmark and the other Northern countries, as it is argued 

that women and men have the same opportunities. This is the same view that Kristine presents in 

relation to the Women in Consulting event, stating that in the beginning, the event was aimed to 

promote gender inclusion, but now they are completely equal in Prudentia282. This is supported by 

a recent study from the World Bank titled Women, Business and the Law, awarding Denmark 100 

out of 100 possible points in relation to legal gender equality in different work-related areas283. 

However, while the law seems to protect equality, what is seen in practice is not quite as positive. 

In March this year, state representatives and NGOs were gathered at the United Nations in New 

York to discuss world equality. While gender equality is a central value according to the Danish 

government, at the Commission on the Status of Women, Denmark fell far below our Nordic 

neighbours. Iceland, Norway, Sweden and Finland all take the top of the Global Gender Gap 

Index284, while Denmark has fallen to a 13th place285. These four Nordic countries have all made 

                                                
282 Interview with Kristine, min: 00:33:00 
283 The World Bank, (2019) 
284 World Economic Forum (2018) 
285 Søndergaard, A. (2019)  
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efforts to facilitate equality within work, and this again points to the fact that the modern workplace 

is an important area to focus on in creating equality in general.  

 

A recent study at the Institute for Human Rights shows that more than half of Denmark’s 1600 

largest corporations do not have a single woman in its board of directors286. In addition, while 

having one of the highest percentages of working women, women in average earn 14-18% less 

than men and have a third less in retirements savings when leaving the labour market287. More so, 

according to the Global Gender Gap Index288, Denmark placed at a shocking 95th place in relation 

to the representation of leading positions held by women289. In light of the findings in this thesis, 

it seems interesting to ask: if men and women have the exact same opportunities in Denmark, why 

do we not end up the same place? Some might argue that this is because men and women want 

different things and therefore, for instance, gravitate towards different types of educations. Here, 

it is claimed that this is because there are certain discourses present which influence societal 

beliefs. While the official laws might be adequate in providing equal opportunities, where people 

end up is not a result of their completely free autonomy alone but is also influenced by ruling 

discourses with certain gender expectations. This may be a reason behind the fact that we in 

Denmark have a very gender divided workplace, where about to thirds of all working men and 

women are employed within a field, where their gender makes up 75 % or more290. In addition, in 

those fields typically dominated by women, the salary is low in relation to educational background 

and job responsibility291. In light of the findings of this analysis, this too is part of the constructed 

reality which we simply take for granted, not realizing that it is constructed and could therefore 

potentially be different. This becomes clear when imagining a nurse, a professor or a consultant. 

Intuitively most will imagine the nurse being female, while the professor or the consultant are 

typically thought of as male. It can be argued that this is because these professions, historically, 

have been gender divided in this particular way. However, the point of this thesis is that history is 

                                                
286 Institut for menneskerettigheder (2018) 
287 Sørensen, A. & Danbjørn, D. (2018) 
288 World Economic Forum (2018) 
289 Søndergaard, A. (2019)  
290 Sørensen, A. & Danbjørn, D. (2018) 
291 Sørensen, A. & Danbjørn, D. (2018) 
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written in relation to changing discourses and thus, the creation of meaning in relation to these 

gender roles are not determined by history but can be constructed differently. 

Improving gender equality at work 
The varying results of the studies mentioned above prove that it is hard to measure equality. 

However, much indicates that while formally, society can be viewed as facilitating equal 

opportunities, the actual circumstances in the Danish contemporary work life does not seem to 

mirror this. This leads back to the initial question for this discussion: how is it possible to, in a 

more successful way than events such as the Women in Consulting event, improve gender equality 

in the workplace? It is possible to find inspiration for a solution in relation to what Fukuyama 

writes on the topic of national identity. When reflecting upon America’s vague national identity 

based on diversity as a value, he states that in order to unite the country, the values of which 

sameness with others is found must be more universal across the country, and not minority based. 

The finding from earlier showing that Prudentia should not focus on women exclusively through 

their female club and events, but instead on the organisation as a whole, is here considered part of 

a solution. If organisations like Prudentia want to ensure a well-functioning, united workplace and 

not one separated into different sub-groups based on particular identity traits such as gender, they 

must find something for all employees to come together over. One potential way of doing this can 

be to formulate stronger company values, which contribute to the self-understanding of who they 

are as employees in ways that does not rely on gender, age, etc. When asking Kristine about this, 

she did not remember Prudentia’s company values and there were no formulated values in the 

work with the Women in Consulting event either292. Actively working with certain company 

values, for instance focusing on respect and thoroughness in their specialist role as IT experts could 

contribute to making this part of their work identity. In addition, as earlier mentioned, Fukuyama 

argues for today’s modern societies obsession with the idea of bringing your authentic self to work. 

This tendency could be accommodated by finding personal interests to bond over and arranging 

activities which are equally inclusive for all, regardless of gender, age, religion, ethnicity etc. 

 

                                                
292 Interview with Kristine, min: 00:37:33 
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With findings from the discourse analysis, in particular, another part of the solution could include 

focusing on re-writing the stories that they use to describe themselves in Prudentia and thereby 

changing the way gender is articulated in the workplace. This can both be done by changing the 

traditions and formulation of values, as described above, but also by changing the language within 

the organisation in general. An important finding in this thesis concerns the importance, and 

structuring power, of language. In the analysis of the interviews with Sara and Kristine, it became 

evident that discourses stream through the particular words used and hidden beliefs, perhaps even 

hidden to the one talking, were revealed. These discourses are strong, often historically rooted and 

locked in hegemony, and to change them is not easy. Changing the way gender is thought of and 

talked about in the modern workplace will not be uncomplicated and requires active effort. As 

known from the findings, this can be done by challenging the ruling discourses within the area 

through articulations which provoke what is thought of as natural. Thereby, identity politics and 

the increased talk about gender inclusion in the workplace, in general, can be seen as a highly 

constructive factor, as it sheds a light on problematic issues and influences the discourses present 

into focusing more on gender. This way, the solution is not, as Kristine claims, that we should stop 

talking about gender, and neither what Sara suggests, namely that language is irrelevant compared 

to action, because language is, in fact, constructivist. Changing the way gender is constructed 

through language and defining a larger and more integrative organisational identity might change 

the culture and thereby also the possibilities for women in the workplace. This way, the aim is that 

the focus on identity can be used to integrate, not divide. However, the discourses uncovered in 

Sara and Kristine’s articulations, show how hard it is to avoid gender bias and not contribute in 

categorising yourself through your language.  

 

It has been argued that events such as Prudentia’s Women in Consulting event can do more damage 

than good. It can be argued that Brunsson’s theory of organisational hypocrisy is an example of 

what is the worst scenario consequence for the trend of identity politics. Similar to a politician 

gaining votes by suddenly shifting his or her focus towards the inclusion of a certain minority 

because this is on trend, an organisation can benefit from branding themselves as the type of 

organisation cares about gender equality. This is precisely what has been illustrated through this 
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thesis and what they do in Prudentia in openly arguing that they arrange the Women in Consulting 

event for branding purposes. As seen, this has serious consequences for the workplace as a whole. 

However, there must be a more constructive way to exercise identity politics which influences 

gender equality more positively. It can be argued that identity politics could be used to spark a 

dialogue, instead of limiting conversation due to its political correctness or only be used to 

legitimise organisational actions, as Brunsson suggests. In light of the findings of this thesis, it is 

here believed that the solution must be found in changing both the unofficial structure of language 

and the narrative of what it means to be a Prudentia employee, but perhaps also changing the 

official structure of the workplace.  

 

Many findings in this thesis point to the fact that much of what is done in the name of identity 

politics and the focus on gender inclusion in particular, actually contribute to the opposite of its 

initial purpose. The consequences of organisational practices such as the Women in Consulting 

event, found through this thesis, can help explain why the statistics on gender equality in the 

workplace have remained unchanged through the last ten to fifteen years293. This might point in 

the direction that it is too hard to change the workplace through talk alone. Many of our neighbour 

countries, as referred to earlier, which are at the top of the charts in relation to gender equality, 

have legislation to ensure gender equality in the workplace294. An example of this is the topic of 

maternity- and paternity leave, where especially Iceland and Sweden, but also Finland and Norway 

have a division of the leave which is more equal between mothers and fathers. Denmark is the only 

one of the Northern countries that does not have similar legislation and on average, the division is 

30 days paternity leave relative to 300 days maternity leave295.  

 

The rules on maternity leave at Prudentia was one of the things, Sara found the most problematic 

in the structure of the company because of the hour-based promotion structure. This way, the 

divide between maternity and paternity leave points to an important area to consider focusing on 

                                                
293 Boddum, D. & Flink, M. (2019) 
294 Søndergaard, A. (2019) 
295 Søndergaard, A. (2019) 
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in creating a more gender-equal workplace. Thinking about this in light of discourse theory, the 

subconscious idea that women are the ones to primarily stay at home with the children is deeply 

rooted in history. Because of this it seems that while women entered the workplace, the 

fundamental idea of women being the nurturing parent has to a large degree sustained. This can be 

confirmed by looking into studies showing that women, more often than their male partners, stay 

home from work when their children are sick, causing employers to think of women as less 

dependable296. This indicates that, in order to change the current discourses, changing the formal 

legislation on maternity- and paternity leave could help change beliefs about what is considered as 

natural. This legislation must be changed on a governmental level, but Prudentia also has the 

opportunity to change this on an organisational level themselves. This could be done by changing 

their promotion structure to not mainly depend on how many hours you work for the client297.  

 

There are other ways to improve gender equality in the Danish workplace through official 

legislation. In light of the recent Global Gender Gap Index Report, many have argued that one way 

of raising levels of women in leading positions is through gender quotas. This is highly debated 

and generally has many critics arguing for the fact that it leads to an employee being chosen due 

to his/her gender and not because of his/her competencies. The findings in this thesis do not 

provide the foundation to judge whether gender quotas are the best intervention when striving for 

a more equal workplace. It does, however, provide reason to state that there are certain discourses 

which influence the way in which the term gender quotas, generally, is viewed in a negative light. 

This tendency can be explained in light of one of Fukuyama’s most fundamental beliefs, discussed 

earlier, that we as humans have a desire for recognition more so than for economic means, and that 

equal pay, therefore, is a symbol of equal recognition. In a time where we have become so aware 

that our personality and identity must be acknowledged, and where work has become the domain 

in which this battle for recognition is fought, we equate salary or job title with recognition from 

colleagues, management and society in general. Gender quotas challenge this as hiring an 

employee will be influenced by a formulated quotation law and not the result of a free choice 

                                                
296 Sørensen, A. & Danbjørn, D. (2018) 
297 Interview with Sara, min: 00:45:00 
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between candidates. However, what this thesis aims to prove is that this choice between candidates, 

in the first place is not free but influenced, and kept in place, by certain discourses that often result 

in barriers preventing women to achieve higher job positions. The gender quotas could potentially 

challenge this if the employee chosen proved to be equally capable once hired. Over time, this 

might prove that women and men are in fact equally capable of working in leading positions and 

thereby work to change the discourses which influence our beliefs of typical male and female 

characteristics in relation to work and leadership.  

 

Most likely, the best way to ensure gender equality in a modern organisation like Prudentia is that 

formal laws in society are changed so the structures truly promote equal opportunities regardless 

of gender, while the organisation internally works with gender inclusion in ways that unite the 

workplace instead of dividing it. Here it is suggested that this is done through changing the 

language used to construct gender, and by creating strong common values and interests within the 

organisation. 

Findings in relation to existing literature 
The following paragraphs will be dedicated to positioning the findings from this thesis into the 

already existing literature regarding the field of identity, gender and the modern workplace. These 

paragraphs will, therefore, refer to the earlier section that consisted of an outline of the three 

publications that it is argued this thesis positions itself in relation to. This thesis can be seen as 

sharing certain traits with the three mentioned publications, but at the same time providing a new 

perspective. The first part of the analysis of this thesis, namely the discourse analysis, can be 

compared to Holmes’ investigation which, through discourse analysis, examines how women and 

men negotiate their gender identities and professional roles in everyday workplace talk. 

Furthermore, the second part of the analysis of the thesis aligns with Villeséche et al.’s publication 

which, similar to this thesis, uses a theory of identity to understand a particular organisational 

practice. Lastly, ILO’s publication about good practices for gender equality initiatives deals with 

the same empirical field as the suggestions in the paragraphs above which aim to improve gender 

equality.  
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It is argued that the method and theoretical combination of the thesis, which manifests itself 

through the three parts of the analysis, together make up a unique understanding of, and 

contribution to, the field of identity, gender and the workplace. The discourses detected in the first 

part of the analysis is investigated further by deploying Fukuyama’s concept of modern identity. 

Fukuyama’s theory allows for an understanding of why the discourses detected have developed 

and what the consequences of the discourses are, on an organisational level. This combination, 

therefore, allows for a rich analysis, not only detecting but also understanding the consequences 

of the discourses at play in an organisational setting. Furthermore, a lack of publications regarding 

corporate events targeted to boost female inclusion was discovered when reviewing the already 

existing literature. Furthermore, the ILO report deals with gender equality initiatives but does not 

investigate the consequences of these initiatives any further. A central part of this thesis 

investigation has revolved around the Women in Consulting event at Prudentia. Through 

Brunsson’s theory, the last part of the thesis advanced an understanding of the motivation behind 

arranging such an event and allowed for an understanding of the implications of the event in 

relation to gender, identity and the modern workplace. In other words, the theoretical combination 

of this thesis has contributed to developing a comprehensive and complex understanding of the 

relation between gender and work and thereby advancing the already existing literature regarding 

this field.  

 

Another factor contributing to the claim that this thesis provides a unique perspective to the already 

existing literature is based on the fact that it draws on a newly developed theory about identity and 

merges this theory with a ‘new’ empirical field, namely, the modern work life. As earlier 

elaborated on, Fukuyama is mainly concerned with how the modern concept of identity influences 

today’s Western politics. Identity politics is a “hot political topic”, highly debated by all types of 

people, journalists and academics. However, it can be argued that there is a lack of literature 

dealing with the relationship between identity politics and the modern organisation. The thesis 

provides this particular perspective and, therefore, manages to reflect upon the relation between 

work and identity, as well as its implications, in a way that has not been done before. In that sense 

it can be argued that the thesis contributes a new perspective, both by applying a new combination 

of different types of theories, while also applying them to a new empirical field, corporate women’s 

events and the modern work life.  



Page 105 

CONCLUSION 

 

In the following, the role that gender plays in contemporary work life and the problem statement 

of the thesis will be concluded upon. To repeat, the problem statement reads:  

1. In what way is the relation between gender and work constructed at Prudentia?  

2. Why is this relation present, and what are the implications of it on an organisational level?  

Answering the first part of the problem statement, Laclau and Mouffe’s discourse theory was 

applied in order to gain an understanding of how the particular relation between gender and work 

at Prudentia is constructed through the discourses revealed in the analysis. This showed that 

Kristine and Sara experience being female consultants at Prudentia very differently, as they 

subscribe to opposing discourses simultaneously attempting to structure the field of gender and 

work. These two discourses are referred to as the gender-neutral discourse, influencing Kristine, 

and the heteronormative discourse, influencing Sara. The gender-neutral discourse entails the 

belief that men and women have the same capabilities and the exact same opportunities in their 

work life. In addition, a belief within this discourse is that in order to deal with gender and work, 

we should not talk or think about gender. Opposed to this, within the heteronormative discourse, 

the belief is that there are clear differences between men and women and that there is not gender 

equality in the workplace. A belief within this discourse is that in order to deal with gender 

inequality we should adapt to the unfair system or change the fundamental structure of the 

workplace. The disagreements in the statements of Sara and Kristine can be explained through 

these uncovered antagonistic discourses, as they show that currently, the field of gender and work 

is a political battlefield, an area of debate, where the discourses fight to gain hegemony and fix 

meaning in a certain way. In addition, it was found that a third discourse streams through Prudentia 

and the statements of the employees. This is what here is termed the consultancy discourse, which 

has won hegemonic status. The discourse presents an idea of the ideal consultant, which among 

other things is characterized by being adaptable, self-manageable and authentic at work. 

