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Prologue  

This   final   project   is   a   30   ETC   for   an   MS.c   degree   in   Business   Management   at   the   Reykjavík  

University   in   the   year   2020.   The   period   of   the   project   was   from   the   15   of   May   2020   to   15  

September   the   same   year.   The   author   of   this   project   is   Dröfn   Farestveit   and   the   main   purpose   of  

the   project   is   to   shed   a   light   on   the   fact   that   the   ratio   of   female   CEOs   remains   low   and   to   gain  

insight   on   the   matter.   I   want   to   thank   my   supervisor   Katrín   Ólafsdóttir   for   her   constructive  

guidance   and   professional   tips.   Moreover,   I   would   like   to   thank   all   the   CEOs   that   shared   their  

valuable   time   for   the   interviews   with   me,   without   them,   the   results   would   not   have   been   possible.  

Special   thanks   also   to   all   those   who   participated   in   the   project.  
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Abstract  

Iceland  has  been  at  the  forefront  of  gender  equality  in  the  world  for  many  years  and  even  though                   

it  has  been  in  many  ways exemplary,  the  ratio  of  female  CEOs  remains  tremendously  low.  If  the                  

ratio  of  female  CEOs  in  Iceland  is  analyzed  a  pattern  rises,  the  number  of  female  CEOs                 

decreases  with  the  increased  size  of  the  company.  Understanding  why  the  ratio  of  women  in  the                 

position   of   CEO   is   so   low   and   what   assembles   the   pattern   remains   a   question.  

The  study  aimed  to  investigate  what  is  holding  back  women  from  reaching  CEO  positions  in                

Iceland  and  does  it  depend  on  company  size,  with  insight  from  current  female  and  male  CEOs.  It                  

is  important  to  get  the  perspectives  from  both  female  and  male  CEOs  to  get  variable  insights.  To                  

get  to  know  the  subject  better,  the  researcher  read  articles  related  to  the  subject  and  examined                 

what  had  been  researched  in  this  field.  The  researcher  did  preliminary  research  that  aimed  to                

confirm  that  women  are  applying  for  the  role  of  a  CEO  and  the  main  research  was  to  get  insight                    

into   this   matter.   

The  results  from  the  preliminary  research  show  that  women  do  apply  for  the  role  of  CEO,  even                  

though  they  are  a  minority  of  the  applicants  and  men  are  the  ones  that  claim  the  role.  The                   

findings  from  the  qualitative  part  show  that  men  are  more  likely  to  claim  the  role  of  a  CEO,  and                    

that  is  due  to  stereotypes,  gender  roles,  gender  bias  in  assessments,  ownership  of  companies,  and                

many  other  aspects.  W omen  feel  like  they  need  to  excel  their  male  colleagues  to  be  noticed  and                  

promoted  and  they  find  it  difficult  to  climb  up  the  hierarchy  ladder  since  the  top  management                 

positions  are  male-dominated.  Even  though  women  have  achieved  to  claim  the  high  managerial              

roles,  they  are driven  out  of  the  labor  market  earlier  than  men  due  to  age  discrimination.  It  seems                   

that   women   face   discrimination   in   every   aspect   of   the   labor   system.  
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1.   Introduction  
  

The  highest-ranking  of  executives  within  a  company  is  the  chief  executive  officer  and  the  CEO                

is  known  for  making  major  corporate  decisions  and  is  seen  as  the  public  face  of  the  company                  

(Kenton,  n.d.) .  The  role  of  the  CEO  in  a  company  is  diverse  and  the  role  bears  a  major                   

responsibility  regarding  that  the  company  follows  its  mission  and  goals  but  they  also  need  to  be                 

consistent   with   the   company   values   and   needs   of   key   stakeholders    (Zuckerman,   1989) .  

Companies  seem  to  struggle  with  the  increased  awareness  surrounding  gender  equality  issues,             

and  they  seem  to  be  hiring  and  promoting  women  more  into  the  role  of  a  CEO (Coaches,  2019) .                   

Yet  the  number  of  women  in  the  position  of  CEOs  in  large  corporations  remains  low.  Women                 

face  a  lot  of  barriers  that  prevent  them  from  being  able  to  get  senior  management  positions  in                  

large  corporations.  The  barriers  are  described  with  the  metaphor  “the  glass  ceiling”  which  is  a                

barrier  that  prevents  women  from  getting  past  a  certain  point  in  the  corporate  ladder (Oakley,                

2000) .  The  glass  ceiling  is  seen  most  dramatically  in  the  data  that  is  collected  from  Statistics                 

Iceland,  the  results  show  that  in  the  year  2016  women  were  22,1%  of  CEOs  in  companies  and  in                   

the  year  2019  women  were  23%  of  CEO  positions  in  all  companies  in  Iceland.  If  the  percentages                  

are  compared  it  shows  that  the  percentage  of  women  in  CEO  positions  has  only  increased  by                 

0.9% ( PX-Web  -  Tafla ,  n.d.) .  What  is  interesting  to  notice  is  that  the  percentage  of  women  in  the                   

CEO  position  is  higher  the  smaller  the  company  is  and  decreases  as  the  company  gets  bigger.                 

The  researcher  thought  the  data  were  fascinating  and  wanted  to  explain  why  the  number  of                

women  in  the  position  of  CEO  has  increased  by  so  little  and  why  it  differs  based  on  the  size  of                     

the  company.  From  there  the  research  question  was  formed:  What  is  holding  back  women  from                

reaching   CEO   positions   in   Iceland?   Does   it   depend   on   company   size?  

This  research  aims  to  gain  qualitative  insight  into  this  matter  from  10  Icelandic  CEOs  and  find                 

leads  that  could  possibly  explain  the  reason  for  the  gender  gap  in  CEO  positions  in  Iceland.  The                  

interviewees  were  five  men  and  five  women  in  order  to  gain  different  perspectives  from  both                

genders.  
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Based  on  the  available  data,  the  researcher  found  it  interesting  to  examine  whether  men  are  more                 

likely  to  apply  for  the  position  of  CEO  compared  to  the  ratio  of  women  and  whether  men  are                   

more  likely  to  be  hired.  As  a  result,  the  preliminary  research  A  was  conducted,  which  examined                 

the  gender  ratio  of  those  who  applied  for  the  advertised  position  of  a  CEO  and  which  gender                  

claimed  the  role.  According  to  the  results  from  the  preliminary  research  A,  the  ratio  of  men  was                  

considerably   higher   than   the   ratio   of   women   and   a   man   was   eventually   hired   in   both   cases.  

The  data  were  collected  from  a  consultancy  company  that  did  not  want  to  be  named  in  the                  

research.  The  aim  of  the  data  collection  from  the  consultancy  firm  is  to  see  how  many  women                  

and  men  apply  for  the  position  of  CEO  in  companies  in  Iceland  and  which  gender  is  offered  the                   

position  in  the  end.  The  results  will  be  thoroughly  reviewed  and  interpreted,  and  eventually               

discussed  in  the  discussion  section.  Subsequently,  proposals  will  be  made  for  further  research  on               

this   issue.  
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2.   Literature   review  

The  literature  review  consists  of  three  sections.  The  first  section  will  cover  the  theoretical               

approach  of  the  CEO  position  and  the  upper  management  within  companies.  The  second  section               

will  focus  on  general  things  about  the  genders  and  the  last  section  will  cover  genders  and  the                  

workplace.  The  theoretical  section  will  be  used  to  support  the  findings  of  the  thesis  and  used  to                  

explain  what  is  holding  back  women  from  reaching  CEO  positions  and  whether  it  depends  on                

company   size.  

 

2.1   Management   within   companies  

2.1.1  Chief   executive   officer   (CEO)  

The   highest   executive   ranking   within   a   company   is   the   chief   executive   officer   (CEO).  

The   role   of   the   CEO   is   to   manage   all   the   operations   and   make   major   managerial   decisions   for   the  

company.   The   CEO   is   often   seen   as   the   public   face   of   the   company    (Kenton,   2020) .  

The   CEO   is   a   part   of   the   upper   management   and   the   roles   and   the   responsibilities   of   the   CEO  

varies   between   companies.   Moreover,   the   CEO   has   a   symbolic   communication   role   because   he   is  

in   constant   communication   with   the   board   of   directors   and   with   the   employees   of   the   company  

(Corporate   Finance   Institute,   n.d.) .   The   CEO   must   ensure   the   board   of   directors   detailed  

information   on   the   company's   structure,   finances,   and   operations.    (Kenton,   2020) .   

The   role   of   the   CEO   often   differs   depending   on   the   size,   culture,   and   the   structure   of   the  

company.   A   CEO   can   set   a   vision,   tone,   and   often   the   culture   of   the   company   as   well   as  

communicate   to   the   employees   about   progress   and   results.   Moreover,   the   CEO's   personality   is  

likely   to   have   an   important   impact   on   the   company's   success    (Corporate   Finance   Institute,   n.d.) .  

With   the   CEO   position   comes   great   power   and   a   study   done   by   Harvard   Business   School   in   2015  

showed   that   men   desire   power   more   than   women   do.   Moreover,   a   research   done   by   Gino,  

Wilmuth   and   Brooks   showed   that   women   have   more   life   goals   that   make   achieving   high-power  

positions   at   work   seem   less   desirable.   Even   in   countries   that   emphasize   the   importance   of   gender  

11  

https://www.zotero.org/google-docs/?BUTiRN
https://www.zotero.org/google-docs/?dMDUh9
https://www.zotero.org/google-docs/?RGexZM
https://www.zotero.org/google-docs/?z3gTYr


 

equality,   women   are   underrepresented   in   most   senior-level   positions   in   companies.   For   instance,  

recent   estimates   indicate   that   women   comprise   less   than   5%   of   Fortune   500   CEOs   (Gino,  

Wilmuth   &   Brooks,   2015).  

If   the   table   below   is   examined   the   ratio   of   women   in   the   position   of   CEO   in   Iceland   is  

tremendously   low   compared   to   the   ratio   of   men.   It   seems   that   the   ratio   of   women   and   men   in   the  

role   of   CEO   is   increasing   between   years.   The   figure   below   illustrates   that   in   the   year   2016   the  

ratio   of   male   CEOs   was   77.9   %   while   the   ratio   of   women   was   22.1%   (Hagstofa   Íslands,   n.d.).  

 

 
Table   1:   Gender   ratio   of   CEOs   in   Iceland   the   year   2016-2019   (Hagstofa   Íslands   2019)  

 

When   the   ratio   from   2016   is   compared   to   the   ratio   of   2019   it   can   be   seen   that   the   proportion  

between   men   and   women   is   the   same   since   the   proportion   is   not   significantly   changing   between  

years.   The   change   in   ratio   for   women   is   not   changing   in   line   with   everything   that   is   happening   in  

Icelandic   society.   The   number   of   women   in   the   labor   market   the   year   of   2018   was   94.000   and  

their   participation   in   the   labor   market   was   78%    while   the   number   of   men   was   110.100   and   the  

participation   ratio   was   85%   (Hagstofa   Íslands,   n.d.).  

The   ratio   of   women   in   the   position   of   CEO   is   higher   the   smaller   the   company   is   and   vice   versa  

for   men.   For   a   company   that   has   10-19   employees   the   ratio   of   women   in   the   position   of   CEOs   is  

19%   and   only   14,6%   in   companies   that   have   250   employees   or   more   in   the   year   2019.   Even  

though   the   ratio   of   women   seems   to   increase   the   smaller   the   company   is,   there   is   a   huge   gap  

between   the   ratio   of   female   and   male   CEOs    (Hagstofa   Íslands,   n.d.) .  
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Size   of   a  
company  

10-19  
employees  

20-49  
employees  

50-99  
employees  

100-249  
employees  

250+  
employees  

Ratio   of   
men  

80.9%  83.8%  83.1%  87.2%  85.3%  

Ratio   of  
women  

19.0%  16.1%  16.8%  12.7%  14.6%  

Table   2:   Ratio   of   male   and   female   CEOs   based   on   the   size   of   a   company   in   2019   (Hagstofa   Íslands   2019)  
 

To   illustrate   the   difference   better,   the   below   figure   shows   the   number   of   CEOs   based   on   the   size  

of   the   company   in   2019   (Hagstofa   Íslands,   n.d.).  

 

 
Figure   1:   Number   of   men   and   women   CEOs   based   on   the   size   of   the   firm   in   2019   (Hagstofa   Íslands   2019)  

 

The   numbers   of   female   CEOs   in   companies   that   have   more   than   250   employees   has   not   been  

changing   in   the   past   years.   The   figure   below   illustrates   the   number   of   male   and   female   CEOs  

from   the   years   2016   to   2019   (Hagstofa   Íslands,   2019).  
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Table   3:   Number   of   male   and   female   CEOs   in   Iceland   based   on   the   size   of   the   company   (Hagstofa   Íslands   2019)  

 

The   number   of   female   CEOs   declines   with   the   size   of   the   company.   Furthermore,   in   America,  

there   are   fewer   large   companies   run   by   women   than   by   men   named   John    (Wolfers,   2015) .   As   that  

being   said,   women   in   the   position   of   CEO   in   large   companies   is   only   1   out   of   25.   This   is   an  

indicator   that   the   glass   ceiling   persists    (Wolfers,   2015) .   The   glass   ceiling   is   defined   as   an   unseen  

and   unbreachable   barrier   that   hinders   women   to   get   to   the   top   of   the   hierarchy   of   a   company  

regardless   of   their   achievements   and   their   qualifications.   This   type   of   discrimination   increases   as  

the   individual   works   his   way   up   the   hierarchy.   Discrimination   is   in   the   form   of   pay,   promotions,  

accountability,   stereotyping,   and   many   other   aspects.   What   contributes   to   the   glass   ceiling   effect  

is   that   more   men   are   entering   at   higher   levels   within   companies   and   women   leave   more   often  

because   of   perceived   poor   chances   of   promotion.   This   would   contribute   to   more   men   ending   up  

in   the   highest   positions   within   companies    (Cotter,   Hermmsen,   Ovadia   &   Vannemen,   2001) .  

Moreover,   the   International   Labor   Organization   reported   in   2019   that   one   of   the   disadvantages  

women   are   facing   is   the   size   of   the   company,   the   bigger   the   company   the   less   likely   we   are   to   see  

women   at   the   helm   and   even   though   Iceland   has   been   ranked   at   the   first   place   of   gender   equality  

index   there   is   still   room   for   improvement    (International   Labour   Organization,   2019) .   The   gender  

equality   index   measures   the   progress   of   gender   equality   and   it   pinpoints   areas   that   need  

improvements   as   well   as   it   creates   visibility   on   this   topic    ( E uropean   Institute   for   Gender  

Equality ,    2019) .   It   seems   that   Iceland   is   not   the   only   country   that   is   facing   the   problem   of  

diminishing   numbers   of   women   CEOs   the   bigger   the   company   gets    (International   Labour  

Organization,   2019) .   In   Sweden,   a   company   is   considered   big   when   it   has   more   than   500  

employees   and   small   when   it   has   10-99   employees    (Johansson,   1997) .    Sweden   is   ranked   at   the  

fourth   place   of   the   gender   equality   index   and   is   also   facing   this   problem.   As   can   be   seen   in   the  
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figure   below   the   percentage   of   women   decreases   as   the   firm   gets   bigger    (International   Labour  

Organization,   2019) .   

 

 

Size   of   a   company  Percentage   of   male   CEOs   and  
managers  

Percentage   of   female   CEOs  
and   managers  

Big   (500+   employees)  92,8  7,2  

Medium   (100-499  
employees)  

88,6  11,4  

Small   (10-99   employees)  85,5  14,5  
Table   4:   Percentage   of   male   and   female   CEOs   and   managers   in   Sweden    (International   Labour   Organization,   2019) .  

 

As   mentioned   above,   the   ratio   of   female   CEOs   declines   with   the   increased   size   of   the   company.  

Moreover,   the   ownership   of   the   company   affects   the   management   of   the   company.   Women   that  

found   their   own   companies   are   often   managing   them    (Lerner   &   Malach-Pines,   2011) .   Women  

are   starting   small   businesses   at   twice   the   rate   of   men.   What   is   also   an   important   aspect   of   this   is  

that   women-owned   enterprises   are   more   likely   to   hire   women   into   managerial   roles    (Chaganti,  

1986) .   Even   though   there   has   been   an   increase   in   women   founding   small   businesses   their  

numbers   remain   extremely   low.   The   reason   why   so   few   women   are   founding   their   own  

companies   is   due   to   the   barriers   that   female   entrepreneurs   face ,    for   example   not   being   taken  

seriously,   child   and   dependent   care   responsibilities,   lack   of   growth,   and   expansion   capital.   Many  

companies   owned   by   women   are   unable   to   grow   in   size   due   to   these   barriers.   Furthermore,   some  

of   the   small   companies   are   family-owned   businesses   that   offer   women   opportunities   that   other  

bigger   businesses   do   not,   for   example,   to   move   into   managerial   roles.   A   family   business   is   a  

company   controlled,   owned,   and   operated   by   members   of   a   single-family.   The   findings   of   a  

study   by   Salganicoff   in   1990   showed   that   women   that   work   in   family-owned   businesses   have  

better   positions,   more   flexibility,   and   higher   income   than   women   that   work   in   non   family  

businesses    (Lerner   &   Malach-Pines,   2011) .   
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2.1.2   Board   of   directors  

The   board   of   directors   works   closely   with   the   CEO   and   they   play   a   major   role   in   who   is   hired   in  

the   position.   They   are   also   responsible   for   appointing   and   evaluating   the   CEO´s   performance  

(Price,   2019) .   In   every   public   company,   some   private   and   non-profit   companies   some   people  

have   been   elected   usually   once   a   year   by   the   company's   shareholders   as   the   board   of   directors.  

The   purpose   of   the   board   of   directors   is   to   represent   and   act   on   the   shareholder’s   behalf   and   the  

aim   is   to   make   decisions   in   the   best   interest   of   the   company.   In   every   board,   there   is   a   chairman  

or   chairperson   that   is   the   head   of   the   board    (Grunert,   2020).    The   board   usually   meets   at   least  

quarterly   and   their   task   is   to   tend   major   decisions,   set   long   term   plans,   and   review   financial  

reports    (Price,   2019) .   The   CEO   answers   to   the   board   of   directors   and   if   the   CEO   is   not   meeting  

the   performance   expectations   the   directors   have   the   power   to   fire   the   CEO    (Sherman,   2018) .   The  

CEO   is   often   a   part   of   the   board   and   sometimes   the   Chief   operating   officer   (COO)   and   Chief  

financial   officer   (CFO)   hold   seats   at   the   board.   The   CEO   and   the   directors   must   maintain   a   good  

relationship    (Grunert,   2020).    A   study   done   by   Dehaene,   Vuyst,   and   Ooghe   in   2001,   discussed  

how   the   number   of   boards   of   directors   differs   between   companies.   They   did   a   research   on   122  

Belgian   companies   and   they   found   out   that   the   size   of   the   board   is   positively   correlated   to   the  

size   and   the   performance   of   the   company    (Dehaene,   Vuyst   &   Ooghe   2001) .   Consistent   with   this  

is   a   study   done   by   Nakano   and   Nguyen   in   2011.   Their   research   on   a   large   sample   of   Japanese  

firms,   found    that   larger   and   older   firms   tend   to   have   older   board   members.   Even   though   older  

board   members   benefit   from   greater   experience,   their   age   may   have   less   favorable   effects   on   the  

performance   of   the   company.   For   instance   older   decision   makers   are   less   eager   to   implement  

innovative   strategies   and   they   are   less   eager   to   embrace   change   (Nakano   &   Nguyen,   2011).  

Moreover,   the   older   generation   is   more   likely   to   resist   change   and   to   have   old   fashioned   values  

according   to   the   research   done   by   Mostafa   in   2005.   His   research   showed   that   the   older  

generation   was   more   likely   to   have   negative   attitudes   against   females   becoming   managers   and  

their   participation   in   the   labor   market   (Mostafa,   2005).  

However,   gender   equality   in   corporate   boardrooms   has   been   a   topic   of   corporate   governance  

discussions   around   the   world.   By   including   women   into   corporate   boardrooms,   it   enables   firms  
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to   tap   into   a   pool   of   talent   which   women   can   contribute.   By   including   more   female   board   of  

directors   it   can   broaden   the   perspective   of   the   board   of   directors   to   facilitate   decision   making  

(Michelle   Siew   &   Poh-Ling ,    2017) .   At   the   end   of   the   year   2019,   the   ratio   of   women   directors  

was   27%   for   registered   companies   that   pay   salaries.   The   proportion   of   women   on   corporate  

boards   ranged   from   21.3%   to   22.3%   from   1999   to   2006,   then   rose   to   25.5%   in   2014,   and   has  

been   around   26%   over   the   past   four   years    ( Hagstofa   Íslands ,   n.d.) .   As   can   be   seen   in   the   figure  

below,   the   ratio   of   men   remains   significantly   higher   than   the   ratio   of   women   board   members.  

 
 

 
Figure   2:   Board   of   directors   based   on   gender   the   year   2016-2019   (Hagstofa   Íslands   2019)  

 
In   the   year   2010,   the   Icelandic   parliament   put   forward   a   law   requiring   public   and   private  

companies   with   more   than   3   board   members   to   have   a   minimum   of   40   %   women   on   the   board   of  

directors,   before   the   end   of   2013    (Jafnréttisstofa,   2010) .   The   law   helped   increase   the   numbers   of  

women   but   the   law   did   not   provide   sufficient   results.   The   association   of   women   business   leaders  

in   Iceland   introduced   a   project   named   the   balanced   scale   and   the   goal   of   the   project   is   to   increase  

the   ratio   of   women   board   of   directors   up   to   40%   before   the   year   2027.   This   is   done   by   giving  

companies   that   have   achieved   gender   equilibrium   in   the   board   recognition   and   spotlight.   The   aim  
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is   to   make   these   companies   become   role   models   when   it   comes   to   gender   equality   for   other  

companies    (FKA,   2018) .   

Increasing    the   number    of   women   on   the   board   can   have   a   tremendous   effect   on   the   labor   market  

for   women.   The   solution   to   the   lack   of   women   in   leadership   positions   could   be   changed   by  

increasing   the   ratio   of   women   in   the   highest   roles   within   companies   because   women   are   more  

likely   to   hire   a   woman    (Duke,   2017) .   Yet,   in   many   cases,   the   power   of   female   board   directors   is  

not   sufficient   enough   to   change   the   dynamics   of   their   companies.   To   increase   the   power   of  

female   board   members,   they   need   to   be   at   least   three   to   have   any   significant   power   to   change  

their   companies.   A   study   about   the   impact   of   three   or   more   women   on   corporate   boards   was  

done   by   Konrad,   Kramer,   and   Erkut   in   2008.   They   interviewed   50   women   about   their  

experiences   as   Fortune   1000   directors   and   most   of   them   served   in   a   male-dominated   setting.   The  

findings   of   the   study   showed   that   companies   with   three   or   more   women   on   their   boards   tend   to  

benefit   most   from   women's   contributions.   Having    three   female   directors   normalizes   their  

presence,   allowing   the   women   to   speak   and   contribute   more   freely   and   men   to   listen   with   more  

open   minds    (Konrad,   Kramer   &   Erkut,   2008) .   Even   though   women   are   gaining   more   roles,  

companies   are   reluctant   to   hire   enough   women   to   cause   any   significant   change   to   the   company  

(The   Race   to   the   Bottom,   2019) .  

 

2.1.3   Middle   management  

Individuals  in  middle  management  are  in  the  pipeline  poised  to  take  on  executive-level              

positions,  for  example  the  CEO  position  within  companies  (Einarsdottir,  Christiansen  &            

Kristjansdottir,  2018).  Middle  management  is  defined  as  the  intermediate  management  level  that             

is  below  the  top  level  of  management  and  therefore  subordinate  to  the  executive  management.               

