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Tämän opinnäytetyön tavoite on korostaa sukupuolten välistä epätasa-arvoa yrityksissä.         
Suurimmat epätasa-arvoa käsittelevät ongelmat ovat muun muassa lasikatto-efekti,        
sukupuolten väliset palkkaerot, työn ja kodin väliä tasapainottavat, positiiviset ja negatiiviset,           
tekijät. Lisäksi tässä opinnäytetyössä käsitellään naissukupuolen läsnäoloa yritysten        
johtokunnassa ja millaisia positiivisia tekijöitä tällä on yritysten tulokselle. 
  
Sukupuolten välinen epätasa-arvo on ongelma, joka on ollut laajasti puheenaiheena sekä           
julkisesti että politiikassa. Naispuoliset työntekijät tunnistavat entistä paremmin urakehitystä         
rajoittavat tekijät. Tämä kirjallisuuskatsaus jakaa aiheet kolmeen pääkategoriaan. Jokaisella         
pääkategorialla on lisäksi kaksi alakategoriaa. Tämä opinnäytetyö tutkii ongelmia         
maailmanlaajuisesti. 
  
Tämä opinnäytetyö toteutettiin kirjallisuuskatsauksena. Aineiston hakuun käytettiin eri        
tietokantoja, muun muassa EBSCOhost, Emerald Insight. Lopulliseen tutkimukseen valikoitui         
yhteensä 10 artikkelia. 
  
Tuloksissa selvitetään, kuinka sukupuolten välinen epätasa-arvo näkyy työntekijöille ja         
joissain tapauksissa on näkymättömissä. Lapsilla on suuri vaikutus sukupuolten välisiin          
palkkaeroihin ja lasikatto-efektiin. Yhtiöt, jotka esittelevät työn ja kotielämän väliä          
tasapainottavia apuja eivät käytännössä edistä naisten urakehitystä.  
 
Tulevaisuudessa aihetta tulisi tutkia enemmän laajemmalla otannalla. Lisäksi aihe tarvitsee          
tutkimusta pidemmällä aikavälillä, jotta saadaan totuudenmukaisia tuloksia sekä nähdään         
epätasa-arvon aiheuttamia vaikutuksia.  
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1 Introduction  
 

Our thesis topic is the workplace aspect of gender diversity. Diversity is a term that               

sparks vivid discussion within academics, researchers and policy makers as well as the             

general public in the world today. There are multiple different aspects to diversity.             

Within our thesis there is a variety of topics and perspectives that we will go more in                 

depth to. We began research on our topic by exploring the definition diversity in the               

workforce. We researched workforce diversity in the context of today's world. We            

explored the background and global aspect of workforce diversity and the issues that             

women still face today in relation to gender diversity at the workplace. We explored the               

steps taken in place to promote the position of women in the workplace. We take a                

comparative aspect in showing the statistics of men and women in the workforce in              

Finland, America as well as European countries. We narrowed down our thesis topic,             

based on our background investigations, to focus on the inequality between genders in             

today’s workforce.  

In our background we talk about the global aspect of gender diversity in the workforce               

and introduce previously mentioned statistics as well as defining the term diversity on             

the issue of gender diversity in professional fields of work.  

We aim to provide a broad and valid literature review which explores the different              

aspects of gender inequality, the positives for having a diverse workforce as well as              

obstacles that women still face in advancing their careers. We aim to outline the main               

issues that need improvement in order to minimise the gender gap.  

 

On evaluating the articles found and finding a focus point that we want to further               

explore and we have decided on two main questions that we aim to outline in our                

thesis. We examine how gender diversity is seen in working environments as well as              

exploring how gender diversity is shown in workplaces as a positive asset.  

 

We will first explore gender inequality, it’s meaning in the world today and how it affects                

the wellbeing of people in different fields of work. We introduce how the number of               

women in the workforce has grown and what challenges are still to be faced to gain full                 

gender equality. We also want to feature the aspect of globalization and its effects on               

gender inequality. We want to highlight the positive outcomes that a gender diverse             

 



 

workforce can bring to a business as well as mentioning the negatives as well as the                

obstacles still faced within gender diversity.  

 

This thesis is part of a project “Tuottavasti moninainen” which is a project that is               

implemented together with the Metropolia University of Applied Sciences, Saimia          

University of Applied Sciences, MaRa ry, TESO ry, finnish home-care association           

Suomen Kotipalvelu ry and small and medium enterprise in Finland.  

 

The aim of the project is to improve and develop workforce and corporate productivity              

and occupational wellbeing. The project works together with the workforce and the            

management aiming at creating an efficient model for worklife. The focus point of the              

project is prosperous diversity at the workplace. In the developmental process the            

companies are encouraged to benefit from the knowledge of a diverse staff, especially             

from the perspective of aging staff (over 54 years old) and workers with multicultural              

background, and use it as an asset and source of productivity. The aim is to recognize                

the links between occupational wellbeing and productiveness. (Metropolia, 2017).  

2 Purpose and research questions 
 

In this thesis we will aim to focus on the positive assets rather than the negative to limit 

our thesis. As negative assets we will point out obstacles faced with diversity in the 

workplace as well as showing how gender diversity is also being supported. The aim of 

our thesis is to highlight different issues concerning gender inequality. We aim to do a 

comparative study concerning wage gaps and employment of rates genders in the 

workforce. We will mainly be focusing on the female aspect of gender inequality and 

challenges faced by female employees. 

 

Objectives of this work is to learn and outline the problems that cause gender 

inequality and to be able to highlight these issues to businesses and corporations. The 

objective is to show how businesses themselves can neutralise the gender gap. We 

aim to primarily feature positive aspect of gender equality and how having a larger 

female workforce can strengthen results and work environment. That said we will bring 

about the negatives as well. We aim to focus on gender inequality in Europe in the 

main part as well as focusing on studies carried out in the United States.  

