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Abstract

The business world is constantly changing, and so are the companies within it. This makes it hard to
understand what makes a good leader entirely. This thesis examines how gender and leadership
interact in Swedish companies to determine how these factors contribute to communication and
organizational culture. It examines how gender influences leadership styles and their effects on
workplace environments using qualitative methodology.

Leadership, especially in contexts that promote gender equality and flat hierarchies like Sweden,
presents a unique opportunity to study the broader implications of diverse leadership dynamics. This
study employed the study of gender and organizational behavior to address effective leadership in
contemporary corporations. The research sheds light on the differences and similarities between
female and male leaders' approaches, including communication and interaction with the team.
Therefore, interviews were conducted with the leaders/managers in their organizations.

Moreover, this study points out the importance of diversity in developing inclusive and innovative
workplace cultures to assist a better working environment. Consequently, it offers directions for how
organizations can employ the potential of diverse leadership to navigate the complexities of the
contemporary business landscape. Furthermore, the research could be a valuable foundation for
future investigations.
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1.0 Introduction

This section provides an introduction to the topic of investigation for this research, commencing with
a summary of the context around the phenomenon being studied. The text outlines the objective
research question and interacts in a discourse. In the end, the part concludes with an examination of
the delimitation for the study. This study adopts an abductive approach involving iteratively analyzing
empirical data to develop theories.

1.1 Background

Leadership styles and their impact on organizational outcomes have been proven in a field of
research. Researchers have focused a lot on how gender interacts with leadership in companies.
Leadership involves a range of behaviors and styles, often viewed through gendered expectations
(Northouse, 2018). A unique opportunity to examine is offered Based on Sweden's emphasis on
gender equality and flat organizational hierarchies.

It is essential to understand how leadership styles are formed and implemented in organizations
through gender perspectives. Examining gender perspectives in leadership is essential because it
shows how diverse perspectives foster innovative problem-solving and strategic thinking in
organizations. Understanding the distinct approaches men and women take to leadership enables
researchers and practitioners to develop more effective models that cultivate inclusivity and mutual
respect (Eagly et al., 2003; Northouse, 2018).

Sweden's reputation for gender equality extends to its governance and leadership practices (Holmberg
et al., 2006). Diversity in leadership teams has enhanced performance and innovation (Post et al.,
2015). Even though this study focuses on men and women as a methodological consideration, it
acknowledges that transgender and non-binary identities will be necessary for future research (Bem,
1993).

Research suggests a link between gender and leadership styles, with women potentially displaying
more transformational leadership qualities (Eagly et al., 2003). Sweden's organizational styles
emphasize inclusiveness, collaboration, and nurturing (Holmberg et al., 2006). Despite these positive
correlations, leadership roles still have many complex dynamics. There is more to learn about how
these dynamics affect communication and interaction in leadership teams and the workplace.

Moreover, gendered perspectives give insight into how leadership changes in response to global
challenges and changing demographics. Identifying the impact of gender on leadership and team
dynamics provides critical insight for developing future organizational policies and practices (Eagly
et al., 2003).

Despite its progressive approach, Sweden still has a long way to go to achieve gender equality.
Stereotypes and biases are still prevalent, so understanding how organizations maintain or challenge
them is crucial (Eagly et al., 2003).
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So, this qualitative study explores these dynamics through the lens of corporate culture in Swedish
companies. Through an analysis of gender and leadership interaction styles, this study aims to
promote more inclusive work environments. The insights gained can inform both academic
scholarship and practical organizational strategies.

By examining gendered perspectives in leadership, we learn more about diversity and can make more
balanced and effective decisions. This research is essential for fostering inclusive and equitable
workplaces where individuals can lead and thrive based on their skills and contributions (Eagly et al.,
2003; Northouse, 2018).

1.2 Problem Discussion

Sweden has made significant progress in achieving gender equality (Eagly et al., 2003). Despite the
need to explore leadership dynamics within Swedish enterprises, especially when considering gender
influences, exploring these dynamics is essential as the global business landscape changes and
sustainable organizational practices become more important.

Due to changing business practices and the need for sustainability, it is vital to understand how
gender influences leadership dynamics in Swedish companies. Communication and culture within an
organization are impacted by how leaders behave. This raises fundamental inquiries such as: What is
the impact of a leader's gender on their relationship and communication within teams, and also how
does this subsequently change the work environment?

Current research on gender diversity in leadership mainly relies on quantitative analysis (Post et al.,
2015). Nevertheless, although these methods are valuable, their primary focus on statistical trends
and general patterns might need to capture the full depth and complexity of individual experiences
and the subtle differences in communication patterns between genders.

To better understand how gender influences leadership dynamics, we need a more nuanced and
qualitative approach. This study highlights the significance of having a balanced representation of
both genders in leadership teams and how it impacts the work environment in Sweden. Previous
studies have overlooked this particular component, and we aim to address this significant gap through
a qualitative methodology.

The corporate structure in Sweden provides an exceptional setting for examining the dynamics of the
work environment. These dynamics reflect broader workplace inclusivity and diversity trends, so they
are particularly relevant. This phenomenon is distinguished by gender equality and flat organizational
structures (Holmberg et al., 2006). Nevertheless, it is still being determined to what degree these
cultural principles are practiced inside leadership teams. Moreover, it is crucial to have a more
profound qualitative comprehension of the interaction between gender, leadership styles, and their
influence on the workplace to shed light on the underlying mechanisms and perspectives.
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To address these knowledge problems, this investigation utilizes qualitative research techniques
through interviews with leaders from different Swedish companies. These interviews aim to illustrate
the impact of gender differences on leadership communication and interaction styles and how these
styles affect the overall atmosphere within an organization.

It examines how gender norms and roles impact team collaboration, conflict resolution, and
decision-making. Engaging directly with leaders will offer valuable insights for creating more
inclusive leadership models and developing favorable work cultures. Analyzing similarities and
disparities in leadership approaches between genders can enhance our comprehension and promote a
more inclusive future.

1.3 Purpose and Research Question

According to this study, it is hoped that gender may help understand and shape leadership styles in
Swedish companies, which can also positively impact the work environment and ultimately lead to
significant positive changes in the workplace. Moreover, the study objective aims to provide
theoretical insights and practical knowledge about the effects of gender dynamics on leadership
dynamics and organizational outcomes.

The research questions are as follows:

RQ: How does leaders' gender influence communication and interaction styles within leadership
teams in Swedish companies?

Sub Q: How does gender diversity within the leadership teams affect the work environment?

The findings of this research are relevant to organizations and leaders trying to gain a deeper
understanding of how gender shapes leadership practices and their implications for organizational
dynamics. Also, organizations can develop more effective leadership initiatives and foster inclusive
work environments by gaining insight into the nuances of male and female leadership styles.

Furthermore, this study examines the interaction between individual characteristics, leadership and
organizational behavior, organizational outcomes, and scientific discourses on gender. Additionally,
being relevant to academic environments helps develop more equitable and effective leadership
practices.

This study aims to give organizational leaders, policymakers, and researchers valuable insights into
how gender influences leadership styles and their influence on work environments, thereby enhancing
leadership effectiveness and promoting gender equality in the workplace. As part of this research, we
aim to demonstrate how gender influences organizational culture, employee engagement, and
leadership decisions.
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1.4 Delimitation

Our research focuses on how the gender of leaders in Swedish organizations affects communication
styles and workplace dynamics. In order to achieve clarity and concentration, we have created some
constraints. The main objective is to examine the influence of leaders' gender on work environment
dynamics, the communication tactics used by leaders, and the resulting consequences on the work
environment. First, this analysis only focuses on leaders working in the Swedish corporate
environment. This allows us to study the distinctive dynamics of Swedish organizational culture
without the added complexity of cross-cultural comparisons. Also, this is limited to leaders who
occupy management positions in Swedish companies and allows for a thorough examination of the
influence of gender on leadership communication and its effects on the workplace.

Moreover, the analysis of leadership techniques in this research is limited to men and women. This
facilitates a comprehensive analysis of gender-related differences in leadership communication and
their impact on the workplace. Leaders' thoughts and communication methods are collected from
interviews conducted directly with them. These limitations narrow the scope of our study and allow
us to investigate the impact of leaders' gender on communication styles and workplace dynamics in
Swedish companies. Although these limitations are set, they maintain the importance of our study's
findings within the specified context.
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1.5 Disposition

As can be seen in Figure 1, this paper is organized into six chapters. The thesis begins with an
introduction chapter, followed by a thorough literature review, a description of the methodology used,
the presentation of empirical data, a detailed analysis, and a conclusion. At the beginning of each
chapter, a summary provides a clear overview of the topics covered to enhance the reader's
understanding and effortless navigation.

Figure 1 - Disposition of paper
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2.0 Literature Review

This chapter provides a comprehensive analysis of the current research investigating the impact of
leaders' gender on communication and interaction styles within leadership teams in Swedish
organizations. The structure of this chapter has a direct connection with the research issue. The study
initially explores the impact of leaders' gender on their communication and engagement styles within
leadership teams, specifically in Swedish organizations. Next, we focus on the influence of gender
diversity in leadership teams on the work environment. An effort takes place to show the impact of
varied gender views within leadership teams on team dynamics and organizational culture. Through
a review of existing research, efforts are made to reveal the correlations between the gender of
leaders, gender diversity within leadership teams, and their impact on successful communication,
interaction styles, and the work environment. This involves studying the impact of gender on
leadership behaviors and styles and the influence of leaders' styles on the work environment.

2.1 Leadership

Leadership, a complex and multifaceted concept, is essential for organizational success. Since
leadership is vital to guide and inspire others to work together and achieve common goals, good
leaders can create an environment where everyone can do their best (Karp et al., 2009). The evolution
of leadership from focusing primarily on power and authority to interpersonal relationships
demonstrated its dynamic nature and pivotal role in steering organizational direction, culture, and
performance (Northouse, 2018; Silin, 1976).

Historically, leadership has been based on power and authority. As this view has evolved, it
emphasizes the importance of interpersonal relationships, the context of leadership, and dynamic
interactions between followers and leaders (Safety, 2005). According to modern perspectives,
leadership encompasses human and material resources and the ability to adapt to changing conditions
(Safety, 2005). According to transformational leadership theory, leaders should motivate their
followers to transcend personal interests for the benefit of the organization and the more significant
cause (Northouse, 2018).

Leadership quality is one of the most critical factors in the success or failure of an organization.
Influential leaders can shape organizational strategies and culture and lead their teams toward
achieving business goals. As such, they are essential in fostering an environment that facilitates
problem-solving and adaptation (Bass, 1990). Moreover, leaders are critical in managing
organizational change, strategizing responses to external pressures, aligning organizational processes
with market demands, and maintaining competitiveness. The organization is mobilized towards
sustained growth and performance improvement by its vision and strategic direction (Northouse,
2004).

Organizational leaders have several responsibilities. They are responsible for setting a strategic
vision, making decisions, shaping the organization's culture, and developing the team members.
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These roles are essential to develop organizational resilience and adaptability, emphasizing the need
for a wide range of skills to navigate complex challenges successfully (Yukl, 2013; Kotter, 1990).

The leadership of an organization has a significant impact on the employee engagement and the
organizational culture. They are responsible for recognizing employees' contributions, providing
meaningful work, and providing opportunities for professional development that impact spirit and job
satisfaction. In addition to increasing individual performance, this leadership approach promotes a
positive work environment, resulting in higher levels of engagement and retention (Northouse, 2004).
In addition, leaders play a crucial role in setting the tone and norms for ethical behavior in an
organization. Their actions and decisions shape corporate culture and ethical standards. Leaders build
trust and credibility by demonstrating integrity and ethical behavior inside and outside the
organization (Karp et al., 2009).

To summarize, leadership is a crucial component of organizational management and success.
Managers must influence, motivate, and enable others to contribute to the organization's success. For
a comprehensive study of organizational behavior and management, it is essential to thoroughly
understand leadership in all its forms thoroughly.

2.2 Gender

A gender construct encompasses the roles, behaviors, personalities, and desires ascribed to
individuals based on societal perceptions of masculinity and femininity (Eagly et al., 2015). As a
result of social standards and socialization, gender influences various aspects of human life, like
cognition, emotions, social interactions, and career choices (Eagly, 1987). In expansion, gender
intersects with racial, ethnic, and sexual orientation categories, influencing individuals' encounters
and openings in complex ways (Crenshaw, 1991).

2.2.1 Theoretical Perspectives on Gender and Leadership

This passage looks at the exciting connection between gender and leadership styles. Gender theories
provide a framework for understanding how individuals assume societal expectations about being
masculine or feminine (gender schemas) and how these expectations influence leadership behaviors
(Bem, 1981). These frameworks suggest that leaders may either follow traditional gender norms or
challenge them by adopting more flexibility.

Building on this, Social Role Theory suggests that leadership styles often reflect the main cultural
ideas about masculinity or femininity (Eagly et al., 2012). Traditional thinking says masculinity
means being task-oriented and directive, like being assertive and decisive. Conversely, feminine traits
build relationships and foster teamwork, like cooperation and compassion (Eagly et al., 2012).
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Moreover, the Role Congruity Theory of Prejudice Towards Female Leaders highlights the challenges
women in leadership positions may face (Eagly et al., 2002). It can be challenging for female leaders
to break traditional norms because they are seen as going against the grain. Organizational cultures
and leadership dynamics are shaped by gender, according to these theories (Eagly et al., 2002).

Shifting the focus to specific leadership styles, Transformational Leadership stands out. This
leadership style motivates and inspires followers to do amazing things through vision, inspiration,
intellectual stimulation, and individualized attention (Burns, 1978; Bass, 1985). It works well in
dynamic environments that require constant adaptation and innovation (Bass et al., 2006). According
to research, women tend to prefer transformational leadership, which emphasizes inclusion,
participation, and nurturing (Eagly et al., 2003). It fits well with Swedish organizational cultures
emphasizing gender equality and collaboration (Holmberg et al., 2006).

Our exploration of leadership styles continues with Situational Leadership Theory, which suggests
that the most effective approach depends on followers' maturity and readiness, as well as the
complexity of the job (Hersey et al., 1969). Women in leadership roles are often seen as vital because
of their adaptability (Ayman et al., 2009). In environments that value responsiveness and diverse
leadership methods, leaders who can adjust their style to meet the needs of their followers will be
more successful.

On the other hand, Transactional Leadership offers a different view. This style focuses on a system of
rewards and penalties based on follower performance (Bass, 1985). It is often more traditional and
historically linked with male leaders. While it motivates results and compliance, it does so through a
more structured and possibly less flexible approach.

The Leader-Member Exchange (LMX) theory also highlights the importance of trust and strong
relationships between leaders and their teams (Graen et al., 1995). Research suggests that women's
strengths in emotional intelligence and relationship building can be especially beneficial here (Eagly
et al., 2007). Building high-quality LMX relationships is crucial for leadership effectiveness,
especially in collaborative settings.

Moreover, Servant Leadership puts the development and well-being of followers above the leader's
interests (Greenleaf, 1977). This style, marked by empathy, listening, and community building, aligns
well with the qualities traditionally associated with female leaders. In Swedish corporate culture,
which values gender equality and work-life balance, servant leadership can be a powerful tool for
boosting employee engagement, satisfaction, and overall organizational performance (Van
Dierendonck, 2011).