The  managers  in  middle  management  are  responsible  for  running  and  controlling  an  organization              

rather  than  making  decisions  about  how  it  operates.  The  responsibility  and  salary  of  the  middle                

manager  can  vary  based  on  the  company.  It  can  depend  on  the  size  of  the  company  and  the                   

number  of  individuals  in  the  position  of  a  middle  manager.  Moreover,  the  middle  manager  can                

supervise  a  small  group  of  employees  or  a  large  group  of  employees,  this  all  depends  on  the                  
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company  itself  (Simmering,  n.d.).  Women  often  experience  that  they  get  stuck  in  middle              

management  and  that  they  are  not  receiving  the  same  opportunities  as  men  when  it  comes  to                 

promotion  to  executive-level  positions  (Halpern  &  Cheung,  2011).  They  also  experience  that             

their  male  colleagues  are  appreciated  more  and  that  they  need  to  exceed  their  male  colleagues'                

performance  wise.  In  Iceland  there  has  been  an  increase  of  women  in  middle  management  and                

Iceland  has  been  at  the  top  of  many  measures  regarding  gender  equality.  Even  though  there  has                 

been  an  increase  of  women  in  middle  management  in  Iceland,  they  are  still  lacking  in  the  top                  

positions.  Only  30%  of  Icelandic  companies  have  reported  an  equal  ratio  of  women  and  men  in                 

middle   management   (Einarsdottir,   Christiansen   &   Kristjansdottir,   2018).  

 
Figure  3:  Companies  that  have  reported  an  equal  ratio  of  women  and  men  in  middle  management  (Hagstofa  Íslands                   

2019)  

 

Moreover  in  41%  of  companies  in  Iceland,  men  are  in  the  majority  of  middle  management                

positions.  Women  in  middle  management  have  been  facing  the  glass  ceiling  preventing  them              

from  being  able  to  achieve  the  highest  positions  within  companies.  However,  there  have  been               

discussions  about  whether  women  in  middle  management  want  to  take  on  executive-top             

positions  within  companies  (Einarsdottir,  Christiansen  &  Kristjansdottir,  2018).  Moreover,  many           

women  that  have  the  ability  and  opportunity  to  work  their  way  up  the  ladder  look  at  the                  

disadvantages  for  women  that  are  in  the  top  positions  and  decide  that  mid-level  careers  offer  the                 
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best  compromise,  sparing  them  the  constant  commentary  on  their  families  and appearance             

(Halpern  &  Cheung,  2011).  Consistent  with  this,  a  research  done  by  Einarsdottir,  Christiansen,              

and  Kristjándottir  in  2018  showed  that  women  in  middle  management  experience  that  they  are               

unable  to  take  more  responsibility  because  they  have  so  much  responsibility  at  home.              

Furthermore,  women  are  also  experiencing  that  the  top  positions  are  dominated  by  men  and               

therefore  they  feel  that  if  they  want  to  be  included  they  will  have  to  prove  that  they  are  equal  or                     

better  than  their  male  coworkers  (Einarsdottir,  Christiansen  &  Kristjansdottir,  2018).  Contrary  to             

this  research,  another  research  about  women  middle  managers  was  done  by  Olafsdottir  and              

Rögnvaldsdottir  in  2013.  Their  results  showed  that  the  interaction  between  the  women's  family              

lives  and  employment  went  well  and  neither childbirth  nor  marriage  proved  to  be  an  obstacle  in                 

their   career   as   middle   managers    (Olafsdottir   &   Rögnvaldsdottir,   2015).  

 

2.2   General   about   the   genders  

   2.2.1   Gender   roles  

Of  all  the  explanations  available  to  explain  the  lack  of  women  in  senior  management  positions,                

gender-based  analysis  of  organizational  power  arrangements  best  explain  the  huge  percentage            

gap  between  women  in  middle  and  top  management  and  between  women  and  men  in  top                

management  because  gender  continues  to  be  one  of  the  central  organizing  principles  of  economic               

life,   along   with   skin   color   and   social   class   (Oakley,   2000).  

Gender   refers   to   those   cultural,   social,   and   psychological   traits   that   are   stuck   to   females   and  

males   within   a   given   society.   Society   has   formed   what   is   called   gender   norms   and   the   definition  

of   that   is   the   acceptable   and   appropriate   actions   for   men   and   women   in   the   given   society.   Gender  

norms   are   learned   in   childhood,   from   parents   and   peers,   in   a   process   commonly   known   as  

socialisation   and   then   reinforced   in   family   and   the   larger   social   context   for   example   through  

school,   the   workplace,   religion,   media   and   other   social   institutions    (Cislaghi   &   Heise,   2020) .  

However,   sex   is   an   ascribed   status   and   refers   to   biological   differences   between   females   and  

males    (Newman,   2018) .   This   definition   emphasizes   male   and   female   differences   in   anatomy,  

chromosomes,   hormones,   reproductive   system,   and   other   physiological   components.   According  
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to   functionalists,   the   social   equilibrium   was   maintained   in   the   preindustrial   societies   by   assigning  

women   and   men   different   tasks.   The   men   were   given   roles   such   as   providing   their   families   with  

food,   protection   and   they   were   often   away   from   home   while   the   women   were   given   domestic  

roles   such   as   caretakers   of   households   and   children.   Women   depended   a   lot   on   men   and   therefore  

the   roles   and   activities   of   men   were   perceived   as   more   valuable   than   the   roles   and   activities   of  

females.   This   is   still   persistent   in   families   in   contemporary   societies,   where   spouses   assume  

complementary,   specialized,   and   non-overlapping   roles    (Lindsey,   2015) .   Gender   roles   have  

changed   significantly   but   it   seems   that   gender   still   plays   a   major   role   in   the   workplace.   The  

gender   roles   are   deep-rooted   in   the   workplace   and   the   role   of   women   as   mothers,   supporters   have  

shaped   what   is   expected   of   women.   These   gender   roles   make   women   experience   more   difficulty  

to   rise   above   their   delegated   roles   and   to   be   considered   for   promotions    (Mihail,   2006) .   Gender  

roles   also   paint   a   complex   picture   of   the   various   ways   that   women   are   constrained   into  

traditionally   feminine   roles   within   companies   because   gender   roles   are   often   embedded   and  

communicated   in   the   practices   of   the   companies.   These   practices   are   in   the   form   of   salary  

differences,   social   interaction   between   workers,   and   how   work   is   segregated   and   divided   by   paid  

and   unpaid   labor    (Lester,   2008) .   Furthermore,   men   and   women   are   expected   to   differ   in   their  

attitudes   and   values   toward   gender   equality.   Women   and   the   younger   generation   have   shown  

more   support   for   gender   equality   in   postindustrial   societies.   While   in   traditional   societies   the  

genders   often   accept   major   gender   inequalities    (Inglehart,   Norris,   Norris   &   Ronald,   2003) .   The  

first   laws   regarding   gender   equality   were   set   in   1976   in   Iceland.   The   goal   of   the   law   was   to  

encourage   equality   between   men   and   women    in   all   areas   of   society.   There   have   been   a   lot   of  

changes   made   regarding   the   gender   equality   law   to   enhance   the   rights   of   women   in   the   male  

dominated   fields   and   vice   versa.   Even   though   Iceland   has   come   a   long   way   with   gender   equality  

there   are   still   social   inequalities   present    (Stjórnarráð   Íslands,   n.d.) .   Solving   gender   inequality   in  

the   workplace   is   not   just   an   issue   of   equality,   it   is   a   matter   of   the   success   of   the   business.   There   is  

a   saying   that   no   matter   how   many   women   enter   the   workforce,   the   society   will   not   achieve   true  

gender   equality   in   the   workplace   until   the   career   areas   such   as   compensation   are   equal   between  

the   genders    (Ziman,   2013) .  
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2.2.2   Gender-based   stereotypes  

What  may  be  one  of  the  key  explanations  for  the  lack  of  women  CEOs  is  stereotypes.                 

Stereotypes  work  as  an  advancement  barrier  for  women,  especially  when  it  comes  to  leadership               

positions  (Oakley,  2000).  A  gender-based  stereotype  is  defined  as  the  generalized  view  or              

preconception  about  characteristics  or  attributes  that  are  or  ought  to  be  obtained  by  women  and                

men  or  the  roles  that  are  or  should  be  performed  by  them.  Moreover,  gender-based  stereotypes                

can  be  both  negative  or  positive,  for  example,  “women  are  nurturing”  or  “women  are  weak”.                

These  stereotypes  have  often  harmed  women  because  it  limits  their  capacity  to  develop  their               

personal  abilities  and  to  pursue  their  professional  careers (United  Nations,  2014) .  Moreover,             

gender-based  stereotypes  are  formed  in  society  and  also  in  companies  and  gender-based  attitudes              

can  also  be  measured  within  them  (Mihail,  2006).  Gender-based  stereotypes  harm  women             

because  it  is  used  in  a  discriminating  way  against  them (United  Nations,  2014) .  Prejudice  can                

arise  from  the  relations  that  people  perceive  between  the  characteristics  of  members  of  a  social                

group  and  the  requirements  of  the  social  roles  that  the  members  occupy  or  aspire  to  occupy.  The                  

role  congruity  theory  is  about  two  kinds  of  prejudice  towards  female  leaders.  The  first  kind  is                 

that  women  are  perceived  less  favorably  than  men  for  leadership  roles  and  the  second  one  is  that                  

evaluating  behavior  that  fulfills  the  prescriptions  of  a  leader  role  less  favorably  when  it  is                

enacted  by  a  woman.  The  first  type  of  prejudice  is  based  on  descriptive  beliefs  about  women's                 

characteristics  and  the  consequent  ascription  of  female  stereotypical  qualities  to  them,  which  are              

unlike  the  qualities  expected  and  desired  in  leaders.  The  second  type  of  prejudice  is  based  on                 

beliefs  about  how  women  ought  to  behave.  These  two  types  of  prejudice  affect  that  there  are                 

fewer  women  than  men  in  leadership  roles  and  there  are  more  obstacles  for  women  to  overcome                 

in  becoming  successful  in  these  roles (Eagly  &  Karau,  2002) .  This  theory  states  that  there  is                 

alignment  between  role-based  expectations  for  men  and  leaders.  Furthermore,  there  is  a             

misalignment  with  the  leader  role  and  role-based  expectations  of  women  and  therefore  creating              

“think  manager,  think  male” (Bono,  Braddy,  Liu,  Gilbert,  Fleenor,  Quast  &  Center,  2017) .  This               

phenomenon  creates  difficulties  for  women  who  want  to  pursue  leadership  roles  because  the              

traits  that  are  associated  with  leadership  for  example  strong,  dominant,  forceful,  and  heroic  are               
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stereotypically  associated  with  men.  There  are  only  a  few  traits  that  are  associated  with               

leadership   and   women   and   that   is   being   a   good   communicator    (Brands,   2015) .   

Furthermore,  the  stereotype  of  a  CEO  is  a  white  male (Egan,  2015) .  In  the  1970  women  were                  

supposed  to  talk  and  act  like  men,  if  they  wanted  to  reach  the  top.  Just  like  mentioned  before  this                    

makes  it  difficult  for  women  to  pursue  the  role  of  a  CEO  since  it  is  often  associated  with  men.                    

(Claes,   1999) .   

Many  companies  are  run  by  men  that  are  a  part  of  the  older  generation  that  have  11+  year  work                    

experiences.  These  men  have  old  fashioned  ideas  about  gender  roles.  If  a  manager  thinks  women                

should  be  at  home  taking  care  of  the  children  instead  of  working  in  the  office,  it  is  unlikely  that                    

he  will  pay  her  the  equal  wage  as  her  male  colleague  (Ziman,  2013).  Furthermore,  when                

companies  grow  bigger  the  wage  gap  between  males  and  females  gets  wider.  The  smaller  the                

company  is,  the  more  difficult  it  is  to  hide  the  gender  wage  gap,  that's  why  women  and  men  in                    

startups   have   more    similar   wages   than   those   who   work   in   big   companies   (Elahi   &   Blue,   2016).  

 

2.2.3   Education   and   labor   market   of   the   genders  

Even  though  there  have  been  a  lot  of  changes  in  education  and  the  labor  market  throughout  the                  

years  the  gender  gap  persists  (Blickenstaff,  2005).  Education  remains  an  important  factor  for  the               

genders  and  has  been  in  the  past  years.  In  the  past  education  was  gender-based  and  the  genders                  

went  to  different  schools  or  were  academically  and  physically  separated  into  coeducational             

schools (UKEssays,  2018) .  When  it  comes  to  education  in  Iceland,  women  and  men  seek               

different  courses  of  study  since  the  studies  are  gender-based (Stjórnarráð  Íslands,  n.d.) .  Women              

in  Iceland  are  more  likely  to  prefer  social  science,  health  science  and  men  are  more  likely  to                  

prefer  industrial,  technical,  and  computer  science  education.  As  seen  in  the  figure  below  there               

were  1677  women  enrolled  in  health  education  programs  in  the  year  2018  in  Iceland  while  there                 

were  only  263  men  enrolled  in  the  same  program.  Therefore  the  ratio  of  women  is  86.4%  which                  

is  significantly  higher  than  the  ratio  of  men.  Moreover,  there  are  2759  women  enrolled  in  social                 

science  undergraduate  programs  in  the  year  of  2018  in  Iceland  while  only  1564  men  enrolled  in                 

the   same   program   (Hagstofa   Íslands,   n.d).  
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Figure   4:   Undergraduate   students   based   on   field   and   gender   the   year   2018   (Hagstofa   Íslands   2018)  

 

Moreover,  recently  it  has  been  suggested  that  the  gender  gap  in  the  careers  and  academic                

achievement   for   men   and   women   in   science,   technology,   engineering,   and   mathematics   (STEM)  

fields  no  longer  exist.  In  the  past  decade,  women  have  earned  more  doctoral  degrees  in  science                 

than  ever  before  and  earned  more  doctoral  degrees  in  biology  than  men.  However,  women  are                

still  underrepresented  in  other  fields  such  as  engineering  and  computer  science.  Heilbronner  did              

a  study  on  women  in  STEM  in  2013  and  it  showed  that  women  have  lower  self-efficacy  than                  

men  in  STEM  majors  and  careers.  Self-efficacy  is  explained  as  one's  beliefs  about  one's  ability  to                 

succeed  in  the  field.  Lack  of  self-efficacy  in  STEM  continues  to  be  an  influential  factor  in                 

women’s  underrepresentation  in  certain  STEM  fields  (Heilbronner,  2013).  Moreover,  the           

metaphor  leaky  pipeline  is  used  to  explain  why  women  are  under-represented  in  STEM  careers.               

This  pipeline  leaks  students  at  various  stages  in  colleges,  universities,  post-secondary  education             

and  some  leave  the  pipeline  after  graduating  with  a  STEM  degree  when  they  select  another  field                 

as  a  career.  One  interesting  feature  of  these  leaks  is  that  women  leak  out  more  than  men  do.  A                    

research  done  by  Blickenstaff  in  2005  showed  the  main  explanations  why  women  are  lacking.               

One  of  the  explanations  is  that  girls  lack  the  academic  preparation  to  be  successful  science                

students.  Blickenstaff  argued  that  the  academic  environment  in  STEM  fields  is  not  suitable  for               

female  students  and  it  can  hinder  their  success.  Some  science  teachers  have  sexist  opinions  and                

low  expectations  for  female  students'  achievements.  Moreover,  female  students  experience  that            

they   are   not   welcomed   by   their   male   students   and   teachers   (Blickenstaff,   2005).  
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As  can  be  seen  on  the  figure  below  the  numbers  of  women  in  STEM  fields  in  Iceland  is                   

increasing   (Hagstofa   Íslands,   n.d.).  

 
Figure   5:   Undergraduates   based   on   gender   in   STEM   related   fields   the   years   2005   and   2019   (Hagstofa   Íslands   2019)  

 

Moreover,  women  are  receiving  more  education  such  as  bachelor’s,  masters,  and  doctoral             

degrees  than  ever  before (Ziman,  2013) .  As  can  be  seen  in  the  figure  below  65.5%  of  women  in                   

Iceland  are  graduating  at  a  university  level  in  the  year  2015/2016  while  34.4%  of  men  are                 

graduating  at  the  same  level.  Women  that  are  graduating  with  a  Doctoral  level  are  56.9  %  and                  

men  are  43.1%  graduating  with  a  doctoral  level.  Women  are  receiving  more  and  higher  education                

and  this  is  a  significant  difference  and  therefore  more  women  are  entering  the  labor  market  than                 

before    (Hagstofa   Íslands,   n.d.) .  

 
Figure   6:   Graduation   from   university   and   doctorate   level   the   year   2015/2016   in   percentages   (Hagstofa   Íslands  

2016).  
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The   number   of   women   graduating   with   a   university   and   doctoral   degree   is   rapidly   increasing  

from   the   year   2001   to   the   year   2019.   The   ratio   between   men   and   women   does   not   significantly  

change   between   that   period    (Hagstofa   Íslands,   n.d.) .  

 

 
Figure  7:  Graduation  from  university  and  doctoral  levels  based  on  gender  from  the  year  2001-2018  (Hagstofa                 

Íslands   2018)  

 

However  a  research  on  Fortune´s  100  CEOs  showed  that  51%  of  the  education  of  Fortune's  100                 

CEOs  was  in  business,  economics,  or  accounting,  while  27%  studied  engineering  or  science  and               

14%   law    (Stadler,   2015) .   

Women  are  receiving  higher  degrees  than  men  and  as  that  being  said  more  women  are  entering                 

the  workforce  and  this  trend  should  help  more  women  to  achieve  a  higher  level  of  positions                 

within  companies  but  that  is  not  the  case (Ziman,  2013) .  After  being  a  part  of  the  workforce  for                   

quite  some  time  both  men  and  women  have  been  getting  additional  education  for  example  an                

MBA  degree.  An  MBA  is  internationally  recognized  and  it  helps  men  and  women  develop  their                

managerial  skills.  There  are  important  career  benefits  from  the  MBA  in  terms  of  managerial               

status  and  salary.  An  MBA  degree  is  often  perceived  as  a  passport  to  senior  management  and                 

often  seen  as  a  means  for  women  to  break  through  the  glass  ceiling.  Simpson,  Sturges,  Woods                 

and  Altman  did  a  research  on  female  MBA  graduates  in  Canada  and  the  UK  in  2004.  They                  

pointed  out  that  the  lack  of  confidence  was  one  of  the  barriers  women  face  which  has  an  effect                   

26  

https://www.zotero.org/google-docs/?7E2Iml
https://www.zotero.org/google-docs/?ZN2b10
https://www.zotero.org/google-docs/?8DYLem


 

on  their  career  advancements.  According  to  their  research  an  MBA  degree  will  undoubtedly              

enhance  confidence,  credentials  and  credibility  as  well  as  introduce  its  graduates  to  new  ways  of                

working.  Moreover,  they  mentioned  that  negative  attitudes  at  work  can  undermine            

self-confidence  and  consequently  the  ability  of  women  to  fully  exploit  their  capabilities.  Their              

research  also  suggests  that  an  MBA  degree  can  reduce  but  not  eliminate  gender  disadvantages  in                

the  workplace (Simpson,  Sturges,  Woods  &  Altman,  2004).  The  ratio  of  men  and  women               

finishing  MBA  degrees  in  2021  at  the  Reykjavík  University  is  almost  the  same.  As  can  be  seen                  

in  the  figure  below,  the  ratio  of  men  is  53%  compared  to  47%  of  women.  The  average  age  of                    

MBA  students  in  the  university  of  Reykjavík  is  41  years  old ( Students ,  n.d.) .  An  MBA  degree                 

should  increase  the  ratio  of  female  managers  but  it  is  not  the  case.  Men  tend  to  benefit  more  from                    

having  an  MBA  degree  than  women,  that  is  men  are  more  likely  to  be  developed  into  managerial                  

roles    (Simpson,   1998) .  

 
Figure   8:   Ratio   of   women   and   men   expected   to   graduate   with   an   MBA   in   2021   (University   of   Reykjavík   2020)  

 

Nowhere  in  the  western  countries  is  the  proportion  of  women  in  the  labor  market  higher  than  in                  

Iceland.  Even  though  the  proportion  of  women  is  high,  the  characteristics  of  the  Icelandic  labor                

market  is  that  it  is  strongly  gender-segregated (Stjórnarráð  Íslands,  n.d.) .  The  discussion  about              

the  labor  market  being  gender  segregated  is  often  described  as  being  vertical  and  horizontal.               

Horizontal  segregation  is  when  the  workforce  of  a  specific  sector  or  industry  is  male  or                

female-dominated.  Vertical  segregation  is  when  a  particular  gender  has  limited  opportunity  to             

grow  and  claim  higher  positions  within  a  company  or  a  sector.  The  roots  of  the                
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gender-segregated  labor  market  lie  in  the  historical  gender  roles  that  have  evolved  into  gender               

stereotypes  and  synergies  such  as  interests,  care  responsibilities,  gender  bias  in  assessment             

methods,   gender   career   and   education   choice   (Olafsdottir   &   Rögnvaldsdottir,   2015).  

 

2.2.4   Management   and   leadership   styles   of   men   and   women  

Gender  roles  have  also  shaped  how  people  perceive  management  and  leadership  styles  of  men               

and   women   (Claes,   1999).  

Today,  it  seems  that  employers  have  realized  that  women  possess  the  talent  for  manager  roles  but                 

even  though  women  seem  to  be  welcomed  into  management,  employers  overlook  them  when              

recruiting.  The  numbers  of  women  in  management  roles  have  been  increasing  but  still,  their  ratio                

remains  small  compared  to  the  numbers  of  men.  Furthermore,  the  numbers  of  women  that  are                

currently   in   the   management   field   are   usually   in   middle   management    (Claes,   1999) .  

Over  the  last  two  decades,  there  have  been  dramatic  changes  in  the  field  of  management.  There                 

have  been  questions  passed  around  regarding  whether  female  and  male  managers  differ  in  the               

personal  qualities  that  they  bring  to  their  job  (Powell,  1990).  The  communication  style  of  women                

in  management  is  different  when  compared  to  men.  When  communicating,  men  tend  to  focus  on                

facts  while  women  focus  on  deductive  reasoning.  Moreover,  female  managers  tend  to  have              

higher  levels  of  empathy  than  male  managers.  This  has  been  characterized  as  feminine  and               

masculine  management  styles,  where  women  possess  feminine  qualities  and  men  masculine            

qualities (Claes,  1999) .  However,  when  comparing  how  the  genders  perceive  the  relationship             

with  suppliers,  vendors,  customers,  and  employees.  It  is  shown  that  women  think  of  their               

relationship  as  an  interconnected  network  while  men  think  in  hierarchical  terms,            

compartmentalizing  sets  of  relationships  or  affiliations.  Even  though  their  management  styles            

differ   they   end   up   having   similar   results   (Harveston,   Davis   &   Lyden,   1997).   