 

 



 

Our research questions are: 

 

1. How is gender diversity seen in working environments? 

2. How is gender diversity shown in workplaces as a positive asset? 

3 Background 
 

3.1. A global aspect of the gender gap.  

 

Finland has been seen as a greatly progressive country when it comes to women’s              

rights. Finland was the first country to allow women to vote and in 1920. Finland has                

also had it’s challenges with gender equality. In the 1950’s finnish women earned only              

60% compared to their male counterparts occupying the same positions. In 1951            

Finland agreed to the equal remuneration convention put forward by the ILO             

(International Labour Organisation), however it took Finland 12 years to actually make           

the wage gap changes that they had agreed to. The agreement only did justice to wage                

gaps if male and female job titles were the same. To cheat the agreement women’s job                

titles were diminished to keep their income at a lower percentage (Naisjärjestöjen            

keskusliitto, 2011). In 1995, to try and neutralise the employment rates of men and              

women, a reviewed equality law set a contingency to meet male employment rates.             

This meant that within the public sector posts needed to be occupied by a minimum of                

40% females and males. Around the same time that the previously mentioned            

contingency was set in place employers were required to examine matters associated            

with work life balances as well as recognise sexual harassment as an issue in the               

workplace. (Tasa-arvovaltuutettu, 2018.)  

 

In the 2016 Global Gender Gap report Finland was listed second (out of 144) after               

Iceland. The report aims to show countries that have been able to minimise the gender               

gap effectively by evaluating four key areas; health, education, economy and politics.  

The most surprising country on this list was Rwanda, which came in fifth after Sweden.               

(Thomson, 2017). Iceland, Finland, Norway and Sweden are the top four countries on             

the report and are considered high income countries (Thomson, 2017) whereas           

Rwanda is listed by the UN as one of the least developed countries.  

 



 

(United Nations, 2018). Rwanda beats many countries when discussing gender gap           

issues, significantly the United States, in two key areas, economy and politics. Rwanda             

has one of the highest female workforces with 86% of labour market consisting of              

women. Women earn 88 cents on the (US) dollar whereas the United States comes              

behind with only 56% of a female workforce that earns 74 cents on the (US) dollar that                

their male counterparts.  

Rwanda has also been successful in in passing pro-women laws. such as paid             

maternity leave to help maintain women in the workforce whilst starting families. This is              

mainly due to Rwanda’s high female political participation. (Thomson, 2017)  

 

Rwanda’s ability to minimise the gender gap is due to it’s horrific past. Just over twenty                

years ago 800,000 Rwandans were killed in mass genocide. The surviving population            

consisted of around 70% women. This forced women to take the roles males had once               

held. The same effect has been seen during WWII were women were forced into the              

workforce while the majority of men fought in the war, however after the war ended the                

most women were expected to return to their pre-war duties. Rwanda on the other              

hand has been able to maintain a larger workforce due to its already mentioned large               

number of women in politics and passing laws that support women to stay in the               

workforce. (Thomson, 2017)  

3.2. Statistics of European gender gap 

Eurostat statistics explained, (2018) drawn up for the European Union, analyzes the            

European gender gap. Analysis of the gender gap is defined by the difference of              

employment rates between working age men and women. Working age is           

characterized by people working between the ages of 20-64. Another factor affecting            

employment rates include levels of education acquired, which differentiates from          

country to country. In 2015, there were more men than women employed. In 2015              

statistics showed that Finland had the lowest gap within the member states, followed by              

Lithuania, Latvia and Sweden. These were the only four member states that did not              

exceed 4 p.p. (percentage points) for the gender employment gap.  

 

The four member states with the largest gender employment gap were Greece,            

Romania, Malta and Czech Republic. Their employment gender gap percentage          

exceeded 15.p.p. The biggest trend seen in employment rates since 1993 is the             

decrease within the gender employment gap. In most cases this is due to the rising               

 



 

employment rates of women, Spain and Netherlands are examples of a large increase             

in women’s employment rates. However it is important to also realize that in some              

countries this can be caused by the decline in the employment rates in men, Greece               

and Cyprus are two countries that have experience this decline in male employment             

rates. In a group of countries, male and female employment rates have developed             

parallel to one another, maintaining a stable divide in gender employment rates. 

 

Every year female employment rates have been lower than male employment rates in             

all countries, with Latvia and Lithuania being the two exceptions, which in 2010 had a               

large decrease in male employment rates with female employment rates having only a             

small drop. Statistics also show that the labor market situation has fluctuated greatly             

during the time that Eurostat has gathered its data. In most countries the employment              

rates has had a slow and steady rise. Examples of these countries are Germany,              

Luxembourg, Turkey, Finland and United Kingdom. A large group of countries also            

show great changes in employment rates with employment rates dropping massively to            

rising quickly, but also show higher employment rates in 2016 than in 1993. These              

countries include Ireland, Poland Estonia and Spain.  

Fig 1.1 Eurostat statistics explained, 2017, File: Employment rate by sex, age group             

(20-64) 1993-2016. 

 

  

 



 

  

 

  

 
A study carried out by Henrik Kleven a economist from Princeton, shows how the              

gender gap is not a gap between males and females but more so a gap between                

mothers and the rest of the workforce. Denmark is a country that offers a full year of                 

parental leave as well as offering public childcare for children under the age of three.               

Kleven uses Denmark as an example of how despite these advantages the country             

holds a gender gap of almost 15-20%. Although Scandinavian countries have made            

advancements in gender equality in previous years, their outcomes seem to have            

plateaued at a level similar to Denmark's. Kleven brings to light the issue of children,               

declaring the term “child penalty”, Child penalties refers to the percentage which            

women fall behind men due to having children.  (Kleven, et al.,  2018.)  

