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ABSTRACT 

Currently, the world as we know it is undergoing many different transformations towards 

a more sustainable future, one of which is the energy transition. The energy transition is a 

wicked problem that requires transformative and creative thinking to be solved. One way 

to foster an innovative environment in organizations is by having a diverse workforce with 

different backgrounds, experiences, and perspectives. However, the energy sector, which 

has a major responsibility in the transition, is currently gender-segregated. Thus, not taking 

advantage of diverse capabilities. This thesis studies the energy-gender nexus within a 

Swedish context and explores what implications a male-dominated energy sector could 

entail for the energy transition. This is done through a qualitative research design using two 

methods, (1) a document review to analyze how important actors in the Swedish energy 

transition currently address gender equality, (2) expert interviews to further explore these 

findings. 

The results showed that the energy-gender nexus is a complex paradigm and that 

opportunities and challenges to integrate more diversity often are interconnected. The main 

challenges were showed to be connected to presumptions of generalized gender norms, the 

sectorial image, and the need for structural change. Opportunities were connected to 

affirmative action and advocacy from initiatives or role models, and benefits from specific 

measurable targets. It was also concluded that more perspectives and a diversified energy 

sector could potentially benefit the energy transition through acceleration. 

 

Keywords: Energy Transition, Gender Equality, Energy-Gender Nexus, Social Justice, 

Swedish Energy Sector, Wicked Problems. 
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CHAPTER 1: INTRODUCTION 

The ongoing energy transition to mitigate climate change entails all kinds of complex 

societal challenges. Addressing such challenges during the structural transformation 

towards a sustainable and fossil-free future gives the possibility to avoid bringing the same 

fundamental issues present in our societies into this new system. The energy transition can 

therefore be regarded as a window of opportunity to address unsustainable elements in 

society (IPCC, 2018). 

Due to the complexity of the energy transition, it is often referred to as a wicked problem 

in research. This refers to a problem that has no clear or intuitive solution, is complex or 

multilayered, and to tackle it requires a transformational mindset (Tulder, 2018). 

Resolutions to the energy transition will therefore require diverse approaches as well as 

innovative and creative thinking (Tulder, 2018). Hence, if the energy transition is to be 

effectively solved, people with different capabilities, backgrounds, knowledge, and 

understanding, need to be involved (Daly, 2005; Andrijevic et al., 2020). Additionally, 

tackling this problem will require worldwide collaboration and coordinated strategic efforts 

(Tulder, 2018). One such coordinated effort was adopted in 2015 by the United Nations 

(UN) 2030 Agenda and its 17 Sustainable Development Goals (SDGs) (UN, 2015). Since 

2015, the SDGs have been in the limelight through public and scholarly debates and have 

fostered discussions on several unsustainable issues in our societies. Even though the goals 

are presented separately, there are synergies between the goals. The various synergetic 

interconnections between energy and other policy fields or sectors have resulted in several 

nexuses (Kuzemko, Keating and Goldthau, 2018), one of which is the energy-gender nexus. 

Gender equality is addressed directly in SDG 5, and recently women’s rights have 

flourished in both public and scholarly debates (Amnesty International, 2021). Its relevance 

to the energy transition can be found in the transformational mindset needed to solve 

wicked problems. Additionally, more gender-diverse and equal workgroups or 
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organizations have demonstrated substantial co-benefits through improved collaboration, 

increased creativity, and better overall performance. All of which are important aspects to 

foster innovation (IRENA, 2019). 

One possible approach to accelerate and include new perspectives in the energy transition 

could be to increase gender diversity in the energy sector. It is known that the energy sector, 

which has a major responsibility for the energy transition, currently is male-dominated and 

one of the most gender imbalanced sectors in Sweden, the EU, and in the overall global 

economy (Energimyndigheten, 2019b; Clancy and Feenstra, 2019; Engzell, Palazzi and 

Strömgren, 2019). This underrepresentation of women can therefore be regarded as an issue 

since less diversity entails that different capabilities are not taken advantage of. Despite this 

fact, women in the energy sector are currently facing both structural and cultural barriers 

to enter and participate, similarly to the barriers women face in other social sectors (IEA, 

2021). 1 

However, previous research on the energy-gender nexus has tended to generally focus on 

women’s rights (Bell, Daggett and Labuski, 2020), and therefore there are currently few 

studies addressing what implications a gender gap entails within the energy sector (Clancy 

and Feenstra, 2019; Lieu et al., 2020; Mang-Benza, 2021). 

1.1. Aim 

This thesis aims to explore the interlinkage between the energy-gender nexus in a Swedish 

context. More specifically, how the Swedish energy sector currently addresses issues of 

gender equality, what opportunities or challenges the sector is facing in terms of equality, 

and if these either provide possibilities to find solutions or barriers to the wicked problem 

of the ongoing energy transition. 
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1.2. Research Question  

The following research questions and sub-questions will be studied: 

RQ1: What measures do actors in the Swedish energy sector currently use to internally 

enhance gender equality? 

SQ1: To which extent do the studied actors include found measures in their organizational 

reporting?  

RQ2: What are the opportunities and challenges to address issues of the energy-gender 

nexus in the Swedish energy sector? 

SQ2: What are the potential impacts of the identified opportunities or challenges, on the 

Swedish energy sector’s ability to tackle the wicked problems of the energy transition? 

1.3. Contribution to Science 

Even though research on the energy-gender nexus is becoming more common as a scientific 

discipline the nexus is still regarded as a novel concept, which entails limitations to existing 

available scientific literature (Pearl-Martinez and Stephens, 2016; Fraune, 2018; van der 

Merwe, de Kock and Musango, 2020; Bell, Daggett and Labuski, 2020; Baruah and 

Biskupski‐Mujanovic, 2021; Mang-Benza, 2021). Moreover, due to the topics' complex 

character and broad applicability, existing literature has so far studied the nexus from quite 

different angles, often with a development-focused or employment-focused perspective 

(Fraune, 2018; Mang-Benza, 2021).  

The development-focused research is the most common research within the energy-gender 

nexus (Fraune, 2018), which mainly focuses on energy-poverty, justice, and security in the 

Global South. These studies tend to focus on how women’s access to energy can be a key 

enabler for other sustainability efforts (Baruah, 2017; de Groot et al., 2017; van der Merwe, 

de Kock and Musango, 2020). The employment-focused research generally has a Global 
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North perspective, and tend to focus on causes to the marginalization of women in the labor 

market (Fraune, 2015; Pearl-Martinez and Stephens, 2016; Baruah, 2017), or gender 

equality from an energy policymaking perspective (Pearl-Martinez and Stephens, 2016; 

van der Merwe, de Kock and Musango, 2020; Mang-Benza, 2021). 

Whilst the effects of increasing gender equality and the involvement of women in the 

energy transition is trending in scholarly debates, webinars, and seminars (IRENA, 2021; 

Energia, 2021; TUDelft, 2021; Asset, 2021; Users TCP, 2021); the literature on this topic 

is currently mainly found in the grey literature. Scientific research that studies what impact 

the gender gap and representation of women within the energy sector can have on the 

energy transition, is therefore even more limited than research on the energy-gender nexus 

in general (Clancy and Feenstra, 2019; Lieu et al., 2020; Mang-Benza, 2021). Hence, there 

is insufficient scientific research on the energy-gender nexus studying the implications of 

a male-dominated energy sector, and especially from a Swedish energy transition 

perspective. This thesis will therefore contribute to this novel field of study in a Swedish 

context, and the scope is justified by the apparent lack of scientific research on the energy-

gender nexus from this lens. 

1.4. Boundaries and Limitations 

This thesis was limited by both time and resources since the study was conducted by a 

single author with a timeframe of 9 weeks. Due to this several necessary delimitations were 

established. Firstly, the study scope was only conducted within a Swedish contextual and 

cultural dimension, thus, did not include other important aspects of the energy-gender 

nexus. Secondly, the study only included diversity from a gender angle, thus, did not study 

other important aspects of diversity such as cultural, racial, religious, age, sexual 

orientation, or disability perspectives.  
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1.5. Disposition 

This thesis is structured as follows: Chapter 2 provides background to the study. Chapter 

3 presents the literature review and acts as a theoretical foundation. Chapter 4 describes 

used methodology. Chapter 5 presents findings from the conducted document review. 

Chapter 6 summarizes the results from conducted interviews. Chapter 7 discuss’ and 

analyzes the results with the theoretical framework. Lastly, Chapter 8 will draw 

conclusions based on Chapter 7 and answer the research questions. 
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CHAPTER 2: BACKGROUND 

The following chapter will provide a brief background of the study. 

2.1. Why an Energy Transition? 

As stated by Heinberg and Fridley (2016) there are two main driving forces behind the 

energy transition. Firstly, our societies and economy, especially in the westernized nations, 

highly depend on fossil fuels. However, fossil fuels are finite energy resources and are 

beginning to deplete. As a result, they are becoming economically unfeasible since 

techniques used for extraction entails higher investments, leading to an increased overall 

price. Secondly, most importantly is the fact that the almost one and a half centuries of 

burning fossil fuels and other unsustainable human behavior have influenced earth’s 

climate and temperature. The rapid increase of the greenhouse effect and global warming 

i.e., climate change, threatens the world as we know it (Heinberg and Fridley, 2016). 

It is important to note that the current energy transition we are in the midst of differs from 

the previous energy transitions (Bell, Daggett and Labuski, 2020). The aim of the energy 

transition is not only to add, but replace, fossil fuels with renewables (IPCC, 2018). 

Additionally, current lifestyles and consumption behaviors in westernized nations entail 

high energy usage. The transition, therefore, aims to not only change the quality of energy 

but the quantity, meaning that the available energy needs to be utilized in more efficient 

ways (Heinberg and Fridley, 2016). Hence, the transition is not only a technological 

challenge that will require innovations and financial capital but also a social justice matter 

since behaviors need to be altered and social inequalities addressed (Bell, Daggett and 

Labuski, 2020). The wickedness is therefore strongly related to that the transition is taking 

place in different contexts at all levels of society at the same time (IPCC, 2018). 
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2.2. Sustainable Development 

Sustainable development is often defined as “development that meets the needs of the 

present without compromising the ability of future generations to meet their own needs” 

(Brundtland, 1987, pg.43). As mentioned, in 2015 the 2030 Agenda and SDGs were 

adopted. The UN pledged to “transform our world” and ‘‘leave no one behind’’ in terms of 

the economic, social, and environmental dimensions of sustainable development (UN, 

2015). The 17 SDGs and their different focus areas can be seen in Figure 1 below. These 

aim to increase the levels of sustainable development within the planetary boundaries, as 

well as implement coherent worldwide climate change mitigation and adaptation (UN, 

2021). 

 

Figure 1: The 17 Sustainable Development Goals (UN, 2021) 

 

As seen in Figure 1, both energy and gender equality are represented in the SDGs. Energy 

is targeted in SDG 7, which aims to ensure access to modern energy for all, double the 

share of renewable energy in the global energy mix, and double the global rate of 

improvement in energy efficiency (ENERGIA, 2019). While gender equality is addressed 

separately in SDG 5, which aims to empower all women and girls, recognizes gender 
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equality as a fundamental human right and a vital foundation for a peaceful, thriving, and 

sustainable world (UN, 2021). 

2.3. Nexus-Thinking 

Researchers have lately studied the interlinkages and synergies between the SDGs.  Due to 

these interactions, some SDGs become synergetic and can either be enablers or barriers for 

other objectives (ICSU, 2017). Research on SDG synergies connected to energy has 

resulted in numerous interdependencies, also called nexuses, which Kuzemko, Keating, and 

Goldthau (2018) describe as “the manifold and multi-faceted intersection between energy 

and other policy fields or sectors” (pg.9). These nexuses can either be intuitive such as the 

energy-environment-development nexus or energy-sustainability nexus, or less 

conventional, and often emerge from scholarly debates (Kuzemko, Keating and Goldthau, 

2018). 

2.4. The Energy Sector & Gender Equality in Sweden 

The energy system can be described as a socio-technical system, which can be categorized 

into several sections. If simplified, these can be described as energy-production, 

distribution, and usage (Engzell, Lepa and Strömgren, 2016). This means that the system 

does not only include technical aspects but also people, regulatory and policy influences. 

These components create a network of actors, institutions, techniques, and various expertise 

(Energimyndigheten, 2019b).  

Historically, Sweden has developed and implemented ambitious climate adaptation and 

mitigation policies, leading to the country often being seen as an environmental pioneer 

(Criqui, Jaccard and Sterner, 2019). Sweden is also perceived as a role model in the 

transition thanks to its ambitious targets. In 2019 Sweden was defined as the global leader 

in building a low-carbon economy and second-lowest carbon-intensive economy among all 

30 IEA member countries (IEA, 2019). This is reflected in the country’s energy sector as 
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many enterprises strive for a secure supply of 100% renewable electricity generation, and 

continuously pursue innovation and grid stability (IEA, 2019).  

Similar to Sweden’s pioneering stance in environmental and energy targets, the country is 

also, according to the Gender Inequality Index (GII) 2020, one of the most gender-equal 

countries in the world. The GII measures equality between women and men in three 

dimensions: reproductive health, empowerment, and the labor market (Statista, 2021). 