 

Answering the second part of the problem statement was done by applying Fukuyama’s concept 

of modern identity, which entails a demand to be authentic and a desire to be recognized for this 

authentic self. This was detected in the consultancy discourse and thereby, the fight for recognition 

of one’s identity, including one’s gender, proved to have spread to the modern workplace. This 
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was found to be especially true for Prudentia, as they lack a strong common and uniting identity. 

Therefore, one’s own identity and gender end up playing an important role in structuring the social 

in the workplace. This means, that in general, it can be concluded that the relation between gender 

and work has become very important, but that it is also problematic as it appears challenging to be 

authentic and a woman at the same time within the consultancy industry. When Sara tries to bring 

her whole self to work, she considers her gender to be a large part of this. However, when being 

her authentic, female self at work, she experiences being shut down and disrespected. While 

Kristine claims to find gender irrelevant in relation to the work as a consultant, she fails to 

disregard her gender when she tries to be her whole authentic self at work. This is because her 

gender is the part of her identity, which she naturally defines herself by. It can, therefore, be 

concluded, that the relation between gender and work has important implications on an 

organisational level. These findings suggest that if the management trend of being our whole 

authentic selves at work continues, so will the importance of the role of gender, as gender 

constitutes a large part of our identity and, therefore, of our understanding of our true self. Because 

of this, it seems increasingly important to focus on making sure that all employees feel recognized 

for their gender at work.  

 

In addition, through applying Fukuyama’s theory, it was found that the Women in Consulting event 

works counterproductively in achieving gender equality. As argued, the event ends up further 

separating the workplace based on gender and is a type of inclusion of women through the 

exclusion of men. It was here found that only focusing on one minority in the workplace, 

diminishes the chances of creating a well-functioning workplace as a whole. In that sense, the 

Women in Consulting event prevents Prudentia from working with gender issues in a more 

fundamentally changing way. These implications of the way organisations, such as Prudentia, 

focus on gender, for instance through the Women in Consulting event, were further understood by 

adding Brunsson’s theory of organisational hypocrisy. Applying this concept, it became clear that 

in order for modern organisations to gain legitimacy from their surrounding environment, they 

have to be able to manoeuvre in a world of highly conflicting and rapidly changing demands.  Here 

it was argued that identity politics, as a trend, with its focus on identity and gender in particular, 

influences organisational talk and action. The Women in Consulting event becomes a way in which 

Prudentia is able to brand themselves using identity politics and enables them to deal with this 
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world of conflicting interest. In that sense, the event is, in light of Brunsson’s theory, an instance 

of hypocrisy. Through the event, Prudentia is able to satisfy all the conflicting interests, except 

that of Sara and the other female consultants who feel disrespected due to their gender. In addition, 

it was found, using hypocrisy theory, that hosting corporate events with talk of gender inclusion 

will decrease the likelihood of the corresponding decisions and actions. This means that the event 

also works counterproductively for achieving gender equality in this way. In light of this, the thesis 

advises against these types of women’s events, if striving to promote gender equality in the 

workplace. 

 

This thesis has suggested solutions to Prudentia’s particular issue, which arguably can be applied 

by other organisations striving for gender equality. Realizing the importance of defining uniting 

identities to avoid social division of the workplace, the first suggestion was to focus on creating a 

stronger and more integrative company identity and organisational values. This way, the company 

identity is what brings people together, and not their particular gender. This could also be 

attempted by arranging workplace activities which are equally inclusive for all ages and genders. 

Another suggestion, connected to the structuring power of language, was to change the present 

discourses through changing the internal, organisational language and the way in which gender is 

articulated in the workplace. The danger found in this thesis is that according to hypocrisy theory, 

talk is one thing, while action is another. In light of this, it might appear that gender equality is 

best achieved through not only changing the unofficial structures of language and culture, as 

described above, but also the official structures, both legally and by changing company politics. 

Here it was suggested, that looking into changing the promotion structure at Prudentia might work 

to ensure more equal opportunities for men and women in relation to maternity leave.  

 

In summation, the most important findings of this thesis are that as identity politics and the 

increased focus on gender have spread to modern work life, it influences beliefs and behaviour 

within organisations. While discourses orientated around gender equality are detected in 

statements of the employees of Prudentia, fundamentally changing beliefs regarding gender roles 

and expectations in relation to work still proves to be difficult. However, if modern organisations 

continue to promote the idea that employees should be authentic and bring their whole self to work, 

they should focus on creating a workplace where everyone is recognized for their gender. This is 
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because gender has proven to be an important part of our identity through which we identify and 

feel a sense of belonging with others. The increased focus on gender within the field of work does 

not always work to promote gender inclusion or create a workplace with more gender equality. 

This is because identity politics is a trend that companies can exploit, for instance as a marketing 

tool as seen in this thesis through the Women in Consulting event. Doing so, organisations 

counteract what they claim they want to promote, in the sense that such women’s events and clubs 

can end up creating an even more separated workplace. Because of this, organisations and 

employees should be aware to use their time and money on initiatives that fundamentally improve 

the way in which gender is constructed in the modern workplace, contrary to maintaining the 

gender divide. 
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Appendix 2 - The Women in Consulting event, PowerPoint 
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Appendix 3 - The Women in Consulting event, notes from the event 

 
Participants: The Women in Consulting team and student participants 
Observers: Rikke and Marie 
Date: 6th of March 2019 
 

 
 
Ankomst og smalltalk i kantinen:  

- Netværk, et glas champagne, snacks. Goodie bags, faste pladser, navneskilte, alle er kvinder udover 
mandlig fotograf. 20 deltagere, ca. 10 Prudentia ansatte 

- Pænt klædt, høje/flade sko, suits, kjole. Medarbejdere er også pænt, afslappet klædt (høje sko, skjorte, 
bukser/nederdel) 

- Event-leder Kristine kommer hen og beder os om, at interviewet, vi lavede forinden, og eventet skal gøres 
anonymt. “Så I kan bare kalde det et konsulenthus i København… også bare så der ikke er nogen af pigerne 
her, som ikke vil nævnes i opgaven” 

 
Velkomst:  

- Deltagerne guides til pladser  
- Event-ansvarlig Kristine beder deltagerne sige deres navn, studie og arbejde 
- Deltagerne præsenterer sig selv en af gangen - navn, hvad de læser/har læst, hvad de arbejder med. Nogle 

er studerende, andre arbejder fuld tid 
- De fleste arbejder med IT, kommunikation, ledelse, kun én, der ikke har studenterjob. “double master”, 

“virksomhed, der er førende indenfor”. Medarbejdere nikker og siger “Det lyder også spændende” 
 
Quiz: 

- “Jeres tanker om at være konsulent” → forventningsafstemme 
- Deltagerne siger: “hårdt arbejde”, “ikke meget fritid”, “intenst” 
- Prudentia medarbejder, Lea: “man kommer ikke igennem uden at arbejde hårdt, men ca 8 timer om dagen” 
- Event-leder, Kristine: “handler om at prioritere, meget peak/non-peak, ikke gå Prudentia kompromis” 
- Prudentia medarbejder, Signe: “man rejser lige så meget som man selv har lyst til, Det skyldes faktisk at 

jeg selv har opsøgt det, arbejder pt Prudentia projekt med kvinder Prudentia arbejdsmarkedet i Saudi 
Arabien, valgfrihed ved jobbet. 

- Prudentia medarbejder: “man lærer ret hurtigt og man skal hele tiden skifte retning. graduate træning i 2 
uger, hvor det bare er i døgndrift, det er super fedt 

- Det diskuteres, om konsulentbranchen er sådan et sted, hvor der er “spidse albuer” og hård konkurrence 
internt. → Prudentia medarbejder: “Kan jeg nu gøre det godt nok her? Men hvis du har en eller anden 
problemstilling, kan du altid få hjælp”. HR medarbejder Katrine: “går specifikt efter team spirit, når jeg 
ansætter” 

 
Video om Prudentia:  

- “What is ingenuity?”, “Super fed branding video” 
 

Pause:  
- I pausen snakkes der primært fagligt, studiejobs, faglig interesser, netværk 
- Prudentia medarbejder kommer hen til os og spørger hvad vi laver. Vi forklarer, vi er ved at skrive speciale 

om identitet, køn og konsulentbranchen. Hun siger, at det har hun lige skrevet en klumme om Prudentia 
ChriChri.dk, “om at være konsulent og mor” 
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Fagligt oplæg: 
- Starter kl. 17 - varer 1 time 
- Emne: Business transformations 
- 5 principper til succesfuld transformation  

 
Case arbejde: 

- Deltagerne sidder fordelt Prudentia borde med ca 5-6 personer i hver med én Prudentia medarbejder 
- De har 20 min. til at forberede præsentation (2 min) om en case, der står overfor en transformation, om 

hvordan virksomheden bedst kommer videre. De skal benytte de 5 principper 
- Prudentia medarbejder: “I er jo ligesom også udvalgt til at være her i aften, så det burde i kunne finde ud 

af”. 
- Tanke: observerer den tilknyttede medarbejder deltagerne under gruppearbejdet? (medarbejdere har ikke 

navneskilte på, selv om de indgår meget i gruppearbejdet) 
- Under gruppearbejdet kommer event-leder Kristine hen til os: “Det er fedt at mærke at de kommer her for 

fagligheden, og at det er det, de nævner, og at det ikke handler om det at være kvinde”. (Bemærk: Prudentia 
dette tidspunkt har der ikke været en “hvorfor er du her-runde”, og Kristine henviser i stedet til, at 
deltagerne har talt om deres studie og jobs i præsentationsrunden) 

 
Case præsentationer  

- Fra Prudentia medarbejdere: “vi er i hvert fald meget interesserede i, hvad I har at sige” 
- Hver gruppe præsenterer Prudentia skrift og mottager feedback 

 
Præsentation af partner: 

- Starter kl 18.30 
- Viser og gennemgår CV  
- “Vi har været igang længe, vi havde første præsentation kl 7.30 i morges”, “Min mand er væk 2 dage om 

ugen”, “lige med at få det hele til at gå op”, “selvom jeg har travlt, og selvfølgelig har jeg travlt, men jeg 
har det privilegium at jeg hver aften kan komme hjem og spise aftensmad med min familie, og det er 
vigtigt, når man har små børn” 

- Oplæg om det agile  
 
HR præsentation: 

- Nordisk HR manager  
- “⅓ af jer har jo allerede søgt job herinde, så det er rigtig spændende” 
- Ranken i Prudentia er analyst → consultant analyst → principal analyst → managing consultant → partner  
- “Stort fokus Prudentia teams, der er plads til at alle kan rykke op i rang systemet” 
- “12 partnere i danmark, hvoraf 2 er kvinder, det laver vi om Prudentia stille og roligt, det skal nok blive 

godt”, “der kommer snart 3 kvinder!”, “nå hvor spændende” kommer det fra de andre Prudentia ansatte 
- “Vi har det, der hedder diversity KBI’s omkring det med mænd og kvinder, og det er også derfor det her 

event er så populært i udlandet. det er også derfor I kommer med Prudentia vores instagram, det følger de 
rigtigt meget med ovre i UK især” kl 18:51.  

- Der stilles konkrete spørgsmål til jobsøgningsprocessen  
- Fortsætter præsentation. “din succes bliver bygget Prudentia dit netværk, kaffemøder med kunder er det, 

der giver kunderne senere, når man er ny er det internt i Prudentia man skal lægge sin energi, lav dit eget 
elevator pitch” 

- Sidste slide: “Prudentia-active” - social i Prudentia, personaleforening, “sport, skiferie”, “hop Prudentia 
den, det taler ind til netværket og så er det bare brand hyggeligt”.  
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Afslutning: 
- Kristine: “tak for denne del af arrangementet! Vi vil nu gå videre til restauranten” 
- Vi takker Kristine for hjælpen og forlader kontoret 

 

Appendix 4 - Presentation by Sara 
 
Presenter: Sara  
Interviewer: Students and teacher 
Date: 14th of May 2018 
 

 
 
Time: 00:00:45 
 
Sara: I’m here today to talk about my work journey. My name is Sara, I’m 31 years old and live in Copenhagen. I 
study my bachelor here at CBS in Philosophy and Business Administration and then I studied my master’s in 
international business. I was graduating in 2014 and my journey, as you can see here, is that I have worked at Lego, 
for Microsoft and now I’m a management consultant at Prudentia. So, what I will do today is that I will go through 
my journey. So, firstly I will start to talk about Lego. After that, my time at Microsoft and then I will focus on how it 
is to be a management consultant in Prudentia. And here I will cover my role and the framework, the culture and some 
points about the management approach. After that I will come with some experiences for how it is to be me, female, 
in work life designed by men. And after that, what about my requirements to choose a job. And in the end, we can 
have a discussion and maybe you have some questions. So, first: Lego. Lego have ownership structure that is family 
owned, head quarter in Billund and they have global headquarters around the world, here they have in the US, in 
London, in Singapore and in Shanghai. Around 17 000 employees worldwide and here we have a high degree of self-
management. I was working as a marketing assistant in a team that was responsible for the global brand development 
and marketing management. Which means that I worked in Billund. I worked in Billund from Monday to Thursday 
and then I quickly drive home to Copenhagen Thursday afternoon and was in Copenhagen during the weekend. I had 
a job description with targets and responsibilities and here I was, when you work at the headquarters in Billund, you 
develop strategies and then you advise all the global offices on how they have to roll out the marketing strategies, how 
they can enforce the brand development and then how they can share learnings across the markets, and how we can 
develop a strong brand in the local culture. So, what do we have if we talk about the corporate culture? Fun, 
collaborative and transparent culture is what I would describe it as. Local Lego is not that clear, but this is like the 
mindset of Lego. Here you have the mission, aspiration, the promises, the spirit and the values. I have covered the 
values with a black circle. And that is the values that you can actually feel that is totally, 100%, all over Lego.  
 
Student: How do you see those values and thoughts in the organisational setting? 
 
Sara: Example could be that here you have imagination, creativity, fun, learning, caring and quality. Example could 
be that creativity: in every meeting room at Lego there is Lego bricks and people are sitting and building when they 
have meetings and the top management as well. And then they have built a whole zoo. So you actually have, when 
you sit in these corporate meetings, people building, standing up in the window, building and it is very fun because I 
think that if you are creative, you also think more innovative and you more collaborate in that manner. 
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Time: 00:05:18 
 
Sara: Another example is fun. You have a desk and around your desk you have all your Lego, the newest Lego models 
and you are free to just sit down and build. Actually, when I started my manager was like have you played with Lego? 
And I was like no, not really, I was more barbie girl type when I was a kid. Ok, go in the shop and chose a lot of 
products and go home and build. I was like, what is this? But it is very important for them that you know the products 
and you need to learn to have fun with it and it’s really ok and you can also see that your colleagues are 100% really 
holistic into this culture. They love Lego, they are very proud to be a part of Lego. And it’s very inspiring and in that 
manner, you just jump into this kind of Lego family. Because if you go over here, I have put here Welcome to the 
Lego family. When you start in Lego, before you begin, they send you a link and this link goes into a platform which 
has some gamification that introduces you to how it is to be an employee at Lego. And I remember it was not like 
welcome to Lego as a workplace, it was more: Hey Sara, welcome to the Lego family. And I was like, ok, I assigned 
for a job, not a new family. And when you start there you have to choose your business card. Here you have to buy 
yourself, choose your Lego icon. If you have a job where you are a lot of external customers meetings, you actually 
have a Lego figure. This is Peter Espersen, and it actually looks like him. So, it’s fun, they actually build Lego bricks 
which looks like you. But you can also feel it because it is just kind of a family. It is very private, they interfere private 
with you. Which means that they, your colleagues, they ask a lot about your private side of life. And they also are 
very, take care of each other. And that is this value, caring. They are really caring about each other. If you have a lot 
of hard days, people ask, and say it’s ok, just go home. Take a break if you need that or, if something is going on 
people help each other. It is a lot of caring. I have never experienced that before, and I do not think I will experience 
that kind of way in other companies. Another thing is learning. Learning is a very important thing in Lego because 
they life of being innovative. Here, they actually, if you like to do something and you fail, they actually celebrate it. 
Celebrate failure, that’s like a key in Lego. Which means that they will like you to try things out and if it is not 
working, it’s ok. Good, you did it. It is just important that you take the learning from it and they you know that this is 
not working anymore. And that is very key for Lego I think, that they are really good and that you just to what you 
got to do and if it’s not correct, that doesn’t matter, you just have to take the learning from it. And then the quality. 
Maybe you have heard this, that only the best is good enough. That is Lego’s vision, or mission or statement. And it’s 
just everywhere. Like, they want me the best and that only the best is good enough. And they have a culture that is 
founded on this, statement which means that everybody is doing their best. And they’re doing their best because they 
would like to be in Lego and they would like to be part of this family and they’re proud of it. I was writing a master 
thesis around Lego and I was over and interviewed people. It was before I actually started there and I remember one 
manager said to me that I’m not working here for the money, I’m working here because it’s Lego. And I just think 
that this says something about these people who chose to live in Billund. I chose to actually move from Copenhagen 
to Billund. I don’t know if anybody has been to Billund? But there is nothing, besides Lego and Lalandia. And yeah, 
Legoland, if you have been there.  
  
