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Abstract 
The aim of this study was to examine women in management positions in the Brazilian labor 
market, focusing on perception of their working condition but also challenges in a culture 
dominated by machismo and stereotypes. The data was conducted from a qualitative 
approach with a mix of snowball and convenience sample, by interviewing eight women 
with staff responsibilities in a wide range of sectors and branches. The result section 
revealed that the Brazilian society is characterized by a conservative approach and 
machismo, which create barriers for women to enter higher positions such as management. 
The combination of women being associated with household, caregiving and motherhood 
together with being submissive to men, reduces the chances to establish themselves in the 
labor market. However, the majority of the female leaders stated differences between male 
and female leadership, based on traditional ways of being leaders due to stereotypes. 
Although there are several aspects that create obstacles for women, there was one that stood 
out from the others, the sector they were employers in. Half of the participants worked in the 
private sector and the remaining half in the public one. Wishing for a life with family and 
improved working conditions could be achieved in the public sector and was highly unlikely 
in the private sector. These obstacles that women have to face and overcome make it hard to 
balance a career with a personal life. 

Key words: Brazil, gender inequality, leadership, machismo. 
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Introduction 
Brazil has in the last two decades reduced their gender inequality, which has been a major 

development for the country. Despite some significant improvements that have been 

achieved in Brazil, there is still inequality present and still room for development. Even 

though Brazil has seen improvements for women in the labor market in comparison to other 

countries in Latin America, inequality is still prevalent. A reason such as machismo-culture 

which can partly explain the inequalities that occurs (Agenor & Canuto, 2013). Machismo 

explains how the men are taking a bigger place in the society, and the submissiveness of 

women (Oliviera, 2000).  

What differentiates Brazil from other Latin American countries is their strong growing 

economy and female political participation. Despite these aspects which should encourage 

and strengthen women’s partaking in society, the country is still at the same low level in 

gender equality, as its neighbors. Van Klaveren et al (2009) considers it contradictory when 

women have higher educations yet lower income in relation to men, which is a reflection of 

the inequality that exists in the labor market. This aspects was the foundation of our interests 

of carry out our research about female management in Brazil.  

This thesis aims to study female managers’ perception of gender and leadership in Brazil by 

capturing stories of women’s’ path and experiences, in a society created by social norms are 

dominated by a strong machismo-culture.  

Study purpose and research questions 
The purpose is to capture stories about women’s road to a leadership position in the 

Brazilian labor market, focusing on possibilities and challenges in their working life, also 

the effect of machismo in their organization based on following main questions: 

• What background and earlier experiences do these women have? 

• What characteristics are prominent for women in management positions? 

• How do female managers perceive the ways in which gender affects their leadership styles 
and their status within the organization? 

• How do these women perceive Machismo in their organization? And how does it affect 
their working conditions? 
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Subject Area 
This section will introduce a background of the subject by introducing; the global economy 

and BRICS countries, women on the Brazilian market, women’s political position, women 

in management positions and gender inequality in Brazil. 

The global economy and BRICS countries  
Today the economy is characterized by a globalized market that is driven by international 

trade and the establishment of multinational enterprises and integration between countries 

and people worldwide (Wolf, 2000). Together with Russia, India, China and South Africa, 

Brazil is one of the countries that hold a strong position in the global economy, through its 

participation in BRICS, which is an acronym for the countries included in the organization. 

The major part of BRICS is still counted as developing countries but together they have a 

common interest to influence US and Western powers by collaboration with non-western 

powers according to Thakur (2014). BRICS have fast growing economies, Brazil for 

instance was the fastest growing major economy in 2010. Brazil is today an important 

country that contributes a large part to international trade (Kumm, 2014). Thanks to its 

rapidly expanding economy, the country is ranked among the world´s ten largest economies 

(Martinez-Diaz & Brainard, 2009). Kumm (2014) points out that Brazil has gone from a 

military dictatorship to a democracy, and the politics have influenced the current labor 

market. 