Research shows that men and women often approach leadership differently. Men tend to have a more
direct, assertive, and task-oriented style, while women may prefer team building, collaboration, and a
transformational or democratic approach (Eagly et al., 2003). Recognizing these potential differences
is crucial to evaluate leadership effectiveness and communication strategies. This understanding helps
us see how societal expectations and stereotypes influence leaders' communication. However, it is
essential to remember that leadership styles are adaptable and practical in different contexts.
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Organizations should create environments that value and use this diversity in leadership approaches.
This is particularly relevant in Sweden, where consensus and equality are highly valued (Holmberg et
al., 2006). Persistent gender bias within organizations is a significant challenge. Women may be
expected to adopt traditionally masculine leadership styles, such as assertiveness, to be seen as strong
leaders. However, their leadership abilities often go unnoticed, even when they use these strategies
(Walker et al., 2015). Organizational cultures must change to bridge this gap. Creating a more
transparent, collaborative, and fair work environment that celebrates diverse leadership styles is
critical to creating a truly inclusive workplace.

There is much research showing how gender impacts leadership styles, especially within established
frameworks like Transformational, Situational, Transactional, Leader-Member Exchange (LMX), and
Servant Leadership (Northouse, 2018; Hersey et al., 1969; Eagly et al., 2003). These insights are
particularly relevant in Sweden, known for its commitment to gender equality and consensus building
(Holmberg et al., 2006). This review shows the intricate relationship between leadership, gender, and
organizational culture. It underscores the need to keep exploring these dynamics to improve
organizational effectiveness and inclusion (Walker et al., 2015). Further research on how factors like
ethnicity and socioeconomic status intersect with gender can further enrich our understanding of
leadership. By encouraging a diversity of leadership expressions, we can create a more
comprehensive approach to leadership studies.

Theoretical perspectives like Transformational Leadership Theory shed light on this dynamic (Bass et
al., 2006). According to this theory, inspiring and motivating followers impacts employee satisfaction
and organizational success. Swedish corporate culture's collaborative and team-oriented nature aligns
with traditionally feminine traits like empathy and inclusion. According to Gender Role Theory
(Eagly et al., 2012), societal norms significantly affect individual behavior. Despite Sweden's
progressive environment, women face challenges and biases in leadership positions (Eagly et al.,
2012). It is crucial to get absolute gender equality in leadership roles by overcoming these biases and
stereotypes (Eagly et al., 2007). The role congruency theory offers a framework for understanding
female leaders' challenges (Heilman, 2001). In this theory, Sweden's cultural values of equality are
compared to leaders' experiences dealing with workplace gender dynamics.

Further insights are offered by Haas et al. (2007), who examine the impact of gender norms on
Swedish organizational culture. Their study reveals that the presence of women in management roles
does not directly correlate with father-friendly policies. However, the percentage of men in the labor
force is significantly associated with informal support for paternity leave. This suggests that gender
composition is more influential than formal leadership roles in shaping informal cultural attitudes
toward such policies. Additionally, Haas and Hwang highlight that gender-inclusive practices vary by
sector, with service-oriented sectors more conducive to father-friendly policies. Their research
exposes the gap between Sweden's aspirations for gender equality and the implementation of
supportive practices within organizations. It underscores the need for a deeper understanding of
institutional barriers to achieving true gender equality (Haas et al., 2007). This study serves as a
valuable contribution to discussions about workplace gender dynamics and the role of organizational
culture in supporting gender equality initiatives in Sweden, offering valuable empirical evidence on
the complexities involved.
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The analysis of gender dynamics has become increasingly nuanced in contemporary organizational
studies, particularly in investment banks in Sweden (Annink, M., 2021). Gender-ordered processes in
Swedish organizations, particularly homosociality and heterosociality, provide a critical lens for
understanding gender biases and preferences in the workplace (Holgersson, 2013; Wahl et al., 2018).
Additionally, perceptions of gender-neutral cultures often obscure underlying inequalities and the
persistence of male-dominated cultures, in which gender equality is prompted in theory but not
practiced (Wahl et al., 2018).

Diverse diversity and inclusion initiatives have emerged due to efforts to increase gender equality.
The effectiveness of quantitative measures, such as staff representation, and qualitative measures,
such as organizational culture and climate, is increasingly being analyzed (Wahl et al., 2018). For true
gender equality to be achieved, a systemic understanding and foundational changes are needed. There
is a need to address both the structural and cultural aspects of gender biases when integrating gender
equality into organizational cultures. These studies contribute to understanding how organizations can
accomplish genuine inclusivity and equality beyond superficial gender neutrality.

2.2.2 Gender Diversity in Leadership

In organizational management, a leadership team is a group of individuals tasked with making
strategic decisions and steering the organization toward its goals (Katzenbach et al., 1993). A team's
effectiveness depends on its ability to bring together diverse skills and perspectives to guide the
organization (Hill et al., 2011). Numerous studies have documented the positive effects of gender
diversity on innovation, employee satisfaction, and financial performance (Herring, 2009; Post et al.,
2015). Delving deeper into decision-making dynamics, leaders' gender diversity influences
decision-making, conflict resolution, team dynamics, and decision-making processes. There is a
significant gender gap in career advancement in the Nordic region, which suggests the need for more
inclusive leadership practices. There is a significant opportunity for companies to promote cultures
that increase the likelihood of advancement among diverse groups (BCG, 2020) due to this gap,
which is more pronounced in the Nordics than globally.

A recent study by Spencer Stuart 2023 reveals the current state of gender diversity on Nordic
company boards, demonstrating progressive progress toward gender parity. As a result of its gender
quota legislation, Norway is ahead, with 41% of board directors being women. In terms of gender
equality, this represents a significant step forward. While women hold 10 out of 100 board chair
positions, the representation of women in top leadership roles remains modest. It underscores the
importance of systemic changes to elevate women into all echelons of corporate leadership.
Furthermore, the study shows a stable but improving representation of foreign directors, at 38%,
indicating an opportunity to broaden diversity initiatives to involve not just gender but also
international perspectives. According to Spencer Stuart (2023), this comprehensive approach
indicates achievements and areas that must be addressed to enhance board diversity.

Furthermore, initiatives mentioned by Harvard's Division of Continuing Education emphasize the
importance of supporting women as early as possible in their careers to maintain gender diversity
throughout the organizational hierarchy. Women of color continue to face challenges in obtaining
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leadership positions, requiring clear job performance criteria, an analysis of corporate HR data based
on gender and race, and robust preparation and sponsorship strategies to promote gender and racial
parity in leadership (Harvard DCE, 2022). As a result of this comprehensive narrative, the importance
of strategic interventions is highlighted, and the ongoing challenges and potential strategies that can
be implemented to achieve a truly diverse and inclusive workplace are brought to the forefront. It
stresses the importance of proactively promoting gender diversity, which benefits individual
companies and society.

The relationship between gender and communication styles significantly influences leadership and
organizational dynamics. Stereotypes related to gender can influence leadership evaluations and
results, so leadership teams must recognize and challenge these stereotypes to foster effective
communication (Holmberg et al., 2006). Recent studies have focused on the impact of gender
diversity within leadership teams on organizational performance. A study shows that gender-diverse
boards are associated with better financial performance, supporting that diverse communication styles
and perspectives can boost decision-making and strategic planning and that leaders should understand
and integrate different team communication styles (Post et al., 2015).

To ensure inclusivity and effectiveness in leadership, it is necessary to integrate diverse
communication styles. Organizations must value relational work over task-oriented activities, and
leadership styles should include diverse gendered communication styles. The benefits of such an
approach include bridging communication gaps and leveraging the full spectrum of talents within
leadership teams (Meyerson et al., 2000). A thorough comprehension of the strategies, prospects, and
obstacles associated with promoting gender diversity and inclusion in leadership roles across various
sectors is essential. Significant concepts are examined in this synthesis, contributed by various
scholars (Sarri et al., 2016; Jonsen et al., 2010; Aggestam et al., 2016; Borchorst et al., 2008). A
cohesive narrative is constructed by incorporating their findings, underscoring the necessity of a
diverse approach to creating a more equitable and inclusive professional environment. It is crucial to
foster gender diversity in the workplace by establishing an inclusive organizational culture. Gender
equality could be attained in an environment where ability judgments are not predicated on gender,
emphasizing the significance of a culture that prioritizes competence over gender (Sarri et al., 2016).
Actively eradicating traditional biases and establishing a workplace culture that values diversity and
inclusion and recognizes them as fundamental components of the organization's identity are
imperative to effectuate this cultural shift.

Utilizing the gender-conscious paradigm, the notion of targeted initiatives is presented, augmenting
this approach (Jonsen et al., 2010). This strategy recognizes and appreciates the fundamental
distinctions between males and females, driving organizational innovation and success by utilizing
these distinctive qualities. Examining the ethical and normative underpinnings of Sweden's foreign
feminist policy illustrates how the progressive ideals of feminism can disrupt established power
dynamics and promote gender equality internationally (Aggestam et al., 2016). This highlights the
importance of strategic frameworks in providing direction for organizational endeavors and policy
formulation to attain more harmonious and fair outcomes. In the Scandinavian welfare paradigm
context, the significance of measures that seek to identify, redistribute, and represent women is
stressed (Borchorst et al., 2008). These assertions underscore the critical significance of policies
favorable to women, including but not limited to parental leave, daycare, and equal political
representation, in the progression of gender parity.
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Organizations and societies benefit from pursuing gender diversity and inclusivity in several ways.
Enhancing organizational innovation and performance is a very advantageous asset for any
organization. Diverse leadership teams, enriched by the distinct perspectives and backgrounds of both
genders, are shown to be more capable of promoting innovation and achieving higher performance
levels (Jonsen et al., 2010). Feminist foreign policy is highlighted as a potential contributor to global
justice and peace on a large scale. A unique opportunity exists to address and change deep-rooted
gender disparities, leading to a more fair and impartial global community. This promise may be
reached by integrating feminist ethics into policy and leadership. (Aggestam et al.,2016).

Programs that stress ability above gender and implement inclusive policies help break the glass
ceiling, a barrier that has historically prevented women from advancing to leadership positions. These
approaches are proposed to benefit individual companies and pave the road for social progress in
gender equality (Sarri et al., 2016). They emphasize the significant impact of these initiatives and
suggest that they are advantageous for all parties involved. Despite the presence of opportunity,
achieving gender diversity and inclusivity is challenging. Aggestam and Bergman-Rosamond
discussed the challenges faced by feminist efforts in their 2016 essay, focusing on "headwind"
politics. They highlight the resistance from deep-rooted cultural and political norms that hinder
advancements in achieving gender equality. Cultural and institutional obstacles maintaining gender
disparities are investigated (Jonsen et al., 2010). They stress the need for organizations to confront
and dismantle these barriers methodically. To achieve this, it is essential to address ingrained biases
and preconceived notions that might hinder the advancement of initiatives promoting gender
diversity. The difficulty of integrating the objectives of state feminism with the practical aspects of
political engagement and representation is highlighted (Borchorst et al., 2008). This disagreement is
considered challenging to resolve. The contradiction between realistic execution and idealistic goals
underscores the intricate dynamics of implementing gender equality legislation.

In brief, the promotion of gender diversity and inclusion in leadership roles necessitates the
implementation of a holistic approach that incorporates strategic planning, cultural evolution, and
steadfast adherence to normative and ethical standards (Sarri et al., 2016; Jonsen et al., 2010;
Aggestam et al., 2016; Borchorst et al., 2008). Although the expedition presents noteworthy prospects
for advancements in technology, worldwide equity, and societal development, it also necessitates
surmounting challenges such as political opposition, cultural norms, and the delicate equilibrium
between idealistic goals and pragmatic circumstances. For all genders to occupy leadership positions
in the future, progress toward a more inclusive and equitable future can be aided by consistent effort
and a diverse approach.

2.2.3 Policies and Practices for Gender Equality in Sweden

An analysis of the complex relationship between gender dynamics in Sweden's socio-political and
economic structure indicates a rich tapestry of knowledge gathered from scholarly works (Lane et al.,
2020; Andersson et al., 2018; Hudson et al., 2007; Kvist et al., 2010). A comprehensive analysis of
Sweden's laws and practices on gender equality is presented in these seminal studies, providing
insights into the successes and challenges in achieving gender equality.
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Sweden's historical discourse on gender equality is explored, examining the ideological shifts across
time (Lane et al., 2020). Their thorough examination shows the specific details of Sweden's
development, starting from a strong sense of community to the far-reaching influence of neoliberal
ideology. The growing influence of individualism and market pressures is strongly criticized for
potentially undermining the foundation of social support on which Sweden's gender equality
achievements are built (Lane et al., 2020). Their strong and influential message echoes throughout the
history of academia, encouraging a reassessment of the basic principles that support gender equality
policies. Implementing community-focused and inclusive strategies as a defense against the
increasing influence of neoliberalism is advocated (Lane et al., 2020).

Sweden's historically male-dominated timber sector is explored, using investigative methods to
uncover the hidden gaps in its efforts to promote gender equality (Andersson et al., 2018). Their
journey uncovers the shortcomings and endeavors for gender equality, exposing an environment
tainted by the dominance of prioritizing commercial efficiency above meaningful transformation.
Using their keen perceptive perspective, they reveal the intricate network of power relations and
conflicts hidden under the facade of gender mainstreaming operations. A bold and politically charged
approach to confront the firmly established gender norms and institutions that support inequality
(Andersson et al., 2018).

Further insight into gender equality is presented through the lens of Sweden's regional development
programs, which examine the nuanced challenges of local politics in implementing national gender
equality objectives (Hudson et al., 2007). Their expedition explores the challenging landscape of
local politics, navigating through the complex dynamics of power and disputes that pose a risk to
achieving the goal of gender equality. The challenges of implementing national gender equality
objectives at the regional level are exposed, highlighting the need to thoroughly analyze the power
dynamics and conflicts that sustain gender disparity. However, they may see a little sign of hope in
the middle of the chaos. This guiding light highlights the ability of regional policies to act as catalysts
for a fair and impartial society (Hudson et al., 2007).

A comparative exploration is undertaken, examining the cultural contexts of Sweden and Spain to
better understand the complex issue of gender equality in paid domestic employment (Kvist et al.,
2010). Their journey reveals a tapestry that showcases many and sometimes contradictory
understandings of gender equality, exposing the complex interaction between crossing identities and
societal systems contributing to gender inequalities. The significance of intersectionality in
comprehending and tackling the many aspects of gender inequality is emphasized, providing a source
of optimism amid the unclear challenges of disparity (Hudson et al., 2007).

Academic activities such as the ones mentioned above contribute to our understanding of gender
equality legislation and practices in Sweden by illuminating the challenges and opportunities ahead.
Pupils advocate for an individualistic journey of self-reflection, wherein they urge us to scrutinize the
fundamental convictions, mindsets, and strategies that influence our actions to attain gender parity.
We are poised to effect a substantial transformation armed with inventive, comprehensive, and
conscious approaches. Activists, policymakers, and practitioners are collaborating to establish a
trajectory toward a more gender-balanced society (Lane et al., 2020; Andersson et al., 2018; Kvist et
al., 2010).

13



2.3 Work Environment

Individuals perform their professional duties within their work environment's physical, social, and
psychological conditions. The work environment influences employee behavior, attitudes, job
satisfaction, and organizational effectiveness. How it is structured can either facilitate or impede
employee performance, innovation, and well-being (Schein, 2010; Morgeson et al., 2006).

2.3.1 Gender and Work Environment

The study of gender dynamics in work environments is a complex task that examines how
educational attainment affects job quality and addresses the ongoing issues of gender inequality.
Researchers have extensively studied gender gaps in many professional areas, such as academia,
healthcare, and the larger labor market. Researchers specifically focused on how these differences are
evident and enduring in nations like Germany, Sweden, and the United Kingdom. These studies shed
light on how intricate dynamics influence professional environments. A group of researchers is
investigating the obstacles and possibilities for reducing gender inequality at work (Wu et al., 2021;
Sümer et al., 2023; Konrad et al., 2010; Blindow et al., 2021). Providing unique insights into the
difficulties and possibilities involved in gender dynamics, their research examines the complex
landscape of gender dynamics.