When  it  comes  to  leadership  there  has  been  an  increase  in  the  discussion  whether  the  leadership                 

style  of  men  and  women  differs.  Moreover,  the  ratio  of  female  managers  has  been  increasing  in                 

the  last  half-century,  yet  there  is  still  a  negative  attitude  towards  female  leaders  (Elsesser  &                

Lever,  2011).  Furthermore,  there  has  been  continuous  attention  brought  to  the  possibility  that              
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women’s  and  men's  leadership  styles  differ.  Differences  in  styles  can  be  consequential,  because              

they  are  one  factor  that  may  affect  people’s  views  about  whether  women  should  become  leaders                

and  advance  to  higher  positions  in  organizational  hierarchies  (Eagly  &  Johannesen-Schmidt,            

2001).  Research  conducted  found  that  women  leaders  tend  to  use  transformational  leadership  to  a               

larger  extent  than  male  leaders  (Van  Engen  &  Willemsen,  2004).  Transformational  leadership             

emphasizes  motivation  and  on  the  positive  development  of  employees.  Moreover,           

transformational  leaders  empower  followers  and  pay  attention  to  their  individual  needs  and             

personal  development.  While  transactional  leadership  is  based  on  rewards  and  disciplinary            

actions.  Furthermore,  transactional  leadership  is  viewed  as  the  “cold”  social  exchange  process             

(Bass  &  Riggio,  2006).  Research  conducted  by  Suranga  in  2017  showed  that  women  leaders               

show  more  transformational  leadership  qualities  than  men  who  show  more  transactional            

leadership  qualities  (Silva  &  Mendis,  2017).  When  it  comes  to  leadership  roles  there  is  a  general                 

agreement  that  women  face  more  barriers  to  become  leaders  than  men  do  (Eagly  &               

Johannesen-Schmidt,  2001).  Female  leaders  often  suffer  prejudice  which  can  be  divided  into             

two  types,  descriptive  and  prescriptive.  The  descriptive  bias  happens  when  female  leaders  are              

stereotyped  as  having  less  potential  for  leadership  roles  than  men.  The  prescriptive  bias  happens               

when  female  leaders  are  evaluated  less  favorably  because  it  is  perceived  that  men  desire               

leadership  roles  more  than  women.  Furthermore,  the  characteristics  of  a  successful  leader  are              

often  connected  to  the  gender  roles  of  men  (Elsesser  &  Lever,  2011).  A  research  conducted  by                 

Yale  University  in  2012  found  that  women  who  talked  a  lot  and  are  in  a  position  of  power  are                    

viewed  negatively.  They  are  also  viewed  as  controlling  and  domineering  and  therefore  they  are               

less  suitable  for  leadership  positions  than  men  who  spoke  the  same  amount.  Men  in  leadership                

positions  are  seen  as  confident,  assertive,  and  dominant  and  even  though  such  traits  are  often                

associated  with  leadership  skills  they  are  perceived  negatively  when  women  possess  them             

(Everwise,   2016).  
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2.3   Genders   and   the   workplace  

2.3.1   Size   of   a   company  

The  size  of  a  company  can  have  a  major  impact  on  women's  career  to  become  a  CEO (Forbes  &                    

Piercy,   1991) .  

As  mentioned  earlier  in  the  literature  part  the  size  and  the  age  of  the  company  is  positively                  

associated.  Therefore,  older  companies  are  more  likely  to  be  large  and  well  established  (Nakano               

&  Nguyen,  2011).  In  2016  Roberts,  Geho  and  Hall  Webb  did  a  research  on  social  media.  They                  

sent  out  a  survey  and  they  got  459  respondents.  One  of  the  questions  was  regarding  the  age  of  a                    

company  that  the  individual  worked  at  and  number  of  employees.  As  can  be  seen  in  the  table                  

below,  the  biggest  companies  are  the  ones  that  have  the  most  experience.  There  are  12                

companies  founded  more  than  41  years  ago  or  more  and  have  more  than  200  employees.  This                 

corresponds  to  the  research  that  is  mentioned  here  above  that  older  companies  tend  to  be  larger.                 

Even  though  their  research  did  not  directly  assert  the  relationship  between  size  and  age  of                

companies,  this  table  gives  certain  ideas  about  the  relationship  between  age  and  size  of               

companies   (Roberts,   Geho   &   Hall   Webb,   2016).  

 
Table   5:   Age   of   a   company   based   on   the   size   (Roberts,   Geho   &   Hall   Webb,   2016)  

 

There  are  many  different  aspects  to  large  and  small  companies  such  as  the  company's  age,                

location,  and  so  forth.  Furthermore,  the  companies  may  adopt  different  production  technologies             

or  organize  the  production  process  in  different  ways,  including  the  division  of  labor.  With  the                

increased  size  of  the  company  the  demand  for  labor  changes  as  well (Paik,  2008) .  A  company's                 

size  also  affects  the  likelihood  it  will  take  competitive  actions  as  well  as  the  types  and  timing  of                   
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those  actions.  Large  companies  are  more  likely  to  initiate  more  competitive  actions  along  with               

more  strategic  actions  during  a  given  period  compared  to  smaller  companies (Hitt ,  Ireland  &               

Hoskisson,  2008).  The  size  of  the  company  can  also  affect  where  the  genders  choose  to  work,  for                  

example,  women  are  more  likely  to  work  in  a  small  company  rather  than  in  a  big  company                  

(Commission,  1990) .  The  reason  is  that  small  companies  are  more  likely  to  offer  more  flexible                

working  hours  than  big  companies (Peterson,  1989) .  Furthermore,  what  also  draws  women  to              

work  for  a  small  company  is  that  they  are  more  likely  to  be  noticed  and  have  a  better  chance  of                     

being  promoted.  Women  also  expect  to  have  a  better  chance  to  climb  up  the  ladder  in  small                  

companies  than  in  large  ones.  In  addition,  women  tend  to  get  stuck  in  middle  management  in                 

large  companies (Teigen  &  Engelstad,  2012) .  Moreover,  women  in  small  firms  have  a  higher               

probability  than  men  to  earn  a  high  wage.  The  reason  is  that  women  have  a  better  chance  of                   

showing  their  worth  in  small  companies.  What  is  also  interesting  is  that  men  are  more  likely  to                  

escape  the  transition  to  lower-wage  in  a  new  and  small  firm  than  women.  What  has  a  big  impact                   

on  the  transition  to  higher  and  lower  wages  is  education.  The  higher  education  the  individual  has                 

the  more  likely  the  individual  is  to  transition  to  a  higher  wage (Bazen,  Lucifora  &  Salverda,                 

2005) .  Even  though  women  in  Iceland  are  receiving  higher  education,  women  often  have  lower               

wages  than  men  (Olafsdottir  &  Rögnvaldsdottir,  2015).  What  also  has  an  impact  on  the  transition                

of  wages  is  the  number  of  female  employees.  The  more  female  employees  there  are  in  a  firm  the                   

higher  the  probability  is  of  transition  to  lower  wages  and  lower  the  probability  of  transition  to                 

higher  wages (Bazen  et  al.,  2005) .  What  can  also  be  related  to  the  size  of  a  firm  is  a  female                     

workers  age,  education,  and  position  within  the  company.  With  an  increase  in  the  size  of  the                 

company  the  numbers  of  females  aged  60  and  over  decrease.  The  education  of  females  is  also                 

strongly  related  to  the  size  of  the  firm.  A  female  that  has  little  formal  education  can  make  it  to                    

the  top  in  smaller  companies  but  with  the  increased  size  of  the  firm  education  is  more  mandatory.                  

Moreover,  what  can  also  be  strongly  related  to  the  size  of  a  firm  is  the  position  held  by  women.                    

The  ratio  of  women  heading  firms  decreases  with  the  size  of  the  company (Forbes  &  Piercy,                 

1991) .  The  size  of  a  firm  also  affects  the  ratio  of  the  female  board  of  directors.  As  the  size  of  the                      

firm  increases  the  number  of  boards  of  directors  increases  as  well.  Moreover,  with  the  increased                

size  of  a  firm  the  higher  the  chances  are  for  a  woman  to  be  a  part  board  of  directors.  Specifically,                     
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when  the  board  of  directors  is  more  than  three  it  increases  the  chances  of  a  woman  being  a  part                    

of  the  board (Jajuga,  Orlowski  &  Staehr,  2017) .  According  to  a  study  done  by  the  Institute  of                  

women's  policy  research,  the  results  showed  that  women  are  steadily  increasing  their  presence  in               

the  world  of  small  business  ownerships.  There  has  been  an  increase  in  female  entrepreneurs  and                

that  results  in  women  owning  more  and  more  small  businesses  (White,  2015 ) .  According  to  the                

European  Commission,  women  are  34,4% EU  self-employed  and  30%  of  start-up  entrepreneurs.             

Female  entrepreneurs  are  an  underexploited  source  of  economic  growth  and  jobs  that  should  be               

further   developed    (European   Commission,   2016) .   

 

2.3.2   Company   culture  

The  culture  of  the  company  can  vary  based  on  the  size  of  the  firm  and  the  ratio  of  female  and                     

male  employees (Born,  Ranehill  &  Sandberg,  2018) .  The  culture  within  companies  reinforces             

and  shapes  socially  appropriate  roles  for  men  and  women (Lester,  2008) .  The  definition  of               

company  culture  is  the  personality  of  the  company.  There  are  a  lot  of  varieties  that  are  included                  

in  the  company  culture  for  example  company  mission,  work  environment,  value,  goals,  and              

expectations.  Company  culture  plays  an  important  role  for  the  employees  of  the  company              

(Doyle,  2020) .  The  employee’s  commitment  to  the  culture  of  the  company  is  an  important  factor                

for  companies,  for  example,  the  willingness  to  devote  private  time  and  work  long  hours.  Such                

time  commitment  has  been  deemed  a  condition  for  career  advancement  and  success  of  the               

employees.  The  time  commitment  to  the  company  differs  based  on  the  size  of  the  firm  and  it  is                   

much  more  pronounced  in  large  than  in  small  firms.  It  creates  difficulties  for  women,  especially                

for  mothers  because  they  find  it  more  difficult  to  put  in  long  hours.  After  all,  women  carry  the                   

main  burden  of  household  work,  and  therefore  it  puts  a  constraint  on  their  career  advancement                

(Hardies,    Breesch   &   Branson ,   2013).  

However,  employees  within  companies  have  different  behavioral  profiles  and  they  tend  to  adopt              

similar  attitudes  and  behaviors  owing  to  the  organizational  culture  of  the  company (Barrera  &               

Stolarz,  2019) .  The  employees  need  to  feel  that  their  values  are  being  respected,  recognized,  and                

understood.  Furthermore,  their  diversity  needs  to  be  taken  into  account  and  it  can  be  used  as  a                  
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benefit  for  the  company (McNamara,  n.d.) .  There  has  been  an  increase  in  interest  in  diversity                

management  within  companies  to  improve  the  companies  competitiveness  by  creating  an            

inclusive  environment  within  the  company  that  values  the  employee’s  differences.  Diversity            

management  has  shown  to  be  a  critical  predictor  of  positive  employee  outcomes  such  as               

increased  job  satisfaction  and  better  performance.  Yet,  there  are  still  male-dominated  industries.             

Male-dominated  company  culture  is  when  the  majority  of  the  employees  are  male (Kim,  Lee  &                

Kim,  2015) .  Consistent  with  this,  research  done  by  Simpson  in  1998  showed  that  male  company                

culture  is  one  of  the  biggest  hidden  barriers  in  women's  careers.  Simpson  found  that  male  culture                 

creates  an  environment  where  women  do  not  flourish  and  women  are  also  excluded  and               

marginalized.  He  confirmed  the  hidden  barriers  persist  in  companies (Simpson,  1998) .  Moreover,             

within  the  male  culture,  female  employees  are  discriminated  against  and  this  negative  perception              

lowers  their  motivation,  commitment,  and  hinders  their  job  performance (Kim  et  al.,  2015) .  What               

may  be  part  of  the  reason  why  women  select  different  industries,  occupations  and  education  than                

men,  may  simply  be  that  they  feel  deterred  by  male  majority  surroundings  and  believe  that  they                 

cannot  succeed  there  (Hardies, Breesch  &  Branson ,  2013).  Consistent  with  this, research  done  by               

Born,  Ranehill  and  Sanberg  in  2018  on  women's  leadership  when  they  are  in  male  majority                

environment,  concluded  that  women  struggle  to  remain  confident  and  influential.  Women  also             

have  more  negative  perception  of  their  performance  when  they  are  in  a  male  majority               

environment  than  women  in  a  female  majority  environment.  The  research  also  stated  that  women               

in  male  majority  environment  have  a  lower  chance  to  become  a  leader (Born,  Ranehill  &                

Sandberg,  2018) .  Furthermore,  a  survey  of  103  women  voluntarily  leaving  their  executive  jobs  in               

Fortune  1000  which  are  the  largest  companies  ranked  by  revenue  in  the  United  States,  showed                

that  the  number  1  reason  why  the  women  left  their  jobs  was  due  to  the  culture  of  the  company.                    

One  of  the  greatest  disadvantages  for  women  in  the  corporate  world  is  male-oriented  corporate               

culture.  Moreover,  women  that  have  been  able  to  break  through  the  glass  ceiling  needed  to  adapt                 

to  the  male-dominated  company  culture  to  be  successful (Daft,  2008) .  There  have  been  a               

growing  number  of  studies  that  suggest  that  when  women  are  in  the  minority  they  tend  to  change                  

their  behavior  and  adopt  male  behavior  traits (Born  et  al.,  2018) .  But  if  the  women  move  to  adopt                   

a  more  masculine  style  of  behavior  against  their  preferences,  their  male  managers  will  evaluate               
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them  negatively  as  being  aggressive  while  a  man  in  the  same  position  will  be  evaluated  as                 

ambitious    (Vinnicombe   &   Singh,   2002) .  

2.3.3   Gender   bias   in   assessments  

As  mentioned  before,  women  and  men  are  not  evaluated  in  the  same  way  and  that  could  create  a                   

bias  in  assessments (Bono  et  al.,  2017) .  Assessments  are  a  major  part  of  companies  and  it                 

involves  collecting  information  and  providing  feedback  to  employees  about  their  skills,  behavior,             

and  communication  style.  Assessments  are  important  because  they  can  identify  employees  with             

managerial  potential  that  could  move  into  higher  executive  positions  within  the  company  and  it               

can  also  measure  the  current  manager’s  weaknesses  and  strengths.  With  the  help  of  assessments,               

companies  can  make  employees  understand  their  needs,  tendencies,  the  type  of  work             

environment  they  prefer,  and  the  type  of  work  they  might  prefer  to  do (Noe,  2019) . There  have                  

been  questions  regarding  that  women's  performance  is  not  evaluated  as  positively  as  men´s              

because  it  is  a  known  fact  that  women  continue  to  be  underrepresented  in  upper  management  in                 

companies (Fletcher,  1999) .  Studies  have  shown  that  performance  evaluations  may  be  predictive             

of  advancement  for  men  and  women.  A  study  done  by  Roth  in  2012  showed  that  when  it  comes                   

to  promotion  potential,  men  were  evaluated  higher  than  women  even  though  women´s  job              

performance  was  evaluated  higher (Bono  et  al.,  2017) .  Women  are  also  facing  indirect              

discrimination  which  hinders  them  to  reach  either  shortlisting  or  interview  stages  at  companies.              

Moreover,  there  is  clear  evidence  that  women  that  are  experienced  and  similarly  qualified              

receive  lower  evaluations  than  men  in  managerial  selection  situations  (Fielden  &  Davidson,             

1997 ) .  When  it  comes  to  gender  evaluation,  there  were  men  by  the  name  of  Biernat,  Manis,  and                  

Nelson  who  conducted  the  theory  shifting  standards  in  1994 (Biernat  &  Fuegen,  2001) .  The               

theory  proclaims  that  behavior  from  men  and  women  is  evaluated  based  on  different  standards               

(Bono  et  al.,  2017) .  The  model  claims  that  when  individuals  based  on  stereotyped  groups  are                

judged  they  are  automatically  compared  to  within  category  judgment  standards.  For  example,             

given  stereotypes  that  men  are  better  leaders  than  women,  individuals  are  likely  to  judge  the                

leadership  competence  of  a  particular  woman  relative  to  (lower)  standards  of  competence  for              

women  and  the  leadership  competence  of  a  particular  man  relative  to  (higher)  standards  of               
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competence  for  men.  This  will  result  in  that  men  and  women  are  not  directly  comparable  when  it                  

comes   to   evaluation    (Biernat   &   Fuegen,   2001) .   

There  has  also  been  discussion  that  women  are  not  as  willing  to  work  as  competitively  and  as                  

hard  as  men.  However,  critics  have  been  arguing  that  this  is  just  one  of  many  ways  that  society                   

blames  women  themselves  for  their  lack  in  the  top  management  roles  within  companies.              

Furthermore,  women  have  been  known  for  leaving  their  jobs  not  because  they  want  more  time                

with  their  family  or  personal  life  but  because  of  constantly  being  overlooked  for  the  top                

positions.  Research  done  by  the  Catalyst  showed  that  55%  of  women  in  the  USA  aspire  to  senior                  

leadership  roles (Daft,  2008) .  Furthermore,  research  conducted  by  Yale  in  2012  showed  that  in  a                

company  evaluation  women  are  described  in  a  matter  that  men  in  the  same  position  are  not  and                  

they  are  perceived  as  abrasive  and  too  aggressive.  The  study  also  showed  that  58.9  percent  of                 

men  received  critical  feedback  compared  to  87.9  percent  of  women,  creating  an  unfair  review               

process  that  focuses  on  the  faults  of  women  in  the  workplace (Everwise,  2016) .  Furthermore,               

men  are  promoted  at  a  much  higher  rate  than  women  during  their  early  career  stages,  and                 

entry-level  women  are  significantly  more  likely  than  men  to  have  spent  five  or  more  years  in  the                  

same  job  (Noe,  2019). In  order  for  women  to  be  promoted  within  a  company  they  need  to                  

perform  at  a  higher  standard  than  men.  This  suggests  that  bias  stemming  from  gender  stereotypes                

may  still  play  a  role  in  hindering  women´s  promotions.  There  is  a  substantial  gap  between  men                 

and   women   in   evaluations,   promotions   and   rewards    (Bono   et   al.,   2017) .  

Stephan  Gorard  researched  in  2013  on  the  promotions  of  women  and  men  in  small  companies                

with  less  than  50  employees  and  big  companies  with  250  or  more  employees.  The  results  in  the                  

table  below  showed  that  the  odds  of  a  woman  being  promoted  in  a  large  firm  were  27.5%  while                   

the   odds   of   a   man   being   promoted   were   72.4%     (Gorard,   2013) .  

 

 Men  Women  Total  

Promoted  92  35  127  

Not   promoted  185  130  315  

Total  277  165  442  
Table   6:   Women   and   men   promoted   in   a   larger   company   the   year   of   2013   (Gorard   2013)  

35  

https://www.zotero.org/google-docs/?aaO9rj
https://www.zotero.org/google-docs/?O6QmGI
https://www.zotero.org/google-docs/?qlbnmd
https://www.zotero.org/google-docs/?muS9ak
https://www.zotero.org/google-docs/?9E2ADS


 

 

The  results  from  a  smaller  firm  showed  that  the  odds  of  women  being  promoted  were  40.2%  and                  

for  men,  the  odds  were  59.7%.  The  odds  are  almost  twice  as  high  for  men  to  be  promoted  in  a                     

larger  firm  when  compared  to  the  odds  of  a  woman.  Neither  firm  has  equal  odds  for  women  and                   

men   to   be   promoted    (Gorard,   2013) .  

 

 Men  Women  Total  

Promoted  80  54  134  

Not   promoted  64  78  142  

Total  144  132  276  
Table   7:   Women   and   men   promoted   in   a   smaller   company   the   year   of   2013   (Gorard   2013)  
 

2.3.4   Hiring   and   recruiting   process  
As   mentioned   earlier   there   is   discrimination   in   the   promotion   process   as   well   as   the   hiring   and  

recruiting   process   in   companies   (Bono   et   al.,   2018).   The   hiring   process   within   a   company   is   one  

of   the   most   important   processes   within   companies.   The   hiring   process   is   the   process   of   reviewing  

applications,   selecting   the   right   candidates   to   interview,   testing   candidates,   choosing   between  

candidates   to   make   the   hiring   decision   (Noe,   2019) .   There   have   been   a   lot   of   improvements   in  

the   workplace   when   it   comes   to   women   but   there   is   still   one   area   that   needs   improvement   and  

that   is   recruiting.   According   to   a   gender   insight   report   by   Linkedin,   women   apply   to   20%   fewer  

jobs   than   men   and   the   reason   for   that   is   that   women   are   more   likely   to   apply   when   they   feel   that  

they   meet   100%   the   requirements   for   the   job   while   men   apply   when   they   meet   only   60%   of   the  

job   requirements.   When   it   comes   to   the   hiring   process,   employers   are   more   likely   to   view   male  

applications   rather   than   applications   done   by   women   (Carreau,   2019).   Moreover,   men   are   more  

likely   to   be   hired   than   women   even   though   they   both   have   the   exact   same   qualification   for   the  

job.    Coffman,   Exley   &   Niederle   did   research   in   2019   to   get   to   the   bottom   of   why   men   are   more  

likely   to   be   hired   than   women   and   the   research   showed   that   it   was   not   only   due   to   gender-driven  

discrimination   it   was   also   due   to   statistical   discrimination.   Statistical   discrimination   is   beliefs  
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about   average   gender   differences   in   skills   and   abilities   and   with   it,   individuals   have   certain  

beliefs   about   women   in   opposition   to   men   when   it   comes   to   their   performance,   and   given   those  

beliefs   the   individual   that   is   considered   the   best   worker   is   hired   in   the   end.   Due   to   statistical  

discrimination   employers   believe   that   male   workers   have   better   performance   than   women  

workers   and   employers   will   act   in   a   way   that   they   think   will   maximize   their   profits   and  

performance    (Coffman,   Exley   &   Niederle,   2019) .   Baert,   Meyer,   Moerman   &   Omeyiv   did  

research   on   hiring   discrimination   based   on   the   size   of   a   firm   in   2018.   They   researched   companies  

in   Belgium   and   they   defined   a   large   as   having   at   least   300   employees   and   a   small   firm   was  

defined   as   15   employees   or   less.   Their   study   showed   that   there   was   no   association   between   firm  

size   and   hiring   discrimination.   Their   results   showed   that   large   companies   that   are   defined   as  

large   scale   organizations   are   expected   to   be   more   objective   than   small   companies.   Moreover,  

large   companies   often   have   dedicated   human   resource   departments   and   make   more   frequent   use  

of   standardized   recruitment   procedures.   Large   companies   are   documented   as   having   more  

capacity   to   invite   a   higher   number   of   candidates   for   an   interview   and,   as   a   consequence,   may   rely  

less   on   statistical   discrimination   when   making   first   hiring   decisions.   As   for   the   small   companies,  

the   ownership   of   the   firm   and   the   recruitment   decisions   may   fall   on   the   same   shoulders   ( Baert,  

Meyer,   Moerman   &   Omey,   2018).    However,   what   does   not   work   in   women’s   favor   is   that   male  

workers   in   leadership   roles   are   more   likely   to   hire   men   into   the   company.   Even   though   men   tend  

to   hire   men,   women   that   occupy   leadership   roles   within   a   company   are   more   likely   to   hire   a  

woman.   Furthermore,   women   are   more   likely   to   apply   to   companies   that   encourage   female  

advancement   and   have   a   higher   proportion   of   women   leaders.   According   to   research   done   by   the  

World   Economic   Forum   female   CEOs   pay   women   more   than   male   CEOs   do   and   this   could  

create   a   financial   incentive   for   women   to   join   such   companies    (Duke,   2017) .  