 

An article written by Laurent Ortmans for the Financial Times in 2015, highlights the              

pay gap issue worldwide. The article focuses on pay gap issues between male and              

females who hold an MBA. For women an MBA is seen as the easiest way to receive a                

high level corporate seat. In North-America pre-MBA salary has a 7% difference            

 



 

between males and females, post MBA salaries rise for both men and women but still              

have a pay gap of 13%. In Europe a similar gap is seen with a 8% pay gap between                   

pre-MBA males and females. The gap widens as the pay rises, post MBA males earn              

an average of 16% more than their female counterparts. South America, Middle            

eastern countries as well as Asian countries have a significantly larger pay gap for post               

and pre MBA employees. The largest pay gap can be seen in South America with              

males earning 30% more in pre-MBA and 36% more in post-MBA positions. One          

explanation for the pay gap is that a high percentage of women choose to work in low                 

income jobs such as, education and non-profits, whereas a higher percentage of men             

look for jobs in finance and banking. However a distinct difference can be seen in the                

same continent, industry and level of seniority. In North America and Europe there             

exists a 10% pay gap in the financial industry. (Ortmans, 2015) This phenomenon             

shows that there will always be a small percentage between pay levels that cannot be               

closed or explained by women choosing to have children.  

 

Childless women have earnings that are quite similar to men’s salaries,whereas after            

having their first child mother’s earnings drop by an average of 20% over the course of                

their career. (Kleven, et al., 2018). This raises the question how Denmark being a              

country that offers both parents time off still sees a high percentage in the gender gap                

as a result of a larger percentage of women making the decision to stay at home,                

compared to men. This trend also affects women’s earnings with labour force            

participation, hours of work and wage rate being three main factors. This not however              

only a trend seen in Denmark, as it is a global issue that we discuss more in depth in                   

our literature review. 

 

3.3. Diversity, equal, equality, gender and gender inequality 
 

The Oxford English dictionary defines diversity as range of different things. (OED,            

2017). Diversity is a term that describes the variety and is often used when discussing               

about race, ethnicity, gender, sexual orientation, socioeconomic status, age, physical          

abilities, religious beliefs, political beliefs and other. In our thesis we focus on gender              

diversity. 

 

 



 

The noun equal is explained in The Oxford English Dictionary as “One who is equal to                

another: in rank or standing, in power or achievement, or in any specified quality, a               

‘match’, in age” (OED, 2017). Equality describes the condition where one is equal to              

another.  

 

World Health Organization (2017) defines gender as characteristics of men and women            

and which are constructed by society. These characteristics are for example norms and             

roles of men and women and they are different in different cultures and societies. Most               

people are taught appropriate norms and ways of behaviour that is suited for the              

gender they are born with. Health problems arise when an individual does not fit into               

the binary sex categories (male or female) and faces stigma, discrimination or social             

exclusion. (World Health Organization, 2017).  

 

Inequality of persons in The Oxford English Dictionary is described as unfair treatment             

of others (OED,2017). Thus gender inequality can be described as unfair treatment of             

one or a group based on their gender. United Nations Development Programme has             

created an index that measures gender inequality (GII). It measures reproductive           

health, empowerment and labour market. GII shows that the major problem areas are             

in health, education, political representation and labour market, invariably         

discriminating the female gender. (UNDP, 2016).  

4 Implementation 
 

4.1. Literature review  

For our research we use e-databases such as CINAHL, EBSCOhost, Emerald Insight.            

We also familiarized with related literature found in Helsinki area libraries. For us the              

most useful databases were EBSCHOhost and Emerald insight. Search words used           

were for example gender, diversity, workforce, Finland; Gender wage gap, workforce,           

Finland, wage formation. More specific description of the search is found in the Table 1               

(Appendix 1).  

 

During the research we found large amount of articles that were focusing on women’s              

management positions and inequality worldwide. We limited the material to provide           

answers to our study questions and mainly focused on material from Finland and             

 



 

Europe. The final search results we found 10 articles that were useful for our thesis               

work. The specific description of the articles in found in the Table 2 (Appendix 2). 

 

After conducting our search and choosing our articles we carefully read through the             

material. We manually highlighted the parts that were related to our thesis and             

research questions and categorized all material into three main categories. The main            

categories were further categorized in total of eight subcategories.  

 

In this thesis the material is analyzed using a general inductive approach. A general              

inductive approach is a systematic way for analyzing qualitative data. The analysis is             

guided by specific objectives. (Tuomi ja Sarajärvi, 2009.) The analysis is carried out by              

first going through the material and disassembling it to smaller sections. The material is              

thoroughly read through and reorganised into “codes”. The codes can be combined,            

compared and segregated. This stage is called fractioning. After dissembling and           

familiarizing the material categories and subcategories are made. This is called           

conceptualization. The third and final stage of analysis is rebuilding the gathered            

material. The links between categories are made and examples of the categories can             

be given. Analysis is written in text format. However, a perfect inductive approach is              

impossible to reach because it is based on describing observation without any            

preconception of phenomenon. This is practically impossible because fully objective          

observation cannot be done due to human beings being subjective. (Tuomi ja Sarajärvi             

2009.)  

4.2. Research methods and criteria 

 

This thesis is a systematic literature review. Systematic literature review is a summary             

of already made research of certain topic. It reports the essential content of published              

research articles and other literature (Salminen, 2011). Systematic review is based on            

a research question or questions, a plan including a systematic search strategy and             

assessment of a group of studies that address the issue of the research question. (G.               