Time: 00:10:07 
 
Sara: The management approach, they have performance management programme and that is based on what we call 
a balance work hard principle. In Lego you have five KPI, KPI’s is what you’re measured on. So, five of them. And 
then two is shared, which means that they are shared across the whole organisation. So, everybody is measured on 
these two. Then you have three individual ones, which is linked to your responsibility. So, every year you have a full 
year review. And then your manager goes in and ranks your shares, that maybe decides how many revenue or customer 
feedback or something like that. And then your manager rank these and say that ok, we have agreed that you should 
deliver five or this or this or this, how many have you….?? These are based on your bonus. Bonus model is very 
transparent.  
 
Student: This is about the values and the mindset, so it’s fun and it’s a family, so what happens then when it’s a conflict 
and it’s not fun?  
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Sara: Yeah, but that’s where I think I haven’t tried when it’s not fun, but of course it can be stressful, or you have a 
deadline. But people are very open, so I think that if you have openness as a key value as well, they have a flat 
hierarchy, so you also have very daily conversation and contact with you manager or colleagues, and they talk about 
open stuff, also when it’s stressful or some conflict internally. Your manager is present, very present and very flat. I 
have been going to my manager, to say sorry, but I do not agree with this or I think this not good, or if we do this, we 
can actually come in a conflict with this and this. So, you daily have your team with you, it’s very team focus. So, I 
have never been standing in a position alone where I need to take some decisions where I have some conflict with 
other people. And I think there are actually, cause if you have a family-based culture with these values, you are not 
seeking conflict, you do not have competition like this. We have a bonus system, and it’s very transparent, so you 
enter Lego, you know exactly that my bonus is 10% of my yearly salary or 40% of my yearly salary. You can actually 
see what bonus percent you have. So, everybody knows who gets what. My manager said to me, he’s a director: Hey 
Sara, I get 40% of my salary in bonus every year. You just talk about the elephant in the room and then you don’t 
have this kind of you know, very competitive environment in Lego. Besides of that you have a development plan for 
you, so of course, not only what kind of skills to you need to achieve this job right now, but what skills do you need 
also to achieve the next in the future. And here, development is very focus in Lego, so they give you like training, 
they also hire external consultants to come and train different aspects. And then you are assessed, if you have potential. 
They go in and like in a matrix and then they say ok, do you have potential, or do you have already, say have the 
strength to do your job. And of course, it’s good to be in the top of either doing your job or have high potential. I 
haven’t tried they not saying that I have none of them, but I have thought, ok what, if they rank a person that you are 
not doing your job that well, I do not have potential, are you then going to be fired or what? I do not know that but 
that is part of how they do it. An important thing here, I think, is that my manager scoring me, but I also have to score 
my manager. And my manager’s bonus is linked to how his or her employees score him or her. And this gives a very, 
very good way of having your dialogue with you manager, and you just have a day to day. Because if his year salary, 
40% bonus is linked to how his employees ranks him as a manager, that’s a lot of money.  
  
Time: 00:15:22 
 
Sara: Does anybody have some more questions regarding Lego?  
 
Student: You talk about you being measured in terms of potential, potential towards what? To be able to do your job, 
or potential to do another job?  
 
Sara: More the last, to achieve more and to develop more, to accelerate fast.  
 
Student: Personally, that I feel like you as a person have potential to do something?  
 
Sara: Yes, that I as a person have the potential to achieve more very quickly. Fast track, I don’t know what you call 
it.  
 
Student: To me it sounds like they say that there is not much conflict, we’re like a family, it sounds like there is a lot 
of value homogeneity. I mean, how would you say, is it a kind of homogenous workplace? 
 
Sara: Yeah, and I think that’s because Lego is very global, and they have these global headquarters. Lego also know 
that if they want to be number one, not only in Denmark, not only in Europe, but in the world, they need to have the 
best people and the best people, you don’t get them in Billund, you don’t get them in Copenhagen. You get them from 
all around the world. So, if they do not have this diverse openness to other people or culture, they cannot attract the 
best people in the world. So that is also why, as I said, there is a high degree of freedom in your work because they 
want you to be innovative, but they also need to give space or room that every kind of culture, like local, national 
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culture can live in Lego. And some people like maybe the Chinese people, they like to work like 20 hours a day and 
they have maybe a two hours vacation. And then for me, I’m a person who, I like to work by being innovative. 
Sometimes I said that: I need to go to the swimming pool, because I think when I do something active. And then I 
come home and then I have an idea. I need to be open, I need to capture all this kind of people not only here in 
Denmark, but around the world and I think that is why they are really good in taking problems before they enter into 
conflict. I think I need to move on, alright? Because we also have Microsoft. After a year in Lego, I chose to enter 
into Microsoft. I was offered Microsoft talent programme, which is that you enter into a full-time FTU roll and then 
you on the side have to go through a year of development, like global education in Microsoft. Microsoft Denmark, 
ownership structure, is that they are registered on a stock exchange. They organize so they have region headquarters, 
in Europe, the headquarter is in Dublin. They are around 124 000 employees worldwide. And here you have a really 
high degree of self-management. I was project manager for surfers, this computer, in Denmark. This means that in the 
headquarter in Seattle they produce the strategies, then they push it out to the market, and we have to realize it. So, I 
have to be an expert in Denmark, take what they have in Seattle and try to make it work in Denmark. Microsoft help 
people and business realize their full potential, I think this is the something that, as a philosopher you like to learn in 
FLØK, you like to work with. They really want to be number one in helping not only businesses, as it was in Bill 
Gates time, but now, they see business and people as one unit. Today, you do not have your private computer and your 
work computer, you have one computer. And this one computer has to give you the same kind of value or give you 
maximize what you have to do. Both in your private and in your work life.  
  
Time: 00:20:15 
 
Sara: When I started as at Microsoft, I did not have any job description, my manager said welcome to Microsoft, here 
is a computer, this is new in Denmark, I do not know how it will work, figure that out. Ok. And then he went on 
vacation for three weeks. So, I was sitting there in Hellerup, and was thinking what is this? And just tried to figure 
out, what kind of organisation was I in, how could I manage to get this computer out in Denmark? Who is my 
stakeholder? What is this? It took some time, three months actually, before I could actually say, ok this is my role, 
this is what I do, this is what I’m not doing, this is what I’m responsible of and so on. In Denmark, as a project owner 
in Microsoft.. Internally, you have to go around, and we are around 500 people in Denmark and try to like to create 
some momentum around your product. Then you have the commercial and then you have the more private, so private 
is the end customer like you who goes to Elgiganten, or Best Buy or wherever you go and buy a computer, then you 
have the commercials is more through a partner, in Denmark it could be Atea. Microsoft is in a transformation 
themselves. As you know, Bill Gates is no longer there, there’s a new guy. And he tried to see this now we’re going 
to have a new culture there because we are now going from selling products to selling services. We are now going to 
have like one Microsoft. We talk about one Microsoft all the time and we need to have our customer in focus. We 
need to grow, and we need to do by learning and development. So, they have this, we call it growth mindset. And 
what is growth mindset? Then you have to be open to innovate, do something new. In Denmark, we moved to Lyngby, 
in a big office, near Lyngby Storcenter. Very, very nice. Here we have three seating and then there was some signs 
where there was a tent: no camp! So, if you have seen your co-workers sitting in the same spot two days in a row, you 
had to put this sign: no camp. Because they want people to move around, so they can interact with each other. So, you 
have to sit in openness in some more. You can also see that here in Lyngby, the meeting room was like this. Some 
other was that you were sitting in a fatboy, there was a room full of Lego bricks, it was very, you can say like Google-
environment. X-box, playing stuff, you have everything there, you have massage, you have cantina, you have a lot. 
You have a room to go up to and sleep, if you want to. You actually also, this is was a hangout, they give you a book 
around growth mindset and then they give this. This is the fixed mindset, we don’t like that. You have to have growth 
mindset. A growth mindset, you have to learn from critics, you have to see failure as necessary to master and stuff 
like that. It’s very nice. Especially on paper, but how do you then do it when you also have a performance system? A 
performance system that is very, because Microsoft has products and products needs to be sold, and they have a huge 
sales organisation, so a lot of the target you are measured on is how many, how much do you sell of your products? 
With this new culture values, they actually put some of the KPI’s that you are measured on to be more socially. Like 
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how you can help your colleagues to be successful and stuff like that. But you still have a sales target and the sales 
target is not low.  
  
Time 00:25:07 
 
Sara: So, your bonus is linked to sales target and how much you as a person contributes to success. In Microsoft, I did 
not know what my bonus was, I did not know anybody else’s, I just knew that I would get some bonus maybe someday. 
But the bonus system could be very, very high in Microsoft, and we are talking about, for some people, millions, 
Danish krone. That of course give some kind of more competitive environment. I think because it is a lot of money 
for some people and you do not know if you will get a million or not. And maybe you have children, a car and a house 
and you are dependent on this money. Besides of that, you have an award system, like the month Microsoft ?, and I 
also know that they have this yearly marketing award show where they fly everybody into, it could be Seattle or 
Florida, I think actually it was Florida when I was there. And they have a scene and they have Justin Timberlake 
coming and playing and it was like this huge party. And the person who did it best came up to the scene and got like 
a Rolex watch and it was like celebrated because he was the best. So, there was lot of that. And very American I would 
say but it was still having to be in this Danish subsidiary. This one here, I can only promise you a job for a year at the 
time. In Microsoft, especially in the subsidiary, because every financial year, which is American, which is in June, 
they re-organize, and they say they do it because they have to be innovative all the time. So, they do not say, ok you 
can have this job for the next five years because we do not know because it is digitalisation so we need to be innovative 
all the time and we do not know which technology will be next year so I can promise you a job for a year and then 
maybe your job will continue or maybe not. Then you have either to seek a new job in Microsoft or outside Microsoft.  
 
Student: I see two very district similarities between Microsoft and Lego, that every failure is an opportunity to improve 
and you tell us a lot about how this is, for the organisation and for the company, but how does it feel like, I mean, this 
is obviously a very loaded question, because it sounds incredibly stressful to me that everything that you do have to 
lead somewhere. Everything that I do. So how does it feel, that even the slightest failure, or perhaps also a big failure, 
always has to be improved, that there is no room for not improving?  
 
Sara: I think that it is not because it has to improve, but it is important that you take the learning from it, so you say 
ok, that does not work, what can we learn so that we are not doing this again? And that could be maybe in the team 
meetings, that you say: I did that just for..  
 
Student: I was more trying to find out how you feel.  
 
Sara: How I feel?  
 
Student: Yes, how it feels to be you?  
 
Sara: I think in the beginning, I was, I wanted to do the best. And when you are a high achiever, I do not like to do 
mistakes and especially in the beginning I was very like wow, I could not be perfect, and I will do a lot of mistakes 
and this is not the first. In the beginning this was hard for me. I was so happy that my first journey was in Lego. I had 
a really good like relationship with my manager. I had a really good manager, that was good in coaching me, good to 
see that you cannot be perfect here and that there will be a lot of mistakes and how can you then improve and how can 
you take learning from it? And that made me think: ok, we’re just human beings. And now, I think that was really 
good for me. I am really glad that I did not start in Microsoft because when I started there, I think it was very hard to 
start, have no managers and have no job description and a huge organisation, which is very American based values. 
That I could like take some of the learning that I had from Lego, and from my manager there, and my team there and 
that I could have been that me when I went into Microsoft. But then Microsoft for me, I have never grown and learned 
so much. When you are young, and they just kick you out into deep water and learn to swim. You really learn. And it 
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is stressful and fun at the same time. I learned so much and I just see that I just had a responsibility at a really, really 
young age for a product of one of the biggest companies in the world. It was fun, really fun. But of course, it is, you 
have to really consider how you communicate when things are not doing well. 
 
Time: 00:30:50 
 
Student: Was it also fun when you were thrown into deep water?  
 
Sara: Yeah... I think at that time you can say, you get a little high of it. I think for me it was, at that time, I was really, 
I thought it was fun and I needed that. I was like, yeah, I like, maybe addicted to it, I would say. I need the challenge, 
I was bored, it was not fun for me. 
 
Student: How did you experience the social life at work, because to me, it sounds unknown in a way? No manager, 
no fixed point of this is your practice, just being kicked out into deep water, having to find out, ok what the fuck?  
 
Sara: You have a community of your own “mac”, I used them a lot, we were sitting around different roles in the 
organisation and I used a lot of them to get a kind of family. We were group of young people and, in the beginning, 
running around, so I had that kind of base that I could go back to, and say that ok, I think this is hard, how do you 
process? And then you can say that you do this, this and this and then go back. Of course, I had a manager, but some 
weeks I did not have one or maybe just on the call, or something like that. We did not have face to face meetings 
because, I was half of the time out on customer meetings or have work on the production or out to meetings out of the 
house, or he (the manager) was. And you also, in Microsoft, you could just enter meetings through the technologies. 
They use their technologies and they want to be number one, so skype is a way that you can actually enter a meeting. 
It’s not a barrier for Microsoft that you can sit in Bahamas and you can be part of the team meeting. You just need to 
have the internet, then you’re in.  
 
Student: To me this sounds like a very demanding job as well, and I was wondering how it affected your life and 
work/free time balance?  
 
Sara: yeah, I will say that Microsoft, probably for me, that maybe some other people are better in it. I was like still but 
I was young at that time and maybe it was good to ? for myself. And from Lego, Microsoft and to be a consultant, I 
worked a lot at Microsoft. And it was also because you had this big, big office, where you were sitting and talking 
with people because you need to involve and go around, and network and I had so many coffees and then I was like 
when do I need to actually work? That was in the evening when you came home or late in the office when you actually 
a bit of room for yourself, and you have some quiet where you can actually go deep down and do your job. So, I figure 
out quickly that from 9 till 14, I have coffees, networking, go around, customer meetings, then maybe from 14-20/22, 
you can actually sit and work. 
  