 

2.3.5   Self-criticism  

Self-criticism   can   also   have   an   effect   on   the   hiring   and   promoting   process   in   firms   because   self  

criticism   can   affect   whether   women   apply   for   a   job   or   seek   promotion   (Kirkwood,   2009).  
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What   can   be   the   biggest   barrier   to   women’s   success   in   work   is   self-criticism.   Women   are   more  

likely   to   rate   their   performance   lower   than   men.   What   is   also   important   to   acknowledge   is   that  

research   suggests   that   individuals   are   more   likely   to   gain   senior   positions   if   they   tend   to  

overestimate   their   abilities.   The   consequences   of   overestimating   one’s   abilities   are   that   the  

individual   is   more   likely   to   put   themselves   forward   for   a   promotion   and   to   achieve   higher  

recognition   within   companies.   Furthermore,   individuals   who   overrate   themselves   relative   to   their  

peers   can   also   be   at   an   advantage   since   they   are   likely   to   be   more   resilient   to   criticism   and   more  

impervious   to   other   people’s   opinions    (Trickey,   2016) .   Moreover,   women   are   1,4   times   more  

likely   to   receive   criticism   in   their   annual   performance   reviews   than   men    (Cecchi-Dimeglio,  

2017) .   Employees   are   three   times   more   likely   to   associate   appraisals   to   female   managers   and  

twice   as   more   likely   to   associate   criticism   with   the   male   managers    (Abel,   2019) .   Self-criticism  

and   self-confidence   goes   hand   in   hand   and   women   seem   to   lack   self-confidence   and   therefore  

they   are   more   sensitive   to   feedback    (Tinsley   &   Ely,   2018) .   The   lack   of   self-confidence   can   avert  

womens   success   and   it   can   be   a   particular   issue   when   women   need   to   negotiate   overpay.   Women  

seem   to   have   less   confidence   than   men.   Broughton   and   Miller   did   a   research   on   women   in  

middle   management   in   2009   and   their   results   showed   that   confidence   was   one   of   their   main  

barriers   for   women   and   it   hampers   their   career   progression   in   several   ways.   Women   are   less  

likely   to   apply   for   jobs   because   they   do   not   consider   themselves   fully   qualified.   Moreover,   their  

research   concluded   that   women   are   more   likely   than   men   to   be   averse   to   self-promotion,   which  

also   impacts   negatively   on   progression   and   rewards.   Confidence   also   played   a   more   general   role  

in   how   women   behaved   in   an   organisation   and   how   they   dealt   with   the   difficulty   of   negotiating  

issues   to   do   with   appearance   and   being,   essentially,   a   woman   in   a   man’s   world   (Broughton   &  

Miller,   2009).   Moreover,   studies   have   concluded   that   men   tend   to   have   higher   self-confidence  

than   women   and   self-confidence   is   very   important   because   it   is   based   on   one's   perception   of  

skills   and   abiliti es   (Kirkwood,   2009).    A   study   done   by   Beyer   in   1990   showed   that   women   tend   to  

under   or   accurately   estimate   their   ability   whereas   men   tend   to   over   or   accurately   estimate   their  

ability   when   it   comes   to   the   perception   of   competence   on   various   tasks    (Santos-Pinto,   2012) .   

However,   the   women   that   have   achieved   the   top   positions   within   companies   did   that   not   only   by  

having   a   high   aspiration   to   succeed   but   also   had   confidence   in   their   competence   to   do   so.  

38  

https://www.zotero.org/google-docs/?25fbEh
https://www.zotero.org/google-docs/?7M2SQH
https://www.zotero.org/google-docs/?7M2SQH
https://www.zotero.org/google-docs/?IenBaG
https://www.zotero.org/google-docs/?sPWFZn
https://www.zotero.org/google-docs/?4JQz6t


 

Self-efficacy   in   psychological   literature   refers   to   the   expectancy   that   an   individual's   efforts   or  

abilities   will   lead   to   success.   It   is   the   belief   that   the   individual   has   in   himself   to   succeed   will  

energize   and   contribute   to   the   individual's   hard   work.   If   the   individual   has   low   self-esteem   and   is  

constantly   self   criticizing,   it   will   result   in   the   individual   not   believing   in   himself   and   therefore   be  

discouraged   to   try   to   achieve   a   higher   role   in   his   career.   However,   women   that   have   made   it   to  

the   top   positions   within   companies   have   confidence   in   their   self-efficacy    (Halpern   &   Cheung,  

2011) .   As   mentioned   before,   the   biggest   companies   in   Iceland   are   more   often   run   by   men  

( Hagstofa   Íslands ,   n.d.) .   In   the   big   companies,   there   are   often   more   employees   and   with   that,  

there   are   more   employees   that   can   be   compared   to   each   other.   Therefore   women   need   to   prove  

themselves   even   more   than   their   male   workers   and   by   doing   so   women   need   confidence    (Risse,  

n.d.) .   When   it   comes   to   confidence   it   is   known   that   the   CEO   needs   to   be   confident   and   with   that,  

the   employees   believe   that   the   CEO   is   leading   the   company   to   success    (Jopwell,   2017) .  

 

2.3.6   Women   imitate   men   

Like  mentioned  before,  due  to  women's  lack  of  confidence  they  have  been  changing  their               

behavior   according   to   men   being   a   woman   in   a   man's   world   ( Broughton   &   Miller,   2009).   

In  1980  when  women  first  entered  the  corporate  world  they  tried  to  imitate  male  behavior.  It  was                  

an  unspoken  norm  for  young  women  that  they  needed  to  dress  and  behave  like  men  to  be                  

successful  and  the  reason  for  that  is  that  there  were  no  female  role  models (Halpern  &  Cheung,                  

2011) .  Women  experience  early  in  their  careers  that  traditional  male  traits  are  expected  in  senior                

administrative  roles  and  that  promotion  depends  on  their  ability  to  act  like  men.  The  traits  that                 

have  been  connected  to  a  male  manager  are  smart,  strong,  confident,  powerful,  focused,              

self-righteous  and  competitive  (Lester,  2008).  By  enhancing  masculine  agentic  characteristics           

women  are  able  to  overcome  the  glass  ceiling  barriers  (Einarsdottir,  Christiansen  &             

Kristjansdottir,  2018).  Women  that  have  broken  through  the  glass  ceiling  have  adopted  male              

behavior  since  men  were  the  ones  who  had  power,  then  doing  as  they  do  must  be  a  good  idea                    

(Vanderbroeck,  2010) .  Consistent  with  this,  a  research  done  by  Einarsdottir,  Christiansen  and             

Kristjansdottir  on  11  Icelandic  women  in  middle  management  in  2018.  The  results  showed  that               
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women  in  Iceland  are  facing  a  lot  of  barriers  in  their  careers.  Moreover,  their  research  showed                 

that  from  Icelandic  women's  perception  the  only  way  around  the  barriers  that  they  are  facing  is  to                  

become  more  like  men  (Einarsdottir,  Christiansen  &  Kristjansdottir,  2018).  But  acting  like  men              

only  helps  women  to  a  certain  extent  because  females  that  act  too  much  like  men  and  are                  

showing  behavior  like  toughness,  decisiveness,  and  assertiveness  are  not  well  received  by  their              

employees.  This  could  be  explained  and  argued  with  the  example  of  Hillary  Clinton  who  was                

competing  for  the  elections  for  USA  president  in  2008.  She  lost  the  election  because  she  was                 

desperately  trying  to  act  and  behave  like  a  man  but  not  because  she  was  too  much  of  a  woman.                    

Clinton  learned  from  her  own  mistake  and  she  has  apparently  adopted  a  different  style,  and  she  is                  

now  recognized  as  an  effective  leader  of  the  State  Department (Vanderbroeck,  2010) .             

Furthermore,  women  are  often  consciously  or  unconsciously  trying  to  imitate  male  confidence             

even  though  they  are  accomplished  and  intelligent (Kay  &  Shipman,  2014) .  To  change  this,               

companies  need  to  ensure  that  behavior  by  women  leaders  is  perceived  in  its  true  light  and                 

appreciated  for  its  true  value  and  with  that,  they  will  maximize  the  opportunity  of  gender                

diversity  at  the  top.  They  must  also  update  their  talent  management  processes,  such  as  leadership                

competency  frameworks,  assessment,  leadership  development,  and  succession  planning.  By          

changing  these  processes  the  companies  will  benefit  from  a  gender-balanced,  and  therefore             

high-performing,  leadership  team (Vanderbroeck,  2010) .  What  can  also  change  this  issue  is  to              

leverage  the  differences  between  men  and  women  leaders  rather  than  in  seeking  to  highlight  the                

similarities  between  them.  Women  stop  imitating  men  and  they  must  find  and  develop  their  style                

in  order  to  progress.  They  need  to  turn  to  be  different  into  a  positive  contribution  that  adds  value                   

to   the   business    (Vanderbroeck,   2010) .  

 

2.3.7   Risk-taking   

Risk  taking  is  more  often  associated  with  male  behavior  and  women  have  been  known  to  imitate                 

that  behavior (Vanderbroeck,  2010) .  Risk  is  often  associated  with  success  and  risk-taking             

individuals  can  elevate  to  higher  levels  of  achievements.  There  are  risks  in  everything  and  there                

are  especially  risks  when  applying  for  a  higher  position  within  companies (Engineer,  2015) .              
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There  are  risks  in  numerous  career  decisions  and  it  varies  from  taking  on  new  challenging                

assignments,  staying  at  a  job,  or  seeking  a  new  one,  trying  a  new  field,  or  even  starting  a                   

business.  All  this  depends  on  the  relationship  that  the  individual  has  with  risk.  A  good  example                 

of  an  extraordinary  career  risk  is  the  decision  that  Jeff  Bezos  made.  He  was  a  well  paid  senior                   

vice  president  at  a  hedge  fund  but  quit  his  job  to  start  his  own  company  Amazon  in  his  garage                    

(Whitehead,  2019) .  Men  are  more  likely  than  women  to  jump  at  opportunities  for  professional               

advancement  and  by  doing  so  they  take  a  big  risk  (Gino  et  al.,  2015). Consistent  with  this                  

example,  research  done  by  Khan  and  Vieito  in  2013  showed  that  males  tend  to  take  more  risks                  

while  women  tend  to  be  risk-averse.  Risk-taking  affects  the  behavior  and  the  decisions  that  men                

and  women  take  in  the  workplace.  Their  results  also  showed  that  when  the  CEO  is  a  woman  the                   

risk  level  of  the  company  is  smaller  compared  to  if  the  CEO  was  a  male  (Khan  &  Vieito,  2013).                    

Research  done  by  KPMG  in  2019  showed  that  women  that  are  looking  to  move  into  leadership                 

positions  in  today's  business  world  may  benefit  by  taking  more  risks  throughout  their  careers.  In                

the  same  research,  the  results  showed  that  43  percent  of  the  women  were  willing  to  take  risks  in                   

their  careers  and  these  risks  were  in  the  form  of  switching  careers,  moving  to  a  new  location  for                   

a  new  job,  volunteering  to  do  a  big  presentation,  going  for  a  high  profile  project  or  asking  for  a                    

higher  salary (Uviebinene,  2019) .  It  is  not  that  those  women  did  not  see  the  benefits  of                 

risk-taking  because  more  than  half  of  the  women  believed  that  people  who  take  more  career  risks                 

progress  more  quickly  than  others.  But  when  it  comes  to  the  motivations  that  encourage  their                

risk-taking  the  number  one  factor  was  the  opportunity  to  make  more  money  but  on  the  other                 

hand  only  one-quarter  of  responding  women  reported  that  earning  a  more  senior  title  or               

promotion  was  a  motivator  for  them  to  take  risks.  The  main  objective  that  was  holding  women                 

back  from  taking  risks  is  their  confidence.  Therefore  risk-taking  and  confidence  are  associated              

terms  since  individuals  need  confidence  to  take  risks ( KPMG,  n.d.) .  As  mentioned  above ,  women               

that  have  achieved  the  top  positions  within  companies  had  confidence  in  their  competence  to  do                

so (Halpern  &  Cheung,  2011) .  When  it  comes  to  applying  for  a  higher  position  for  example  the                  

position   of   a   CEO   a   lot   of   risks   are   involved    (Engineer,   2015) .  

Moreover,  when  the  CEO  is  a  male  the  company's  risk  level  is  much  higher  than  if  the  CEO  is  a                     

female  (Khan  &  Vieito,  2013).  As  mentioned  above  the  CEO  is  responsible  for  a  lot  in  the                  
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company  and  with  the  role  of  the  CEO  there  comes  risks (Decker,  2016) .  This  could  result  in                  

lower  numbers  of  women  in  the  position  of  CEO  because  they  tend  to  be  risk-averse  and  men                  

tend   to   take   more   risks    (Khan   &   Vieito,   2013).  

 

2.3.8   Age   discrimination  

What  is  also  holding  women  back  in  claiming  manager  position  is  age  discrimination  (Fielden  &                

Davidson,  1997 ) .  Age  discrimination  is  when  an  individual  is  treated  less  favorably  because  of               

the  individual’s  age.  Furthermore, age  is  not  a  reliable  indicator  when  judging  a  worker’s               

potential  productivity  or  employability (World  Health  Organization, n.d.) .  Older  employees  are            

the  ones  that  are  facing  age  discrimination  the  most  which  can  have  a  major  effect  on  them  in  the                    

labor  market  and  that  is  why  it  is  an  important  human  rights  issue (Bennington,  2002) .  Moreover,                 

age  discrimination  persists  even  though  older  workers  are  not  necessarily  less  healthy,  less              

educated,  less  skillful  or  productive  than  their  younger  counterparts (World  Health  Organization,             

n.d.).  Research  was  done  in  the  USA  by  AARP  which  showed  that  64%  of  employees  experience                 

or  witnessed  age  discrimination  in  their  workplace (Autenrieth,  n.d.) .  Moreover,  older  women             

are  facing  more  age  discrimination  than  men  at  the  same  age  in  the  workplace.  Research  shows                 

that  women  are  the  primary  victims  of  age  discrimination  in  hiring,  which  means  that  women  are                 

driven  out  of  the  workplace  earlier  than  men  and  have  a  much  more  difficult  time  finding  a  way                   

back (Barnes,  2019) .  When  male  managers  age  they  are  considered  to  increase  in  value  because                

of  their  experience  and  they  are  compared  to  a  fine  wine  that  gets  better  with  age.  While  older                   

women  are  considered  to  be  technically  savvy,  lack  in  stamina,  and  that  they  are  not  invested  in                  

their  careers  anymore (Marcus,  2018) .  The  discrimination  is  not  only  in  hiring  but  it  also  exists                 

in  selection  within  companies (Bennington,  2002) .  Female  managers  that  are  searching  for  a  job               

are  likely  to  be  overlooked  because  they  are  excluded  from  a  substantial  number  of  advertised                

managerial  positions  that  are  reserved  solely  for  male  candidates. A  research  done  by  Allan  in                

1989  suggested  that  age  is  the  biggest  barrier  that  unemployed  female  managers  are  facing.  Now                

women  are  facing  both  gender  and  age  discrimination  which  has  tremendous  effects  on  their               

position  within  the  labor  market  (Fielden  &  Davidson,  1997 ) .  There  have  been  number  of  studies                
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about  age  discrimination  and  how  companies  can  address  these  problems.  When  dealing  with              

negative  stereotypes  it  is  important  to  focus  on  the  exposure  of  young  people  to  older  adults.                 

Exposure  to  positive  examples  of  older  workers  can  improve  implicit  beliefs  about  older  adults.               

To  change  the  perception  and  attitudes  of  the  younger  generation,  companies  need  to  provide               

information  about  myths  and  realities  of  aging  and  follow  up  with  a  discussion  about  ageism                

(World  Health  Organization,  n.d.). The  ban  on  discrimination  based  on  age  in  the  labor  market  in                 

Iceland  was  validated  on  1  July  2019.  The  ban  applies  to  hire,  access  to  vocational  training,                 

decisions  in  connection  with  wages  and  other  terms  of  employment,  and  dismissals.  Thus,  it  is                

not  permitted  to  have  an  age  provision  in  the  wage  rates  of  wage  agreements  and  it  can  be                   

concluded  that  it  is  not  permitted  to  link  holiday  entitlements  to  the  age  of  employees (BSRB,                 

2019) .  Even  though  there  are  regulations  regarding  age  discrimination  it  persist  in  the  labor               

market   (World   Health   Organization,    n.d.) .  

 

3.   Methodology  

This  section  will  explain  the  methodology  used  in  the  preliminary  study  and  the  main  study.  The                 

researcher  built  research  on  two  types  of  research.  The  preliminary  research  A  will  investigate               

whether  more  men  pursue  the  role  of  CEO  and  if  they  men  are  more  likely  to  be  appointed  to  the                     

CEO  role.  The  main  research  will  give  insight  from  CEOs  with  the  aim  to  get  insight  into  why                   

men  are  dominating  that  field.  It  will  be  discussed  how  the  interviewees  were  selected  and  how                 

the  data  was  processed.  Finally,  the  limitations  of  the  study  will  be  outlined  with  its  advantages                 

and   disadvantages.   The   methods   used   in   conducting   the   research   will   be   elucidated.  

 

3.1.   Research   methodology   of   preliminary   research   A  

The  preliminary  research  A  will  be  built  on  a  quantitative  methodology.  The  researcher  tried  to                

gather  data  from  the  biggest  consulting  firms  in  Iceland. The  companies  handle  recruitment  for               

other  companies. The  researcher  examined  whether  it  was  possible  to  obtain  a  list  of  advertised                

CEO  positions  and  the  proportion  of  women  and  men  who  applied  and  which  gender  got  the  job                  
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in  the  end.  Only  one  consultancy  firm  agreed  on  providing  the  researcher  with  the  following                

material  but  on  the  condition  that  the  consultancy  firm  would  not  be  named  in  the  research. The                  

consultancy  firm  provided  the  researcher  with  information  on  two  advertised  positions  of  CEO  in               

2019  with  the  proportion  of  the  genders  that  applied  and  whether  a  woman  or  a  man  was                  

eventually   hired.   

 

3.2   Research   methodology   of   the   main   research   -   Insights   from   CEOs  

The  main  research  will  be  based  on  a  qualitative  method.  The  qualitative  method  was  chosen  to                 

get  a  deeper  understanding  of  why  the  ratio  of  female  CEOs  decreases  with  the  increasing  size  of                  

companies.  The  aim  was  to  interview  5  female  and  5  male  CEOs  in  companies  that  are                 

considered  a  part  of  a  male-dominated  industry  were  the  majority  of  employees  are  male.  The                

interviews  were  conducted  at  the  end  of  June  through  the  telecommunication  system  Microsoft              

Teams  and  one  interview  was  taken  in  person.  The  researcher  asked  the  interviewees  for  the                

permission  of  the  recording  of  the  interview.  The  researcher  asked  the  interviewees  22              

standardized  and  predefined  questions  with  the  aim  to  create  a  conversation  around  the  subject.               

All   the   interviews   were   written   down   and   the   characteristic   themes   will   be   analyzed.  

 

3.3   Interviewees   of   the   main   research   

Both  target  and  quota  samples  were  used  in  the  selection  of  participants  in  the  main  study.  It  was                   

decided  in  advance  to  select  5  women  and  5  male  CEOs to  get  different  perspectives  on  the                  

criteria.  The  researcher  contacted  interviewers  through  email  who  met  the  criteria  that  being  said               

an  individual  working  as  a  chief  executive  officer  in  a  company  that  is  considered  being  part  of                  

the  male-dominated  industry  in  2020  were  the  majority  of  employees  are  male.  Originally  the               

researcher  contacted  23  CEOs  and  10  agreed  to  the  interview.  The  companies  were  selected               

randomly  and  they  also  varied  in  sectors.  The  companies  also  varied  in  size,  the  smallest                

company  had  4  employees  and  the  biggest  850.  Moreover,  there  was  no  emphasis  put  on  the                 

education,  age,  or  period  of  employment  to  get  a  diverse  sample  of  interviewees.  None  of  the                 
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interviewees  worked  at  the  same  company  and  their  background  was  diverse  to  get  better  insight                

from  many  perspectives.  The  age  of  the  interviewees  ranged  from  36  to  68  years  old  and  their                  

experiences  as  CEO  ranged  from  a  few  months  to  more  than  a  decade.  Moreover,  the  background                 

of   the   interviewees   was   very   diverse   as   well   as   their   marital   status.  

 

3.4   Ethical   matters  

The  researcher  took  ethical  issues  into  account  while  conducting  this  research.  The  companies              

were  selected  at  random,  making  sure  that  the  researcher  had  no  personal  connections  with  the                

companies  of  the  CEOs.  The  interviewees  were  promised  full  confidentiality  that  applies  both  to               

them  personally  and  also  to  the  companies  they  work  for.  Immediately  after  the  interviews,  they                

were  copied,  the  names  of  the  interviewees  were  changed  into  men  and  women  and  the  names  of                  

companies  or  institutions  were  removed.  The  researcher  made  sure  that  no  one  had  access  to  the                 

written  interviews.  The  recordings  of  the  interviews  were  in  safe  hands  and  no  one  but  the                 

researcher  had  access  to  the  interviewees'  recordings.  After  processing,  the  recordings  of  the              

interviews   were   deleted   and   the   written   interviews   were   deleted   as   well.  

 

4.   Research  

4.1   Analysis   of   data  
Preliminary   research   A   -    Information   on   employment   request  

When  it  came  to  the  data  from  the  consultancy  firm  1,  the  researcher  received  information  about                 

two  advertised  positions  of  CEO  on  behalf  of  two  companies  and  the  information  was  from  the                 

year  2019.  The  researcher  took  the  proportions  of  the  genders  who  applied  for  the  jobs  and                 

posted  the  results  in  Microsoft  Excel.  The  proportion  of  the  genders  was  calculated  as  a                

percentage  and  set  up  in  a  table.  The  ratio  was  then  used  to  interpret  the  results  and  finally                   

plotted   and   a   bar   chart   created.  
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Main   research   -   Insights   from   existing   CEOs  

The  interviews  were  all  recorded  and  then  the  researcher  began  by  writing  down  the  interviews.                

The  names  of  the  CEOs  and  all  personal  information  were  excluded  and  the  interviews  were                

characterized  into  male  and  female  answers.  Next,  the  interviews  were  printed  out  and  read  over.                

The  researcher  began  by  analyzing  themes  between  CEOs  and  cross-referencing  all  the  material              

they  had  shared.  The  most  common  words  or  phrases  were  handwritten  on  a  piece  of  paper.  From                  

that,  it  was  clear  to  the  researcher  that  there  were  certain  themes  involved.  The  researcher                

divided  the  themes  into  11  chapters  according  to  the  most  prominent  themes.  The  interviewees'               

comments   were   arranged   in   each   section   and   used   to   interpret   the   results.  

 

4.2   Limitations  

There  are  many  limitations  to  this  research.  The  reader  needs  to  consider  that  the  sample  size  is                  

not   big   since   the   researcher   only   interviewees   ten   CEOs.  

The  limitations  of  the  research  are  that  in  the  end  of  February  the  Coronavirus  arrived  in  Iceland.                  

This  had  a  tremendous  effect  on  the  research  itself  since  companies  needed  to  adapt  to  these                 

circumstances  and  change  their  processes.  There  were  a  lot  of  changes  in  companies  and  a  lot  of                  

people  lost  their  jobs.  This  also  affected  that  the  researcher  did  not  get  as  many  replies  to  emails                   

since  these  were  such  difficult  times  and  the  CEOs  had  enough  on  their  table  already.  Also  bear                  

in  mind  that  9  of  the  interviews  were  taken  on  Microsoft  Teams  and  that  could  affect  the  CEOs                   

answers  to  questions  that  were  asked.  The  researcher  sent  emails  to  5  consulting  firms  in  the                 

middle  of  March  and  only  two  of  the  consulting  firms  answered  the  email.  Moreover,  one  of  the                  

biggest  consultancy  firms  in  Iceland  went  bankrupt  in  the  crisis.  After  the  researcher  called  and                

attended  the  consultancy  firms  many  of  them  did  not  want  to  provide  the  researcher  with  the                 

material  as  well  as  they  did  not  provide  the  researcher  with  a  reason  why  they  were  not  willing  to                    

provide  the  researcher  with  the  material.  Another  limitation  is  that  the  thesis  was  written  during                

summertime   and   that   resulted   in   delays   in   emails,   interviews,   and   material   for   the   research.  