Lobiondo-Wood and J. Haber, 2018). With a systematic literature review the main aim             

is to be able to find and filter interesting and important research topics and mapping out                

the discussion to broaden the topic. In a systematic literature review the researcher             

goes through a large amount of research material. The researcher examines a lot of              

research material trying to put research into both historical context and the context of              

 



 

his or her own field of study. (Salminen, 2011). The systematic literature review is an               

effective way to test hypotheses, to present the results of the studies in a tight form and                 

to evaluate their consistency. It may reveal shortcomings in previous research, ie            

highlight the need for new research to be carried out in different fields of studies. The                

literature review provides guidelines for searching and evaluating information.         

Summarizing and combining results is also a method of systematic reviews. With the             

help of systematics, the aim of the literature review is to create criteria that will lead to                 

scientific credibility for possible future research. (Salminen, 2011).  

 

The criteria for research used in this systematic literature review is to be published              

recently over the last ten years (years 2007-2017). We used reliable school library             

databases such as EBSCOhost. We also searched books that are published in the last              

10 years. We searched for books from the school library to ensure their reliability.  Our               

goal was to focus on research made in Finland and in Europe. We also compare the                

data found and find data to supporting our findings. In the case of statistics we compare                

them from the most recent years to the statistics from about 10 years ago.  

5 Results 

 
Table 1: Categories.  
 

Main category 
 

Sub category 
 

Challenges faced by women Pay gap 

The glass ceiling effect 

Improving occupational wellbeing Work life balance policies 

Breaking the glass ceiling 

Company advancement 
  
  

Positive assets of a more gender diverse 
boardroom 

Positive influence 

 

 



 

As a result of our analysis we decided on three main categories. Each of the main 

category has two subcategories. We chose these topics as our main categories as they 

were the most prominent topics that we found within our analysis. These categories are 

shown on the Table 1. to display the layout of our analysis. 

5.1. Challenges faced by women 

 

Women are often target to various, unintended and unconscious stereotypes at the            

workplace, so called “Second-generation gender bias”. Women are seen less          

competent than men and face higher standards when being evaluated. Their abilities            

are often understated and explained by other factors than personal, professional skills.            

Women are often expected to simultaneously be communal (to be seen as            

appropriately female) and agentic (to be seen as competent). This makes women            

vulnerable to targets of prejudice and to be seen as incompetent leaders or offensive              

women. This results in slower upward mobility, lower wages and being           

underrepresented in positions with authority and autonomy. (Walsh et al., 2016).  

 

Both men and women experience gender boundaries in workplace. In a study            

conducted by Leinonen (2012) included participants from six organizations. The          

participants joined discussions to create a vision of gender equality and talk about the              

challenges that stop and disturb reaching the vision. Leinonen (2012) finds out in her              

study that different gender boundaries can be found in working styles, tasks, titles,             

professions and gender-majority departments. Women were excluded from physical         

work, decision making and from being heard due to male norms. Different expectations             

of female and male characteristics were present, including men being technology           

oriented. Women experienced ignoring on their needs and contributions. Gendered          

images were reflected in the titles; women as sales secretaries and men as sales              

managers. Although women experienced being prevented from high positions and          

better salary in many ways men also experienced discrimination in occupational safety.            

Women were protected from doing hazardous tasks but not men. 

 

The gender issues are structural and often not recognized in work organizations.            

Ylöstalo (2016) finds in her study “Traces of equality policy and diversity management             

in Finnish work organizations” that the members of workplace can experience           

inequality and refuse to recognize it as discrimination. Ylöstalo conducted          

 



 

semi-structured research interviews in two Finnish private sector work organizations.          

She reveals the invisibility of inequality with many women not wanting to believe that              

they are in lower positions or treated differently to their male counterparts. 

 

Challenges faced by women was one of the main themes that emerged while analysing              

our material. This answers our first research question: how is gender diversity faced in              

working environment? The category is divided into two subcategories, pay gap and the             

glass ceiling effect. These two themes were the main challenges that arose from our              

research articles.  

5.1.1 Pay gap 

 

Laws mandating equal pay for the same work between males and females have been              

passed in european countries despite these efforts there is still a visible gender wage              

gap. (Barnet-Verzat and Wolff, 2008.) Studies carried out by the Institute for Women             

Policy Research in the united states found that full time female workers earn almost              

20% less than their male counterparts. The gender pay gap widens when looking at              

senior positions. (Dowling, 2017).  

 

The main issue with identifying gender wage gaps is due to number interpretation.             

Countries differ in salaries with some having higher average salary rates. Quality of             

education may affect income as well as years of work experience. Weekly work hours              

as well as work-life balance policies force employees to show where they’re            

commitment is, as upholding a high standard at work and at home is difficult and               

almost impossible. (Dowling, 2017). It’s difficult to see the full issue of the gender wage               

gap as many women do not take part in the labour market or work only part-time, the                 

sector of firm of employment affect variations in salaries. (Barnet-Verzat and Wolff,            

2008). 

  

Christine Barnet-Verzat puts forward statistics linking the wage gap to labour market            

characteristics, these include age, experience, qualification and location. Barnet-Verzat         

states that male and female characteristics are significantly different, males are in            

average a year old and therefore have more professional experience. The more            

professional experience acquired is major factor for higher income, and so male            

workers are more likely to receive a higher overall salary. Barnet-Verzat also states that              

 



 

there are more females in low level educational degrees, bachelors and           

undergraduates, level of education attained affects salary. 

5.1.2. The glass ceiling effect 

 

Studies show that in 2013 56% of Europe’s workforce consisted of women however             

only 11% of boardroom positions were held by female representatives. (Sabatier,           

2015.) Studies from around the world show that this low number of women in executive               

positions is a global issue. (Straub, 2007.) 

 

Women are still underrepresented in boardrooms but are over represented in in low             

wage jobs such as cleaning, caring and clerical work (Eikhof, 2012) as well as              

overrepresentation in jobs lacking authority and autonomy (Walsh et al., 2016). A study             

carried out in the United States concluded that boardroom diversity also has a             

significant effect on economic performance. (Sabatier, 2015.) 