The complex relationship between gender, educational achievement, and employment quality in
Germany, Sweden, and the United Kingdom is examined using data from the 2015 European Working
Conditions Survey. The study reveals how postsecondary education affects gender inequalities in
employment quality. Interestingly, in Sweden, educational attainment seems to reduce gender
inequalities in job quality, while in Germany, it worsens them (Wu et al., 2021). The gender-based
divides in academia are thoroughly analyzed by Sümer & Eslen-Ziya, exposing the underlying
structural causes contributing to gender inequalities in this field. Utilizing several qualitative research
methods, such as online questionnaires and reflective theme analysis, their study offers significant
insights into the real-life experiences of female academics. The imbalanced allocation of work is
stated, and the idea of working together to remove obstacles in the system is supported. It emphasizes
the need for immediate changes in the system to reduce gender-related burdens in academic
institutions (Sümer et al., 2023).

Konrad et al. (2010) explored the impact of gender composition on the psychological climate of
medical units within the Swedish healthcare system. Their research demonstrates the crucial influence
of gender composition on perceptions of fairness, discrimination, and support in healthcare settings.
Women in primarily male workplaces are especially vulnerable to adverse outcomes, conveying the
importance of promoting gender diversity, particularly in leadership positions, to create a supportive
and fair working environment (Konrad et al., 2010). The complex dynamics of gender and sexual
harassment in Swedish enterprises are thoroughly examined, showing the significant effects of these
behaviors on individuals' physical and mental health (Blindow et al., 2021). Their study emphasizes
the importance of anti-harassment solid protocols to protect the well-being of employees and promote
inclusive workplace environments. The complex connection between exposure to harassment and
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extended periods of illness absence is clarified, contributing to existing concerns on workplace
wellness and gender parity (Blindow et al., 2021).

A comprehensive approach is necessary to address gender inequality in the workplace, as indicated
by the researchers mentioned above. This approach should encompass leadership composition,
educational attainment, workplace policies, and supportive legislation. Improving understanding of
gender dynamics provides insight into approaches that can be employed to foster more equitable and
inclusive work environments.

2.3.2 Gender Diversity and Organizational Performance

In the context of organizational performance and gender diversity, a literature review consolidates
findings from four seminal studies. These studies provide unique insights into the impact of gender
diversity in management and leadership on the overall performance of organizations. Through the
analysis of empirical data, they clarify the complicated and multifaceted correlation between
performance metrics and diversity.

The impact of female director networks on organizational performance is investigated using a
mixed-methods strategy. By combining qualitative insights from interviews with female directors and
quantitative data from Australian firms, this study reveals no linear correlation between the number of
women in directorship positions and the company's profitability. This phenomenon calls into question
conventional linear presumptions and underscores the significance of optimizing organizational
performance by considering the composition and caliber of female directorships (Safari, 2021). The
relationship between gender diversity and organizational performance is examined, particularly
emphasizing the influence of organizational development trajectories and culture. According to their
research, senior management teams composed of women are most advantageous for organizations
prioritizing expansion and cultivating a culture of support. This highlights the importance of broader
organizational contexts to optimize the effects of diversity (Dwyer et al., 2003).

Kim et al. (2015) investigate the impact of diversity management strategies on job performance and
organizational commitment, specifically focusing on how these strategies address gender disparities
in male-dominated environments. It is revealed that female employees receive diversity management
practices more favorably, ultimately resulting in increased organizational engagement among all
genders (Kim et al., 2015). This highlights the importance of proficient diversity management in
promoting inclusiveness and enhancing employee morale and productivity. Schwab et al. (2016)
concluded that a multifaceted correlation between employer performance and management gender
diversity (MGD) exists. An inverse relationship exists between the degree of gender diversity in
management and performance; conversely, excess diversity can result in adverse consequences. This
argument departs from traditional discourse and promotes deliberate and fair strategies for achieving
gender diversity in leadership positions (Schwab et al., 2016).

To summarize the studies mentioned above, there is a complex correlation between gender diversity
and the effectiveness of an organization, underscoring the significance of contextual factors such as
corporate culture, growth orientation, and diversity initiatives. The authors underscore the positive
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effects of gender diversity in leadership roles on staff satisfaction, innovation, and organizational
effectiveness while emphasizing the importance of context-specific elements. Overall, it is vital to
have a comprehensive understanding of the sophisticated ways in which gender diversity impacts the
effectiveness of institutions. Maximizing the contributions of gender-diverse leadership requires
safeguarding against ineffective collaboration, cultivating a supportive organizational climate, and
guaranteeing high-caliber participation. To optimize organizational outcomes and effectively navigate
the complex dynamics of gender in the workplace, strategic approaches to diversity management that
go beyond mere quantitative metrics are indispensable (Dwyer et al., 2003; Kim et al., 2015; Schwab
et al., 2016).

2.4 Theoretical Framework

In the Theoretical Framework section, the complicated interconnections between gender, leadership,
and work environments in an organizational context are explored. We examine gender-based
leadership behaviors influenced by social norms using well-established theoretical frameworks like
Social Role Theory, Gender Schema Theory, and Role Congruity Theory. Other leadership theories,
like Situational Leadership Theory and Transformational Leadership, provide insights into how
different leadership styles influence organizational culture and employee outcomes.

A holistic comprehension of organizational behavior and efficiency necessitates exploring the
complex interaction among gender, leadership styles, and the work environment. This theoretical
framework offers a comprehensive examination of how these elements interact and impact each other
in the context of organizations.

2.4.1 Gender and Its Influence on Leadership

Gender roles in organizational contexts have been widely recognized as significant determinants in
shaping the personalities and conduct of leaders (Lewis et al., 1998).

2.4.2 Leadership's Impact on the Work Environment

Significant effects of leadership styles are observed in an organization's climate, culture, and
employee outcomes (Lee et al., 2014). Transformational leadership, distinguished by charisma,
inspiration, and vision, encourages employee engagement, innovation, and motivation (Bass et al.,
2006). In contrast, transactional leadership emphasizes organizational structure, incentives, and
contingent reinforcement, ultimately influencing performance outcomes and compliance (Bass,
1985). Leadership approaches need to be modified based on the level of follower preparedness and

16



task difficulty, according to Situational Leadership Theory. Influential leaders adapt their
methodologies to suit their subordinates' needs as professional settings change, promoting
adaptability and nimbleness.

Furthermore, in Leader-Member Exchange (LMX) theory (Graen et al., 1995), cultivating
high-quality relationships between leaders and followers is crucial to building trust, communication,
and organizational citizenship. So, organizational climate and employee experiences are influenced
by leadership styles (Veliu et al., 2017). Furthermore, a supportive and inclusive workplace
environment in servant leadership emphasizes employee welfare, growth, and empowerment. Servant
leaders emphasize community-building, collaboration, and empathy to foster trust, psychological
safety, and mutual respect (Greenleaf, 1977).

2.4.3 The Interconnection between Gender, Leadership, and the Work Environment

A dynamic and multifaceted relationship exists between gender, leadership styles, and the workplace.
Leaders' behaviors are impacted by gender, as societal norms and expectations shape perceptions and
expectations of leaders. Women's challenges and biases can impact their leadership effectiveness and
career advancement.

By drawing insight from gender theories and leadership frameworks, organizations can develop
strategies and practices that foster positive work environments and enhance overall performance
(Eagly et al., 2002). On the other hand, the work environment, organizational culture, and employee
outcomes are profoundly influenced by leadership styles. Positive organizational environments
marked by motivation, engagement, and innovation are fostered by transformational leadership (Bass
et al., 2006).

Conversely, transactional or autocratic leadership styles may lead to employee disengagement, stress,
and lower levels of job satisfaction (Bass, 1985). To adopt diversity, equity, and inclusion within
organizations, it is vital to acknowledge the interconnectedness between leadership, the work
environment, and gender (Eagly et al., 2012; Bass et al., 2006). Organizations can cultivate inclusive
cultures, promote diverse leadership styles, and challenge gender biases to establish supportive work
environments that are advantageous for employee well-being and organizational achievements (Bass,
1985).
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Theoretical Framework

Figure 2 - Theoretical Framework, an overview of primary subjects, theories, and explanations

18



3.0 Methodology

The Methodology chapter will begin by describing the research strategy and design chosen for this
study. The following section will explain how primary data will be collected and analyzed. At the end
of this discussion, the quality standards established for this investigation will be addressed along with
the proposed measures to ensure their adherence.

3.1 Research Strategy

The key to understanding the question, "How do leaders' gender influence communication and
interaction styles in Swedish companies?" needs to explore leaders' personal experiences, beliefs, and
perceptions. The idea behind this approach is that social reality is a construct of individuals rather
than an objective, external reality (Bell et al., 2018). Considering this research question from an
abductive perspective is particularly appropriate. An abductive approach, instead of an inductive
approach, allows us to draw upon existing literature on gender, leadership, and organizational
behavior to inform the interview guide and data collection process (King et al., 2010). We will refine
and challenge this initial framework upon encountering new themes and insights from leaders'
experiences.

This study uses a problem-driven research methodology to develop theories from observed
phenomena instead of a method-driven approach that starts with a theoretical framework and then
seeks applications (Bell et al., 2018). Qualitative research is deemed appropriate for understanding
phenomena from respondents' perspectives, enabling the researcher to better understand their reality
and experiences. Research design and data collection processes can be flexible with this
methodological choice, which facilitates the exploration of rich and in-depth data collection (Bell et
al., 2018). Unlike quantitative research, qualitative research reveals and uncovers the respondents'
perceptions, feelings, and thoughts, yielding more findings. This qualitative approach complements
the study's goal of capturing leaders' experiences regarding gender dynamics in leadership.

As a theoretical foundation, this study draws on existing literature on gender, leadership, and
organizational behavior. In light of the ongoing debate about gender equality within Swedish
organizations and the evolving nature of leadership dynamics, this study fills a theoretical and
empirical gap. The data collected interacts dynamically with existing literature on gendered
leadership through an abductive approach. Using empirical observations and theoretical frameworks,
this interpretive approach helps us understand how gender influences leadership styles and
communication in Swedish businesses (Bell et al., 2018).
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3.2 Research Design

Research frameworks should be designed to align with the study's exploratory nature and strategic
choice of research setting, which addresses how gender influences leadership communication and
interaction styles within Swedish companies. In order to uncover deeper understandings rather than
confirm pre-existing notions, we need to engage leaders with rich, real-world experience navigating
gender dynamics within organizations. It is not necessary to do a longitudinal study since gender
dynamics and leadership styles are discussed based on current practices, not changes over time (Bell
et al., 2018).

Comparative case studies provide an effective method of examining the influence of gender on
leadership across different organizational contexts in Sweden. Through this qualitative method, you
can explore diverse perspectives, identifying key patterns and variations in leadership styles
(Eisenhardt, 1989). Rather than constrained by preexisting hypotheses, the case study approach lets
emergent themes and insights emerge from data. Eisenhardt (1989) says that balanced cases between
similarities and differences are necessary to achieve this goal. Our methodologies help us to
understand the subtleties of gender dynamics in leadership across Swedish organizations.

Also, the comparative case study employs a qualitative research strategy, utilizing semi-structured
interviews to explore leaders' experiences and perspectives. We can explore leadership and gender
dynamics flexibly and openly by using this format. As a result, all relevant topics can be addressed
throughout the discussion. As a result of the semi-structured nature of the interviews, the participants
were able to develop a deep understanding of the subject matter, enabling the collection of rich,
descriptive data essential to this study's exploration objectives (Bell et al., 2018).

Comparative case studies are challenged by the potential dilution of depth caused by including
multiple cases in the same study. In this study, by focusing on leadership characteristics, values, and
motivations, this risk is reduced. Rather than focusing on industry-specific factors, the study
emphasizes personal and professional characteristics that define leadership styles (Yin, 2018).

These variations and their implications for gender dynamics in leadership must be distinguished
through a comparative approach. This approach introduces variability, especially from different
industry contexts (Eisenhardt et al., 2007). Therefore, this study examines how gender influences
leadership styles and communication within Swedish companies. Any industry-specific insights will
enhance the overarching analysis rather than detract from it (Eisenhardt et al., 2007; Yin, 2018).
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3.3 Data Collection

Based on the abductive approach, primary data will be collected through semi-structured interviews.
In addition to being informed by the literature, the interview guide will also allow for flexibility to
explore unanticipated themes emerging from the experiences of leaders; as a result of this method,
detailed insights and experiences were gathered from leaders in various sectors, emphasizing the
importance of understanding individual perspectives on gender dynamics in leadership. The
respondents were selected by targeting leaders significantly influencing Swedish companies across
various industries. Purposive sampling principles were adhered to, thus ensuring a rich diversity of
insights (Bell et al., 2018).

Online and in-person interviews have been conducted, and audio recordings have been made to
ensure accurate transcriptions and analyses. A thematic analysis of the data gathered and examined in
this study provided a solid foundation for understanding how gender influences leadership styles and
communication in Swedish companies. As a result of thematic analysis, recurring themes and patterns
can be identified within the data, which corresponds well with the abductive approach of developing
new hypotheses based on the interaction between existing knowledge and the collected data.

Despite this, the focus of the analysis will be on more than just confirming existing theories. It will
also refine, challenge, and potentially generate new hypotheses based on the interaction between
leaders' experiences and existing understandings of gender in leadership. This iterative process
characterizes abductive reasoning.

3.3.1 Sampling

Participants are carefully selected to assess how leaders' gender influences communication styles and
workplace dynamics in Swedish organizations. In line with recommendations, purposive sampling
was employed to ensure the inclusion of individuals possessing substantial and relevant insights (Bell
et al., 2018). Due to the limitations, attention shifted to leaders within these organizations who met
specific criteria aligned with the research objectives. Based on the guideline, a snowball sampling
strategy was utilized to capture various perspectives (Bell et al., 2018). By getting help from existing
relationships, additional individuals meeting the predetermined criteria were identified. Furthermore,
to promote gender equality, interviews were conducted with female and male leaders equally.

Applicants needed to manage operational teams and oversee professional teams engaged in
challenging assignments. This approach sought to capture the diverse details of leadership dynamics
across various team contexts. While acknowledging the value of employee perspectives, the research
primarily prioritized understanding the influence of gender on leadership actions. Consequently,
leaders' opinions were highly significant in shaping organizational culture and dynamics, aligning
with the research strategy's emphasis on input.

The interviewees were selected with great attention to detail to guarantee a wide range of managerial
viewpoints. Remarkably, experience interacting with educated groups, academic standing, and
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professional experience were considered when selecting managers. In order to address potential
biases that may result from insufficient representation across different occupational and educational
levels, this methodology was implemented. The initial estimate for the number of participants in the
sample was eight. Nonetheless, it became evident during the process of the interviews that further
interviews were required in order to achieve data saturation. Moreover, two additional interviews
were conducted to comprehensively examine relevant knowledge and perspectives.

Respondent Age Gender Medium for
interview

Duration of
interview

Industry Date of
interview

1 M 1 50< Male Online, Zoom 40 min Energy 15th March

2 F 1 50> Female Online, Zoom 38 min Energy 21th March

3 F 2 50> Female Online, Teams 41 min Urban
Development

19th March

4 M 2 50> Male In-person 61 min Automotive 21th March

5 F 3 50< Female In-person 71 min Automotive 21th March

6 F 4 50< Female Online, Zoom 39 min Automotive 28th March

7 F 5 50> Female In-person 50 min Automotive 27th March

8 M 3 50> Male Online, Zoom 40 min IT Service 3th April

9 M 4 50> Male In-person 58 min Automotive 3th April

10 M 5 50< Male In-person 45 min Automotive 8th April

Table 1 - Overview of Interview Respondents
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3.3.2 Interview Guide

The interview guide was essential to collecting relevant and insightful data about gender effects on
leadership communication and interaction styles. We adopted a semi-structured approach to balance
structured questions with opportunities for respondents to share their thoughts and experiences freely,
as Bell et al. (2018) recommended. In this way, gender dynamics in leadership can be explored both
in advance and as they emerge.

