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Abstract 

The labour market in Sweden is highly gender segregated. One of the sectors where this is 

visible is within the forestry sector, whereas of 2020, only 11 percent of the working force 

were female. Research has shown that in male dominated sectors, male domination is upheld 

through organizational structures, norms, processes, and relations. In these sectors, women are 

controlled and subordinated by various means. In the Swedish forestry industry, women 

established a non-male network after their Me Too hashtag #slutavverkat as a way to keep the 

focus on the question of gendered structures. This study examines how women experience 

working in the Swedish forestry sector and how a network for non-males influences this 

experience. A phenomenological approach inspired the study. The data consists of 10 

interviews with women, working or who have recently worked, in the forestry industry and all 

members of the non-male network. The theoretical framework consists of Acker (2012) and 

Ahmed (2006), which unfold a deeper sociological understanding of gendered structures and 

belonging, passing and non-passing in organizational spaces. The results show that women 

experience belonging due to the shared interest in the forestry sector but need to relate to the 

male dominance of the sector in different ways. Moreover, women experience problems to 

pass without being stopped or questioned and need to manage situations individually due to 

the male dominating processes in the sector. By participating in a non-male network women 

can negotiate the female body and reframe their experiences, making them feel more accepted 

in the sector and less alone.      
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1. Introduction 

On the surface, Sweden is one of the most gender equal countries in the world. Sweden is 

typically listed at the top in international rankings regarding gender equality, with 81 % of 

women in Sweden participate in the labour force (World Economic Forum, 2019). It has long 

been accepted that women participate in the labour force in Sweden (Nermo, 2000). However, 

when examining further, we find that the labour market is highly gender segregated. Men and 

women are divided within sectors by horizontal segregation and in organizational hierarchies 

by vertical segregation (Ellingsaeter, 2013; Grönlund et al., 2017; Hustad et al., 2020; Melkas 

& Anker, 1997). Looking at the statistics of the most common occupations for men and 

women in Sweden in 2020, the division is stunning. Of the 30 most common occupations for 

men or women, only five have a division of 40/60 % (SCB, 2022). The gendering of sectors 

does not happen naturally. Instead, gender and gendering processes are to be understood as a 

social construction (Powell & Sang, 2015). Gender as social construction implies that there 

are social locations where “woman” and “man” have more specific places with characteristics 

of what is masculine or feminine, and where masculinity or femininity is displayed or 

embodied (Schippers, 2007). As some sectors are male dominated, they become attributed 

with masculinity, both within the sector and in society. Men uphold male dominance through 

their relations and networks with other men, creating a male qualified description and 

understanding of the sector where women are controlled and subordinated (Acker & Van 

Houten, 1974).  

An extensive body of international research shows that women in male dominated industries 

experience the need to adjust or submit to the gendered hierarchy embedded in organizational 

structures (Powell & Sang, 2015). Women working in a male dominated sector collide with 

masculine norms in various ways (K. Johansson et al., 2020; M. Johansson et al., 2018; 

Powell & Sang, 2015; Smith & Gayles, 2018; Tokbaeva & Achtenhagen, 2021). Feminist 

scholars have used the bodily experience of structural norms to understand the effects of 

being subordinated (Ahmed, 2006). Even though there is a common understanding that 

gender equality in the labour market has increased, many sectors remain numerically 

dominated by men and heavily coded by male norms.  
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A case where this is highly visible is within the forestry sector in Sweden. The sector has long 

been associated with masculinity (Lidestav & Egan Sjölander, 2007). In 2020, only 11 % of 

forestry workers were female (SCB, 2021), decreasing since 2017, when women comprised 

15 % of the working force. Despite the forestry workforce decreasing by 300 people, 1200 

women have left since 2017 (SCB, 2021). One cause for this sharp decrease is that women are 

leaving the forestry industry rather than advancing their position. Over the last couple of 

decades, the Ministry of Enterprise and Innovation (responsible for forest policy in Sweden) 

has stated that one of the challenges in the sector is male dominance and that there is a need to 

increase effort on  improving gender equality (M. Johansson, 2020). Even though the industry 

has gone through significant changes during the last decades, male domination is still intact. 

Despite the recent decrease in women in the forestry workforce, historically their participation 

has increased since the 1950ths, both as forest owners and as employees (M. Johansson, 

2020). Nevertheless, the increase of women in forestry over the last thirty years does not seem 

to have changed its norms or numerical composition (Lidestav & Egan Sjölander, 2007). This 

is reflected in a variation of experiences among women in the sector (Andersson & Lidestav, 

2016; Appelstrand & Lidestav, 2015; Baublyte et al., 2019; Brandth et al., 2004; K. Johansson 

et al., 2019, 2020; M. Johansson, 2020; M. Johansson et al., 2018; Laszlo Ambjörnsson, 

2021; Lidestav, 2010; Lidestav & Egan Sjölander, 2007; Umaerus et al., 2013). Women 

working in the forestry sector account daily how they feel like they do not belong due to the 

comments they get, the questions about their competence, not feeling comfortable talking at 

meetings, and how they feel uncertain in some places (M. Johansson et al., 2018). Through 

comments, jokes, gazes, and being ignored, women’s bodies become bodies that do not fit. As 

a way for men to demonstrate their masculinity female bodies are sexualized through 

heterosexual norms and diminished as bodies that do not fit in the masculine norms (K. 

Johansson et al., 2020; M. Johansson et al., 2018).  

This situation for women in the forestry industry came to light during the Metoo movement in 

2017. Under the hashtag #slutavverkat (clear-felled. Translation from M. Johansson et al. 

2018), women began sharing testimonies of sexual harassment and sexism. These testimonies 

indicated that male dominating practises are still an existing part of the organizational culture 

in the forestry sector (M. Johansson et al., 2018; M. Johansson, 2020). Male dominance and 

heterosexual control are found in all the spaces of the sector (M. Johansson et al., 2018), and 

https://www.government.se/government-of-sweden/ministry-of-enterprise-and-innovation/


 

 

 

3 

 

through this control, practices of othering of the female body (M. Johansson, 2020). Feeling 

insecure or uncomfortable is a bodily experience, as the feeling of being questioned, not able 

to pass or sexualized creates a direct feeling of not belonging, not feeling at home (Ahmed, 

2006).  

As a result of #slutavverkat, women created a Facebook-group and official network in 2018 to 

share experiences with each other. Through collective actions as a network, these women tried 

to change ongoing male structures in the sector and transform the whole industry into a more 

equal one (M. Johansson, 2020). The network is called NYKS which stands for Nätverket för 

yrkesverksamma kvinnor och ickebinära i skogsbranschen (The network for working women 

and nonbinary people1 in the forestry sector, my translation and hereafter NYKS). Today, this 

active Facebook group continues to be a place where women and non-binary people share 

experiences and support each other. The official network has a calendar of events, gives 

lectures to forest companies and others who are interested, and host informal and formal 

meetings in different parts of Sweden, both for only members and for everyone interested in 

their work.  

Sociological research on women working in male dominated sectors has focused on two 

themes, understanding the processes of why and how gender occupational segregation 

happens (Bygren, 2013; Carlsson, 2011; Correll, 2001; Ellingsaeter, 2013; Grönlund et al., 

2017; Melkas & Anker, 1997; Nermo, 2000) and the experience of women working in male 

dominated sectors (K. Johansson et al., 2020; M. Johansson et al., 2018; Powell & Sang, 

2015; Smith & Gayles, 2018; Tokbaeva & Achtenhagen, 2021). Some researchers have 

suggested that women create a transformation in male structures and male dominated 

processes through their own agency (Brandth et al., 2004; Lidestav & Egan Sjölander, 2007), 

and that a small number of women working in forestry can be a part of changing such male 

 

1 I want to recognize the presence of non-binary people in the forestry sector, understanding 

them as subordinated in the gendered hierarchy with experiences that has not been researched 

on, and are not researched on in this study as well due to lack of numerical presence in the 

sector, making it difficult to keep non-binary people anonymized.  
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dominated structure (K. Johansson et al., 2020; M. Johansson et al., 2018). Women’s agency 

to change the embodied masculinity and its norms at workplaces has been studied in other 

male dominated sectors as well (Denissen, 2010; Powell & Sang, 2015; Smith & Gayles, 

2018; Tokbaeva & Achtenhagen, 2021). To a large extent, the overall research on women’s 

ability in changing male coded structure has focused on individual resilience. But women 

acting to change structures individually can put themselves at risk, which is often forgotten in 

the research (Powell & Sang, 2015; Calvard & Sang, 2017). Instead, the present study draws 

on Eduards (1994) arguments there is a possibility that networks give agency both at the 

individual and collective level to change ongoing structures.  

There is a need for further research on the experience for women working in a male 

dominated industry and how non-male networks can influence their experience. Working as a 

woman in male dominated sector’s is a bodily and subjective experience of being 

subordinated because of the male dominance and masculine attribution connected to the 

sector. When organizing themselves in a network, there is a possibility these experiences can 

change. By using Acker’s (2012) theorization on gender substructures and Ahmed’s (2006) 

theory of bodily experience of belonging or not in a space, the present study seeks to 

understand the female subjective experience of working in a male dominated and male 

attributed sector, and if a network and its collective actions can make a body feel more “at 

home”.  

1.1. Purpose and research questions  

The study will investigate women’s experience of working in a male dominated sector, which 

in this thesis will be the forestry sector, and how non-male networks can influence these 

experiences. It is necessary to understand that individual experiences build a complex web, 

together enabling insights of structural processes making it difficult for women to be included 

in the sector, and how these experiences can be reformed by participating in a non-male 

network. This study aims to answer the following research questions:  

- How do women experience belonging, passing and non-passing as a woman in the 

Swedish forestry sector, where organizational structures, norms and processes are upheld 

by male domination?  
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- How can participation in non-male networks influence the experience of belonging, 

passing and non-passing for women working in the Swedish forestry sector?  

1.2. Disposition  

This first chapter includes an introduction to why sectors become gendered and a background 

of the male dominant forestry sector. Furthermore, the background includes a presentation on 

why the thesis is required due to the research gap in women’s experiences of working in a 

male dominated sector and how networks may change these experiences. This is followed by 

a presentation of the purpose and research questions. Lastly, the presentation of disposition is 

then presented.  

The second chapter provides a literature review of previous research. The first section 

provides a review of occupational gender segregation and its mechanisms. In the second 

section there is a presentation of previous research on women’s experiences working in male 

dominated sectors. Due to the focus on the forestry industry in this study, the third section 

provides an overview of gender research done on the forestry industry in Sweden. The fourth 

section gives insight on previous research on non-male networks, with a focus on 

understanding the mechanism of such networks.  

The third chapter presents the theoretical framework of the thesis, which draws on feministic 

theory and utilizes Acker’s (2012) theoretical concept of gendered substructures to be able to 

unfold gendered processes in a sector and different substructures where the gender hierarchy 

becomes visible. Moreover, Ahmed’s (2006) theoretical concept of space accessible or not by 

structures and norms is used to examine women’s experiences and how experiences can 

change due to taking part in a network for non-males.  

The fourth chapter presents the methodological considerations of the thesis. Since the study 

aims to examine women’s experiences, a phenomenological approach has influenced the work 

of the study. This is presented and discussed in the first section of the chapter. Subsequently, 

comes a section presenting the access procedure. Next, the sample selection and procedure are 

presented and followed by a section on the data collection. The empirical material consists of 

10 semi-structured interviews with women who are members of NYKS and are, working or 

have recently worked, in the forestry sector. This is followed by a section presenting the 

conduction of the analysis and a section where I position myself in relation to the study. 
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Lastly, there is a section discussing the reliability and validity of the study and a concluding 

section on the ethical considerations done during the process.  

Chapter five presents the results and analysis of the study. The first four section and their 

subsections present the result of the study. In the last subsections of each section there is a 

deeper analysis presenting the results in relation to the theoretical framework. This is 

followed by a section discussing the results in relation to previous research. This study 

contributes to the field of gender and the forestry sector by unfolding women’s experiences of 

how they belong in the space of the forestry sector, problems of passing in a male space and 

how they need to handle situations individually. Moreover, the results display how 

participating in a non-male network influence these experiences by reframing women into 

competent workers of the forestry sector and reframing individual experiences into a 

structural problem.  

The sixth chapter presents the concluding discussion of the thesis. First, a summary in relation 

to the research questions is presented. This is followed by discussions on results in relation to 

previous research, the theoretical framework, and the method. Lastly, implications for further 

research are presented.    
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2. Previous research  

This chapter presents previous research in areas of interest for this thesis. First, there is a 

section presenting research on male dominated sectors and how gendered sectors occur. 

Second, an international outlook on women’s experiences of working in male sectors is 

presented. Third, to frame the study and give insight into the forestry industry, research on 

male dominance and women’s experience in the forestry industry is presented. Lastly, as this 

study aims to provide insight on how these experiences are influenced by participating in a 

network; research on women’s action and how they, by collective action and networks, can 

change structures will be presented.  

I have used the database ProQuest to find relevant previous research, as well as to go beyond 

databases by reading the literature used in studies important to this thesis and searching for 

articles citing studies of interest. It is important to keep in mind Law’s (2004) argument that 

science creates a reality with its results and arguments, and by describing our results we as 

researchers also claim, “this is how it is”. Concerning the context of conducting this study, 

there is a risk of producing a singular version of reality. For this reason, I want to clarify that 

the aim has not been to present all research available in the field exhaustively but to give a 

broad and nuanced reading that helps to understand the results of this study.  

2.1. Occupational gender segregation in Sweden 

Sweden has been leading as one of the most gender equal countries in the world, both when it 

comes to political and economic power (World Economic Forum, 2019). However, there has 

been critique from the academic field regarding these assumptions and figures (Ellingsaeter, 

2013; Grönlund et al., 2017; Hustad et al., 2020; Melkas & Anker, 1997). The critique has 

pointed towards the vertical and horizontal occupational segregation between gender, causing 

Sweden to be one of the most gender segregated countries concerning occupations (Melkas & 

Anker, 1997). Occupational inequality is defined as the unequal distribution of men and 

women in the whole workforce, from type of work and workplace, to where in the 

occupational hierarchy they tend to work, and to what industries and sectors they are working 

in (Nermo, 2000).  

Within the scientific community, the general view is that occupational segregation is due to 

vertical and horizontal segregation (Blackburn et al.,2001; Cerdas et al., 2019; Ellingsaeter, 
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2013; Hustad et al., 2020; Melkas & Anker, 1997; Nermo, 2000). Vertical segregation is 

defined as the separation of gender in high- and low-status occupations, where high-status 

occupations have more power over decisions, higher income, and more prestige. Horizontal 

segregation is defined as the distributional differences between gender across sectors and 

industries. It is worth noting that there is a slight decline in occupational gender indicating 

that the trends can be broken (Gonäs et al., 2019; Hustad et al., 2020), but appears to be 

difficult in particular sectors or industries (Ellingsaeter, 2013). 

While some researchers have tried statistical methods to investigate the mechanisms of gender 

segregation on a societal level (Blackburn et al., 2001; Cerdas et al., 2019; Hustad et al., 

2020), sociological research has focused on understanding the process of gender segregation 

(Bygren, 2013; Carlsson, 2011; Correll, 2001; Ellingsaeter, 2013; Grönlund et al., 2017; 

Melkas & Anker, 1997; Nermo, 2000). Two paths of sociological research are of importance 

to this study, one is trying to understand if women and men have equal opportunities in 

getting recruited (Bygren, 2013; Carlsson, 2011), and the second is trying to understand the 

mechanism behind the occupational gender gap (Correll, 2001; Ellingsaeter, 2013).  

There is a large body of research on in-group bias in recruitment (as stated by Carlsson & 

Eriksson, 2019). In-group bias has been pointed out as one of the barriers to entering a sector 

dominated by another gender (Carlsson & Eriksson, 2019). The recruitment process can 

impact the labour market, but some research shows that women entering male dominated 

sectors do not feel they meet this proposed barrier in the recruitment processes (Carlsson, 

2011; Carlsson & Eriksson, 2019; K. Johansson et al., 2020; Tokbaeva & Achtenhagen, 

2021). For example, Bygren (2013) found in his study that it depends on whether the 

workplace has recruited people from a former workplace. Nevertheless, as occupational 

segregation between gender already exists at former workplaces, the process of gender 

segregation is produced and reproduced at most workplaces in the sector (Bygren & Kumlin, 

2005). This indicates that the recruitment process, and the inflow of new employers, will not 

change the dynamics of the gendered structure in the place. In relation to these findings, 

women should have the same opportunities as men in hiring decisions, which implies that the 

main problems lie elsewhere. 

The second trend in sociological research is to understand the mechanism behind the 

occupational gender gap. In an American study, Correll (2001) found that culture, which 
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gives a person gendered beliefs about their gender and what he or she as a man or woman can 

accomplish, creates biased self-assessments based on their gender. From this perspective, 

gender occupational segregation starts in school, or even earlier in a child’s development. 

This has consequences for what boys and girls will study later in life since they will believe 

they are good at different tasks based on the learned cultured knowledge about their gender. 

Since different professions need different competences and are associated with different 

gendered beliefs, males and females tend to make career decisions based on their gender. 

These processes create horizontal occupational gender segregation (Correll, 2001; 

Ellingsaeter, 2013). Even though many things affect career choices, a person is more likely to 

work with something they feel more competent with (Correll, 2001). Ellingsaeter (2013) 

explains how gendered notions impact people´s working life and careers, both regarding 

horizontal and vertical segregation. Ellingsaeter (2013) argues that there is a cultural 

understanding of gender essentialism, which describes the presumption that men and women 

are different, essentially; that they have different capacities and competences which make 

them suitable for different jobs. According to Ellingsaeter (2013), this creates vertical 

segregation in favour of men following the order of male primacy. Correll (2001) and 

Ellingsaeter (2013) together build a foundation to understand how gendered beliefs come in 

two directions: gendered segregated sectors have different perceptions of attributes people 

working in that sectors’ need and that these attributes are either male or female. Moreover, 

students tend to adjust their studies towards what they understand their gender and 

attributions will be good at working with. In this discussion, it is essential to consider that 

these notions are not rigid, and individuals can choose other directions of studies and careers 

that are not in line with their gendered beliefs (Correll, 2001). However, on a structural level, 

these notions will be a part of the process of creating gender segregated sectors, industries, 

and workplaces. Gender beliefs can also change in the process of being produced and 

reproduced, and the notions of what is masculine and feminine change with that, as a way for 

a male dominated sector to continue being masculine (Abrahamsson & Johansson, 2006).  