Additionally, Sweden was the first country globally to have a feminist government, 

meaning that gender equality is a priority issue and infused in all policy areas (Regeringen, 

2018).  

Moreover, together with Canada and Italy, Sweden launched the Clean Energy Education 

& Empowerment (C3E) initiative in 2017 (Regeringen, 2017). In 2018 the C3E initiative 

resulted in the launch of the Equal by 30 initiative, where Sweden has committed to 

working towards an equal energy sector by 2030 (Regeringen, 2018). Additionally, there 

are several other initiatives and networks advocating women’s rights supported by Sweden 

on both a global and national level. These initiatives have goals for gender equality, aims 

to generate engagement, and promote women’s participation and leadership in the energy 

transition (Lejestrand, 2018; Kraftkvinnorna, 2021; Energimyndigheten, 2019b). The most 

reoccurring Swedish initiative in this study is; Kraftkvinnorna a network that aims to 

highlight female role models and support women in the energy sector (Kraftkvinnorna, 

2021).  
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CHAPTER 3: LITERATURE REVIEW 

This chapter will outline the broad context of this study and provide the theoretical 

framework for concepts and literature within the study scope. 

3.1. Definitions & Descriptions of Central Concepts 

To ensure a rigorous study and accurate interpretation, the following sections will provide 

definitions and descriptions of used terms and key concepts that are important to understand 

for the purpose of this study.  

3.1.1. Non-Traditional Occupations 

Non-traditional occupations (NTOs) will be used according to the definition of Baruah and 

Biskupski‐Mujanovic (2021): “any occupation in which women or men comprise less than 

25% of the workforce” (pg.2). For example, nursing or primary education is often NTOs 

for men, and mining, construction, energy, and transportation are often NTOs for women 

(Baruah and Biskupski‐Mujanovic, 2021). Even though the energy sector is regarded as an 

NTOs for women, certain segments of the sector occasionally have a majority of female 

employees. These are often within non-STEM positions such as human resources, 

economy, administrative, or services areas, thus, positions with limited decision-making 

power (Fraune, 2018; Engzell, Palazzi and Strömgren, 2019; Energimyndigheten, 2019b; 

Clancy and Feenstra, 2019; Baruah and Biskupski‐Mujanovic, 2021). 

3.1.2. Just Transitions 

The concept of ‘just transitions’ originates from the attempt to reconcile and protect the 

people affected by the energy transition. More specifically, it refers to ensuring 

employment for the workers in the fossil fuel sector or protecting communities that 

economically rely on fossil fuel industries. However, the concept has also been applied in 

a broader sense by women’s rights advocates. In this study, the concept ‘just’ is used 
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according to the definition of Piggot et al., (2019) to “address the gender division of labor 

and, in particular, transform unequal responsibilities of reproductive work” (pg.3). 

3.1.3. Gender and Gender Equality 

Research regarding the energy-gender nexus has been criticized for not justifying used 

terminology correctly (Listo, 2018; Fathallah and Pyakurel, 2020; Mang-Benza, 2021). The 

majority of available research uses the term ‘gender’ when referring to the biological binary 

of male and female, which would have made the term ‘sex’ more appropriate, leading to 

inconsistency and potential confusion (Fathallah and Pyakurel, 2020). 

As mentioned by Fathallah and Pyakurel, (2020), the term ’sex’ refers to the biological 

difference between females and males, thus, referring to biological features, number of 

chromosomes, or reproductive functions. Whereas, the concept of ‘gender’ is more fluid, 

varies between societies, and can substantially shift throughout time. ‘Gender’ often is used 

to describe norms, social roles, attitudes, or tendencies society assign individuals based on 

their ‘sex’ characteristics, making the terms ‘sex’ and ‘gender’ related but not 

interchangeable (Listo, 2018; Fathallah and Pyakurel, 2020).  

This study uses the term ‘gender’ intentionally rather than ‘sex’, where ‘gender’ is used 

based upon the ‘Gender and Development’ (GAD) approach. In GAD the concept ‘gender’ 

is used as a lens to analyze the social and political norms of femininity and masculinity, 

and how these “shape social relations such that women often have less power and resources 

relative to men” (Listo, 2018, pg.10). Moreover, “GAD is not concerned with women per 

se but with the social construction of gender and the assignment of specific roles, 

responsibilities, and expectations to women and men” (Rathgeber, 1990, pg.494). 

Similarly, the term ‘gender equality’ can be defined in several ways. This study uses the 

term according to Lieu et al. (2020) definition where ‘gender equality’ means “building 

more equitable gender relations that support the human rights, dignity and capabilities of 

all women and men, intersected by differences of class, race, sexuality, age, […], ability 

and circumstances, is a central requirement of an ethical world order” (pg.3). Gender 
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quality is also seen as, “the capability to overcome socio-economic disadvantage in the 

domains of work, wellbeing, and access to resources, such as energy” (Lieu et al. 2020, 

pg.3). Therefore, the term is strongly linked to sustainable development.  

3.1.4. Measuring Gender Diversity 

Gender diversity can be defined as “the representation of women and men in a specific 

organization, sector, or community” (Pearl-Martinez and Stephens, 2016, pg.1). The 

assessment of gender diversity is often measured quantitatively or qualitatively.  

Quantitative gender diversity refers to an equal representation of men and women, thus if 

an organization is gender-diverse there is a division of 50% women and 50% men 

(Energimyndigheten, 2019b). However, in Sweden and therefore in this study, an 

organization is classified as gender-diverse if there are at least 40% women or men 

(Engzell, Lepa and Strömgren, 2016; Johrén, 2020). In 2020 overall diverse dissemination 

in the Swedish energy sector was 28% women in management, and 27% in the workforce 

(Johrén, 2020). 

Qualitative gender diversity refers to taking advantage of capabilities, pre-knowledge, 

interests, values, and experiences, regardless of gender (Energimyndigheten, 2019b), which 

will be the main focus of this study. 

3.1.5. Employer Branding 

The concept ‘employer branding’ was first introduced in 1996 and can be described as a 

brand marketing technique for recruiting and retaining employees (Ambler and Barrow, 

1996; Backhaus, 2016). However, the concept will be used according to the proposition of 

Lundkvist (2015) to “use a gender perspective when developing the employer value 

proposition in order to promote propositions reflecting the organization” (pg.62). Hence, 

observing how organizations attempt to imprint a gender-aware or promoting image 

through marketing in both text and imagery. 
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3.2. Challenges & Opportunities: Energy-Gender Nexus 

The following sections will highlight previous research, showing that there are many 

challenges and opportunities for nations, sectors, and organizations to work with gender 

diversity. Depending on different countries’ economic and political structures, or general 

societal attitudes, some challenges can potentially become opportunities, and vice versa 

(Baruah, 2017; Fraune, 2018). It is important to point out that the main constraints and 

possibilities for the energy sector to accomplish a greater gender balance as identified 

below are based on general findings with a Swedish perspective. 

3.2.1. Challenges 

Previous research highlights that there are several challenges connected to the energy-

gender nexus. As mentioned, the transition is often referred to as a wicked problem, is 

taking place in different contexts (locally to globally), and incrementally by individuals, 

organizations, cities, regions, and nations (IPCC, 2018). Making one major challenge 

related to the energy transition alone. 

Moreover, one of the key challenges to address equality issues within the energy sector is 

that targets for energy and gender equality generally has evolved in parallel (Feenstra and 

Özerol, 2021). In a Swedish context, this lack of correlation was recently highlighted by 

the Swedish Environmental Protection Agency which concluded that it is uncommon that 

policy frameworks for climate goals occur in the national gender equality policies and vice 

versa (NVV, 2019). Due to that these fields of studies have evolved in parallel, together 

with the difficulties to interlink targets, could be one reason for the limited amount of 

research on the energy-gender nexus. 

Additionally, previous research highlights that the energy sector is one of the most gender 

imbalanced sectors in the global economy and EU (Clancy and Feenstra, 2019), and in 

Sweden (Engzell, Palazzi and Strömgren, 2019; Energimyndigheten, 2019b). Research has 

identified several reasons for the current gender gaps and imbalances in the energy sector, 
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all of which are challenges on their own, and they can be connected back to that the energy 

sector is an NTOs for women. 

A recent survey study conducted by the International Renewable Energy Agency identified 

several barriers for women to entering and advance in the energy sector. The main barriers 

to entry were connected to cultural and social norms, thus, connected to perceptions of 

gender roles. The identified main barrier for career development was connected to the 

current glass ceilings (IRENA, 2019). Similar findings have been identified in the Swedish 

building (Byggcheferna, 2020) and real-estate sector (Glans, 2018), which also are 

recognized as NTOs for women in Sweden. 

Furthermore, it has been found that one of the reasons for a gender gap in the energy sector 

is connected to that men are generally more attracted to STEM (Science, Technology, 

Engineering, and Mathematics) educations than women, resulting in a lack of women with 

suitable educational background (Energimyndigheten, 2019b; Clancy and Feenstra, 2019; 

IRENA, 2019). 

3.2.2. Opportunities 

Research shows several prospects for the energy sector to achieve a greater gender balance, 

and some of these opportunities link to the facilitation of SDGs and nexus-thinking. As 

policies for the energy transition and climate change mitigation have emerged, these 

frameworks have driven and fostered discussions regarding other developmental objectives 

(Kuzemko, Keating and Goldthau, 2018). Thus, becoming a window of opportunity to 

address other unsustainable elements in our societies (IPCC, 2018). 

Research and reports from the sector indicate that the average age in the sector is high. The 

combination of awaited retirements and a growing sector becomes an opportunity to 

diversify the sector (IRENA, 2021). Furthermore, as research on the energy-gender nexus 

has progressed it has increased the awareness of the possible benefits linked to increased 

diversity and its substantial co-benefits. For example; Increased overall performance, foster 

innovation, and better workgroup dynamics or work environment. All of which can result 
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in a more attractive employer image and economic growth (Vinnova, 2017; IRENA, 2019; 

Engzell, Palazzi and Strömgren, 2019; Clancy and Feenstra, 2019). 

Research also shows that one of the most effective ways forward in the progression of 

gender equality in the energy sector is to increase gender mainstreaming practices. The 

concept ‘gender mainstreaming’ is commonly used internationally as both a methodology 

or goal to achieve women’s equality (Clancy, 2009). The idea behind the concept is to 

actively integrate gender equality into regular or daily work instead of dealing with gender 

equality as a separate or parallel track (Jämställdhetsmyndigheten, 2019). The concept is 

often utilized as guidance to ensure equal access and treatment to organizations steering 

processes, involvement in decision-making processes, or applied in policy work (van der 

Merwe, de Kock and Musango, 2020).  

In Sweden, gender mainstreaming practices are used as a strategy to reach national gender 

equality goals (Jämställdhetsmyndigheten, 2019). This can be regarded as an opportunity 

for the Swedish energy sector since when governmental agencies integrate gender 

perspectives in all their operations it can have a positive influence on the sector. 

Additionally, having targets and measurable objectives has been proven to be an important 

tool to enhance knowledge since it provides base data, can be analyzed, and used to see 

progression (Energimyndigheten, 2019b). 
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CHAPTER 4: METHODOLOGY 

This chapter’s purpose is to describe the methodology utilized in this study and will include 

justifications and descriptions of the datasets, tools, and procedures. Lastly, the chapter 

will present relevant ethical considerations. 

4.1. Research Approach & Process 

This study was conducted with a qualitative research design as it utilized qualitative 

practices of collection, interpretation, and analysis of non-numerical data from multiple 

sources. A qualitative research design was determined as suitable since it allows the 

researcher to obtain in-depth knowledge about social processes, but at the same time be 

flexible, since the researcher can learn about the studied phenomenon and adjust research 

questions or forms of data collection accordingly (Creswell and Creswell, 2018; Mertens, 

2010). As the energy-gender nexus is a novel field of study, it was determined that multiple 

data sources and methods were needed to be able to draw conclusions and answer the 

research questions. The following sections will further explain and justify these chosen 

methods. 

4.1.1. Literature Review 

The steps taken in the literature review were based on the recommended process presented 

by Martens (2010), to ensure scientific correct procedures. The procedure and used search 

strings can be found in Appendix A. Its noteworthy, that both grey literature (practitioner 

knowledge sources, such as advocacy organizations, governmental agencies, professional- 

groups, or associations) and peer-reviewed sources were used due to the novelty of the 

research field. This choice was based on similar reasoning by Baruah and Biskupski‐

Mujanovic (2021) in their energy-nexus research to “fully appreciate the nature, magnitude, 

nuance, and complexity of the issues involved” (pg.3). 
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4.1.2. Document Review 

In research, the procedures of reviewing and evaluating documents and/or data sources can 

take a variety of forms (Bowen, 2009). As described by Bowen (2009), document reviews 

are often used as a complement to other methods, such as interviews, to efficiently combine 

evidence and discover insights significant to a research problem, thus, establishing 

credibility. This study analyzed and synthesized data from five actors’ organizational 

reports to develop an understanding of the current situation and explore how gender 

equality in the Swedish energy transition works in practice. The chosen actors can be seen 

in Table 1 below.  