Women on the Brazilian market    
Brazil’s stong economic growth has increased women’s participation in the labor market and 

is one of the reasons why women now are representing 42 percent of the workforce in Brazil 

(Novaise 2013). Beside economic factors, cultural and social changes are also contributing 

factors to women’s increased participation in the labor market (Véras, 2010). Fernandez 

(2007) argues that the participation for women is effected by slow evolutional cultural 

change regarding women’s appropriate role in the society, which also leads to changes in the 

social environment. Van Klaveren et al. (2009) states that although the changes are 

prominent, female workers are still mainly working within specific sectors, such as 

household, education and working areas such as health and social work. 

Furthermore, Pavez et al. (2013) show that the education level among women is higher than 

men’s. Even though they are often more highly educated, women are still associated with 

household, caregiving and motherhood, which reflects in their choice of job but also the 
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probability of getting higher position jobs. According to Wajnman & Rios Neto (1999) 

women in Brazil have their participation peak at the ages of 20-24. One explanation behind 

this pattern is that their life cycles that differ from men’s and are influenced by non-

economic factors such as childbirth. As Keisu (2009) points out, there are studies of 

women's career opportunities that show that there is a link between managerial work, family 

and gender that differ from men´s. Family is considered as an obstacle for women in their 

career development, but not for men.                                                                                                                                 

  

Women’s political position 
In Latin America, four women have been elected by popular vote to their country’s 

presidencies since 2000, which could create a greater opportunity to streghten womens 

position in the society that later on can reflect in higher contributions of female leaders. 

Having women in political positions can affect the current norms that hinder women from 

being leaders (Pavez et al. 2013). In Brazil the female establishment has grown in the 

political areas since 1995, owing to the country’s imposed quotas on political parties 

requiring that 30 percent of the candidates to be female. In 2011, 78 years after the first time 

that women were allowed to vote (ibid), the people of Brazil elected Dilma Rousseff as the 

first female president in the country (Jalalzai & Dos Santos, 2015). By 2013 the ruling 

Workers party has pledged to allot 50 percent of council positions to women to help balance 

political entry-level positions (Watts, 2012). Despite the establishing of gender quota, 

Jalalzai & Dos Santos (2015) means that it has failed to create the significant increase of the 

number of women in legislative politics that they were aiming for. Dos Santos (2012) argue 

that one reason why women continue to be marginalized from electoral politics, and why the 

goal of a 50 percent participation has not been achieved, is because of the fact that “The 

political capital in Brazil is gendered in the sense that the professions that are more likely to 

raise more campaign funds and more likely to win an elected seat are dominated by male 

candidates” (Dos Santos, 2012, p. 3). 

Women in management positions 
Even though women have established themselves in the labor market, there are still 

obstacles that stand in their way to reach higher positions. Billing & Alvesson (2000) 

clarifies the fact that men are still dominating in the managerial work, which is largely 

constructed on male terms. A major reason is the overrepresentation of men in management 

positions all around the world. Veras (2008) claims that women’s’ difficulties entering 
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higher-ranking jobs and their obstacles are based on gender inequality: “Worldwide, a major 

barrier to women's progress in management continues to be the gender stereotyping of the 

managerial position and surveys of women in management positions have indicated a notion 

of masculine managerial model.” (Veras, 2008, p. 689). 

Indeed, there has also been an increase in female leaders in management positions in Brazil. 

However, Brasileiro (1996) points out that despite this increase, there is still an absence of 

female role models in management positions. According to Saab (2014) women in 

management roles are estimated up to 30 percent, while men account for the rest of the 70 

percent of management positions in Brazil. Although the women’s percentage is higher in 

comparison with other developing countries, gender inequality is still a current issue in 

Brazil (Wajnman & Rios Neto, 1999) This is a major problem. SIDA (2005) states that: 

“gender discrimination is one of the main causes of poverty, and a major obstacle to 

equitable and sustainable global human development.” (SIDA, 2005, p.4)                               

Gender inequality in Brazil 
When Dilma Roussef was elected for president, one of her promises to the country was to 

strive for gender equality. However, the efforts regarding the implementation of gender-

based policies have been limited and there is still a lot of work that needs to be done in this 

matter. In 2011, Brazil was ranked 80 out of 187 countries according to Gender Inequality 

Index (GII) introduced by the United Nations.  