 

This is seen as an effect of the so-called glass ceiling. The glass ceiling refers to the                 

unseen yet unreachable barrier that prevents women from reaching high-ranking          

positions (Sabatier, 2015). Some companies may also increase female board          

representation due to the high chance of implemented legalizations requiring quotas for            

female boardroom members (Walsh et al., 2016). Countries such as Finland, Sweden            

and Norway that have legal requirements for female boardroom members have also, to             

no surprise, the highest number of female representation. 

5.2 Improving occupational wellbeing 

 

Women’s advancement and occupational wellbeing the was second big theme found           

in our study. We divided the category into two subcategories; work-life balance            

policies and breaking the glass ceiling. These subcategories answer our second           

research question; how is gender diversity seen in the workplace as positive assets? 

5.2.1 Work life balance policies.  

 

Women in most cultures still take on the main responsibility of household chores and              

childcare this affects career advancement significantly and is a major factor for a large              

portion of women choosing part-time work. (Eikhof, 2012.)  

 



 

European companies have shown great interest in removing the glass ceiling by            

introducing work-life balance practices such as flextime, tele-working, child-care         

services as well as better maternity leave arrangements. Most popular work-life           

balance opportunities offered by companies include flex-time and teleworking with very           

little contribution made to childcare and special maternity leave arrangements.          

Work-life balance practices are put in place to minimize work-family conflicts, increase            

job motivation as well as aiming to decrease stress affecting employees occupational            

-wellbeing. (Straub, 2007.)  

 

However critical observers have pointed out that employees choosing these options           

have been in some cases classed as less committed to their work. Employees             

choosing work life balance options are assigned less demanding tasks preventing their            

career advancement.  (Eikhof, 2012.) 

 

However taking this point into consideration it is also important to acknowledge the             

autonomy that work life balance options bring to employees and may work as a              

motivator as well as keeping women in the labor team. Teleworking has proved to show               

a more gender- sensitive side with women working from home have not been             

considered as doing serious work. Employees also feel that with tele working they are              

not fulfilling neither home nor work duties. The fact that they are physically present at               

home yet unable to engage in home duties brings feelings of guilt. (Eikhof, 2012.) 

 

Teleworking is not believed to aid women’s career advantages as they take their             

presence, voice and power out form the office environment and so is not aiding gender               

equality. Norwegian study made by Knudsen (2009) investigates differences in how           

job-home pressure is dealt with by male and female managers. The research is             

answered by 30-60 years old, married or coupled full-time managers in Norway.            

Knudsen finds out that the work-family conflicts are bigger issue with men than women.              

Male managers work longer hours, have more business travels and work more often on              

weekends. Women in other hand report more glass ceiling constraints. Altogether, the            

younger managers experience home-job conflicts more than older managers. Also, the           

higher educated managers as well as managers with top positions report more conflicts             

than the less-educated. 

  

 



 

Male managers tend to have higher positions and more senior positions than female.             

Due to this they are able to control their work schedule more than female managers.               

Knudsen explains that these differences could be caused by the economic and social             

development in Norway; female managers are quite a new phenomenon. (Knudsen,           

2009.)  

5.2.2. Breaking the glass ceiling  

 

The glass ceiling metaphor is a well known term in the academic and practicing              

management communities. Hillary Clinton even referred to the term in her 2016            

presidential election race by, stating that winning the election would be breaking the             

ultimate glass ceiling. (Dowling, 2017). 

 

The term glass ceiling brings about many conversational topics, highlighting the fact            

that women have been discriminated against in their attempts to reach senior positions             

in the business community, women have also had to face discrimination over received             

promotions for senior positions as well as the never ending discussion of gender wage              

gaps. These topics of discussion are a vital part of society today however they are               

somewhat surprising in the business community as articles and scholarly papers claim            

that women in high ranking positions could contribute to better run and so more              

successful company outcomes. One key issue for gender imbalance in companies is            

that not enough pressure is put on CEO’s to address the issue. Dowling presents an               

explanation for this being that CEO’s do not see the benefits of having a stronger               

female presence in senior management. Dowling’s paper reviews arguments and          

evidence about the glass ceiling effect in large organizations, supporting and failing to             

support it. Dowling presents explanations for the glass ceiling being a hurdle for women              

achieving promotions. Stereotypes and outmoded roles in society suggest that women           

are unsuited for senior positions, as well as another stereotypical view that women             

aren’t aggressive enough and lack leadership skills required for top managerial jobs.            

Another issue that seems to be a barrier is the unsureness that men and women will                

make the same executive decisions, this seems to apply that decisions made by males              

are always correct whereas in truth a female perspective could be of more of asset.               

The topic of work-life balance is also a barrier for women to seek senior positions as                

they often require long hours, travel and weekend work. This isn’t of course the case               

for all women. It can also be debated that men face barriers with promotional              

 



 

opportunities when it comes to work-life balances as the rise of modern men seeking to               

commit more to family life causes issues for them as it has caused for women in past                 

decades. (Dowling, 2017)  

5.3 Company’s advancement 

 

In the study A women’s boom in the boardroom: effects on performance? M. Sabatier              

analyses the economic performance in firms and investigates whether it improves by            

enhancing gender diversity in boardrooms. In the study, it is found that the companies              

whose boards are more gender diverse achieve higher performance indicators. The           

topic needs research in more extended period to see the long-term effects. However,             

can be said that gender diversity has short-term positive effects for corporate social             

responsibility and diversity goals as well as for economic performance. (Sabatier,           

2015.) 

 

5.3.1. Positive assets of a more gender diverse boardroom. 

 

A study “Improving Board Gender Diversity: What Works” discuss that many women in             

household make most of the financial decisions and companies find it important to have              

gender diverse boards to meet the needs of customers. Great gender diversity            

improves dialogue and decision making in boardrooms. This leads to effectiveness.           