Time: 00:35:08 
 
Sara: I also had a role where I was travelling a lot to Norway and a couple of days every month and I also need to be 
for this product, need to create ? across the countries. So, this role was actually split between Norway and Denmark 
as well. So, I will have a lot of travelling as well because when you have to attend meetings or stuff like that then you 
need go Paris, then you need to go to France, then you need to go to London, then you need to attend meetings because 
the headquarter is in Dublin, so they put some meetings around Europe for all the product owners. So, I think I was 
travelling a lot as well and when you’re travelling then your day is going to be long. I am a little critical, but I will 
also say that Microsoft is a very, very interesting place to be. It is very American, you learn a lot and you can achieve 
a lot and it’s fun, they are really good to do a lot for their employees, and nice parties. At the Christmas they invited 
Mø to come play, give you free tickets to Roskilde Festival. All this and that’s fun when you’re young and it’s a lot 
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of, it’s very open and fun people who works there. Consulting: I needed to figure out if I wanted to stay for another 
position at Microsoft. I had the opportunity to go to Russia, that was not really my plan, so I chose to find another job 
outside Microsoft. And I was like, no fucking hell, I could be a management consultant. I studied FLØK and I learned 
that management consultants are stressful, long hours and no, no, no. I wanted to find a company, maybe in 
Copenhagen, that had the same kind of values that I found at Lego. But I got in contact with Prudentia and I had a 
dialogue with them, and I felt the same values that I recognised with Lego. It was very grounded people, it’s like an 
IT based, technology-based consultancy firm who tried to expand and be more strategy oriented. So they have a lot of 
what I would call geeks, and they are down-to-earth, come from DTU, university of technology in Copenhagen, and 
they just don’t have this competition, so I said yes. I said yes to be a management consultant in the surface of business 
design. I will deeper into that but Prudentia consultancy, it had been private, but just a couple of years ago they were 
bought from something called Carlyle, but still operate as a private company that have partner structure. Headquarters 
is in London but has small offices around the world and the biggest office in the Nordic is in Copenhagen. We are 
around 2500 consultants and I will say medium degree of self-management. I work in business design and I was like 
requited into being more within customer experience. I had this customer-oriented specialist role. I found out that 
management consultant does not have a fixed job description. You are dependent on the client and the project that 
your partner is selling which means that you don’t really know what ?. You have some work frame that is very flexible, 
it’s a lot of freedom. When you’re on the beach, which means when you’re not on a client’s project, you don’t have 
anybody like, who, you can just do what you want to do, just do your job. It’s not up to yourself. But now I will talk 
about, at the same token, when you then, and that’s why, ”my culture is what?” when you then are in a client project, 
I just realized, it was strange for me in the beginning, because I had a lot of freedom, a lot of self-management, etc, I 
want to be a consultant, but then i have a client project, where they can be very conservative. And they want you to 
be there at eight every day, and as you can see, what kind of typical companies I choose, that’s difficult for me. And 
I was like ”only two months, though. Only two months”. That is a learning that you actually have to be able to from 
one day to another be able to jump in to another culture. Other people, culture, maybe you have your own desk and 
all the people have their cups with print of their wife, and they have the kids in gold frames, and they have worked 
there for 50 years, and they never use technologies, and I just have to sit in that atmosphere and environment and tap 
in to that culture from one day to another. Because you serve the client, as a management consultant, and you advise 
them, you have to go in and be part of their culture. That is also fun and learningful a lot, and you meet a lot of people. 
And as a young person, you get the opportunity to go straight to the director’s office and be part of these kinds of 
meetings, because you are expensive. You are part of the heart of the business and you help them. And that’s, I think, 
very giving. I like my job because I can see that I help the client. And for me, I can see that it is very interesting, and 
I get to be part of a lot of really interesting discussions around the table and work with people who are strong profiles. 
  
Time: 00:42:18 
 
Student: I have a question, do you derive meaning and a sense of purpose from being at that company, and if so how? 
  
Sara: Yeah, I think for me it is that what is meaningful for me is that I like to learn and develop. I like to all the time, 
see that I can develop myself. And as a management consultant, what is the product? That’s the consultant, so I’m a 
product, which mean that I gain training, academies, they have intensive recruitment process, which mean that I feel 
that all my colleagues are better than I am. I don’t know that they are, but I feel that. It’s very sweet, it’s very 
collaborative people, and they’re very brain-clever, clever people in all their way. So, you learn from your colleagues, 
every day I go to work, I feel that I learn a lot. It’s also... they’re very social and fun people as well. So, they like to 
help each other. We have something called Prudentia Aacademy, which is training. So, we get, right now, it’s 
something called agile approach. It’s very common to help so that we can have agile training or change management 
training, all these kinds of how you like develop as a consultant. Then you have a feedback culture, which is that you 
all the time search for feedback or give feedback. For instance, if you have helped somebody with an assignment or 
proposal. A proposal is if a government or something need help, you are sitting and you compete with other consultant 
firms, and you deliver your way of doing the work, that’s your proposal. 
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Time: 00:45:00 
 
Sara: Then you have a very social culture, a lot of social activities outside work. We have sport clubs, we have running, 
all these kinds of things you could do. There could be book parties, there could be… yeah, lot of activities I think, one 
or two times a month that you can go to. And then its sales-driven, because if you don’t sell projects, you cannot staff 
consultants. So, you also, as a junior, it’s not only the partner that has to be able to sell the project, so you also learn 
a lot, like how can you all the time sell more and expand the project. And I don’t think any negative part of this, 
because you actually help the client a lot. But I think that you can always develop and help and learn from others, 
that’s meaningful for me. You also have a performance system here, and it’s so structured here. Because as a 
management consultant, you have a partner, who hired you and pay your salary, then you have a line manager, so no 
matter what kind of client project you are in, you have one line-manager, who is responsible for your development. 
It’s also the line-manager, if maybe you have to just cry, and say “oh, things are really hard right now.” That is you 
line manager. Then you have your project manager, so you also have a manger on each part that you are in. which 
means that you a lot of people every day. You are self-managed, but just today, it’s not even lunch, and I have talked 
with my partner, with my line manager and with my assignment manager. And people are really available. Also, the 
partners, and I learn a lot to have mentors and their input if I have to do something, my partners are there. And I think, 
I have never tried, but people are so available all the time no matter what kind of question you have. And it’s very 
structured, you have full half-year and full year review. Then you have a development plan, what is the next step you 
want to develop or achieve. You have a promotion culture, which means that you are promoted every year or second 
year, depending on how much your targets or your utilization, how many hours do you actually have out to the 
customers. And then they also go in and they see how you as a person contribute to the success of Prudentia. And then 
they have some awards for outstanding contributions as well. 
  
Sara: Do anybody have a question regarding being a management consultant? Okay, this is a topic (referring to 
PowerPoint slide) that I think has a lot of focus at these days, but, “a work life designed by men”. I think you can say 
that, because it is and that’s just how it is. And, some companies are very good to have these policies or frames around 
the whole organisation and culture, where you will not realize how it is. I think, Lego had a really good maternity 
rules for both men and women, where of course women need to have a longer period away from work. But, I didn’t 
really realize, that, it was individual persons and if you were good at your job no matter had individuality you had, 
people listened to you, and you had the same opportunities to achieve. 
  
Time: 00:50:00 
 
Sara: When you work in IT industry, that a lot of men and of course a lot of, in my experience was that, actually 
Marianne Stenstrup, is a Danish CEO, and you also have Nanna Buhle, who is a marketing chief, there are a lot of 
ladies in Microsoft, but you cannot run away from the fact that it is the IT-industry. So, when you go out to the partners, 
it is men. It is a lot of people who are nerdy, it is men. And here, I was like maybe my first time where I was like, 
wow! I am different because I am female. People didn’t really have the same expectations to me as a female, I needed 
to sometimes, also because I know that I can look very young. So, I had to like, how can I be this little tough young 
lady, try to actually listen to me, I actually have something. I had to decide this, I have the same kind of power as you 
have. And that was a little shocking in the beginning. And I feel that I need to do more sometimes, I need to prove 
more. And I can see now, that that was really wrong of me. But when you for the first time experience this push back 
because you are female, and you are a young female, then for me it was just, I did not know how I should react. Now, 
when I look back, I think, wow. There was no plan, I just did it, and I wanted to show that I was actually good enough. 
I also want you to know, that I have put this “What we say, and what we do” (referring to PowerPoint slide). Because 
a lot of companies today, they have say, empower women, and embrace women, and they have female events, and 
they like I know that Microsoft have all their female managers, and then they have this event where they incite all 
young females in and stuff like that, but yeah, but how is the everyday work, in the canteen, in the meetings, yeah.. 
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that is another world. Because maybe, from the marketing perspective, and the management perspective, we see male 
and female equally, but what about the individual employee? I don’t think they have it there. Maybe in their eyes, or 
in their culture, the women have to be the same power or level as they have. You cannot be sure. And here I have 
some experience from my network. It’s funny, I have a friend of mine that works in one of the big innovation labs in 
Copenhagen, and when she had been up for a presentation, and then a manager came and said “next time, don’t wear 
high heels”. And then I have another women, a friend of mine, one of her colleagues came and said, is this a maternity 
camp? I think every lady here had to go on maternity leave? And I said, okay, is this like they organized when they 
had to go and be pregnant? You cannot take away, that when you are female, you have to be pregnant maybe, and you 
have to leave your job. And just, all these kinds of stuff, I was surprised, but they are still there. They are! And it has 
actually given me as a female… I will not say that we need to have some special treatment, but we need to be able to 
just live with it, and how can we manage our work with it. Not be scared of it, but it is there. And it is still there, also 
in the most innovative labs and creative spaces and interior and young people and all that, but it is still there. 
  
Time: 00:54:08 
 
Teacher: Can you give some example of that? You gave examples of presentations, you talked about the high heels? 
But in the more every day… the canteen… do you also have some experiences from… 
  
Sara: I think actually from my current job as a consultant you get promoted after how many hours you utilize to your 
customers, your utilization. But if you are on maternity leave, you cannot work, you cannot go out and utilize. So this 
means that there is a period in your life, where you cannot get promoted. So, if you see in the long run, female will 
never have to achieve the same level as a male consultant. So here you have, as a female, I know a lot of my colleagues 
that are pregnant, they are stressed. Because they need to either work double, or how can they actually force the 
promotion if don’t have to lay back in the years. And I think that the partners, they don’t realize how that is. In the 
partner group, I think we only have one or two females, otherwise it's men. And i can see that the discussion is very 
high right now and I know that this is not only Prudentia, but a lot of consulting firms and also if you go to the law 
firms, where it is tradition that it is more male oriented. And I think that’s the kind of pressure right now, it's not 
directly the high heels, or all these comments, but it's actually a way that, you cannot achieve as fast as males, and you 
need to choose between two things: that you can children or you cannot. And I read an article that it is best for females 
that they get on maternity leave after they are 35 because otherwise, they lack so much behind the male job position 
and wage. And I think that’s why the debat still is going on. Because we talk about it but we don’t do anything about 
it. We still have some frames or rules in the companies that are not designed for females. 
  
Time: 00:57:02 
 
Student: Is the promotion structure really only based on how many hours you work? Not based on how you perform 
in these hours. 
  
Sara: Yes, also that of course, feedback structures, but you look at the numbers. So, I have a target that I have to utilize 
80 % of my work in a year to the customers. And then, they also see how is she as a person, does she help others to 
succeed, what does she do on her job etc. But because, it’s a new… my headquarters in London, they don’t know me. 
So, my manager, has to go up and defend me to the top management. So, they’ll say, “okay Sara is this, but she’s also 
this this and this, and that’s why she needs a promotion, she is really developed and she worked better than her rank 
right now, so she’s ready to have this promotion”. But in the end, I think 60-70 % of a promotion is numbers, because 
that’s easy. Because you measure each other, and it’s easy to do based on numbers. And that’s not just PA, that’s the 
performance system all over a lot of companies. So yeah, actually its funny right now, because with this “designed by 
men” (referring to name of PowerPoint slide), I actually got a call this Friday of a colleague in Dubai, who said that, 
now we can talk about flexibility as a consultant, saying that “Sara, we have a client in Saudi Arabia, are you ready? 
Can you move down there for 2 weeks for three months?”. And I have a meeting with him this afternoon. And I will 
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say, this weekend I have really thought about how I have to be able to take a job in Saudi Arabia, how could that put 
as a female. And that is what a lot of the topics that I have to talk with him about. How should we structure that, how 
can I be able to work down there as a blue eye, red hair female, maybe in company where they are not used to have 
female advisory. Not only internal, not only in Denmark, but as a companies are becoming more global, and especial 
in the companies that I would like to work in. so you also have the global tradition of male/female that you have to 
manage, be able to do that, and I think that can be challenging sometimes. 
  
Time: 01:00:00 
 
Sara: But hopefully, it will be better. So, this is a little critique you could say. So… would I like to work in an 
organisation where I have fixed work hours from 8-16? Do you think that? No. Never. Never. So, I know that it could 
be, sometimes you can focus on things like, oh it's stressful, or you have to be flexible all the time, and how is it to be 
a female in a very male-dominated organisation or culture, but this (8-16) will be the worst for me. I like that I have 
more flexibility, I like that I can learn, I always like to, I have really high requirements for the workplace that I chose. 
When I go to have coffee talks or talking about new opportunities, I always ask: are you global? How is it with 
development? How is it with learning? What can you do for me? And I know that is something, when I talk to my 
dad, he’s like “Sara, how can go ask what the company can do for you?”, and I’m like, yeah, because if I has to switch 
and do something else, I need to know what they can give me that I cannot get here. And I think that’s a way of 
approaching the work life today, where today I can see that we are not going in and saying, okay, how can I as an 
employee do for the company, but ask what can the company do for me? And I think that’s really a change in these 
days. And as I said, I could never do my mums work. She likes that it is routine, she likes that she knows what she 
goes in to, and she likes that she can leave the office at four o’clock. And that is just not me, that is not what I like. 
  
Student: How many hours do work approximately. 
  
Sara: It’s actually not that bad at the moment, I have worked a lot and then I started to say, now I will be better at self-
managing to not work that much. So right now, I’m trying to have around 40 hours, maybe some weeks actually less, 
and some weeks more. It goes up and down. But try to say, okay, my client pays me for 40 hours, that’s what I will 
give. But here as a consultant you also have a little bit of work beside your client, like what you do… like for business 
development and interim learning and stuff like that. And for me right now, I said to my manager, I need to have not 
so much pressure on that side, because I need to focus on self-managing myself a little bit. So this project where I am 
now, I have actually been there for six months, I leave there in two weeks. So actually right now we are in the most 
stressful part, I said that this last six months I have only focused on the client project for the 40 hours, and I think I 
will try to see can I actually manage to do my client work and some more work for the consultant firm for these around 
40-45 hours. And 40-45 hours is for me what I would say is normal.   
  
Time: 01:04:00  
 
Student: how many hours did you use to work? 
  
Sara: The client I had before was in Norway, and in the Norway government, and I travelled around Norway, so 
sometimes I was located in a hotel in a little city like, I don’t know what you call it, Florø, a small, small town. And I 
could be there for like 2 days with your clients in the hotel. From like, the morning buffet to when you have dinner 
with them, you are always working. I think I slept like 6 hours, and everything else was preparing, working, preparing, 
working. When you have a week of that, if you count how many hours and flights back from bum bum bum.. it’s a lot 
of hours! 
  
Teacher: Was there a difference in.. During a week in Lego compared to Microsoft compared to Prudentia? 
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Sara: In Lego I worked approximately 10 hours a day, Monday-Thursday, and then I maybe had a half day Friday, 
sometimes the whole day Friday. So, I needed to take a work week to four days, sometimes 3,5 days if I wanted to 
leave early Thursday, if I needed to go to a birthday or something on a Friday. At Microsoft, I worked a lot! It was 
maybe between 50-yeah, it could be 60-70 hours a week. So, I worked a lot there. And then, at Prudentia, it has 
actually been manageable, it has been okay, its not been a lot. I thought it would be much more. I had heard about 
management consulting, and I thought it would be much more. I will also say, if you worked at McKinsey, its not like 
this. But, I remember I was there and four o’clock and everyone was leaving, and I was like, wow, you are consultants, 
how can you leave? But Prudentia really wants to have, you need to have a family, they want to have their consultants 
for a long time, not just 2 or 3 years, which is normal in McKinsey or Boston consulting, the American firms. But in 
PA, people have actually been there for like 8 years, 20 years. And if you need people to stay there for 8-20 years, if 
you need to have females stay there for 8-20 years, you need to pick up their children, and be able to have a life outside 
of work. And they really do a lot, I think it’s because its UK based and not a US based firm. That is what I can hear 
when I talk to my friends and network. The UK, US, European, it varies in the company culture, and how you manage 
them and what kind of history or tradition you have is so different. And that is why I also put in “owner structure” 
(referring to PowerPoint slide), because maybe sometimes, for me, I am really interested in like, is it a Danish 
company, is it a headquarter, is it a subsidiary, that is one of the first things I think about or discuss in a job dialog 
with somebody external. 
  