Table 1: Actors Included in Document Review 

Organization Owned By Main Operation 

Swedish Energy Agency Swedish state Governmental Agency 

Svenska Kraftnät Swedish state  National Grid 

Vattenfall AB Swedish state 
Production, Distribution, 

& Sales 

E.ON Energilösningar AB E.ON SE (Germany) Distribution 

Fortum Fortum (Finland) Production 

 

The criteria for the actor sampling method were that the actors had to have an important 

role in the Swedish energy transition, hence, have operations in Sweden, be an influential 

organization in the energy sector, and aiming to increase renewables, thus, purely fossil 

fuel actors were neglected. In Appendix B a presentation of the actors and the organization’s 

importance to the Swedish energy transition can be found. 

The procedures for collecting data, materials, and the tools to measure different variable 

indicators during the document review were inspired by the organization Equileap’s 

methodology for reporting and ranking gender equality (Equileap, 2021). The methods used 

for developing indicator measurements can be found in Appendix A. Similar to Equileap's 
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practices the sampling method for the dataset originated from publicly available 

information provided by the actors themselves through their annual- and/or sustainability 

reports, and/or information available on their websites.  

4.1.3. Expert Interviews 

To be able to go beyond the findings in the document review, expert interviews were 

conducted. These aimed to explore what opportunities and challenges the Swedish energy 

sector are facing in terms of gender equality. 

The interview sampling method was done through a chain-referral sampling where three of 

the respondents were suggested by the author’s personal connections, and one interviewee 

was found online through one of the Swedish energy sector’s diversity initiatives. The 

interviewee sampling criteria aimed to have respondents from diverse backgrounds and 

segments of the Swedish energy sector to generate findings from a holistic perspective. 

Table 2 below shows general information about the respondents. 

Table 2: Perspectives Provided by Interviewees 

Respondent Provided Insight From Focus Area 

A Research & Politics 
Spatial Planning & Development + 

Political Engagement 

B Business 
Capabilities & Communication 

Counseling/Management 

C Research 
Sustainable Transitions: Built 

Environment & Architecture 

D Business 
STEM (NTO for women) & 

Project Management 

 

 

The four anonymous interviews were conducted using a semi-structured format. This was 

determined as a suitable format since the predetermined question ensures coverage of 
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important aspects, while the format also allows flexibility for follow-up questions 

providing additional insight (Mertens, 2010). The interviews were conducted on Zoom (in 

May 2021) due to the COVID-19 pandemic and that the author lives on Gotland (a Swedish 

island in the Baltic Sea). They were approximately 45 minutes and comprised 23 questions, 

all were recorded, and material transcribed.  

An analytical method was used to ensure that the primary data could be processed without 

losing important information (Creswell and Creswell, 2018). The chosen method was 

thematic analysis which often is used as a qualitative analytic method. This method was 

determined suitable method since it is an effective way to process and structure a lot of 

material (Braun and Clarke, 2008). A step-by-step procedure for conducting a thematic 

analysis was used as suggested by Braun and Clarke (2008). To avoid misinterpretations 

caused by language or vocabulary barriers in a direct translation a decision was made by 

the author to not include any direct quotations from the interviews in the result sections 

since the interviews were conducted in Swedish. The used interview questions and step-

by-step analysis procedures can be found in Appendix C. 

4.2. Ethical Considerations 

Several measures and ethical considerations were taken before, during, and after the 

progression of this thesis to ensure research integrity and that research misconduct 

(fabrication, falsification, and plagiarism) was avoided. This was done by following the 

practices and research principles presented by All European Academics (ALLEA) 2011. 

Firstly, good data practices were ensured by securely storing all primary and secondary 

data with good organization and management (ALLEA, 2011). Secondly, proper and 

responsible research procedures were followed, especially in connection to the conducted 

interviews (ALLEA, 2011). For example, interviewees were informed about the study and 

received prepared questions before the interview, thus, the author was able to clarify 

uncertainties before the meetings. The interviewees were also informed of their right to 

withdraw from the meeting without given reason. Additionally, as recommended by 
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Creswell and Creswell (2018) all personal information was handled with confidentiality. 

Due to the sensitivity to the study topic, the author decided that interview results should be 

presented with full anonymity, thus, without names, age, backgrounds, occupations, and 

only with aggregated data. Thirdly, results and interpretations of research were done, by 

the author’s best ability, in an open, honest, transparent, accurate manner, while being 

aware of personal biases (ALLEA, 2011). Lastly, since the final thesis was published on 

the DiVA portal and publicly available some ethical considerations connect to the actors 

that could be indirectly affected by the study. This especially applied to the document 

review where data was collected, interpreted, and scrutinized, but the author was not in 

direct contact with the actors. Thus, the actors were never allowed to vindicate or clarify 

the data that was collected. To ensure good practices the author only used publicly available 

information provided by the actors themselves. 
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CHAPTER 5: REVIEW OF THE ACTORS 

This chapter will present the findings from the conducted document review. The individual 

findings from each included actor will be presented followed by a compiled summarization 

of the results. 

5.1. Gender Equality in the Swedish Energy Sector 

The following sections will present the assessment result from the individual actors. In 

Table 3 below the parameter requirement of the indicators and their color-coding can be 

seen. 

Table 3: Assessment of Indicator Inclusion & Color-coding 

Indicator Inclusion Assessment of Indicator Inclusion 

Greatly/excessively Stated with solid and active measures 

Yes Stated 

Barely Mentioned or Indirectly addressed 

No Nothing stated, specified, or included 

 

5.1.1. The Swedish Energy Agency 

Even though the Swedish energy agency (SEA) has an important role in Sweden’s 

achievement of the SDGs, limited information on gender equality within the agency was 

found as seen in Table 4. However, since SEA is a governmental agency, goals for gender 

equality are in line with the Swedish equality policy goals (Regeringen, 2016). Hence, the 

main strategy is to increase gender equality is gender mainstreaming (NVV, 2019).  
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Regarding qualitative gender equality; SEA was the only actor that did not have statistics 

from 2020, the most recent statistics were from 2018. The agency has around 400 

employees (Energimyndigheten, 2019a) and in 2018 there were 62% women in the 

workforce (Energimyndigheten, 2020) which is the highest quantity of the assessed actors. 

Additionally, SEA was the only actor that did not have statistics for executives. 

Furthermore, the main findings regarding gender equality within the agency were 

connected to the policies and requirements for funding research and innovation projects. 

SEA has gender equality requirements for both funding grants, and gender equality within 

such projects (Energimyndigheten, n.d.). 

Table 4: Results from Assessment of Sweden’s Energy Agency 

Actor/Indicators The Swedish Energy Agency 

Commitment, Transparency, & Accountability 

Signatory to Equal By 30 Yes (Energimyndigheten, 2020). 

Mentions Participation Other 

Gender Equality Initiatives 

Yes, on a national level and through funding (NVV, 

2019).  

Qualitative Gender Equality 

Mentions the Importance of 

Qualitative Equality 
Yes (Energimyndigheten, 2020). 

Measures to Increase 

Qualitative Equality 
- 

Quantitative Gender Equality in 2018 - % of women 

Board of Directors 38 % (Energimyndigheten, 2020). 

Executives - 
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Workforce 62 % (Energimyndigheten, 2020). 

Advocacy & Addressing Gender Equality 

Gender Pay Gap 
Yes, by the Swedish equality policy goals (Regeringen, 

2016).  

Diversity Education for 

Recruitment/Senior Staff 
- 

Diversity Education for 

Workforce 
- 

Recruitment Strategy for 

Diversity or Gender Equality 

Nothing stated for SEA. However, has policies for gender 

equality regarding funding grants and recruitment within 

those projects (Energimyndigheten, n.d.).  

Gender Focused 

Employer Branding 
-   

 

5.1.2. Svenska Kraftnät 

Svenska Kraftnät (SvK) was the only actor in this assessment that has been awarded the 

most attractive employer and gender-equal in the Swedish energy sector. This was 

determined by Nyckeltalsinstitutet, which annually examines and ranks Swedish 

organizations working conditions based on men and women’s possibility to career 

development, competence, and skills development, and average salary (Svenska Kraftnät, 

2021a). 

SvK annually follows up equality indicators and was found to be the actor with the strongest 

promotion of equality measures. SvK also showed several encouraging measures and aims 

to actively highlight and promote women role models in the organization (Svenska 

Kraftnät, 2021b).   

As seen in Table 5, SvK had a high quantity of women at all levels of the organization and 

was the only actor to be transparent and acknowledge that there still are some differences 
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in departments. SvK has long-term (year unspecified) quota goals for at least 40% of men 

or women in every department (Svenska Kraftnät, 2021b). SvK was found to have some of 

the strongest measures regarding qualitative gender equality through its skills and 

capability strategy. Additionally, it covers tactics for the recruitment of new talents through 

improved employer branding and cooperation with universities and schools (Svenska 

Kraftnät, 2021a).  

Table 5: Results from Assessment of Svenska Kraftnät 

Actor/Indicators Svenska Krafnät 

Commitment, Transparency, & Accountability 

Signatory to Equal By 30 - 

Mentions Participation Other 

Gender Equality Initiatives 

Several managers participate as mentors, annually follow 

up gender equality indicators and participate in initiatives 

such as  Qraftsamling and Kraftkvinnorna (Svenska 

Kraftnät, 2021b).  Svenska Krafnät also cooperates with 

Teach for Sweden (foundation that aims to awaken a 

technical interest in youth from socio-economically 

vulnerable areas) and Womengineer (aims to attract 

young girls to technical educations) (Svenska Kraftnät, 

2021a). 

Qualitative Gender Equality 

Mentions the Importance of 

Qualitative Equality 
Yes (Svenska Kraftnät, 2021a). 

Measures to Increase 

Qualitative Equality 

Was found to have some of the strongest measures 

regarding qualitative gender equality due to the skills and 

capability strategy that aims to develop competence plans 

for all work units and groups (Svenska Kraftnät, 2021a). 

Quantitative Gender Equality in 2020 - % of women 
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Board of Directors 50 % (Svenska Kraftnät, 2021a). 

Executives 46 % (Svenska Kraftnät, 2021b). 

Workforce 39 % (Svenska Kraftnät, 2021b). 

Advocacy & Addressing Gender Equality 

Gender Pay Gap 

In 2020, an external auditor conducted a gender equality 

salary surveys where only minor salary adjustments had 

to be made (Svenska Kraftnät, 2021b). 

Diversity Education for 

Recruitment/Senior Staff 

Recruitment managers are continuously educated in 

unprejudiced and unbiased recruitment (Svenska 

Kraftnät, 2021a). 

Diversity Education for 

Workforce 

No, but workforce is continuously educated in current 

policies and guidelines regarding discrimination, 

harassment, and bullying (Svenska Kraftnät, 2021b).   

Recruitment Strategy for 

Diversity or Gender Equality 

Strive for an equal gender distribution during recruitment, 

with extra emphasis on their annual trainee program 

where they have an 50/50 split during recruitment 

(Svenska Kraftnät, 2021b). Also aim to recruit new 

talents through skills and capabilities strategy (Svenska 

Kraftnät, 2021a).  

Gender Focused 

Employer Branding 

Shown through imagery choices on webpage and in 

company documents. Has also recently put together a new 

team to improve the SvKs brand (Svenska Kraftnät, 

2021b). 

 

5.1.3. Vattenfall AB 

Vattenfall AB, henceforth only named Vattenfall, sustainability report from 2020 included 

most of the evaluated indicators as seen in Table 6. Noteworthy is that the reports 

‘Essentials for Business Matrix’ showed that gender equality was assessed with the lowest 
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societal, environmental, or economical influence, as well as least significance to Vattenfalls 

stakeholders (Vattenfall, 2020). 

Table 6 also shows that Vattenfall did not state any additional participation in initiatives. 

However, strong measures were found regarding diversity education for all employees. 

Vattenfall also stated that they encourage employees to develop their skills and 

competencies through courses, mentorships, and coaching (Vattenfall, 2020). 

Table 6: Results from Assessment of Vattenfall AB 

Actor/Indicators Vattenfall AB 

Commitment, Transparency, & Accountability 

Signatory to Equal By 30 Yes (Vattenfall, 2020). 

Mentions Participation Other 

Gender Equality Initiatives 
-  

Qualitative Gender Equality 

Mentions the Importance of 

Qualitative Equality 
Yes (Vattenfall, 2020). 

Measures to Increase 

Qualitative Equality 

Stated that long-term competencies development is 

ensured through talent pools, trainee- and leadership 

programs as well as job rotation (Vattenfall, 2020).  

Quantitative Gender Equality in 2020 - % of women 

Board of Directors 33 % (Vattenfall, 2020). 

Executives 27 % (Vattenfall, 2020). 

Workforce 26 % (Vattenfall, 2020). 

Advocacy & Addressing Gender Equality 
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Gender Pay Gap 
No measures found, however, Equal By 30 encourage to 

close the gender pay gap by 2030.   

Diversity Education for 

Recruitment/Senior Staff 

Yes, has diversity & inclusion labs for executives and 

recruitment managers (Vattenfall, 2020). 

Diversity Education for 

Workforce 

Yes, all staff are required to attend a workshop regarding 

discrimination, diversity, and inclusion (Vattenfall, 2020).  

Recruitment Strategy for 

Diversity or Gender Equality 

The only diversity or gender-equal recruitment strategy 

found was the guidelines for the employment of new 

board of director representatives (Vattenfall, 2020).  