However,  one  of  the  major  limitations  of  this  research  is  the  lack  of  studies  done  on  the                  

relationship   between   firm   size   and   the   discrimination   against   women   in   the   labor   market.  
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4.3   The   usefulness   of   the   research  

This   research   will   help   the   society   since   the   results   can   give   insight   into   what   is   holding   back  

women   from   reaching   CEO   positions   in   Iceland.   Icelandic   companies   can   take   the   results   and  

evaluate   them   and   eventually   change   the   hiring   process   of   CEOs   into   companies.   It   is   also  

important   for   the   younger   generation   to   see   how   biased   these   ratios   are   and   that   they   would   want  

to   change   them   since   they   are   the   workforce   of   the   future.   The   results   of   the   research   will  

challenge   the   current   situation   in   this   field   and   show   the   society   that   this   gender   difference  

should   not   be   tolerated.   

  

5.   Results  
In   this   chapter,   the   results   will   be   published   from   the   qualitative   and   quantitative   part   of   the  

research.   First,   the   results   from   the   quantitative   part   will   be   discussed   and   analyzed   and   then   the  

results   from   the   qualitative   part   will   be   addressed.   The   findings   are   based   on   qualitative   data  

collected   from   10   interviews   and   the   quantitative   data   will   be   collected   from   consultant   firms.  

 

5.1   Preliminary   research   A   -   Information   on   employment   request  

The   results   from   the   questions   sent   to   a   consultancy   company   that   did   not   want   to   be   identified  

were   the   following.   There   were   two   CEO   positions   advertised   on   behalf   of   two   companies   in   the  

year   2019.   The   results   showed   that   the   number   of   women   that   applied   for   job   1   was   2   or   22.2%  

and   the   number   of   men   was   8   or   77.7%.   For   job   2   the   number   of   women   that   applied   was   8   or  

26.6%   and   the   number   of   men   was   22   or   73.3%   as   can   be   seen   in   the   figure   below   the   ratio   of  

women   is   lower   than   the   male   ratio.   Yet   in   both   cases,   a   man   got   the   job.   
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Figure   9:   Ratio   of   men   and   women   that   applied   for   the   position   of   a   CEO   in   2019  

 
It   can   be   concluded   that   men   are   more   likely   to   be   appointed   to   the   role   of   CEO   and   these   results  

also   show   that   even   though   women   are   in   the   minority   that   apply   they   are   still   applying   for   the  

role   of   a   CEO.  

 

5.2   Main   research  

Themes  

The   results   from   the   interviews   were   presented   according   to   certain   themes.   The   themes   were  

characterized   around   the   findings   and   11   themes   emerged    and   the   researcher   thought   every  

theme   was   equally   important   to   the   research   since   it   all   sheds   a   different   light   to   this   matter.   All  

the   11   themes   will   be   used   to   conclude   what   is   holding   back   women   from   reaching   CEO  

positions   in   Iceland   and   if   it   does   depend   on   company   size.  

The   themes   of   the   interviews   will   be   discussed   in   detail.  

 

5.2.1   “She   is   only   trusted   to   run   this   little   family”  

If   the   ratio   of   female   CEOs   in   Iceland   is   observed   and   analyzed,   it   can   be   seen   that   when  

employees   of   the   company   are   10-19   then   the   ratio   of   female   CEOs   is   19%   but   as   soon   as   the  

company   grows   to   100-249   employees   the   ratio   declines   to   12%.   
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The   researcher   asked   the   participants   why   does   the   ratio   of   women   CEOs   decline   with   the   size   of  

the   company.   The   majority   of   the   participants   mentioned   that   ownership   of   the   company   plays   a  

vital   role.   Consistent   with   what   one   of   the   female   interviewees   mentioned:  

 

“The   smaller   companies   may   be   owned   by   women.   I   also   think   it   was   a   family   business  

and   also   what   kind   of   business   it   is”  

 

A   male   interviewee   said   that   women   that   would   have   liked   to   become   the   CEO   in   the   big  

companies,   founded   their   own   companies   and   claimed   the   role   of   a   CEO.  

One   of   the   female   interviewees   also   said:  

 

“    I   wonder   what   the   share   of   ownership   is   in   these   companies   because   I   think   there   are  

often   family-owned   companies   and   the   woman   gets   the   job   out   of   family  

relationships…Maybe   we   are   stuck   with   the   fact   that   women   are   not   trusted   at   big  

companies   with   200   employees   but   we   trust   them   with   10   employees   because   it   is   just  

like   running   a   family.   It’s   the   glass   ceiling,   we   trust   them   up   to   this   point   but   no   further”  

 

Consistent   with   this   is   what   another   male   interviewee   said:  

 

“It   might   be   like   running   a   family.   I   can   imagine   that   in   the   smaller   companies,   the  

manager   is   less   in   control   and   more   in   other   roles”  

 

One   of   the   female   interviewees   said:  

 

“I   think   people   do   not   trust   women   like   they   trust   men   and   companies   are   trying   to  
participate   in   gender   equality   and   therefore   allow   them   to   run   smaller   companies   as  
women   are   perceived   to   do   less   harm   there.   I   think   that   family   businesses   are   one   of   the  
explanatory   behind   this   ratio”  
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It   was   also   mentioned   that   as   the   companies   get   bigger   the   more   difficult   it   is   for   women   to   claim  
managerial   roles.   The   interviewee   said   that   in   big   companies   women   need   to   prove   themselves  
and   excel   in   their   male   colleagues   even   more.    One   of   the   interviewees   pinpointed   that   bigger  
companies   are   most   often   legacy   firms   that   are   controlled   by   men   from   the   older   generation  
where   no   women   worked   20   years   ago   which   resulted   in   the   companies   being   male-dominated  
and   therefore   women   are   not   able   to   be   promoted   or   held   high   positions   within   the   company.  
This   is   consistent   with   what   one   of   the   female   interviewees   said:  

 

“My   experience   is   that   as   the   companies   grow   bigger   the   stiffer   the   culture   and   more  

male-dominated   the   company   becomes   and   it   may   be   less   suitable   to   women”.  

 

5.2.2   Acting   like   men   to   try   to   reach   to   the   top  

All  the  interviewees  were  asked  whether  they  thought  that  women  needed  to  take  manly  values                

into  account  to  try  to  reach  the  top  positions  and  almost  everyone  came  down  with  similar                 

answers.  

One   of   the   female   interviewees   pointed   out   that   men   acquire   certain   traits   which   women   need   to  
adopt   to   try   to   reach   the   top   positions.   She   said   :  
 

“There   we   are   talking   about   risk-taking,   it   is   more   natural   for   men   just   like   social   skills  
are   more   natural   for   women   then   we   need   to   take   into   account   how   we   act   to   achieve  
certain   results   and   we   can   apply   our   social   skills   and   understand   when   we   need   to   take  
risks   and   just   as   men   need   to   greatly   increase   their   social   skills   because   the   company   is  
calling   for   change”  
 

Another  male  interviewee  talked  about  the  women  in  the  highest  positions  need  to  interact  with                

men  and  if  the  men  act  according  to  manly  values  then  women  need  to  adapt  their  behavior                  

according   to   that,   he   ended   the   question   by   saying   :   

 

“You  need  to  take  into  account  the  values  of  the  people    you  are  working  with  so  yes  there                   

is   a   possibility   that   women   need   to   do   that”  
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Consistent   with   this   is   what   one   of   the   male   interviewees   mentioned:  

 

“If  masculine  values    are  risk-taking,  most  women  in  senior  positions  have  probably  had              

to  deal  with  men  and  if  they  show  masculine  values,  then  they  must  have  had  to  do  so                   

also.  You  need  to  take  into  account  the  values  of  the  people    you  are  working  with  so  yes                   

possibly”  

 

It  was  mentioned  that  this  will  have  a  negative  impact  on  the  ratio  of  women  in  companies.  Since                   

they  are  behaving  like  men  to  reach  the  top  and  not  showing  their  true  worth  and  their                  

contributions   to   the   company.   

Consistent   with   this   is   what   one   of   the   female   interviewees   said:  

 

“Well,  at  least  I  have  never  done  that.  It  is  very  important  as  a  manager  to  be  relaxed  and                    
take  on  things  when  they  come.  So  no,  I  never  feel  like  I'm  taking  on  masculine  values                  
because   you   gain   nothing   by   changing   yourself”  
 

Another  female  interviewee  pointed  out  that  she  had  never  changed  her  behavior  but  she  also                
mentioned  that  it  does  matter  if  the  company  is  male-dominated  because  that  could  have  the                
effect   that   women   could   experience   that   they   needed   to   change   their   behavior   according   to   men.  
One   of   the   male   interviewees   answered:  
 

“   Yes   I   think   that   women   need   to   do   it   and   I   think   it   is   not   good,   I   think   they  
should   just   hold   on   to   their   values     but   I   still   understand   that   when   a   woman   is   alone  

against   5-7   men   in   the   executive   position,   then   I   think   it   is   more   difficult   for   the   woman  
resist   to   be   one   of   the   boys   but   as   soon   as   they   are   two   I   think   that   makes   an   incredible  
difference   for   them,   they   can   be   more   themselves   and   stand   by   their   values     and   their  

background.   But   as   that   being   said   I   think   it   is   also   more   difficult   for   a   woman   to   be   one  
against   5-6   men   than   for   a   male   to   be   one   against   5-6   women   executives.   I   think   the   man  

can   still   hold   his   values   when   he   is   alone   while   the   woman   can   not”  
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It   is   interesting   to   notice   that   4   out   of   5   of   the   male   CEOs   agreed   that   women   needed   to   change  
their   behavior   according   to   men's   behavior   when   trying   to   reach   the   top   positions   within  
companies.   The   one   male   CEO   that   did   not   agree   to   it   said   that   he   doubted   that   they   needed   to  
change   their   behavior   but   he   added   that   it   is   difficult   for   a   woman   to   speak   her   mind   when   she   is  
alone   with   10   other   men.  
 

5.2.3   Women   just   need   to   prove   themselves   more  

From   the   results   of   the   interviews,   there   was   a   strong   theme   that   emerged   around   women   and  

how   they   need   to   prove   themselves   more   than   men   within   companies.   Moreover,   many   of   the  

interviewees   agreed   that   women   are   not   evaluated   on   the   same   level   as   men   and   therefore   they  

need   to   excel   with   their   male   colleagues.   

A   lot   of   the   interviewees   agreed   that   women   need   to   excel   to   be   noticed.  

For   instance   one   of   the   female   interviewees   said:  

 

“Men   get   jobs   because   they   are   promising   but   women   need   to   prove   themselves   and   there  

is   a   certain   contradiction   in   that   when   you   never   get   a   chance.”  

 

Moreover,   the   female   interviewees   related   to   the   fact   that   they   needed   to   accomplish   certain  

things   and   outdo   their   male   employees   to   be   viewed   at   the   same   level   as   the   male   employees  

when   it   comes   to   promotion.   This   is   consistent   with   what   another   female   interviewee   mentioned  

that   she   felt   that   women   were   perceived   as   less   than   men.   Furthermore,   she   also   mentioned:  

 

“We   are   valued   less   than   men   because   we   are   trying   to   put   people   in   a   certain   box   and   if  

we   are   talking   about   role   models   then   it   is   crucial   that   a   woman   can   be   the   Minister   of  

Justice   and   the   Minister   of   Innovation   and   she   is   still   cute   and   funny   and   all   that.   We   are  

valued   differently   based   on   an   old   tradition,   you   put   people   in   a   certain   box   and   you   have  

to   break   out   of   it   and   you   have   to   believe   that   women   can   be   determined   and   can   achieve  

good   results   even   if   they   are   in   a   skirt   or   they   laugh   out   loud”  
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Another   female   interviewee   agreed   that   women   are   not   valued   at   the   same   level   as   men   and   she  

also   mentioned   that   for   a   woman   to   become   a   manager   she   needs   to   show   and   prove   herself   or  

exceed   the   performance   of   a   man   to   be   valued   at   the   same   level   as   men.   

Consistent   with   this   is   what   another   female   interviewee   said:  

 

“When   it   comes   to   management   positions,   I   think   there   are   more   demands   on   women,  
men   are   much   more   likely   to   enjoy   the   doubt.   Man   with   a   lot   of   potentials   gets   a   position  
but   the   woman   not   until   she   has   proven   herself”  
 

She   also   continued   by   saying   that   women   are   not   valued   in   the   same   matter   as   men   and   that   they  

still   receive   discrimination.  

One   of   the   female   interviewees   said:  
 

“No,   I   do   not   think   so.   There   are   still   certain   attitudes   towards   women   and   men,   although  
it   has   now   changed   a   lot   and   there   have   been   great   changes   since   I   started   in   the   labor  
market.   I   think   women   need   to   show   and   prove   themselves   more   to   be   valued,   especially  
when   you   are   talking   about   managers,   but   when   you   are   talking   about   employees,   I   think  
this   has   reached   the   same   level”  

 
It  is  interesting  to  see  that  4  out  of  5  women  said  that  women  are  not  evaluated  in  the  same                     
manner  as  men.  There  was  only  one  male  interviewee  out  of  5  that  said  that  women  are  not                   
evaluated   in   the   same   matter   as   women   and   he   said:  
 
“No.   I   think   there   are   more   demands   on   women   when   I   think   of   it   I   just   have   to   admit   it.”  
 

Contradictory   few   of   the   interviewees   said   that   times   have   changed   and   women   and   men   are  

evaluated   on   the   same   basis.   

One   female   interviewee   said:  

 

“Yes,   I   think   that's   the   way   it   is   today.   But   it   may   well   be   like   that   in   specialized   sectors  
that   I   do   not   know   it   could   be   different”  
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Note   that   she   was   the   only   female   interviewee   that   said   that   women   and   men   are   valued   in   the  
same   matter   but   as   can   be   seen   that   there   is   hesitation   in   her   answer.  
A   male   interviewee   said:  
 

“I   would   say   yes   if   I   have   a   woman   and   a   man   the   gender   does   not   matter,   just   how   good  
the   person   is   at   work”  
 

Another   male   interviewee   said:  
 
“Yes   I   think   so,   where   I   have   worked   it   has   been   that   way”  
 
Another   male   interviewee   said:  
 

“I   hope   so.   I   think   they   are   valued   differently   because   they   are   a   little   different”  
 

What   is   interesting   to   notice   is   that   only   one   of   the   interviewees   took   the   stand   for   men   regarding  

this   question.   He   said   that   women   and   men   are   not   evaluated   at   the   same   level   and   said   that   men  

do   not   receive   the   same    privileges   as   women .   He   said   that   it   was   more   natural   for   companies   to  

grant   women   maternity   leave   while   if   a   man   wanted   to   do   that   it   is   perceived   absurd.   Moreover,  

he   mentioned   that   men   are   evaluated   as   not   as   determined   if   they   ask   for   maternity   leave.   Bear   in  

mind   that   this   particularly   CEO   just   had   a   child   and   he   said:  

 

“I'm   a   man   myself   and   I   had   a   daughter   5   months   ago   and   I   have   to   go   on   maternity   leave  
and   I   am   unable   to   do   it   since   I   have   just   started   this   job   and   I   can   not   go   for   4   months,  
it's   too   long,   I'm   a   bit   scared   of   that”  

 

 

5.2.4   The   family   role   did   not   stop   me  

All   of   the   interviewees   were   asked   if   their   family   had   an   effect   on   if   they   applied   or   took   a   new  

position.   Every   interviewer   said   that   it   did   not   have   an   effect   on   them   applying   or   taking   a   new  

position.   Some   of   the   interviewees   said   that   companies   assume   that   the   family   role   plays   a   major  
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part   in   women   and   therefore   they   are   unable   and   unwilling   to   receive   more   responsibility   within  

the   company.   All   of   the   female   interviewees   said   that   this   did   not   play   a   role   and   that   this   is   used  

as   an   excuse   for   not   hiring   or   promoting   women   in   the   position   of   a   CEO.   For   example   one   of  

the   female   interviewees   that   is   a   single   parent   of   multiple   children   said:  

 

“   No,   I've   never   let   it   have   an   effect   on   me,   but   I've   had   to   adjust   my   life   to   it   to   make   it  

work.   I   made   a   determined   decision   that   I   am   not   going   to   let   it   affect   me   but   as   a   result  

of   that,   I   need   to   have   a   person   who   babysits   for   me   and   a   person   who   cleans   for   me  

because   you   can't   be   cleaning,   cooking,   washing   and   attending   all   football   games   and   all  

the   birthday   parties   and   be   a   CEO   so   I've   always   adjusted   my   life   so   I   can   control   what  

I'm   doing.   It   is   an   excuse   to   say   that   women   cannot   take   on   more   responsibility   because  

their   responsibilities   at   home   are   too   great,   this   is   simply   an   excuse,   women   are   being  

pushed   aside”  

 

Furthermore,   this   female   interviewee   is   a   CEO   for   a   big   company   in   Iceland   and   she   said   that  

women   can   do   this   just   as   much   as   men.   What   was   also   mentioned   is   that   gender   roles   still   have  

a   negative   impact   on   the   careers   of   women.   To   add   to   this   another   interviewee   mentioned   that  

she   was   also   a   single   parent   of   multiple   children   and   she   needed   to   adjust   her   life   and   sacrifice  

other   aspects   in   life   to   be   able   to   work   as   a   CEO.  

She   also   said:  

 

“No,   now   I   am   a   single   mother   with   4   children   and   it   has   never   mattered   to   me.   This   is   a  

myth   I   think.   I   ”  

 

Some   of   the   interviewees   said   that   gender   roles   play   a   big   part   in   the   companies   and   that   the  

gender   roles   of   women   being   mothers   and   supporters   are   deep-rooted   in   the   workplace.  

Another   female   interviewee   said:  
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“   it's   not   like   having   children   and   running   a   home   is   something   that   stops   women  

today,   we   have   a   pretty   good   support   system   here   in   Iceland”  

 

Furthermore,   one   of   the   female   interviewees   said   that   it   had   probably   benefited   her   that   all   of   her  

children   had   left   home   when   she   became   a   CEO   and   that   had   worked   in   her   favor   in   her   position  

as   a   CEO   since   the   responsibility   at   home   was   not   that   much   anymore.  

One   of   the   female   interviewees   claimed   that   the   gender   roles   persist   in   the   work   environment   and  

said:  

 

“   No,   but   I'm   based   on   old   values,   I'm   probably   the   man”  
 

What   is   also   interesting   to   see   from   the   answers   of   the   male   interviewees   is   that   companies   need  

to   understand   that   males   have   just   as   much   responsibility   to   their   children   and   home   as   women.  

One   of   the   male   interviewees   pointed   out   that   companies   need   to   take   into   account   that   men   also  

have   responsibilities   at   home.   It   is   viewed   as   normal   when   a   woman   has   those   responsibilities  

but   it's   absurd   if   men   have   them.   From   his   perspective,   the   gender   roles   had   affected   him   in   his  

workplace   and   he   said:  

 
“Before,   my   managers   thought   it   was   absurd   that   if   you   were   sent   abroad   for   3   weeks   and  
they   could   not   understand   that   it   was   a   problem   for   you   and   if   you   started   talking   that   you  
needed   to   pick   up   the   children   every   other   day,   they   thought   it   was   completely   ridiculous  
and   thought   that   was   unnecessary   to   discuss.   Other   needs   of   employees   need   to   be   taken  
into   account,   but   before   it   was   more   natural   to   women,   but   it   was   considered   ridiculous   if  
men   could   not   do   this   and   that   because   they   had   responsibilities   at   home”  

 

From   the   perspective   of   the   interviewees,   gender   roles   have   both   an   effect   on   women   as   well   as  

men   and   this   forms   a   gap   between   the   female   and   male   workers.  

Another   male   interviewee   said   that   gender   roles   affected   him.   He   indicated   that   he   was   according  

to   the   gender   roles   the   caretaker   of   the   home   and   that   responsibility   had   never   had   the   effect   on  

him   to   apply   or   take   a   job   and   he   said:  
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“No,   my   wife   is   a   lot   busier   than   I   am.   I   make   snacks   for   our   children   in   the   mornings  

while   she   is   off   to   a   meeting.   There   is   a   certain   gender   division   there,   she   is   the   important  

one   and   I   think   it's   just   fine   too.   I'm   at   home   waiting   for   her   after   work.  

 

Interestingly,   all   10   interviewees   said   that   the   responsibility   at   home   did   not   have   an   effect   on  

them   applying   or   taking   a   new   position,   yet   many   companies   assume   that   women   are   unable   to  

take   more   responsibility   due   to   their   responsibility   at   home.   

 

5.2.5   Self-criticism   hinders   success  

There   was   no   question   directly   about   self-criticism   of   women   but   the   discussion   about   the  

material   emerged   from   the   first   interview.   

One   of   the   female   interviewees   said:  

 

“Yes,   I   think   that   self-criticism   has   a   great   effect   on   women,   but   I   have   never   thought   that  
I   do   not   know   this   or   that   and   therefore   I   won’t   apply   for   the   job”  
 

She   also   stated   that   women   are   not   able   to   put   their   talent   into   context   and   know   their   true   worth.  
Another   female   interviewee   mentioned:  
 

“I   think   women   are   more   critical   of   other   women   than   they   need   to   be,   I   have   put   a   lot   of  
emphasis   here   at   the   company   that   women   need   to   support   other   women”  
 
Another   female   interviewee   said:  
 

“Men   are   not   as   critical   as   women.   Women   criticize   themselves   and   others,  
self-criticism   can   be   harmful   if   you   never   feel   good   enough.   Women   think   they  
need   to   do   everything   better   and   that   is   not   good   for   us”  
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Most   of   the   interviewees   agreed   that   women   are   criticized   more   than   male   employees   and   they  

are   more   likely   to   self   criticize   themselves.   

One   male   interviewee   said:  

 

“Women   self-criticize   themselves   more   than   men”  

 

For   instance   one   of   the   female   interviewees   said:  

 

“   Men   are   criticized   less   and   when   they   take   a   false   step   they   stand   up   again   while   when   a  

woman   fails   she   has   to   prove   herself   again   and   she   is   constantly   tearing   herself   down   in   the  

process”  

 

Another   female   interviewee   mentioned   that   women   in   managerial   positions   experience   much  

more   criticism   than   men   in   the   same   position.  

In   addition   to   this,   another   female   interviewee   said:  
 

“I   think   that   people   are   more   critical   of   women's   jobs   than   men's   jobs”  
 

Few   of   the   interviewees   acknowledged   that   women   need   to   gain   confidence   since   it   has   a   major  

effect   on   their   path   to   higher   positions   within   companies.  

For   instance,   one   female   interviewee   mentioned:  

 

“We   women   need   to   be   more   critical   when   it   comes   to   criticism   because   we   take   criticism   much  

more   personally   and   we   consider   everything   to   be   personal   attacks   while   men   are   more   capable  

of   brushing   things   off”  

 

In   addition,   a   female   employee   asked   her   male   CEO   for   more   responsibility   within   the   company.  

The   male   CEO   thought   it   was   a   great   idea   since   he   wanted   to   increase   the   number   of   women   that  

have   major   responsibility   within   the   company.   He   said:  

 

58  



 

“   I   offered   her   a   new   role   in   a   project   which   had   more   responsibility   but   she   told   me   she  

was   not   ready   to   lead   the   project   but   she   would   have   liked   to   take   a   part   in   the   project…   I  

believe   that   her   self-criticism   affected   her   not   taking   this   role”  

 

Another   male   interviewee   had   a   similar   story   about   a   woman   that   he   knew   that   became   a   CEO.  