Gender occupational segregation is an ongoing process, both vertically and horizontally. The 

trend of gender occupational segregation is difficult to break, as it is a part of both the society 

outside of the sector, making younger people choose to study in accordance with the 

segregation (Correll, 2001). This also can occur when working, where men and women are 
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expected to be suitable for different jobs (Ellingsaeter, 2013). Even though individuals can 

choose differently, and women seem to not be discriminated in the recruitment process in a 

male dominating industry (Carlsson, 2011), it is difficult to change how a sector is gender 

attributed (Abrahamsson & Johansson, 2006).   

2.2. Women’s experiences of working in male dominated sectors  

The present section will focus on research concerning women’s experiences working in male 

dominated sectors. How that these experiences should be understood as symbolic violence 

and how women in different ways have worked to change the structure. Previous research 

from different countries studying various occupations shows that in sectors and at workplaces 

where women are outnumbered by men there is an ongoing process of maintaining the 

occupational segregation by the construction of women as the different gender, understood as 

not “right” in a sector, at a workplace or in a certain position (e.g., Denissen, 2010; Powell & 

Sang, 2015; Smith & Gayles, 2018; Tokbaeva & Achtenhagen, 2021). From a sociological 

perspective, the process of maintaining and reshaping the masculine attributions and 

prevalence happens in various ways: at meetings, in conversations during a break, the shared 

understanding of who can lift the heavy table and the history of who have had that explicit job 

before (Denissen, 2010).  

The clearest pattern in previous research is that women experience subordination and a need 

to relate to masculine attributions in their sector and workplace in different ways. Women 

working in a male dominated environment have experienced that they become “the other” at 

their workplaces because their bodies do not follow the male norm (Denissen, 2010; K. 

Johansson et al., 2020; Powell & Sang, 2015; Smith & Gayles, 2018; Tokbaeva & 

Achtenhagen, 2021). Women feel they need to prove their competence at meetings, in contact 

with clients and generally in their everyday working life (Powell & Sang, 2015; Tokbaeva & 

Achtenhagen, 2021). Women also tend to experience how they become symbols for their 

gender at their workplaces. For example, when being introduced women experienced that 

their gender was the first thing that was commented on (Smith & Gayles, 2018; Tokbaeva & 

Achtenhagen, 2021), and women express how they have a feeling of getting a job to fill the 

employer’s quota of women at a workplace, in a specific working group or projects (K. 

Johansson et al., 2020; Tokbaeva & Achtenhagen, 2021). Women working in male dominated 

sectors also recalled situations where they had been excluded from events and discussions due 
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to their gender. (K. Johansson et al., 2020; Powell and Sang, 2015). Even though sectors 

societies and workplaces differ, the structure of subordinating women in male dominated 

sectors is clearly present. 

When women have these experiences, they need to relate and tend to adjust to the male 

dominated structures to handle their everyday working life. When women get questioned, 

they feel they need to prove their competence at the specific job by working longer hours, 

preparing more for meetings, and accepting tasks they are uncomfortable with (Denissen, 

2010; Powell & Sang, 2015; Tokbaeva & Achtenhagen, 2021). They also tend to change their 

language and voice into more masculine (Tokbaeva & Achtenhagen, 2021; Van Gilder, 

2019), change their clothing into more unisex- clothing to become “invisible” and focus on 

male attributed interest in conversations with colleagues (Denissen, 2010). Masculine 

attributes are encouraged, like having a “thick skin” or being straightforward as a way for 

women to adjust to masculine norms (Denissen, 2010; Van Gilder, 2019). At the same time, 

women experience how they can be questioned for being “too male”. In essence, women 

should “work like a man” doing all the things men do while being questioned for having male 

attributes (Denissen, 2010).  

As women experience this in their everyday workplace life, there is a need to recognize these 

situations as a structural phenomenon (Powell & Sang, 2015). With Bourdieu’s concept of 

symbolic violence, interpreted by Powell & Sang (2015), the understanding of these 

experiences is that women experience symbolic violence due to male domination and its 

structures. Symbolic violence is the emotional and psychological inequality processes where 

women are being dominated in different ways, “(It) is not physical, but may take the form of 

people being denied resources, treated as inferior or being limited in terms of realistic 

aspirations.” (Powell & Sang, 2015, p. 921). Through gender relations, symbolic violence 

denies women opportunities and rights that is available to men. The practice of symbolic 

violence is present in how the gendered hierarchy becomes naturalized in the process of 

making everyone into individual identities, having people to misrecognize gender 

discrimination as natural occurring, based on the individual instead of discrimination of 

women, making women tolerate conditions that would otherwise be intolerable (Powell & 

Sang, 2015).  
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With the concept of symbolic violence presented by Powell & Sang (2015) the experiences of 

women and their adjustments manifest. Women’s individual experiences being subordinated 

in different ways in their work life makes them adjust in various forms creating a structural 

phenomenon.    

2.3. The male forestry sector in Sweden  

The two previous sections have focused on gender segregation in the labour market and 

women’s experience of working in male dominated sectors. This section will present the 

review of research on the gendered forest sector in Sweden. Although there have been some 

gender studies of the forestry sector, only one survey study has specifically studied women's 

experiences of working in the Swedish forestry sector (K. Johansson et al., 2020). Forestry, 

together with mining, could be described as “the backbone of Swedish basic industry” 

(Johansson & Ringblom, 2017, p. 630).  Forestry is the largest industrial export sector in 

Sweden and is an integral economic importance in the context of national development (K. 

Johansson et al., 2020). Since the 1950s the forestry sector has gone through a vast 

development of different characteristics which have impacted the industry in distinctive ways 

(K. Johansson et al., 2019). The sector has become more technological and service-based, 

creating a new type of jobs in the sector such as experts in different areas and supervisors 

with an academic degree who usually work from more urban areas (K. Johansson et al., 2019; 

M. Johansson, 2020). There has also been a growing demand from a societal level to work 

with sustainable and social challenges (Baublyte et al., 2019). Additionally, the gender 

structure started to change. The first woman to enter the forestry sector with an education 

graduated in 1966. In the decades following, a few women joined and by 2006 10 % of the 

total forestry working force was female (Lidestav & Egan Sjölander, 2007).  

The forestry sector is highly gender segregated. In 2020 only 11 % of the working force were 

female, a percentage which has been higher during the last couple of years after a stagnation 

between the end of the 1990s and 2010s (Appelstrand & Lidestav, 2015; SCB, 2021). 

However, in 2021 reverted to the same percentage as it was before 2010s. Male dominance in 

the sector has previously been connected to the assumption of physical strength and difficult 

working conditions not suitable for women (Appelstrand & Lidestav, 2015; K. Johansson et 

al., 2019; M. Johansson & Ringblom, 2017; Lidestav & Egan Sjölander, 2007). Today, 

gendered structures connected to particular skills required and organizational culture is still in 
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favour for men (K. Johansson et al., 2019). Lidestav & Egan Sjölander (2007) address the fact 

that even if women have entered the forestry sector since the 1960s, the changes in how the 

professions gendered structure has been modest. From a sociological perspective, the ongoing 

process of male dominance can be understood as the male norms of the sector shifting 

together with the development of the industry. Concerning labour and space and its division, 

the forestry sector is still, to a significant extent, gender segregated. Men almost entirely 

dominate blue-collar work, for instance contractors and machine operators. In contrast, 

women entering the sector have an academic degree (K. Johansson et al., 2019).  

One part of the previous research has focused on how men or women experience the male 

dominance of the sector (K. Johansson et al., 2019, 2020; M. Johansson et al., 2018). Both 

men and women experience that women applying for a position in the forestry sector are 

favoured compared to men (K. Johansson et al., 2019, 2020). Women tend to experience this 

as they become symbols for more equality in the workplace (K. Johansson et al., 2020), and 

men experience this as unjust treatment (K. Johansson et al., 2019). Nevertheless, K. 

Johansson et al. (2020) found that women experienced how they were left out of the male 

culture at the workplace and from social gatherings where professionals created social bonds 

and relations, such as hunting outside of work or feeling uncomfortable when the working 

group was invited to take sauna baths. Not feeling comfortable attending and participating in 

social bonding activities creates a grouping between men and women where women become 

the “other”, not belonging to the group. In an earlier study, M. Johansson et al. (2018) found 

that the processes of social bonding and becoming the “other” through rituals such as sauna 

baths together with colleagues were present at the universities as well, implying that these 

processes of male dominance and symbolic violence are an integral part of the whole forestry 

sector. Baublyte et al. (2019), who studied women in high leading positions in the forestry 

sector in the Nordic countries, found even among female leaders the gendered culture in 

which male dominance was perceived, experienced they did not get equal opportunities as 

men. The women felt they were expected to follow the male standard by modifying their 

behaviour to match men to become “one of the boys” to access jobs, special meetings and 

feeling comfortable in the position. From a sociological perspective, these studies can be 

understood as women are able to take part in different social bonding gatherings, but they 

need adjust to the male norms and situations. However, as the studies show, this is something 
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an individual woman negotiates with herself if she wants to join or not (K. Johansson et al., 

2010). More than this, the male norms constitute spaces in the forestry sector that, as a 

practice and a symbol, support access based on the gendered structure (Baublyte et al., 2019; 

K. Johansson et al., 2020; M. Johansson et al., 2018).  

One of the layers of male dominance in organizational culture is sexual, taking form in 

actions as a way for men to demonstrate their masculinity, control and define the female 

identity according to heterosexual norms (M. Johansson et al., 2018). During the Metoo-

movement in Sweden, different hashtags specific to several industries showed how gendered 

hierarchies were present during working life and that there existed distinct processes and 

spaces where assault and sexual harassment took place dependent on the industry and its 

conditions (M. Johansson et al., 2018). In the forestry sector, women wrote about their 

experience under the hashtag #sluttaverkart (clear-felled), describing how they in their 

everyday working life had been objectified by men´s comments, which violated their bodily 

space by making them insecure and uncomfortable (M. Johansson et al., 2018). Also, M. 

Johansson et al. (2018) found that spaces were gendered to follow the processes of male 

norms, making it a part of women’s everyday working life to encounter sexist comments or 

remarks at coffee breaks, job interviews, and meetings with colleagues or forestry owners. 

These findings suggest that male dominance and heterosexual control are present in all spaces 

of the sector. 

Male dominance in the forestry sector has for a long time been connected to male attributions 

(Appelstrand & Lidestav, 2015; K. Johansson et al., 2019; M. Johansson & Ringblom, 2017; 

Lidestav & Egan Sjölander, 2007). Even though the working methods have changed since the 

1950s, working skills and organizational culture are still male attributed and in favour of men 

(K. Johansson et al., 2019). The male domination of the sector constitutes access to the spaces 

of sectors based on the gendered structure (Baublyte et al., 2019; K. Johansson et al., 2020; 

M. Johansson et al., 2018). Women experience this in their working life, both at their job and 

at social bonding activities connected to their work (Baublyte et al., 2019; K. Johansson et al., 

2020; M. Johansson et al., 2018). One part of it is male heterosexual control of women’s 

bodies, making women experience how their body becomes sexualized at work (M. Johansson 

et al., 2018). 



 

 

 

15 

 

2.4. Women’s resistance and collective action to change male dominated 

structures  

Women working in a male dominated sector can also be a part of changing it. M. Johansson et 

al. (2018) notes that women can have the agency to impact male dominance in daily activities 

at work, but at the same time, recognizes the difficulties in this as a burden if women become 

responsible for changing male structures. Calvard & Sang (2017) argues that by putting light 

on individual actions of resilience there is a risk of forgetting the structural processes which 

can put individuals at risk and harm when they act on their own. With a sociological lens, 

these routinized patterns of experience of working in male dominated sectors, where indirect 

or direct discrimination happens all the time, should be understood as a structural process and 

not something that should change only by individual actions. By sharing experiences, women 

can more easily recognize the structures of symbolic violence and act together in different 

ways (Eduards, 2002).  

Separatist networks can have two different goals, one is by collective action to change 

structures in a sector (Brandth et al., 2004; Eduards, 1994, 2002) or support women (Petrucci, 

2020). In an American study on women and nonbinary communities in the IT sector, Petrucci 

(2020) identified that non-male communities use three practical strategies which are first that 

the groups are organized around entrepreneurialism and professionalism, second that they 

arrange skill development meetups in a safer space and, lastly that they teach participants to 

act against discrimination on their own when they are being discriminated. These 

communities focus on personal change and can be successful in that, but cannot change the 

gendered organizational structure, which causes inequity (Petrucci, 2020).  

Through organizing collectively, women can change structures (Eduards, 1994). Eduards 

(1994) argues that this is done in three steps. Firstly, when women share their experience of 

subordination with others and translate this into collective action. Secondly, by sharing 

experiences in a collective women access a broader span of experiences. By understanding 

that they share experiences, they start to share interests as a group with a feeling of agency, 

women sharing experiences and knowing they are not alone can strengthen and empower 

them. Thirdly, by sharing experiences and talking about them, they make the problem visible 

by naming it, letting people in and outside the collective know that the experiences exist. In 

relation to the forest sector, networks for women are highlighted in research as examples of 
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collective agency and resistance (Andersson & Lidestav, 2016; Brandth et al., 2004). The 

research highlights how changing a sector and its dominating structures is complex (Brandth 

et al., 2004). Sectors are a part of society, assigning them with male attributes and male 

attributes changing and adapting to new conditions of the sector. 

Through collective communities, women can share their experiences, creating a shared 

understanding that these experiences are parts of a structural phenomenon, and through these 

spaces try to change the structure (Eduards, 1994). In contrast to this, there is a tendency in 

research to focus on women’s individual actions, which can put them at risk (Calvard & Sang, 

2017). Taking both individual agency and collective actions into account and examining the 

way these two interact can create a more complete understanding of how networks can change 

ongoing male norms.  
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3. Theoretical framework  

This section presents the theoretical framework and concepts used in this study. The purpose 

of the thesis is to understand women’s experiences of working in a male dominated sector by 

studying how men uphold domination through organizational structures, norms, and 

processes. Simultaneously, non-male networks may be able to influence these experiences, 

which will serve as a focal point in this study. Thus, the study draws on Acker’s (2012) and 

Ahmed’s concepts as their theories provides an understanding of women’s experiences of 

working in a male dominated sector by focusing on organizational processes (Acker, 2012) 

and construction of spaces (Ahmed, 2006) with a feministic approach. Acker’s (2012) concept 

of gendered substructures provides insights in how structures are not to be understood as one 

fixed structure. Rather, she conceptualizes four different substructures: organizing processes, 

organizational culture, interactions at the job and gendered identities. Further, Ahmed’s 

(2006) concepts of belonging in space, objects in spaces, passing and non-passing and being 

stopped utilizes the perception that spaces are gendered, which implies that depending on 

gender a person have access to spaces. Further, Ahmed (2006; 2012) conceptual 

understanding of space as a field of action provides insight on how spaces can be negotiated 

and reshaped into new structures.  

3.1. Male domination through gendered substructures  

For a long time, studying organizations and organizational culture was considered gender 

neutral. In 1974, Acker & Van Houten wrote a path breaking article, arguing that a gender 

perspective needed to be considered when analyzing and understanding organizational 

structures and culture (Acker & Van Houten; 1974). Since then, gender as a social 

construction (Powell & Sang, 2015), is understood to be a part of different processes 

embedded in structures in organizations, industries, and sectors (Acker; 1990). Organizational 

culture can be shared between organizations, connected to meanings and beliefs of gender in 

society and the larger context, creating a structure in a whole sector. Acker (1990, p. 146) 

states that:  

To say that an organization, or any other analytic unit, is gendered means that advantage and 

disadvantage, exploitation and control, action and emotion, meaning and identity, are 

patterned through and in terms of a distinction between male and female, masculine and 

feminine. Gender is not an addition to ongoing processes, conceived as gender neutral. 



 

 

 

18 

 

This means that organizations cannot state that gender inequality is a problem standing on its 

own, separated from other processes in an organization or industry. Rather it is a part of all 

ongoing processes in organizations and sectors. There are several gendering processes, and 

they are all integral in the same reality, making women and men experience different 

treatments throughout their working life (Acker, 2012). Acker (2012, p. 215-216) theorized 

these different processes into four components calling them altogether gendered 

substructures. The four processes are organizing processes, organizational culture, 

interactions at the job and gendered identities.  

Organizing processes describe the flow of interconnected practices or activities constituting 

an organization (Acker, 2012). In these processes inequality is integrated by the way jobs are 

designed, the determination of wages and how decision making and the power in supervising 

are distributed. Acker (2012) gives the example of how job description is gendered; the 

description of the job implies that women seek other jobs than men and that these jobs often 

have lower wages. As for how decision making and the power in supervising are distributed, 

an example can be understood within the hiring process by how men are encouraged to be a 

part of the decision-making procedures.  

Organizational culture also creates gendered subculture, meaning that the culture itself 

withholds beliefs about differences between gender, but also beliefs about what equality and 

inequality are and if the organization is equal or not (Acker, 2012). The organizational culture 

is “the sum of particular, often time and space specific, image, attitudes, belief, behaviours 

and values” (Acker, 2012, p. 216). It includes a specific gendered understanding of what is 

feminine and masculine and what is accepted or unaccepted according to this. The gendered 

understanding includes a diversity of what is feminine and masculine, meaning that there is 

not just “one way” of being masculine or feminine.  

Interactions at the job is the third component in gendered subcultures. Through interactions in 

everyday life at a workplace, gender is produced and reproduced. These interactions can take 

place between colleagues and those with different degrees of power. The interaction can 

happen between two people or more and in formal or informal situations. In these situations, 

women may be excluded or reduced and in groups dominated by men, the more common 

situation. Sexual harassment or sexual alluding jokes can also occur in those situations. 