Gender Focused 

Employer Branding 

Not stated as an adopted measure, however, shown 

through both imagery choices on webpage and in 

company documents. 

 

5.1.4. E.ON Energilösningar AB 

E.ON Energilösningar AB, henceforth only named E.ON, had strong measures for three of 

the assessed indicators as seen in Table 7 below. Firstly, E.ON annually surveys their 

gender pay gap and makes adjustments if necessary (E.ON, 2020a). Secondly, E.ON has 

developed a new Employer Branding concept. Also, E.ONs CEO received an award in 2020 

for ‘CEO of the year within employer branding’ (E.ON, 2020b). Lastly, E.ON was the only 

actor that stated specific timebound quota goals for their quantitative gender equality and 

aims to have 50% women in workforce and executives by 2025. The board of directors 

consisted of 38% women in 2020, however, no targets to increase these numbers were given 

(E.ON, 2020a). 

Table 7: Results from Assessment of E.ON Energilösningar AB 

Actor/Indicators E.ON Energilösningar AB 

Commitment, Transparency, & Accountability 
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Signatory to Equal By 30 Yes (E.ON, 2020a). 

Mentions Participation Other 

Gender Equality Initiatives 

Yes, annually elect ‘power woman of the year’, an 

incentive developed in coordination with Kraftkvinnorna 

(E.ON, 2020a).  

Qualitative Gender Equality 

Mentions the Importance of 

Qualitative Equality 
Yes (E.ON, 2020a). 

Measures to Increase 

Qualitative Equality 
No specific measures found, more employer branding. 

Quantitative Gender Equality in 2020 - % of women 

Board of Directors 38 % (E.ON, 2020a). 

Executives 36 % (E.ON, 2021d). 

Workforce 37 % (E.ON, 2021d). 

Advocacy & Addressing Gender Equality 

Gender Pay Gap Yes, annual check-ups (E.ON, 2020a). 

Diversity Education for 

Recruitment/Senior Staff 
- 

Diversity Education for 

Workforce 

Has workshops that aim to increase employees' 

knowledge about the company’s policies and values 

(E.ON, 2020a).  

Recruitment Strategy for 

Diversity or Gender Equality 

Yes, specifically aims that both women and men are 

represented in all final job nominees (E.ON, 2020a). 

Gender Focused 

Employer Branding 

A new concept where every step and process through 

recruitment has been analyzed. The concept aims to target 

and attract a broader and more diverse talent pool (E.ON, 
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2020a). Also shown through imagery choices on webpage 

and company documents.  

 

5.1.5. Fortum 

Fortum, as a global company, was the only company in this assessment that stated their 

performance in Equileaps annual evaluation. In 2019 the company ranked 50th on the top 

100 list for best-performing companies (Fortum, 2019).  

As seen in Table 8 specific information on Fortum in Sweden was limited. Due to that the 

organization’s sustainability report covers the entire global organization most specific 

measures only seemed to apply to Finland. For example, in Finish operations, the 

organization annually drafts company-specific gender equality promotion plans to address 

issues such as gender pay gaps, equal opportunities, and career development (Fortum, 

2020). Regarding quantitative gender equality, statistics were given based on the number 

of women within the entire organization in all countries. In total Fortum has almost 20 000 

employees, in 2020, 27% of management and 27% of the workforce were women (Fortum, 

2020). The board of directors consists of 44% women in incompliance with Finland’s equal 

gender representation principles demanding at least 40% women or men on boards (Fortum, 

2020). However, Fortum in Sweden has 985 employees and no quantitative ratio could be 

found (Fortum, 2021b). 

Table 8: Results from Assessment of Fortum 

Actor/Indicators Fortum 

Commitment, Transparency, & Accountability 

Signatory to Equal By 30 Yes (Fortum, 2020). 
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Mentions Participation Other 

Gender Equality Initiatives 

Female Leader Engineer program in Sweden which aims 

to strengthen the role of females in NTOs for women 

(Fortum, 2020).   

Qualitative Gender Equality 

Mentions the Importance of 

Qualitative Equality 
Yes (Fortum, 2020). 

Measures to Increase 

Qualitative Equality 
- 

Quantitative Gender Equality in 2020 - % of women 

Board of Directors 44 % (Fortum, 2020). 

Executives 27 % (Fortum, 2020). 

Workforce 27 % (Fortum, 2020). 

Advocacy & Addressing Gender Equality 

Gender Pay Gap 

Nothing stated, measures were only found for Fortum in 

Finland (Fortum, 2020). However, Equal By 30 

encourages to close the gender pay gap by 2030.   

Diversity Education for 

Recruitment/Senior Staff 
- 

Diversity Education for 

Workforce 

Not specified, however, has training and education 

programs to improve employee skills (Fortum, 2020). 

Recruitment Strategy for 

Diversity or Gender Equality 
- 

Gender Focused 

Employer Branding 

States in-text that there are measures (Fortum, 2020). 

Also shown through imagery choices on webpage and 

company documents. 
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5.2. Synthesis of Document Review   

Table 9 below shows a compiled summary of all the individual actor's results tables, and 

several findings in Table 9 are worth mentioning. Firstly, regarding commitment, 

transparency, and accountability it was found that all actors stated participation in some 

sort of equality initiative. It was found that SvK was not a signatory to Equal By 30 and 

Vattenfall did not state any additional initiative participation in their documents or on their 

webpage. However, it should be mentioned that all actors were found to be sponsors of 

Kraftkvinnorna, even though not all actors mentioned this collaboration in their documents 

or webpages.   

Secondly, regarding qualitative gender equality, all actors stated the importance, but it was 

found that only SvK had specific measures to work with qualitative gender equality. 

Thirdly, regarding quantitative gender equality, Table 9 shows that Fortum was the only 

actor that did not provide any specific percentages for Sweden. Instead, Fortum only 

provided statistics for the entire global company, thus, the numbers become misleading. 

Additionally, as also seen in Table 9 E.ON was the only actor to have specific timebound 

quota goals for management and the workforce.  

Lastly, Table 9 also shows that the advocacy and addressment of gender equality indicators 

had the most uneven results. Here SEA and Fortum covered the least indicators while SvK 

and Vattenfall covered the most. Table 9 also shows that diversity education and 

recruitment strategy indicators were the least mentioned while addressing the gender pay 

gap and employer branding was the most covered by all the actors. 
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Table 9: Comparison of Results 

Actor/Indicators SEA SvK Vattenfall E.ON Fortum 

Commitment, Transparency, & Accountability 

Signatory to Equal By 30      

Mentions Participation Other  

Gender Equality Initiatives 
     

Qualitative Gender Equality 

Mentions the Importance of 

Qualitative Equality 
     

Measures to Increase 

Qualitative Equality 
     

Quantitative Gender Equality in 2020 - % of women 

Board of Directors 38% 50% 33% 38% 44% 

Executives  46% 27% 36% 27% 

Workforce  62% 39% 26% 37% 27% 

Advocacy & Addressing Gender Equality 

Gender Pay Gap      

Diversity Education for 

Recruitment/Senior Staff 
     

Diversity Education for 

Workforce 
     

Recruitment Strategy for 

Diversity or Gender Equality  
     

Gender Focused  

Employer Branding 
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CHAPTER 6: INTERVIEW RESULTS 

This chapter will present the main empirical interview findings. To make the result sections 

more intuitive these themes were sorted under similar headers used in previous result 

section, along with additional findings. Due to anonymity, the interviewees are references 

to as A, B, C, and D. 

6.1. Commitment, Transparency, & Accountability 

Firstly, all respondents perceived that the dialogue regarding gender equality has changed 

and enhanced. Indicating that it has shifted in the STEM field, businesses, research, and 

policy considerations. Regarding gender equality in politics and businesses, interviewees 

A and B, perceived that equality perspectives are something that has become obvious to 

include compared to the past. This was further emphasized by C who discussed how the 

SEA (i.e., Swedish gender equality policies) affects research, and how the agency’s 

measures regarding funding and gender equality requirements has enhanced equality 

consideration. Furthermore, B perceived that equality commitments has shifted, where 

previous focus was the gender pay gap and current focus is how one act and conduct 

oneself. 

Regarding transparency, B also emphasized that one reason why businesses only talk about 

gender equality in brief terms could be that companies fundamentally are economically 

motivated. Investments are therefore thought about in short-term, and long-term 

investments without instant paybacks are difficult to incite. Connected to this and actor’s 

commitment was further emphasized by A who discussed how policies and political gender 

equality action plans or targets are important directives, but they fall short in 

implementation. The reasons for this were connected to that politicians do not, and should 

not, have that control and that there is a lack of funding for the implementation phase. 
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Furthermore, A and D discussed how the increased focus on sustainable development and 

SDGs is a possibility to enhance the connection between gender diversity and energy, both 

in policies and the sector in general. This connects to the business perspective provided by 

interviewee B, who argued that the increased pressure and accountability of sustainability 

is a possibility to increase gender equality in businesses; Since an enhanced demonstration 

of sustainability within a company can become a competitive advantage both regarding 

customers and employees. 

6.2. Measuring Gender Equality & Diversity 

Regarding evaluation, it was found that all respondents agreed that diversity measurements 

often are vague and difficult to put in numerical values. Apart from quotas, A and B 

suggested that suitable measurements could be to explore how women in the energy sector 

in general experience and consider the work environment; Proposed suitable measures 

could be to look at health through sick leave, parental leave, career opportunity, and if there 

are any differences between men and women’s average length of employment. 

6.2.1. Quotas 

All respondents could see positive aspects of quotas as a tool to integrate more women in 

the energy sector. Among the positive aspects mentioned was that quotas are a simple initial 

step that makes gender discrepancy visible (A&B). Interviewee C mentioned that quotas 

can be useful to integrate more perspectives or experiences, but unlikely that utilization 

will lead to any radical change. Additionally, A and C perceived that if quotas are to 

successfully integrate more perspective; An important aspect to consider is if the current 

holders of power positions can see their own privilege and withdraw from it. Thus, allowing 

women to be heard is not only adding women to the company or group but renouncing and 

transferring previous positions of power. 
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6.3. Addressing Gender Equality 

Firstly, all respondents mentioned the importance of hiring the right and most qualified 

person regardless of gender during recruitment. However, D mentioned that this is both 

difficult and hard due to that employers often have a clear picture of what type of candidate 

they want. Having the ability to diverge from original considerations requires training and 

strategy as well as support from expert assistance, if possible. Interviewee D also specified 

that support requires funding, and as mentioned, funding for diversity inclusion is often 

scarce. Furthermore, B added that equality and diversity are seen as important questions 

but are not regarded as a priority. 

6.3.1. Presumptions & Generalized Gender Norms 

Regarding equal compensation and gender pay gaps, A deemed that measurements and 

delineation of gender pay gaps are important tools, but if no more actions are taken further 

change is unlikely. Interviewee B also emphasized that the Swedish energy sector is one of 

the most equal when it comes to wage gaps between genders in the same roles. However, 

A and D both remarked that pay gaps in the sector often differ depending on roles and if 

the profession traditionally categorizes as a feminine or masculine job. A elaborated that it 

is easier to measure pay gaps between genders in similar job roles. However, it becomes a 

complex and contemplative issue when you start regarding why an administrative 

(traditional feminine) and STEM (traditional masculine) role have considerable wage gaps 

and whether these are motivated by required work effort or gender norms. 

Even though tools to advance gender equality were considered useful, all respondents 

argued that an increase in gender diversity will not occur if the energy sector does not start 

changing perceived exterior and interior norms of the sector. As discussed by A and D, the 

energy sector is seen as a technical field and often perceived as traditional masculine that 

requires physical intense labor. Interviewee C further elaborated on these norms by 

expressing that energy is masculine-coded, meaning that energy often is associated with 

techniques and efficiency. 
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Furthermore, generalized perceived gender norms within workgroups were also discussed 

by all respondents. When asked about gender differences in work groups all respondents 

had some comments. Firstly, A and D mentioned how it is often obvious gender norms 

regarding different roles, such as men in STEM and women in administrative or social 

fields. Both A and D also mentioned generalized differing gender norms between work 

ambition, where D had experienced that women tend to work a lot harder. Interviewee C 

also experienced that women tend to get more invested and take on more responsibility. 

Additionally, B and C had experienced that women often are drawn to the bigger complex 

and “why” questions, which could be a reason for why women might be more focused on 

the social or humanitarian fields. On the contrary, both C and D mentioned how they had 

perceived that men tend to work with a narrower scope focusing on either one technical 

solution or one area within STEM. 

Similar presumptions of gender norms were also mentioned during the interviews when 

discussing generalized differences of female or male leadership. Where B and C, who both 

currently work in female-dominated groups, felt that women tend to be more open and 

communicative, while men generally tend to have a more hierarchical leadership style. 

Connected to this were A and D experiences from working in more male-dominated groups, 

where both mentioned that it could be difficult to take place, be heard, or gain respect if 

there was an under-representation of women. All respondents mentioned that it is preferred 

to work in more diverse and mixed groups. 