Time: 01:08:00 
 
Student: “Work life designed by men”, that was the sentence I was thinking of. It seems like the way you adapt to this 
is by working like a man or at least applying masculine values to the way you work. Do you see perhaps any other 
way of doing this, or am I just completely wrong in this interpretation? 
  
Sara: No, in the beginning I was like, okay I need to be superman today! But I could just see that if I should be 
accepted, I saw myself more and more like, now high heels, and wear a shirt like… I saw, I could not just be a lady 
or female, and that is something that I have worked a lot with actually. Saying, I’m a female! I like to have high heels, 
and if I have to go in to a room full of men, I still have my high heels. I am not here to give a catwalk, I am here to 
advise you, and if you cannot accept me as a lady or as female, I will not advise you. 
  
Student: I was more referring to the way that you work. So, one thing you could classically assign as a masculine 
value, was doing a lot of stuff. Was being an effective actor, not an actor like we see in movies, but as someone 
performing actions. And what I hear you say is that you show them that you as a woman can also do that. I don’t know 
if that… 
  
Sara: Yeah, I understand, you’re asking me if I need to show more, or I needed to show that I can achieve the same as 
a female. 
  
Student: my question is essentially, do you feel that you as a woman have to show that you can live up to this, or could 
there be any other way? 
  
Time: 01:10:00 
 
Sara: I feel that I have to convince them that there is no difference between me and another male. I think it’s their 
expectations that sometimes clitch (perhaps meaning clash). I don’t go into a room and think, okay I have to show 
them, because I’m a female, that I can do something else. But sometimes you go in to a room, and you can sit around 
a table of men and they are not talking to you. They are not looking at you. I have experienced that. And that’s 
confusing. And then you need to do something. You need to say, okay, that’s your take, and you’ll pay me still. If you 
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don’t want to get my advice, that’s fine, but I feel my personal values here, then I feel that it’s not fair. Did I answer 
your question? 
  
Student: no not really, but I’m not sure that you can. I don’t mean any disrespect, it was a difficult question, and it 
was difficult to phrase as well. It was just a thought and I was just curious. 
  
Student: my question is related to Prudentia, because I was recently attending a discussion about inclusion in work 
life, so my question is, for you as a female, who has worked in a very male dominated industry, would you say what 
we should strive for is more inclusion? Or would you say is more a question of disruption? 
  
Sara: Oh yeah, that’s a big question. I think it’s more alignment between what you say and what you do. You can say 
that we have this gender policy and well embrace females and you have all this, but how are you structed. If you still 
have some structure, and you still have culture that is based on more male oriented people, or you don’t get everybody 
involved in this new culture. Maybe that’s destruction we are out in, because it is not enough that the management 
board talks about female or gender discussions if it’s not the whole company. Because then you still in the canteen, 
people look at you because you have high heels on, or you go a meeting and you are ignored around the table or stuff 
like that. Then sorry, but that doesn’t really matter. Then you can put up a big poster in the canteen of your female 
managers, but how is it in your everyday work. And maybe there is some kind of destruction. But I also think that as 
females, we need to help each other more. And we need to be able to help other females to create success. And embrace 
each other more, I think we need that. 
  
Student: Which one of the three companies would you say enabled you to develop the most? 
  
Sara: Wow, um.. I’ll say that I think I developed a lot with all three, but I think I have tried three very different work 
places based on.. the first one is a family owned Danish company, where is was working at the headquarter. The next 
one was the biggest American IT company working in a subsidiary. And the third is to be a management consultant 
which is where you are out in a lot of different industries and cultures. It is very different workplaces culturally, and 
the way you have to be developing and learn. I think Lego and Prudentia for me was the best match. 
  
Time: 01:15:00 
 
Sara: I think I have realized that there is to really important persons in your life that you have to chose: your man and 
your manager. It is because, right now I get help from my manager, my partner, and it is completely like, like I said I 
want to be better to self-manage myself, and I have a lot of people who have a lot of experience who can help me and 
be my coach. And with a good manager and I good coach I have freedom, I have self-management, I can choose what 
I want to do, I can say, I want to be better at this and they can support me in my journal and I never feel alone. I can 
call, I can text whenever, weekend, night. When I have been out and a client ask me outside Denmark, I have been in 
touch with my manager, and they actually call me back. It’s not just like, she’s out there, see you in six months. And 
I am really surprised that you can have such good management around and still be so self-managed. 
  
Student: How would the work life be different if it were designed by women?   
  
Sara: I cannot answer that for all females I guess, but my thing is that there will be alignment between what you say 
you would like to have and the structure and frame you work in. As an example the promotion and maternity leave. 
So maybe a female would just take it naturally that a female has to go away from your work and you still have to be 
promoted as the same foundation as a man. That is something we cannot chose to do or not do, then it is a choice 
between if we will put life on earth or not. I think, another thing maybe females do is have a more holistic view of 
things. So maybe if it was designed by females, you would not just look at results, go out hunting, but you would lean 
back and see the whole picture. That is my experience when working with female colleagues compared to male. We 
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both have our strengths and also our weaknesses. And I see that females think more about the whole picture and not 
only, if we change this, it will also impact all the other stuff. I think that could be another way that we could design 
work. 
  
Student: I was wondering about the term “worklife designed by men”, when a lot of big firms, law first and so on, 
have an HR department that is often led by women these days, and often the work life is significantly designed by 
HR-departments, especially in recent development where HR is not just hiring but also creating ideas like you can 
have vacation or you can have a certain environment, so you create all these work environment policies as well. So, 
is that actually the reality still? 
  
Sara: When I say a worklife designed by men, I know that you can take that title like, wow, people always ask. But 
my thought about this is, I’m not talking about ten years ago, I talk about that we are in some industries that is 
established before females were in the workforce. So we are in industries working where it is designed by men, that 
is just a fact, we can’t change that. But then in the more modern days, HR and women, we are on a journal and 
developing in that area, but it is still a fact that it is designed by men. Go up to the financial industry, 100 years ago, 
how many females was in the top management? And that just, you still have some of the traditions. But I think it’s 
more and more, less less less, but you still have it.  
 
 

Appendix 5 - Interview with Kristine 
 
Respondent: Kristine  
Interviewer: Rikke and Marie 
Date: 20th of February 2019 
 

 
 
Time: 00:00:10 
 
Rikke: Vil du ikke starte med at fortælle, hvad du laver her i Prudentia? 
  
Kristine: Jamen jeg hedder Kristine, og jeg er consultant analyst. Og det vil sige, jeg startede i Prudentia for halvandet 
år siden, fra da jeg blev færdig med min uddannelse, startede herinde som analyst, og så er jeg blevet consultant analyst 
nu. Og jeg sidder jo som management konsulent ligesom størstedelen af os, der sidder herinde, gør. Lige nu er jeg på 
projekt på Novo Nordisk, hvor jeg sidder med en stor agil transformation, så jeg sidder rigtig meget og arbejder med 
transformationer, change mangement, alt hvad der indebærer i at kunne flytte en arbejdsplads eller en business, 
forretning, fra et sted til et andet, og så alt hvad det ligesom indeholder. Så det kan være alt fra agile, til transformation, 
change, til hardcore projektstyring, så det er sådan generelt de bobler, jeg bevæger mig indenfor og det jeg arbejder 
med. Også meget med kulturforandring og alle sådan nogle ting. 
  
Time: 00:01:15 
 
Marie: Hvorfor er det I har valgt at have det her fokus på inklusion af kvinder? 
 
Kristine: Altså, jeg tror helt sikkert, at der i starten, nu var jeg ikke med helt tilbage i tiden, og der havde man jo et 
fokus på, det var også en del af vores branding at nu skulle vi have flere kvinder i consulting, og det er jo egentlig 
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noget man kan se helt historisk, der ligger tilbage, også bare med kvinder på arbejdsmarkedet, at man har mere og 
mere fokus på, at der skal flere forretningskvinder, vi skal have flere kvinder ind i den der hardcore business, som 
altid har været mandsdomineret, og det kan vi jo se, af en eller anden grund har det jo været sådan i lang tid, og det er 
jo noget kulturelt og historisk, der ligger til grund for det. Så i starten, 100 % har der helt sikkert været fokus på at 
sige, nu skal vi have nogle flere kvinder i consulting, fordi vi kan bare… vi kan bidrage med nogle forskellige ting. 
Ikke fordi vi er kvinder, men fordi vi har nogle forskellige synspunkter, vi er også tit uddannede forskelligt, fordi vi 
interesserer os for nogle forskellige ting. Så det er nok mere et fokus på, som det er drejet over nu, at Women in 
Consulting er blevet bare et event, hvor vi har blevet ved med at kalde det Women in Consulting, men vi bare egentlig 
har fokus på, at vi gerne vil have nogle forskellige profiler, så vi tænker rigtig meget inclusion og diversity i hele vores 
women-del, kan man så sige. Vi skal have fra alle mulige universiteter, det skal ikke bare være CBS, og vi skal 
repræsentere, selvom det jo ofte er det, der ligesom er den her business del. Forskellige uddannelsesinstitutioner, 
faglige profiler og vinkler osv., og så egentlig bare have den her aften, hvor vi netværker, hvor vi har lidt det der 
kvindelige netværk. Og det man jo egentlig kan se også bagefter, er at der er mange der tager fat i os efterfølgende, 
og at man ligesom bygger et eller andet op, og en del rekrutterer vi faktisk også efterfølgende. Så selvfølgelig er der 
to purpose, og det ene er selvfølgelig overordnet drevet af, at det er et forretnings-purpose, som jo handler om at vi 
gerne vil rekruttere de bedst mulige medarbejdere, og det er jo det, der ligger til grund for det, og det er jo også derfor 
vi kan få funding og budget. Det er jo selvfølgelig, fordi der er et forretnings-purpose i det. Men det vi jo også kan se, 
er, at fordi der er så mange, der gerne vil være en del af det herinde, det er jo fordi det jo bare er super fedt at have 
sådan et event, hvor vi også kan dele ud og give fra os, og vi kan få nogle eksperter ind og snakke om alle mulige 
forskellige emner, alt efter lige hvad vores fokus er. Så det er selvfølgelig primært et forretningsinitiativ, men hvor 
man ligesom får skabt noget, hvor vi også kan vi noget af os selv. Så som jeg også nævnte tidligere lige da I kom, der 
er ikke så meget fokus på mere af det her med, at det er kvinde, fordi det er kvinde som køn, at vi har mere fokus på. 
Det er mere den her med, at nu har vi egentlig bare fastholdt, at vi skal have… vi holder fast i det her Women in 
Consulting concept, fordi bare er super fedt, og der er en mega positiv stemning på aftenen, men vi overvejer også nu, 
fordi vi kan se, at de har bare så meget mere at komme med, når de også ansøger til vores stillinger, fordi de virkelig 
er sat ind i, hvem Prudentia er, at vi egentlig også åbner op for mænd, måske laver et kombi-event, eller laver et eller 
andet, fordi vi kan se, at det egentlig gavner os som virksomhed, så det har egentlig kun været super positivt at holde 
det her event. 
  
Time: 00:04:28 
 
Marie: Så hvis jeg forstår dig ret, så overvejer I at lave et lignende arrangement for mænd? 
  
Kristine: Jeg ved ikke, om vi ville et, så vi kører to separate, jeg tror, at hvis det kommer derhen til, så vil vi slå det 
sammen, så vi kører et samlet event, så kunne vi måske snakke om, det vi jo også har nu, Women in Consulting, det 
er jo ikke for alle aldre. Som udgangspunkt lige nu har vi jo fokus på studerende, der er færdige med deres kandidat, 
eller har et par års erfaring, fordi de skal kunne gå ind på nogle af de her juinor consult ranks, som det primært er det, 
vi har purpose mod at rekruttere. Så kunne man selvfølgelig snakke om, skulle man så have et ældre event, det tror 
jeg ikke. Der tror jeg det er nogle andre ting, man kommer til at køre, fordi det er meget, vi deler ud af hvordan det er 
at være konsulent, de får nogle værktøjer og teknikker, så jeg tror ikke det er for dem, der har været på arbejdsmarkedet 
i rigtig mange år, så tror jeg vi skal holde det til en yngre målgruppe stadigvæk, men hvor det så bliver en kombination 
af mænd og kvinder, og også herfra at det så bliver en kombination af konsulenter både kvinder og mænd, som ved 
deltagelsen, så det kunne 100 % være noget, og det er noget vi har snakket om, fordi vi kan se det benifitter faktisk os 
selv rigtig rigtig meget at holde de her events. 
  
Rikke: Så ideen er mere at få nogle forskellige typer mennesker ind som har en anden type faglighed, så pointen er at 
få ny faglighed og ikke så meget at få kvinder? 
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Kristine: Præcis. Det er 100 procent det, og det kan vi jo også se ift. den måde… senere i dag har vi udvælgelsesproces, 
og vi har lukket vores ansøgninger, og der har vi udvælgelsesproces af dem, der har ansøgt. De sender jo et CV og en 
ansøgning ind, og der vi vil jo rigtigt gerne… det er vigtigt, at gøre den proces ordentligt, så vi egentlig får et meget 
forskelligt felt, og også folk med forskellige og måske også lidt skæve profiler. For det har vi rigtigt meget herinde. 
Vi har selvfølgelig folk fra CBS, men også folk der er fra DTU og kan alt muligt super nørdet high tech, og så har vi 
folk med noget mere, nu kommer jo selv fra KU, der har en lidt anden tilgang, kan stille nogle lidt andre spørgsmål 
end måske nogen fra DTU, der bare er vant til at sidde og nørde et eller andet. Så det er meget vigtigt for os, at vi har 
den der diversity i det, fordi det også er sådan, vi sammensætter projekter ude hos kunderne. Og kunderne køber os 
ikke, hvis vi ikke er diverse. Og det er både på vores faglighed, men det er jo også klart, og det vil jeg da ikke sidde 
og lyve om, at de fleste kunder vil jo heller ikke have, hvis vi bare stiller op med et mandligt hold. Der skal sgu være 
noget diverse i os i den måde, vi skal repræsentere det samfund, og det tror jeg lidt er noget, som alle virksomheder 
skal, at de skal repræsentere det samfund, vi ligesom også lever i og der er altså, vi er diverse, og vi har fået mange 
flere kvinder på arbejdsmarkedet, så derfor er det også bare vigtigt at kunne sammensætte et hold, som også afspejler 
det, og den virkelighed vi er ude og levere i. Så det er selvfølgelig det der tricky i forhold til, at vi vil jo stadig gerne 
sætte fokus på, at vi gerne vil have kvinder herind, men det er lige så meget ift. at vi gerne vil have forskellig faglighed, 
så lige nu har vi egentlig bare holdt fast i, at vi kører det her kvinde event, men ikke så meget på…der er ikke noget 
kvinde-specifikt i programmer den aften. Det vil være en almindelig introduktion til Prudenta, hvor de får at vide, 
hvorfor er det egentlig er fedt at arbejde her, og så kommer der nogle faglige indslag, i år er det omkring business 
transformation, hvor man skal sidde og lave nogle øvelser osv. Og så bliver der en HR peptalk ift. hvordan er det så 
man søger job herinde, og så går vi ned og spiser bagefter. Så det er ikke fordi der er sådan et mega fokus på den 
måde… 
  
Time: 00:08:03 
 
Marie: Med pink balloner og… 
 
Kristine: Nej, det man har set de andre år, at der så er nogen, der faktisk har lyst til at spørge om det der: Hvordan er 
det så at være konsulent, og arbejde meget og have børn og sådan, og så kan vi jo have de samtaler, fordi vi alle 
sammen er kvinder, men det tror jeg også sagtens mænd kan være med inde i den snak der, for det er jo lige så relevant 
for dem, men måske er det bare ofte blevet set på som at det kun er kvinderne, der kan snakke om sådan noget. Øhm, 
så i princippet er der ikke noget kun kvinde specifikt på aftenen. Det er egentlig bare mere tænkt i sådan, netværk. 
  