Devaluing comments about what jobs women has also been noted by some (Acker, 2012).  
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Gendered identities describe the accepted gendered identity a person can have at their 

workplace. It is constructed by the gender identity a person has in private life and by the 

gendered subcultures at work. The identities are formed and can change over time when 

women and men participate in the additional processes creating the gendered subculture. As 

there are a variation of understandings of what is feminine and masculine, gender identities 

can differ depending on occupation. If a woman is higher up in the organizational hierarchy, 

for example, as a manager, she will meet other assumptions than women holding lower status 

occupations (Acker, 2012).  

3.2. Belonging, passing, and being stopped in non-neutral spaces 

Ahmed (2006) argues that no situation is neutral, building her argument on phenomenological 

assumptions conceptualizing that all people experience situations differently. Ahmed (2006) 

adds feminist theory, arguing for an understanding that situations are understood differently 

due to structures and if a person is subordinated by that structure or not. To understand how a 

person can act in a specific situation and if a person feels like he or she belongs or not, there 

is a need to understand the narrative of the situation. Ahmed (2006) uses her theoretical 

framework to understand queer people in the spaces of heterosexual norms. In this thesis 

Ahmed´s (2006) theoretical framework will be used as a way to understand how men by 

numerical dominating the forestry sector are understood a natural in that space, while women 

are not, and how that is a part of women´s embodied experiences of working in the forestry 

sector. Ahmed (2006, 2012) presents different concepts to understand the embodiment feeling 

of being present in a situation more fully. In this thesis I will use the concepts of belonging in 

space, objects in spaces, passing and non-passing being stopped (Ahmed, 2006), and space as 

a field of action (2006, 2012).   

People always assign meanings to situations. In the process of giving the situation meaning, 

we will also gender it in relation to which gender and what objects are present and the current 

gendered attributed norms (Ahmed, 2006, p. 58). When we do so, we get a sense of if we 

belong or not. If we feel like we belong we also tend to feel comfortable in that situation, and 

vice versa. If only men are present, and the objects and behaviours of that space are attributed 

to men, a woman may feel like she does not belong there due to this. On the other hand, when 

we encounter a situation with objects, norms, behaviours, and people we are similar to and 

know we tend to feel we belong and gravitate toward that situation. This definition of the 
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concept of belonging will be used in this thesis, but I will further explore how not everything 

in the situations at hand needs to be in line with the norms we are used to to create a sense of 

belonging, but how some things need to be familiar. In addition to this, people may create a 

sense of belonging due to attending, normalizing, and adjusting to a space. In this thesis, the 

concept of belonging creates a deepened understanding of if a person can be comfortable or 

not in a situation, and if she can feel like she belongs or not. I also draw the understanding of 

belonging into a larger context of the space of a whole sector. 

A person tends to orient oneself toward different objects in relation to how the object has been 

known to them before (Ahmed, 2006). As spaces, objects are non-neutral. Objects are 

attributed to gender, making people depending on gender get to know and handle certain 

objects. In this thesis objects are to be understood as everything inhabiting a certain space, it 

can be both be things and people. Over time, we tend to orient ourselves toward the objects 

that are more common to us. By orienting ourselves towards specific objects, we learn to use 

things in a certain way depending on how our bodies are gendered. This creates associations 

in our minds, making specified spaces and actions connected to the object available to us. 

Furthermore, depending on what objects are in a room or a specific situation, a body can act 

in a certain way, not decided by the person inhabiting the body, but rather out of the meaning 

the person assigns to a situation and the objects in it (Ahmed, 2006). For this reason, space 

becomes gendered, and depending on gender, people orient themselves differently in different 

spaces. Objects can also make us feel like we belong more in a space, having a photograph 

where we are represented can be a way to create spaces more available to certain bodies 

(Ahmed, 2006, p. 90). The concept of objects in spaces creates an understanding of how 

objects can make us feel more or less like we belong in a space, as some objects are more or 

less known to us. It is important to note, that even though I am using gender as a point of 

departure to understand how people orient toward objects, some people may orient 

themselves toward objects, not in line with gendered norms. 

As a spaces are gendered due to people inhabiting the spaces, and the norms, behaviours, and 

objects attributed to gender, some people are more able to pass (Ahmed, 2006, p. 129-133). 

When a gender dominates a space, the people who are identified with that gender are more 

able to pass as they are understood as natural in that space. For example, a male dominated 

workplace implies that more men are working there, which makes it easier for them to 
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inhabit, be included, and act in the space of a workplace or institution. A man in a male 

dominated space just moves along, he passes, as he fits the space and the attributions of the 

space. When fitting the space, a person feels comfortable to be in that space and feels like he 

or she belongs there. It also makes it easier to become trusted and respected by others, as 

others expect you to be in that space. Passing, as belonging, is an embodied feeling, but as 

belonging is a more abstract concept referring to if a person feels comfortable in a situation, 

passing refers to if a person is understood by others as fitting in a space and by that being able 

to pass. In this thesis, passing describes both how the behaviour of others makes it easier for a 

person to pass and the feeling of doing so. When not able to pass, a person encounters 

behaviours making it more difficult for that person to pass, those behaviours are to be 

understood as stopping devices which are presented in the section below. Passing and non-

passing are to be understood as behaviours of inclusion and exclusion and may not be fixed as 

people may change their behaviour toward a person to make it easier, or not, to pass.    

When having a body that does not fit in, a person can be excluded from a space. Having a 

female body in a male space, the body as a thing becomes an object of the questions “who are 

you?” and “why are you here?”. Through these questions, a body is less able to pass and act. 

These questions become a hindering obstacle (Ahmed, 2006). A hindering obstacle is a 

stopping device making it less easy to pass and be included in a space. Stopping devices can 

be such behaviours as comments and questions implying that a certain body is in the wrong 

space prohibiting the body to attend or act. When a body is being stopped the person of that 

body learns that her or his body is not accepted in that space. This creates social stress and a 

need to prove their right to attend the space. The approval of belonging is more or less easy 

depending on what the body of the person being questioned can do next. To have access to a 

space, a body and the person inhabiting the body needs to become legitimized in some ways 

by the norms of the space. This could be by seeking approval via expressing a university 

degree or giving a comment that is accepted in that space or situation. Because of these 

hindering mechanisms, some bodies are understood as strangers in the space they are situated 

in, no matter how much a body proves it belongs in that space. Ahmed (2006, p. 138- 140) 

uses the term “move up” to explain the process of when someone is being accepted in a room, 

making it easier to pass, where the body first was not accepted and stopped. A body, for 

example, a female body in a masculine space, moves up and can pass more easily, the 
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attribute of that body is not in dispute, the masculine norms that the female body follows 

make the female not able to be disputed. But, if this female body becomes female again, by a 

comment or an act, it moves down and becomes an object in this space. Ahmed (2006) uses 

this theoretical framework to explain how subordinated bodies, such as women in a male 

space, become objects. This creates an experience of not being welcomed, being restrained, 

being blocked, and having a feeling of uncertainty.  

But space is also a “field of action” (Ahmed, 2006, p. 64), enabled to change by new bodies 

and objects inhabiting a space. Ahmed (2012) later uses these notions to argue how 

organizational structures can be changed. By being a body that disturbs, people can reshape 

spaces by using different methods to disrupt a structure, creating new ways to understand 

what bodies can inhabit different spaces. Reframing spaces by reshaping the orientation and 

narrative of spaces, people can change structures. By changing structures norms and 

behaviours can change which makes it easier for other bodies and objects to attend, belong 

and pass in a space. Transforming spaces to create new ways of understanding enables two 

main things, 1) by rethinking and reshaping space, people can more instantly feel “at home” 

and, 2) it allows flexibility when a problem is not solved. The concept of field of action 

suggests that there are always other ways of changing the structure to make people belong and 

enable new ways of orientating spaces. In this thesis, the concept will be used to understand 

how women and their non-male network use different strategies to change male attributed 

norms of the Swedish forestry sector.   

3.3. Summary  

In the case of understanding women’s experiences of working in the male dominated forestry 

sector and how participation in non-male networks influence the experience, this theoretical 

framework utilizes both a theoretical tool to understand the processes of gendering 

organizational structures (Acker, 2012) and the subjective, situated, and embodied 

experiences of such structures (Ahmed, 2006, 2012). Acker (2012) provides an analytical tool 

with the four components of gender subcultures; pinpointing assumptions about gender 

differences, the capacities various gendered roles have, and the value of these capacities. By 

unfolding what can be understood as a structure into different, more direct components, it 

displays the dynamics of male domination and reveals how masculine attributions are 

superior. As a complement to identifying gender substructures, the theoretical framework 
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includes concepts highlighting the experiences of being a woman in a male space, and with 

Ahmed’s (2006, 2012) concepts of belonging in space, passing and non-passing and being 

blocked by the subjective experiences of male domination becomes evident. Ahmed (2012) 

also offers a way to understand how to change structures and how that can impact the feeling 

of belonging. In this study, it complements gendered substructures by giving a framework to 

understand the bodily experience of women and showing how structures are a part of every 

situation we encounter, which gives some people more access to the space than others. 
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4. Method 

This chapter presents the methodological considerations done in this study. As the study aims 

to explore women’s experience a phenomenological approach has been used, which has 

guided me throughout the whole study. The phenomenological approach will be presented in 

the first section. In the following section there is a presentation of how access to the field of 

the forestry sector begun and was maintained throughout the study. The third section presents 

the sample selection and procedure. The empirical material is 10 interviews which the 

analysis is based on. Thereafter, the data collection is presented and is followed by a section 

describing the analysis procedure. The next section presents my position and my relation to 

the field. The reliability and validity in relation to the study is discussed after that, and lastly, 

a reflection on the ethical considerations of the study is presented. The methods used when 

conducting this study have been chosen to fulfil the aim of the study of investigating women’s 

experiences of working in the forestry sector and how the experiences can be influenced by 

participation in a non-male organization.  

4.1. Approach  

This study is inspired by phenomenological assumptions. Phenomenology as an approach, 

seeks to understand the experienced reality of people, is to be used as a tool trying to grasp 

how people make meaning of their world (Hycner, 1985). Using a phenomenological 

approach have guided the study in two main ways. Firstly, it has guided the way in which 

knowledge is understood, both the knowledge collected from the participants and the 

knowledge created by this study. Secondly, it has guided the methodological considerations 

during the process of conducting the study which will be presented throughout the chapter.  

Phenomenology is based on the core idea that the intention of research is not to grasp what is 

“out there”, but instead try to understand the actors of the field or situation studied, and the 

meaning the actors ascribe to it (Aspers, 2009; Kvale & Brinkmann, 2014; Schutz, 1967). 

When understanding an experience with a phenomenological perspective the focus is on the 

experience of a situation, instead of focusing on the experience itself, the content of that 

experience is the focal point (Schutz, 1967). A situation happens in a space filled with objects 

that also have meanings for a person (Ahmed, 2006). The objects in a space make people fill 

it with a meaning of who can be in that space and what is going to happen. Through the 

meaning making of spaces people can understand situations and act in them. This implies that 
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the researcher seeks what actors within the field give meaning to, and how they understand 

and relate to the world and a situation, which is most easily done by conducting interviews 

(Aspers, 2009). Trying to perceive the world from the point of the actor’s world, and how the 

actor experiences the content of their world is the focus. This guided how I interpreted the 

data collected, by not trying to have assumptions about the situations described to me, but to 

understand how the participants understood and felt about the situations and their inhabitation 

of a certain space, which in this study is the forest industry. 

4.2. Access  

When gaining access to a field, it is important to identify gatekeepers who can give you that 

access (Bergman Blix, 2019). During the process there have been different gatekeepers, some 

giving me access to knowledge about the field and some giving me accesses to the field of the 

study. Through informal talks with researchers and workers in the field a ground of general 

and more specific knowledge was gathered, which based my focus of the thesis. Aspers 

(2009) argues that, when conducting phenomenological research, the researcher must observe 

before conducting interviews. Even though the data this study is based on interviews I found 

it valuable to have informal talks, observe and read as much as possible before and while 

conducting the study to understand gendering processes more fully in relation to the forest 

industry.  

I chose to focus on the organization NYKS when designing the focus of the study. My first 

step in gaining access to the organization was to follow its Instagram account and join their 

private Facebook group. More than gaining access, this gave me an understanding of how 

people in the network communicated, what they communicated about and who they were. 

Bengry (2018, p. 5) emphasizes the importance of understanding that field access is a social 

process of “initiating, negotiating and maintaining field relations”. By this first step, I had 

gained informal access, or as Bengry (2018, p. 104) put it, I had become a ‘lurking observer’. 

Throughout the study, I have been a member of the closed Facebook group to stay connected 

to this field. Through maintaining the relation in the field, I gathered more information about 

women’s situation in the forestry sector, I have been able to attend a workshop and get news 

about the women’s situation in the sector. This have kept me updated during the interviews 

when the participants referred to something that had happened in the group, making it easier 

to follow up with questions.  
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4.3. Sample selection and procedure  

The selection of the participants was based on van Manen’s (2014, p. 353) suggestion using 

purposeful sampling to find participants with relevant experience. From what I learned in pre-

phase, in the steps of getting access to the field, and my research questions, the participants 

were chosen based on three criterions. The first one was that they identified themselves as 

women. The second was that they worked, or had recently worked, in the forestry sector. The 

criteria for “recently worked” was that they had left the sector during the last year. The third 

was that they needed to be participants in NYKS, either official members or members in 

NYKS private Facebook group. Apart from the two criterions of being a member of NYKS or 

their Facebook group and working/ having recently worked in the forestry sector I tried to 

find a variation of participants, geographically and occupational. Since the forestry industry 

had approximately 28 300 employees (SCB, 2021) in 2020 with diverse jobs, I aimed to get 

participants from different backgrounds and with different occupations. According to 

Katarina Ekberg (Skogsstyrelsen, personal communication2), forest machine operator, forest 

management leader and economists working in the forest sector, are considered as 

occupations in the forest industry. 

I decided to write a post in the Facebook group to find participants. Before I posted, I reached 

out to the steering committee to ask for permission. When they had given their permission, I 

posted a photo of me in the forest and information describing me and my aim with the study. 

By posting a photo of myself with a chainsaw and telling the members about myself and my 

own experiences, I followed Bergman Blix (2019) argument on the importance to embody the 

social norms of the research field. After this, I engaged with the members by answering 

comments on the photo, answering private messages, and called some of them when they 

asked me, to initiate relations in the field. I followed Bengry´s (2018) logic of the importance 

of being honest about the researcher’s position and identity in connection to the group of 

interest in the study. This was crucial in the beginning, and in maintaining relations in the 

field, and became integral in the process of the research. By introducing my position and 

identity together with an introduction of my study, members of the Facebook group got 

 

2 As the statistics presented by SCB (2021) did not have any information about what types of 

occupations they included in the data I contacted them to gain more knowledge the statistics. 
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interested, asking to participate and share their experiences with me. The experiences shared 

on Facebook, in private messages or on emails are not a part of the data collection, but it has 

given me a solid base understanding that the women’s experiences are not individual 

happenings but an expression of an ongoing structural process. Apart from posting in 

Facebook group I used two other methods. Firstly, I asked if someone in the steering 

committee wanted to participate. Secondly, when talking to my participants, I asked if they 

knew anyone who would like to participate in the study.  

Through the sampling procedure, I gathered 10 participants. The sample size is small, but as 

the study used a phenomenological approach to study the meaning-making of the individuals 

and their experiences, I did not aim for saturation. All the participants identified themselves as 

women, they were between 27 and 48 years old and lived in various parts of Sweden. They 

had been members of NYKS or the Facebook group for a couple of months and since the 

organization was founded in 2018. They had been working in the forestry sector for about 1 to 

20 years. Four of the participants were managers. All except two had a university degree in a 

forestry education, even though the goal was to find participants with more variations of 

educational backgrounds. The two who did not have a university degree had worked in the 

forestry sector, or sectors closely connected to it their whole working career. During some 

interviews, the participants commented on this, telling me that their general feeling was that 

most of the members of NYKS were people with university degrees. It is noted that not 

having more variation in the group of informants can be a weakness in the study, as 

distinctive sub-working groups can be exposed to dissimilar situations.  

4.4. Data collection    

During February and March 2022, the interviews were conducted. The interviews lasted 

between 32 and 65 minutes. As the participants lived in different parts of Sweden four of the 

interviews were at the workplace or at the home of the interviewee, and six of them on Zoom. 

It became apparent in the data collecting process that by having interviews on Zoom, the 

interviews were more focused on the interview itself. Two of the interviews in-person were in 

the homes of the participants and the other two at their workplace. For all the interviews 

where we meet physically there was more small talk for about 20 minutes before and after, 

which made these interviews a bit more relaxed. After each interview I reflected on what the 
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difference was and if I had gained any more information by doing the interview in person or 

not and concluded that it affected the answers to a small extent. 

The interviews were semi-structured, following Kvale & Brinkmann (2014) and Aspers 

(2009) advice on how to conduct a semi-structured phenomenological interview. The 

phenomenological interview should be semi-structured to be able to fulfil its goal of 

understanding the informant’s own perspective (Kvale & Brinkmann, 2014, p. 45). Some of 

the questions were more open, giving me broad answers, even though Kvale & Brinkmann 

(2014, p. 47) argues that this is not the best way to come closer to an understanding, but they 

emphasise that this could be a way to get closer to the every-day life of the informant. The 

interview was built on six themes, the first with background questions and the last to close the 

interview (see Appendix 1. Interview guide). Taking inspiration from Aspers (2009) way of 

conducting and using a semi-structured interview guide, I moved between the themes and the 

broader questions in the interview guide and asking more specific questions about situations 

or things the informants said. The four themes in between background questions and the 

closing helped me focus the interviews so they reflected my research questions, but they also 

made me come closer to understanding the meaning making of the participant’s world. 

Having six clarified themes made it easier to know what kind of data I was aiming to get. For 

example, the theme “To work as a woman in the forestry industry” made it easy for me to 

always come back to the theme's aim when the participants started to focus their answers on 

other things.  