6.3.2. Sectorial & STEM Image 

When asked about gender mainstreaming and possibilities to include more diversity in the 

sector, in connection to the sectorial, masculine, and feminine norms. All respondents 

discussed that an important milestone for the energy sector to integrate more needed 

capabilities and perspectives is to change the sectorial image. 

Interviewees A, B, and D considered aspects connected to the understanding of STEM and 

discussed how the energy sector needs to start increasing the awareness of the sector by 
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targeting younger generations. Respondent A discussed possible sectorial benefits if gender 

mainstreaming measures expands beyond current focus, and instead, attempt to attract new 

talents to the needed educations. Similarly, B acknowledged that a reason for why the sector 

might be so male-dominated could be that many young female talents tend to choose a more 

social field than natural science (or technical) already in high school disciplines. 

Interviewees B and D elaborated that the norms defining the energy sector highly influence 

the sectorial image. For example, D discussed that STEM generally is perceived as a 

discipline that only entails mathematics, thus, there is a misbelief of the possibilities a 

STEM education can facilitate. Additionally, D believed that the image of STEM probably 

would change if people understood the potential varieties to a career in STEM and how big 

the pay gap is compared to a more “traditional female occupation”. 

Image aspects were also connected to the perception of energy and climate change. 

Interviewee C discussed how the energy sector is associated with technicalities and not an 

environmental area. Interviewee D also elaborated on this by expressing that energy needs 

to be seen from a bigger perspective; people generally associate studies or jobs in 

environmental science fields as the best option to mitigate climate change, and do not 

realize that jobs in the energy field might entail a more efficient way to make a positive 

impact. Moreover, B expanded on this by discussing how there in recent years has been an 

increase of women applying for engineering educations focused on water and wind but not 

on electrical power. B also believed that if the understanding of energy would change it 

could increase the general perception of the sector, and thus, open up for more diversity 

and attract people interested in climate change mitigation. 

6.3.3. Importance of Role Models 

All respondents mentioned the importance of role models and how they can enable a more 

attractive sector, thus, used to change the norms, image, and diversify in the sector. For 

example, B discussed that instead of waiting for new talent to graduate, role models (both 

male and female) within the sector could act as ambassadors and attract competent new 

talent. Thus, possibly increase competencies in the sector. Additionally, D mentioned how 
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she at the start of her career experienced that there were few females in higher positions to 

look up to, and thus, difficult to see possible career paths. 

6.3.4. Structural Change 

A major reoccurring theme throughout the interviews was the need for structural change. 

Firstly, regarding quotas; All respondents believed that a job should be given to the most 

qualified candidate. However, A and D mentioned that this requires self-examination and 

could result in some tough realizations. Interviewee D elaborated on these by discussing 

that the difficulties come down to basic psychology; If a recruiter decides that a job 

candidate, which is a younger duplicate of themselves, is unsuited for the job does that 

mean the recruiter was unqualified? Interviewee B also confirmed the difficulties on how 

to determine qualifications and acknowledged that female quotas could overlook the 

advantage perspectives from other minorities or types of diversity or backgrounds. Hence, 

if the goal with female quotas is to increase capabilities and competence it might instead 

be more beneficial to choose a candidate with another educational background, experience, 

or from an alternative social sector. This was further highlighted by C who discussed the 

concerns with quotas for women in the first place. Interviewee C raised the matter that 

before an organization starts with quotas, they need to reflect on what the goal is with a 

higher representation of women. If the goal is only to decrease discrimination or provide 

equal opportunities quotas can be a good tool. However, if the idea is that a non-

representation of women is the reason for less capacities there are other ways to integrate 

those needed perspectives. C, therefore, elaborated that just using quotas can entail that you 

fail to address the underlying structural problem since the current system structures 

maintain the norms. 

Secondly, regarding the image of the energy sector. Both A and C discussed how important 

it is for the energy sector to address the current perceived norms and image of the sector to 

succeed with the energy transition. A and C emphasized that the energy transition is not 

aiming to alter the current fuel supply but changing both the sector and how society uses 

energy. Interviewee C also expressed doubt that higher integration of women will increase 
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the needed competence and successfully change the sector. This was elaborated on by B 

who raised a concern that a gender-equal (50/50 split) probably would not accomplish any 

structural change, instead, the structure norms need to be addressed. C suggested that if the 

energy sector aims to attract new expertise the sector needs to change its problem 

formulation; The energy sector has acknowledged that there will be a lack of competence 

and one way to increase it is by increasing the diversity. However, C meant that this 

becomes a causality dilemma since an increase in women does not entail that anything will 

change. This connects back to statements made by B and D where both acknowledged that 

women in the sector tend to try to fit in and replicate what the men are doing instead of 

breaking these structural norms. When asked about dilemmas A, B, and C mentioned that 

if the current structures do not change it will be difficult for the energy sector to contribute 

to a just energy transition since the sector will be stuck in its “old ways of business”. 

Interviewees A and B also added that it could be challenging to address gender equality in 

the energy sector since it is less prioritized. A also stated that a just transition will not be 

possible if not all aspects of sustainable development are included.  
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CHAPTER 7: DISCUSSION 

This chapter will discuss and analyze the results in relation to the theoretical framework 

and aim of the research questions. However, addressing the energy-gender nexus is 

complex, making opportunities and challenges interlinked and context-dependent. This 

chapter will therefore also attempt to untangle and highlight these interlinkages. 

One of the first opportunities to discuss is quotas. As emphasized by the interviewee’s 

quotas provide a clear benchmarking tool and can serve as a good initial step to address 

diversity. Findings from the document review showed that all actors measured gender 

diversity by quantity. SvK and E.ON were the only actors to have quota goals, were SvKs 

goals lacked specific target dates in contrast with E.ON. However, this study has revealed 

that there are stereotypical gender norms on many different levels in the energy sector. A 

challenge is, therefore, not only to determine specific targets but take quotas a step further 

and do an in-depth analysis for why the norms exist and what maintains them. Moreover, 

the representation of sexes was only presented on an overall level. Hence, no actor was 

transparent regarding gender division between departments, and as highlighted by both 

literature and interviewees, there tend to be big differences department-wise. If the energy 

sector starts evaluating the representation department-wise, it could become a possibility 

to identify the underlying structural norms. However, an equal division between sexes 

might not be the right resolution, but rather a misdirected focus from the actual aim of 

diversity inclusion. This results in that quotas could become a pitfall for gender equality. 

From this, the wickedness of the subject becomes clear. On one hand, organizations might 

want to address the inequalities between sexes and increase diversity for the sake of justice. 

On the contrary, limiting the scope to quotas might diminish the problem. Also, the 

interviewees somewhat criticizing responses towards quotas and focus on gender-typical 

norms could be interpreted as dissatisfaction of either previous experiences or that change 

is not quick enough. 
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Regarding qualitative equality, the document review showed that all actors mentioned the 

importance of qualitative equality, but only SvK had specific measures to increase skills 

and capabilities through a standalone strategy. Targeting employees and having recruitment 

tactics might simply be a good beginning to overcome some of the difficulties stated by the 

interviewees. Both the literature and respondents highlighted that it will be important to 

consider who is included in this energy transition. Thus, who is represented, has decision 

power, and who’s or what values will this new system be based on. Making the importance 

of capabilities and representation in the energy sector clear, however, finding the right 

measures to enhance it is a particularly complex matter. 

Furthermore, as seen in the document review, all actors were involved with some form of 

diversity initiatives, and the importance of such initiatives was highlighted by the 

interviewees. Organization and advocacy for participation could entail a possibility for 

employees to influence executive management to act in these questions. This also connects 

to the respondent’s emphasis on the significance of role models and how these can 

encourage women within the sector. Such incentives and inspiration could therefore also 

imply a possibility to support and transform the sector from within. A major opportunity 

could therefore be to utilize and learn from the existing initiatives as well as the advocacy 

from role models.  

The literature highlighted that one argument for diversity is the possibility to increase 

profitability. However, the interviewees emphasized that the dialog regarding equality has 

changed and become an obvious question to consider. This could indicate that the 

integration of diversity within organizations’ might not only be motivated by the positive 

impacts associated with increased diversity, but instead regarded as a question of human 

rights or equal opportunities for all.  

On the other hand, organizations accentuating the importance of equality, as found in the 

review, could indicate a type of “greenwashing”. Hence, organizations might convey a 

dedication to diversity, but in reality, the matter is not prioritized. This could be connected 

to the difficulties and lack of funding in the implementation phase that was highlighted by 
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the interviewees. As the respondents acknowledged; Companies are foremost economically 

motivated, and policies have tended to fall short during the implementation phase. If we 

assume that organizations only are economically motivated, it is highly unlikely that gender 

equality directives in governmental policies will be seen as a priority if regarded as an 

insignificant issue. An example of this could be seen in the review of Vattenfall where 

gender equality was deemed to have a low significance both economically and by 

Vattenfall’s stakeholders.  

Additionally, in the document review, it was found that most measured indicators were just 

stated. Hence, lacked specific targets or measures. This was first interpreted as an indication 

of a lack of transparency, however, as emphasized it could rather be a lack of priority. One 

reason why there is a lack of priority might be connected to that policies and targets for 

gender equality have evolved in parallel. Taking the radical actions needed will require 

resources, thus, entails additional challenges. Noteworthy is that Sweden's commitment to 

the Equal By 30 initiative might be the necessary measure to mitigate these challenges. 

Furthermore, the urgent need for new capabilities might prove to be the endorsement the 

sector needs to start addressing gender inequalities seriously. If so, the benefits from a more 

diversified sector could potentially benefit the transition by an acceleration provided by 

new perspectives. However, as highlighted by the interviewees, its difficult to know what 

kind of competence is needed in the future energy sector. As also emphasized, an argument 

could be made that it is more reasonable to focus on the “right” individuals rather than 

diversity to obtain these needed perspectives. Yet, the respondents mentioned that there 

generally are different strengths and weaknesses between perceived sexes. A more even 

split where the combination of these strengths can enrich each other could facilitate the 

sectorial capability need. 

Interesting aspects to analyze were also found regarding the advocacy for gender equality. 

As shown in the document review, there were uneven results between the actors regarding 

diversity education for employees and recruiters. This could potentially be interconnected 

with the interview results which disclosed that it generally is difficult for organizations to 
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employ beyond ordinary qualifications. Hence, unawareness of unconscious biases or 

human prejudices might enhance the threshold to hire more diversely.  

Moreover, during the interviews, it was frequently mentioned that a potential obstacle for 

the sector is the association of energy and STEM being “masculine”. An opportunity to 

address the mentioned norms, and at the same time increase diversity, was found connected 

to the sectorial “image”. An argument to address this issue is that if the image change it 

could increase the interest in the sector. In this study, two alternatives have arisen. Firstly, 

employer branding could be used to mitigate this initial hurdle and alter the sectorial 

impression. In the review, all actors except SEA displayed some form of employer 

branding. However, this could relate to that SEA is a governmental agency and has differing 

underlying driving forces than companies. As the review also revealed, most employer 

branding was connected to only imagery choices. Even though complex problems require 

varying solutions, a challenge here would be to avoid the previously mentioned 

“greenwashing”. Secondly, improved interlinkage between energy and climate change 

could make the sector more attractive. However, it is unlikely that such measures will have 

a major impact on diversity if the present cultural internal norms remain. Additionally, 

during the interviews gender pay gaps and its connection to gender norms were repeatedly 

mentioned. However, in the review the mention of gender pay gaps was inconsistent. 

Again, it was only SvK and E.ON that stated specific measures. Such specific measures 

could be one of the possibilities to diminish norms. 

All these aspects connect to the main findings from the interviews and the central challenge; 

To address norms and the need for systematic change. This fundamental issue is also likely 

to be the reason why the energy sector is an NTO for women. If women tend to adjust to 

the norm-typical masculine roles to gain authority or blend in, the current male 

prerequisites are unlikely to change. Additionally, the claim that there needs to be a 

sectorial image shift raises interesting considerations. Based on the previous research that 

states that women are more worried about climate change and interviewees stating that 

women tend to focus on the bigger complex issues. One could assume that more women in 
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the energy sector would entail an increased focus on sustainability. However, the structural 

hurdles might hinder that. Hence, a correlation does not have to entail a corresponding 

outcome in this case. These norms are likely to be unintentional, highlighting the 

importance of initiatives to educate and advocate for a diversified and including sector. 

Lastly, the above-mentioned opportunities and challenges could imply several barriers 

and/or support for the energy sector’s ability to tackle the energy transition. Were the 

wickedness of the energy transition itself might become an obstacle to consider gender 

perspectives. Even though the energy transition aims to achieve a just transition other 

important aspects might be prioritized. The facilitation of the SDGs and nexus thinking per 

se, therefore, entail one of the main prosperities. As exemplified, these have fostered 

discussions in public, political and scholarly debates. If the energy transition is to be just 

and effectively solved concepts such as the energy-gender nexus might be the reasoning 

and understanding needed to achieve social justice. 
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CHAPTER 8: CONCLUSIONS 

This thesis studied what measures actors in the Swedish energy sector currently use to 

internally enhance gender equality, and to which extent found measures were included in 

the actor's organizational reporting. As well as what opportunities and challenges the 

Swedish energy sector face to address issues of the energy-gender nexus, and what 

potential impacts these could have on the Swedish energy sector’s ability to tackle the 

wicked problems of the energy transition.  