From Brazil’s emerge it is important to understand the country’s development from a 

military dictatorship to a democracy and a rapidly growing economy. Brazil’s progress is 

based on their leading trade market which is one of the reasons why the country is ranked 

among the world´s ten largest economies and is a part of the BRICS nation. Owing to their 

economical growth, an increasing labor demand benefits women’s participation in the labor 

market. Nearly half of the work force is represented by women, who also represent a third of 

the management positions in Brazil. Also a positive development has taken place in politics 

for women in the country, which has created more female role models. The belief is that 

these developments have broken ground for women’s career opportunities in the labor 

market. Brasileiro (1996) explains that even though there has been an improvement, there is 

still an absence of female role models in management and a gap between male and female 

wages. Although the development is increasing, the gender equality is still a current issue 

worth working for. 
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Theory 
To understand the conditions of female managers, we use theoretical perspectives from 

research in leadership and gender, and introduce concepts such as, women and leadership, 

glass ceiling, machismo, gender stereotypes and homosociality. 

Women and leadership 
There has been research claiming that leadership styles differ between men and women in 

management positions. Northouse (2013) states that it is more common for women to use 

democratic leadership style, which includes aspects such as collaboration between the 

manager and the employees. This is also confirmed by Eagly & Carli (2003) who illustrate 

further by saying that women are more interpersonally oriented in comparison to men who 

uses autocratic- and task oriented styles. The leadership for women is more effective when 

congruent with their roles and less effective when leadership roles are masculine 

(Northouse, 2013). 

Female leadership in management positions nowadays is characterized by transformational 

leadership, which “...is a process that changes and transforms people. It is concerned with 

emotions, values, ethics, standards, and long-term goals” (Northouse, 2013, p. 185). This is 

in agreement with Kark, Waismel-Manor & Shamir (2012) who point out the fact that 

women work more continuously with transformational leadership in organizations. 

Moreover, the transformational leadership is explained as a softer form of leadership and is 

one of the reasons why women usually possess this type of style. 

Female managers are to a greater extent associated with their gender in comparison to men. 

For example, Dilma Rouseff started a public debate regarding the issues that women are 

facing in their working life, even herself.  Jalalzai & Dos Santos (2015, p. 122) points out 

that “her sex has been the starting point to many political debates” and therefore Dilma 

chose to highlight these obstacles that women are experiencing. Female managers are 

exposed in this matter and therefore it is important to pay attention to the profession before 

the female gender. 

Glass ceiling 
The expression Glass ceiling is used to portray the intangible hurdles that hinder women’s 

career advances and clarifies the gender inequality that occurs even in societies where men 

and women are equal under the law (Pavez et al, 2013). These hurdles stem from attitudinal 
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and organizational prejudices. It means that there is a level in the corporate hierarchical 

structure that women do not reach; an invisible but very real ceiling (Persson & Wadensjö, 

1997). Gender stereotypes about women’s’ talents with regards to leadership, willingness to 

take risks and their ability to make tough decisions has led to females being vastly over-

represented within areas that are outside of the main business of a company. These areas 

include for example human resources, customer relations and communications. “The title 

glass ceiling in Brazil was intended to raise public awareness and to propose strategies to 

create equality in business and management for women” (Brasileiro, 1996, p. 29). Such 

strides and developments are now showing that the glass ceiling is subsiding in terms of 

hindering female employees from reaching the top positions (Pavez et al, 2012) 

Machismo 
Machismo is derived from the male term “macho” and “masculinity” and is mainly present 

in the Latin American culture. Hautzinger (2004) describes how men are taking a bigger 

place in society, such as media, school, university, politics and in the labor market, while 

women is often assumed to be submissive to men. Oliveira (2000) describes machismo as a 

patriarchal and contains a traditional male gender role, which can be explained by given sex-

role theories of men being rigid, confident and proud. Machismo is characterized by men in 

control, command and authority, not only over women but also over other men. Machismo is 

also strongly related to responsibility for the family, to provide, protect but also defend 

(Oliveira, 2000). The term is associated to a legacy that is passed on for generations, father 

to son, and is explained as a cultural difference combined with inheritance (Hautzinger 

2004).  