He   said:  

“Before   she   became   a   CEO   the   position   was   advertised   and   she   said   that   she   was   going   to  
quit   her   job   and   start   learning   more   because   she   thought   she   needed   more   education   and  
she   could   not   get   this   position.   I   told   her,   you   need   to   apply   for   the   position   if   there   is  
someone   qualified   for   this   job   then   it   is   you.   She   was   quite   clear   that   she   would   not   get  
the   position   but   now   she   has   been   a   CEO   there   for   many   years.   She   misread   the   position  
and   she   did   not   think   she   had   the   chance,   and   I   think   she   was   being   overly   self-critical”  
 

No   interviewee   did   not   mention   women’s   self-criticism   and   everyone   agreed   that   to   climb   up   the  

ladder   of   the   company   you   need   confidence.  

Finally   one   of   the   interviewees   mentioned   that   when   it   comes   to   self-criticism   women   can   be  

their   own   worst   enemy   and   many   pointed   out   that   women   are   harsher   to   other   women.  

It   was   interesting   to   notice   that   the   female   interviewees   had   strong   opinions   about   this   matter   and  

they   had   a   lot   of   things   to   say   about   the   topic.   They   all   connected   to   the   topic   in   some   way,   from  

experiencing   it   themselves   or   from   knowing   women   who   experienced   it.  

 

5.2.6   There   is   no   excuse   to   say   no   women   are   graduating   in   the   field  

The   interviewees   acknowledged   that   women   in   Iceland   are   receiving   more   and   higher   education  

than   men.   The   interviewees   were   asked   whether   the   ratio   of   women   that   are   graduating   should  

not   reflect   in   managerial   positions   within   a   company.  

One   of   the   female   interviewees   said:  

 

“I   think   the   companies   may   not   yet   know   how   to   utilize   some   of   this   education   and  

attributes   for   the   company   e.g.   A   psychologist   as   a   CEO   it   would   be   an   amazing”  
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The   majority   of   the   female   interviewees   said   that   there   is   a   need   to   emphasize   which   field  

women   are   graduating   from   to   show   the   society   that   we   can   no   longer   use   it   as   an   excuse   for   why  

women   are   lacking   in   the   highest   positions   within   companies.  

One   female   interviewee   mentioned:  

 

“   Men   just   say   that   the   majority   of   women   entering   the   labor   market   are   women   in  

nursing.   We   need   to   emphasize   where   the   women   are   graduating   from   and   what   subjects  

are   useful   in   management   positions   which   are   engineering   and   business”.  

 

Another   female   interviewee   said:  

 

“Those   who   come   into   management   positions   have   good   knowledge   of   operating   a  

business   but   not   those   who   have   a   pedagogy   education   even   though   we   know   that  

pedagogy   is   good   for   management.   It   is   much   more   looked   at   if   you   have   a   knowledge   of  

operating   a   business   and   the   ratio   of   women   that   are   receiving   a   business   education   are  

much   more   than   men   and   we   need   to   look   at   that   ratio   and   that   ratio   should   reflect   in   the  

management   positions”  

 

The   first   male   interviewee   said:  

 

“Much   better   than   it   is   doing.   That   they   are   65.5%   at   the   expense   of   the   other,   I   do   not  
necessarily   think   so   either.   But   this   should   be   equality   in   this.   There   should   be   much  
more   balance   in   this”  

 
The   second   male   interviewee   said:  
 
“Of   course   it   should.   Admittedly,   in   these   figures,   they   vary   by   subject.   This   ratio   is   not  
descriptive   enough   in   my   opinion.   This   is   getting   more   even”  
 
Another   male   added:  
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“I   do   not   know,   I   do   not   think   it   can   be   asserted.   Some   departments   are   much   more   likely  
than   others   to   lead   managers.   It   is   societal   factors   and   values     and   norms   that   are   also  
important.   The   stereotype   that   can   make   a   difference   and   it   must   have   a   long-term   impact  
and   managers   are   required   to   have   a   university   degree”  
 

The   third   male   interviewee   added:  
 

“I   think   education   as   such   has   no   value   in   terms   of   women's   decision   to   become  
managers   because   they   are   just   so   sensible”  
 

Another   male   said:  
 

“Yes,   but   maybe   it   does   not   quite   reflect   because   they   do   not   have   the   ambition   to   go   that  
far.   If   you   ask   100   middle   managers   and   more   than   half   say   they   want   to   go   higher   then  
there   is   clearly   something   systemic   wrong.   If   they   want   it,   they   can   do   it   just   as   much   as  
men   and   possibly   better”  

 

It   is   interesting   to   notice   that   2   out   of   5   male   interviewees   alluded   that   women   do   not   want   to  

become   managers.  

 

5.2.7   The   lifespan   of   female   managers   is   shorter   than   for   a   men   manager  

There   was   no   direct   question   about   the   lifespan   of   female   managers   but   it   emerged   from   the   first  

female   interview.   From   the   results   of   the   female   interviews,   it   was   clear   that   the   female   CEOs  

experienced   age   discrimination   while   few   of   the   male   interviewees   said   that   they   could   not  

comment   on   it   since   they   have   never   worked   with   a   female   manager   before.  

One   of   the   female   interviewees   said:  

 

“ I   think   it's   just   right   that   women   are   considered   too   old   and   are   considered   out   of   date   sooner  

than   men...when   they   are   over   a   certain   age   they   experience   major   difficulties   when   it   comes   to  

this   and   a   lot   more   difficulties   than   men,   which   I   find   very   special   because   when   we   are   young  

we   are   told   that   we   are   not   as   good   workers   because   we   have   children   at   home   and   everyone  
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thinks   the   woman   is   the   only   one   who   can   take   care   of   the   children   but   then   as   they   get   older   and  

the   children   have   left   home   they   are   also   not   considered   good   enough   because   they   have   reached  

a   certain   age   which   is   incredibly   sad”  

 

This   is   consistent   with   one   of   the   comments   from   a   female   interviewee   who   said:  

 

“   A   55-year-old   man   is   considered   experienced   and   excellent   while   a   55-year-old   woman   is  

perceived   to   be   too   tired   and   old   and   it   is   considered   that   her   time   in   this   field   is   done”  

 

One   of   the   female   interviewees   experienced   age   discrimination   on   behalf   of   a   recruitment   firm  

when   she   was   looking   for   a   new   job:  

 

“ I   have   received   this   comment   from   a   recruitment   agency   that   has   a   major   impact   on   the  

progress   of   the   genders   in   the   labor   market.   I   contacted   a   recruitment   agency   and   was  

changing   jobs   and   I   was   asked   how   old   I   was   and   I   say   46   years   old   and   then   I   got   the  

answer   yes   you   have   like   2-3   years   left   to   get   real   positions   within   companies.   I   became  

angry   and   refused   to   define   myself   from   an   age.   You   can't   measure   people   from   a   lifetime  

but   it   seems   to   be   done   incredibly   often”  

 

Many   of   the   interviewees   acknowledged   that   this   is   working   against   women   in   the   labor   market  

since   they   both   experiencing   age   and   gender   discrimination.   This   could   contribute   to   women  

being   unable   to   climb   the   hierarchy   ladder   in   companies.  

Consistent   with   this   is   what   one   of   the   female   interviewees   said:  

 

“   I   believe   that   women   will   be   considered   too   old   for   the   job   sooner   than   men,  

unfortunately,   men   hold   their   respect   much   longer   than   women.   I   think   a   gray-haired  

woman   has   much   less   chance   than   a   gray-haired   man”  

 

It   was   interesting   to   notice   that   all   of   the   female   interviewees   had   strong   opinions   on   this   matter  
while   many   of   the   male   interviewees   could   not   comment   on   this   matter.  
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5.2.8   Risk-takers   are   not   afraid   of   applying   for   higher   roles  

The   interviewees   came   to   the   conclusion   that   men   tend   to   take   more   risks   than   women   and   it   can  

have   an   effect   on   their   career.    The   interviewees   agreed   that   in   order   to   apply   for   the   role   of   a  

CEO   the   individual   needs   to   take   risks.   One   male   interviewee   pointed   out   that   men   are   more  

willing   to   take   risks   when   it   comes   to   applying   for   higher   roles   in   companies   while   women   are  

not   as   eager   to   take   risks   when   they   are   in   a   secure   position   within   companies.  

One   of   the   female   interviewees   said:  
 

“Men   are   more   risk-takers   than   women   when   you   stand   up   and   say   I'm   going   to   be   the  
CEO   then   you   take   a   lot   of   risk   of   going   to   work   in   a   position   where   you   can   be   fired   if  
you   don't   perform   well,   you   also   have   to   have   all   the   tough   conversations   and   take   all   the  
hard   decisions   and   it's   inherently   risky   and   men   are   more   willing   to   take   risks   or   think  
more   about   what   is   the   real   risk   and   they   just   take   the   chance.   Women   need   to   take   more  
chances   and   say   I   should   do   this   but   women   feel   good   about   being   in   a   safe   position   at  
work”  

 
One   female   interviewee   said:  

“Men   are   more   willing   to   take   risks   when   it   comes   to   applying   for   jobs   because   they   just  
go   for   it   and   we   women   need   to   keep   this   in   mind”  

 
Another   female   interviewee   said:  
 

“I   think   men   are   more   risk-takers,   but   we   also   have   risk-taking   women   and   risk-averse  
men.   This   is   a   good   mix”  

 
One   of   the   male   interviewees   said:  
 

“I   think   men   are   more   risk-takers,   but   that's   not   universal”  
 
Another   female   interviewee   mentioned:  
 

63  



 

“I   could   believe   that   men   are   more   risk-takers.   I   think   women   are   generally   more  
cautious   but   when   they   take   a   risk   it   is   after   careful   consideration.   They   sometimes   think  
deeper   than   men”  
 

One   of   the   male   interviewees   said   that   men   are   more   risk-takers   but   also   pinpointed   out   that   this  
is   one   form   of   a   stereotype   of   men.   Another   male   interviewee   said   that   he   was   not   a   risk-taker  
but   he   mentioned   that   men   tend   to   be   more   willing   to   take   risks.  
One   of   the   male   interviewees   took   a   different   aspect   of   why   men   tend   to   be   more   risk-takers   and  
said:  
 

“I   think   there   are   more   men   who   are   more   risk-takers   at   work   because   I   think   there   are  
more   men   who   base   their   self-image   on   external   recognition   and   titles   than   women.   I  
think   there   is   also   a   biological   difference   in   risk-taking   e.g.   testosterone   affects  
risk-taking.   I   think   to   be   a   risk-taker   as   a   CEO   depends   entirely   on   the   situation   at   the  
time,   I   think   it   plays   a   bit   of   a   role   to   be   risk-taker,   because   sometimes   you   have   to   push  
people   forward   and   sometimes   you   do   not   know   what   will   happen   and   you   have   to   dare  
to   try   new   things   and   that   there   may   be   a   certain   risk”  
 

5.2.9   Do   women   rather   want   to   be   in   middle   management  

The   question   was   asked   do   women   prefer   to   work   in   middle   management   positions   rather   than  

higher   positions   within   the   company.   The   answers   to   this   question   were   somewhat   different  

between   the   genders   of   the   interviewees   but   a   theme   started   to   emerge.  

Few   of   the   male   interviewees   were   sure   that   women   did   not   want   to   go   into   higher   positions   and  

that   women   were   happy   to   stay   as   middle   managers.  

One   male   interviewee   stated:  

 

“   I   think   some   women   just   don't   want   to   go   into   the   male   clique,   the   reason   is   not   that  

they   aren't   good   enough   and   it's   because   it's   hard   to   get   in   there   and   to   maintain   the  

position   there”  

 

Another   male   interviewee   put   himself   in   the   shoes   of   women   and   stated:  
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“I   think   women   go   to   middle   management   positions   and   think   it   is   good   to   be   there.   They  

also   think   I   don't   want   to   bother   to   fight   with   the   males   in   higher   positions   because  

women   are   not   as   aggressive   as   the   men.   I   think   it   could   also   be   that   it   just   takes   time  

because   they   are   working   their   way   up.   But   I   think   it   weighs   heavy   that   they   are   smart  

enough   to   not   to   go   up   the   stairs”  

 

Some   of   the   male   interviewees   stated   that   women   wanted   to   spend   more   time   with   their   family  

and   that   they   would   not   be   able   to   spend   as   much   time   if   they   were   in   the   position   of   a   CEO.  

The   third   male   interviewee   said:  

 

“Yes,   I   think   so.   It   is   because   of   this   demand   for   this   distance   and   the   connection   with  
others,   and   because   in   the   job   of   CEO   you   have   to   make   decisions   that   are   against   your  
own   consciousness   and   women   are   less   willing   to   go   that   route   and   even   though   they   are  
in   a   position   of   responsibility,   they   also   want   to   think   about   family   and   they   value   that  
more   than     taking   a   risk   and   going   for   the   CEO   position”  
 

One   of   the   male   interviewees   said:  
 

“They   are   much   more   willing   to   be   in   a   middle   management   position   because   there   is  
more   security   in   that   because   there   is   a   much   greater   risk   of   being   a   CEO.   CEOs   come  
and   go,   but   middle   managers   have   longer   working   hours   than   managing   directors.   They  
are   less   willing   to   take   the   risk   of   becoming   CEOs”  

 
It   is   interesting   to   notice   that   4   out   of   5   male   interviewees   had   the   perception   that   the   reason   why  
the   ratio   of   women   as   middle   managers   is   higher   in   comparison   to   the   ratio   of   CEO   is   because  
women   do   not   want   to   go   higher   in   the   hierarchy   of   the   company.  
One   of   the   male   interviewees   said   the   opposite   to   the   other   male   interviewees,   he   said:  

 

“No,   I   do   not   think   so.   Maybe   it   used   to   be   like   that   without   me   knowing   but   no   I   think  
today   they   are   applying   for   both   middle   management   positions   and   senior   management  
positions”  
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First   female   interviewee:  

 

“Yes   I   think   so,   I   think   women   avoid   more   responsibility.   Of   course,   it's   more   convenient  

to   be   a   middle   manager,   but   you   do   not   have   to   be   constantly   in   touch”  

 

Another   female   interviewee   said   that   it   could   be   a   possibility   that   women   are   seeking   more   for  

the   position   of   a   middle   manager   than   higher   positions.  

The   third   female   interviewee   said:  

 

“Yes   and   no.   I   think   some   women   just   don't   trust   themselves   to   go   to   the   male   clique.   The  
reason   is   not   that   they   are   not   qualified   enough   it's   because   they   do   not   get   a   foothold   and  
it   is   difficult   to   get   in   there”  
 

Another   female   interviewee   said:  

 

“First   of   all,   there   are   more   middle   management   positions   than   in   senior   management  
positions.   I   think   a   lot   of   women   are   seeking   middle   management   positions   to   get   one  
step   closer   to   higher   positions,   while   others   don't   want   to   go   any   further.   But   then   there   is  
a   good   group   of   women   who   are   looking   for   the   position   of   a   CEO   but   are   not   getting   it  
because   they   are   fifty   years   old”  
 

5.2.10   Male-dominated   culture  

All   of   the   interviewees   were   asked   if   they   worked   in   a   company   that   is   perceived   as   a  

male-dominated   company.  

The   interviewees   all   acknowledged   that   they   were   working   in   a   company   that   is   perceived   as   a  

male   dominant   company.   Few   of   the   female   interviewees   felt   that   they   needed   to   adapt   to   the  

male-dominated   culture   to   fit   in.  

One   of   the   female   interviewees   said:  

 

66  



 

“I   am   in   the   tech   industry   and   it   is   a   male-dominated   sector   and   I   have   been   in   that   sector   since   I  

was   twenty   and   through   the   years   and   I   have   assimilated   to   it.   It   is   hard   to   be   a   woman   in   the  

men's   sector,   for   example,   the   ratio   of   women   in   my   company   is   only   27%”  

 

This   female   interviewee   managed   successfully   to   work   her   way   up   to   the   position   of   CEO   in   this  

male-dominated   company.   

Another  female  interviewee  mentioned  that  male-dominated  workplaces  push  women  out  of  the             

companies  and  she  thought  it  was  draining  to  be  working  in  a  company  that  has  that  culture. Just                   

like  one  of  the  interviewees  mentioned  that  size  of  the  company  can  also  affect  the  culture,  she                  

stated:  

 

“My  experience  is  that  as  companies  grow  larger,  the  stiffer  the  culture  becomes  and  the                
more  rigid,  and  sometimes  perhaps  more  male-dominated  and  it  may  be  less  suited  to               
women”  

 

One  of  the  female  interviewees  talked  about  how  important  company  culture  was  and  she               

mentioned:  

 

“A  leader  needs  to  be  able  to  create  a  culture  that  is  based  on  creativity,  trust,  diversity,                  

and  equality.  People  need  to  feel  that  there  are  not  unfair  wages  and  therefore  a  good                 

manager  needs  to  create  the  right  culture.  Culture  matters  a  lot  because  people  have  to                

feel  good,  in  fact,  diversity  is  not  in  our  nature,  every  man  and  woman  are  either  in  men’s                   

clubs  or  sewing  clubs.  You  need  to  create  a  culture  where  people  are  used  to  talking  to  all                   

kinds   of   people,   both   men   and   women”  

 

One  of  the  male interviewees  said  that  their  company  was  viewed  from  society  as  a                

male-dominated  company  but  not  from  the  employees  that  worked  there  themselves.  He  said  that               

the  company  used  to  be  a  male-dominated  company  but  the  company  has  been  hiring  women                

into  all  aspects  of  the  company  and  that  the  culture  had  drastically  changed  positively.  He                

mentioned:  
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“ It  is  fun  to  tell  you  about  it  but  in  the  past,  there  was  no  woman  that  was  working  in  one                       

of  our  company  units  and  there  were  only  men.  Then  a  woman  was  hired  and  she  hired                  

more  women  and  after  that,  there  was  a  big  difference  in  for  example  conduct  to  our                 

equipment  it  reduced  the  damage  to  our  equipment,  which  also  has  the  effect  that  the  men                 

handled  the  equipment  better  and  this  resulted  in  positive  culture  and  morale.  This  shows               

how   healthy   it   is   to   have   a   good   mix   of   the   genders”  

 

Many  of  the  interviewees  said  that  company  culture  had  a  major  impact  on  how  women  behave                 

and   act.  

 
 

5.2.11   Applying   for   the   role   of   a   CEO  

The   researcher   wanted   to   get   an   insight   into   a   matter   of   whether   women   are   applying   for   the  

position   of   a   CEO   and   which   gender   got   the   job   in   the   end.   All   the   interviewees   were   asked   if  

they   had   ever   applied   for   the   role   of   a   CEO   and   got   denied.   What   is   interesting   to   notice   is   none  

of   the   male   employees   had   applied   for   a   role   as   a   CEO   they   all   got   promoted   as   CEO.   

 

 Applied   for   the   role   of   a   CEO  

Male   CEO   1  No  

Male   CEO   2  No  

Male   CEO   3  No  

Male   CEO   4  No  

Male   CEO   5  No  
Table   8:   Men   that   applied   for   the   role   of   CEO  

 

While   3   out   of   4   female   interviewees   said   that   they   had   applied   for   the   role   of   a   CEO   and   got  

denied   and   in   the   end,   a   man   got   the   job.   One   female   interviewee   said   that   a   woman   got   the   job  
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in   the   end.   The   one   female   interviewee   that   had   not   applied   for   the   role   of   CEO   before   had   been  

working   in   the   company   for   only   a   few   years   and   was   very   young   when   she   was   promoted   as  

CEO   and   has   been   working   there   since.  

 

 Applied   for   the   role   of   a   CEO  Who   got   the   job   in   the   end  

Female   1  Yes  Man  

Female   2  Yes  Man  

Female   3  No  x  

Female   4  Yes  Woman  

Female   5  Yes  Man  
Table   9:   Women   that   have   applied   for   the   role   of   a   CEO   and   got   denied   and   who   got   the   job   in   the   end  
 
What   can   be   seen   is   that   80%   of   the   female   interviewees   had   applied   for   the   position   of   CEO   and  

got   denied.   In   the   figure   below,   it   can   be   seen   that   75%   of   the   women   experienced   that   a   male  

was   hired   instead   of   a   woman   into   the   position   of   a   CEO.   

 

 
 

Figure   10:   Ratio   of   women   that   did   not   receive   the   position   of   a   CEO   and   which   gender   got   the   job  
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One   of   the   female   interviewees   said:  
 

“I   applied   for   the   position   of   CEO   and   I   did   not   get   it   and   a   man   was   hired   in   the   end.   But  
I   have   also   been   overlooked,   that   was   a   position   that   I   felt   fitted   me   better   and   many  
agreed   that   I   was   more   suitable   for   the   position,   and   in   the   end,   there   was   also   a   man   who  
got   that   position.   To   this   day,   I'm   still   convinced   that   I   was   more   capable   than   this   man   in  
that   position,   but   that   was   where   the   male   clique   was   at   work”  

 
Furthermore,   the   female   interviewee   that   was   mentioned   here   before   also   mentioned   that   the   man  

that   was   hired   in   the   position   only   lasted   a   few   months   in   the   position   of   a   CEO.   Years   later   she  

bumped   into   the   director   that   hired   the   man   into   the   position   and   he   told   her   that   he   regretted   not  

hiring   her.   The   female   interviewees   were   not   given   any   explanation   as   to   why   the   men   got   the  

job   and   not   them.  

 

6.   Discussion  
This   research   aimed   to   explore   the   reason   why   the   ratio   of   female   CEOs   decreases   with   the  

increased   size   of   the   company.   The   results   of   the   research   suggest   that   there   are   a   lot   of   barriers  

that   women   face   in   the   labor   market   and   the   barriers   grow   as   they   go   up   the   ladder   in   companies.  

Today   the   number   of   women   in   the   position   of   CEO   is   relatively   small   when   compared   to   male  

CEOs.   There   seem   to   be   many   barriers   that   women   face   to   become   a   CEO.   

 

6.1.1   She   is   only   trusted   to   run   this   little   family  

The   reason   for   why   this   theme   was   chosen   is   because   it   gives   insight   into   the   gender   gap  

between   women   and   men   based   on   the   size   of   the   firm.   Looking   at   the   theme   she   is   only   trusted  

to   run   this   little   family   it   is   a   very   fascinating   theme   since   the   ratio   of   female   CEOs   decreases   as  

the   company   size   increases.   As   interviewees   noted   that   smaller   companies   offer   women   more  

opportunities   and   they   are   much   more   likely   to   be   noticed   there   and   therefore   they   are   more  

likely   to   be   promoted   to   run   the   company.   Consistent   with   this   research   done   by   Gorard   which  

showed   that   the   odds   of   a   woman   being   promoted   in   a   large   firm   were   27.5%   while   the   odds   of   a  

70  



 

man   being   promoted   were   72.4%   but   as   the   firm   gets   smaller   the   higher   the   odds   are   for   women  

to   be   promoted.   The   results   from   the   smaller   firm   showed   the   odds   of   a   woman   being   promoted  

is   40.2%     (Gorard,   2013) .   These   results   confirm   that   women   receive   more   opportunities   when   it  

comes   to   promotion   and   hiring   in   small   firms.   As   mentioned   in   the   literature   part   and   from   the  

interviewees,   women   experience   that   they   are   not   evaluated   in   the   same   way   as   men   and   they  

feel   that   they   need   to   excel   their   male   employees   to   be   noticed.   The   interviewees   mentioned   that  

when   companies   get   bigger   the   more   difficult   it   is   for   women   to   be   noticed   and   therefore  

promoted.   It   can   be   concluded   that   as   the   companies   get   bigger   the   more   difficult   it   is   for   a  

woman   to   claim   high   managerial   roles.   This   is   consistent   with   the   literature   part   of   the   research  

which   showed   that   women   tend   to   get   stuck   in   middle   management   in   larger   companies   since  

they   are   less   likely   to   be   noticed   and   are   not   evaluated   in   the   same   way   as   their   male   employees  

(Teigen   &   Engelstad,   2012) .   The   interviewees   all   mentioned   that   family   owned   companies   are  

more   likely   to   hire   women   and   that   is   why   the   ownership   of   the   company   matters.   A  

family-owned   company   is   more   likely   to   hire   a   woman   as   a   CEO.   It   is   essential   to   notice   that  

almost   every   interviewee   mentioned   that   the   ownership   of   the   company   plays   a   major   role   in  

whether   a   woman   is   a   CEO.   What   is   also   a   major   factor   in   this   is   that   there   is   an   increase   in  

women   founding   small   companies   and   therefore   they   are   likely   to   be   the   CEO   of   the   company  

(White,   2015 ) .   This   is   consistent   with   the   results   from   the   interviewees   that   women   are  

increasingly   founding   smaller   companies   and   women   are   more   likely   to   hire   women   into  

managerial   positions.   It   can   be   concluded   that   the   bigger   the   firm   gets   the   more   difficult   it   is   for  

women   to   be   noticed,   promoted,   hired,   and   therefore   it   is   more   difficult   for   women   to   claim   the  

role   of   a   CEO.   Like   interviewees   mentioned   women   are   trusted   to   run   a   company   that   is   small  

like   a   family   but   as   the   size   of   the   company   increases   the   less   likely   women   are   trusted   to   run   the  

company.   It   came   as   a   surprise   that   many   of   the   interviewees   agreed   that   trust   in   women   is   a  

major   factor   in   this   dilemma.   It   can   be   concluded   that   the   size   and   ownership   of   the   company   is   a  

barrier   for   women   and   they   seem   to   have   better   opportunities   the   smaller   the   company   is.   
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6.1.2   Acting   like   men   to   try   to   reach   the   top  

It   is   important   to   observe   whether   manly   behavior   is   considered   to   be   crucial   in   the   highest   roles  

within   companies.   It   is   also   vital   to   consider   every   possible   aspect   that   might   influence   women  

that   are   seeking   the   highest   positions.   