Diversity was seen to make conversation better and more professional. (Lerner and            

Oberholzer Skizas, 2015.) 

 

It is seen to be more important that pressure for aiming or greater diversity comes from                

stakeholders rather than legislation. Studies show that greater gender diversity in           

boardrooms is more profitable and companies with greater board gender diversity have            

lower volatility in stock price. This interests stakeholders and has increased           

conversation on the topic. (Lerner and Oberholzer Skizas, 2015.)  

 

Sabatiers article “A women’s boom in the boardroom: effect on performance?” analyses            

the question of whether improving boardroom gender diversity has an overall effect on             

company performance. Sabatier states that promoting more positions for women in           

boardrooms decreases company inefficiencies as well affecting economic performance         

in positive ways. Low female board members could strip companies of the skills and              

 



 

resources held by high ranking females within companies. Sabatier introduces a study            

carried out in France, which showed that not only does a more gender diverse              

boardroom display better performance but companies that had more females in high            

ranking positions were also shown to better withstand the subprime crisis that occured             

from 2007 to 2010. (Sabatier, 2015.) 

 

The presence of women in more executive positions also gives more junior female             

employees motivation as senior female employees are seen as role models. This            

introduces new levels of professional talent at junior levels. Walsh also presents            

findings that show that a larger representation of women correlates with greater            

number of customers, higher sales, better profits as well as stock performance. (Walsh.             

K., et al, 2016.)  

 

Sabatier also brings about the main points on how and why women may be of               

economical advantage in boardroom positions. Firstly female employees on average          

have a more international experience and are more widely educated. Secondly more            

women have experience in non-profit organizations as well as the public sector before             

moving to the private sector. Thirdly due to women’s approach they are more             

susceptible to risk and make to look long-term decisions, this in most cases is a benefit                

especially on an economical status. (Sabatier, 2015.)  

5.3.2. Positive influence 

 

Gender diversity strongly depends on company’s attributes. Business segments, size          

or the ownership structure does not have an impact on gender diversity. However, the              

attribute’s of the members of the board have a significant effect on the gender diversity               

in boardrooms. The past diversity in the boards indicates diversity in the future as well.               

(Sabatier, 2015.)  

 

The presence of female senior leaders have a positive influence on junior women; the              

firms with female senior leaders are seen as more attractive workplaces for younger             

female professionals. Being interviewed, different professionals commented on how         

important it would be to have role models in the management: 

 



 

“-- And I think it’s important to have kind of the internal gumption to say if I saw this other senior                      

executive woman and she could succeed and do that, then I could do that too (Entrepreneur,                

married, age 50s, 2 children).” (Walsh et al., 2016).  

 

An American study made by D. Lerner and C. Oberholzer Skizas analyzes achievability             

of gender diversity in boardrooms in the United States. They defined a gender diverse              

boardroom as a boardroom that has 30 percent or more of female directors. In the               

study, they concentrated on companies that had reach this level. The study finds that              

the companies that have diverse boards also have higher prevalence of female CEOs.             

The female CEOs also have found to increase gender diversity; some of the studied              

companies have increased their gender diversity after appointing female CEO. This           

shows positive effects on future diverse boards. (Lerner and Oberholzer Skizas, 2015.)  

6 Discussion 

6.1. Discussion of the main results 

 

The main topics that we have discussed in our thesis combine the fundamental issues              

that either block or aid gender diversity. The point that comes out from every topic is                

that stereotypes remain the leading factor for gender inequality. Women aren't reaching            

their full potential due to ideals that were popular in the 50’s and 60’s but by now are                  

outdated and in some views sexist. There are different issues with attempting to             

promote the inequality within the workforce that mainly stem from lack of studies to              

support the argument of gender inequality. There are clearly many areas of gender             

inequality with the glass ceiling affect and work life balance policies being the most              

prominent.  

 

Another main issue preventing equality is the issue of women having children whilst             

remaining a valuable part of the workforce. Some consider that there isn’t an issue of               

gender inequality between men and women but more so an inequality between            

mothers and the rest of the workforce. This seems to be a trend seen globally and                

although countries and companies have in some cases aided in offering parental leave             

instead of maternity leave, more women than men tend to take it. This is a outcome of                 

maybe evolution but may also be a an outcome of the role of women in history. This                 

 



 

said it must be said that some women making the choice to become mothers would               

rather stay at home. However with this being said this choice should not be penalized.  

 

The term glass ceiling provides a useable explanation for the imbalance of males and              

females in a number of large organizations, the issue is that it is not backed by                

scientific studies. This affects putting forward legislations and encouraging businesses          

to promote more women into the boardrooms. The glass ceiling effect needs to have a               

more grounded theory to generate change. It is also shown that women face             

unreasonable expectations at the workplace with the lack of work-life balance policies            

supporting women’s decisions to have a family life while advancing in their careers.             

The work life balance policies have in most cases come about due to legislations. The               

fact that some men wish to have a more influential role in family life has brought about                 

the need for work-life balance policies. This is a major factor in indicating that it was                

common for women to give up their careers for family, with both males and females               

taking parental leave the necessity for work-life balance policies has become more            

meaningful to corporations.  

 

It is interesting to see how in European countries, company involvement in work-life             

balance policies are affected by each countries welfare system, public childcare           

possibilities gender ideologies as well as each countries culture and gender equality            

policies. Overall involvement is still high in promoting gender diversity in European            

countries putting effort into diversity training and celebrating gender diversity. This can            

also be due to the fact that the European Union and the European Commission put               

forward multiple reports on the gender equality issue, highlighting topics such as the             

gender pay gap, work-life balance policies as well as working towards increasing the             

female labour market participation.  