Rikke: Hvor længe er det i har afholdt de her events? 
  
Kristine: Hvad har de kørt, jeg tror de har kørt i tre års tid i alt. Det startede med at vi kørte dem to gange årligt, og 
det ligger ift. hvornår vi har rekrutteret folk, og hvornår vi har optagelsesfrist, øh, men denne her gang, nu har vi skåret 
det ned, så vi kører ét event, men så lægger vi til gengæld nogle flere penge i og virkelig gør det til et super fedt event, 
og det ligger her fordi vi har den største optagelse af kandidater til sommer, lige efter sommer skal vi have en hel del 
ind, så vi vil hellere bruge krudtet der og få ekstra budget, og så kan vi lave nogle federe ting, så vi må se hvordan det 
udvikler sig, vi har jo efter hver Women in Consulting, på hvad har været godt og hvad har været skidt, hvad skulle 
forbedres, og så evaluerer vi altid, hvad skal der nu ske. Sidste år kørte vi det på en lidt anden måde, der havde vi kun 
fokus på kandidatstuderende, vi har jo åbnet op i år, også for at det er kvinder med et par års erfaring, og der var vi 
sådan lidt, nu har vi fået alt den positive feedback, og vi er jo sådan som konsulenter, at hvis vi ikke får lov at lave 
noget nyt, så udvikler man sig heller ikke. Så nu har vi ville udfordre os selv, og smide et helt nyt koncept på bordet, 
som bliver afprøvet den her gang. Og så kan det være, at næste gang, så bliver det noget helt andet igen. 
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Time: 00:10:06  
 
Rikke: Men var du her, da der blev taget den beslutning om, at det ikke skulle være så meget fokus på kun køn, men 
at det blev den der bredere… 
  
Kristine: Yes. Det var egentlig mig, der har kørt den del der. Og det tror jeg fra sidste gang, vi holdt det, der havde vi 
nemlig et indslag på en af vores partnere, der var på og snakkede omkring hendes vej til Prudentia, og det er jo i 
princippet super fint, og vi fik også positiv feedback, så det er ikke fordi der var noget, hvor folk sagde, det gider jeg 
simpelthen ikke høre om, hvordan hun er kommet hertil. Så der har aldrig været noget dårlig feedback, folk kan jo 
egentlig godt lide det. Men nu prøver vi egentlig bare, for også at udvikle konceptet at køre noget andet, så vi kører 
lidt mere og mere væk fra at det skal være det. Men som man også kan se i den branding kampagne vi har kørt nu, vil 
vi jo gerne ud og sætte fokus på, det er jo kun kvinder, der er kørt i den her, fordi vi har jo linket til Women in 
Consulting, og det er ikke så meget tænkt som, at det kun skal være, nu skal vi kun fokusere på kvinder, men det er 
mere fokuseret på det her netværk, vi har herinde, som virkelig får positiv feedback. Så det er egentlig, selvfølgelig 
beslutninger i samarbejde med dem der sidder i vores call team og også HR, det er jo også meget et HR event, og 
marketing, PR-event, og vi kører det meget koordineret i og med at det jo selvfølgelig er dem der skal rekruttere, men 
det er selvfølgelig os som konsulenter der skal stå og facilitere og lære fra os på aftenen, øhm, så der er bare blevet 
mere og mere fokus på, og nu prøver vi noget andet af, og nu skal vi ikke snakke så meget om, fordi jeg er kvinde, 
men mere nu har vi det her netværk og nu skal vi lave nogle fede ting sammen, og netværke på kryds og tværs. Så det 
er egentlig mig, der har prøvet at skubbe den derover imod i og med at jeg nok selv er lidt træt af at høre det der med 
at man snakker mænd og kvinder som opdelt i stedet for bare at se på faglighed og så selvfølgelig både mænd og 
kvinder, og man snakker sorte og hvide, og den der med at hele tiden skal lave den der adskillelse. Den prøver vi lidt 
at udligne, og så nok også udligne endnu mere ift. At sige, måske skal vi ikke have ’Women in Consulting’ mere, 
måske skal det være ’Kom til en aften alle dem der har lyst’. Så det er mere bare for at sige, at det ikke så meget er, at 
den kører den vej, ift. identitet, men mere ift. faglighed, som selvfølgelig også er en del af en identitet. Men det er i 
hvert fald ikke kønnet herinde, der afgør, om man er det ene eller det andet, eller om du er god nok eller ej. Så det har 
vi meget fokus på. 
  
Rikke: Men tror du, hvis man lavede sådan et event, hvor det var, kom til en aften hvor vi laver de her fede ting, og 
det kunne både være for mænd og kvinder, er der så noget ved eventet på en eller anden måde ville miste? Er der 
noget…¨ 
  
Kristine: Som udgangspunkt ikke, fordi så ville vi jo også bare selv afspejle det event, så ville vi jo ikke bare stille op 
kun med kvinder til eventet, så ville vi jo også have nogle af vores mandlige kollegaer med, så som udgangspunkt er 
der ikke noget i vores program, som kun henvender sig til kvinder, så på den måde kunne man sagtens i morgen sige, 
nu er det den her måde, vi kører det på, og åbne op for det. Så det kunne man sagtens gøre. Og det er nok også noget 
vi vil diskutere til vores næste event, hvordan er det lige vi skal køre det, men jeg kan også mærke positiv opbakning 
herinde med, at man har lidt den her med, det er ikke så meget fordi det er kvinder, men fordi man kører nogle lidt 
mindre, lidt mere eksklusive events. Vi har også hele vores mentoring, som selvfølgelig er på tværs af alle køn, og vi 
har nogle andre små events, og det kan så være nogle faggrupper, de events er for. Her er det så bare Women in 
Consulting, så vi kan stadig godt lide at sætte fokus på, at vi ikke altid åbner for alt vi laver, fordi det gør vi til dagligt 
og er ude og arbejde med kæmpe store projekter, men at vi nogle gange prøver at holde lidt fast i de her lidt mindre 
events, hvor det er lidt mere eksklusivt for folk at komme ind og høre, og måske også.. her kommer der 20 deltagere, 
hvor de faktisk også føler de bliver hørt, og kan komme med spørgsmål, og snakke med dem de egentlig er i rum 
sammen med. Så det er ikke så meget fordi det hedder Women in Consulting, så hvis vi kører med det er det nok mere 
fordi, at folk synes sgu faktisk det er ret fedt, at vi har de der mindre events, som kører lidt mere eksklusivt sideløbende 
uden at det skal være et eller andet ”hvorfor er det kun dem?”, for det kunne man også sige til mange af vores andre 
events. Fx ”hvorfor er det kun lige IT-folk der sidder og laver det her ovre?”. Men det er fordi man prøver sådan 
stadigvæk at have lidt af de her små lidt mindre ting, fordi vi laver alt sammen til dagligt. Så det tror jeg det er mere 
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også det, at hvis vi re-tænker det, så er bare fordi vi også siger, kvinderne der ansøger, de har super meget at byde på, 
fordi de faktisk har været til mange af vores events, hvorfor skulle vi ikke også gøre det for mændene ift. hvem der 
søger ind hos os. Og hvis vi beholder det, så er det fordi vi tænker, det er fedt at have det her netværk. Og folk føler, 
og det har vi også hørt med folk, der har deltaget, som har skrevet bagefter, at de synes det var mega fedt, og de føler 
sig lidt som en del af den her gruppe, der har været med og har haft kontakt med os, der ligesom har stået for det, og 
ligesom har følt sig set og hørt, fordi man har været i sådan en mindre gruppe. Så det er der stadig et eller andet i, som 
jeg synes er fedt. Om man så lige skal kalde det Women in Consulting eller et eller andet, det ved jeg ikke lige. Men 
helt sikker, det startede et sted, og så er det ligesom bare udviklet sig til noget mere, hvor det måske er startet med at 
man har sagt, vi vil gerne have flere kvinder in consulting, hvordan gør det vi det, så har vi stadigvæk selvfølgelig 
fokus på det, men på et andet grundlag. Og det tror jeg stadig er vigtigt, så det er jo slet ikke fordi man siger, at i 
starten koncentrerede man sig slet ikke om identitet, det tror jeg 100 procent man har gjort og sagt, vi skal have nogle 
flere kvinder ind, men nu kan man bare se, bare i mit team, har vi fået ansat fire kvinder, og der har ikke været en 
eneste mand. Altså, så det er jo ikke fordi man bare siger, vi vil kun have kvinder, eller vi vil kun have kvinder, det er 
simpelthen fagligheden, og hvem er det, der er kompetente til at arbejde her. 
  
Time: 00:16:18 
 
Rikke: Er i kun kvinder, der arbejder med eventet? Og hvor mange er I ca.? 
  
Kristine: Ja. Jamen lige nu der sidder vi… selvfølgelig er der to fra HR, og en, hende der sidder med vores PR 
marketing, og så er vi sådan en core gruppe på syv-otte stykker. Og det er hele tiden fordi der er, når der kommer 
nogle nye ind, der bliver ansat i Prudentia, prøver jeg egentlig at tage, dem der har lyst, måske 2-3 stykker med ind 
over det, fordi der er rigtig mange der viser interesse, og på et eller andet tidspunkt kører folk jo lidt af, når de har 
været med i sådan et her event et par gange. Og jeg tror også at efter det her event, så stepper jeg lidt til side og giver 
plads til en anden der kan drive det, og sådan er det hele tiden i mange af de ting vi laver, vi vil jo gerne sørge for, at 
der er folk til at kunne drive det og så er der ret stor efterspørgsel på at være med fordi folk synes det er sjovt at være 
med. Så vi prøver hele tiden bare at skifte lidt på tværs, sådan så alle får lov at en del af det og komme med gode ideer 
til hvordan vi kunne drive det fremadrettet. 
  
Marie: Men der er 20 deltagere til eventet og hvor mange ansøgere, har i haft? 
  
Kristine: Jamen øh, det er selvfølgelig lidt forskelligt. Den her gang har vi fået lige knap 60 ansøgninger, og det er 
efter de kører lige igennem vores HR, hvor de lige bliver screenet. Og der er selvfølgelig nogle profiler som er helt 
off, eller hvor de bare har søgt det lidt for sjov eller et andet, der er selvfølgelig lige den første screening som der er 
med alt. Og jeg tror også lige det er vigtigt at påpege, at mange kan tænke, hvorfor skal de både have ansøgninger, 
man skal skrive en motiveret ansøgning, og man skal sende CV for at deltage, det virker rimelig nærmest 
jobansøgning, ikke. Men det er fordi vi skal se, for det første den motiverede ansøgning, synes de egentlig det er fedt? 
Hvorfor vil de gerne deltage i Women in Consulting, hvorfor, hvad er deres purpose for at være der? Øh, og så 
selvfølgelig CV for at se, hvad har de at byde på, for vi vil gerne sammensætte et felt der er forskelligt, så vi skal jo 
se, hvad er deres fagligheder, og hvad kan de byde på, og før hen har vi fokuseret meget på case, og der vil vi jo gerne 
have det var forskellige grupper med forskellige profiler der kunne komplimentere hinanden, så de kom frem til det 
bedst mulige resultatet, og at vi vil gerne bare stadig havde der er en meget diversity omkring om det er en 
psykologistuderende eller om det er en business and politics studerende, for de kan bidrage med noget hver især, og 
det er stadig super vigtigt. Og det er egentlig derfor vi har den proces, selv om man godt kan føle at det kan være lidt 
tungt at komme igennem alt det, så er det fordi vi egentlig bare vil sikre, at det bliver en fed aften for alle, så alle bliver 
inspireret, også så der er noget for alle. Alle os der er fra Prudentia på aftenen har jo forskellige profiler, så vi sidder 
heller ikke alle sammen og holder med change management, der skal jo være nogle forskellige profiler, så der kan 
sidde en fra DTU, som synes machine learning eller AI er super nice, og de skal jo selvfølgelig så kunne repræsenteres 
ovre i en der står og snakker og det gør vi jo meget ud af at fortælle ærligt, hvordan er det at være konsulent, og hvad 
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er det, man arbejder med. Og på den måde, kan de jo også spejle sig i os, og de kan søge os, og snakke med os, når vi 
også går ned og spiser bagefter, så er det jo også meningen at de ligesom ved, at okay, Luise arbejder super meget 
med transformationer, øhm, hende går jeg sgu lige ind og snakker lidt med, for det her synes jeg super spændende. 
Har hun nogle ideer til det her, og på den måde gør vi det jo også meget mere interessant for de deltagere, der er der. 
Så vi er også en skæv bredde af forskellige profiler herinde. 
 
Time: 0019:46  
 
Rikke: I arbejder med eventet, har I nogen sådan formulerede værdisæt I arbejder ud fra? Eller er det mere løst? 
 
Kristine: Jeg tror måske i starten, sådan er det jo altid når det er forretningsdrevet, når det skal findes (penge) et sted 
fra, skal det selvfølgelig være, hvorfor er det vi gør det, og bla bla bla. Men som det er kommet nu, vi har haft så 
meget succes med, så vi har ikke på den måde et eller andet, vi skal nå. Vi har selvfølgelig nogle objectives med, hvad 
er det der er fedt for os. Og der er selvfølgelig det helt store, med at der er et rekrutteringsformål, men der er også det 
med at skabe noget netværk, for en del af dem, som deltager, der måske ikke har lige været færdig på det tidspunkt, 
men hvor jeg måske har set, hende der hun er super cool, hun kan noget, hende holder jeg lige kontakten med, for 
hende vil jeg gerne have fat i når hun er færdig med at læse. Så det er meget sådan, det skal egentlig bare være 
hyggeligt og fedt, og selvfølgelig er det jo, vi vil gerne rekruttere og vi vil gerne brande Prudentia på en god måde, så 
de også ser hvordan er vi, og det er også fordi vi som konsulent hus vil vi jo gerne fremstå som det vi jo også selv ser 
vi er, meget low-key på personlighed, der er ikke så spidse albuer, vi har en fed kultur, vi er meget sociale. Det er ikke 
sådan, at når man kommer ind her til sådan et event, så skal man ikke føle at der står 4-5 personer og vurderer én, og 
ser på om man passer ind, og om man er god nok, alle de her ting. De skal egentlig bare føle sig hjemme og føle at de 
har en samtale med os, og ikke så meget, nu skal vi stå og se, hvem kører fuldstændig den her præsentation til UG, 
for så tager vi fat i dem. Og det har vi fået positiv feedback på ift. Andre steder, hvor man har følt at det har været 
sådan en screeningsproces, når man går ind af døren. Så jeg tror vi har et grundlæggende værdisæt med, at det bare 
skal være super fedt for dem der deltager. Fordi fra vores synspunkt, har vi jo egentlig set, at vi lykkedes med vores 
overvejende forretningsperspektiv som jo er at kunne headhunte nogen, eller … kunne det ikke være fedt for dig at 
arbejde herinde og det overordnede goal og det der tæller på bundlinjen. 
  