Peters et al. (2015) explains that “… women remain severely underrepresented in 

occupations that have historically been predicated on physical strength and aggression”, but 

also when it comes to high-status position, such as management. In the existing macho-

culture, women have limited inroads to occupations that are associated to men, because 

women are perceived as too sentimental and a poor fit in occupations dominated by men, 

resulting in smaller labor force participation for women. The macho-culture impact in 

society is mainly a disadvantage for both men and women. Peters et al. (2015) continues by 

explaining that men are experiencing pressure from their surroundings and find it hard to 

uphold their pride, while women perceive themselves as submissive. The other 

disadvantage, that particularly affects women, is the need to adapt and change their way of 
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leading so it is more suitable to the macho-culture that might occur in organizations.

  

Gender Stereotypes and Homosociality 
Bergeron et al. (2006) point out that a series of studies has shown that managers are often 

associated to men. It demonstrates that the gender stereotypes within organizations have a 

negative impact on work performance, mostly for women who get marginalized. Gender 

stereotypes affect the influence of women in managerial positions, which can be clarified by 

“Think manager – think male” (Bergeron et al. 2006. p, 136), and therefore it creates 

barriers in career advancement for women. “Previous research has demonstrated that women 

are influenced by stereotype threat in at least one aspect of managerial behavior (Kray et al. 

2001. p, 134). Consequently, women change their leadership style to resemble the male 

leadership, in order to get accepted in managerial positions (Bergeron et al. (2006). 

Holgersson (2013) states that obstacles for women’s establishment in the market is caused 

by homosociality within male workers, ”since men are more highly valued than women and 

have more control over resources in society, men can seek satisfaction of most of their needs 

from other men.“ (Holgersson. 2013. p, 455). Homosociality orients men towards men, and 

women toward women. Even though, it is more common for men to choose their own 

gender firstly in comparison to women. Together with gender stereotypes that explain the 

gender differences that occur, homosociality creates an obstacle for women to enter 

managerial positions that mostly are dominated by men.   

Methodology  
In this section the methodological considerations will be presented. We describe how we 

have preceded the methods of data collection, selection for the interviews, method for 

analyzing the data, reliability and validity and ethical considerations. 

A qualitative study  
In this study, we chose to have a qualitative approach where the data was collected thru 

semi- structured interviews, which means that the same questions were asked to all of the 

interview informants, with a possibility for the respondents to develop their answers. The 

reason for a semi-structured approach was to allow the respondents to be more flexible with 

their answers (Bryman, 2011).  
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Selection 
In order to collect data, interviews with eight women in management positions were chosen 

from a convenience sample and a snowball selection. Trost (2010) explains the meanings of 

a convenience sample as a method to choose informants that fit the profile, but also are 

available for the study. The snowball sample was achieved by asking participants in the 

interviews if they knew someone that might be appropriate for the study, which made it 

easier to be forwarded to other women in management positions that later on became 

respondents in the study. The inquire about possible interest in participating with the new 

participants was made by the previous participant who also set up the time for us to meet.  

The requirement for the interview participants was that they hold a management position 

and staff responsibilities within their organization. We had no demands on what industries 

or sectors the women worked in. 

Data collection  
The interview guide were divided into three themes; Leadership, Family life and career, 

Public and private sector. Before the interviews took place, a pilot interview was made to 

ensure that the questions in the interview were understandable and gave enough information 

to answer the questions of the research’s purpose. The respondents of the pilot interview 

were one female leader and one employee in Sweden. Some of the questions were restated 

after discussions with the pilot interview respondents. The reason why we chose to do pilot 

interviews was to see if we could generate appropriate material to investigate, along with 

other considerations such as time, place and interview practice. 

All of the interviews, accept one, was carried out in the participant office. The one that was 

not in their office was in a restaurant. To assure that we would have access to all the 

information afterwards all of the interviews were recorded, with the participants’ approval. 

During the interview one of us asked the questions while the other one took notes in case the 

participant changed their tone of voice or expressed body language, to reassure that we 

gathered all the important aspects. 