This thesis has shown how the energy-gender nexus is a complex interconnected paradigm 

that touches upon numerous problematic issues. The document review disclosed that the 

most common measures to enhance gender equality were through quantitative means and 

acknowledging the importance of diversity through different means. However, it was also 

found that actors often lack dedication or prioritization for equality-enhancing measures. 

As the discussion showed there are several opportunities and challenges for the Swedish 

energy sector to address issues of gender equality. If a permanent shift is to be accomplished 

the most important action is awareness and regularity, thus, a major opportunity becomes 

gender mainstreaming on daily basis. This study also found that the main challenge is the 

underlying structural norms within the sector. Taking the needed additional progressive 

steps will require resources and commitment. Due to the sector's current monetary focus 

and low priority of equality, there is a need to frame the scope for why diversity is important 

in the sector. Even though this might prove difficult to root, one argument is the positive 

benefits diversity has proven to deliver.  

In conclusion, as this study has highlighted; One of the important aspects of the energy 

transition is not the replacement of fossil fuels with renewables but achieving a just 

transition where structural change is undertaken towards a more sustainable world in all 

regards. Even though equality might just be a small part of the transition, it is undoubtedly 

not an aspect to neglect. Hence, if the energy transition is to be just and effectively solved 
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concepts such as the energy-gender nexus might be the reasoning and understanding needed 

to achieve social justice. However, debates on equality would presumably benefit if 

transcended from its usual discourse where the binary concept of gender currently is the 

focus. 

This study has been limited to: (1) Exploring the current situation of gender equality in the 

Swedish energy sector. (2) Only using aggregated data from four interviews conducted with 

women. It would therefore be recommended for future research to: (1) Study how the 

development progresses over time as well as its rate. (2) Conduct a study where conclusions 

are not only drawn on generalized findings and restricted to a female perspective on gender 

and equality. 



 

REFERENCES   45 

 

REFERENCES 

Adom, D., Yeboah, A. and Ankrah, K., 2016. Constructivism philosophical paradigm: 

Implication for research, teaching, and learning. Global Journal of Artis Humanities and 

Social Sciences, [e-journal] 4(10), pp.1–9. https://doi.org/10.1111/2052-6369. 

ALLEA, (All European Academics), 2011. The European code of conduct for research 

integrity. Strasbourg: European Science Foundation. 

Ambler, T. and Barrow, S., 1996. The employer brand. Journal of Brand Management, 

[e-journal] 4(3). https://doi.org/10.1057/bm.1996.42. 

Amnesty International, 2021. Why it’s important to speak out for women’s rights. [online] 

Available at: <https://www.amnesty.org/en/what-we-do/discrimination/womens-rights/> 

[Accessed 6 May 2021]. 

Andrijevic, M., Crespo Cuaresma, J., Lissner, T., Thomas, A. and Schleussner, C.-F., 

2020. Overcoming gender inequality for climate resilient development. Nature 

Communications, [e-journal] 11(1). https://doi.org/10.1038/s41467-020-19856-w. 

Asset, 2021. GIRL POWER: the role of women in the energy transition. [online] 

Available at: <https://energytransition.academy/content/girl-power-role-women-energy-

transition> [Accessed 6 May 2021]. 

Backhaus, K., 2016. Employer Branding Revisited. Organization Management Journal, 

[e-journal] 13(4). https://doi.org/10.1080/15416518.2016.1245128. 

Baruah, B., 2017. Renewable inequity? Women’s employment in clean energy in 

industrialized, emerging and developing economies. Natural Resources Forum, [e-

journal] 41(1), pp.18–29. https://doi.org/10.1111/1477-8947.12105. 

Baruah, B. and Biskupski‐Mujanovic, S., 2021. Navigating sticky floors and glass 

ceilings: Barriers and opportunities for women’s employment in natural resources 

industries in Canada. Natural Resources Forum. [e-journal] https://doi.org/10.1111/1477-

8947.12216. 

Bell, S.E., Daggett, C. and Labuski, C., 2020. Toward feminist energy systems: Why 

adding women and solar panels is not enough. Energy Research & Social Science, [e-

journal] 68. https://doi.org/10.1016/j.erss.2020.101557. 

Bowen, G., 2009. Document Analysis as a Qualitative Research Method. Qualitative 

Research Journal, [e-journal] 9(2), pp.27-40. https://doi.org/10.3316/QRJ0902027. 



 

REFERENCES   46 

 

Braun, V. and Clarke, V., 2008. Using thematic analysis in psychology. Qualitative 

Research in Psychology, [e-journal] 3(2), pp.77–101. 

https://doi.org/10.1191/1478088706qp063oa. 

Brundtland, G.H., 1987. Our Common Future: Report of the World Commission on 

Environment and Development. Geneva: UN-Dokument A/42/427. 

Byggcheferna, 2020. Stoppa Machokulturen. [online] Available at: 

<https://byggcheferna.se/app/uploads/2020/05/BC_R3_Stoppa-macho_200511.pdf> 

[Accessed 16 Apr. 2021]. 

Clancy, J., 2009. Late Developers: Gender Mainstreaming in the Energy Sector. [online] 

Twente, The Netherlands: University of Twente. Available at: 

<https://www.researchgate.net/publication/228449662_Late_Developers_Gender_Mainst

reaming_in_the_Energy_Sector> [Accessed 16 Apr. 2021]. 

Clancy, J. and Feenstra, M., 2019. Women, Gender Equality and the Energy Transition in 

the EU. Twente, The Netherlands: University of Twente. PE 608.867 

Creswell, J.W. and Creswell, J.D., 2018. Research design: qualitative, quantitative, and 

mixed methods approaches. London: SAGE. 

Criqui, P., Jaccard, M. and Sterner, T., 2019. Carbon Taxation: A Tale of Three 

Countries. Sustainability, [e-journal] 11(22). https://doi.org/10.3390/su11226280. 

Daly, M., 2005. Gender Mainstreaming in Theory and Practice. Social Politics: 

International Studies in Gender, State & Society, [e-journal] 12(3), pp.433–450. 

https://doi.org/10.1093/sp/jxi023. 

ENERGIA, 2019. Gender in the transition to sustainable energy for all: From evidence 

to inclusive policies. [online] ENERGIA International Network on Gender and 

Sustainable Energy. Available at: <https://www.energia.org/assets/2019/04/Gender-in-

the-transition-to-sustainable-energy-for-all_-From-evidence-to-inclusive-

policies_FINAL.pdf> [Accessed 15 Apr. 2021]. 

Energia, 2021. Workshop: Energy transition through the lens of gender equality. [online] 

Energia. Available at: <https://www.energia.org/webinar-workshop-on-energy-transition-

through-the-lens-of-gender-equality/> [Accessed 6 May 2021]. 

Energimyndigheten, 2019a. Arbeta hos oss. [online] Available at: 

<https://www.energimyndigheten.se/om-oss/arbeta-hos-oss/> [Accessed 10 May 2021]. 

Energimyndigheten, 2019b. Genus och jämställdhet på energiområdet. Bromma: Statens 

Energimyndighet. ER 2019:08. 



 

REFERENCES   47 

 

Energimyndigheten, 2020. Energiindikatorer 2020: Uppföljning av Sveriges 

Energipolitiska mål. Bromma: Statens Energimyndighet. ER 2020:18. 

Energimyndigheten, 2021. Om oss. [online] Available at: 

<http://www.energimyndigheten.se/om-oss/> [Accessed 10 May 2021]. 

Energimyndigheten, n.d. Så här arbetar vi med forskningsfinansiering. [online] Available 

at: <http://www.energimyndigheten.se/forskning-och-innovation/sa-har-arbetar-vi-med-

forskningsfinansiering/?currentTab=7#mainheading> [Accessed 10 May 2021]. 

Engzell, M., Lepa, A. and Strömgren, S., 2016. Energibranschen i Sverige fortsätter växa 

- Analys av företag i energibranschen 2007-2014 - branschdelar, åldersstrukturer och 

kompetens. Västerås: Verket för innovationssystem - VINNOVA. VA 2016:05. 

Engzell, M., Palazzi, R. and Strömgren, S., 2019. Strukturomvandling och akademisering 

– energibranschen är i förändring. Boksluts- och kompetensdata för energibranschen 

2007–2017. Bromma: Statens Energimyndighet. ER 2019:12. 

E.ON, 2020a. Hållbarhetsrapport 2020 E.ON Sverige: Vår hållbara resa fortsätter. 

Available at: <https://www.eon.se/content/dam/eon-se/swe-documents/swe-

hallbarhetsrapport-2020.pdf> [Accessed 14 May 2021]. 

E.ON, 2020b. Marc Hoffmann utsedd till årets vd 2020. [online] Available at: 

<https://www.eon.se/nyheter/marc-hoffmann-utsedd-till-arets-vd-2020-inom-employer-

branding> [Accessed 23 May 2021]. 

E.ON, 2021c. Förnybar energi. [online] Available at: 

<https://www.eon.se/el/elavtal/fornybar> [Accessed 20 May 2021]. 

E.ON, 2021d. Mångfald och inkludering. [online] Available at: <https://www.eon.se/om-

e-on/jobb/e-on-som-arbetsgivare/mangfald-och-inkludering> [Accessed 1 May 2021]. 

E.ON, 2021e. Om E.ON: Om företaget. [online] Available at: <https://www.eon.se/om-e-

on/om-foeretaget> [Accessed 9 May 2021]. 

Equileap, 2020. Gender Equality in Sweden & Denmark: Assessing leading companies on 

workplace equality. Available at: <https://equileap.com/wp-

content/uploads/2020/05/Equileap_European-Report_Sweden-and-Denmark.pdf> 

[Accessed 14 Apr. 2021]. 

Equileap, 2021. Gender Equality Golbal Report & Ranking: 2021 Edition. Available at: 

<https://equileap.com/wp-content/uploads/2021/03/Global-Report-2021.pdf> [Accessed 

14 Apr. 2021]. 



 

REFERENCES   48 

 

Fathallah, J. and Pyakurel, P., 2020. Addressing gender in energy studies. Energy 

Research & Social Science, [e-journal] 65. https://doi.org/10.1016/j.erss.2020.101461. 

Feenstra, M. and Özerol, G., 2021. Energy justice as a search light for gender-energy 

nexus: Towards a conceptual framework. Renewable and Sustainable Energy Reviews, [e-

journal] 138. https://doi.org/10.1016/j.rser.2020.110668. 

Fortum, 2019. Fortum in the Top 100 Companies for Gender Equality. [online] Fortum. 

Available at: <https://www.fortum.com/fortum-top-100-companies-gender-equality> 

[Accessed 3 May 2021]. 

Fortum, 2020. Sustainability 2020. Available at: <https://www.fortum.com/files/fortum-

sustainability-2020/download> [Accessed 3 May 2021]. 

Fortum, 2021a. Det här är Fortum. [online] Available at: <https://www.fortum.se/om-

oss/vart-foretag/det-har-ar-fortum> [Accessed 3 May 2021]. 

Fortum, 2021b. Fortum in Sweden. [online] Available at: 

<https://www.fortum.com/about-us/newsroom/press-kits/country-fact-sheets/fortum-

sweden> [Accessed 9 May 2021]. 

Fraune, C., 2015. Gender matters: Women, renewable energy, and citizen participation in 

Germany. Energy Research & Social Science, [e-journal] 7, pp.55–65. 

https://doi.org/10.1016/j.erss.2015.02.005. 

Fraune, C., 2018. A gendered perspective on energy transformation processes. In: 

Handbook of the International Political Economy of Energy and Natural Resources. 

Cheltenham: Edward Elgar Publishing. pp.62–76. 

Glans, S., 2018. Fler kvinnor inom fastighetsbranchen: Om yrkesval, jämställdhet och 

kompetensförhöjning. Stockholm: Länsstyrelsen i Stockholms län. 2018:18. 

de Groot, J., Mohlakoana, N., Knox, A. and Bressers, H., 2017. Fuelling women’s 

empowerment? An exploration of the linkages between gender, entrepreneurship and 

access to energy in the informal food sector. Energy Research & Social Science, [e-

journal] 28, pp.86–97. https://doi.org/10.1016/j.erss.2017.04.004. 

Heinberg, R. and Fridley, D., 2016. Our Renewable Future: Laying the Path for One 

Hundred Percent Clean Energy. Washington D.C: Island Press. 

Honebein, P.C., 1996. Seven goals for the design of constructivist learning environments. 

In Wilson, Brent. G. (Ed.). (1996) Constructivist learning environments: case studies in 

instructional design. Educational Technology Publications. ed. New Jersey: Englewood 

Cliffs. 



 

REFERENCES   49 

 

ICSU, (International Council for Science), 2017. A guide to SDG interactions: from 

science to implementation. [online] Paris: International Council for Science. 

https://doi.org/10.24948/2017.01. 

IEA, (International Energy Agency), 2019. Sweden is a leader in the energy transition, 

according to latest IEA country review. [online] IEA. Available at: 

<https://www.iea.org/news/sweden-is-a-leader-in-the-energy-transition-according-to-

latest-iea-country-review> [Accessed 6 May 2021]. 