Time: 00:22:04 
 
Rikke: Vi havde et forberedt et spørgsmål med, hvorfor der er behov for eventet, og det har du jo lidt svaret på med 
det med fagligheden, men var det på grund af et eller andet problem man så, nu bliver vi for snævre i det med det 
faglige, vi er nødt til at … 
  
Kristine: Altså jeg tror jo, og nu kan jeg ikke sige det helt præcist, for den person, som startede det op er her ikke 
mere, men selvfølgelig har der jo været et eller andet fedt i at man har set, at vi er sgu for mange mænd, og hvorfor 
skal jeg sidde og kigge på jakkesæt hver dag, det er da 100 % sikker. Men vi har jo set, i løbet af bare det sidste år, 
hvor mange kvinder vi har ansat, og det er sgu ikke så meget fordi det er kvinder, der er bare så mange, der har noget 
virkelig fedt at byde på, og så om det lige er mænd eller kvinder, det ved jeg, det er jo ikke det, man fokuserer på, men 
mange af de her mindre events er med til at gøre, at hvis du fx deltog, du får en bedre forståelse for, hvem er det 
Prudentia er som konsulent hus ift. andre steder. Så også hvis du kommer til en samtale, så allerede dér er du et skridt 
foran, for du kan egentlig skrive dig ind i hvorfor du passer ind i vores virksomhed, og det tæller super meget hos en 
HR medarbejder, der kan sige, okay hende der, hun har sgu egentlig sat sig ind i, hvem vi er, også fordi vi har så meget 
konkurrence med de andre konsulenthuse, øh, og det ved vi også selv, vi skifter på kryds og tværs, så det er det der 
med at kunne opretholde en eller anden brand omkring at det er super fedt at arbejde herinde, så jeg tror ikke… fra 
start har man 100% tænkt, vi skal have flere kvinder ind, lad os holde et kvinde event, som vi kalder Women in 
Consulting, hvor nu er det drevet mere og mere over imod, nu beholder vi det, for det er fedt at have det her netværk, 
men der er bare fokus på, at vi skal have en fed aften, hvor vi snakker om det vi alle sammen interesserer os for på en 
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eller anden måde, og det er jo i det store hele noget omkring transformation, innovation, teknologi, det her felt , som 
vi arbejder i som konsulenthus, som man søger ind i, og det er så også det vi prøver at have fokus på på aftenen øhm… 
Om det så kommer til at udvikle sig til at vi ikke har Women in Consulting mere, men kører et samlet event fordi man 
faktisk kan se at det er positivt fra et business-perspektiv, at det skaber noget merværdi i forhold til at man kun har 
kvinder eller mænd, eller kører en samlet, så jeg tror ikke det er så meget fordi det kun er kvinder, at vi kører det nu i 
hvert fald. Og jeg prøver hele tiden at sige, det er i hvert fald fagligheden, og nu gør vi man det egentlig bare fordi det 
er sgu meget fedt at have det her netværk sammen. 
  
Marie: Hvordan er kønsfordelingen i Prudentia, du sagde den er ca. 50/50? 
 
Kristine: Altså her tror jeg næsten den er 50/50. Vi er virkelig… jeg føler ikke nogen, selvfølgelig kan man godt sidde, 
men det er også igen… Vi ser jo flere og flere der kommer faktisk, kvinder, fra DTU, der kommer og har læst, og det 
er jo bare automatisk igen den her historie, at vi ser bare mange flere og flere der har søgt ind på nogle af de 
uddannelser, der tidligere var mandsdominerede. Og så tror jeg bare det er klart, at det kommer det der ryk i. Så er det 
jo lige meget, om det er en mand eller en kvinde. Det er jo så bare fordi førhen, der har det primært været mænd der 
sad og var ingeniører. Nu er det bare blevet, her i 00’erne er det blevet, ikke at det er lige fordelt, men det er jo flere 
og flere der har søgt ind. Så er det jo klart, at hvis vi får fem ansøgninger, så vil nok to-tre af dem være fra en kvinde. 
Så handler det ikke så meget om, om det er en kvinde eller en mand, så er det mere på baggrund af, hvad kan de byde 
ind med. Hvad for nogle perspektiver har de? Så kan det jo være, at hvis begge er kvalificerede, så er det altså hip som 
hap, hvad der afgør at man ikke kommer herind.  
  
Time: 00:25:49 
 
Rikke: Du snakkede om, at det med det kvindelige netværk, er det noget I gør noget ud af?  
  
Kristine: Ja, altså jeg tror det jo egentlig er startet lidt at herinde i selve Prudentia har vi faktisk også sådan et 
kvindenetværk, kun for unge kvindelige konsulenter. Og det er simpelthen, hvor vi mødes en gang hvor vi bare går 
ud og får lidt vin efter arbejde og bare sidder og snakker, og der er det jo alle mulige ting man deler. Nu kan man jo 
godt sige, at nu kender vi jo hinanden godt herinde så det bliver jo selvfølgelig mere og mere privat, jo mere og mere 
man kender hinanden, så det bliver jo nærmest som om man er veninder, ikke. Men det der med at have de der netværk 
hvor man kan dele noget og man føler, ok jeg kan godt tage fat i hende her, hvis jeg gerne vil spørge om et eller andet. 
Og det kan så både være, alt efter hvordan det udvikler sig, være fagligt eller personligt eller et eller andet. Og det tror 
jeg er super vigtigt. Det skaber en tryghed i en virksomhed, at du føler at du har nogen du er tæt på og tæt sammen 
med. Og igen, om det så er kvinder eller mænd. Jeg ved, at også mange af vores mandlige kollegaer har noget, hvor 
de er ude og dyrker et eller laver  eller noget andet fedt. Og vi laver også mange ting sammen. Vi har også noget, der 
bare hedder generelt ung i Prudentia, hvor det bare er på tværs af alle. Hvor vi går ud og laver aktiviteter og forskellige 
ting. Så jeg tror mere, det bare er om at prøve at finde, og vi vil gerne have nogle af de her små grupper eller små 
initiativer rundt omkring, hvor folk egentlig kan deltage lidt som de har lyst. Så jeg tror egentlig, det er det, der er 
fokus på stadigvæk, at vi har mange af de her ting ved siden af vores arbejde, som gør, at vi føler os altså trygge og 
komfortable i også at fortælle andre om vores privatliv. Og på den måde tror jeg også apropos identiteter, at de kommer 
bare mere til udtryk også, at man får lov til at være sig selv, hvis det er den her tryghed på arbejdspladsen, som jo kan 
forme sig i alle mulige forskellige retninger. Så det er helt sikkert en af de ting, og det tror jeg også er en af de ting, vi 
gerne også vil give videre i forhold til sådan lidt et netværk, vi får skabt med nogle af de her, der er til women in 
consulting. At de hele tiden ved, at hvis de har nogen spørgsmål, så bare ræk ud til mig, hvis det er noget indenfor det 
her felt. Og det kan godt være, at om ti år så mødes vi et eller andet sted, hvor man tænker tilbage på dengang, eller 
man havde en eller anden dialog. Så jeg tror egentlig mere, det er derfor, vi prøver at holde fast i nogle af de her lidt 
mindre events herinde.  
  
Marie: Du er jo en kvinde. Er det noget du tænker meget over i din dagligdag herinde?  
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Kristine: Altså, jeg tror aldrig, jeg har tænkt over, at jeg var en kvinde. Jeg tror også, nu er det jo ikke alle der er ens. 
Jeg tror sgu meget på, hvad jeg selv laver, og hvad jeg selv står for. Og så er jeg fuldstændig ligeglad med, om jeg er 
mand eller kvinde. Jeg har nogle gange oplevet nogle møder, hvor jeg pludselig har opdaget, at ’hov, jeg er sgu den 
eneste kvinde’ til et eller andet møde, hvor der sidder 10 mænd i jakkesæt rundt om en, ikke. Men hvor jeg også bare 
sådan, jeg føler overhovedet ikke, at det har nogen indflydelse. Der bliver snakket til mig, som det bliver snakket til 
andre. Vi har de samme, alle får lov til at tale, alle får lov til sig noget. Og det er igen det her med, at vi sammensætter 
gruppen efter, hvad er det der passer rent faglighedsmæssig. Og det kan jo så godt være, at jeg lige ryger ind i en 
gruppe, hvor jeg er den eneste kvinde, der interesserer mig lige for det her, så er der tilfældigvis lige fire andre mænd. 
Så vi sammensætter fordi vi har noget at byde på. Så det har jeg aldrig nogensinde tænkt over. Og jeg synes egentlig 
kun at det er, det synes jeg generelt at faktisk alle herinde har det sådan, at de ikke går rundt og tænker over, om de er 
det ene eller den andet. Der er i den grad plads til alle.  
  
Time: 00:29:30 
 
Rikke: Udenfor Prudentia, har du mødt nogen sådanne stereotyper eller nogen fordomme om at være kvindelig 
konsulent?  
  
Kristine: Nej, det har jeg ikke. Ikke hvad jeg har stiftet... Nu har jeg jo også kun været her i halvandet år, kan man 
sige. Jeg har ikke oplevet noget endnu, hvor jeg har følt eller det der med, at jeg har følt, når nu jeg kommer ud til en 
kunde, og jeg står der sammen med min kollega, som er mand, synes de så, at han er bedre eller at han kan mere end 
jeg kan? Overhovedet ikke, fordi vi byder jo ind med nogle forskellige kompetencer. Så vi sammensætter et hold, 
fordi jeg så sidder som lead på det her og han så sidder på lead på det her, og så er det nogen andre, der sidder på lead 
på nogle andre ting. Og på den måde så bliver vi ikke sammenlignet, men vi bliver set som et team, og det tror jeg 
bare generelt er super, super vigtigt, at vi staffer jo også på den måde, i forhold til fagligheder, ikke i forhold til om 
det er en mand eller kvinde. Men selvfølgelig er vi obs på, at vi også gerne vil repræsentere det samfundet, det skal vi 
også, det synes jeg også vi har en forpligtigelse til at repræsentere den virkelighed, vi lever i. Så selvfølgelig hvis vi 
er på et projekt, så staffer mand altså ikke, hvis vi skal ha ti mennesker på, så kører du ikke ti mænd på, fordi 
selvfølgelig har vi nogen der har nogle af de kompetencer, der sidder som er kvinder herinde. Og det er så sikkert 
fordi man vil afspejle den virkelighed man sidder i. Og det er også den efterspørgsel, vi får fra kunder. De gider ikke 
at have ti mænd, der sidder i jakkesæt ude hos dem. Det gider de simpelthen ikke at have. Og det prøver vi selvfølgelig 
at efterligne. Så jeg tror det har sådan en generel vekselvirkning, og det kan man egentlig se i hele samfundet rundt 
om, hvad der foregår rundt om os. Selvfølgelig er det stadig fokus på, det kan man også høre i nyhederne osv, at vi 
skal have nogle flere kvinder i topledelsen og alle de her ting. Men jeg tror mere og mere på at, altså, det kommer og 
nogen gange skal man også passe på med måske at tale så meget om det. For jeg føler lidt nogen gange, at vi har 
snakket så meget om det og ’kvinder, kvinder, kvinder’, at det er på den måde vi egentlig skaber, og sætter os selv lidt 
i bås. Vi bliver sat i bås som køn, i og med at vi hele tiden skal fortælle, at nu skal vi også have at kvinderne skal op 
osv, ikke. Men det her med at vi kan jo sagtens. Og jeg tror mere at det handler om så er det den arbejdsplads du er 
ansat på, de kolleger du er omgivet af, at det skal jo være det sted, der ligesom respekterer dig som person, ikke. For 
så tror jeg alle mulighederne er der, så er de sku ligeglad om du er mand eller kvinde. Men helt sikkert, der har været 
noget rent historisk, som gør at man har været flere mænd indenfor sådan business, forretningsverden, som jeg 
selvfølgelig ikke kan forklare mig på andet end at sige, at det har der været. Så er det jo klart at så har der kommet en 
bølge af, at nu vil man gerne have flere kvinder ind og nu tror jeg, nu føler jeg lidt at bølgen, at den er sådan, nu er vi 
sådan ved at være, i hvert fald i vores virksomhed, der hvor jo vi der, hvor vi er half-half, og vi behøves ikke at 
fokusere så meget på om vi er mand eller kvinde. Nu er det mere sådan, at vi fokuserer på vores faglighed og fokuserer 
på, hvordan er det vi får sammensat de rigtige grupper. Og der tror jeg vi er mere røget over i den bølge nu, at nu er 
det ikke så meget om du er mand eller kvinde, eller om du er sort eller hvid. Det er jeg altså ret ligeglad med. Nu er 
det altså lidt mere hvad er der for nogle grupper, der arbejder bedst mulig sammen. Og det er i hvert fald sådan jeg 
har det og også oplever det herinde.  
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Rikke: Fordi vi havde jo Sara ude og snakke i et af vores fag. Hun snakkede om, hun havde været tre forskellige 
konsulent steder, og snakkede om, at hun havde nemlig mærket det der med at man kommer hen til nogen, og så sad 
man dér som den eneste kvinde og ikke følte sig set. Og det kunne også være nogle af de kunder, man kom ud til, for 
den arbejdskultur kan man jo sådan set ikke styre tænker jeg, som konsulent.  
  
Kristine: Og det tror jeg helt sikkert. Det er kun fordi jeg selv ikke har oplevet det. Jeg kan helt sikkert forestille mig, 
at det er nogen, der har oplevet den dér, hvor man har siddet og følt sådan lidt ’ok’, men der tror jeg mere, måske, det 
ikke er mig der er problemet, det er måske dem, man sidder med der er problemet, eller dem man arbejder med. Og 
det er selvfølgelig et problem. Og hvis man oplever det, også herinde så skal man komme og sige det. Fordi der er jo 
ikke nogen, der skal være udsat for de der ting. For mig virker sådan noget mega old-school, sådan at man skal sidde 
og vurdere hinanden. Men det foregår jo stadigvæk nogen steder. Det må man bare sige ja til. Men jeg kan ikke selv 
sige noget om det, jeg har ikke selv prøvet det overhovedet. Men jeg er 100% sikker på, at det stadig foregår mange 
steder, at man bliver set ned på, eller i hvert fald at det er den her forskel på, om du er mand eller kvinde. Så jeg tror 
helt sikkert, der stadigvæk er noget i det, uden at vores event og alt det her, det så ikke lige rammer ind i den så, er jeg 
helt sikker på at det er det. Men jeg tror, som jeg også sagde til jer før, det har selvfølgelig et udspring et sted fordi 
ellers havde man ikke startet med at kalde det ’women in consulting’. Så selvfølgelig har det et udspring af noget og 
i og med at man gerne vil have flere kvinder ind og fokusere på det her med at få kvinder ind, og det kan sagtens lade 
sig gøre og I er lige så dygtige som alle andre. Altså den der mentalitet. Til nu er det bare altså fordi vi har det så godt 
herinde i forhold til sådan diversity and inclusion. Så nu er der bare nogle andre ting. Nu er vi kommet så langt, så vi 
behøves ikke fokusere på mænd og kvinder mere. Nu er det mere sådan, at nu vil vi bare gerne fokusere på faglighed 
og skabe det bedst mulige hus for alle at være i. Og der er nok mange, der ikke er kommet dertil endnu, men vi er i 
hvert fald og fokuserer rigtig meget over på det. Og der vil jeg være enig, at der kan så godt være lidt mismatch, at 
man kan kalde det ’women in consulting’ også stadig have fokus på det, men det som jeg så sagde med de her små 
netværk man har på kryds og tværs som man egentlig bare står fast ved. Det kan godt være at det ændrer sig og det 
bliver et åbent (event), men ellers så er det sådan som udgangspunkt, at det synes vi stadig er meget sjovt herinde fordi 
vi også får god feedback fra dem der så er med og deltager på de her ting. Så jeg kan sagtens se den sådan fra forskellige 
sider, 100%.  
  