Data analysis 
Shortly after each interview occurred a selective transcription was conducted. According to 

Bryman (2011) the credibility of the answers are enhanced if they are transcribed close after 

the interview has been finished. The transcribed material together with the notes from the 

interviews was the foundations of further analysis and schematization based on our 
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theoretical framework. Hartman (1998) discloses this method as an approach that facilitates 

the understanding of what the study intends to investigate. Based on this concept, categories 

were created that later on was the foundation of the main themes; Leadership, Family life 

and career, Public and private sector. In the Result section of our study a table is used to 

clarify information about the participants. 

Ethical considerations     
Ethical aspects have been taken into consideration during the work of gathering the 

interview material. This is important for the loyalty towards the participants and for the 

survey's credibility. Before the interview begun, the four ethical requirements were taking 

into consideration. Information requirement aims inform the participants of the study’s’ 

purpose. The requirement of consent means that the participation has the right to decide 

whether they what to participate or not. Confidentiality obligation intent to store personal 

data in such way that unauthorized persons cannot take advantage of the participants. The 

use requirement means that the data collected about individuals may be used only for 

research purposes (Vetenskapsrådet, 2002). Furthermore the participants were informed of 

their anonymity, which might affect the probability of an honest response. In the table that is 

used to present the respondents, names have been changed and the company where the 

women are working has not been published, to secure their identity. The recorded materials 

and notes from the interviews have been carefully handled so no one unauthorized could get 

access to.       

Reliability and validity 
Bryman (2011) writes about the importance to ensure the credibility of qualitative research. 

Significant aspects to take into consideration are reliability and validity in terms of 

dependability, conformability, transferability and credibility. Alvehus (2013) explains the 

concept of validity; it means that the study has measured what it originally intended to 

measure. Furthermore, the term reliability focuses on whether the study is repeatable or not.  

To further explain how the qualitative research has been carried out it is important to 

understand the meaning of the four aspects. Dependability is gained by thorough auditing 

and selective transliteration. Conformability can be explained as an objective point of view, 

where the importance of putting aside personal values and theoretical framework are 

required, to reduce the risk of affecting the conclusions. Transferability from a qualitative 

perspective aims to enhance generalization and transferability to other settings or contexts, 
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to assume that the outcome is similar in other situations. The last aspect of the four is 

credibility, which establishes whether the result is credible or believable from the 

participants' point of view (Bryman, 2011). 

Result 
The following section will present the findings of the thesis, the result will be presented 

under leadership, family life and carrieer,  private and public sector at first by using a table 

with general information about the respondents. Afterwards, the results from the interviews, 

gathered from the research questions will be narrowed down and presented in themes.  

In the table below, an overview of the eight participants will be presented based on age, 

marital status, children, profession, responsibility over staff and if they work in a public or 

private sector. 

 

Name	   Rita	   Maricota	   Gabi	   Paula	  

Age	   31	   34	   29	   37	  

Material	  status	   Boyfriend	   Single	   Boyfriend	   Single	  

Children	   None	   None	   None	   None	  

Education	   Psychology.	  MBA	  
in	  Business	  &	  HR	  

MBA	  in	  
Management	  

Business	  
administration	  

MBA	  in	  
Management	  

Profession	   Develop	  manager	   General	  manager	   Manager	   HR	  manager	  

Responsibility	  
over	  staff	  

10	   73	   101	   27	  

Public/Private	  
sector	  

Public	   Private	   Private	   Pubic	  

Name	   Luciana	   Iohana	   Andreia	   Gilce	  

Age	   28	   26	   39	   47	  
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Material	  status	   Married	   Boyfriend	   Single	   Married	  

Children	   None	   None	   One	   One	  

Education	   Bussiness	  
administation	  &	  
People	  
development.	  
MBA	  in	  marketing	  
&	  design	  

Journalist.	  MBA	  in	  
management	  

Business	  
administration	  &	  
company	  
Management	  

Law	  &	  business	  

Profession	   Business	  woman	   Manager	  in	  retail	   HR	  director	   Education	  Director	  

Responsibility	  
over	  staff	  

197	   230	   32	   68	  

Public/Private	  
sector	  

Public	   Private	   Public	   Pubic	  

 

The table covers basic information about the participants. The female managers were 

between the ages of 26 and 47 with a varying response to the marital status. As it is shown 

above, half of the women in public sector have children while the rest of the participants 

have none. All the female managers had high-level education, five years or more, and some 

even had two degrees. Their professional background had a great variety within 

management where they had staff responsibility between 10-230 people in their 

organization. 