IEA, (International Energy Agency), 2021. Energy and gender: A critical issue in energy 

sector employment and energy access. [online] IEA. Available at: 

<https://www.iea.org/topics/energy-and-gender> [Accessed 20 Apr. 2021]. 

IPCC, (Intergovernmental Panel on Climate Change), 2018. Global Warming of 1.5 oC: 

An IPCC Special Report on the Impacts of Global Warming of 1.5 °C above Pre-

Industrial Levels and Related Global Greenhouse Gas Emission Pathways, in the Context 

of Strengthening the Global Response to the Threat of Climate Change, Sustainable 

Development, and Efforts to Eradicate Poverty. Geneva: Intergovernmental Panel on 

Climate Change. 

IRENA, (International Renewable Energy Agency), 2019. Renewable Energy: A Gender 

Perspective. [online] Abu Dhabi: IRENA. Available at: <https://irena.org/-

/media/Files/IRENA/Agency/Publication/2019/Jan/IRENA_Gender_perspective_2019.pd

f> [Accessed 20 Mar. 2021]. 

IRENA, (International Renewable Energy Agency), 2021. Gender Equality for an 

Inclusive Energy Transition: Women Leading the Way in Solar Energy. [online] 

Available at: < https://www.irena.org/events/2021/Mar/Gender-Equality-for-an-Inclusive-

Energy-Transition> [Accessed 6 May 2021]. 

Jämställdhetsmyndigheten, 2019. Gender mainstreaming. [online] Available at: 

<https://www.jamstalldhetsmyndigheten.se/en/gender-mainstreaming/gender-

mainstreaming> [Accessed 16 Apr. 2021]. 

Johrén, A., 2020. Nyckeltalsinstitutets Branschrapport 2020. [online] Available at: < 

https://nyckeltal.se/wp-

content/uploads/1.1.h%C3%B6g.Nyckeltalsinstitutets%E2%80%93%C3%85rsrapport.20

20.pdf> [Accessed 6 May 2021]. 

Kraftkvinnorna, 2021. Kraftkvinnornas Guide: Stöd i jämställdhetsarbetet!. [online] 

Available at: < https://www.kraftkvinnorna.se/wp-

content/uploads/2021/03/KRAFTKVINNORNAS-GUIDE-

JAMSTALLDHETSARBETE-1.pdf> [Accessed 6 May 2021]. 



 

REFERENCES   50 

 

Kuzemko, C., Keating, M. and Goldthau, A., 2018. Nexus-thinking in international 

political economy: what energy and natural resource scholarship can offer international 

political economy. In: Handbook of the International Political Economy of Energy and 

Natural Resources. [e-journal] Edward Elgar Publishing Ltd. pp.1–22. 

https://doi.org/10.4337/9781783475636. 

Lejestrand, A., 2018. Glädje och allvar när andra omgången av Qraftsamling avslutades 

- Energiföretagen Sverige. [online] Available at: 

<https://www.energiforetagen.se/medlemsnyheter/2018/september/gladje-och-allvar-nar-

andra-omgangen-av-qraftsamling-avslutades/> [Accessed 20 Mar. 2021]. 

Lieu, J., Sorman, A.H., Johnson, O.W., Virla, L.D. and Resurrección, B.P., 2020. Three 

sides to every story: Gender perspectives in energy transition pathways in Canada, Kenya 

and Spain. Energy Research & Social Science, [e-journal] 68. 

https://doi.org/10.1016/j.erss.2020.101550. 

Listo, R., 2018. Gender myths in energy poverty literature: A Critical Discourse Analysis. 

Social Science, [e-journal] 38, pp.9–18. https://doi.org/10.1016/j.erss.2018.01.010. 

Lundkvist, H., 2015. Gender Aware Employer Branding: How to Become Authentic, 

Unique and Attractive. International Journal of Business and Management, [e-journal] 

10(11). https://doi.org/10.5539/ijbm.v10n11p62. 

Mang-Benza, C., 2021. Many shades of pink in the energy transition: Seeing women in 

energy extraction, production, distribution, and consumption. Energy Research & Social 

Science, [e-journal] 73. https://doi.org/10.1016/j.erss.2020.101901. 

Mertens, D.M., 2010. Research and Evaluation in Education and Psychology: Integrating 

Diversity With Quantitative, Qualitative, and Mixed Methods. London: SAGE. 

van der Merwe, S., de Kock, I. and Musango, J.K., 2020. The state of the art of gendered 

energy innovations: A structured literature review. [e-journal] 31(3), pp.133–155. 

https://doi.org/10.7166/31-3-2427. 

NVV, (Naturvårdsverket), 2019. Förslag som kan bidra till att integrera jämställdhet i 

Sveriges genomförande av Parisavtalet. [online] Stockholm: Naturvårdsverket. Available 

at: <http://www.naturvardsverket.se/upload/miljoarbete-i-samhallet/miljoarbete-i-

sverige/regeringsuppdrag/2020/forslag-integrera-jamstalldhet.pdf> [Accessed 16 May 

2021]. 

Pearl-Martinez, R. and Stephens, J., 2016. Toward a gender diverse workforce in the 

renewable energy transition. Sustainability: Science, Practice, and Policy, [e-journal] 12. 

https://doi.org/10.1080/15487733.2016.11908149. 



 

REFERENCES   51 

 

Piggot, G., Boyland, M., Down, A. and Torre, A., 2019. Realizing a just and equitable 

transition away from fossil fuels. Available at: <https://www.sei.org/wp-

content/uploads/2019/01/realizing-a-just-and-equitable-transition-away-from-fossil-

fuels.pdf> [Accessed 3 May 2021]. 

Rathgeber, E.M., 1990. WID, WAD, GAD: Trends in Research and Practice. The Journal 

of Developing Areas, [e-journal] 24(4), pp.489–502. http://www.jstor.org/stable/4191904. 

Regeringen, 2016. Mål för jämställdhet. [online] Available at: 

<https://www.regeringen.se/regeringens-politik/jamstalldhet/mal-for-jamstalldhet/> 

[Accessed 10 May 2021]. 

Regeringen, 2017. Sweden shows leadership for greater gender equality in the energy 

sector. [online] Available at: <https://www.government.se/articles/2017/11/sweden-

shows-leadership-for-greater-gender-equality-in-the-energy-sector/> [Accessed 7 May 

2021]. 

Regeringen, 2018. Sweden to have an equal energy sector by 2030. [online] Available at: 

<https://www.government.se/press-releases/2018/05/sweden-to-have-an-equal-energy-

sector-by-20301/> [Accessed 20 Mar. 2021]. 

Statista, 2021. Most gender equal countries in the world 2020. [online] Statista. Available 

at: <https://www.statista.com/statistics/1221060/most-gender-equal-countries-in-the-

world/> [Accessed 7 May 2021]. 

Svenska Kraftnät, 2021a. Årsredovisning 2020. Available at: 

<https://www.svk.se/siteassets/om-oss/organisation/finansiell-

information/arsredovisning-affarsverket-svenska-kraftnat-2020.pdf> [Accessed 3 May 

2021]. 

Svenska Kraftnät, 2021b. Jämställdhet, mångfald och hållbart arbetsliv. [online] 

Available at: <https://www.svk.se/sakerhet-och-hallbarhet/hallbarhet/jamstalldhet-

mangfald-och-hallbart-arbetsliv/> [Accessed 29 Apr. 2021]. 

TUDelft, 2021. Girl power: Gender and the Energy Transition. [online] TU Delft. 

Available at: <https://www.tudelft.nl/siet/events/gender-energy> [Accessed 6 May 2021]. 

Tulder, R.V., 2018. Business & The Sustainable Development Goals: A Framework for 

Effective Corporate Involvement. [online] Rotterdam: Rotterdam School of Management, 

Erasmus University. Available at: 

<https://www.rsm.nl/fileadmin/Images_NEW/Positive_Change/Business_and_Sustainabl

e_Development_Goals_-_Positive_Change_0_Rob_van_Tulder.pdf> [Accessed 13 May 

2021]. 



 

REFERENCES   52 

 

UN, (United Nations), 2015. Transforming our world: the 2030 Agenda for Sustainable 

Development. Resolution adopted by the General Assembly on 25 September 2015. New 

York: United Nations. A/RES/70/5. 

UN, (United Nations), 2021. THE 17 GOALS: Sustainable Development. [online] 

Available at: <https://sdgs.un.org/goals> [Accessed 15 Mar. 2021]. 

Users TCP, 2021. Webinar #18 – Including gender: policy choices towards a just energy 

transition. [online] Available at: <https://UsersTCP.org> [Accessed 10 May 2021]. 

Vattenfall, 2020. Års- och hållbarhetsredovisning 2020: Framsteg för klimatet - det 

händer här och nu. Available at: <https://group.vattenfall.com/se/siteassets/sverige/om-

oss/finans/arsrapporter/2020/ars-och-hallbarhetsredovisning-2020.pdf> [Accessed 3 May 

2021]. 

Vattenfall, 2021. Vattenfall in Brief. Available at: 

<https://group.vattenfall.com/se/siteassets/sverige/om-oss/vattenfall-in-brief-2021.pdf> 

[Accessed 3 May 2021]. 

Vinnova, 2017. Genusmedvetet och innovativt ledarskap. [online] Available at: 

<https://www.vinnova.se/m/strategiska-innovationsprogram/agendor/genusmedvetet-och-

innovativt-ledarskap/> [Accessed 27 Apr. 2021]. 

 

  



 

APPENDIX A: METHODOLOGY   53 

 

APPENDIX A: METHODOLOGY 

1.1. Literature Review 

The initial literature review aimed to provide a good understanding of the previous research 

on the topic and identifying the gaps and inconsistencies, which allowed the RQ to emerge. 

As the study progressed additional literature was examined and added to the initial literature 

obtained during the progress. The following section will provide the steps taken in the 

literature review which were based on the recommended process presented by Martens 

(2010): 

(1) The research topic was identified. (2) A review of secondary sources was conducted to 

get an overview of the topic. However, as research on the specific topic is limited few 

primary research articles were identified, and grey literature obtained from Google was 

used to familiarize with the topic instead. Several search terms and keywords were used 

such as energy transition, gender equality, gender diversity, energy-gender nexus, in both 

English and Swedish. The studies were gathered in March/April 2021. (3) By screening the 

reference lists in the grey literature, a research strategy was developed for obtaining 

appropriate preliminary sources and primary research journals. (4) Search strings were 

developed and the search was conducted in Scopus. Due to the topic novelty, a decision 

was made to use broad umbrella keywords, to obtain as many articles as possible. The most 

successful search was made using only (“energy transition*” AND “gender equal*”, which 

gave 102 hits. After the first screening of titles, only 24 articles were determined relevant 

for the scope of this study. Abstracts were read and resulted in a selection of 13 specific 

articles to review. From there a snowball approach was used trying to locate additional 

information by looking at each article reference list and where it had been cited. In the end, 

10 articles regarding the energy-gender nexus were used. As these did not cover all needed 

aspects in this study scope, additional literature from the initial search of grey literature was 

used as a compliment. (5) After the full-text references were obtained through Google or 

Uppsala University’s online library, and articles read. During this process, the literature 
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was evaluated based on relevancy for this study and sorted by common themes (6) Lastly, 

the findings were synthesized, and the information used to develop a conceptual framework 

within the literature review section based on found themes, as well as to develop the final 

research questions. 

1.2. Document Review 

The following section will provide the steps taken in the document review which were 

based on Equileaps methodology for reporting and ranking gender equality.  

Firstly, Equilips methodology was determined suitable since the organization annually 

ranks over 3,500 public companies globally using their ‘Gender Equality Scorecard™’ 

measuring 19 criteria’s, which are inspired by UN’s Women’s Empowerment Principles 

(Equileap, 2021). 

In order to make the final table presented in this study more intuitive and adjusted to the 

study scope some adjustments to the original scorecard designed by Equileap were made 

regarding measurement variables and section naming and division. In total 12 criteria from 

the original scorecard were disregarded since they were determined either irrelevant or too 

comprehensive for the study scope. Additionally, some variables were added or adjusted to 

the scope. These can all be seen below in Table 10, the original table can be found in 

(Equileap, 2020, pg.3).  

Table 10: Document Review Indicators 

Original Equileap 

Scorecard 

Indicator used or 

replacement 
Comments 

Signatory to the UN 

Women’s 

Empowerment 

Principles 

Signatory to Equal By 30 
Exchanged to fit the Swedish study 

scope 
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- 

Mentions Participation 

Other 

Gender Equality 

Initiatives 

Added to investigate alternative 

initiatives 

Audit - Disregarded 

Living Wage - Not relevant (Swedish Law) 

Gender Pay Gap Gender Pay Gap - 

Parental Leave - Not relevant (Swedish Law) 

Flexible Work 

Opinions 
- Disregarded 

Training and Career 

Development 

Diversity Education for 

Recruitment/Senior Staff 

Divided to investigate the different 

elements of the indicator 
Diversity Education for 

Workforce 

Career Development 

Opportunities 

Recruitment 

Strategy 

Recruitment Strategy for 

Diversity or Gender 

Equality 

Added to make indicator more 

intuitive 

Freedom from 

Violence, Abuse & 

Sexual Harassment 

- Disregarded 

Safety at Work - Disregarded 

Human Rights - Disregarded 

Social Supply Chain - Disregarded 

Supplier Diversity - Disregarded 

Employee Protection - Disregarded 

- 
Gender Focused 

Employer Branding 

Added to examine if the actors attempt 

to use gender-aware marketing as a 

tool to attract diversity and/or imprint 

equality awareness  
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- 
Mentions the Importance 

of Qualitative Equality 
Added to fit the study scope 

- 
Measures to Increase 

Qualitative Equality 
Added to fit the study scope 

Board of Directors Board of Directors - 

Executives 

Executives/Managers 

Simplified due to that the Swedish 

companies does not distinguish 

between terms Senior Management 

Workforce Workforce - 

Promotion & Career 

Development 

Opportunities 

- Disregarded 

Alarm bells - Disregarded 

 

The collected and used data originated from publicly available information provided by the 

actors themselves through their annual- and/or sustainability reports, and/or information 

available on their websites. After the data had been collected and reviewed it was entered 

in the final document review tables found in the result section. These were then labeled 

with different grading depending on to what extent the variables were addressed or included 

in the data which can be seen in Table 11 below.  