Time: 00:35:21  
 
Rikke: Noget af det, vi havde tænkt på, det var om I kunne forestille jer at lave et event, og nu taler du om det her med 
at der er fagligheden i fokus, men kunne man forestille sig at det var en eller anden, at det var andre minoriteter, altså 
vi tænker måske ikke kvinder som minoritet men kunne man forestille sig, at der var nogen minoriteter man kunde 
inkludere, også med henblik på at de kunde have nogen faglighed, som er u-udnyttet på en eller anden måde?  
 
Kristine: Ja, altså, jeg ved ikke. Nu kan man sige om man så skulle vurdere, om det er sådan, afrikanere eller muslimer, 
eller... Men ja, jeg ved godt, hvad du mener, og der tror jeg bare, herinde så tror jeg, vi ville simpelthen komme til at 
sætte folk i båse, ved at man siger, ’så er det kun jer, der lige skal have et lille sådan introduktionskursus, nu kalder 
jeg det bare det, eller et eller andet, hvor I kan sidde og snakke sammen, og sådan gør vi det på sin vis ikke. Det skal 
ikke være sådan, at religion eller minoritet eller nogen af de her ting, der gør at så samles vi herinde selvstændigt som 
et eller andet… Så det her, det er igen den her med, at det her det er jo et eksternt event, rettet udadtil, som jo tilbyder 
lidt den her, man kan komme og høre mere om, og blive klogere, og vi kan få det her netværk med hinanden og dele 
viden og erfaring, men selvfølgelig, med det overordnede purpose at vi jo gerne vil rekruttere folk. Og det er jo også 
derfor man har snakket om, at vi vil jo også gerne rekruttere mænd, der også er super seje og unge inden alle de andre 
konsulenthuse får fat på dem. Og det ved jeg at det, efter det her, det har været så stor en succes rigtig mange gange, 
både på den del at vi faktisk har rekrutteret, men også at vi har fået virkelig virkelig positiv feedback fra dem, der har 
været med, og de har følt at de har kunnet spejle sig i os, og vi var meget nede på jorden og i øjenhøjde med dem, at 
man kunne spejle det i noget andet, sådan at det ikke kun er fokus på, at nu gør vi det kun med kvinder, at man kunne 
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spejle det over i at gøre noget andet. Så på en eller anden måde tror jeg sagtens, at det kan være at til næste år eller til 
om to år, så er det noget andet vi kommer til at køre. 
  
Rikke: Ved du om Prudentia, kun i Danmark eller måske generelt, har et eller andet formuleret sådan 
ligestillingspolitik? 
 
Kristine: Jeg tror der er sådan noget generelt. Og nu, jeg vil så ikke udtale mig om det fordi jeg kan ikke helt præcis 
huske hvad der står… Men jeg ved, at alle virksomheder har jo sådan en kodeks, man skal opfylde, og det kan både 
være påklædning og alle mulige forskellige ting og det ved jeg også at vi har noget omkring, det her med køn og man 
skal respektere hinanden og lige meget hvad man er fra osv. Det ved jeg det er et eller andet sted. Og det ved jeg også, 
at der er, fx da jeg blev ansat, der var der også et kodeks for outfit, altså tøj, hvad man må have på, men det er også 
mere i forhold til at du skal repræsentere den kunde, du er hos. Så hvis mans sidder et sted, hvor de går i jakkesæt, så 
bliver du nødt til at indordne dig, fordi du arbejder for dem. Eller i forhold til hvis man sidder et andet sted, hvor de 
kommer i t-shirt, så skal du heller ikke komme i jakkesæt, fordi så virker du også bare som om du ikke respekterer 
deres kultur. Så da tror jeg, at der har vi, fordi vi er i consulting, og det er der også nok andre store virksomheder, der 
har de sådanne generelle kodeks for, hvad man må have på. Det har de faktisk nu fjernet fra vores kodeks om at arbejde 
i Prudentia, som man skrev under på, og nu står der bare sådan noget, et eller andet med at du skal klæde dig smart 
eller sådan hvad du selv synes er.. Og det tror jeg også er lidt den her afspejling af, at vi behøves ikke folk, der fortæller 
os, at du ikke må have hvide sneakers på, på arbejde eller sådan. Nu kan jeg godt selv finde ud af hvad der passer og 
det kan godt være sådan lidt, at det er nogen der skal sidde og bestemme hvad man skal have på af tøj eller hvad man 
ikke skal have på, ikke. Og der kan man allerede se en ændring i sådan nogle ting der bliver omskrevet i sådan nogle 
grundregler og sæt for hvordan er det egentlig man skal agere på en arbejdsplads, og det er i hvert fald blevet fjernet 
nu, bare fra vores kodeks og det er ikke nogen der dikterer mere, hvad skal man for eksempel gå i af påklædning. Og 
på et eller andet tidspunkt tror jeg heller ikke det bliver nødvendigt at nævne mere at man skal respektere diversity og 
kvinder og mænd og uanset religion og, det tror jeg også snart, på et eller andet tidspunkt tror jeg ikke at det er 
nødvendigt at skrive mere for så er vi kommet så langt men jeg tror bare at stadig mange steder, også nu, der er man 
stadig nødt til at have det, ikke. Men jeg tror bare det er den udvikling man kan se at vi skubber os hen imod. Og på 
et eller andet tidspunkt, så vil man også kunne se at der er lige så mange kvinder i toppen som der er mænd. Men der 
er igen den der historiske ting der ligger, så er det jo klart at det er mange topledere, der sidder der i 50/60’erne, som 
jo bare har haft mange flere år, hvor der ikke har været kvinder der har udfordret dem på samme niveau, ikke. Så jeg 
tror det er en bølge man kommer til at se.  
  
Time: 00:40:20  
 
Rikke: Tror du at ledelsen også synes, at det er fedt at I laver et sådan type arrangement fordi ligesom giver et samlet 
image på en eller anden måde? At det også er godt for det samlet indtryk, man gerne vil sende ud?  
  
Kristine: Ja, ja. 100%. Vi har jo hovedkontor i UK og de er jo super begejstrede for det her event. Vi kører lige nu, 
det kører kun i Danmark. Det er jo noget vi har valgt at starte op her og så får vi funding for det derover fra. Og det er 
jo igen den der med, at der skal jo være et rigtig godt forretnings initiativ for at de skal smide rigtig mange tusind 
kroner efter det. Det vil jeg jo også selv som virksomhed være optaget af, hvad får jeg ud af det. Og det er jo 
selvfølgelig at vi kan rekruttere, men også hele den her branding del som er super, super vigtig. Og specielt i det 
marked vi lever i, der er det bare vigtig at kunne brande sig og kunne adskille sig på en eller anden måde, og der er 
sådan et event, hvor du kan komme og møde menneskerne bag og egentlig ja, bliver en del af det, og får lov til at 
arbejde med nogle af de ting vi også arbejder med. Det er jo sådan noget som skaber super god branding. Det er jo 
også det man ved med alle mulige andre ting, at hvis du har været til det så går ud og snakker med om det bagefter til 
dine veninder og til din familie også videre. Så på den måde, så er det jo to helt overlegne faktorer. Og det vil jeg jo 
også lyve om, hvis jeg sagde det var noget andet fordi selvfølgelig er det der. Det skal være et forretningsperspektiv. 
Men jeg har så også vil jeg sige, personligt, altså den tid jeg lægger i women in consulting er jo udover min arbejdstid. 
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Så jeg er så fuld tid på et projekt, hvor jeg arbejder 40-50 timer om ugen og så det her det laver jeg ved siden af, fordi 
jeg synes det er sjovt og det gør jo de andre, de synes jo også det er sjovt og deltager så også i det her event og deltager 
i de her møder. I aften har vi udvælgelse af deltagere. Så det er jo alt sammen noget, vi laver udover. Og der kan man 
jo sige, hvorfor gider man det? Men det er jo også igen fordi det bare er så stor opbakning og folk synes det er fedt og 
sådan er det generelt med mange af vores initiativer herinde, at hvis du også får skabt den der kultur og tryghed 
omkring, at det er et fedt sted at være og alle de her ting og du har muligheder og frihed under ansvar. Det er mange 
af de der ting som driver os som mennesker også i forhold til vores arbejde så han man også lyst til at yde den ekstra 
del og det er for eksempel et af de punkter, hvor jeg har lyst til at lægge en ekstra indsats. Også måske når jeg kommer 
hjem herfra så arbejder jeg så en time ekstra, ikke. Men så har jeg siddet med noget af det her fordi jeg synes det er 
sjovt og jeg synes det er super, super fedt og det gør de andre også. Og det tror jeg, det kommer vi til at fortsætte med 
at drive nogen af disse initiativer der bare gør det til et fedt sted. Og det er det samme med de her mentoring 
programmer. Det driver jeg også udenfor. Det er mange af de her ting vi laver som ikke er en del af de timer som vi 
lægger ude hos kunderne. Så vi laver rigtig, rigtig mange forskellige interne ting. Og også ’top-floor-talks’ og det er 
jo også for alle der kan komme og så fx. Christian Stadil, der kommer og snakker om et eller andet eller en der kommer 
og snakker om Amazon eller sådan nogen relevante topics, Margrethe Vestager, altså sådan nogen der kommer og 
snakker om relevante topics generelt sådan business, der kan have en eller anden impact på vores forretning eller 
verdenen generelt. Så på den måde, vi har mange af sådan nogle events og det foregår jo også tidlig morgen og sådan 
noget så det er jo også nogen der sidder og planlægger det og det gør de også udenfor arbejdstid.  
  
Marie: Er det et in-house event? 
  
Kristine: Det er in-house, ja. Men hvor der også kommer eksterne ind. Så hvis du tilmelder dig, hvis du arbejder i 
Dansk Industri eller i Maersk, så kan du bare tilmelde dig, så kan du komme og høre det. Og det er oppe i vores 
kantine, hvor du bare kan komme og høre det. Og igen, for det der inspiration også og lære lidt at kende og skabe lidt 
et netværk og ja, alle sådan nogle ting, ja.  
  
Time: 00:44:15 
 
Marie: Hvordan tror du, at man som kvinde kan komme til toppen af konsulentbranchen?  
  
Kristine: Altså jeg tror det igen, det der med, at det er jo ligegyldigt om man er kvinde eller mand. Jeg tror jeg bider 
lidt fast i det der ordsprog. Den mentor jeg har herinde i Prudentia, han sagde altid, ’Kristine, du er sådan en pige at 
du, eller dame eller kvinde eller hvad siger man, du er sådan en, når du ser, når der ligger en bold foran dig så går du 
hen og sparker til den. Du går ikke lige rundt om den og måske sådan lige puffer til den og altså, det bliver lidt sådan 
halvt’. Og det tror jeg, det er sådan en ting jeg altid har med, det der med at hvis du bare, altså hvis du sparker til 
bolden, og vi er her jo for at levere et stykke arbejde og for at gøre det godt og med et positivt sind så jeg tror det der 
med at hvis man virkelig lægger kræfter i det for at gøre det bedst muligt og det er jo ikke bare at sige, ok, så skal jeg 
arbejde hårdt. Så skal jeg spørge, hvordan løser jeg denne opgave, og hvordan takler jeg denne opgave bedst muligt? 
Og det kan jo være alt fra når man starter herinde, du skal jo lige lære, hvordan er det at det hele foregår? Hele tiden 
aligne med folk. Er det der her der forventes af mig? Når du kan alle de der små ting, så bliver en opgave meget 
nemmere at løse og den tager ikke så lang tid. Også begynder du også at kunne finde ud af, ok, hvordan er det så jeg 
lige balancerer mellem arbejdsliv og fritid og alle de her ting. Og når man finder den der nøgle til det men stadig får 
super god score og kan køre derudad og kan virkelig give den gas og levere. Så tror jeg, det er det, der er nøglen. Det 
er i hvert fald nøglen til at blive partner herinde, hvis det er det man, har lyst til, ikke. Så det der drive og også vise 
andre, at man har det her drive. Det tror jeg er super vigtigt.  
  
Rikke: Er der nogen hvor, du føler at det er en fordel at være kvinde i det her arbejde? 
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Kristine: Nej. Nu igen, det kan godt være at jeg måske er den helt forkerte at spørge for jeg har sgu ikke oplevet så 
meget af det her, hvor der bliver fokuseret på, om jeg er kvinde eller om jeg ikke er kvinde. Altså, den har jeg 
overhovedet ikke eller har jeg heller ikke følt den. Og så skulle det være hvis man på et tidspunkt kommer på et 
projekt, hvor der decideret bliver fortalt, at vi skal staffe med nogle kvinder, for at repræsentere den virksomhed man 
er i, lad os sige det var tilfældet, så tror jeg også jeg ville stille spørgsmålstegn ved, så ved jeg sgu ikke om, jeg er den 
rigtige for jeg vil ikke staffes pga. jeg er kvinde, jeg skal staffes fordi jeg rent faktisk kan komme ud og bidrage med 
noget for virksomheden, hvis jeg oplevede det på et tidspunkt. Men jeg har ikke oplevet noget noget endnu, hvor jeg 
tænker, hmm.. altså positivt eller negativt på det at være kvinde i consulting generelt. Og der tror jeg, vi er også bare 
igen en afspejling af, at vi har altså en mega fed kultur herinde. Der er mega meget fokus på, bare generelt sådan 
stress, work balance life, altså alle de her ting, folk skal føle sig trygge, folk skal kunne komme hvis der er noget, der 
nager dem, eller hvis de har haft nogle lorte oplevelser. Så hele den der sum gør også bare, så har jeg sgu aldrig tænkt 
over om jeg er mand eller kvinde, og det tror jeg er super vigtigt. Og det tror jeg igen, den her diversity og inclusion 
workshop, der var det også den gruppe jeg var i, vi snakkede ikke så meget om det var mand eller kvinde, eller sort 
eller hvid, for det følte vi lidt vi var ude over, men det var mere den her, hvordan vi får skabt tryghed på vores 
arbejdsplads, der gør at jeg kan udfolde mig som den person, jeg er, og altså at man kan blive accepteret som den 
person, man er. Og det tror jeg virkelig man kan, hvis man har den der tryghed, og så føler man også, at jeg kan være 
den jeg er, jeg kan sige det, jeg har lyst til, og gøre det jeg har lyst til underforstået ikke. Så den der tryghed, den tror 
jeg er vigtig at få skabt på en arbejdsplads, og det gør også at man kan få og udleve den identitet man nu har, den 
person man nu egentlig er, så tror jeg det er en af de vigtigste ting. 
  
Time 00:48:45  
 
Kristine: Jeg håber da I kunne bruge lidt, og jeg tror også det var derfor jeg ville gerne lige holde det her interview 
med jer inden eventet, også fordi det giver lidt en forståelse af det her med, at vi… ja, det hedder stadig Women in 
Consulting, men vi har ikke fokus på det præcis at være kvinde. Det kan godt være, at der kommer nogle spørgsmål, 
hvordan har du lige klaret to børn eller et eller andet, så er der jo nogen, der kan svare på det. Men det er ikke det, der 
er det underliggende i det her overhoved. Og det vil I så også kunne opleve på aftenen med hvordan og hvorledes. 
Men det er jo super relevant jeres speciale, og på en eller anden måde kan I jo få skrevet en god konklusion om det så 
bliver fra den ene eller den anden vej, og det er jo egentlig bare at vi så ligesom vælger, hvad er det for et synspunkt 
vi vælger at belyse. og det er i hvert fald noget vi har fokus på, at det er jo ikke så meget om det er mænd eller kvinder, 
men at det skal være de fedeste personer herinde.  
 
(Vi pakker sammen og forlader rummet) 
 
Time 00:51:44 
 
(I elevatoren på vej ud af bygningen)  
 
Kristine: Og det er jo også interessant det der med at det starter ét sted, og så egentlig bare begynder at bevæge sig 
væk, mod noget andet man har fokus på. Så man kan jo helt klart have nogle gode diskussioner på baggrund af det.  

 

 