4.5. Analysis 

The audio recording was transcribed as soon after the interviews as possible to minimize the 

risk of forgetting essential observations during the interview. The transcription process was 

inspired by Oliver et al. (2005), using transcription notations to grasp pauses, emotions, and 

other details in the interview. During the transcription process, as I paid attention to new 

details, the already transcribed interviews were revisited to fully understand the context of the 

interviews. This gave more understanding to the transcribed interviews, as some details were 

similar but missed when transcribing the first interviews. Being open and reflecting on the 

data conducted in the interviews became a way to stay closer to the whole material, as some 

details are missed in the beginning (Oliver et al., 2005). The whole interviews were 

transcribed to stay as close to the interviews as possible to avoid missing out on insights. All 
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interviews were anonymized in terms of workplaces, companies, names, and names of others 

where the participant’s identity could be displayed by switching out the subjects with codes 

like the workplace for the workplace name, the participant instead of the participant´s name, 

etc.   

The analysis of the transcriptions is influenced by Hycner (1985), starting as close to the 

material as possible making meaning of the participant’s world, and then clustering themes 

related to the research questions. I read the material closely with an openness to the meaning 

makings that occurred. The codes then were clustered into four themes: women’s experience 

of belonging in a male dominated industry, problems of passing, managing the situation 

individually and reframing experiences by participating in a non-male network. After this, all 

interviews were revisited and shortly summarized to identify the themes in the whole 

material. The themes were conceptualized to make sure they related to the context of the 

codes. When conceptualizing the themes, the theories were integrated to focus and more fully 

understand the data. The process of coding and understanding the meanings of the material is 

a process of going back and forth between closely conceptualizing small parts of the material 

and the themes giving context (Hycner,1985). By the influence of Aspers (2009) and Hycner 

(1985) I was able to stay close to the meaning making of the participants world, and at the 

same time able to connect it to theories suitable to describe this.  

The analysis follows the four themes presented above, provided convenient units to 

understand the meaning making of the participants. All the interviews were transcribed and 

analyzed in Swedish, as it was the language spoken during the interviews, and the citations in 

the thesis is translated by me into English. During the translation procedure I tried to stay as 

close to the material as possible to not lose the meaning making of the participants. 

4.6. Positioning  

In social science it is merely impossible to be totally objective, as researchers are to some 

extent connected to the field, building relations and sensing, based on previous knowledge, 

what results and knowledge they will produce (Breuer, 2003). Becoming aware of how 

research is always subjective, creates a need to situate oneself in relation to the study 

conducted and take control over knowledge production made in conducting the study. I am, to 

some extent, an actor in the field. I grew up with a father who is a forest owner and since the 
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age of 11, I have been working in our forest. I have been driving forestry machines, sweeping, 

and sawing. In these years I have experienced a variation of ways of being stopped and treated 

differently because of my gender. These experiences have been with me for quite some time 

and for this reason, I wanted to understand what it is like to be a woman and work in forestry. 

Aspers (2009) argues that it is of importance to not start a phenomenological study with 

assumptions. However, Breuer (2013) argues, that it is important to understand the previous 

knowledge has of the field. For these reasons I have tried to revisit people I have been in more 

close contact with within the forestry sector when conducting this study, trying to grasp the 

situations from a sociological perspective instead of basing it on my own personal experience 

and feelings. It has also been a way for me to be in contact with the field during the whole 

study. As I have participated events that have not been directly connected to my data 

collection, which has given me broader insights about the sector. This enabled me to distance 

myself from my own experiences.  

4.7. Reliability and validity   

Reliability and validity are concepts interpreted as tools to attain trustworthiness and give 

rigor to the study (Kvale & Brinkmann, 2014; Morse et al., 2002). Reliability concerns 

whether the consistency and trustworthiness of the results in a study (Kvale & Brinkmann, 

2014). Originally, reliability was used as a concept to discuss if the study could be replicated 

or not. As this is a qualitative and phenomenological study, it is difficult to claim that it is 

possible to replicate the study. People can always change their way of make meaning of the 

world, but as Hycner (1985, p. 295) suggests, the meaning making of the participants is 

valuable as it gives us insight about their world, which in this study is being a woman in the 

forestry sector. Reliability has been used as a tool throughout the study with the means to 

keep it in mind during interviews, the transcription process, and the analysis (Kvale & 

Brinkmann, 2014). During the interviews I tried to be aware of how and when I asked leading 

questions. As I found it more difficult in the first interviews, I followed the interview guide 

more closely. As I wrote the transcriptions myself, I read other researchers discussions on 

difficulties they had gone through during the process (e.g., Oliver et al., 2005), and constantly 

went back and forth to conduct rigors transcriptions. 

Validity corresponds to if the study has examined what it has aimed to examine and if the 

methodological considerations correspond with the study (Kvale & Brinkmann, 2014). 



 

 

 

31 

 

Validity has been used as a tool during the whole process of conducting the study to keep the 

trustworthiness (Kvale & Brinkmann, 2014; Morse et al., 2002). The focus of the study was 

discussed with researchers connected to the field in the pre-phase of this study to do a study 

useful in the field. During the pre-phase of the study, I read previous research in the area, 

theories and had discussions with people in the field to build a foundation of knowledge 

leading up to the focus of the study. In the sampling process three criterions was created to 

ensure that the participants were suitable for the study (see section 4.3. Sample selection and 

procedure). As for the interview-guide it was designed carefully with the aim to stay close to 

the research questions but also the phenomenological approach. During the process of the 

design, I did two test interviews, one open interview with a woman working in the forestry 

sector to understand how to frame the questions and the other with another person, to test the 

interview guide to test if the questions was apprehended in the way it was intended. Apart 

from this, the interview guide was conducted in an ongoing discussion with my supervisor to 

control the connection to the focus of my study. After the recordings was transcribed, all the 

participants got the opportunity to read and approve the transcribed version of the material 

and complement with adding thoughts. This was done to do a check of the validity of the 

material (Groenewald, 2004; Hycner, 1985). By using validity as a tool in the whole process, 

I have aimed to keep a close relationship between empirical findings, the research questions, 

and the theoretical framework.   

4.8. Ethical considerations 

This study has been conducted following the ethical considerations of Swedish national 

council’s ethical guidelines (Vetenskapsrådet, 2017). Because of the geographical distance to 

the participant some of the interviews were held online. Newman et al. (2021) contributed 

with valuable insight on how to conduct qualitative research digitally, especially regarding 

how to engage with the participants before and after the interview, getting an informed 

consent (see Appendix 2. Interview request) and protecting the collected data. Before the 

interviews all the participants were informed of the study: its purpose, their voluntary 

participation, and their possibility to withdraw their consent of participation at any time of the 

process. I also informed them that their names, workplaces, and other specific details that 

could identify them was going to be anonymised. Before each interview the participants were 

asked if they had read the information, if they had any questions and if they consented to 
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participate. All participants agreed to the participation and that the interview was recorded. As 

some interviews were held via Zoom, I informed them that I would only save the recording of 

the sound material for the interview, the recorded video was deleted directly after the 

interview. All the data collected and transcribed were stored on a hard drive which I was the 

only one to access. In the step of letting the participants read the transcriptions of our 

interview, the transcription was sent in an encrypted email.  

Issues related to anonymization have been considered and need to be discussed further.  

Vetenskapsrådet (2017, p. 8) states, that as a researcher, one should openly accurately report 

the result, but simultaneously participants have the right to be anonymous. To give an 

example, I have not written if one of the informants is or has been the chair of NYKS, instead 

I identified them as a member of NYKS. Gender is also sensitive, as this study discusses 

gender discrimination (Powell & Grubbström, 2021). For that reason, I decided to only speak 

to those who identify as women, even though non-binary people can be members of NYKS. 

When asking some of my participants at the beginning of the study if they knew non-binary 

people in the forestry sector only a few people was mentioned, and for that reason I decided 

that all participants needed to identify as women.  

This study has been guided by Vetenskapsrådet (2017) principles of honesty, responsibility, 

reliability, and respect. Added to this, the study is conducted with the humbleness of the 

notion that it is presenting a specific kind of explanation to how my participants understand 

their reality (Law, 2004). These perceptions have been guiding me through the entire study 

and is shown by the reflexivity and transparency concerning the entanglement and hinterlands 

of procedures and contradictions of the work of the study (Law, 2004). 
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5. Results and Analysis  

This chapter presents the results and analysis of the study. The study aims to examine 

women’s experience of belonging, passing and non-passing in the male dominated Swedish 

forestry sector and how a non-male network, NYKS, can influence these experiences. It is 

necessary to understand that individual experiences build a complex web, together enables 

insights of structural processes, and how these experiences can be reformed by participating 

networks within a male dominated sector. The first four sections and their subsections present 

the results of the empirical material. First, women’s experience of belonging in the male space 

of the forestry sector will be presented. This is followed by a presentation of women’s 

experiences with problems of passing. In the third section, the way women experience they 

need to manage situations of problems of passing individually will be presented. Thereafter, 

the results on how women’s experiences were reframed by participating in a non-male 

network will be presented. In the last subsections of the sections above, an in-depth analysis 

connecting empirical results to the theoretical framework will be presented. In the fifth and 

last section of this chapter, a short summary of the results will be presented and thereafter 

discussed in relation to previous research.  

5.1. Women’s experience of belonging in the male space of the forestry sector  

The women that participated in the study described their situation both as one of inclusion and 

exclusion. One’s sense of belonging expressed by these women, of being part of the team, 

centered around the forest and their interest in it, the objects connected to forestry and forestry 

as a part of the solution of the climate crisis. The women participating did feel included due to 

their interest. However, given that the forest industry is by and large a sector permeated by a 

“guy” mentality, made it difficult for many of the interviewees to really feel a sense of fitting 

in, of being “one of the guys”. By this mentality, women were experiencing exclusion due to 

their gender. The following subsections will present findings that highlight the tension 

experienced by these women between, on the one hand, the love for their work, and on the 

other hand, of repeatedly having to justify their presence in that work by consequence of 

being and acting like a woman. In the last section these results will be further discussed in 

relation to Ahmed´s (2006) concept of belonging and Acker´s (2012) notion about 

understanding gendering structures and the concept of gender identities.  
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5.1.1. The interest in the forest and forestry makes it women’s space 

 The women participating in this study talked about how the interest for the forest was 

something that made them start to work in the forestry sector. The participants had three main 

ways to describe their interest in the forest. The first two ways for the participants to make the 

sector their space share the theme of how they found a way to make the forest their space by 

the meaning they subscribed to the things and working methods in the forestry industry. By 

finding interest in the objects or the possible future of the industry they were able to enter and 

act in the space. The third way of understanding the industry as one owns space was by being 

raised into knowing it existed and having the forestry industry close when growing up seemed 

to create a sense of belonging.  

For some of the participants, the fascination and interest in the forest and the forestry industry 

created a bond to the forest itself, making the industry a space to further develop that bond. 

For instance, Participant 4 talked about how she has been engaged in non-profit organizations 

focusing on forest activities since she was a child. This became a way for her to understand 

why she had started working in the forestry industry. In a similar vein, Participant 6 

highlighted how the forest industry became a space in which she could combine her love for 

nature and forests in general with her fascination for logistics: 

I really think trees are mighty, cool things. And I really like being around them, 

simple as that. But I, I like timber measurement, I like logistics as well, and 

flows, and then it fits too, well quite good. 

(Participant 6)  

For participant 6, the forest is a place where she can work with objects and tasks she seemed 

to love, which made her turn to the forestry industry as the place she wants to be. Being able 

to combine a love of nature with an interest in logistics made the forest industry an obvious 

sector for her to seek work in. Participant 10 had a similar experience: she was in the industry 

of her love of working with chainsaws. For some participants, the interest made them make 

meaning of it like there was no better option than to work in the industry since they felt such a 

belonging to the things connected to the sector.  

Another way to understand the participants fascination for the forest was how they saw it as a 

part of the solution of the climate crisis, which created a feeling of working with societal 
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development. By working in forestry, they could be a part of societal development, as 

exemplified by the following two statements::  

… the forest industry is a fantastic industry, it is really like the future grows on 

trees, that, if we manage the resource right. There are so many questions, there 

is so much societal interest now, it is so the centre of societal development. 

(Participant 9) 

 

So, I think that it really is a future profession for both like, for young women 

and young men who are interested in environmental issues, and forest issues, 

and climate issues, and like, the future. 

(Participant 7)  

These two statements were made in connection to talking about how forestry is an interesting 

sector in need of both men and women, and both participants argued in favour of the 

importance of gender differences when working with forestry as a part of the solution of the 

climate crisis. The interest in the things connected to the forestry industry: the forest and the 

trees, the large industry and how it needs to evolve to be a part of the solution of the climate 

crises, seemed to draw women towards the space of the forestry sector.  

For others, like participant 1 and 5, the interest came from being brought up in a family that 

owned forest. This was not given much attention during the two interviews, both women 

stating briefly that they were raised in families that owned forest. This could suggest that 

being raised in family owing forest had created an interest and made them see the option of 

working in the forestry industry as a possible career. 

The interest in the forest and forestry suggests that the participants were able to make the 

forest their space in some regards. Through their interest, they felt they wanted to work in 

forestry, which created a sense of belonging to the sector.  

5.1.2. “It´s been good, but…” a constant relation to the norms of the sector  

The forestry sector was a space that the participants made sense of as a good place for them to 

be in, but, at the same time, they felt they needed to relate to the male norms in different 

ways. As we saw in the introduction, owing to the skewed ratio of males in relation to 

women, male norms have long dominated the sector. The way in which the participants 
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discussed such norms in relation to the overall experiences of belonging to the forest industry 

is what will be presented in this section.  

Almost every woman participating in the study began their answer to the question of how it is 

to work as a woman in the forestry sector by stating, “It has been good, but…”, followed by 

examples of how they have experienced being treated differently from their male colleagues. 

Some also described how they had noticed male norms and which they subsequently sought to 

adopt for themselves in order to fit in more easily, as the following snippets from participants 

1, 8 and 10 indicate. Participant 1recounted how she had embraced the accepted norms in the 

sector to such an extent that she was no longer able to distinguish between how women were 

treated differently than men:  

I am right in the middle of this male norm. Even though I am a woman… I live 

on the countryside, I was born on the countryside, I like outdoor things, I hunt, 

maybe more out of duty than desire when it comes to hunting. But I am just that 

robust and solid and have a proper handshake and I solve the tasks I get at hand. 

And deliver (in work tasks assigned). 

(Participant 1)  

I have done that so many times. Not even seen, you know, I think I kind of did 

not even see… But there is so much I have not even noticed. Then you are quite 

deep in the male norm. Yes, that is both good and bad to some extent, I have 

never felt exposed either. 

 (Participant 1)  

Activities often associated with males, such as hunting, living on the countryside, being 

“robust and solid”, having a firm handshake and do the tasks that are given to you, were, as 

these two passages indicate, different means through which a participant attempt to blur the 

line between what people generally associate with what’s typically “male” or “female”.  In 

other words, hunting is in this instance not necessarily something you do out of passion for 

the activity but a way of presenting yourself in such a way that your gender does not become 

a principle of differentiation, and as such, a means through which you as a woman are singled 

out for discriminatory behaviour.   
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For indeed, it is clear that if you adapt yourself to prevailing norms, others will take notice. 

For instance, Participant 9 expressed how she thinks people following the male norms are 

more able to thrive and feel more at home in the sector:  

And the feeling of being self-evident is something that maybe, it's nice to feel, 

it's nice to feel that "here, I am in the centre of this". And maybe it is 

inconvenient if you do not know what is happening, when you are the person 

who is constantly on the outside and must adapt your language, must adapt the 

questions you ask, must adapt your areas of interest, and it is obvious that it 

requires energy, it requires no energy and to be self-evident. And because of 

this, those who are similar to the norm, thrive, and fall into the norm in the 

forest industry, yes. It is obvious that they will fit in here because they do not 

need to change, they speak the same language as everyone else, they have the 

same interests as everyone else, and they are encouraged to do so. 

 (Participant 9) 

This statement highlights that some people tend to feel more at home in the male space by 

following norms and the accepted gender identities. The ones who already follow the 

prevailing norms, whether this is through conscious adaptation or by being socialized into this 

“life-world”, do not need to change and are therefore passing effortlessly in the space of the 

forestry industry. However, as indicated by the passage above, change does not come free of 

charge. Those who do not follow the male norms of the space in the sector needs to change 

the way they talk and their interests which “takes energy for them”, as participant 9 stated. 

And one might not be able to change everything about oneself that one would like to in order 

to fit in: indeed, some women were not able change everything about themselves to follow the 

norms of the sector – however, this point will be discussed further in one of the coming 

sections.  

In sum, however, the women participating in the study considered their overall experiences of 

working in the forestry sector as good. Several of them were managers, and many have 

worked in the sector more than a decade, indicating that they did belong and pass in the sector 

to some extent. And this they did while being fully aware of the fact that, at bottom, the 

forestry industry is a male dominated sector, steeped in traditional “male” values. When the 

participants talked about men and women, male attribution, male bodies, and social activities 
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was made meaning of as the norm of the space of the forestry sector. This seemed to create an 

acceptance for a masculine identity that people working in the sector needed to adjust to, both 

men and women. 

5.1.3. Experience of belonging in a male gendered sector  

Ahmed’s (2006) theoretical concept of belonging in a space and Acker’s (2012) notion about 

how organizations and sectors can be understood as gender neutral even though they are not, 

can be fruitful to understand how the participants talked about why their working experiences.  

Because of the participants interest in different areas, such as the objects and tasks they got to 

work with, to understand the sector as important to work in or being raised with forestry, the 

women felt they belonged. As Ahmed (2006) argues, if a person feels at home with the 

objects in a certain space the person can give meaning to the space as she belongs, which the 

answers from the participants suggested. The interest of the object “forest” and the specific 

objects in the forest creates a narrative for these women where they see themselves a part of 

the space of the forestry sector. With their interest in the forest and its implications, such as “a 

part of the future”, the participants understand the forestry sector as a space where they 

belonged. The feeling of belonging due to the participants' interest in the forestry sector could 

also be one of the reasons why most of them stated “It has been good” when talking about 

working as a woman in a male dominated industry. The notion that “It has been good” implies 

that the participants understand their working life in the forestry sector as a good experience. 