Table 11: Assessment of Indicator Inclusion & Color-coding 

Indicator Inclusion Assessment of Indicator Inclusion 

Greatly/excessively Stated with solid and active measures 

Yes Stated 

Barely Mentioned or Indirectly addressed 

No Nothing stated, specified, or included 
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APPENDIX B: ACTOR PRESENTATION 

The following sections will present the actors that were assessed in the document review. 

It will also provide a justification for the selection and highlight the organization's 

importance to the Swedish energy transition. 

1.1. The Swedish Energy Agency 

The Swedish Energy Agency (SEA) works on behalf of the Swedish government and has 

a big and overall responsibility in the Swedish energy transition. For example, SEA is 

responsible for the management of electricity subsidies and emission trading, contributes 

to research and development as well as participation in international collaboration 

(Energimyndigheten, 2021). SEA is also one of the main contributors to the Swedish energy 

and climate targets where the agency annually reports follow-up official energy statistics. 

The purpose of the statistical reports is the disclosure of Sweden’s progress, and in recent 

years one of the measured objectives is gender equality in the energy sector (NVV, 2019). 

1.2. Svenska Kraftnät 

Svenska Kraftnät (SvK) is a state-owned enterprise that is responsible to maintain and 

develop the Swedish national electricity grid. SvK also has an important role in the 

achievement of Sweden’s energy and climate policy since they conduct and support 

research on energy efficiency and green technology (Svenska Kraftnät, 2021b). 

1.3. Vattenfall AB 

Vattenfall AB (Vattenfall), is owned by the Swedish state. In Sweden, Vattenfall produces, 

distributes, and sells electricity and district heating (Vattenfall, 2020). Vattenfall is the 

parent company to Vattenfall Group which is one of the leading energy organizations in 
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Europe with main operations in Sweden, Germany, Netherlands, Denmark, and the United 

Kingdom. Furthermore, the organization has ambitious targets with the main aim to make 

fossil-free living possible within one generation (Vattenfall, 2021).  

1.4. E.ON Energilösningar AB 

E.ON Energilösningar AB (E.ON), is a daughter company to the international German 

company E.ON SE which operates in 15 countries and has 70 000 employees globally 

(2100 in Sweden). E.ONs main operations in Sweden are electricity and heat distribution 

(E.ON, 2021e). Furthermore, E.ON manages several energy efficiency and innovation 

projects and aims to transition to a 100% renewable or reused energy production and 

distribution by 2025 (E.ON, 2021c).  

1.5. Fortum 

Fortum is a Finnish energy company and is the third-largest producer of CO2 emission-free 

electricity in Europe and operates in Finland, Sweden, Norway, the Baltics, Polen, India, 

western Serbia, and Russia (Fortum, 2021a). In Sweden, Fortum develops and offers 

electricity, heating, cooling, recycling, and waste disposal solutions. The organization has 

been active in the Swedish energy market since 1996 and currently is one of the largest 

hydropower operators in Sweden as well as co-owner of two of the Swedish nuclear power 

plants. Additionally, the company is one of the largest electricity retail companies in 

Sweden (Fortum, 2021b). 
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APPENDIX C: INTERVIEWS 

1.1. Thematic Analysis: Expert Interviews 

The collected interview data was analyzed through thematic analysis according to the step-

by-step guidelines provided by Braun and Clarke (2008). In these 6 steps the material is 

processed in different phases to identify codes and merged into themes and was structured 

as follows: (1) Familiarizing with the data by reading the data several times while taking 

notes. (2) Initial coding. (3) Search for potential themes by organizing the codes. (4) 

Review themes by double-checking their alignment with previously identified codes and 

the original data. (5) Define and name themes. (6) Produce report results.  

Based on the aggregated data four general overarching themes could be identified: 

Presumptions and Generalized Gender Norms, Sectorial and STEM Image, Importance of 

Role Models, and Structural Change. Afterward the themes are analyzed in relation to the 

theory and discussed to previous research. 

1.2. Interview Structure 

Due to that both the author and respondents were Swedish the interviews were conducted 

in Swedish. The original interview manuscript will therefore be included in section 1.1., 

followed by an English translation in section 1.2.  

1.2.1. Original Interview Structure: Swedish 

”Hej och Välkommen, tack för att du har tagit dig tid för en intervju med mig”. 

Innan vi börjar så har jag lite information:  

• Resultatet från denna interljuv kommer att användas i min C uppsatts för studier vid 

Uppsala universitet, och därmed kommer uppsatsen publiceras på DiVA portalen. 

Om du är intresserad kan jag skicka den till dig när jag är klar? 
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• Du kommer vara anonym, och jag kommer därmed vaken närma ditt namn eller 

vilket företag du jobbar för i uppsatsen.  

• Allt material från intervjun kommer raderas när uppsatsen har blivit godkänd.  

• Jag beräknar att intervjun kommer ta max 45 minuter.  

• Du kan närsomhelst välja att avbryta intervjun utan att uppge anledning.  

• Dubbelkolla om det fortfarande är okej att spela in samtalet och sedan transkribera 

materialet 

• Låter allt detta okej?  

[STARTA INSPELNING] 

Kortfattade introfrågor: 

• Berätta vem du är och lite om din bakgrund. 

• Berätta om din nuvarande tjänst/sysselsättning? 

• Vad innebär jämställdhet för dig? 

• Vad är kvinnligt respektive manligt för dig?  

Upplevd påverkan och erfarenheter:  

• Med en utgångspunkt i dina egna erfarenheter eller ditt yrkesliv, vad är din syn på 

jämställdhetsutveckling? Upplever du att dialogen kring jämställdhet har ändrats 

något under de senaste åren?  

• Har du någon gång upplevt att det är skillnad på att jobba i en arbetsgrupp som är 

mindre eller mer jämställd?  

• Har du själv varit i en situation där du reagerat eller funderat på den procentuella 

fördelningen mellan kvinnor och män? 

Jag har noterat att det vanligaste sättet att mäta jämställdhet är procentuell fördelning 

mellan kvinnor och män, och att mål för jämställdhet oftast är kvoterings mål.  

• Vad anser du är fördelarna och nackdelarna med detta? 
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• Har du stött på några andra verktyg att mäta jämställdhet och i så fall, vilka? 

Jämställdhet i energisektorn:  

• Hur tror du att jämställdhet påverkar en arbetsplats? 

• Upplever du att det finns någon skillnad på hur manliga och kvinnliga kollegor beter 

sig i sina arbetsroller? I så fall, hur? Vad tror du det beror på? 

• Har kön någon betydelse på organisationsnivå tycker du? 

• Forskning visar att jämställdhet har en direkt positiv inverkan på lönsamheten och 

bidrar till bättre arbetsklimat och en mer attraktiv arbetsplats. Trots att forskningen 

visar på detta så är energisektorn fortfarande ojämställd, hur tror du att det kommer 

sig?  

• Strävan efter jämställdhet, mångfald och likvärdiga villkor både en kvalitetsfråga 

och en självklar del av många företags värdegrund. Dock är detta något som oftast 

nämns kortfattat och rätt ”ytligt”. Vad tror du är anledningen till detta?  

Än så länge har jag kunnat identifiera några möjligheter som kan främja en mer jämställd 

energisektor. Dessa är bland annat att jämställhetsfrågor är ett allmänintresse, de olika 

nätverk och initiativ som arbetar med att öka jämställdheten i sektorn, en ökad 

jämställdhetsintegreringen och att allt eftersom sektorn växer så finns det ett behov att 

anställa mer folk (och därmed kvinnor).  

• Kan du se några andra faktorer som är en möjlighet för den svenska energisektorn 

att öka jämställdheten?  

• Vad anser du att män skulle kunna göra för att skapa en mer inkluderande 

energisektor? 

• Vad anser du att kvinnor skulle kunna göra för att skapa en mer inkluderande 

energisektor? 

Möjligheter och utmaningar: 
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Jag har även noterat att det finns utmaningar att locka kvinnor till energibranschen och till 

energirelaterade utbildningar, samt att de kvinnor I branschen tenderar att arbeta med 

administrativa tjänster, medan män med STEM tjänster.  

• Varför tror du att det är så?  

Gällande andra utmaningar så har jag hittat att jämställdhet och energi till en viss mån inte 

integrerar eller sammankopplas inom nationella mål, forskning generellt eller policys.  

• Ser du några andra utmaningar eller barriärer energisektorn står inför för att 

integrera en mer jämställd sektor? 

Nu har vi pratat om jämställdhet inom energisektorn, i min uppsats försöker jag även 

identifiera hur dessa möjligheter och utmaningar kan medföra barriärer eller främja 

energiomställningen. 

• Anser du att det finns några möjligheter/utmaningar som direkt kan sammankoppla 

jämställdhet med energiomställningen i Sverige?  

• Några dilemman? 

Avslutning: 

• Något du vill tillägga? 

1.2.2. Translated Interview Structure: English 

"Hello and welcome, thank you for taking the time to do this interview with me". 

Before we start, I have some information: 

• The results from this interview will be used by me in my bachelor thesis for studies 

at Uppsala University, and will therefore be published on the DiVA portal. If you 

are interested, can I send the thesis to you when I'm done? 
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• You will be anonymous, and I will neither mention your name or which company 

you work for in the thesis. 

• All material from the interview will be deleted when the thesis is has been graded. 

• I estimate that the interview will take maximum 45 minutes. 

• You can choose to cancel the interview at any time without giving a reason. 

• Double-check if it is still okay to record and transcribe the material. 

• Does all this sound okay? 

[START RECORDING] 

Brief intro questions: 

• Please share a little about your background. 

• What is your current job/occupation? 

• What does gender equality mean to you? 

• What is feminine and masculine according to you? 

Perceived experiences: 

• Based on your own experiences or professional life, what is your view on gender 

equality development? Do you feel that the dialogue on gender equality has changed 

somewhat in recent years? 

• Have you ever experienced that there is a difference when working in a group that 

is less or more gender-equal? 

• Have you ever been in a situation where you reacted or thought about the ratio of 

women and men? 

I have noticed that the most common way to measure gender equality is the percentage of 

women and men, and that goals for gender equality are usually quota goals. 

• What do you think are the advantages and disadvantages of this? 
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• Have you come across any other tools for measuring gender equality and, if so, 

which ones? 

Gender equality in the energy sector: 

• How do you think gender equality affects a workplace? 

• Do you feel that there is any difference between how male and female colleagues 

behave in their work roles? If so, how? What do you think it depends on? 

• Do you think gender has any significance at an organizational level? 

• Research shows that gender equality has a direct positive impact on profitability 

and contributes to a better work climate and a more attractive workplace. However, 

even though research shows this, the energy sector is still unequal. In your opinion, 

why is that and what could be the reason for this? 

• The pursuit of gender equality, diversity, and equal conditions is both a quality issue 

and an obvious part of many companies' basic values. However, this is something 

that is usually mentioned rather briefly and "superficially". In your opinion, why is 

that and what could be the reason for this? 

So far, I have been able to identify some opportunities that can promote a more gender-

equal energy sector. These include that gender equality issues are public interest, the 

various networks and initiatives working to increase gender equality in the sector, increased 

gender mainstreaming, and that as the sector grows, there is a need to employ more people 

(and thus opportunity to hire more women). 

• Can you see any other factors that are an opportunity for the Swedish energy sector 

to increase gender equality? 

• What do you think men could do to create a more inclusive energy sector? 

• What do you think women could do to create a more inclusive energy sector? 

Opportunities and challenges: 
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I have also noted that there are challenges in attracting women to the energy industry and 

energy-related education and that the women in the industry tend to work with 

administrative services, while men with STEM services. 

• In your opinion, why is that and what could be the reason for this? 

Regarding other challenges, I have found that gender equality and energy to a certain extent 

do not integrate or link within national goals, research in general, or policies. 

• Do you see any other challenges or barriers the energy sector faces when attempting 

to integrating a more equal sector? 

We have now talked about gender equality in the energy sector, in my thesis, I’m also 

attempting to identify how these opportunities and challenges can lead to barriers or 

promote the energy transition. 

• Do you see any opportunities/challenges to link gender equality with the energy 

transition in Sweden? 

• Any dilemmas? 

Conclusion: 

• Something you want to add? 

 