If   the   theme   acting   like   men   to   try   to   reach   the   top   is   reviewed   there   is   a   clear   result   that   women  

are   taking   the   aim   of   male   behavior   in   one   way   or   another.   It   varies   from   dressing   and   behaving  

like   men.   Just   like   one   of   the   female   interviewees   mentioned   that   the   male   co-workers   that   met  

her   for   the   first   time   thought   she   would   be   a   man   and   that   she   would   be   dressed   in   a   suit.   It   seems  

the   image   of   a   CEO   is   a   man   in   a   suit   and   is   rooted   in   the   public   since   the   stereotype   of   the   CEO  

is   a   white   male    (Egan,   2015) .   From   the   year   1980   it   has   been   confirmed   that   women   tried   to  

imitate   male   behavior   to   gain   high   positions   within   companies.   This   situation   is   caused   by  

women   experiencing   early   in   their   careers   that   the   male   traits   are   expected   in   the   highest   position  

within   companies    (Halpern   &   Cheung,   2011) .   Many   of   the   interviewees   agreed   that   women  

behave   like   men   to   get   promoted   and   some   of   the   female   interviewees   mentioned   that   they   at   a  

certain   time   needed   to   imitate   male   behavior   to   be   noticed,   promoted,   and   accepted   into   a  

company.   This   is   consistent   with   research   done   by   Einarsdottir,   Christiansen   and   Kristjansdottir.  

The   results   showed   that   women   in   Iceland   are   facing   a   lot   of   barriers   in   their   careers.   Moreover,  

their   research   showed   that   from   Icelandic   women's   perception   the   only   way   around   the   barriers  

that   they   are   facing   is   to   become   more   like   men   (Einarsdottir,   Christiansen   &   Kristjansdottir,  

2018).   Controversially   two   female   and   one   male   CEO   said   that   it   used   to   be   like   that   a   few   years  

ago   but   it   has   changed   and   women   no   longer   need   to   imitate   male   behavior.   Yet   one   female   CEO  

mentioned   that   it   does   depend   on   the   culture   of   the   firm   whether   they   need   to   act   like   men.   These  

results   show   that   70%   of   the   CEOs   said   that   women   need   to   imitate   male   behavior   to   climb   up  

the   stairs   in   companies.   If   the   ratio   is   gender-segregated   there   were   three   out   of   five   female  

CEOs   that   said   that   they   needed   to   imitate   male   behavior   in   their   career   to   achieve   high   positions  

while   four   out   of   five   male   CEOs   agreed   that   women   needed   to   behave   like   men   to   get   to   the   top.  

These   results   indicate   that   women   are   in   fact   imitating   male   behavior   to   achieve   the   highest  

positions   in   companies.   It   can   therefore   be   concluded   that   many   women   are   in   fact   behaving   like  
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men   in   order   to   claim   the   highest   positions   within   companies   and   many   of   them   experience   it   as  

the   only   way.   However,   it   is   interesting   to   notice   that   80%   of   the   male   CEOs   said   that   women  

needed   to   imitate   male   behavior   and   it   raises   questions.   In   the   research   done   by   Brands   in   2015  

the   results   showed   that   traits   that   are   associated   with   leadership   for   example   strong,   dominant,  

forceful,   and   heroics   are   stereotypically   associated   with   men   (Brands,   2015).   Therefore   it   can   be  

concluded   that   the   male   CEOs   value   their   personal   traits   as   a   necessity   when   it   comes   to  

claiming   leadership   roles   and   therefore   women   need   to   adopt   those   traits   in   order   to   achieve   the  

highest   positions   in   companies.  

There   are   limitations   to   these   results   since   the   sample   of   women   is   not   that   big   and   their   answers  

give   a   clear   result   since   they   have   all   made   it   to   the   top.   Yet   many   of   the   interviewees   said   that   it  

was   not   necessarily   good   to   imitate   the   male   behavior   since   women   possess   qualities   that   are  

beneficial   for   companies.   As   mentioned   in   the   literature   part   of   the   research,   gender   diversity   is  

crucial   for   companies'   success,   and   the   qualities   that   women   possess   contribute   to   that.   To  

change   this,   companies   need   to   highlight   that   the   qualities   that   women   possess   are   important   for  

the   company   and   instead   of   highlighting   the   similarities   of   men   and   women    (Vanderbroeck,  

2010) .  

 

6.1.3   Women   just   need   to   prove   themselves   more  

This   theme   is   very   important   because   it   sheds   a   light   on   how   women   experience   the   labor   market  

and   especially   when   it   comes   to   the   highest   positions   within   companies.   When   the   theme   women  

just   need   to   prove   themselves   more     is   evaluated   it   can   be   concluded   that   women   are   not  

evaluated   in   the   same   manner   as   men.   The   results   of   the   interviews   showed   all   of   the   female  

interviewees   except   one   related   to   the   fact   that   they   needed   to   excel   their   male   employees   to   get  

noticed   or   promoted.   This   is   consistent   with   the   literature   part   that   states   in   order   for   women   to  

be   promoted   within   a   company   they   need   to   perform   at   a   higher   standard   than   men    (Bono   et   al.,  

2017) .   One   of   the   female   interviewees   said   that   she   was   competing   for   the   role   of   a   CEO   and   she  

was   according   to   her   peers   more   qualified   than   her   fellow   male   employee   who   in   the   end   got   the  

job   but   he   only   lasted   as   a   CEO   for   a   few   months.   This   can   be   connected   to   the   theory   shifting  
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standards.   The   theory   proclaims   that   men   and   women   are   evaluated   based   on   different   standards.  

As   mentioned   in   the   literature   part   the    model   claims   that   when   individuals   based   on   stereotyped  

groups   are   judged   they   are   automatically   compared   to   within   category   judgment   standards.   Since  

men   are   stereotyped   as   better   leaders   than   women,   individuals   for   example   the   people   that   were  

hiring   into   the   CEO   position   as   mentioned   here   above,   are   likely    to   judge   the   leadership  

competence   of   the   female   interviewee   relative   to   (lower)   standards   of   competence   for   women  

and   the   leadership   competence   of   a   particular   man   that   got   the   job   as   a   CEO   relative   to   (higher)  

standards   of   competence   for   men.   This   resulted   in   that   they   were   not   directly   comparable   when   it  

came   down   to   the   hiring   decision   and   it   resulted   in   that   the   male   got   the   job   even   though   she   was  

considered   as   a   better   fit   by   her   peers   (Biernat   &   Fuegen,   2001).   

It   is   interesting   to   notice   that   80%   of   the   women   experienced   that   men   are   evaluated   higher  

compared   to   women   and   only   one   of   the   female   interviewees   said   that   she   thought   that   men   and  

women   were   evaluated   in   the   same   matter   but   she   also   added   that   it   may   be   different   in   other  

companies.   Bear   in   mind   that   this   is   the   same   female   interviewee   that   had   been   working   for   the  

same   company   since   she   was   young   and   she   got   promoted   as   CEO   after   only   working   there   for   a  

few   years.   What   is   also   interesting   to   notice   is   that   there   was   only   one   of   the   male   interviewees  

that   said   that   women   are   not   evaluated   in   the   same   matter   as   men   and   that   the   male   CEO   was   36  

years   old   and   therefore   the   youngest   male   CEO.   

It   can   be   concluded   that   men   are   not   fully   aware   of   the   situations   that   women   are   experiencing   in  

companies   today   and   it   can   be   concluded   that   male   CEOs   see   this   matter   in   a   different   light   than  

the   female   CEOs.   These   results   could   also   indicate   that   older   men,   in   general,   do   not   realize   the  

situation   that   women   are   facing   in   the   labor   market.  

 

6.1.4   the   family   role   did   not   stop   me  

This   theme   is   very   important   because   the   labor   market   has   painted   a   certain   picture   of   women   as  

the   caretaker   of   the   house   and   the   children.   The   researcher   is   interested   in   whether   these   old  

values   are   fading   away   and   if   the   family   role   does   stop   women   from   achieving   higher   positions.  

The   theme   family   role   did   not   stop   me   emerged   when   speaking   to   the   interviewees.  
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This   theme   was   really   interesting   since   it   has   been   a   topic   that   has   been   discussed   a   lot   that  

women   are   unable   to   go   into   leadership   positions   within   companies   because   of   their   commitment  

and   responsibility   to   their   family.   This   is   due   to   gender   roles   and   gender   stereotypes,   women  

have   been   given   the   roles   of   caretakers   of   the   children   and   the   home    (Lindsey,   2015) .     The   gender  

roles   are   deep-rooted   in   the   workplace   and   the   role   of   women   as   mothers,   supporters   have   shaped  

what   is   expected   of   women.   These   gender   roles   affect   that   women   experience   more   difficulty   to  

rise   above   their   delegated   roles   and   to   be   considered   for   promotions    (Everwise,   2016) .    The  

results   from   the   interviewees   were   clear   that   the   family   role   did   not   affect   whether   they   took   or  

applied   for   a   job.   It   was   very   interesting   to   note   that   two   of   the   female   interviewees   were   single  

mothers   of   multiple   children   and   yet   that   did   not   stop   their   careers   as   CEOs.   One   of   them   said  

that   it   is   an   excuse   that   companies   think   that   women   are   unable   to   take   more   responsibility  

because   they   have   so   much   responsibility   at   home.   She   and   all   of   the   other   female   interviewees  

are   clear   examples   of   women   that   have   broken   these   gender   roles   that   have   emerged   in   society  

and   have   also   shown   that   their   responsibility   at   home   does   not   affect   them   in   taking   jobs   or  

applying   for   them.   Therefore   these   results   refute   the   research   done   by    Einarsdottir,   Christiansen,  

and   Kristjansdottir   in   2018   that   showed   that   women   in   middle   management   experience   that   they  

are   unable   to   take   more   responsibility   because   they   have   so   much   responsibility   at   home  

(Einarsdottir,   Christiansen   &   Kristjansdottir,   2018).   However,   these   results   can   be   connected   the  

the   research   done   by   Olafsdottir   and   Rögnvaldsdottir   which   showed   that   the   interaction   between  

the   mother's   private   lives   and   employment   went   well   and   neither    childbirth   nor   marriage   proved  

to   be   an   obstacle   in   their   career   as   middle   managers   (Olafsdottir   &   Rögnvaldsdottir,   2015)  

Moreover   these   results   are   consistent   with   the   fact   that   gender   roles   are   rooted   into   society   and  

have   the   effect   that   companies    view   women   to   be   unable   to   take   more   responsibility   in   the  

workplace   due   to   their   responsibility   at   home     (Everwise,   2016) .   The   interviewees   also   stated   that  

gender   stereotypes   and   roles   harm   the   career   of   women   since   women   are   less   likely   to   be   hired   or  

promoted   due   to   their   responsibility   at   home.   This   is   a   form   of   prejudice   and   can   be   connected   to  

the   Role   Congruity   theory.   The   first   type   of   prejudice   can   be   connected   to   that   women   are  

perceived   less   favorably   for   the   role   of   a   CEO   because   they   need   to   take   care   of   the   children   and  

the   household   and   their   traits   are   not   associated   with   leadership.   The   second   type   of   prejudice  
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that   women   have   more   responsibility   at   home   and   are   therefore   unable   and   unwilling   to   take  

more   responsibility   at   work.   This   has   the   effect   that   women   are   unable   to   achieve   leadership  

roles   because   this   goes   against   what   is   expected   and   desired   by   leaders   (Eagly   &   Karau,   2002).   

From   the   results   of   the   male   interviewees,   it   was   clear   that   gender   roles   also   affected   their  

careers.   One   male   interviewee   said   that   he   wanted   to   take   more   responsibility   at   home   but   his  

managers   thought   it   was   absurd   that   he   had   some   responsibility   at   home.   This   is   clear   evidence  

that   the   perception   of   companies   regarding   gender   roles   has   a   major   impact   on   the   careers   of  

both   women   and   men.   It   can   also   be   indicated   that   their   perception   affects   whether   men   take  

more   responsibility   at   home   and   their   perception   can   also   affect   that   they   are   less   likely   to   hire  

women   into   leadership   roles   because   they   perceive   that   women   have   too   much   responsibility   at  

home.   These   results   also   indicate   that   gender   roles   and   stereotypes   play   a   big   part   in   companies  

and   they   have   a   major   effect   on   the   careers   of   women   and   men.   It   can   be   concluded   that   gender  

roles   and   stereotypes   make   it   more   difficult   for   women   to   pursue   the   role   of   a   CEO.  

 

6.1.5   Self-criticism   hinders   success  

Confidence   is   a   really   important   factor   in   the   career   for   both   women   and   men   and   as   the   theme  

self-criticism   hinders   success   is   reviewed   there   was   a   clear   result.  

The   result   indicates   that   self-criticism   has   a   major   effect   on   the   success   of   women   in   the   labor  

market.   This   corresponds   to   the   research   done   by   Heilbronner   in   2013.   The   results   of   his  

research   showed   that   one   of   the   explanations   of   the   gender   gap   in   the   careers   and   academic  

achievements   of   women   and   men   may   be   due   to   low   self-efficacy   of   women   (Heilbronner,   2013).  

The   interviewees   stated   that   women   are   more   likely   to   doubt   themselves   and   to   be   self-critical.  

This   can   be   connected   to   the   answers   of   one   of   the   female   interviewee   that   stated   that   she   had  

never   doubted   herself   and   never   thought   she   could   not   do   certain   things.   Yet   she   believed   that  

this   hinders   women's   career   success.   The   results   from   the   interviewees   also   state   that   women   are  

more   likely   to   criticize   themselves   and   to   be   criticized   more   than   men.   This   corresponds   to   the  

conclusions   of   the   research   done   by   Cecchi-Dimeglio   in   2017   that   states   that   women   are   more  

likely   to   be   criticized   than   men   in   the   workplace   by   their   peers   and   supervisors  
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(Cecchi-Dimeglio,   2017) .   The   results   from   the   interviews   also   state   that   self-criticism   has  

tremendous   effects   on   the   development   of   women   into   managerial   roles.   Self   criticizing  

individuals   are   quite   often   lacking   confidence   and   confidence   plays   a   major   role   in   success.    Few  

of   the   interviewees   acknowledged   that   women   need   to   gain   confidence   since   it   has   a   major   effect  

on   their   path   to   higher   positions   within   companies.   This   is   consistent   with   the   literature   part  

which   states   that    if   women   have   low   self-esteem   and   are   constantly   self   criticizing   it   will   result  

in   them   not   believing   in   themselves   and   therefore   they   will   be   too   discouraged   to   try   to   achieve   a  

higher   role   in   their   career.   Moreover,   women   that   have   made   it   to   the   top   positions   within  

companies   have   confidence   in   themselves    (Halpern   &   Cheung,   2011) .   Just   like   one   of   the   female  

interviewees   that   managed   to   claim   the   position   of   a   CEO   said   that   she   had   never   experienced  

low   confidence   but   she   acknowledged   that   self-criticism   has   a   major   effect   on   the   careers   of  

women.   Consistent   with   this   is   the   research   done   by    Simpson,   Sturges,   Woods   and   Altman   in  

2004   on   female   MBA   graduates.   They   pointed   out   that   the   lack   of   confidence   was   one   of   the  

barriers   women   face   that   affects   their   career   advancements.   They   claim   that   an   MBA   degree   is  

often   perceived   as   the   passport   to   senior   management   and   it   can   help   women   to   break   the   glass  

ceiling    (Simpson,   Sturges,   Woods   &   Altman,   2004).  

However,   there   were   two   examples   from   the   results   of   the   interviewees   where   women  

self-criticism   played   a   major   role.   One   of   the   male   CEOs   mentioned   his   female   friend   and   said  

that   she   thought   she   was   not   good   enough   for   a   CEO   position   and   therefore   she   did   not   want   to  

apply   but   everyone   around   her   said   she   was   most   qualified   for   the   position,   in   the   end,   she   got  

the   position.   This   is   a   great   example   of   how   self-criticism   and   lack   of   confidence   can   hinder  

women   in   their   road   to   managerial   positions.   Another   example   was   about   a   woman   that   asked   the  

CEO   to   get   more   responsibility   and   as   he   offered   her   a   new   role   she   did   not   want   to   take   it   and  

the   CEO   believed   that   her   self   criticism   and   lack   of   confidence   was   in   her   way.   Both   of   these  

examples   can   be   connected   to   the   research   done   by   Broughton   and   Miller   in   2009   which   showed  

confidence   was   one   of   their   main   barriers   for   women   and   it   hampers   their   career   progression   in  

several   ways.   For   instance,   women   are   less   likely   to   apply   for   jobs   because   they   do   not   consider  

themselves   fully   qualified   (Broughton   &   Miller,   2009).   Therefore   it   can   be   concluded   that  

self-criticism   and   lack   of   confidence   has   a   major   influence   on   the   careers   of   women.   It   can   affect  
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that   they   are   less   likely   to   apply   for   a   job   or   take   a   job   since   they   are   more   likely   to   doubt   their  

own   ability   or   qualification.   This   could   result   in   fewer   women   applying   for   the   role   of   a   CEO.  

 

6.1.6   There   is   no   excuse   to   say   no   women   are   graduating   from   the   field  

It   is   very   important   to   see   that   the   times   have   changed   and   the   number   of   women   in   academic  

fields   that   used   to   be   male   dominated   are   increasing   and   they   can   claim   the   highest   positions  

within   companies   of   those   fields.  

The   theme   there   is   no   excuse   to   say   no   women   are   graduating   from   the   field   emerged   due   to  

many   companies   using   it   as   an   excuse   for   lack   of   women   in   management   positions   within   the  

company.   Like   mentioned   in   the   literature   part,    in   the   year   2005   women   possess   47%   or   more   in  

every   field   except   engineering   yet   they   hold   so   few   managerial   positions   within   companies.   The  

individuals   that   were   graduating   in   the   class   of   2005   should   be   in   their   prime   time   now   to   hold  

the   position   of   a   CEO,   yet   women   only   hold   23%   of   the   CEO   positions   in   Iceland    ( Hagstofa  

Íslands ,   n.d.) .    The   results   from   the   interviews   show   that   majority   of   the   female   interviewees   said  

that   there   needs   to   be   an   emphasis   on   what   field   women   are   graduating   from   to   show   companies  

that   they   can   no   longer   use   it   as   an   excuse   by   saying   that   no   women   are   graduating   from   our   field  

and   therefore   they   are   lacking   in   managerial   positions   within   the   company.   It   was   interesting   to  

notice   that   men   see   this   matter   in   a   different   light   than   women.   Some   of   the   male   interviewees  

mentioned   that   women   are   too   sensible   and   not   ambitious   enough   to   go   into   managerial   roles.   

This   can   possibly   be   explained   with   the   metaphor   leaky   pipeline.    This   pipeline   leaks   students   at  

various   stages   in   colleges,   universities,   post-secondary   education   and   some   leave   the   pipeline  

after   graduating   with   a   STEM   degree   when   they   select   another   field   as   a   career.  

In   this   case   women   are   graduating   from   the   fields   even   though   they   are   not   in   majority   but   the  

pipeline   somehow   leaks   women   out   of   the   field   after   they   graduate.   It   may   be   due   to   the  

environment   in   the   companies   being   less   suitable   for   women   and   therefore   it   can   push   them   out  

of   the   sector    (Blickenstaff,   2005).    It   can   be   concluded   that   the   ratio   of   women   graduating   should  

reflect   more   in   the   ratio   of   CEOs   in   Iceland.  
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6.1.7    The   lifespan   of   female   managers   is   shorter  

This   theme   is   important   to   acknowledge   because   the   few   women   that   have   managed   to   work  

their   way   up   in   the   hierarchy   of   companies   are   pushed   out   earlier   than   men.   This   theme   will   shed  

a   light   on   this   matter   in   order   to   maintain   women   in   the   highest   role   within   companies.  

The   theme   the   lifespan   of   female   managers   is   shorter     emerged   from   the   first   interview   when   the  

interviewee   mentioned   the   discrimination   she   faced   regarding   her   age.   She   wanted   to   change   her  

job   and   the   recruitment   agency   told   her   she   had   2-3   years   left   to   get   high   positions   within  

companies   and   she   was   only   46   years   old.   This   is   consistent   with   the   literature   part    that   women  

face   age   discrimination   in   selection   and   hiring    (Bennington,   2002) .   The   female   interviewees  

connected   strongly   to   this   discrimination   while   the   male   interviewees   could   not   comment   on   that  

matter.   It   was   very   interesting   what   one   of   the   female   interviewees   mentioned,   that   when   women  

are   young   they   are   not   as   qualified   workers   since   they   have   so   many   responsibilities   at   home   but  

as   soon   as   the   children   leave   the   home,   women   are   considered   not   good   enough   because   they   are  

too   old.     This   is   consistent   with   the   literature   part   that   male   managers   are   compared   to   being   like  

a   fine   wine   that   gets   better   with   age   while   women   are   perceived   as   the   opposite    (Marcus,   2018) .  

It   can   be   concluded   that   women   that   have   managed   to   claim   the   highest   positions   after   all   the  

barriers   they   have   faced   on   the   way   up   are   pushed   out   of   the   positions   earlier   than   men.   This   can  

contribute   to   the   lack   of   female   CEOs   in   Iceland.   All   the   female   interviewees   were   aware   of   age  

discrimination   while   many   of   the   male   interviewees   were   unaware   of   that   situation.   This   age  

discrimination   has   an   effect   on   the   careers   and   the   position   of   women   in   the   labor   market.  

Consistent   with   this   is    research   done   by   Allan   in   1989   that   suggested   that   age   is   the   biggest  

barrier   that   unemployed   female   managers   are   facing.   Now   women   are   facing   both   gender   and  

age   discrimination   which   has   tremendous   effects   on   their   position   within   the   labor   market  

( Fielden   &   Davidson,   1997).   Women   are   driven   out   of   the   workplace   earlier   than   men   and   they  

find   it   more   difficult   to   find   their   way   back   to   the   labor   market    (Barnes,   2019) .  