 

Studies also show that in some cases work life balance policies such as teleworking              

and part time work aid greatly in keeping women in the labor market but do little in                 

aiding women’s career advancements. The topic of company advancement due to a            

larger presence of female boardroom members, is an argument that needs more            

studies to support it, and so therefore there still is no consensus on the issue. The fact                 

of the matter is that many different fundamental factors also affect company            

achievement. These factors include management, company size, employee rates, and          

 



 

customer statistics. This makes it difficult to differentiate the sole benefits that women             

bring to company advancements.  

 

However in some sense it can be acknowledged that more women in boardrooms are              

studied to have positive effects on economic performance. It also improves board’s            

dialogue and decisiveness. Gender diversity in boardroom create efficiency and          

professionality. It is also vital to realize that having one female boardroom member may              

have little to no effect whatsoever, as the greatest benefits are seen with a substantial               

number of women in high ranking positions. Therefore promotion of women may            

produce a positive affect if a minimum is reached.  

 

There are overall numerous issues that cause gender wage gaps. The problem with             

gender wage gaps is that not enough studies have been put forward to affect change in                

corporations. Not enough studies made on the different variables that affect inequalities            

in salary. Although there is a clear inequality with pay with difference in salaries for the                

same job, which is a matter that companies need to face and deal with.  

 

6.2. Ethical considerations 

 

This thesis was made by following the responsible conduct of research set by Finnish              

Advisory Board on Research Integrity. The guidelines enables the research to be            

ethically correct in acceptance, reliability and credibility. (Finnish Advisory Board on           

Research Integrity, 2012).  

 

The results were presented and evaluated in a light of honest and careful analysing              

followed by general preciseness and accuracy. This was made to respect the core             

values of ethical research (honesty, carefulness and preciseness). Research and          

evaluation methods were carried out openly. The work of other researchers was            

respected and the references and acknowledges are written with the aim of proper             

validation of their work. Our thesis was planned, carried out and reported by the              

demand of scientific knowledge. Research records were saved and recorded following           

ethical guidelines. No research permissions were needed due to the thesis being solely             

literature review. No financial aid was given, needed or received in implementing this             

 



 

thesis. All data protection legislation is taken into consideration. No reason to suspect a              

conflict of interest arose during the whole process.  

6.3. Reliability  

 

The databases used in this thesis were recommended by the Metropolia University of             

Applied Sciences. These databases are considered reliable and trustworthy and they           

contain scientific publications and reliable expertise knowledge. (Metropolia, 2018)  

In our search for data we used multiple databases and compared the results of these               

searches to increase the validity and reliability. Using legitimate sources, we aimed for             

trustworthy data. We aimed to find sufficient number of articles that answered our             

research question(s). To keep a subjective point of view throughout the research we             

used self reflection to understand better our own values and ideals and make sure that               

they do not come through at any point throughout the text. We attended seminar to               

gain validation from other students and gather subjective feedback. We were in contact             

with our mentoring teacher throughout our work to gain a professional point of view and               

to receive guidance. The aim of showing our analysis process was to clearly outline              

how we have come to our results from the data that we have gathered.  

7 Recommendations and future studies 
 

More studies over a longer period of time as well as larger scaled studies. Future               

studies should be concentrated on the long- term effects of gender inequality as well as               

pushing forward work-life balance policies, taking into consideration how this will keep            

women in the workforce but has a negative effect whis is seen in how it stalls women’s                 

careers. These studies and results should be considered and somehow implemented in            

all professions and fields of employment.  
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Appendices  

Database search results 

 

Appendix 1.  

Databases Search 
words 
(AND,OR*) 

Refined result options Search 
results 

Opened 
by title  

Choosin
g based 
on 
abstract 

Chosen by 
full text 

Emerald insight. Gender  
AND 
diversity  
 AND 
workforce 
 

Publish 
date:2007-2017. 
Diversity, workforce 
and gender searched 
ANYWHERE.Finland 
searched 
KEYWORDS. Include: 
only content I have 
access to, accepted 
articles, backfiles. 
Publication date: all 
dates. Narrow by: 
articles and chapters.  

105 6 4 2 

Emerald Insight. Gender pay 
gap 
AND 
Workforce 
AND 
Finland  
AND 
Wage 
formation  
 

Publish date: 
2008-2018. 
Gender wage gap, 
workforce and 
diversity searched 
ANYWHERE. Include. 
Only content I have 
access to, accepted 
articles, backfiles. 
Publication date:all 
dates. Narrow by: 
articles and chapters.  

31 4 3 2 

EBSCOhost Gender 
diversity  
AND  
Corporate 
workforce 
AND  
Finland 
 

Academic journals. 
Full text. 
Publication time: 
2012-2017. 
Find all my search 
words. Apply related 
words, also search 
within the full text of 
the articles, apply 
equivalent subjects. 
PDF-full text for all 
search options. 

225 7 6 1 

 



 

Language: english 
and finnish.  

EBSCOhost Diversity in 
the 
workplace 
AND  
corporate 
 

Academic journals. 
Full text. 
Publication time: 
2012-2017. 
Find all my search 
words. Apply related 
words, also search 
within the full text of 
the articles, apply 
equivalent subjects. 
PDF-full text for all 
search options. 
Language: english 
and finnish.  

82 12 11 1 

Emerald Insight  The 
AND glass 
AND ceiling  

Publish date: 
2008-2018. 
The glass ceiling 
searched 
ANYWHERE. Include. 
Only content I have 
access to, accepted 
articles, backfiles. 
Publication date:all 
dates. Narrow by: 
articles and chapters. 