Leadership  
The most common expressions that the women used to describe what characterizes a good 

leader were: empathic, caring, flexibility, find solutions to problems, encouraging and 

understanding the needs of the team. The women agreed that it was important to have a good 

relation towards the employees but also be treated with respect despite their gender. The 

leaders explained that it was relevant to find balance between business and people, and that 

it was an ongoing process. Some of the managers claimed that women are better as leaders 

since they better could see solutions to problems. This was demonstrated clearly by one of 

the participants who said “Our gender is submissive to men from when we are born. We 

have to compete in early ages and therefore we learn how to deal with problems in another 

way than men”.  
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The women consider themselves as something similar as what they thought was important in 

a leader. The most common words that they used to describe their leadership were Empathic 

and Caring. They continued by demonstrating that they as managers valued the effort the 

employees but also their wellbeing, by creating a relationship that could both be professional 

and private. The female managers consider themselves as emotional, which was both a 

disadvantage and an advantage. They felt the need to prove themselves as strong and other 

times more humane to gain respect. One of the participants explained that “it is an evolution 

process to be a leader” and she continued by demonstrating that a female leader could be 

brought toward a typical male leader style, such as being rigid, hard and strong, to fit into 

the conservative leadership. While another female manager claimed that this was not a 

problem within her organization, and continued by saying:  

“As long as there is no machismo in this company, there is no problem. 

But I know from experience that if the workplace is characterized by a 

macho culture, it gets harder for women to not adjust to a more typical 

male leadership style, if they even get the chance to be a leader in those 

kinds of organizations.” 

In response to the question (Appendix 1), if there are any differences between male and 

female leaders the majority claimed there is a difference. Most of the women had experience 

from male leaders as more commanding, objective, rigid, egocentric and impulsive. They 

also meant that it was more difficult for men to see the others’ perspectives, and that they 

are less empathic and usually don’t see solutions to problems in the same extent as women.  

Some of the women had experienced lack of respect from other males in their organization. 

Two of the respondents had received direct sexual comments related to their gender. They 

explained how they received comments such as “are you on your period?” in situations 

when they tried to be hard or determined. The leader in retail had also experienced that 

women in her organization became sexualized. She clarified it by saying: 

“For example, the male director insists that women should wear high 

heels, which I refuse, and when I did, he got really mad. I mean, I do 

not understand why we women have to be sexualized in this business”  

Regarding the question about if it is better to be a female or a male in their organization 

there was shared opinions between the managers. Half of the women stated that there is 
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neither an advantage nor disadvantage to be a female leader in their workplace, while the 

other half claimed that it was beneficial for men to be managers. This was exemplified by 

one of the managers who claimed that “57 percent of the companies in Brazil do not have 

any women in management positions, this country is the third worst in the world to promote 

women to the highest positions in companies, because of the macho.” She explained further 

by saying that it is harder for women to establish themselves, when the majority of men 

occupied higher positions. 

Family life and career 
The most common difficulty for the female leaders was the balance between their private 

life and career. In a few cases, women chose not to have children because it would affect 

their chances to build a career in management. This was illustrated by “A friend had a baby 

but worked at home while taking care of her baby so she wouldn't lose her job.” It was also 

difficult for women to enter management positions because of their “child birthing age”. The 

first question during an interview for a job could be “Planning on having children?”, which 

was only directed to women and never men. Therefore, it was hard for women to access 

management position if they are planning on having a family, but also hard for women to 

combine family life and career. The female leaders with children were thankful that they had 

older kids. They continued by saying that it was easier to hold the balance when their kids 

got older. One of the managers explained that she only had one child, because there was no 

further room for another one if she wanted to focus on her career. Other managers, who 

were without children, demonstrated the option between being “a good wife or a good 

professional” since it is so hard to be both. 