In addition, many of the participants were managers, implying that they were able to make a 

career within the forestry sector. The participants had careers and said it had been good 

working in the forestry sector, which can imply in the overall experience, the male norms of 

the forestry sector become invisible, or with Acker’s (2012) notion: the forestry sector and 

some organizational processes can be understood as gender neutral by the participants. 

Although the participants felt they belonged in the sector, they experienced how male 

characteristics, bodies, and social activities were understood as superior in the forestry sector. 

The results show that the norms of the worker in the forestry industry are male attributed in 

different ways, shaping the gender identities (Acker, 2012) of both men and women. With 

Ackers (2012) perspective, the organizational culture created certain types of organizational 

processes and gender identities where women and female attributions were subordinated and 

singled out as something not fitting in the sector. The participants experienced that a male 
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personality and body characteristics, such as being competition-oriented and having a firm 

handshake, was understood as how a worker in the forestry industry should be. The third 

thing the participants made meaning of as male attributed was the social activities outside, 

activities that excluded people who did not share the interest in that activity. This implies that 

even if women can feel like they belong and are able to feel like it has been good, the male 

norms had consequences on the participant´s experiences working in forestry.   

5.2. Problems of passing   

In different ways, the participants talked about how the male norms of the forestry sector 

affected them. Women and their female bodies became connected to a female identity that 

were subordinated in different ways, in every level of the organizational processes, as a part 

of the gendered substructures of the sector. The way the participants in the study talked about 

and understood this and its consequences will be discussed in the following sections. In 

section 5.2.1 the two main ways of how subordination happened in interactions at their jobs 

will be presented: that of being stopped, and that of being questioned. These two 

subordinating interactions, happening in women’s everyday working life, seemed to create 

another consequence in the organizing processes and organizational culture: some of the 

women experienced a constant process of having to be accepted and that the gendered 

substructures were slowing down their career. The feeling of a constant accepting process will 

be presented in 5.2.2 and the feeling of how it slows down the career will be discussed in 

5.2.3. In section 5.2.4 the results will be discussed in relation to Ahmed´s concepts of space 

and being stopped together with Acker´s (2012) concepts.  

5.2.1. Experiences of being stopped and questioned  

The experience of having one’s presence questioned in the workspace time and time again, 

and consequently having to justify one’s existence in it, can be a taxing occurrence. This 

much was discerned by the answers given by the interviewees, who described how they were 

being stopped when trying to their work and questioned for their presence in the forestry 

sector. 

Some objects and tasks with strong male attribution made some spaces inaccessible for 

women and they were, to some extent, stopped from doing their work in that space. The 

chainsaw is an object understood as one of the most masculine attributions, needing a “strong 
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man” who can handle it. Participant 6 told how she was being blocked when working with 

chainsawing as a log scaler:  

…. the first time I worked as a log scaler, I was about 23, I think. And those 

who drove the machines at this place, the sawmill, were 60 years or older. We 

are about to cut long logs with a chainsaw, and it is we as log scalers who cut 

the logs and the machinists drive the logs back and forth to the place. And the 

machinist muscle his way like this (holding her elbows out), so I did not get any 

space you know, he is driving, he is taking the logs to our place and run out and 

cut them and drove them (the logs) back. So, I just stood there a half day 

without any tasks to do. 

 (Participant 6) 

In this statement, it becomes clear that participant 6, because of her gender, was being 

excluded from the work at hand in an interaction at her job. She was physically blocked from 

doing what she was there to do, namely, cutting the log. In two other cases, participants 3 and 

2 talked about how they were not getting any tasks at their jobs, or as participant 2 stated, “I 

was just sitting there”. Participant 3 talked about how she asked if she could help with 

anything when being new at one of her jobs, the workload was heavy in her team and one of 

her colleagues jokingly said, “Well, maybe you can walk the dogs?”. Feeling like her co-

workers did not take her competence seriously, merely from the fact that she is a woman, she 

commented on this episode by saying, “I do not think they would ever say that to one of my 

male colleagues”.  

Being physically stopped and getting comments about doing tasks not related to your 

competence, and not being given any tasks to work with, suggests that women are excluded 

from doing their job at the interactions they had at their workplaces. Participant 9 described it 

as a feeling of not being welcomed. When she entered a new position with more personnel 

responsibilities, it was like everyone waited for her to prove she was worthy of the role. She 

was never physically blocked from doing her job, but how other colleagues interacted with 

her made her feel like she was not invited into the space of being a manager. She felt she 

needed to prove her competence to be invited to the space of managers.  
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Questions regarding their competence is something all except one of the women said they had 

experienced in different ways. Eight of out the ten participants had a university degree, and 

the other two had great competence in their area of work. Still, they felt they were being 

questioned if they really knew what they were doing and why they even worked in forestry, 

whether it regarded the forestry sector in general, or a specific area of competence in 

particular. Three of the participants felt as if both co-workers and customers preferred 

interacting with other males in their area of work, even though the participants might possess 

a higher level of competence regarding that specific topic or activity, like handling a chainsaw 

for instance. Participant 10, who had worked with chainsaws for almost two decades, 

described how the frequent questioning by her male co-workers regarding her competence 

handling chainsaws continued up to a point where she started questioning herself and if she 

really knew what she was doing. Several of the other participants described similar 

experiences, where the fact of not being taken seriously produced self-doubt regarding their 

self-worth and expertise. Or one might be questioned regarding one’s background and level of 

education, as this quote by Participant 4 highlights:   

It can be pretty challenging to be taken seriously. That is true, well, just to take 

an example from last week when I was out with another company because they 

were going to look at a property I have responsibility over. The company was 

represented by a white middle-aged man whose second question was what 

education I had. And I feel like, why does that matter? You know I work as a  

forest manager, and as a forest manager you always have a forestry education. It 

does not matter what kind of education I have or from which university. It does 

not matter.  

(Participant 4)  

This statement highlights how questioning as an interaction at the job can happen. The 

questioning can be understood as quite subtle, but this was something participant 4 reacted on. 

As participant 4 experienced it, the man doubted if she had the right competence for the work.  

When the participants talked about interactions at their jobs, being stopped and questioned 

were two ways they felt they were being treated differently because of their gender. The 

participants’ answers suggests that the consequences of these interactions do not end in that 

specific situation. When describing the situations of being stopped, the participant was not 



 

 

 

42 

 

given or able to do their working tasks. More than this, when the participants described 

experiences of being stopped and questioned in interactions at their jobs, there was another 

dimension of how they talked about their feelings connected to these situations. This is visible 

in participants 5’s case when she said, “It is more of a feeling, for some reason”, and when 

she told she got the question if she really was going to work within forestry, she said, 

“directly, you take that as critique and that he does not think I will be able to manage”.  

This suggests that in some cases, when women are being stopped and questioned, they take 

the feeling they get from it and turn that feeling towards themselves making them, in some 

cases, question their competence. Accordingly, even though interactions at the job can end in 

the present situation, the answers from the women participating suggest that the interactions 

make the women experience that it has consequences both on if the women can perform at 

their jobs and their feeling connected to the job and their competence.  

5.2.2. Experiences of a constant accepting process  

When trying to pinpoint how it was working in forestry as a woman, participant 8 described 

how she had needed to become accepted in different spaces, such as new jobs, working tasks, 

and with colleagues. Through the participants’ descriptions of their experiences, it became 

clear that they were in a constant acceptance process to access different spaces of the forestry 

sector.  

Participant 2, 3, 4, 5, 6 and 10 experienced this accepting process. At the beginning of the 

process, they experienced they were questioned or stopped by colleagues to do their jobs. 

Participant 4 described situations she had experienced where men ignored her at first. 

However, when they heard about her education, she became accepted: “If they are men it can 

go from being kind of rejected to having full attention”. To get access to do their working 

tasks, the women experienced they had to prove themselves in some way: by talking about 

their education, as in participant 4’s case, or doing things “the right way” as participant 2 said, 

describing the right way as the “traditionally male” way. If they proved themselves and their 

competence in the “right way” they got accepted and could do their job. By being accepted, 

they could move up and belong more comfortably in the space – but only in the specific space 

where they had gone through the acceptance process. In this process, participants 3 and 10 

talked about how they also needed to convince themselves they still belonged and had the 
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knowledge to be a part of the space in the forestry sector. Participant 3 describes this process 

in one of her answers:  

I have felt it like, at my job, just, it is not like fun when you constantly must, 

like, prove yourself, and be more like, talk like in a certain way to, well, be a 

little more accepted. Yes, it is a bit, it is a longer starting distance as well. It is, 

yes, it is a longer starting distance as well, and I think that this is the big 

difference between men and women, that we, yes they (the men) may also get 

"Yes, good job" but we have started way back from them, we have been like 

eaten halfway through and then you get like nothing for (it), you just "no, okay", 

you have to convince yourself that you "Yes, but good work, now we have 

solved this, now we take on the next task", like that. 

(Participant 3) 

In this statement, participant 3 talked about how she had to “talk in a certain way” as she was 

not able to talk as herself but needed to follow the norms of how to talk to be able to do her 

job. It also becomes clear that the accepting process of being invited into a space where a 

woman can do her tasks is a part of their working life. It can be larger or smaller tasks, as in 

participant 4’s case when she talked about just being listened to, in participant 6´s case when 

she was being stopped from doing her working tasks (see 5.2.1), or in participant 2’s as she 

described a situation when she wanted to work with a new project but got no for an answer 

without any reasons why. When the data was analyzed it became clear that the participants 

who talked about this process experienced that they needed to go through this process every 

time they encountered a new space as they came back to the same kind of description of the 

process when talking about getting a new job or finding oneself in a new situation.   

Participant 9 who had worked with forest production for more than a decade spoke about how 

she at her first job became a symbol for all women in the forestry industry. She talked about 

how “I did not just carry the load of my own performance, also I carried all women on the 

other shoulder”. She worked hard at her first job because she experienced that if she would 

fail, her feeling was that the workplace would think that all women would fail at the job she 

had. This experience suggest that the women are not only representing themselves in this 

constant accepting process, but some, as participant 9, also feel like she represents all the 
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women working in the sector. By not being good at her job, the female attribution connected 

to the job would be that women are not good at the job, and consequently, she felt like she 

had to represent all women in the working sector.  

These experiences shared among the women suggests that the acceptance processes follow 

what can be summarized in what perhaps can be called “four steps of acceptance”. First, 

women enter a space. When entering, she often feels ignored, questioned, or is stopped 

altogether from taking part in the space and be able to do her working tasks. Second, the 

woman needs to prove herself somehow to become accepted in the space or situation she is in: 

is she really fit for this line of work?. Third, the woman may or may not become accepted. 

Fourth, she is able to do her job. This seemed to have consequences of how the participants 

experienced their work and the feelings they had connected to it. For some, as in participant 

3s case, the acceptance process created a need to convince herself she was doing a great job, 

as is shown in her statement above in this section. For others, as in participant 9’s case, the 

acceptance process felt like it is not just about her but for all the women working in the 

forestry sector.  

5.2.3. Experiences of slowing down the career  

When describing the consequences of being a woman in a male dominated industry 

participant 9 said that the male norms constituted a “grave underestimation of what women 

can and what women can achieve”, which seemed to impact women's working life. In this 

section, the experiences of how women’s careers are slowed down due to male norms will be 

presented. The participants talked about two different ways in which this happened. First, the 

reasoning about how the women, although several of the participants were managers, talked 

about the difficulties getting more advanced jobs with more responsibilities. Second, the way 

the participants experienced occupational segregation within the industry and the impact it 

had on their careers.  

Participant 8 described a struggle of finding a job later in the career, and explains the struggle 

by the organizing processes when men and male norms are understood as superior from 

women and, for that, seen as more competent than women:  

…absolutely, it has been great to work in the forest industry, but it has also been 

a struggle or something like that. It has not always been very easy. Well, I have 
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applied for many jobs where I have been on the verge of overqualified and then 

there is some guy who have gotten it because, yes, you know, people hire people 

similar to them is super common, it is very homogeneous. 

 (Participant 8) 

This statement highlights how participant 8 experienced the male norms in recruiting 

processes. Participant 3 described a similar process happening to both her and a friend of hers, 

how they applied for many different jobs, but in the end, there was “always a guy getting the 

job”. Even though some of the participants were managers, they often expressed concerns 

about not being welcomed. Participant 9 experienced that she had become “a threat to some”, 

and to be a threat was “really tough” for her. She described how she felt that everyone was 

hesitating, seeing if she were able to do her job instead of helping her in her role. Participant 3 

had a similar feeling of not knowing if she was appreciated or not at her new job working 

with more responsibilities. She stated that “he probably regrets he hired me already” about her 

new boss’s decision to hire her as she was still on parental leave when she got the job and was 

not able to attend a meeting without her child during that time.   

When describing occupational differences between men and women working in the sector, 

participant 7 said that women more often search for jobs “in the periphery”. By that, she 

meant occupations working with environmental questions or at the government. Participants 4 

and 5 confirmed the experience. Participant 5 also described how her colleagues talked about 

these women in terms of “they are like that”, meaning they were perceived by their male co-

workers as being more caring about nature. According to participants 1, 2, and 9, women also 

held more occupation within economics, human resources, and marketing. Participant 2 was 

one of those women who experienced more belonging in such an occupation, stating that “I 

thrived at the marketing department, you know. Where people are not forestry workers” and 

continued describing the other departments as narrow in their ways of working and thinking.  

Participants 8 and 9 said that men, to a more considerable extent worked with forestry 

production and occupied more jobs with more extensive responsibilities, budgets, and had 

greater power over decisions. Participant 8 stated that “there are more men in managing 



 

 

 

46 

 

positions…, I mean just look at the numbers and facts”3. Participant 9 described the effects of 

gender occupational segregation from ground to top level in the industry:  

But that is the case, if we look at the forestry companies today, women work 

with economics, human resources, and sustainability questions. But it is not 

there the new CEO gets trained, the next CEO gets trained by being head over 

log logistic4, head over forestry5 or head over business. It is there they get the 

training, and then when a new CEO get recruited people working in the sector 

will say that “Well this person is competent”, while the very talented woman 

who is head of sustainability or human resources will not even come into their 

minds. That is kind of tragic and a sharp consequence of this that we are trained 

into different roles, where some are not being trained into the highest positions. 

(Participant 9)  

This statement highlights how some of the participants understood the processes of gender 

segregation in the forestry industry: women, the participants feel, are not being understood or 

trained to become leaders. Even though they become managers, occupational segregation 

blocks them from the highest positions. When women were trying to climb in their careers, 

they experience problems of passing both the recruitment process and by the fact they were 

not trained to manage large responsibilities.  

The experience of how women’s career is slowed down and understood as not even possible 

in some ways seems to come from two directions. Firstly, women experienced that they 

belonged more in “female” departments and felt unwelcomed in the more male attributed 

occupations, which creates horizontal occupational gender segregation. Secondly, vertical 

occupational gender segregation in the sector stops women from higher positions. The 

answers from the participants of how they experienced this suggests that the deceleration of 

women's careers was a part of organizational processes in the sector.   

 

3
 Participant 8 referred to statists by NYKS and their statistical webpage folkiskogen.se.  

4
 As this is a typical Swedish word from the beginning. It was translated to match the area of responsibility, the 

Swedish word used was “Virkesschef”.    

5
  As this is a typical Swedish word from the beginning. It was translated to match the area of responsibility, the 

Swedish word used was “Skogschef” 
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5.2.4.  Problems of passing due to male norms affects women's working life  

Even though the women participating in the study were able to work, have careers, and feel a 

sense of belonging in the forestry sector, they experienced difficulties with passing because of 

their gender. By being a woman and having a female body, their gender identity was 

subordinated to the male gender identity (Acker, 2012). Through their gendered identity they 

were unable to do their job by different means; they were blocked from acting in the space of 

their working tasks (Ahmed, 2006).  

The participants experienced that being stopped took place in a variety of spaces in the sector, 

which can be understood as a part of the organizational processes (Acker, 2012). At 

interactions at their jobs, they were being stopped from doing their work task and felt they 

were questioned about their knowledge and presence in the sector. More than this, the 

participants felt like they did not belong as much as men because of their gender, leading in 

some instances to participants question themselves and their competence. Rethinking this into 

Ahmed’s (2006) and Acker’s (2012) frameworks, it becomes clear that the spaces of the 

forestry sector are experienced as being less accessible for women. When they get access, 

they are still blocked in interactions at the job and other organizational processes. The 

experiences of being stopped and questioned made the participants understand the fact that 

they were in a constant acceptance process where they had to prove that they belonged in the 

sector in different ways. According to Acker (2012), this suggests that being subordinated in 

different ways becomes a part of women’s experiences of the organizational culture.  

More than this, the participants experienced that their careers were being slowed down by 

different means. The organizational processes created vertical and horizontal occupational 

gender segregation (Acker, 2012). The women talked about difficulties getting more 

advanced jobs as they were not trained in the same way, or had same networks, as their male 

colleagues. Men were more often trained for jobs in managerial positions with more 

responsibilities over both personnel and economic aspects. Women also tended to seek 

careers in other areas than men, working with environmental questions, within the 

government departments or in other departments within a forestry company such as 

economics, human resources, and marketing. The participants experienced that working 

within these types of occupations made women unable to get to get higher positions within 

companies, as they did not get trained or encouraged to have the same careers as men.  
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Also, the results showed that women feel more included and at home in departments where 

other women worked, and more unwelcomed at male dominated departments. The 

participants talked about how women can experience a stronger sense of belonging in a 

department with other women, as it might be easier to fit in there. To not be blocked or feel 

like they must go through the acceptance process repeatedly, they become more able to act 

(Ahmed, 2006), by this they can perform at their jobs and are more likely to have a career 

within the department where more women already work. As Ahmed (2006) argues, we tend to 

orient ourselves toward spaces and objects that are more common to us, and where we feel 

more invited, which can make women seek occupations where other women already are 

present.  

5.3. Managing the situation individually 

As a part of experiencing problems of passing, the participants had different ways of 

managing these types of situations individually, as they interpreted being stopped in different 

ways. In this section the two ways of managing the situations and the way they made meaning 

of them will be presented. The first was that women talked about how they needed to 

negotiate different spaces of sector due to the male norms present in the forestry industry. The 

second was the way they talked about if, and if so how, they adjusted to the male norms in 

order to feel more included, or by finding other spaces within the sector where they felt 

comfortable. In the last subsection these results are discussed together with the theoretical 

framework of the study.  