The interview guide was developed based on a comprehensive review of relevant literature and
previous research findings to fully recognize gender influences in leadership roles (King et al.,2010).
To gain insights into leadership styles, communication practices, and gender roles within the
organization context, initial questions were asked. The questions were simplified to facilitate rich,
detailed responses and incorporated real-life examples. (Kvale et al., 2009).

As a result of the study's participants' preferences and constraints, physical and virtual interviews
were offered. To establish rapport and open communication, each session explained the study's aims
and the researcher's background, a practice Rubin (2012) supported for building rapport.

Semi-structured interviews allowed respondents to deviate from the guide to explore pertinent topics,
so the conversation remained focused but adapted to the flow of conversations (Brinkmann et al.,
2015). Although all participants were asked the same core questions, ample space was provided for
individual experiences and perspectives to emerge, enriching the study's findings. The interview
questions are placed at the end of this document under the title of Appendix 1.

Interviews were conducted until data saturation was reached to ensure a comprehensive
understanding of the topic. The recordings were transcribed verbatim to facilitate a comprehensive
analysis and increase the study's transparency and rigor, excluding non-relevant introductory and
concluding conversations. It shows the study's commitment to capturing the nuanced influence of
gender on leadership in Swedish businesses, from creating the interview guide to conducting the
interviews.

3.4 Data Analysis

This qualitative research study examines how gender influences leadership styles, team dynamics,
and the work environment. The valuable data was collected through audio recording of the
interviews. The most important task after collecting the interviews is converting them into text and
transcription. Audio-to-text conversion tools like Microsoft Word, Notta, and Otter were employed to
manage the substantial volume of information generated from ten interviews, each lasting between 38
and 71 minutes. Thematic analysis emerged as the primary qualitative data analysis method (Bell et
al., 2018).

This way, a substantial dataset of ten interviews ranging from 38 to 71 minutes per interview was
transformed into a shorter and more manageable format. Through thematic analysis, we
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systematically summarized critical aspects of the data, which was ideal for exploring the relationships
between gender, leadership styles, team dynamics, and the work environment (Lewis, 2015).
However, we recognized that audio recording can have drawbacks, such as interviewees feeling less
comfortable expressing themselves. All participants gave informed consent, and brief notes were
taken during the interviews to help categorize and analyze the data (Bell et al., 2018).

Researchers analyzed data thoroughly in response to Lewis's (2015) recommendation. Before coding,
all transcribed interviews were read multiple times. As a result, the content was thoroughly
understood, and relevant themes could be identified more easily. It also helped to pre-read the data to
avoid potential misinterpretations.

Coding started by identifying the significant words or phrases frequently mentioned by interviewees,
which were then organized into initial codes. Also, a tentative alignment was conducted by aligning
the codes and broader themes with existing theoretical constructs and the research question. In order
to facilitate a fluid interaction between emerging data and pre-existing theories, abductive reasoning
was employed. Therefore, the themes were derived from the data and critically evaluated and refined,
considering theoretical insights and creating a hypothesis-generating dialogue between theory and
data. As a result of this iterative process, themes and codes have been revised multiple times to adjust
them better to capture the complexities of gender dynamics within leadership, observed and beyond
what current theories predict. As a result, this study demonstrates how abductive reasoning can help
navigate and clarify the complex relationships between gender, leadership, and work environments,
thereby challenging and expanding theoretical boundaries (Elo et al., 2008).

3.5 Quality Criteria

According to Bell et al. (2018), this study follows the quality criteria for qualitative research.
Qualitative studies must be credible, transferable, dependable, and confirmable to ensure their
trustworthiness. For research on leadership and gender dynamics within Swedish companies, each of
the criteria has been specifically addressed.

● Credibility: According to Bell et al. (2018), qualitative research is more credible when it
collects data using multiple methods and knows the culture well. This study has been
validated by conducting in-depth interviews and observing multiple Swedish companies in
different industries. By triangulating data sources and methods, the validity and depth of the
analysis will be enhanced.

● Transferability: According to Bell et al. (2018), transferability is about explaining the findings
so that others can determine if they are relevant to their work. Detailed descriptions of the
settings, participants, and data collection processes allow findings to be applied to other global
settings with similar environments.

● Dependability: According to Bell et al. (2018), it is essential to demonstrate that research
findings are consistent and replicable. A detailed methodological description was maintained,
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and a process audit was conducted, in which an external reviewer verified the research
process, which enhanced the study's reliability.

● Confirmability: To demonstrate confirmability, the researcher must demonstrate that the
findings are based on the participant's experiences and ideas rather than on his or her
predispositions (Bell et al., 2018). Research participants are asked to maintain a reflexive
journal throughout the study in order to document how they made decisions throughout the
study. Also, peer debriefings were conducted to ensure the research results were grounded in
the collected data.

3.6 Ethical Consideration

It is important to consider ethical considerations in research to ensure participant protection, integrity
of the research process, and research accountability. Several ethical issues were addressed in this
study (Bell et al., 2018), including harm to participants, informed consent, privacy, and deception.

Confidentiality and anonymity protocols were followed for this research to minimize potential harm.
In addition, participants' data was safeguarded as a priority so that it would not be misused. Also, a
proposed approach is being conducted (Bell et al., 2018) to ensure participants do not have to worry
about repercussions if they share their experiences.

Also, there was informed consent and voluntary consent. In order to participate in the study,
participants were provided detailed information on its purpose, methods, potential risks, and benefits.
Moreover, participants received the interview questions and the consent form before the scheduled
meetings. In this approach, the questions would be provided to participants in advance so they could
have time to reflect upon their responses and contribute more thoughtfully to the interview process.
This information was repeated before each interview to ensure understanding and consent, especially
when recording interviews. Further, we requested participants' consent to record the interviews to
ensure data accuracy and assured them that the recordings would be deleted after transcription to
ensure privacy (Bell et al., 2018).

The study limited the number of sensitive questions to protect the collected data and prevent privacy
invasion. It also considers that to maintain privacy standards, information that could identify
participants, such as demographics and organizational roles, was carefully managed. To ensure that
responses could not be traced back to any particular individual, anonymity was maintained
throughout the dissemination of results. Participants maintained trust and safety by implementing this
measure, encouraging open and honest communication (Bell et al., 2018).

On the other hand, transparency was maintained throughout the research process to avoid deception.
The objectives and nature of the study were fully explained to participants throughout the study. In
order to maintain this level of transparency, participants were kept informed at all times throughout
the study. Additionally, they were guaranteed access to the final research findings, promoting
openness and ethics in the research process (Bell et al., 2018).
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To conclude, ethical considerations were integral to the study's design, ensuring that the study was
conducted responsibly and following the rights and well-being of all participants. The results of this
ethical rigor are enhanced in quality and credibility and protect the participants.

3.7 Limitations

One of the challenges of our research method, which involved in-depth interviews with ten people,
was that the findings only apply to some (generalizability). Even though we only interviewed a small
group, the insights we gained are essential. Our research adds new ideas and discoveries to this field
of study, even if they cannot be directly applied to every situation ( Bell et al., 2018).

There were also differences in the length of the interviews because some people had more time to
talk. Due to this difference in length, we gained a deeper understanding of the topic from a broader
range of perspectives.

However, our study had some limitations. A possible limitation was response bias, which occurred
when respondents moderated their answers due to the sensitive nature of the topics or a desire to
present themselves in a specific way. It would have been ideal to have supplemented the interview
data with additional sources such as surveys or observations from staff. Due to time constraints, these
methods were not able to be implemented. Our interview questions were carefully designed to
minimize any undue influence on participants' responses, thereby minimizing the potential for bias
and encouraging more candid responses.

Another limitation is that we only interviewed men and women. That means we did not get to hear
about other gender identities. So, in future research, there should be a broader range of gender
identities, including non-binary people. Researchers could do this by offering more options for
participants to self-identify or by taking a more inclusive approach to gender representation.

This experience highlights the importance of careful planning and self-awareness in qualitative
research, especially when dealing with limitations. Our study has limitations, like the sample size and
participant demographics, but we were still committed to getting the most comprehensive
understanding possible. By openly discussing these challenges, we contribute to the ongoing
conversation in qualitative research and learn from this experience to improve future research.
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4.0 Empirical Findings

A summary of the interview results is collected in the chapter on empirical findings. The interviews
are the primary source for our findings. The essential concepts and sub-categories are addressed in
this chapter, respectively. Then, we will get into the details to explore how gender affects the way
people lead, communicate, and experience the work environment. There is even a figure in each part
to show how everything fits together! After that, we also pay close attention to women's specific
challenges in these areas. The next chapter will address a closer look at these findings and compare
them to existing theories in the field. We want to confirm that our findings are valid in the broader
context of what is already known!

4.1 Themes and codes

The structure of this chapter consists of four primary themes. The primary themes consist of several
sub-codes to facilitate the reader’s understanding. The structure helps readers to comprehend the
complex context and ensure the understandability of presented information. The four themes are
carefully defined to cover the objective of this study and make the most of the participant’s ideas. To
offer a thorough and complete structure for our investigation, we have outlined the following themes:

● The Influence of Gender on Leadership Dynamic: How gender influences the leader’s activity
and perception.

● Communication Styles and Leadership, Beyond Gender Stereotypes: To identify the
gender-based approach for communication and interaction with others in the workplace.

● Shaping the Workplace: Exploring the Multifaceted Impact of Gender Diversity: To address
the influence of diversity in organizations besides creating the culture in the company.

● Challenges to Gender Equality: Obstacles on the Path to Balance: Focusing on the bottlenecks
a company faces to implement diversity and to tackle the mindset of the people in the
corporations.

In the following, several charts and figures are drawn to illustrate the context clearly. The primary
purpose of this chapter is to provide a complete outlook. Additionally, some quotes from the
interviewees are presented to secure clarity when the study is digging into the details of each theme.
The discussion and reflection are also presented in the coming chapters.
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4.2 The Influence of Gender on Leadership Dynamic

Leadership is generally challenging, and the complexity of leadership increases when one considers
gender influence. Cultural expectations influence the leader’s behavior, selecting action plans, and
coping with issues, especially for women in manager positions. The complex correlation between
gender and leadership is depicted in Figure 3. Figure 3 also illustrates the connection between cultural
norms, decision-making and challenges the managers face. To address these anticipations, personal
stories and viewpoints have been gathered from executives for both men and women leaders.

There is no uniform description of leadership that suits all managers. Nevertheless, society imposes
certain management styles for both men and women. Individual personality and strength influence
leaders’ actions significantly. We describe decision-making in detail to recognize effective leadership
beyond “man’s way” or “woman’s way.” Lastly, we will discuss the unique obstacles women in
leadership posts encounter in a world where men have historically held these positions.

Figure 3 - The influence of gender on leadership dynamics Codes and Themes
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4.2.1 Shaped by Expectations: Gendered Views of Leadership

Studying male and female executives shows how cultural norms and expectations transform
leadership styles and the challenges female leaders face. We find out the profound impact of the
cultural norms on leadership dynamics, particularly about gender biases. Leaders M1 and F3 point
out the stereotype favoring male leaders. They connect aggressiveness and decisiveness to the men
while consensus-building and encouraging relationships with the women leaders. This bias clearly
shows the gender stereotypes hindering women's ability to take manager roles. M1 said, “Males in
general... expect to be assertive, to be... deep... dictatorship is more acceptable within males...
Females are expected to focus more on consensus...” he wisely pictures the social effect that
encourages men to be assertive and commanding whereas, pursuing women to implement
collaborative and reconciling methods in the governance. The lesson learned is that cultural
expectations dictate leadership behavior in a certain way.

Furthermore, F3 cited that "In most countries of the world, even in Sweden, there is a traditional way
of thinking that male managers are more capable and capable of managing." showing the common
belief that men are more competent at leading people and managing. It also shows that men are more
suitable for manager positions in developed countries. F3 reveals the ongoing gender biases in many
societies, even societies with progressive features.

The discussion about the relationship between leadership and gender was traditionally critical. For
example, F1 mentioned, “I am convinced. Leadership qualities are more influenced by individual
personality, and it is not about sex. It is about who you are as a person.”. M3 mentioned, “I do not
expect anything different from a female or male leader. So, for me, male or female leaders are the
same.” as stated by interviewee M4, “Male or Female leaders' traits depend on very many things, or
maybe gender is part of it, but age, culture, and personality. It is tough for me to find these typical
traits traditionally said, ‘Oh, women are caring.”. They noted that practical leadership qualities come
from the personality of the manager rather than the gender. Additionally, these participants promote a
diverse landscape free from gender labels.

“It is not about your gender; it is about who you are.” Stated by F1. Her view is aligned with M3,
who argues that leadership has nothing to do with gender but with the manager’s characteristics.
Moreover, the main factor that defines a successful leader is personal qualities instead of social
expectations, as acknowledged by M2. Many leadership qualities can be detected in all genders, and
one should be wary of specifying a quality to a particular sex.

The discussion extended beyond a simple comparison of sex categories. F2 remarked on the effect of
social expectations and cultural norms on leaders’ performance. Men are displayed as authoritative
figures and women as empathetic, converting the leadership dynamic to directors for men and
collaborators for women. In other words, a gender-based expectation merges. F4 accepts the critical
role of cultural expectation in leadership style. She added, F4, that these gender stereotypes are not
universal.

Based on the work experience of participant F5, men managers are more directive in
decision-making, and women leaders are more detail-oriented, compassionate, and inclusive. In her
view, inclusive and diverse leadership landscapes are enablers for women leaders since women
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leaders would leverage their unique strengths to thrive professionally. Thus, F5 presents a more
balanced perspective that is a foundation for creating effective leadership dynamics.

4.2.2 Beyond Gender: Exploring Decision-Making Styles

This section scrutinizes the complexity of decision-making to reveal that decision-making is more
than a “man's way” or a “woman's way.” Below is an accomplished discovery of our research.

There is a common understanding among the participants about effective decision-making.
Collaboration and inclusiveness are the key, according to the respondents. For instance, M1, M4, and
M5 confirmed that considering all the group members' opinions in choosing a way forward is
essential. This approach assures the inclusion of all perspectives before any resolutions. Nevertheless,
some of the respondents, including M5 and F5, did not deny the discrepancy in decision-making style
between genders such as M5, “In my opinion, there is a difference between men's and women's
decision-making. Maybe women tend to work together more to reach a decision, while men might
make them on their own more often”. Candidate M5 explains that women leaders are more likely to
collaborate to decide on men's managers, whereas men prefer to make decisions individually.
Therefore, this observation reveals the different decision-making styles of men and women. Men tend
to make independent choices, and women base their choices on the collaboration.

The decision-making style is not the only difference; hence, the communication preferences are not
similar among genders; as declared byM2, "Women might be better at talking things through with the
team before deciding, which ensures that everyone's perspective is heard." He elaborates that female
leaders lean toward having open discussions to prepare an environment where group members are
heard. Thus, the manager can make an enriched decision. Another variation is the duration of the
decision process, which might take longer with the collaborative approach, as noted by M4 and M5.
They stated that some male managers prioritize fast decision-making. Therefore, the idea of gendered
communication contrast more likely highlights how gender dynamics could have influenced
decision-making styles.

The decision-making was considered to have a considerable influence by gender. However, F1 brings
another prospect: individual personality. "I think a person's basic personality has a bigger impact on
how they make decisions... just having a woman leader might not change the decision-making process
much.", candidate F1 cited. She argued that a person's characteristics are the determining factor for
decision style instead of the leader's gender.