The Brazilian society is still characterized by a conservative approach, which means that 

typical stereotypes are being upheld, such as women still being associated with household, 

caregiving and motherhood. Even though the Brazilian community is working to establish 

women in the labor market, an important aspect such as equality within family life is 

forgotten. Nowadays this means that women can occupy higher positions on the market, but 

because of the conservative approach they become limited anyway. All the female managers 

agreed that it was harder for them to have a management position due to stereotypes and the 

discrimination that occurs. One explanation was the required working hours that managers 

have that usually was over 10 hours a day, which complicates family life. If a child needs to 

be taking care of, it is always a woman's responsibility, no matter what position or working 

conditions they possess.  
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Public and private sector 
An aspect that was brought up in all of the interviews was private and public sector, the 

female managers stated that there was a big difference whether you had a private or a public 

job. Having a job in the private sector contains uncertainty, because of its lack of a safety 

net. According to law, workers could get fired without reason or an explanation. Therefore, 

it complicates the desire to have a family or make a living for a family.  To have a public job 

means you have a job for life, which means that employers are protected by the law and 

cannot get fired without any reasons explained. Women claimed that the working conditions 

in the public sector were more equal, such as a more controlled salary between the genders 

in comparison to private sector. Women also had the opportunity to get pregnant without 

losing their job. One of the women who work in private sector said “I´m waiting to get a job 

in the public sector, and when I do, I want to have a baby”. She explained further that she 

was afraid to lose her job in the private sector if she got pregnant. As public jobs are more 

desirable, it is harder to get a position. 

Discussion      
In this section we will present our own reflections of the thesis.  We will discuss the 

methodological considerations we had while working on this thesis, and the result that we 

gained from our interviews.     

Method Discussion      
The choice to do the pilot interviews on people living in Sweden was not the best option. 

After evaluating our pilot interviews in Brazil in contrast with Sweden, we realized that it 

would have been better to do the pilot interviews in the context we wanted to investigate. If 

the pilots had been done in Brazil, we would have increased our perspective in the time 

frame, difficulties in communication, but also their understanding of the interview questions 

and the concepts. Despite the disadvantages, the choice of doing a pilot interview enhanced 

our confident during the original interview and also showed professionalism. 

In several interviews it would have been possible to use structured interviews as well, 

because there was not enough time and the language made it difficult to ask further 

questions and for the participant to give a more detailed answer. Even though both interview 

methods could have been appropriate, the interview questions were relevant in this matter 
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and generated satisfying material to work with. The interview questions were divided into 

three themes; Leadership, Family life and career, Public and private sector, that were 

consistent with our study purpose and research questions This laid the foundation of our 

thematization in the result section.    

  

Language and cultural distance 
Misunderstandings or hinders because of language may have had an impact on this study. 

The reason was that not all of the respondents could speak nor understand English, and 

therefore an interpreter was used in four of the interviews. The fact that we needed an 

interpreter during the interviews was not obvious from the beginning. Our belief was that 

educated women in management positions possessed knowledge in English. However, this 

three way communication may have had an effect on the result since some of the 

information could have been lost in the translation, where the interpreter choose to interpret 

what she thought was relevant.  

Since all of the interviews were performed in English, which was not the first language for 

any of the participants, it may have hindered the communication. The help from an 

interpreter also made the conversation slower which made us as interviewer stressed out 

since for taking too much of the participants’ time. Considering this, some relevant further 

questions were not asked.  

For the reason that misunderstandings could easily occur, we sat down together after every 

interview to discuss what we had understood and what the main topics were. We also took 

other aspects into considerations, such as body language and tone of voice that was relevant 

for further analysis of the material.   