5.3.1. Experiences of constant negotiation of the male space  

Some women participating in the study talked about the male space in the forestry sector and 

how it affected them. The feeling of not belonging or “being wrong” in some spaces made 

them negotiate their appearance. To some participants, the negotiation was extended, 

including the whole sector. Due past to harassment, or even sexual misconduct from other 

male co-workers, some participants felt that they could not enter certain spaces in their 

workspace from fear of having to relive such traumatic episodes. 

Participant 6 and 7 described how they had identified some spaces where they did not feel 

safe. Participant 6 described how specific workplaces were so male attributed she did not 

want to spend time there and tried to avoid them. She described the workplaces as dangerous 
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place for women as the male attributions were macho and went on describing such 

workplaces like “you know this thing when the toughest wins, it should be loud noises, it 

should be dirty, it should smell little bad, like that”. Similar, Participant 7 described how she 

avoided spaces where social bonding is happening, such as sauna baths at courses and 

Christmas parties with her work and said: “I avoid things like, well, I have left some parties 

earlier. I may not take part in some activities when we are away” and went on stating that 

“Well those are the things I have done because I am a woman, that men do not necessarily 

have to do”. Both participant 6 and 7 talked about theses spaces in relation to how they were 

more or less “female friendly”6. They had identified spaces where they felt unwelcomed 

which made them avoid certain spaces, instead of trying to be accepted or pass in that space, 

since those spaces are understood as “dangerous”, as participant 6 put it. The way participant 

6 and 7 talked about unwelcome spaces suggest that when women are not able to negotiate the 

right to the space but are instead shunned from due to prevailing male norms, they need to 

negotiate with themselves if they should avoid the space or not.  

When it came to negotiating the space of the sector as whole, some of the participants 

experienced they did not belong, and for that reason needed to negotiate with themselves 

about their belonging. Accordingly, participant 5 talk about how she has been thinking about 

leaving since she started working in the sector about a year ago: 

It is just now after a year that I feel that I might be able to do this, because 

before I just thought “no, I cannot take this, I change, I cut, leave, I am over it” 

actually. So, it has been a tough year, and then, what is hard is to know if it is 

only in my own head. Because I do not feel I am being treated in a bad way, 

absolutely not, everyone has been great and nice and everything. So, it is more 

of a feeling I have for some reason…  

 (Participant 5) 

Participant 5 experienced that it is too difficult to work in the sector, and she blames herself 

for that. Participant 5 statement exemplifies the experiences of not being able to work in the 

sector, and still not be able to put into words why she experiences this feeling of “I cannot do 

 

6
 Word used by participant 6.  
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this”. In this statement, it also becomes visible how she negotiated with herself about whether 

she could stay or not, feeling she was not able to do the job at the same time as she felt like 

she is not being mistreated in any way. Nevertheless, during the interview, she talked about 

occasions when she had been questioned and getting comments from her boss about her 

appearance when doing her job, such as “It is good you are not wearing nail polish today” 

when they were measuring logs. This negotiation of oneself as a part of the forestry sector or 

not was shared among some of the participants and became visible in the following statement 

by participant 2: “I have like a master’s in forestry and still I sit there and feel like I am not 

enough, I feel stupid somehow” and also stating that the problem is the “narrow way of how 

you should work and who you should be at work”. For many of the participants, the 

negotiation of the space seemed to be connected to if the participants felt they belonged or not 

to the space of the sector as whole and needed to negotiate with themselves if they could stay 

due to their experience of the industry.  

One thing that came up during the interviews while the participants talked about the 

negotiation with their belonging in the sector was if they had been sexually harassed or not. 

Many of them spoke about how they had never encountered sexist behaviour. However, they 

still experienced they had to negotiate with themselves about how much subordination they 

wanted to handle, or as participants 8 stated it: 

“It is like easy to say that I have never had any problems because I have never 

been pinched in the ass, but it is not about that, that (sexual harassment) is just a 

part of it, I have had like problems with doing jobs and then there is an old man 

putting his name on my work”.  

(Participant 8)  

The way participant 8 expressed herself in this statement is similar to other participants; they 

put their experiences of being subordinated, stopped, and questioned in relation to that they 

had never been sexually harassed and argued that, because of this, they did not have problems 

with subordination. Participant 7, who negotiated some of the spaces of the sector, also said 

that she had enjoyed working in the forestry sector. One of the reasons she brought up was 

that, as she stated, “Things have never like, happened to me”. This suggests that sexual 

harassment could be understood as a point of departure to understand the male dominance of 
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the sector and that some of the participants put their own experiences of subordination and 

their right to the spaces of the sector to being sexually harassed.  

The participant’s accounts presented in this section suggest that the women needed to 

negotiate with themselves about if they wanted to be a part of different spaces or not in the 

sector. For some participants, the forestry sector was a space some women felt they needed to 

put themselves in relation to and negotiate with themselves if they belonged not. Moreover, 

some of the participants negotiated their belonging in relation to whether or not they had been 

sexually harassed as a way to understand their experiences.   

5.3.2. Experiences of adjusting or not to the male norms of the forestry sector  

To pass more easily, the women participating talked about different ways they adjusted to 

different male norms of the sector. In this section the participant’s way of negotiating with 

themselves if they would adjust or not will be exemplified by how some of the women talked 

about the knowledge of handling a chainsaw (see 5.2.2 to get an understanding of the 

symbolism of the chainsaw). After that, one way in which women adjusted to the male norms 

will be presented, this was to work harder as a woman, to “prove yourself”, as participant 8 

said. Lastly, one way the women did not adjust will be presented. This was done by creating 

alternative spaces where they felt more comfortable working.  

Participant 3 and 5 had a university degree and worked at offices but went to the forest to do 

some of their working tasks. They had both received the question if they knew how to handle 

a chainsaw and felt different regarding being questioned about that knowledge. Participant 5, 

who had been working for a short time in the forestry sector, talked about how she had gotten 

many questions about her knowledge of chainsawing at her work. She said that she wanted to 

learn how to handle a chainsaw and take a chainsaw license:  

And I think that is why I feel that I should have done it, now I do not have that 

experience. I just want to take the chainsaw license to be able to say that “Yes, 

you know, I have it”. I have tried and I have done some sweeping. Well, I have 

gotten that question.  

(Participant 5) 

This statement highlights how she wants to feel accepted, and one way to be that is by 

knowing how to handle a chainsaw. By this answer, it seems that she felt the knowledge of 
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chainsawing would make her feel more accepted in the forestry sector. Participant 3 had also 

been questioned for not knowing how to handle a chainsaw. She had worked in the industry 

for about a decade, and her way of handling this was to claim that her educational knowledge 

was what was needed for her work:  

…but I do not have a chain saw license, I do not have sweeping license either 

you know. And I, I have been questioned by women in forestry like “But you 

have to have it to prove yourself” and everything like that. But then I can feel 

like “Fuck no, why is that?” I am not going to go out cutting down trees at my 

forest owners, that is not my work.  

(Participant 3)  

These two statements above put in relation to each other imply how the two different 

participants valued their knowledge in relation to how long they had worked within the sector. 

Participant 3 had a decade of experiences and was more able to trust her competence while 

participant 5 who had been working for a short time did feel like this was a way to pass 

among colleagues. How participant 5 talked about her wanting to get chainsaw license can be 

understood as a way to adjust to the norms of competence of the sector. Participant 3 had 

already been accepted to a larger extent, she said that “Now that I am in (the forestry sector) I 

can prove myself in other ways”. But at the same time, she said she used to answer the 

question of if she worked in her own forest by saying “I sweep” just to be able to pass in the 

situation. Even though she did not adjust to the knowledge of chainsawing, she adjusted to the 

norm of working in her own forest to pass.  

Another way to adjust was to perform more as a woman to be able prove she belonged. This 

was done by “working harder”, an expression both participant 8 and 9 used. Participant 8 said 

that she felt how she needed to do so to show that she belonged in this space. She told how 

she had written material intended for teaching material, but in the end, an older man in the 

same company had put his own name as the author of the material, just when it was about to 

be published. Participant 8 also said she had been working a lot of extra hours, sitting in 

meetings where men would steal her ideas and present them as their own. She said that there 

had been “some kind of silent acceptance of a behaviour that was not okay” where it seemed 

that women needed to adjust by working harder and men took the credit for the work. 
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Similarly, participant 9 said that “I could never show up as unprepared or unfocused as my 

male colleagues are”, and continued by describing that if she would, it would lead to a 

disciplinary meeting with her boss. This shows how the women in this study experienced that 

they had to work harder to prove that they belonged in the sector. Taken together, these 

statements suggest that some participants adjust to the male norm that women need to show 

they belong by working harder to be able to pass.  

One way to not adjust was by creating new spaces within the sector where male norms were 

not as present as in other spaces. Some of the participants talked about how they did this and 

how it helped them. This was done by finding people who confirmed their competence and 

wanted to work with them. Instead of adjusting to the male spaces in the sector, this became a 

way to create new spaces within the sector at different levels. Accordingly, some of the 

participants found ways of collecting the people they trusted and created their own network of 

people to work with. Participant 9, had the possibility to do so when she became a manager 

and created her own team, expressing how that made her feel in one statement:  

I have never experienced this obviousness before I formed my own group in 

business development and now, we are a few odd birds who thrive very well and 

perform and such, but that is only then. 

 (Participant 9) 

This statement highlights the importance of finding your own group, to be more able to 

perform at work. Participant 9 was able to stop adjusting to some of the male spaces in the 

sector when she formed her own group of colleagues, and this made her feel like they could 

perform at their jobs. Similarly, Participant 10 talked about the importance of working with 

someone who confirmed her competence. For her, the most important thing was to work with 

someone who gave her space to do her job, she stated that “I would not choose to work with 

someone who would not let me cut a tree” and had chosen her co-workers based on if they let 

her do her job or not. Participant 6 talked about the importance of having people who believed 

in her competence when she needed help. The respect she felt they gave her made them 

become a part of her network. In one of her answers, she said:  

When I feel like this person respect me and is someone I can ask, then they 

belong to my network. But those who are obnoxious and hesitant, those people 
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are not. And then you have like picked your network, And now when I am this 

old, it is not sure I would call those I work with today, because I have like 

connections from workplaces way back, but who are good in my network.  

(Participant 6) 

This statement highlights that the people who are in the network created by the women 

themselves do not necessarily have to be present colleagues. Instead, it is based on their 

competence and that they respect the competence the women have. By choosing whom they 

work with and whom to call when they need help, they create their own space in the sector to 

some extent. It also made it easier for the participants to pass, as they did not need to prove 

themselves and their competence to get the help they needed.  

By the way the women participating in the study described the act of adjusting or not to the 

male norms of the forestry sector, there seem to be diverse ways to handle situations, 

relations, and spaces of the sector that are deemed as being defined by male norms. Mostly, 

the participant’s accounts presented in this section, namely, if they adjusted to existing male 

norms or not, were put into relation to their competence and performance. Regardless of 

whether it was a competence needed in their job, the participants negotiated with themselves 

if this was a competence they should gain or not to be able to pass more easily. The women 

also talked about how they performed depending on if they adjusted or not. When adjusting, 

they needed to work harder to prove that they belonged, but when they choose not to adjust 

and instead created their own group of people who believed in their competence, they were 

able to do their work and perform anyway.  

5.3.3. Women negotiated and managed spaces individually  

The participants talked about their experiences of individually managing the forestry sector's 

male space. Firstly, the women experienced some spaces of the sector as more dangerous to 

them, such as Christmas parties with colleagues or workplaces with a “macho culture”. As 

these types of spaces were understood as dangerous or unwelcoming, the women tried to 

avoid them by different means. In other words, the women attributed meaning to some of the 

spaces in the sector as if these were off limits or dangerous to them (Ahmed, 2006). But at the 

same time, the spaces they described were spaces where they were officially welcomed to. 
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This made the women need to negotiate with themselves if they wanted to put themselves in a 

dangerous or uncomfortable situation of not. 

One thing to consider is Acker’s (2012) notion about how organizations and sectors are 

understood as gender neutral even though they are not. A workplace could be understood by 

the workers there as gender natural. Nevertheless, when a woman comes into that space, she 

makes meaning of it as dangerous, which makes her avoid the space. For some of the 

participants, the experience of not being invited made them negotiate if they wanted to take 

part in the sector at all. One point of departure when negotiating this was whether the 

participants had been sexually harassed. When they said they had not encountered sexual 

harassment, they argued they had not been subordinated to the extent they thought they 

needed to be not to feel subordinated. Secondly, the results showed that the participants 

negotiated with themselves if they should adjust to male norms to pass more easily. Some 

talked about adjusting their competence or not, while others talked about adjusting the way 

they worked.  

By adjusting their competence and how they worked made it easier for them to pass in 

different spaces of the sector (Ahmed, 2006). Strikingly, not adjusting the way they worked 

also seemed to make it easier for the women to pass to some extent. The results show that 

women created their own network of colleagues whom they trusted and let them do their job, 

which made it easier for the women to pass and act in the space of their work. This enabled 

them to perform their working task more easily in other spaces of the sector where they were 

stopped and questioned.  

5.4. Participating in a non-male network reframes women’s experiences  

All the participants in the study were members of NYKS. When the women who participated 

in this study talked about how they had organized and how participating in a non-male 

network made them understand their experiences of working in a male dominated sector 

differently, two main processes were described: the way the women experienced how they 

themselves and their situation had been reframed, and how they had started to understand 

their individual experiences as a structural problem. The first process is presented in two 

sections. The initial section will present how the participants experienced in what ways their 

bodies were reframed from sexualized bodies to working bodies in the forestry sector by 
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collective actions of NYKS. The second section will treat how the participants felt their 

collective actions had reframed women in general to be understood as competent workers 

who help each other in their careers. In the third section, we will see in what way the women 

talked about how sharing their individual experiences made them understand these 

experiences as structural problems in the sector are presented. Lastly, these results are 

discussed in relation to Ahmed´s (2006) concept of belonging, space as field of action 

(Ahmed, 2012) and Acker´s (2012) concept of gender substructures.  

5.4.1. Reframing women from sexualized bodies to working bodies  

There was consensus among the participants that when women create alternatives for non-

males, the understanding of women working in forestry can change. In NYKS, there are about 

800 members, organizing one fourth of the non-male working force of the forestry sector, 

enabling them to have an impact on the industry in terms of how women are perceived. 

Participant 1, 4, and 5 talked about the experiences of having women reframed as an essential 

part of their participation in NYKS, and participant 4 stated that “In that way, it is nice to be a 

part of it. Yes because now we have that chance to reframe forest-Sweden into something 

better”.  

In this section, I will give the example of the NYKS calendar and how it started to reframe 

women through collective action by NYKS. One way to reframe male domination and male 

sexual control, underlying the heterosexual norms, happened after a supporter club to Ponsse 

made a calendar for 2020. Ponsse, a Finnish forestry machine company let women and one of 

the support clubs into one of their machine halls, where photos were taken of women posing 

on the machines in sexualized ways7. Participant 1 described her feelings when the calendar 

got out on the market:  

And then this, this, Ponsses calendar. Yeah, it was a page turner. Like, not the 

calendar itself, but I just like “oh shit! Are they doing this now?” 

 (Participant 1) 

 

7
 Background and details about Ponsse were told by participant 1. 
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Participant 1 told that this was a reaction connected to the change #slutavvaerakt had created 

in the years before, and when the calendar was published, women were being sexualized once 

again. With the new knowledge about women’s experiences working in the forestry sector, 

acquired from testimonies given through #slutavverkat, this calendar received a big reaction 

from the sector. Participant 2 described the reaction of the sector as “oh oops, no, but we 

cannot have these types of calendars anymore” and told that these reactions “felt really good”. 

The reaction made Ponsse dissociate themselves from the calendar8. The following years 

NYKS, together with Ponsse, made a calendar where women and non-binary people from 

NYKS were portrayed. In those pictures the women are working in forestry and fully clothed. 

Participant 7 said that the calendar was a way to work “norm creative” and to “not only be 

critical” to be able to “push the sector forward” in gender equality work. 

Participant 1, 5 and 7 talked about how the new calendars are a part of changing the norm of 

women in the forestry sector, where they are not to be seen as sexualized bodies but instead 

working bodies. Participant 5 expressed how she experienced herself as different by being 

“physically smaller, newer and younger” than her colleagues and that she looked at the 

calendar as a way to feel inspired to keep working in the sector. When asked about what 

difference NYKS has done in the industry, participant 1 talked about the calendars, “I bought 

a box of the new calendars now, I have handed it out to my colleagues and told them that 

there are more if they want to bring to their clients” and that the new calendars were “really 

good”. These two examples suggest that the calendar can be used in two different ways, both 

for women to look at themselves to reframe women into forestry workers and to share with 

others to distribute pictures of women and their working bodies in the sector. However, 

participants 4 and 5 described how sexualized photos of women were still hanging in locker 

rooms and workshops, and participant 4 said that when she saw the pictures, she felt like “It is 

2022, you can do better”. Even though NYKS has created a calendar with women working, 

female bodies are still sexualized in forestry workers' everyday work.  

This example with NYKS calendar is one way to illustrate how women’s bodies can be 

reframed in the forestry sector, both for women themselves and for the sector overall. The 

reaction and the following action of creating a new calendar seemed to create a feeling of ease 

 

8
 Detail about the dissociation was told by participant 2.  
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and power by the way the participants expression of that they felt “really good” about it. But 

more than this, the interviewee’s accounts above acknowledge how the Metoo-hashtag 

created a reaction in the forestry industry making it possible to start to reframe women’s 

bodies in the sector. 

5.4.2. A non-male network made women help each other  

Some of the participants talked about the importance of a network where women can 

understand each other as competent and help each other. This issue was mostly talked about 

among those who had worked in the sector for a longer period. During their working life they 

had experienced how men had helped each other when creating unofficial networks in 

different ways and NYKS was talked about as having the same purpose but for non-males.  