Another aspect that F3 and M3 suggested is that women might pay attention to the details and
consider all aspects before deciding, whereas men overlook the details. As quoted by M3,” Maybe
women tend to be more cautious and take their time when making choices. This could be because
women often need to think things through more carefully than men”.

Lastly, selecting people with different backgrounds to form a team or an organization brings the
advantage of diversity and incorporation of various opinions. As the F4 interviewee articulated, “If
your team is all the same, you might be missing out on the best ideas. People with different

30



backgrounds, experiences, and views can help to bring fresh perspectives to the table.” the diverse
organization results in better outcomes. Moreover, it creates a foundation for development and
innovation in the corporate world.

4.2.3 The Challenges Faced by Female Leaders

The difficulties that female correspondents encounter in the workplace are addressed in this section.
Various factors contribute to the challenges female leaders have to cope with. Female candidates
mentioned that they face more inspection in male-dominated organizations. Some people feel
uncomfortable when they look toward a female leader who does not act according to traditional
expectations from women, as pointed out by M1 and M2. For instance, M1 cited, “There can be a
feeling of awkwardness... if a woman leader is not necessarily acting like what people typically think
of as a female leader.” Candidate M1 further explained this idea, suggesting that there can be a sense
of uneasiness when a female leader does not adapt to standard feminine norms. This observation
shows how female managers should balance social norms and remain assertive leaders.

Working as a manager in industries like the construction industry is very challenging for female
leaders, as mentioned by Participant M3. He acknowledged that being a female manager in this
industry is uncommon. He also added that gender importance in leadership dynamics is minimal in
construction. Nevertheless, correspondent F1 suggested another opinion that the industry context is
more crucial than the gender part. She additionally stated, “In a male-dominated field, there might be
an even higher expectation on a female leader to prove §herself.”Women should work hard to prove
themselves to the companies where many employees are men. Her viewpoint indicates the extra
pressure on female leaders in the workplace to stand out in man-dominated corporations. Hence, the
interaction between industry dynamics and gender and the difficulties women in leadership must
manage are clearly described.

A valuable result from the interviews is that being the first female manager in a firm with many male
personnel is very demanding. M4 and M5 explained the sense of isolation, which is very difficult. For
instance, candidate M4 quoted, “Being the first woman in a leadership role in a male-dominated
field... you can feel quite alone. I think that it is important that you have at least a couple of people;
you are never alone, at least, so you can have people to share your experience with”.

Consequently, establishing a support network within the firm is necessary to mitigate the sense of
loneliness and to provide a platform to share feelings. Furthermore, the interviews clarify that female
leaders encounter many obstacles when navigating such environments. The attractive measures that
Participant F3 applies to eliminate the initial skepticism toward women leaders are showing her skills
and paying close attention to details. According to F4, “There is a pressure on minorities, and women
are a minority in leadership... to constantly prove themselves repeatedly.”. The constant pressure on
minorities, including women in leadership, who need to prove their capabilities can be extracted from
the statement of interviewee F4. She continuously demonstrates her ability to tackle social
expectations and gendered biases. A different angle to the issues highlighted by female leaders is the
unique physical changes in women. The biological impact of menopause on female leaders should not
be disregarded, as highlighted by correspondent F2. She urges for supportive measures during this
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period. Finally, F5 pointed out that social expectations determine how men and women are perceived.
The abovementioned observations well describe the current challenges women face in leadership
roles. So, there is a systematic inequality that is distinctly addressed by these observations.

4.3 Communication Styles and Leadership: Beyond Gender Stereotypes

Great leaders need strong communication skills to connect with their teams. According to Figure 4,
this section explores how communication styles and leadership methods might be influenced by
gender. We will base our understanding on in-depth interviews with different leaders. The findings
from our interviews go beyond gender stereotypes. Personal characteristics strongly influence
communication style and leadership, while gender-based patterns exist. It is discovered that strong
communication and effective leadership can be found among interviewees regardless of their gender.
The subsequent section describes how the manager's communication style forms team members'
interaction and overall team dynamics. We will explore different perspectives and learn the crucial
requirements for building solid and successful teams led by leaders who communicate effectively.
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Figure 4 - Communication Styles and Leadership: Beyond Gender Stereotypes Codes and Themes

4.3.1 Communication and Team Interaction

The communication styles of different genders are uncovered in this section. Female leaders focus on
creating an inclusive and understanding environment through communication, according to
participants M1 and M2. Asking questions to gather input and injecting collaboration mode in the
team are the strategies women leaders use instead of commanding direct orders, as declared by M1
and M2. Some male managers tend to be more assertive and direct in their communication style, as
highlighted by candidate M1, who said, “Our best female bosses tend to ask more questions than tell
people what to do; in contrast, some male leaders might come across as more direct.” M1 opinion
illustrates a possible difference between female leaders promoting collaboration through questions
and some male leaders presenting a more direct communication style.

However, some participants do not accept dividing communication by gender. For instance,
Interviewees M3, M4, M5, and F1 introduce another view regarding communication methods. Like
F1, who expressed, “It is all about who you are as a person.” Strong communication skills are not
determined by the leader's sex, they said. These participants supported the idea that individual
personality is more determining than gender in communication and team interaction style.
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Furthermore, M3, M4, M5, and F1 also emphasize individual qualities in shaping communication
style.

Team well-being is another crucial point mentioned by F4, F2, and F3, and they probably recognize
the variations in gender-based communication. For instance, F4 cited, “It is more about being honest
and having good morals. Being a real leader is what truly matters. True leaders, regardless of gender,
make ethical choices and have the well-being of others at heart.” They all agreed on the necessity of
showing empathy, particularly for women managers, by leaders in order to have effective
communication. Participant F3 elaborates further on the impact of genuine care and investing time
that results in tremendous success. Thus, the balance between the potential gender effect and the
leadership style emerges. Moreover, the concept of moral values like honesty, ethics, concern for
others, and gender is introduced as the foundation of leadership by candidate F4. True leaders,
regardless of gender, consistently make ethical decisions and prioritize the well-being of their team,
she added.

4.3.2 Impact of Communication on Team Dynamics

The influence of a leader's gender on team dynamics is studied in this section. To summarise the
collective opinion, the impact of individual characteristics on team dynamics is undeniable. There are
yet some indications of gender impact on team dynamics, as proposed by the interviewees.

Different opinions are expressed during the meeting with directors. Interviewee M1 warned of the
resistance from the team against a woman leader who is assertive in her communication. It may cause
discomfort and detract morale among team members. Conversely, respondent M2 expressed the
supportive platform a female leader creates. In the words ofM2, “So, that will create more caring for
each other's dynamics.” This illustrates the aspect of such leadership, which encourages cooperation
and trust within the team.

The interviewees M3, M4, M5, and F1 concentrated on other aspects. This group claimed that other
qualities can influence team dynamics. They added that to have successful leadership, it is essential to
have qualities like growing team dynamics and solid personal skills. Additionally, they disagreed on
correlating these qualities to any gender traits. The essential ingredients for effective leadership are
also the ability to build trust, communication, and teamwork. For example, F1 stated, “And it is more
about the group... how you treat each other in the group. I think about how you treat each other in the
group and not only from the boss to the employee, or the employer, employee perspective.” That can
be interpreted as the critical role of collaborative relationships within the team and acting beyond the
traditional hierarchical structure of the organization structures. Therefore, F1 shows more insights
into the concept of team dynamics.

The actions and manners of the manager are essential to the mind of respondent F2. She identified
transparency as crucial to building trust and promoting collaboration among team members.
Furthermore, the idea of effective leadership, regardless of gender, and a harmonious workspace
develop by implementing these qualities. The value of diversity in leadership and its impact on
collaborative conflict resolution, spoken by candidates F3, F4, and F5. The discussion during the
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interview tilted towards the advantages of a variety of backgrounds in the executives. The main
advantage of diversity is the variation of perspectives reflected in problem-solving and
decision-making. People with discrete characteristics and backgrounds bring different viewpoints to
the organization and enrich the company. As declared by F5, “It is a company where everyone's
background and ideas are valued, which creates incredible opportunities for learning and innovation,
right?” which reflects the potential for growth and development when the organization leverages the
diversity of its members.

Furthermore, they supported a collaborative approach to conflict resolution. The team members work
together to find favorable solutions for an internal conflict or issue. This promotes a welcoming and
inclusive environment where teams can thrive and achieve their goals. All in all, being included
among the employees results in creativity and all voices being heard, which grows the team's
performance.

4.4 Shaping the Workplace: Exploring the Multifaceted Impact of Gender
Diversity

Is gender diversity a valuable asset for company success? According to Figure 5, this section explores
how a balanced mix of genders in the workplace, especially leadership, sparks innovation and assists
problem-solving. We will hear real stories about the benefits of gender diversity, from teamwork to
company culture. While some emphasize strong leadership skills, others highlight the power of
different perspectives. The following sections describe the strategies for achieving gender diversity
and building a more inclusive workplace.
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Figure 5 - Shaping the Workplace: Exploring the Multifaceted Impact of Gender Diversity Codes and Themes

4.4.1 Perceptions of Gender Diversity (Benefits)

Our interviews made it clear: gender diversity is critical to a company's ability to thrive and innovate.
Increasing the number of women, particularly in the technical field, is a step towards gender diversity
and equality. The study explores the critical need for increasing female representation in technical
fields since men traditionally dominate engineering. The candidate's M1 and F3 outlooks were
aligned with each other, pointing to gender diversity. Participant M1 admits to slow progress in this
area. He noted, “There is a clear need for more diversity in the workplace... Progress has been slow...
We need more female engineers, not just welders and technicians.”. He continues that it is essential to
reach true gender equality by increasing the number of female engineers in firms. Consequently, M1's
statement underlines the need to raise female participation in technical fields. This is key to achieving
true diversity in the workplace. F3 extended on this point, paving the path for more women to join the
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technical fields and strengthen those roles. Additionally, it gives women opportunities to reach
leadership positions, she supposed.

Interviewees like M2, M4, and M5 believe that gender diversity in leadership brings lively debates
and problem-solving spirit within the teams. Different backgrounds and perspectives brought by
various managers cause the formation of fresh ideas. They added that it also results in better
outcomes for the corporations. For instance, interviewee M2 noted, “I would love to see more female
leaders... It creates a more dynamic way of discussing things,” which mirrors the idea that a more
balanced team generates a more dynamic way of discussing different topics.

Nonetheless, we cannot have a gender diversity solution for all businesses. As explained by candidate
M3, “I am not sure how much it would change things... It might not change my industry much.”,
indicating that the benefits of gender diversity depend on the industry. Even though the importance of
diversity is mentioned earlier, it might not be a viable solution in some industries.

The main points of view of the different interviewees are briefly explained below. Personal attributes
are a determining factor, as respondent F1 stated, “It is about your personality.” F2 explained that
effective leadership goes beyond gender. Strong leadership skills are crucial, regardless of who the
chief is. Correspondent F1 highlighted the need for balanced personalities, while F2 said good
leadership relies on individual skills. Long-term solutions for corporations build on diversity and
inclusion, according to participant F4. F5 emphasized the positive impact of gender diversity on both
efficiency and workplace culture.

4.4.2 Strategies for Achieving Gender Diversity

The dialogues about office culture result in various viewpoints about gender roles in leadership. A
significant increase in the number of women in leadership positions is apparent, according to many
participants. They believe the increase is undeniable when compared to the past statistics. Gender
equality improvement is evident in this trend, and some participants, e.g., M1 and F5, relate a more
relaxed and positive work environment to this change. Interviewees M2 and F2 do not believe gender
equality is the only reason for the improvement. They associate the advances with inclusion and
diversity. For example, M2 expressed, “We need to work with it every day, every hour... create an
environment that we can work with and bring in gender equality.” he demands continuous effort to
build inclusive organizations where employees of all genders, especially in leadership positions, can
flourish. Therefore, it is an ongoing effort expected from the executives to build an inclusive
environment that secures gender equality.

M3 and F1 bring forward an alternative point by mentioning the leadership quality as the determining
factor rather than gender. F1 noted that gender has a slight impact based on her experience.
Furthermore, several participants admitted the progress in gender equality and the benefit of
manager-level diversity. The respondents M4, M5, and F3 addressed how to attain a balanced
workspace that benefits all. They feel the trend for gender balance in their organizations and imagine
it can upgrade the energy of the work environment. For instance, M4 stated, “When you have an
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organization where you have the mix, then it is working much better. Here, I feel we are in a relatively
good place at least.” that illustrates the work improvement caused by diversity among a company's
workers.

F2 pointed out an exciting idea, “Your generation is coming now. And I think you have very, very high
thoughts of how your leader is going to act towards you.”. She elaborates on how leadership
dynamics evolve with each new generation entering the workforce. Moreover, the expectations of
younger generations are shaped by their perceptions of effective leadership. Thus, the leadership
landscape is evolving with a new generation of employees injected into the organization. Therefore,
adopting a management team to fulfill the changing demands and the new workforce expectations is
essential.

4.5 Challenges to Gender Equality: Obstacles on the Path to Balance

Creating a balanced workplace is challenging. This section explores how social expectations and
company practices can create difficulties achieving gender equality in Swedish corporations, see
Figure 6. The interviews provided ideas about gender roles in conflict resolution leadership styles.
The strategies companies implement to tackle these obstacles and develop an inclusive work
environment are addressed in the following.
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Figure 6 - Challenges to Gender Equality: Obstacles on the Path to Balance Codes and Themes

4.5.1 Societal Norms & Expectations

The impact of social norms on work dynamics in Swedish companies has been addressed in several
studies. These effects are explored in this section. The norms form expectations and assign roles
based on gender in organizations. Consequently, these results, dictated by norms, cause changes in
professional life, like the selected resolution for the conflict and understanding of leadership
competencies. As candidate M1 mentioned, “Men are more likely to downplay conflicts... Women are
more responsible... making sure... conflicts are solved.” there is an evident behavior variation
between men and women in solving a conflict in the team they are responsible for.

The interviewees were exposed to various experiences in the workplace due to the influence of social
norms. M1 noted that men tend to downplay their disagreements as an example of the manner
expected from a male boss. In contrast, F1 stated, “I think many things people think about
female/male leadership, but I do not think it is true.” Which illustrates the neutral effect of social
expectations from different genders on the interaction between leaders and staff. Different viewpoints
clarify how gender expectations can vary and affect workplace behavior.

The recruitment of engineers based on the competence and presence of biases in the recruitment
process is expressed by interviewee M2. He expressed concern, “But we need to focus more on
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getting through. If you have the majority of males, maybe the female minority does not get the same
attention.” To deal with minority groups, such as women, might face disadvantages during
recruitment processes dominated by males. Thus, a fairer approach to employment processes to
ensure justice for all genders is crucial.

Another male participant, M3, highlighted the variation in the number of men or women in each
business based on the social expectations of that specific field. This trend influences the office
dynamics. He pointed out, “I think in the construction business... female leaders have more
challenges to be listened to and to progress.” to draw attention to female leaders who encounter
additional challenges in male-dominated sectors like construction. It also shows the gaps in
leadership opportunities across different fields. This observation provides a broader insight into the
diverse landscape of gender expectations across various industries.

Several correspondents, including M4, M5, and F2, believe that social standards determine what is
expected at work, particularly regarding gender roles. They all see that Swedish companies are trying
to be more inclusive. They mentioned that Swedish businesses started moving away from having only
male employees in charge of building a mix of people in the organizations. While the situation in
organizations is changing, there are old opinions about gender that should be overcome. For instance,
participant F2 said, “Everyone has a place, but not always. Can everyone be a leader? That is, you
have to be very frank with that, too.