It   can   be   concluded   that   one   of   the   factors   that   has   influenced   how   many   women   are   CEOs   in  

Iceland   is   age   discrimination   since   it   pushes   them   out   of   the   labor   market   earlier   than   men   and  
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they   find   it   more   difficult   applying   for   high   roles   which   can   contribute   to   that   more   men   are  

CEOs.  

 

6.1.8   Risk-takers   are   not   afraid   of   applying   for   higher   roles  

This   chapter   is   important   because   it   shows   that   women   can   benefit   by   taking   more   risks.  

The   theme   risk-takers   are   not   afraid   of   applying   for   higher   roles     emerged   from   the   fact   that   there  

are   a   lot   of   risks   when   becoming   the   CEO   of   a   company.   What   can   be   concluded   from   the   results  

of   the   interviews   is   that   men   tend   to   be   more   risk-takers   while   women   are   risk-averse.   This   can  

be   connected   to   the   research   done   by   Khan   and   Vieito   in   2013   that   showed   that    men   tend   to   be  

more   risk-takers   and   women   tend   to   be   risk-averse.   Their   research   showed   that   risk   taking   affects  

the   behavior   and   the   decisions   that   men   and   women   take   in   the   workplace   (Khan   &   Vieito,  

2013).   An   individual   that   is   a   risk   taker   is   more   likely   to   apply   for   a   job   or   a   higher   position  

within   the   company    (Engineer,   2015) .   Consistent   with   this   is   the   results   from   the   interviewees  

that   state   that   men   are   more   likely   to   take   risks   and   there   are   a   lot   of   risks   when   applying   for   the  

role   of   a   CEO.   It   can   be   concluded   that   men   are   more   likely   to   apply   for   the   role   of   a   CEO  

because   they   are   willing   to   take   the   risks   while   women   tend   to   be   risk-averse   and   therefore   they  

are   less   likely   to   apply   for   the   role   of   a   CEO.   This   could   therefore   explain   why   there   are   more  

male   CEOs   since   they   are   more   eager   to   apply   for   higher   roles.  

The   results   from   the   interviews   also   indicate   that   men   are   more   likely   to   stand   up   and   declare  

that   they   are   willing   to   take   the   responsibility   to   become   the   CEO.   This   can   be   connected   with  

the   research   done   by   Gino, Wilmuth   &   Brooks    in   2015   which   showed   that   m en   are   more   likely  

than   women   to   jump   at   opportunities   for   professional   advancement   and   by   doing   so   they   are  

taking   a   big   risk   (Gino   et   al.,   2015).   This   raises   a   lot   of   questions   about   why   women   are   less  

likely   to   take   risks.    According   to   the    research   done   by   KPMG   which   showed   that   the   main   aspect  

that   was   holding   women   back   in   taking   risks   was   their   confidence    ( KPMG ,   n.d.) .   Just   like   from  

the   chapter   here   above   women   are   more   likely   to   self   criticize   and   that   affects   their   confidence.  

What   can   also   be   concluded   from   the   interviewees   is   that   women   need   to   be   more   willing   to   take  

risks   because   it   will   benefit   them   in,   for   example,   claiming   higher   roles   in   companies   and   it  
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could   increase   the   ratio   of   female   CEOs.   Consistent   with   this   is   the   research   done   by   KPMG   in  

2019   which   showed   that   women   that   are   looking   to   move   into   leadership   positions   in   today's  

business   world   may   benefit   by   taking   more   risks   throughout   their   careers    ( KPMG ,   n.d.) .   This   can  

also   be   connected   to   the   results   from   the   research   done   by    Khan   and   Vieito   in   2013   that   showed  

that   the    results   of   lower   numbers   of   women   in   the   position   of   CEO   are   because   they   tend   to   be  

risk-averse   and   men   tend   to   take   more   risks    (Khan   &   Vieito,   2013).   It   can   be   concluded   that   one  

of   many   reasons   why   there   are   so   many   men   as   CEOs   is   because   they   are   more   likely   to   take  

risks   in   their   careers   and   that   has   benefited   them   in   a   way   that   they   are   more   likely   to   claim  

higher   leadership   roles.  

 

6.1.9   Do   women   rather   want   to   be   in   middle   management   positions  

It   has   been   in   the   discussion   in   society   that   the   reason   why   there   are   more   female   middle  

managers   than   CEOs   is   because   women   rather   want   to   be   in   middle   management   positions   and  

from   that   the   theme   emerged.    It   is   interesting   to   notice   that   4   out   of   5   male   interviewees   had   the  

perception   that   the   reason   why   the   ratio   of   women   as   middle   managers   is   so   high   in   comparison  

to   the   ratio   of   CEO   is   that   women   do   not   want   to   go   higher   in   the   hierarchy   of   the   company.   The  

majority   of   the   female   interviewees   agreed   that   women   rather   want   to   be   in   middle   management  

positions   and   some   of   the   interviewees   mentioned   that   women   are   not   appreciated   as   much   when  

it   comes   to   the   top   management   positions.   However   almost   every   interviewee   mentioned   that   it  

is   very   difficult   for   women   to   achieve   the   highest   positions   since   it   is   most   often   dominated   by  

men.   This   is   consistent   with   the   literature   part   that   states   that    women   are   experiencing   that   the  

top   positions   are   dominated   by   men   and   therefore   they   feel   that   if   they   want   to   be   included   they  

will   have   to   prove   that   they   are   equal   or   better   than   their   male   coworkers   (Einarsdottir,  

Christiansen   &   Kristjansdottir,   2018).   

It   can   be   concluded   that   women   see   more   opportunities   in   middle   management   positions   rather  

than   higher   managerial   positions.   It   can   also   be   concluded   that   the   top   managerial   positions   are  

dominated   by   men   and   therefore   it   is   more   difficult   for   a   woman   to   claim   higher   roles   and   the  

ones   that   claim   it   find   it   difficult   to   maintain   because   of   the   male-dominated   clique.  
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6.1.10   Male-dominated   culture  

This   theme   plays   a   major   role   in   career   advancement   for   women   and   therefore   it   is   important   to  

acknowledge   it.   It   is   interesting   to   review   the   theme   of     male-dominated   company   culture.     The  

interviewees   noted   that   the   company   culture   has   a   major   effect   on   the   prosperity   of   women   in  

companies.   The   answers   from   the   interviews   can   be   connected   strongly   to    the   literature   part   of  

the   thesis   which   states   that   male-dominated   company   culture   strains   women   from   reaching   the  

top   positions   within   companies.   The   female   interviewees   mentioned   that   it   is   draining   to   be   in   a  

male-dominated   company   and   that   they   needed   to   adapt   according   to   the   male-dominated   culture  

of   the   company   to   climb   to   the   top.   This   can   be   connected   to   the   research   done   by   Born,   Ranehill  

and   Sanberg   in   2018.   They   did   research   on   women's   leadership   when   they   are   in   male   majority  

environment.   The   research   concluded   that   women   struggle   to   remain   confident   and   influential  

when   they   are   in   a   male   dominated   environment.   Women   also   have   more   negative   perception   of  

their   performance   when   they   are   in   a   male   majority   environment   than   women   in   a   female  

majority   environment.   The   research   also   stated   that   women   in   a   male   majority   environment   have  

a   lower   chance   to   develop   into   leadership   roles    (Born,   Ranehill   &   Sandberg,   2018) .   Just   like   one  

of   the   female   interviewees   mentioned,   it   was   difficult   for   her   to   become   a   CEO   in   a   company  

where   the   majority   of   the   employees   were   male   and   she   needed   to   assimilate   to   the   environment.  

This   is   consistent   with   the   literature   part   which   states   that   for   women   to   be   successful   in  

male-dominated   companies   they   need   to   adapt   to   the   culture   of   the   company    (Daft,   2008) .  

Furthermore,   a   male-dominated   company   culture   pushes   women   out   of   the   companies    (Simpson,  

1998) .   As   mentioned   in   the   research   done   by   Fortune   that   the   number   one   factor   why   women   left  

their   job   was   due   to   the   company   culture    (Daft,   2008) .   This   confirms   that   women   do   not   flourish  

in   a   male-dominated   company   culture   and   that   they   often   need   to   adapt   to   the   culture   which   can  

be   difficult   for   them.   It   can   be   concluded   that   it   is   more   difficult   for   women   to   become   a   CEO   in  

a   male-dominated   company   since   the   working   environment   hinders   their   performance,  

motivation   and   commitment    (Kim   et   al.,   2015) .    It   can   be   concluded   that   the   reason   why   women  

are   lacking   in   top   managerial   positions   is   due   to   the   labor   market   being   both   vertically   and  
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horizontally   segregated.    Horizontal   segregation   is   when   the   workforce   of   a   specific   sector   or  

industry   is   male   or   female-dominated.   Therefore,   women   find   it   difficult   to   claim   the   highest  

roles   within   companies.   For   instance   all   of   the   female   CEOs   claimed   that   they   worked   in   a   sector  

that   was   considered   to   be   a   male   dominated   sector   since   there   are   more   male   employees   then  

there   are   female.   The   female   interviewees   mentioned   that   it   was   difficult   and   draining   to   be   in   a  

male   dominated   company   environment.   Furthermore,   one   of   the   female   interviewees   experienced  

that   a   man   was   hired   in   the   role   of   a   CEO   even   though   she   was   considered   as   more   qualified   and  

she   worked   in   a   company   where   women   were   27%   of   the   employees.   This   example   could   also   be  

due   to   vertical   segregation.   It   is   when   a   particular   gender   has   limited   opportunity   to   grow   and  

claim   higher   positions   within   a   company   or   sector.   The   roots   of   the   gender-segregated   labor  

market   lie   in   the   historical   gender   roles   that   have   evolved   into   gender   stereotypes.   The   man   that  

claimed   the   role   of   a   CEO   was   therefore   stereotyped   as   a   better   fit   for   the   role.   However,   he   only  

lasted   a   few   months   in   the   position    (Olafsdottir   &   Rögnvaldsdottir,   2015).  

Yet   many   of   the   interviewees   mentioned   how   important   it   is   to   have   diversity   among   the  

employees   since   it   has   a   positive   impact   on   the   work   environment   and   the   culture   within   the  

company.   This   is   a   good   example   of   how   important   gender   diversity   is   to   companies   because  

gender   diversity   management   has   shown   to   be   a   critical   predictor   of   positive   employee   outcomes  

such   as   increased   job   satisfaction   and   better   performance    (Kim   et   al.,   2015) .   The   results   from  

that   theme   show   how   important   gender   diversity   is   in   companies.   

 

6.1.11   applying   for   the   role   of   a   CEO  

This   is   the   one   of   the   most   important   themes   in   this   research   because   it   sheds   light   on   that  

women   are   in   fact   applying   for   the   role   of   a   CEO   while   men   do   not   but   they   are   more   likely   to   be  

offered   the   position.   

The   theme   applying   for   the   role   of   a   CEO   shows   that   women   are   applying   for   the   role   of   the  

CEO   and   higher   managerial   roles.   What   was   consistent   was   that   women   are   applying   for   the   role  

of   a   CEO   but   it   seems   that   men   are   more   likely   to   be   offered   the   role.   It   seems   that   it   is   more  

natural   to   offer   a   man   the   position   of   the   CEO   rather   than   a   woman.   From   the   interviews,   all   the  
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male   CEOs   were   developed   into   the   role   and   had   never   applied   for   the   role   of   a   CEO   but   all   the  

female   CEOs   except   one   had   applied   for   the   position   of   CEO.   Just   like   one   of   the   female  

interviewees   experienced,   she   was   considered   more   qualified   for   the   position   of   CEO   but   yet   a  

man   was   hired.   This   corresponds   to   the   conclusion   that   women   that   are   experienced   and  

similarly   qualified   receive   lower   evaluations   than   men   in   managerial   selection   situations    (Fielden  

&   Davidson,   1997) .   Yet   again   this   can   be   connected   to   the   theory   of   shifting   standards.   The  

theory   states   that   stereotypes   interfere   that   women   can   claim   managerial   roles.   The   model   claims  

that   when   individuals   based   on   stereotyped   groups   are   judged   and   they   are   automatically  

compared   to   within   category   judgment   standards.   For   example,   given   stereotypes   that   men   are  

better   leaders   than   women,   individuals   are   likely    to   judge   the   leadership   competence   of   a  

particular   woman   relative   to   (lower)   standards   of   competence   for   women   and   the   leadership  

competence   of   a   particular   man   relative   to   (higher)   standards   of   competence   for   men    (Biernat   &  

Fuegen,   2001) .   Many   stereotypes   do   not   work   in   favor   of   women   for   example   the    stereotype   of   a  

CEO   is   a   white   male    (Egan,   2015) .   

Moreover,  the  results  from  the  quantitative  part  also  show  that  women  are  applying  for  the  role                 

of  a  CEO  but  just  as  mentioned  before  in  both  cases  men  got  the  job  of  a  CEO.  The  role  of  a                       

CEO  is  more  often  associated  with  men  and  that  makes  it  difficult  for  women  to  pursue  the  role                   

(Bono  et  al.,  2017) .  This  can  be  connected  with  the  results  from  the  interviewees  which  all                 

agreed  that  the  stereotype  of  a  CEO  is  a  man.  These  results  were  astonishing  since  it  seems  that                   

these  stereotypes  are  still  so  deeply  rooted  in  our  society  and  it  affects  how  we  perceive  the  CEO                   

role.  This  can  have  the  effect  that  women  are  less  likely  to  be  hired  into  the  role  of  a  CEO  since                      

recruiters  have  already  made  up  their  minds  about  the  qualifications  of  the  genders  and  think  a                 

man  is  better  suited  since  men  are  usually  CEOs.  Many  of  the  female  interviewees  said  that                 

individuals  in  powerful  positions  within  companies  say  that  women  are  not  applying  for  the  role                

of  a  CEO  and  therefore  there  are  so  few  female  CEOs  in  Iceland  but  these  results  confirm  that                   

women  are  in  fact  applying  for  the  role  of  a  CEO  but  a  men  are  more  likely  to  be  offered  the  job.                       

This  shows  that  women  are  applying  for  the  role  of  a  CEO  and  society  can  no  longer  use  it  as  an                      

excuse   that   women   are   not   applying   for   the   role.  
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7.Future   research  

It   could   be   interesting   to   do   this   research   again   in   5-10   years   to   see   if   the   ratio   of   female   CEOs  

has   changed   and   to   see   if   the   ratio   of   female   CEOs   increases   in   the   biggest   firms   in   Iceland.  

However,   there   is   a   great   need   to   research   if   there   is   a   relationship   between   numbers   of   female  

board   members   and   the   gender   of   the   CEO.   It   is   also   interesting   to   research   the   gender   ratio   of  

board   members   based   on   the   size   of   the   firm.   This   could   explain   many   aspects   of   why   the   ratio  

of   female   CEOs   decreases   with   the   size   of   the   firm   since   there   are   fewer   board   members   the  

smaller   the   firm   is.  

 

8.Conclusion  
This   research   aims   to   answer   what   is   holding   back   women   from   reaching   CEO   positions   in  

Iceland   and   does   it   depend   on   company   size.     There   is   limited   research   on   the   experiences   of  

current   male   and   female   CEOs   since   the   sides   of   females   are   most   often   only   taken   in   these   kinds  

of   research.   This   research   sheds   light   on   the   experience   of   ten   female   and   male   CEOs   that   are  

currently   working   in   the   field.   However,   there   are   limitations   to   this   research   because   of   the  

sample   size   and   the   fact   that   this   sheds   not   only   light   on   the   experiences   of   female   CEOs.  

Even   though,   this   research   obtained   important   data   on   the   perspectives   and   experiences   of   male  

and   female   CEOs   that   are   currently   working   in   the   position.   It   can   be   concluded   that   one   of   the  

reasons   why   the   ratio   of   female   CEOs   is   higher   as   the   companies   get   smaller   is   because   they   are  

trusted   to   run   them   since   it   is   just   like   running   the   family.   However,   the   ownership   of   the  

company   also   plays   a   vital   role   in   the   ratio   of   female   CEOs.   Women   are   more   likely   to   be   given  

opportunities   in   small   family-owned   companies   and   many   women   are   founding   their   businesses.  

They   are   more   likely   to   be   noticed   and   receive   promotion   and   therefore   achieve   higher   positions  

within   small   companies.   These   opportunities   are   also   attractive   for   women   and   therefore   they   are  

drawn   to   them.   Moreover,   this   research   revealed   that   women   experience   that   they   are   not  

evaluated   in   the   same   manner   as   men   and   especially   when   it   comes   to   managerial   roles.   Men   are  

more   likely   to   be   promoted   or   hired   even   though   women   have   the   same   or   higher   qualifications.  
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The   results   also   show   that   there   is   a   risk   involved   by   taking   the   role   of   a   CEO   and   what   does   not  

benefit   women   is   that   they   tend   to   be   risk-averse.   What   does   also   not   work   in   the   favor   of  

women   is   that   they   tend   to   self   criticize   and   that   creates   doubt   that   affects   that   they   are   not   as  

likely   to   apply   for   higher   roles.   However,   the   results   from   the   qualitative   and   quantitative   part   of  

the   research   indicate   that   women   are   applying   for   the   role   of   a   CEO   but   men   are   more   likely   to  

be   appointed   to   the   role.   Companies   assume   that   women   cant   take   more   responsibility   due   to   the  

responsibility   that   they   have   at   home.   However,   the   results   from   the   interviewees   showed   that   it  

is   not   the   case   and   it   does   not   have   an   effect   on   them   taking   or   applying   for   higher   roles   within  

companies.   What   also   does   not   work   in   the   favor   of   women   is   the   male-dominated   company  

culture.   That   environment   makes   it   even   more   difficult   for   women   to   receive   managerial   roles  

and   women   find   themselves   often   in   the   position   of   changing   their   behavior   according   to   men   to  

achieve   higher   positions.   The   results   also   show   that   women   in   middle   management   experience  

that   the   highest   positions   of   companies   are   male-dominated   as   well   and   with   that   come   many  

disadvantages   and   therefore   they   rather   want   to   stay   in   middle   management.  

Moreover,   the   women   that   have   claimed   the   position   of   a   CEO   experience   age   discrimination,  

and   therefore   they   are   more   likely   to   be   pushed   out   of   the   position   earlier   than   men.   What   can  

also   be   concluded   is   that   men   are   not   fully   aware   of   the   discrimination   that   women   are  

experiencing   in   the   labor   market.   
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10.   Appendix   A   -   Qualitative   question   list   for   CEOs   in   Icelandic  

 
1.  Hvernig   þróaðist   þú   í   stöðu   framkvæmdastjóra?   2011   var   áður   framkvæmdastjóri  
2.  Hvaða   eiginleika   telur   þú   að   góður   framkvæmdarstjóri   þurfi   að   hafa?  
3.   Telur   þú   að   konur   og   karlar   séu   með   mismunandi   stjórnunarstíl   ?  
-  Hver   er   þinn   stjórnunarstíll?  
4.    Telur   þú   að   konur   og   karlar   séu   með   mismunandi   leiðtogastíl   ?  
-  Hver   er   þinn   leiðtogastíll?  
5.   Telur   þú   að   það   séu   gerðar   jafnar   kröfur   til   kvenna   og   karla   í   fyrirtækjum   almennt?  

- Þurfa   konur   að   sanna   sig   meira   ?  
6.   Telur   þú   að   konur   og   karlar   séu   metnir   á   sama   hátt   í   fyrirtækjum?  
7.  Telur   þú   að   konur   og   karlar   eiga   jafna   möguleika   á   að   vinna   sig   upp   innan   fyrirtækja?  
8.   Telur   þú   vera   nóg   framboð   af   konum   í   stöðu   framkvæmdastjóra?  
9.  Hvort  heldur  þú  að  karlar  eða  konur  séu  áhættusæknari  í  starfi  og  telur  þú  að  það  spili                   

mikilvægan   þátt   í   stöðu   framkvæmdastjóra?  
10.   Telur   þú   að   starfsmenn   horfi   öðruvísi   á   kvenn   og   karl   framkvæmdarstjóra?  
-  Ef   já   hvernig   ?  
11.  Telur  þú  þig  vera  starfandi  í  karllægum  geira  útfrá  þeim  staðalímyndum  og              

kynhlutverkum   sem   hafa   myndast   í   samfélaginu?  
12.   Telur   þú   að   þín   staða   innan   og   utan   fyrirtækisins   myndi   teljast   karlæg   eða   kvenlæg?  
13.  Telur  þú  að  þitt  fyrirtæki  komi  jafnt  fram  við  konur  og  karla  og  hvað  gerir  þú  til  að                    

passa   upp   á   að   koma   jafnt   fram   við   konur   og   karla?  
14.  Hefur   þú   áður   sótt   um   stöðu   framkvæmdastjóra   og   ekki   fengið   starfið?  
-  Ef  já,  var  þér  gefin  ástæða  hversvegna  þér  var  hafnað  og  mannstu  hvort  að  kona  eða                 

karl   hafi   verið   ráðin   inn   að   lokum?  
-  Nei,   hversvegna   hefuru   ekki   sótt   um   áður?  
15.  Hefur  staða  eða  ábyrgð  þín  sem  þú  hefur  til  fjölskyldunnar  haft  áhrif  á  hvaða               

stöðu   þú   hefur   sótt   um/tekið   áður   fyrr?  
16.  Telur  þú  að  konur  hafi  þurft  að  taka  mið  af  karllægum  gildum  til  þess  að  komast  í                   

æðstu   stöður   fyrirtækja   ?  
17.  Nú  er  hlutfall  kvenna  í  millistjórnendastöðum  töluvert  hærra  en  í  æðstustöðum             

fyrirtækja,  telur  þú  að  konur  sæki  frekar  í  millistjórnendastöður  fremur  en            
æðstustjórnendastöður   og   ef   svo   er   afhverju?  

18.  Nú  er  hlutfall  kvenna  sem  útskrifast  með  háskólagráðu  65,5%  og  eru  fleiri  menntaðar               
konur  að  koma  inná  vinnumarkaðinn,  Ætti  hlutfall  kvenna  ekki  að  endurspeglast  í             
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æðristöðum  fyrirtækja  miðað  við  það  hlutfall  og  hvernig  telur  þú  að  hægt  sé  að  bæta                
það?  

19.  Nú  er  hlutfall  kvenna  í  stöðu  framkvæmdastjóra  23%  árið  2019  ,  Hver  er  ástæðan  að                 
þínu   mati   að   hlutfall   kvenna   í   stöðu   framkvæmastjóra   sé   svona   lágt   á   Íslandi?  
- Telur   þú   að   konur   verði   fyrr   “úreltar”   í   stjórnendastöðum   en   karlar  

20.  Nú  er  hlutfall  kvenna  í  stöðu  framkvæmdastjóra  hærra  því  minna  sem  fyrirtækið  er.               
Til  að  mynda  þá  er  hlutfall  kvenna  19%  í  fyrirtækjum  með  10-19  starfsmenn  en  einungis                
12%  í  fyrirtækjum  með  100-249  starfsmenn,  hver  telur  þú  vera  ástæðuna  fyrir  því  að               
hlutfall   kvenna   sé   með   þessum   hætti?  
21.    Telur   þú   að   það   þurfi   að   jafna   hlutfall   kvenna   í   stöðu   framkvæmdastjóra?  
-  Ef  Já  og  ef  svo  er  afhverju  er  það  mikilvægt  og  hvað  þarf  að  gera  til  þess  að  jafna                    

hlutfallið  
-  Ef   nei   afhverju   finnst   þér   það  
22.  Telur  þú  að  konur  og  karlar  hafi  sömu  skoðanir  varðandi  það  að  jafna  kynjahlutfall                

framkvæmdastjóra?  
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