When describing why NYKS was important as a network for women participant 8 and 9 

talked about the absence of role models when they entered the labour market in the forestry 

sector. Participant 8 said that her experience of how women reacted to her when she was new 

was “you are not supposed to come here and get things for free when I have struggled to get 

this position”. There seemed to be a structure where women were seeing each other as threats 

and competition instead of colleagues with competence who could help each other. At the 

same time, the participants talked about how men seemed to help each other a lot to further 

their careers.  

By establishing NYKS women created their own network, which participant 8 resembled as 

“those unofficial network’s men have created their whole working life”. Participant 8 argued 

that through this network women are being reframed into competent individuals who can help 

you in your career and someone you want to have in your network. Similarly, participant 7 

described how NYKS through their activities creates the same networks men have done in 

unofficial ways by going hunting, studying together, and meeting each other at different 

occasions making them help each other in their career by tip each other about new job, 

grooming each other to get jobs with more responsibilities and trusting them as they had built 

a relationship. Participant 9 also talked about the importance to create a network for non-

males when describing the purpose of NYKS:  

You should have someone to latch on or go together with, and that we should be 

able to, as the same way men always helped each other, we should, we need to 
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be able to create a platform to help each other, to break this that we are not in 

competition with each other.  

(Participant 9) 

Participant 9’s statement points out how other participants also experienced the forestry 

sector, that women see each other as competition even though they wish they did not, and by 

NYKS they can change this pattern and start helping each other instead.   

Participants 7, 8, and 9 discussed the importance of having female role models in the industry. 

They described how they had reached out to women working in more advanced occupations 

asking for guidance but that they did not get any response. By NYKS, they hoped that women 

would start to help each other, guiding them and not compete. Participant 8 talked about how 

this has happened in NYKS where women reach out to ask for guidance, give tips about new 

jobs, and help each other to move forward in their careers in their Facebook group and at 

meetups arranged by NYKS.  

According to the accounts given by the participants, a part of NYKS is to create a similar 

network to those network men working in the forestry sector have been doing for a long time. 

Through participating in NYKS, some participants experienced how women had started to 

help each other instead of understanding each other as threats. The reframing from threat to 

help was mostly something the women who had been working for a more extended period 

talked about. This implies that they may have experienced the importance of a network to 

move forward in a career by seeing how men, through their contacts in unofficial networks, 

have been able to make a career while women’s careers have been slowed down. Through 

creating a non-male network, women experienced that they started to help each other in their 

careers.  

5.4.3. Women’s individual experiences reframed into structural problems  

When describing the purpose of NYKS, participant 7 said that it is a platform where “you can 

share experiences, seek support, help each other and like, find strategies and empower each 

other”. When the participants talked about NYKS sharing experiences was one of the most 

common things they recognized as important. The shared experiences usually included how a 

woman had experienced problems of passing in a situation in the forestry sector somehow. 

Writing, reading, discuss and reacting to these stories impacted the participants in two ways: 
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first, they were able to experience they were not alone, and second, they were able to 

recognize subordinating behaviours towards women more easily.  

NYKS closed Facebook group was used to share stories of women’s experiences 

occasionally, but those stories seemed to have made a difference for the participants, making 

them feel less alone. When talking about NYKS, participant 2 expressed the importance of 

NYKS in her own working life and that reading the experiences of other women had helped 

her:  

Well, I have gotten more insight and know I am not alone, it is the same at all 

companies, yeah. So, absolutely. 

(Participant 2, Pos. 107)  

This statement highlights how sharing a story, and reading others, made participant 2 

understand her experiences as shared among others. Earlier in the interview she talked about 

how the experience shared came from women with different occupations within the sector. 

This seemed to create an understanding that the experiences were not just individual ones but 

rather shared experiences among many women working in the sector. Similar to this, 

participant 3 described that reading about other women’s experiences made her feel less alone 

by stating, “I think it is like really nice that I am not alone in this, these feelings”. Participant 

5 described it as a feeling of comfort knowing that there are more women in the same 

situations by stating: “just to know that there are more people in the same situation gives like 

some kind of comfort”. Accordingly, sharing experiences made the participants understand 

that it was not just them experiencing problems of passing, which made them feel less alone.  

When asked about if the stories have changed anything for them, all the participants talked 

about how it had changed the way they understood the male domination in the forestry sector. 

By sharing stories with each other, they had become more aware of how subordination of 

women a structural problem. Participant 4 explained it like this when talking about what other 

women’s stories have made her understand:  

..or it is more like being able to identify and not become pissed about all the 

master suppression techniques. Because it is like, when you start to see them, 

you realize where they come from, and that you should not…. Well, I usually do 

not meet them straight forward but instead like, yeah then I need to, well 
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obviously it is here, usually by white middle-aged men strangely enough. So, 

then it is better to be professional and show them your knowledge, it is not 

worth becoming annoyed and like, start a discussion, instead you just like “yeah, 

if you want to put yourself on that level it’s your choice, but I do not have to 

answer you”.  

 (Participant 4)  

 

This statement clarifies the process of how reading about the experiences of others can help to 

understand a situation where women are being subordinated or having problems with passing. 

By having read other women’s stories, participant 4 said she was able to identify what 

happened and react to it differently both emotionally and by the way she acted. Participant 3 

also talked about how other women’s stories made her able to identify situations which made 

her experience situations of subordination in another way and finding new ways to handle 

them. She explained how it has given her an “inner strength” and created a courage to 

question the situations where she was subordinated. Contrary to the first two examples above, 

participant 1 did not recognize herself in the experience of being subordinated. Instead, she 

talked about the importance of getting knowledge of women’s situations to identify where and 

how women were being subordinated and react when it happened. This suggests that even 

though a woman herself does not experience being subordinated, she may think it is important 

to react when it is happening to others.  

Through shared stories, the participants understood their experiences of subordination as a 

part of a shared experience among women in the forestry industry. By this, they could feel 

differently about these experiences and identify when it happened to them. They felt they 

were not alone and more able to understand the situations as a part of the dominating male 

structure. Accordingly, their experiences became understood as a structural problem instead 

of an individual one.  

5.4.4. Reframing women in forestry by organizing in a non-male network    

The participants understood some of their experiences differently due to being members and 

taking part in NYKS. The participants experienced a larger sense of belonging in the sector 

due to being reframed into competent industry workers. Through collective actions, NYKS 

used different methods to change the way how women were understood in the forestry sector, 
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which can be understood as they negotiated the space of women by reframing female bodies 

into workers of the sector (Ahmed, 2006).  

By their calendar displaying how and where women work, women are pictured in a way they 

want the sector to understand them as workers. This is both a way to reframe the female body 

into an accepted part of gender identities in the forestry sector (Acker, 2012) and make 

women see themselves as workers in forestry, and not as sexualized objects. The calendar can 

be understood as a strategical object reframe women and narrate them into a natural part of 

the working force of the forestry sector. The forestry sector can be understood as a field of 

action (Ahmed, 2006) were NYKS by doing their calendar tires to change the understand of 

women in the industry. The results also showed that some of the women used the calendar as 

a way to feel like they belonged and enabled them to understand that they are a part of the 

sector. Linking it to Ahmed’s (2006) perception of feeling at home, pictures of women 

working can make the women in the working industry experience that they are “home” and 

belong in the forestry sector. 

The participants talked about how they experienced male relations by unofficial networks that 

enabled men’s careers to flourish in a way women´s did not; by building relationships at 

social bonding activities and other occasions, men trusted and helped each other, which 

impacted the organizational processes to enable men to better careers then their female co-

workers. Those unofficial networks for men can be understood as a part of the organizational 

culture of the sector (Acker, 2012), impacting the organizational processes making men get 

better jobs with more responsibilities, and enabling them to have other careers with more 

power than women. But the participants also felt that NYKS as an organization had been able 

to reframe women into people belonging in the sector by understanding them as competent 

and important to have in one’s network. By this, NYKS can be understood as creating their 

own network, similar to men´s unofficial networks, where women help each other in their 

carriers. This can also be understood as a way to make the female body reframed into a 

competent body. As the gendered substructures are interconnected (Acker, 2012) they will 

also change together, if the gender identity is negotiated into understanding the female body 

as a competent body, the other substructures can follow this understanding. This could imply 

that women will be more able to pass more easily into other occupations since other women 

help them access new jobs.   
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Another way the participants experiences changed due to taking part in NYKS was by sharing 

stories. The participants talked about how sharing individual experiences made them 

understand it as a shared experience among other women in the sector, making them belong to 

the shared experience of being subordinated (Ahmed, 2006). By this, women’s problem of 

passing by being subordinated at interactions at their job, organizational processes and 

organizational culture became something the women understood as a structural problem. The 

participants talked about how NYKS had worked to reframe women’s bodies and 

understanding of each other and helped to reframe individual experiences into a structural 

problem. Using Acker’s (1990) unfoldment of gender substructures, it becomes apparent that 

women on a structural level are objectified by their femininity and therefore subordinated and 

blocked in the space of the forestry sector, which makes women experience this in spaces on 

every level in the sector. The gendered identities will not change by understanding these 

experiences as a structural problem. However, the women said that by understanding their 

individual experiences as a structural problem, they were able to identify when they were 

being subordinated and able to act differently when it happened. Reframing it into Ahmed’s 

(2006) theory, women become able to negotiate their belonging in the space of the forestry 

industry to a larger extent. 

5.5. Belonging, passing and non-passing among women in the forestry sector  

The analysis has presented the experiences of belonging, passing, and non-passing among 

women working in forestry. In this last section, a conclusion of the results will be presented 

and followed by a discussion of the results in relation to the previous research to examine 

further women working in the forestry sector and their experience of passing and non-passing 

in relation and to a broader perspective of working as a woman and be a part of a non-male 

network in a male dominated industry. 

In conclusion, the study results show that women experienced difficulties passing due to male 

domination and its upholding organizational structures and processes. The participants did 

experience that they belonged due to their interest in forestry. However, they constantly 

needed to relate to the male norms in the structures and processes of the sector, making it 

more difficult to pass. The male domination affected the organizational culture in the whole 

sector, making women experience they were subordinated due to their gendered identity and 

that they gained less access to the spaces of the industry, which affected their working life. In 
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interactions at their jobs, they were being stopped and questioned; they experienced that they 

were in a constant accepting process and that this altogether slowed down their careers. The 

participant experienced that they needed to manage this individually in two main ways, by 

negotiating their presence in different spaces and adjusting or not to the male norms in the 

sector to make it easier to be included. Through NYKS, the participants could reframe 

experiences of belonging by seeing and reframing female bodies in forestry into working 

bodies. The network also made the participants experience how women started to help each 

other in their careers, making it easier to pass by giving advice and creating more informal 

contact between members of the network. Moreover, by participating in the network, the 

participants reframed their experiences of non-passing from individual experiences of 

subordination due to their gender into a structural problem of the organizational culture and 

organizational processes where men, male attributions, and male characteristic was 

understood as superior.  

The research questions of this study were how women experience belonging, passing and 

non-passing as a woman in the forestry sector in Sweden, where organizational structures, 

norms, and processes are upheld by male domination, and how participating in a non-male 

network can influence these experiences. The previous research showed sectors that are 

gender segregated have, and uphold, beliefs of gendered attribution people working in that 

sector need, and that people tend to adjust their studies and working life towards what they 

understand as something their gender is good at (Correll, 2001; Ellingsaeter, 2013). Even 

though the sector itself is understood as male and male attributions understood as favoured, 

the interest in forestry made the women choose to work in the sector. However, Correll 

(2001) also argues that individuals can choose other directions of studies and careers that are 

not in line with their gendered beliefs. The participants did experience they belonged in the 

sector through their interest, and by their interest they could access and feel belonging in the 

forestry industry. Even though they felt they belonged by their interest, they still talked about 

how they related to the male norms of the sector. By different means, they could or could not 

be invited, pass, and do their job, depending on the situation.  

Although the number of women working in the forestry sector has increased in the last 

decades, male domination is still intact (M. Johansson, 2020). In forestry and other male 

dominated sectors, the process of maintaining occupational segregation by the construction of 
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women as the gender that does not belong is an ongoing process (e.g., Denissen, 2010; (K. 

Johansson et al., 202; Powell & Sang, 2015; Smith & Gayles, 2018; Tokbaeva & 

Achtenhagen, 2021). The results of this study point towards an experience of a constant 

relation to the male norms of the forestry sector, which the women participating needed to 

adjust to or negotiate with in diverse ways as they experience problems of passing. 

Researchers have described this as women are understood as “the other” at their workplaces 

and in social occasions connected to their job because their bodies do not fit in with the male 

norm (Denissen, 2010; K. Johansson et al., 2020; Powell & Sang, 2015; Smith & Gayles, 

2018; Tokbaeva & Achtenhagen, 2021). The participants in this study never used the 

expression of being someone understood as “the other”. However, they described many ways 

this happened and how they needed to negotiate with themselves to fit in and get easier access 

to spaces in the sector.  

Moreover, male attribution was talked about as superior by the participants in this study. Male 

bodies and male attributed social activities were understood as the norm of the space of the 

forestry sector. Previous research highlighted that gender beliefs could change in the process 

of being produced and reproduced, and the notions of what is masculine and feminine can 

change with that, as a way for a male dominated sector to continue being masculine 

(Abrahamsson & Johansson, 2006; M. Johansson & Ringblom, 2017). The participants of this 

study did experience that the gendered beliefs and male norms had changed to some extent 

due to the creation of a non-male network as women saw their bodies being reframed into 

working bodies, and they started to see each other as competent and helpful in their careers. 

Even if it had changed to some degree due to the non-male network, the masculine identity 

and its attributions was understood as superior.   

The results of this study suggest that there are ongoing organizational processes of keeping 

male dominance intact. One space where this became visible was in interactions at the 

participant´s jobs. Women experiencing situations of subordination when interacting at their 

jobs was something previous research also showed (Powell & Sang, 2015; Denissen, 2010; 

Smith & Gayles, 2018; Tokbaeva & Achtenhagen, 2021), but then often regarding becoming 

a symbol of a woman in a male dominated workplace (K. Johansson et al., 2020; Smith & 

Gayles, 2018; Tokbaeva & Achtenhagen, 2021). The experience of becoming a symbol at a 

workplace was visible in the results of this study as well, but more than this, the women 
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participating in this study experienced that they were being blocked from doing their work 

tasks and questioned about their competence. To some degree, this goes in line with both K. 

Johansson et al.'s (2020) and Powell and Sang’s (2015) results, where the authors demonstrate 

how women experienced being stopped by being excluded from social events and discussions 

at the job. To go further, one of the results of the study was that these experiences created an 

understanding among the participants of being in a constant acceptance process where they 

needed to prove themselves to be able to do their job. When they proved themselves, they 

were able to do their job. This shows an example of how women that are not included at first 

can find ways to pass, even though it is more difficult for them.  

The participants also experienced that their careers were being slowed down due to the male 

dominated structures and organizational processes. The research on gender occupational 

segregation described that vertical and horizontal occupational segregation affects a person's 

career (Ellingsaeter, 2013; Grönlund et al., 2017; Hustad et al., 2020; Melkas & Anker, 1997; 

Nermo, 2000). The result of this study shows that women experience the sector as gender 

segregated, where men tend to occupy more jobs higher up in the occupational hierarchy, and 

that women work, and thrives, within areas with less power over decisions and economy in 

the forestry sector. The results also showed that some of the participants also felt like their 

careers were being slowed down due to recruitment processes where men tend to choose other 

men when hiring. In contrast to the results, the previous research showed that women do not 

meet barriers of in-group bias in male dominated sectors (Carlsson, 2011; Carlsson & 

Eriksson, 2019; K. Johansson et al., 2020; Tokbaeva & Achtenhagen, 2021). Rather, it is due 

to if the workplace has recruited people from a former workplace before (Bygren, 2013). And 

in the forestry sector, K. Johansson et al. (2019, 2020) results showed that both women and 

men thinks that women are in favour of men when applying for a position. The result of this 

study, on the other hand, showed that the women experienced that the barriers in a 

recruitment process was barriers such as male unofficial networks, where men created 

relations and helped each other to a faster career with higher positions. This implies that the 

unofficial networks men take part of creates an in-group bias of men that belongs in their 

network somehow. 

The male domination constitutes spaces in the forestry sector that, as a practice, subscribe 

access based on gendered structures, which is the result both of this study and shown in the 
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previous research (Baublyte et al., 2019; K. Johansson et al., 2020; M. Johansson et al., 2018). 

As male domination and its norm is part of the sector as whole, the spaces of the sector also 

include spaces outside of working hours such as dinners and parities with colleagues. Both in 

this study and in previous research (K. Johansson et al., 2010) it was shown that women 

negotiate with themselves about attending occasions of social bonding such as Christmas 

parties or sauna baths. Moreover, the present study adds that women can also experience 

some workplaces as dangerous to them due to the male domination and the present 

organizational culture at such space, making women negotiate with themselves if they can, 

and want, to work in such places. The spaces the participants talked about in this study was 

spaces they were invited to, but the spaces were still understood as dangerous or 

unwelcoming. This implies that even though women are welcomed, the attributed male 

behaviour in such spaces made women experience that they did not belong or feel 

comfortable. Women are by official means invited, but male behaviour can stop women from 

taking part as they are not able to pass in these situations. Male dominance can be understood 

as “invisible” in those situations. However, as women need to negotiate with themselves 

about regarding whether or not to take part in such events, the male norms are apparent to 

them.   

One of the layers of male dominance in organizational culture is sexual, taking form in 

actions as a way for men to demonstrate their masculinity, control, and define femininity 

through heterosexual norms (M. Johansson et al., 2018). The result of the present study 

showed that the women had experienced minor sexual harassment. Still, the participants used 

sexual harassment as a point of departure to understand the male dominance of the sector. 

They did put their own experiences of subordination in relation to being sexually harassed. As 

the participants saw themselves as passing, or not even be seen, in spaces of sexual 

harassment, it was like they could not argue for being stopped by male norms and behaviours. 

Similarly, the participants did not experience that their bodies were sexualized in the calendar 

made by one of Ponsse´s supporter clubs, but they experienced women who were reframed 

due to the calendar NYKS did with pictures of women working fully clothed. The 

sexualization of other women's bodies was not understood as connected to the gender 

identities of forestry workers. But at the same time, when seeing pictures of women working 
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in forestry, some participants could experience a larger sense of belonging, making the female 

body belong to the gender identities of forestry workers.   