Moreover, the communication energy and positive attitude and focus on what you are going to do”.
F3 also echoed that old ideas about men's and women's roles stick around. However, she also noticed
that things are starting to change after COVID-19. Workplaces are becoming more equal. On the
other hand, F4 pointed out how our childhood experiences, like what our families expect from us,
affect how we lead at work. She thought we needed to change how we see things based on our
background. Similarly, F5 noticed how what society expects and what we learn at home shape how
we see leaders. She added that there is a close connection between what society expects and how we
act at work.

4.5.2 Organizational Culture & Practices

Several candidates acknowledge the value of fighting gender imbalance in the organization. It shows
the understanding of diversity and inclusion among the questioned candidates. M1, M4, and M5
discussed organizational initiatives in this area. There has been gradual progress and persistent
challenges in altering society's culture. M1, for instance, points out the slow pace of change while
remaining optimistic due to recent social advancements. He stated, “Changing the gender balance in
our company is extremely slow... very optimistic developments in society recently.”. This statement
indicates the current challenges to accomplishing gender equality. However, he admits the positive
social movement that paves the way for faster progress.

M2, M4 and M5 address diversity and inclusion training as a part of organizational strategies.
Promoting gender equality should be conducted during the recruitment and management teams in the
firms, as stated by M2. Similarly, M4 and M5 talked about how diversity training can help shape
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organizational culture in the way that it facilitates discussions about gender balance and inclusivity.
Moreover, a fundamental proposition by M3 is that managers should have a holistic approach to
leadership, meaning the employee's life outside work is as important as time at work. Interview M3
articulated, “Good leaders always see you as you are as a whole... you have a life outside the office
that is important to know about and also care about.”. His perspective helps managers to recognize
the identities of their team members. It also creates inclusive environments that accommodate
different personal conditions.

Furthermore, participants F1 and F3 disclosed the strategies that address gender imbalance. F1
declared, “I think, as I said, the overall outcome from an organization will also rely on how
gender-equal the whole organization is.”. She encourages the culture of gender equality. According
to F1, gender equality in the workforce is a prerequisite for the organization's success. The
organization's policies should include trust and inclusion, as described by candidate F3. She urged
companies to employ female managers to provide them with the opportunity to prove their abilities.
Both perspectives are required to realize a profound change in organizations.

Some measures should be taken to increase diversity and inclusion. F2 and F4 identify the manager's
employment and administrative strategies as essential. According to F2, “But do they know when they
recruit the person? What kind of leadership does that person stand behind?” and interviewee F4, “It
is crucial to understand that when you recruit diversity...” the significance of recruiting leaders with
the right mindset is necessary to bring about the diversity and inclusion in the corporations. The
decisive role of leadership in leading organizational change is reflected in her statement. Additionally,
the importance of gender balance is mentioned by Participant F5, though she did not discuss
organizational strategies. She explained her career progression as an opportunity provided by the
organization's structure.
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5.0 Analysis

In this chapter, we relate the empirical findings to our literature review and theoretical
considerations, which parallel the chapter 'Empirical Findings'. First, we explore how gender affects
leadership patterns in Swedish companies; then, we investigate communication styles and working
environments. Finally, the thesis concludes with a synthesis where all the valuable effects of this
research are brought together.

5.1 The Influence of Gender on Leadership Dynamics

The dynamics of leadership are influenced by gender. It is indeed a multifaceted and complex
concept. The empirical findings support the idea that males and females are recognized differently.
Both women and men behave, make decisions, and face challenges differently due to the distinct
cultural norms between men and women.

5.1.1 Shaped by Expectations: Gendered Views of Leadership

Looking at how society and culture shape Swedish companies' leadership dynamics, it is evident that
gender is a crucial determinant of leaders' perceptions and their way of doing things. Based on Bem’s
Gender Schema Theory (1981) and Social Role Theory, the empirical findings show a clear double
standard about what behaviors are expected of male or female leaders as well as potential negative
assessments attached to these behaviors (Bem, 1981; Eagly et al., 2012). Male leaders are supposed to
be authoritative and recklessly confident, aligning with masculinity. These expectations also mirror
authentic cultures that promote male dominance and reinforce our hypothesis about why men are
better leaders than women. To elaborate on this concept are the social norms that implement male
leadership styles' authority, maintaining exaggerated masculinity in how to lead (Northouse, 2018).

On the one hand, women leaders face expectations that are different and challenging to men.
Whenever they make firm decisions and take up an authoritarian role, they face social resistance and
negative judgments, while their male counterparts admire the same traits (Eagly et al., 2003). This
difference seems logical in knowing that these obsessive behaviors are outside of the traditional
female characteristics that emphasize care and consensus. Thus, these behaviors are criticized, and
women must use more male traits to progress. This can put them under a glass roof. They should
either blame themselves or be blamed for not doing so. The theory of proportionality well explains
the role of this subject and states that women are often confronted with pre-formal arbitration and
other forms of resistance because their presence is inconsistent with gender-modeling notions about
women’s domination (Eagly et al., 2002).
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Moreover, limiting leadership to traditional gender roles may limit leaders’ ability to adapt their
leadership styles to their organization's capabilities or strategic needs (Post et al., 2015). For example,
a female leader who is naturally strict may be under pressure to reduce her stiffness to align with the
expected style. These pressures can reduce its effectiveness and the organization's overall functioning
as all its leadership capabilities are not used. Experiential data suggests that women leaders who
challenge these ambitions often face more scrutiny and doubt, affecting their opportunities for
progress and effectiveness. Respondents observed that the actions of female leaders were viewed
negatively, which affected their professional assessments and career progress. Carefully analyzing
these gender dynamics shows that organizations must recognize and actively eliminate these unequal
expectations to create a broader and more impactful leadership environment (Holmberg et al., 2006).
Accepting diverse leadership styles and recognizing them as strengths, rather than deviating from
traditional principles, can enhance organizational strategy and effectiveness and promote a culture
where diversity in leadership is accepted and seen as an essential factor for innovation and success
(Gustafsson et al., 2019).

5.1.2 Beyond Gender: Exploring Decision-Making Styles

Gender stereotypes make it difficult to understand decision-making styles in Swedish organizations,
suggesting that successful leadership is not defined by gender. Instead, it adjusts to different contexts,
and its leadership aspects avary This concept is the core of Situational Leadership Theory. This
theory proposes that successful leaders adjust their style to both the maturity of the team they are
suspending, and the type of project work needed (Hersey et al., 1969).

Regardless of gender, Swedish leaders bet on blending personality and the work environment (Eagly
et al., 2012). Thus, the answer is not that women prefer to work in teams, and men can make quicker
decisions. Regardless of the situation, they are general trends, not absolute rules. The sample of
preferences demonstrates a variety of forms of leadership rather than gender-specific roles. Mixing
masculine and feminine characteristics to satisfy an organizational requirement is an ideal example of
how situational and transformational leadership theories work in practice (Bass, 1985).

Transformational leadership is based on inspiration, stimulation of intellect and individual
consideration. It has been linked with female leaders in tasks requiring innovation and change (Burns,
1978; Bass, 1985). These biases are consistent with beliefs in a nurturing mother and authoritative
father (Eagly et al., 2003), which helps explain how the link between perceived trustworthiness and
willingness to postpone is created. Nevertheless, this leadership style works wonders for either gender
since its ability to stimulate creativity and adaptability has been proven effective (Bass et al., 2006).

Leaders leverage their unique leadership qualities to be successful and illustrate how leaders use
different skills that inform the performance levels within an organization. Coming to these examples,
one cannot help but be convinced of the invalidity that leadership styles have a gendered nature. They
reveal that leadership effectiveness has more to do with how the leader responds to situations rather
than with who the leader is or what characteristics they possess. This fundamental insight points to
the requirement for a radical evolution in our understanding and implementation of leadership. In
order to maximize their leaders' potential, organizations should pay more attention to one's
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adjustability in the given situation and diversity in attributes rather than gendered expectations
(Northouse, 2018). This way of acting fits modern leadership theory and contributes to breaking the
Swedish organizational model into a more inclusive and dynamic leadership (Eagly et al., 2012).

5.1.3 The Challenges Faced by Female Leaders

Female leaders encounter institutional and interpersonal difficulties in Swedish organizations. These
issues are brought up by studying the empirical data and theoretical frameworks. Role Congruity
Theory of Prejudice towards female leaders reflects these challenges, and stereotypes often intensify
women's penalties for not following traditional gender norms (Eagly et al., 2002).

Gender expectations and traditional leadership norms create barriers for female leaders. Workplaces
with men-dominated staff in leadership often intensify the difficulty women leaders face. In such
settings, any deviations from expected norms by female leaders face more resistance and inspections
since female leaders are breaking gender and leadership norms. As a result, more expectations and
doubts about their capabilities emerge (Eagly et al., 2003). It is more likely for women in
male-dominated industries to be seen as outsiders and face obstacles that hinder their career progress.
Such challenges can arise in day-to-day social interaction, decision-making and career progression.
Female leaders may also doubt their choices more often and feel included in the informal networks
required to advance in a career (Northouse, 2018).

Addressing strategies that recognize and actively accommodate different leadership styles can help
mitigate these challenges, including strategies like clear promotion criteria, leadership programs
focusing on diversity and having overall gender parity at all levels of the organization (Holmberg et
al., 2006). Moreover, a compliance organizational culture allows traditional and entrepreneurial
leadership styles and active role promotion besides facilitating decision-making (Post et al., 2015).
This approach helps build a fair and encouraging organizational culture by following
Transformational and Situational Leadership fashions (Bass et al., 2006).

To wrap up our research, female leaders experience an interplay of social norms, individual
opportunities and organizational cultures in Swedish organizations. When they do this, it is because
they can wisely navigate these dynamics. It is essential to be able to both question stereotypes and
introduce diversity in leadership styles and practices (Eagly et al., 2002). Thus, organizations can
improve their strategic capabilities to openly promote a working environment where the leader,
irrespective of being male or female, can flourish (Northouse, 2018).

5.2 Communication Styles and Leadership: Beyond Gender Stereotypes

In line with the empirical findings and theoretical background suggested in the literature review, this
section examines how gender stereotypes influence communication styles and leadership forms. This
study combines transformational and situational leadership theories with interview material to explain
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how gender-related norms shape. However, gender-based expectations do not dictate leadership
communication phenomena within Swedish firms.

5.2.1 Communication and Team Interaction

Research into the gender role in the communication style of leaders reveals a noticeable increase in
inclusive and engaging communication. The change goes against traditional gender norms. Through
Transformational Leadership Theory, it is proven that leaders who practice motivational, inspirational
or empathetic communication can go beyond gender stereotypes and facilitate team performance
irrespective of gendered influences (Burns, 1978; Bass, 1985). This style is identified with idealized
impact, inspirational motivation, and individualized consideration. Moreover, it has until now been
linked to female heads of organizations and is increasingly characterizing a fruitful way for all leaders
(Eagly et al., 2003).

The empirical findings indicate that men and women leaders in Swedish organizations prefer to use
the transformational communication style, and they also benefit from adopting it. Leaders such as M1
and M4 discussed engaging their teams in dialog. They focus on generative thinking and
collaboration, which ultimately enables high-performing teams. It invokes the old rule that has
governed most businesses forever: to be assertive top-down. Effective leadership involves evolving
and inspiring others (Eagly et al., 2007).

Furthermore, Situational Leadership Theory emphasizes the need for leaders to modify their
communication approach based on how prepared and cultivated their team is. Leaders skilled in
adapting demonstrate that assertive communication was not about gender; instead, they were focused
on meeting the team objectives and getting the work done (Hersey et al., 1969). The research's case
studies on F2 and M3 clearly illustrate how customizing the interaction based on what resonates with
your team can boost teamwork and better productivity.

Finally, these results link communication styling to transformational and situational leadership
concepts and suggest important implications for training programs. This training fosters future leaders
and is a critical organizational mandate (Northouse, 2018). These outcomes should be integrated into
leadership training programs so the next generation of leaders learns to practice inclusive and
empathetic management. Thus, we create environments where diverse people gather, undermining
expressions associated with traditional gender communication. This allows organizations to build a
culture of engagement, flexibility, and respect through conversation. Furthermore, the culture
enhances organizational effectiveness by presenting the practical usefulness of transformational
leadership qualities across genders(Bass, 2006).
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5.2.2 Impact of Communication on Team Dynamics

An analysis of communication effects on team dynamics shows that. In contrast, specific gendered
patterns of speech are found in terms of possible women asking more questions and men being more
declarative, but these are not general rules. Social role theory helps explain the types of
communication styles within teams and why certain communication styles have become known as
male or female. Nevertheless, leaders of all genders draw from composite leadership techniques to
enhance team collaboration, conflict resolution, and overall effectiveness (Eagly et al., 2012).

Our empirical results indicate that this flexibility to communicate is essential for managing
context-dependent, complex organizational difficulties and fostering a co-actively innovative
atmosphere. For example, some leaders like M5 have a more consultative style of leading, while
others are known for their direct communication tactics like M2. However, these styles are far less
effective simply based on their gender association and more so to the demands of a work setting or
what needs a team has (Northouse, 2018).

Important discoveries have been made, and it should be evident that diverse communication styles
also play a significant role in team dynamics, regardless of whether they are masculine or feminine.
Leaders like F1 encourage collaborative decision-making, and M1 with its direct feedback loops.
They represent how a mixture of communication styles can lead to a working relationship favorable
to innovation and agility. This is crucial for improving teamwork and problem-solving, aiding
organizational performance (Bass et al., 2006).

Based on these observations, it is apparent that leadership communication falls outside of
stereotypical gendered norms. There is a link between the literature and empirical research: Leaders
adjust their speaking style according to what is required for teams. Alternatively, organizations are
more likely to be more effective than complying with expected gender roles (Hersey et al., 1969).
This flexibility is characterized by transformational leadership. It is also marked by charismatic,
inspirational-motivational and contingently considerate communication. This adaptability facilitates a
vibrant and inclusive work environment(Bass et al., 2006).

In addition, the Situational Leadership Theory underscores the importance of flexible communication
outside of gendered norms (Hersey et al., 1969), revealing a kind of robustness leaders should have to
adapt their communications to be responsive to contexts. The ability to be this flexible is, therefore, a
core ingredient for what it takes for leaders in modern Swedish organizations to not only include the
implied effectiveness but also fit into national identity and value base, emphasizing equality and
inclusion.

Consequently, organizations can use these conclusions to build a more inclusive communication
culture and make diversity an asset for better team performance. To the extent that organizations can
understand how gender dynamics impact communication and leadership Efficiency, they can work
towards creating a culture in which diverse communication styles are normalized and leveraged for
better results, such as collective outcomes.
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5.3 Shaping the Workplace: Exploring the Multifaceted Impact of Gender
Diversity

This section investigates empirical findings and available theories on how gender diversity might
impact the work environment, particularly for Swedish companies. Drawing on theoretical
frameworks of Gender Role Theory and Leader-Member Exchange (LMX), the third section presents
the benefits that gender diversity is expected to bring and specific strategies that can help obtain such
diversity.

5.3.1 Perceptions of Gender Diversity (Benefits)

Based on data from organizations in Sweden, gender diversity is essential in ensuring that teams have
the problem-solving abilities, team dynamics and organizational innovation they need. The results
align with those proposed by transformational leadership behaviors, which suggest that diversity of
opinion results in heightened sense and understanding. Thus, this generates more creative and
successful solutions (Bass et al., 2006).