56 6 4 2 

Emerald Insight  Workplace 
AND  
gender  
AND  
inequality  

Publish date: 
2008-2018. 
workplace, gender 
inequality searched 
ANYWHERE. Include. 
Only content I have 
access to, accepted 
articles, backfiles. 
Publication date:all 
dates. Narrow by: 
articles and chapters. 

916 11 6 1 

Emerald Insight  Gender  
AND equality  

Publish date: 
2008-2018. 
Gender, equality 
searched 
ANYWHERE. Include. 
Only content I have 
access to, accepted 
articles, backfiles. 

1808 20 10 1 

 



 

Publication date:all 
dates. Narrow by: 
articles and chapters. 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 



 

 
 
Summary of the reviewed articles 

 

Appendix 2.  

Authors, year Name of the 
research 

Meaning and 
goals, purpose 

Research 
method 

Results 

1. Merave 
Sabatier, 2015 

A Women’s 
Boom in the 
boardroom: 
effects on 
performance? 

To analyse 
weather 
improving 
gender 
diversity 
affects 
company’s 
performance. 

Panel 
regressions  

Promoting women 
has a significant and 
positive effect on 
economic 
performance, 
reduces corporate 
inefficiencies, 
enables firm’s 
optimal performance 

2. Knud Knudsen, 
2009 

Striking a 
different 
balance: 
Work-family 
conflict for 
female and male 
managers in 
Scandinavian 
context 

To explore 
male and 
female 
managers 
regulation of 
workload 

A large 
survey of 
Norwegian 
managers, 
a stepwise 
regression 
analysis 

Female managers 
experience lighter 
workload, glass 
ceiling constraints 
and work-family 
conflict. The 
work-family tensions 
are caused mainly by 
the workload and 
less related to the 
glass ceiling. 

3. Kate Walsh, 
Susan S. 
Fleming, Cathy 
A. Enz, 2015 

Give and you 
shall receive: 
investing in the 
careers of 
women 
professionals 

To explore 
what 
organizations 
can do to 
facilitate the 
retention and 
advancement 
of women 
professionals 
into top 
leadership 
positions.  

A 
qualitative 
methodolo
gy, 
semi-struct
ured 
interviews 
with 20 
women 
executives 

Organizations are 
likely to retain female 
professionals if they 
signal support 
throughout the career 
and provide a 
sightline to the top 
and ultimately create 
more female role 
models in 
senior-level positions 
  

4. Hanna Ylöstalo, 
2016 

Traces of 
equality policy 
and diversity 
management in 
Finnish 
organizations 

To discuss 
how equality 
and diversity 
are 
experienced in 
Finnish work 

31 
interviews 
collected in 
two private 
sector work 
organizatio

There is an 
individualizing 
tendency of equality 
in Finnish work 
organizations.  

 



 

organizations. ns. 

5. Minna Leinonen, 
2012 

Challenging and 
reinforcing 
gender 
boundaries at 
work.  

Analyse 
management 
and employee 
experiences of 
gender 
divisions at 
work.  
 

Finnish 
action 
research 
project. 
Content 
analysis 
applied on 
group 
discussions
.  

Gender divisions 
widely recognised 
within the work 
environment. 
Challenges arose in 
the incompatibility 
images of gender 
and gendered 
images of work.  

6. Caroline Straub, 
2007 

A comparative 
analysis of the 
use of work-life 
balance 
practices in 
Europe: Do 
practices 
enhance 
female’s career 
advancement?  

To identify and 
compare and 
test 
companies’ 
involvement 
with work-life 
balance 
practices and 
policies in 14 
European 
countries. 

A 
comparativ
e 
descriptive 
analysis. A 
multiple 
regression 
analysis is 
performed 
to test the 
work-life 
balance 
practices 
and policie 

There are differences 
in the provision of 
work-life balance 
practices and 
women’s participation 
in the labour force 
between countries. 
Majority of practices 
show no significant 
impact or a 
significant negative 
relationship.  

7. Doris Ruth 
Eikhof, 2012 

A double-edged 
sword: 
twenty-first 
century 
workplace 
trends and 
gender equality 

To uncover the 
hidden gender 
consequences 
in the 
workplace: the 
increase in 
knowledge 
work, 
information 
and 
communication 
technology 
(ICT) and 
work-life 
balance 
policies. 

A literature 
review of 
knowledge 
work, 
work-life 
balance 
and 
boundary, 
women’s 
work and 
careers.  

Knowledge work, ICT 
and work-life balance 
increase the flexibility 
of work. All three 
trends have hidden 
gender 
consequences that 
prevent women from 
participating and 
advancing.  

8. Diane Lerner,  
Christine 
Oberholzer 
Skizas, 2015 

Improving Board 
Gender 
Diversity: What  
Works? 

To identify 
certain trace in 
gender diverse 
companies, to 
learn how to 

Interview Companies with 
female CEOs have 
greater gender 
diversity in their 
boardrooms. 

 



 

reach gender 
diversity  

Suggests that female 
CEO has positive 
change for future 
gender diversity. 

9. Grahame 
Dowling, 2017 

The glass 
ceiling: fact or a 
misguided 
metaphor? 

Discuss issues 
promoting 
more women 
into the 
executive suite 
and onto 
boards of 
directors.  

Conceptual 
paper 

Most of the research 
studies purporting to 
show that there is a 
bias against 
promoting women to 
the top of large 
western 
organizations are 
unsound because 
they are poorly 
designed and/or fail 
to accommodate 
alternative 
explanations for this 
effect.  

10. Christine 
Barnet-Verzat, 
François-Charle
s Wolff, 2008 

  

Gender wage 
gap and the 
glass ceiling 
effect: a 
firm-level 
investigation 

To assess the 
relevance of 
the glass 
ceiling effect 

Research 
paper 

Gender gap is mainly 
due to differences in 
labour market 
characteristics rather 
than to differences in 
the rewards of these 
characteristics.  

 
 

 

 