The participants of this study constantly needed to relate to the male norms of the sector in 

different ways. The results of the previous research showed that women experienced they had 

to adjust when working in a male dominated sector, both their personality characteristics 

(Denissen, 2010; Tokbaeva & Achtenhagen, 2021; Van Gilder, 2019) and modify their 

behaviour and professional self to match men and the male attribution of the sector (Baublyte 

et al., 2019). In relation to the study’s results, the participants were aware that male 

characteristics such as “having a firm handshake” were superior. They did not talk a lot about 

how they had adjusted their characteristics. However, they highlighted how people who 

follow the norm did not need to change while others, who did not follow the male norms of 

the space in the sector, needed to change the way they talk and their interests, which can take 

energy from them, suggesting that this was an exhausting process. The previous research also 

showed that when women experiences subordination they tended to adjust in different ways 

(Denissen, 2010; Powell & Sang, 2015; Tokbaeva & Achtenhagen, 2021), and especially to 

prove their competence (Denissen, 2010; Powell & Sang, 2015; Tokbaeva & Achtenhagen, 

2021; Van Gilder, 2019). Even though the women in this study did not talk about changing 

their characteristics, such experiences of individual ways of adjusting were also visible in the 

current study; the women felt they needed to prove their competence by being more prepared 

for meetings, but also that they needed to work harder to become more accepted. The 

participants also talked about adjusting their competence or not to male norms and working 

harder to pass in the sector.   

According to the present study’s results, women resisted subordination by different means 

during their working life in two different ways. One was to create spaces and networks of 

their own where male domination was not as present as in other spaces of the sector, and the 

other was to start to question when they were being subordinated. At the same time as the 

previous research emphasized individual resilience, it can become a burden for individual 

women, as they either can become responsible for changing male dominated structures (M. 

Johansson et al.,2018), individuals can be at risk and harm (Calvard & Sang, 2017), or that an 

individualistic approach focusing on individual change is not able to change the gendered 

organizational structure which causes inequity (Calvard & Sang, 2017; M. Johansson et al., 
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2018; Petrucci, 2020). About the last argument, that individual action would not create a 

change in the structural processes, the result of this study shows that women were more able 

to question and resist when they understood their situations of problems of passing as a shared 

experience and a structural problem. Although questioning and resisting do not imply that the 

participants experienced they were able to change the structural processes, the knowledge 

about the structural processes of male domination made some of the participants experience 

an “inner strength” to react when being subordinated. This goes in line with Eduards (2002) 

argument that by sharing experiences, women can more easily recognize the structures of 

symbolic violence and act together in different ways. 

By creating a network and collective action, women helped each other more to pass and were 

reframed into being understood as competent workers in the forestry sector. Previous research 

on networks for women is highlighted as examples of collective agency and resistance 

(Andersson & Lidestav, 2016; Brandth et al., 2004). Through collectively organizing, women 

can change structures in a sector (Brandth et al., 2004; Eduards, 1994, 2002) or support each 

other or other women (Petrucci, 2020). The results in this study showed that, by organizing 

collectively, NYKS could reframe female bodies from being sexualized bodies into working 

bodies which the participants experienced as an act that created a greater sense of belonging 

for them in a male dominated sector. Altogether, creating a network where women could 

share their stories and help each other seemed to have created an experience of a larger sense 

of belonging for women working in the forestry sector, making them more able to identify 

situations of non-passing and, to some extent, help them to pass as they started to help each 

other in their careers.   
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6. Discussion  

This concluding chapter presents a summary of the results in relation to the research questions 

and purpose of the thesis. The summary is followed by discussions of the results in relation to 

previous research, theory, and method. Lastly, implications for future research will be 

presented. 

6.1. Summary in relation to the research questions  

The purpose of this study has been to examine how women experience working in a male 

dominated forestry sector and how networks for women influence these experiences. The aim 

of the study argued for the necessity to understand that individual experiences build a 

complex web, which enables insights into structural problems, and how these experiences can 

be reformed by creating new networks within a male dominated sector. This purpose was set 

down into two research questions.  

The first question concerned how women experience belonging, passing and non-passing as a 

woman in the Swedish forestry sector, where organizational structures, norms and processes 

are upheld by male domination. The result showed that the participants experienced belonging 

in the sector because of the interest in forestry, its role in societal sustainability and working 

methods. At the same time, the sector was male attributed in different ways, where male 

bodies, specific male attributions, and male-attributed social activities were perceived as 

superior, which created an acceptance of a masculine identity that both men and women 

working in the sector needed to adjust to. This made it more difficult for women to pass, at 

interactions at their jobs, women experienced being questioned about their competence and 

stopped when trying to do their job. This led to an experience of a constant accepting process 

where women had to prove their belonging in the forestry sector to be able to pass. It also 

affected women’s experiences of careers as they felt it was slowed down. As part of these 

experiences, the women had to manage situations of subordination individually by negotiating 

the spaces of the sector, both in workplaces and spaces of social bonding, and adjusting or not 

to male attributions and spaces.  

The second research question concerned how participation in non-male networks influence 

the experience of belonging, passing and non-passing for women working in the Swedish 

forestry sector. Through organizing collectively in a non-male network, women’s bodies were 
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reframed from sexualized bodies into working bodies which made some of the participants 

experience a greater belonging in the male dominated forestry sector. Moreover, by creating a 

network for non-males, women started to help each other pass more easily in their careers, 

similar to what the participants experienced men had done their whole working life. Thirdly, 

by sharing individual experiences of problems of passing, they were able to understand those 

experiences as shared among other women, which enabled an understanding that it was a 

structural problem created by gendering structures of male dominated processes.  

6.2.  The results in relation to previous research  

The previous research used in this study was picked to present a nuanced picture to give more 

insight in about women's experiences of working in a male dominated industry and how a 

network can influence these experiences. By presenting previous research on occupational 

gender segregation in Sweden the study was situated in a broader context of gender 

occupation segregation and its mechanism. The second section gave an overview of research 

done on women's experiences of working in a male dominated sector that can be similar 

across sectors. The third section presented gender studies done on the forestry sector, which 

brought a broader insight into various ways in which women experienced subordination and 

enabled an understanding of gendered processes in the sector. Lastly, there was a section on 

research on women’s individual actions and how they, by collective action, can change 

structures. Providing a brief presentation on previous research done on non-male networks 

enabled a deeper understanding of the mechanisms and influence of such networks.   

It could be argued that it would have been enough to focus on the previous research on gender 

studies and network studies in the forestry sector. However, as the study is set in the context 

of the forestry industry as a male dominated sector where different gendered structures and 

processes are tangled into a complex web, there was a need to broaden the previous research. 

It also makes the study relevant in relation to other male dominated sectors, as it contributes 

to previous research by showing how the barriers to women’s inclusion in similar 

organizations should be thought of and studied as ongoing processes that mixes successful 

passing with subtle forms of resistance to women’s inclusion.  
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6.3. The results in relation to the theoretical framework  

The theoretical framework of the study departure from two different disciplines within the 

field of sociology, Acker’s (2012) theory on gender substructures is written within the field of 

organizational sociology, while Ahmed’s (2006) theoretical framework is sprung from a 

discussion of how to use phenomenology to understand how structures create orientations of 

bodies.  

In this study, Acker’s (2012) framework provided insights into how gendering organizational 

structures can be broken down and conceptualized into different processes where gender 

inequalities are embedded. The different processes that Acker (2012) presented, gendered 

substructures, made it possible to understand how gender identities were created, where male 

attributions were understood as superior (see section 5.1.2. It´s been good but… a constant 

relation to the male norms of the sector). The theoretical framework of Acker (2012) also 

provided insight about the differentiation between interaction at the job and organizational 

culture and organizing processes. By this, the results could be analyzed more 

comprehensively as it became possible to highlight different processes where gender 

inequalities occur. Ahmed (2006), on the other hand, provided insights on conceptualizing the 

gendering processes' subjective feelings and experiences. With the theoretical framework 

from Ahmed (2006) and her concepts of belonging in space, passing and non-passing, being 

stopped and space as a field of action and the gendered substructures, Acker (2012) makes it 

possible to understand how participants understood their experiences of being subordinated in 

a male dominated sector.  

One weakness in the theoretical framework is the absence of a theory to explain the 

experience of collective action in depth. As argued in the purpose, it is necessary to 

understand that individual experiences build a web, which together enables insights of 

structural problems, as well as how these experiences are influenced by participating in non-

networks within a male dominated sector. The results also showed that women individually 

understood, managed, and negotiated their experiences in one way and by collective actions 

and networks the experiences were reframed. It can be argued that, by using a theory to 

enable an analysis about collective action the network of NYKS, the way it functioned and the 

relations it creates, could have been more explored in the results and analysis. For example, 

Eduards (1994) article Women’s agency and collective action could be applied to examine the 
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impact of networks and collective action further in this thesis. This was considered during the 

conduction of the study, but as the study focused on women’s experience in relation to a male 

dominated sector and the reframing of those experiences by, only, taking part in a non-male 

network, it would not have given the insight about male domination nor the experiences of it. 

Eduards (1994) is presented in the thesis but in previous research, as it is still a valuable 

source in the research of women’s collective action (see 2.3. Women’s resistance and 

collective action to change male dominated structures).  

6.4. The results in relation to method  

The current study has aimed to give an understanding of women’s experience of working in 

the male dominated Swedish forestry industry, and how a non-male network can influence 

those experiences. The empirical material consists of 10 semi-structured interviews with 

women who during the study worked, or recently worked, in the forestry sector. To 

understand the participant´s experience, a phenomenological approach was used, which 

enabled the analysis to highlight both details and similarities between how the participants 

made their experiences meaningful. The empirical material, which was conducted in an early 

stage of the study, and the analysis, have guided the whole study by revisiting all its parts and 

especially the purpose and research questions.    

As mentioned, this study was inspired by a phenomenological approach, which implies that 

the focus has been to reach an understanding of how the participants made their experiences 

meaningful (Schutz, 1967). To stay close to the meaning making of the experiences of the 

participants I followed Hycner’s (1985) guideline and let the participants read the 

transcription of the interview and kept an open dialogue with them during the study. 

Furthermore, there is an extensive presentation about me (see 4.6. Positioning), the previous 

knowledge and experience I had in the area, and how I did put this study in relation to it. This 

was done because we as researchers are, to some extent, always connected to the field, where 

we are affected by existing relations, previous knowledge, and our aims with our study 

(Breuer, 2003). By reflecting on my previous knowledge and experiences of forestry, I 

presented and reflected on my own meaning making of being a woman in forestry and how I 

tried not to nuance the study by my own experiences to keep the trustworthiness of the study 

intact.  
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As for the sampling and the generalizability of the study, the sampling method used was 

purposeful sampling (see 4.3 Sample selection and procedure) to find participants with 

experiences working in the forestry sector and being members of NYKS. As the criterions 

were quite broad a variation of women participated. The forestry sector has approximately 

28 300 employees (SCB, 2021) and NYKS about 800 members (see 5.4.1. Reframing women 

from sexualized bodies to working bodies) working in different occupations, resulting in a 

sampling of participants that had a variety of social backgrounds and experiences. As the 

study aimed to examine women’s experiences, the differences between the women 

participating created a more nuanced result. In relation to this and the small sample size, the 

concern about the generalizability of the results and the study can be raised (Kvale & 

Brinkmann, 2014). But as the study has used a phenomenological approach and has had the 

purpose of examining women’s experiences of working in a male dominated sector, the study 

does not claim to have reached neither empirical saturation nor generalizable results. Instead, 

it has aimed to give an understanding of the meaning making of the experiences of the 

participants (Aspers, 2009; Hycner, 1985; Kvale & Brinkmann, 2014; Schutz, 1967). 

Lastly, the interviews were semi-structured and done individually (see 4.4. Data collection), 

making the participants able to elaborate and talk about their experiences by themselves 

without having the influence of others. At the same time, the interviews happened in a social 

situation where there was a social interaction between the participant and me. That I, to some 

extent, had knowledge about their situation could risk the potential of influencing their 

answers. But, by preparing the interviews thoroughly and reflecting about my previous 

knowledge, following Kvale & Brinkmann (2014) and Aspers (2009) suggestions on how to 

conduct a semi-structured interview, doing two test interviews and discussing this with my 

supervisor, the interviews were conducted in a manner that fulfilled the purpose of the study. 

This is shown in the results by the way the participants did not agree with each other and gave 

a nuanced understanding of how differently they experienced their situation (e.g., see 5.3.2 

Experiences of adjusting or not to the male norms of the forestry sector). 

6.5. Implications for future research  

This study has aimed to examine women´s experience belonging, passing and non-passing as 

a woman in the Swedish forestry sector, where organizational structures, norms and processes 

are upheld by male domination, and how women’s experiences was influenced due to 
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participation in a non-male network. Despite that the study have not reached saturation, due to 

the small sample size, and thereby cannot assert generalizability, the results implies that 

women experience male domination as present in organizational culture, organizing 

processes, interaction at work and that male attributed gender identities are understood as 

superior. Further, as collective actions were taken by NYKS, the participants experienced that 

the female body was reframed into a working body which created a greater sense of belonging 

as a worker in the forestry sector. Moreover, the participants experienced that women started 

to help each other in their careers which made it easier for them to pass in their carries. Lastly, 

by sharing experiences with each other about problems of passing, women started to 

experience what had been their individual experience as a shared experience among all 

women working in the sector, and thereby transformed their individual experience into a 

structural problem.  

The results of the study implied that women were being stopped from various spaces of the 

sector (see 5.2.1 Experiences of being stopped and questioned), both social bonding occasions 

and when trying to do their work. In previous research, there was a presentation of other ways 

in which women experienced being treated differently due to male domination processes in 

male dominated industries, such as becoming a symbol, needing to adjust etc. (see 2.2 

Women’s experience of working in male dominated sectors), but different ways of women 

being stopped were never discussed more thoroughly. As the situation of being stopped was 

something the women experienced affected their working life by making them feel like they 

were in a constant accepting process it would be fruitful to examine different situations when 

women are stopped more closely to understand how it affects women’s careers in a male 

dominated sector. Moreover, to use shadowing as method could enable other insights about 

the situations and how stopping as a subordinating mechanism are used in a male dominated 

sector.  

Furthermore, one of the research questions in this study examined how women’s experiences 

of belonging was influenced by participating in a non-male network. In the results it is shown 

that some of the participants understood their network as a network compared with the ones 

men had created unofficially by male attributed social bonding activities (see 5.4.2. A non-

male network made women help each other) and that one of the reasons women’s careers was 

slowed down was due to male networks (see 5.2.3. Experiences of slowing down the carrier). 
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To understand the rituals and the impact of a network, unofficial and official, would be 

conducive to further understand the implications and effects of relationships on careers for 

men and women in a male dominated industry. 
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Relation to the network  

o Ask for examples 

and follow up 

with how and 

why  

• What is you relation to the 

network?   

• How is the network a part of 

your everyday life?  

• Participation in activities?  

 

Appendix 1. Interview guide  
Interview number:          Date:  

 

  
Background  

• Gender  

• Education  

• Age  

• Working tasks today  

• Work in a company 

or as an 

entrepreneur  

• How many years in 

the sector?   

 

To work as a woman in the forestry 

sector 

o Ask for examples and 

follow up with how and 

why 

• How is it?  

• Do you notice a difference in 

treatment between you and male 

colleagues?  

• Positive/ Negative treatment  

o How, where and when?  

• Sector overall- where does it differ 

between men and women?  

The network   

o Ask for examples and 

follow up with how and why 

• What does the network look like?  

• Do you have a role in the network?  

• What is the background and the 

purpose of the network?  

• How do you participate?  

• What do you feel about the network?  

• How does it affect you to participate in 

the network?  

• What do you get from participating in 

the network?  

• How does it help you to participate in 

the network?  

• What are the pros and cons with the 

network?  

• What have you learnt from 

participating in the network?  

 

 

Does the network change the work 

situation? 

o Ask for examples and 

follow up with how and 

why 

• What have changed in you working 

situation due to your participation 

in the network?  

• Is there something you miss in the 

network? 

• Does the network give you support 

anyhow?  

   

 

End  

o Follow up thoughts 

and questions  

• Is there anything you 

wished me to asked that I 

have not? What? 

• Is there anything you want 

to add?  
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Appendix 2. Interview request 

Uppsala university, The department of Sociology 

Information and consent to participate in the study  

Information about what it means to participate  

The study you are about to participate in is a master's degree project at the Department of 

Sociology at Uppsala University. The final product of the study is an essay, the study is 30 

credits in higher education and covers one semester at the university. The purpose of this 

study is to try to understand the importance of having a network (an organization or a group 

of friends) that is female or non-binary when you are female or non-binary yourself and work 

in the forestry industry. Because you have experience in this, you are asked to participate in 

the study.  

Participating means that I, Anna Johansson Dahl, will interview you sometime during 

February or the beginning of March. We will have the interview in a place where you feel 

comfortable answering the questions. The interview will take approximately 45 minutes. We 

will talk about how you experience working in the forest industry as a woman, and how it 

affects you to be part of a network with people in the same situation. 

I will record the interview to be able to better analyse the material afterwards. I will also take 

notes if I need to during the interview. I am responsible for ensuring that no outsiders can 

access the recordings or notes. The only person besides me who might listen is my supervisor, 

but my supervisor won't know who you are. The interview material compiled will be 

anonymized, your answers should not be able to be traced back to you. You are one of about 

10 participants. Once the thesis is approved, the recorded interview will be deleted. 

You will have access to the printed version of your interview, if you want to change anything 

in your answers, I want to have your changes one week after you get access to the material. 

It is entirely voluntary to participate in the study, and you have the right to cancel your 

participation whenever you want, without explaining why. If you wish to cancel your 

participation, please contact me as soon as possible.  

 

Persons responsible for the study  

I, Anna Johansson Dahl, and my supervisor Fredrik Palm are responsible for the study. You 

are welcome to contact any of us if you have questions or thoughts.  

Anna Johansson Dahl  

Telephone:  

Email:  

Supervisor: Senior Lecturer Fredrik Palm  
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Email:  