This is consistent with the Gender Role Theory (Eagly et al., 2012), which argues that blending
traditionally masculine or feminine roles, such as assertiveness and empathy or cautious risk-taking,
can significantly enhance organizational practice. The blurring of roles is mirrored in the survey data
as leaders across genders expressed that gender diversity rounds out more balanced decision-making
and planning. It offers a more profound, broader leadership strategy. Women's valuable leadership
effects include better team collaboration and more comprehensive, long-term decision-making that
allows an organization to be adaptable yet resilient to surprise strategic challenges (Eagly et al.,
2012), as seen through the eyes of leaders like F3.

Additionally, Social Role Theory (Eagly et al., 2012) details how broader social expectations have
shaped individual behaviors and role choices so that diverse teams can be of assistance in creating
more innovative solutions when problem-solving. These individuals have diverse life experiences and
cultural perspectives that can provoke the status quo and bring novel solutions. According to
interview responses, one of the ways it appears to do so is that diverse teams can navigate complexity
much better and more innovatively by using their experiences and backgrounds as a boost rather than
a hindrance.

In addition, empirical data suggests that gender diversity leads to a generation of an equitable and
inclusive workplace, which is vital in developing customer relationships, understanding unique
consumer bases etc. Organizations are also better positioned to quickly realize and meet the needs of
their diverse clients to increase success in business if the diversity outside of one organization can be
more accurately reflected by what exists inside that organization (Northouse, 2018).
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5.3.2 Strategies for Achieving Gender Diversity

Achieving gender diversity within the organization is not as simple as checking a box on new
company policy; instead, it is adequate where support from top management is required. The Swedish
leaders also use approaches grounded in theories like Leader-Member Exchange (LMX) and
transformational leadership, which are essential building blocks for how gender diversity can be
nurtured at the base level, including female entrepreneurship (Graen et al., 1995).

Leaders encouraged recruitment strategies that reflect the transformational leadership principles
recommended by Bass et al. (2006). The principle promotes creative thinking and innovation via
varying viewpoints. These are strategies implemented to enhance gender diversity, such as
advertising jobs to ensure diverse pools of applicants apply and making sure hiring practices do not
evaluate candidates on their gender but rather their skills or background. Furthermore, it Reduces the
impact of in-group biases (distractions from the job at hand), which creates an even playing field for
all employees. Hence, employees can demonstrate that they possess behaviors and experiences
aligned with gender leader stereotypes outlined by Eagly et al.'s (2012) Gender Role Theory.

Mentoring helps to build a diverse leadership pipeline. This tactic can allow today's leadership team
to meet their labor needs without sacrificing the outlook of tomorrow's organization as a more
inclusive body. This practical approach derives from the theoretical literature on LMX theory, which
indicates that high-quality binary leader-follower exchanges increase career satisfaction and
engagement (Graen et al., 1995). It can help organizations support female employees toward career
trajectory and leadership development.

The literature and the leaders expressed another strategic theme related to developing a
company-wide inclusive corporate culture. The former requires more than just implementing policies
and institutional support for diversity at every level (Northouse, 2018). The training sessions on
unconscious bias and workshops are practices based on the principles discussed by Eagly et al.
(2012). They claim that social and organizational roles contribute immensely to the modes of
behavior, teaching, fulfillment or what is desired or expected. Frequent workplace culture assessment
helps in promoting a workplace that values inclusivity.

Applying LMX theory also increases gender diversity by enabling an environment in which
cross-gender trust, mutual respect and relationships are formed. Accordingly, ensuring women have
access to the flow of communication between different levels within a firm. They also participate in
vital discussions and leadership opportunities (Graen et al., 1995). Theoretical insights explain why
high-quality exchanges between leaders and members would be expected to create an inclusive
environment, making this an efficient strategy.

The role of transformational leadership can assist gender diversity to be well illustrated by leaders.
Managers also lead and motivate all employees by urging inclusiveness as an essential element of
organizational success. These kinds of studies at the service level suggest that when these leaders
adopt practices and values that they are eager to emulate, something driven by transformational
leadership theory advocates for the importance of alignment in such aspects (Bass et al., 2006).
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Organizations can ensure that gender diversity benefits their performance and culture by aligning
these strategies with established theories (Northouse., 2004).

5.4 Challenges to Gender Equality: Obstacles on the Path to Balance

This section investigates the significant obstacles to gender equality in Swedish companies. The
review will analyze societal norms, expectations, organizational culture and practices that hinder
gender equality at work in the light of empirical research findings.

5.4.1 Societal Norms & Expectations

Empirical insights and academic theories such as Gender Schema Theory (Bem, 1981) and Role
Congruity Theory (Eagly et al., 2002) imply that social norms play a significant role in shaping
leadership patterns and expectations, usually at the expense of gender parity. These theories
underscore the biases that arise from perceptions that women's gender roles do not fit with one
another and with leadership expectations. These biases reveal themselves in a very concrete way
within professional Swedish organizations where social tendencies toward assertive male leadership
are met with skepticism when applied to female leadership, and they underline the deep-seated gender
stereotypes that continue to shape people's assumptions about what best constitutes effective
leadership even in progressive settings.

For example, comments such as those made by M1 regarding the social acceptability of male
Authoritarian leadership styles and F3’s comments on the value denial of women’s abilities in
leadership depict ongoing stereotypes that are putting pressure on female leaders who must fight to be
recognized as successful leaders. The persistence of social norms is crucial to gender equality in
leadership. Hence, it illustrates how abstract ideas can be brought down to the individual situations in
which women have made sacrifices to advance within the organizations. However, they lag behind
their male counterparts mainly because they lack the requisite experience.

5.4.2 Organizational Culture & Practices

Literature and empirical data show it is still a considerable challenge to change the attitude of every
organization to an inclusive culture in terms of gender diversity. Although there are good policies
aiding gender equality and the benefits of diversity, their practical implementation is slowed down by
deeply rooted habits and resistance to change. The literature suggests that mixed-gender leadership
teams can significantly improve organizational performance and innovation (Eagly et al., 2003).
Nevertheless, participants such as M1 and F3 stated a more gradual change in gender balance within
enterprises and some incremental progress toward inclusion post-COVID-19 that indicates the gap
between policy intent and operational implementation.
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These observations show how hard it is for an organization to change its culture and accept gender
diversity. Even if there are formal policies for equality, significant problems are moving beyond this
point because stubborn gender norms make change hard. In order to develop an atmosphere where
gender diversity is welcome and accepted, efforts must be made by businesses, the government, and
other concerned organizations.

In conclusion, it is evident from our examination of social norms and organizational practices through
academic theories together with empirical observations that gender equality in leadership for Swedish
organizations is a highly complex task. The report explains the necessity for continuous research and
helps shift from theoretical desire to actual execution, giving more detailed models of women leaders.
This is significant for our organization’s growth efforts and should always serve as a warning signal
to us regarding taking proactive steps toward dealing with systemic behaviors.

5.5 Adjusted Framework

Figure 7 - Adjusted Framework

This new framework discusses the relationship between gender, leadership styles and the workplace
setting. It indicates how social expectations and stereotypes reform conceptions of leadership and
thus affect the leader’s behavior and the atmosphere at work. We modified our earlier theoretical
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framework according to empirical data to consider particular interactions between gender and
leadership styles, which previous models have not fully captured.

These findings led us to reconstruct our original ideology concerning how gender influences different
leadership environments in Swedish organizations. Results convey that gender causes different
leadership behaviors and cultural dynamics in Swedish companies, affecting communication modes
and broader environments. The data also disclose that female executives within Sweden are inclined
towards transformational strategies that disobey conventional gender attributes. Therefore, a broader
framework is required to accommodate this evolution.

Thus, the revision allows the framework to be more theoretically apposite to our empirical data and
aid in developing a comprehensive model understanding gendered leadership dynamics. The present
study assists us in increasing leadership effectiveness across gender systemic barriers with tangible
solutions.

5.5.1 The Power of Perception: Gender Dynamics in Leadership

The starting point of this section is Gender Dynamics in Leadership. This part looks at our
expectations about leaders and how they inform our sense of who may or may not play a role at that
level. We use Social Role Theory in our analysis. This theory explains that following social gender
norms influences how leadership skills are judged. Specifically, people evaluate leadership
competencies based on a person's gender. It also criticizes the challenges faced by the female leaders.
Thus, we gain insights into biases and barriers women in leadership confront during career
advancement. With the assistance of theories like Gender Schema Theory and Role Congruity Theory
describing how our biases tend to make it more complicated for women in specific leadership roles.
Furthermore, Social Role Theory suggests that in Swedish organizations, female leaders are still
expected to express collective, not assertive, qualities. Slower promotion rates and fewer executive
positions will be available to women. Accordingly, they face gender-based discrepancies in
day-to-day management and professional development.

It is recognized from Social Role Theory that effective leadership can go beyond gendered norms.
Another example supports the notion that effective leadership can differ from explicit and implicit
gender roles. It suggests that an effective leader is not essentially tied to gender, which can, in turn,
encourage managers to attempt new and alternative ways to lead. Consistent with recent advances in
Transformational Leadership Theory, our model reflects the potential change of various leadership
styles that are not limited by traditional gender role expectations. Evidence indicates that a diverse
leadership team improves the likelihood of innovation in the company. The literature on team
composition supports our notion of diversity as an essential enabler of increased capacity for creative
problem-solving and decision-making in both leaders. It indicates that gender-balanced leadership
teams outperform single-gender counterparts across various performance tasks.
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5.5.2 Leading with Purpose: Leadership Styles and Practices

The adapted framework then directs attention to leadership styles. These sections will cover various
leadership philosophies and how they affect the work environment. For example, transformational
leadership focuses on inspiring, partnership and flexibility, driving inclusive and empowering work
environments. This aligns with transformational leadership theories, which drive innovation and how
teams work. Moreover, situational leadership is acknowledged by the framework. This approach is
about adapting leadership styles according to context and follower readiness. It promotes ‘flexibility’
and ‘agility’ in how leaders interact with their teams. Finally, the framework emphasizes inclusive
leadership practices, which points to the responsibility of a leader to develop a diverse, equitable
workplace culture.

In the view of interviewed managers, transformational leadership consists of empathy and
encouragement. Our findings show that such leadership styles represent female leaders who improve
team morale and productivity, which conflicts with traditional thinking. Thus, it is essential to study
transformational leadership and seek ways to overcome its biases against women leaders. Our revised
framework brings together Role Congruity Theory and Transformational Leadership Theory. Thus,
both define leadership styles as the combination of empathy and assertiveness that lead to innovative
work environments.

5.5.3 Building a Thriving Workplace: Work Environment Dynamics

This section of the revised framework, Work Environment, investigates how leadership influences the
overall work environment. Communication and interaction illustrate how leaders enable people to
work together by keeping open communication channels and cooperating. Inclusivity and
engagement concentrate on the dynamics of inclusivity and employee engagement in a workplace.
Good leaders create workplaces where everyone feels included and motivated. Additionally, fighting
against stereotypes is another critical responsibility of a good leader.

Lastly, the framework points out the necessity of actively eliminating gender biases from the
workplace. Consequently, creating an environment of equity and inclusivity by which all, regardless
of gender, can flourish. We found that open communication and employer engagement established an
inclusive work environment when leaders initiate these practices. Beyond that, this revised theoretical
framework offers a total portrait of the situation in which gender dynamics occur alongside leader
styles and work environment dynamics in Swedish companies. It underscores that one should crack
down on gender biases and foster inclusive leadership practices so that work environments will be
free and lively places for everyone rather than some people.

52



6.0 Conclusion

This chapter will answer that question by examining the framework's proposed elements. Possible
results and implications, as well as topics for further research, are handled in this chapter's second
half.

6.1 Answering the Research Question

This research explores how the gender of leaders affects their communication behaviors and also
changes work environment dynamics in Swedish companies. The study examines the differences in
leadership and communication styles of male and female leaders and the implications to
organizational culture and team dynamics. In addition, gendered leadership was understood more
clearly by investigating some of the experiences and struggles faced by female leaders in different
organizations. We aimed to answer the following research questions:

RQ: How does a leader’s gender influence communication and interaction styles within leadership
teams in Swedish companies?

How does gender diversity within the leadership teams affect the work environment?

This study provides insight into social expectations and shapes our understanding of what constitutes
leadership. Men are culturally expected to be assertive and decisive as leaders, returning to those
gendered expectations. In contrast, women often receive messages to work on consensus and
cooperation, perceived as more feminine traits (Eagly et al., 2007).

Because of this thinking, female leaders often come under closer scrutiny and may even meet
opposition if they differ from the expected standard for their gender. This is almost related to the view
of Eagly et al. (2012) that what society demands of us shapes our perception and evaluation of
leaders, specifically their gender. Female leaders are subject to more significant obstacles and
disbelief that force them to keep showing their skills. Nevertheless, prejudice is, above all, hard to
change.

The social expectations also affect how leaders communicate. Female leaders usually use more
empathic, inclusive and interactive methods of expression. As a result, the work climate created by
such communication strategies is one where team members feel valued and seen. In contrast, male
leaders might favor a more direct and assertive style of communication and swift decisions. However,
it is essential to note that these patterns are not dependent solely on one's gender. A person's way of
working can also play a considerable part in the outcome. Impactful leaders can adapt their
communication approaches to the best advantage of the teams. They lead no matter which gender
they belong to, which creates a supportive and inclusive work atmosphere.
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The study also confirmed female leaders' preference for collaborative decision-making processes.
This approach both gets the team involved and integrates different views. It eventually brings all four
corners of this problem into line with consensus decisions. This contrasted with the decision-making
style often witnessed in men wanting to get right down to the point and move quickly.

However, it is essential to know which leadership style is highly dependent on circumstance and not
simply the result of gender. Northouse (2018) points out that leaders must adapt their
decision-making style to improve teams' performance.

The results of a study found that gender-diverse teams are more creative, innovative, and adaptable. A
mixed-gender team can bring a collection of expertise to solve problems from several different
angles. By doing this, problems are resolved more efficiently, and organizational performance
improves. The diverse teams are more likely to succeed, as Post et al. (2015) expressed. Thus, the
broad approach to leadership and team dynamics has been supported.

In addition, adopting inclusiveness contributes to more balance throughout an organizational culture
when leadership teams accept it. This culture enhances collaboration and psychological safety,
improving employee engagement and satisfaction. However, bringing in more views will boost
employees' sense of belonging.

This study argues that understanding gendered leadership demands looking beyond stereotypes and
considering a more comprehensive set of motives at work. Organizations can enrich the conversation
and enhance communication and decision-making capabilities by welcoming diverse communication
and leadership styles.

6.2 Implications

6.2.1 Practical implications

The results of this study have several practical findings for leadership in Swedish companies. The
companies are becoming more dynamic in terms of gender and leadership styles. From the
understanding of gender effects on communication styles in this study, the gender diversity of
organizations is recommended to increase equity and improve decision-making in the work
environment (Eagly et al., 2003). The more diverse thinking, the more companies eliminate their
male and female capabilities.

These findings can be applied in training leadership programs. We should break down the various
styles of inclusive leadership that we found and use women's characteristics in particular (Bass et al.,
2006). To foster a supportive office environment, training programs offer insights into unconscious
bias and effective communication and exchange techniques. For instance, cultivating empathy,
respect for others, and team effort will improve organizational performance through transformational
leadership traits. Historically, These measures have been found to impact effectiveness in diverse
settings (Burns, 1978; Bass, 1985).
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The research also highlights how leaders need flexible approaches to serve varying groups. Adopting
flexible policies can improve the firm environment's rigidity and responsiveness to gender dynamics.
Furthermore, workshops and mentorship programs for women and minorities build an inclusive
corporate culture in the corporations.

6.2.2 Theoretical implications

This work contributes to the theoretical debate about gender by elaborating on how gender roles
influence communication and interaction in Swedish leadership teams. Integrating transformational
and situational leadership theories within the framework of gender provides insight into these
interactions that aid in explaining organizational dynamics(Northouse, 2018).

Although gender roles play a part, the effect depends on personal traits and organizational cultures.
This calls into doubt such grand theories of sex differences as Social Role Theory or Gender Schema
Theory (Eagly et al., 2012). These theories also account for the interactions between gender and
organizational behavior. Considering the abovementioned theories is essential when dealing with
countries like Sweden, which have advanced gender norms.

The study argues that we should rethink how role congruence theory applies in modern,
equal-opportunity workplaces. This theory suggests that there needs to be a match between traditional
expectations and leadership roles. Additionally, the finding reveals that the mismatch is more
complicated and varies depending on the situation (Eagly et al., 2002). Thus, refining or creating new
theories that better reflect the changing nature of gender roles in today's leadership landscape is
essential.

The empirical evidence from the interviews provides insights about gender and leadership. Which in
turn facilitates future research in gender studies. Nevertheless, examining other organizations with
different cultural settings is required to understand the interaction between gender diversity and
leadership better.

6.3 Suggestions for future research

This study focuses on understanding the influence of gender on leadership within Swedish
companies. Future studies should aim to provide a more comprehensive insight into gender and
leadership than the current studies.

The team members’ opinion on gendered leadership style provides a complete picture of the
organizational levels. Therefore, the team members' viewpoint for future studies is crucial. Data
collection through interviews or surveys is an effective and resourceful way (Eagly et al., 2003).
Besides, the employees’ perception and experience of the leadership manner can also be determined.
Hence, valuable insights into how gendered leadership styles might affect different types of

55



organizations are gained. In this way, the reflection of the team members' perception as a result of
leadership style is guaranteed.

This study considered a developed workplace like in Sweden. Hence, it necessitates future studies on
different cultural settings. To accommodate for the economic, social and cultural impact of these
dynamics.

Another aspect to consider is the interplay between gender and leadership over time. In other words,
longitudinal studies that examine the impacts of organizational culture changes and gender diversity
initiatives in a longer perspective are pivotal. Researchers can identify the long-term influence of
different gendered leadership styles following the changes. With this approach, the sustainability and
effectiveness of these methods will be realized (Bass et al., 2006).

Furthermore, the qualitative insights complement the quantitative data by providing a deeper
understanding of management styles across the company. Statistical analyses can identify patterns
and correlations between gender diversity in leadership and performance statistics (Post et al., 2015).
This assessment can help organizations develop data-driven strategies.

Applying different psychological and sociological standpoints and the new field of business studies
should give a more complete picture of why female managers differ from men (Eagly et al., 1990).
These domains deserve more examination in future research to comprehend better the impact gender
has on leadership practices. More than that, such inquiries will not just help the academic community
but also offer practical suggestions to businesses aiming to boost the efficiency of their managers and
make work more inclusive.

56



Reference list

Aggestam, K., & Bergman-Rosamond, A. (2016). Swedish Feminist Foreign Policy in the Making:
Ethics, Politics, and Gender. Ethics & International Affairs, 30(3), 323-334.

Andersson, E., Johansson, M., Lidestav, G., & Lindberg, M. (2018). Constituting gender and gender
equality through policy: The politics of gender mainstreaming in the Swedish forest industry.
Equality, Diversity and Inclusion: An International Journal, 37(8), 763-779.

Annink, M. (2021). Investment Banks in Sweden - Careers in a gendered organization culture. Master
of Science Thesis, KTH Industrial Engineering and Management, Stockholm.

Ayman, R., Korabik, K., & Morris, S. (2009). Is transformational leadership always perceived as
effective? Male subordinates’ devaluation of female transformational leaders. Journal of Applied
Social Psychology, 39(4), 852–879.

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press.

Bass, B. M. (1990). From transactional to transformational leadership: Learning to share the vision.
Organizational Dynamics, 18(3), 19-31.

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Lawrence Erlbaum
Associates Publishers.

BCG Global Diversity Survey (2020). "Finding Value in Diversity and Inclusion." Retrieved from
www.bcg.com

Bell, E., Bryman, A., & Harley, B. (2018). Business research methods (4th ed.). Oxford University
Press.

Bem, S. L. (1981). Gender schema theory: A cognitive account of sex typing. Psychological Review,
88(4), 354–364.

Bem, S. L. (1993). The lenses of gender: Transforming the debate on sexual inequality. Yale
University Press.

Blindow, K., Bondestam, F., Johansson, G., Bodin, T., Westerlund, H., & Nyberg, A. (2021). Sexual
and gender harassment in Swedish workplaces: A prospective cohort study on implications for
long-term sickness absence. Scandinavian Journal of Work, Environment & Health, 47(6), 466-474.

Borchorst, A., & Siim, B. (2008). Woman-friendly policies and state feminism: Theorizing
Scandinavian gender equality. Feminist Theory, 9(2), 207-224.

Brinkmann, S., & Kvale, S. (2015). Interviews: Learning the craft of qualitative research interviewing
(3rd ed.). Sage Publications.

57

http://www.bcg.com/
http://www.bcg.com


Burns, J. M. (1978). Leadership. Harper & Row.

Crenshaw, K. (1991). Mapping the margins: Intersectionality, identity politics, and violence against
women of color. Stanford Law Review, 43(6), 1241–1299.

Dwyer, S., Richard, O. C., & Chadwick, K. (2003). Gender diversity in management and firm
performance: The influence of growth orientation and organizational culture. Journal of Business
Research, 56(12), 1009–1019.

Eagly, A. H. (1987). Sex differences in social behavior: A social-role interpretation. Lawrence
Erlbaum Associates, Inc.

Eagly, A. H., & Carli, L. L. (2003). The female leadership advantage: An evaluation of the evidence.
Leadership Quarterly, 14(6), 807-834. The female leadership advantage: An evaluation of the
evidence - ScienceDirect (gu.se)

Eagly, A. H., & Karau, S. J. (2002). Role congruity theory of prejudice toward female leaders.
Psychological Review, 109(3), 573-598.

Eagly, A. H., Johannesen-Schmidt, M. C., & van Engen, M. L. (2003). Transformational,
transactional, and laissez-faire leadership styles: A meta-analysis comparing women and men.
Psychological Bulletin, 129(4), 569-591.

Eagly, A. H., & Carli, L. L. (2007). Through the labyrinth: The truth about how women become
leaders. Harvard Business School Press.

Eagly, A. H., & Wood, W. (2012). Social role theory. In P. A. M. Van Lange, A. W. Kruglanski, & E.
T. Higgins (Eds.), Handbook of theories of social psychology: Volume 2 (pp. 458-476). Sage
Publications Ltd.

Eagly, A. H., & Wood, W. (2015). Two traditions of research on gender identity. Sex Roles,
73(11-12), 461-473.

Eisenhardt, K. M. (1989). Building theories from case study research. Academy of Management
Review, 14(4), 532-550.

Eisenhardt, K. M., & Graebner, M. E. (2007). Theory building from cases: Opportunities and
challenges. Academy of Management Journal, 50(1), 25-32.

Elo, S., & Kyngäs, H. (2008). The qualitative content analysis process. Journal of Advanced Nursing,

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development of
leader-member exchange (LMX) theory of leadership over 25 years: Applying a multi-level
multi-domain perspective. Leadership Quarterly, 6(2), 219-247.

58

https://www-sciencedirect-com.ezproxy.ub.gu.se/science/article/pii/S1048984303000584?via%3Dihub
https://www-sciencedirect-com.ezproxy.ub.gu.se/science/article/pii/S1048984303000584?via%3Dihub


Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate power and
greatness. Paulist Press.

Haas, L., & Hwang, C. P. (2007). Gender and organizational culture: Correlates of companies'
responsiveness to fathers in Sweden. Gender & Society, 21(1), 52–79.

Harvard Division of Continuing Education. (2022). "The Benefits of Promoting Gender Diversity in
Leadership." Retrieved from professional.dce.harvard.edu

Heilman, M. E. (2001). Description and prescription: How gender stereotypes prevent women's
ascent up the organizational ladder. Journal of Social Issues, 57(4), 657-674.

Herring, C. (2009). Does diversity pay?: Race, gender, and the business case for diversity. American
Sociological Review, 74(2), 208–224.

Hersey, P., & Blanchard, K. H. (1969). Life cycle theory of leadership. Training & Development
Journal, 23(5), 26–34.

Hill, L. A., & Lineback, K. (2011). Being the boss: The three imperatives for becoming a great leader.
Harvard Business Review Press.

Holgersson, C. (2013). Recruiting managing directors: Doing homosociality. Gender, Work &
Organization.

Holmberg, I. and Åkerblom, S. (2006). Modeling Leadership -Implicit Leadership Theories in
Sweden, Scandinavian Journal of Management, 22, 4, 307–329.

Hudson, C., & Rönnblom, M. (2007). Regional development policies and the constructions of gender
equality: The Swedish case. European Journal of Political Research, 46(1), 47-68.

Jonsen, K., Maznevski, M. L., & Schneider, S. C. (2010). Gender differences in leadership - believing
is seeing: Implications for managing diversity. Equality, Diversity and Inclusion: An International
Journal, 29(6), 549-572.

Katzenbach, J. R., & Smith, D. K. (1993). The wisdom of teams: Creating the high-performance
organization. Harvard Business School Press.

Kim, H. K., Lee, U. H., & Kim, Y. H. (2015). The effect of workplace diversity management in a
highly male-dominated culture. Career Development International, 20(3), 259-272.

King, N., & Horrocks, C. (2010). Interviews in qualitative research. Sage Publications.

Konrad, A. M., Cannings, K., & Goldberg, C. B. (2010). Asymmetrical demography effects on
psychological climate for gender diversity: Differential effects of leader gender and work unit gender
composition among Swedish doctors. Human Relations, 63( 11), 1661-1685.

59

https://doi.org/10.1111/0022-4537.00234


Kotter, J. P. (1990). What leaders really do. Harvard Business Review.

Kvale, S., & Brinkmann, S. (2009). Learning the craft of qualitative research interviewing (2nd ed.).
Sage Publications.

Kvist, E., & Peterson, E. (2010). What Has Gender Equality Got to Do with It? An Analysis of Policy
Debates Surrounding Domestic Services in the Welfare States of Spain and Sweden. NORA - Nordic
Journal of Feminist and Gender Research, 18(3), 185-203.

Lane, L., & Jordansson, B. (2020). How Gender Equal Is Sweden? An Analysis of the Shift in Focus
under Neoliberalism. Social Change (New Delhi), 50(1), 28-43.

Lee, M., & Idris, M. A. (2014). The effects of organizational culture on work outcomes through
leadership styles. Business, Psychology

Lewis, A. E., & Fagenson-Eland, E. A. (1998). The Influence of Gender and Organization Level on
Perceptions of Leadership Behaviors: A Self and Supervisor Comparison. Sex Roles, 39, 479–502.

Lewis, S. (2015). Qualitative Inquiry and Research Design: Choosing Among Five Approaches.
Health Promotion Practice.

Meyerson, D. E., & Fletcher, J. K. (2000). A modest manifesto for shattering the glass ceiling.
Harvard Business Review.

Morgeson, F. P., & Humphrey, S. E. (2006). The Work Design Questionnaire (WDQ): Developing
and validating a comprehensive measure for assessing job design and the nature of work. Journal of
Applied Psychology, 91(6), 1321–1339.

Northouse, P. G. (2004). Leadership: Theory and Practice (3rd ed.). Thousand Oaks, CA: Sage
Publications.

Northouse, P. G. (2018). Leadership: Theory and practice (8th ed.). Sage Publications.

Post, C., & Byron, K. (2015). Women on boards and firm financial performance: A meta-analysis.
Academy of Management Journal.

Rubin, H. J., & Rubin, I. S. (2012). Qualitative interviewing: The art of hearing data (3rd ed.). Sage
Publications.

Safari, M. (2021). Gender diversity on board of directors: Comprehensive analysis of female
directorate networks and the linkage between busyness and performance. Meditari Accountancy
Research, 30(1), 213–243.

Silin, R. H. (1976). Leadership and values: The organization of large-scale Taiwanese enterprises.
Harvard University Asia Center

60



Sarri, T., & Troeng, L. (2016). How to Achieve Gender Diversity in Top Management: A Qualitative
Study of Gender Equal Companies Listed on the Swedish Stock Exchange. Bachelor’s Degree Thesis,

Schein, E. H. (2010). Stockholm Business School. Organizational culture and leadership (4th ed.).
Jossey-Bass.

Schwab, A., Werbel, J. D., Hofmann, H., & Henriques, P. L. (2016). Managerial gender diversity and
firm performance: An integration of different theoretical perspectives. Group & Organization
Management, 41(1), 5-31.

Spencer Stuart. (2023). "Diversity (2023 Nordic Board Index)." Retrieved from
www.spencerstuart.com

Karp, T., & Helgø, T. I. T. (2009). Leadership as identity construction: The act of leading people in
organizations: A perspective from the complexity sciences. Journal of Management Development,
28(10), 880-896.

Sümer, S., & Eslen-Ziya, H. (2023). Academic women’s voices on gendered divisions of work and
care: ‘Working till I drop . . . then dropping. The European Journal of Women's Studies, 30(1), 49-65.

Van Dierendonck, D. (2011). Servant leadership: A review and synthesis. Journal of Management,
37(4), 1228-1261.

Veliu, L., Manxhari, M., & Jahaj, L. (2017). The influence of leadership styles on employees'
performance. Business, Psychology.

Wahl, A., Holgersson, C., Höök, P. & Linghag, S., (2018). Det ordnar sig: teorier om organisation och
kön. Lund: Studentlitteratur.

Walker, R. C., & Aritz, J. (2015). Women Doing Leadership: Leadership Styles and Organizational
Culture. International Journal of Business Communication, 52(4), 452–478.

Wu, Y.-J., Xu, X., & He, J. (2021). Gender, Educational Attainment, and Job Quality in Germany,
Sweden, and the UK: Evidence from the 2015 European Working Conditions Survey. Sustainability,
13(23), 13139.

Yin, R. K. (2018). Case study research and applications: Design and methods (6th ed.). Sage
Publications.

Yukl, G. (2013). Leadership in organizations (8th ed.). Pearson.

61

http://www.spencerstuart.com/
http://www.spencerstuart.com/


Appendix 1- Interview guide

1. General questions

Can you share a bit about yourself? How are you and what do you do?

a. Which industry are you employed in?

b. What is your current position, and how long have you been in this role?

2. Gender and Leadership

2.1 What traits do you think are typically associated with male or female leaders?

2.2 Can you give examples of how male and female leaders you've seen act differently?

2.3 Have you noticed people expecting specific behaviors from male or female leaders?

2.4 Do you think men or women face different challenges when becoming leaders?

2.5 Have you seen anyone treat a leader differently because of their gender?

2.6 Can you describe how leaders of different genders typically approach decision-making,

team dynamics, and communication within the team?

2.7 How might having more male or female leaders change our workplace?

3- Leaderships’ Gender and Work Environment

3.1 How do you think having a male/female leader affects the way people interact with
each other at work?

3.2 Have you noticed any differences in how male and female leaders communicate with
their teams?

3.3 Can you share any examples of how a leader's gender might influence team dynamics
or collaboration?
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3.4 Do you think people feel more comfortable talking to a leader of the same gender about
specific issues?

3.5 Have you seen any changes in the work environment when there's a new male/female
leader in charge?

3.6 How do you think having more male/female leaders could impact the overall
atmosphere at work?

3.7 Do you think leaders of different genders handle conflicts or problems in the team
differently?

4. Open Questions

4.1 How do you believe the gender of leaders influences communication styles and work
environment dynamics within Swedish companies?

4.2 Thank you for taking the time to speak with us! Is there any other aspect or topic
related to this subject that you think we should discuss?

63