Place of interview 
The fact that the participant could choose where the interview took place was positive in 

most of the cases, except one where the interview was in a restaurant at night time. This 

made it hard to focus on the interview because of noise and the people around. The other 

interviews took place in the participants’ offices, which was positive since it was a private 

and quiet place. However, one of the participants had the door open so her colleagues could 

hear the interview, which could have affected her answers.  
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Reliability and Validity 
Our study has strong validity as the result gives a good explanation of the study's research 

questions and purpose. One thing that contributes is that the interview guide (Appendix 1) 

was created from our research questions, and that we had the chance to interview the type of 

respondents that we aim to interview in the beginning. One other important factor was that 

we had a systematically approach while analyzing our data, which helped us distinguish the 

most important themes from the interviews without missing important information. 

We felt that the opportunity to have a conversation with our Swedish contact in Brazil was 

an important factor of making the study more reliable. This helped us to get a better 

understanding about the society, politics and the topic we were researching before starting 

the interviews. We believe that it helped us to have a contact with experience from both 

Sweden and Brazil as he had a better understanding of what is new and different for us. 

The reliability of the study could have been higher if we had more participants, which 

increases the difficulty of replicating the same results. However, we used a qualitative 

approach, our aim was to analyze the informants’ experience, and in a new study of eight 

new informants the result could be different. On the other hand, the study is transparent and 

therefore easy to replicate, by using the same methods.   

Finally we believe that it was beneficial for the validity to have been two persons working 

together in every part of this study. This gave us the possibility to discuss different 

perspectives in a wider range of how this research was conducted, while collecting and 

analyzing the data.  

Result Discussion 
In this section the result will be discussed under three categories; Leadership, Family life 

and career and Private and public sector. 

Leadership 
It became clear in the result section that our participants perceived differences between 

male- and female leadership. The majority of managers agreed on that woman had more of 

an empathic style with the aim to satisfy both the goals of the company but also the 

employees. As Northouse (2013) illustrated, women tend to use a more democratic 

leadership style in comparison to men’s autocratic- and task oriented styles. The female 

managers described themselves as emotional, which they also thought men would describe 
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them as. They claimed that the difference was that women are more people oriented, which 

was also confirmed by Eagly & Carli (2003). Women are expected, in a greater extent to 

maintain a traditional role in the society, which can be reflected in the labor market. 

Although a female leadership approach is used, management stereotypes are often 

associated to men “Think manager, think male” (Bergeron et al. 2006. p, 136). The authors 

demonstrate that gender stereotypes occurring within organizations have a negative impact 

on women, which can result in a change of their leadership. When leadership is considered 

to be in a specific way, other aspects gets excluded. Our opinion is that women's leadership 

styles do not take as much space in the community as the male way of leading. Therefore, it 

creates barriers for good female leadership to enter the labor market. However, managers are 

aware of the problem, but it remains unclear whether they are actively working with the 

issue.  

During the interviews it became clear that women also usually hold a more transformational 

leadership style than men. Our opinion is that the majority of the female managers have 

changed their ways of leading depending on what is required from the company or sector. In 

a higher extent, it is more important for women to feel accepted and therefore a change in 

their leadership, in their opinion, might be required. Kark, Waismel-Manor & Shamir (2012) 

states that women use a transformational leadership more continuously in comparison to 

men.  

Half of the participants thought that they as women had the same opportunities as men in 

their organization. They further explained their argument by clarifying that their 

organizations had women in management positions. Although the women claimed that the 

organization encouraged gender equality, there are still more men on the highest positions. 

Persson & Wadensjö (1997) describe this phenomenon as a glass ceiling that hinders women 

to reach the highest positions, mostly built on attitudinal and organizational prejudices. After 

the interviews it became clear to us that there is a difference between the opportunities for 

men and women, based on facts that were presented during the interviews. In our opinion, 

the standard of what is equal or not differs from contexts to countries. From the perspective 

presented, our thoughts lean against gender ignorance for women who claims that there are 

equivalent conditions for both men and women, even though men have established 

themselves to higher positions such as directors in their organization.  
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Family life and career 
During the interviews, all of the participations confirmed the statement that Pavez et al. 

(2013) who claim that women are associated with household, caregiving and motherhood. 

There was a common understanding between the women saying that these responsibilities 

have been given to them without them asking for it. Two of the women, with children, 

confirmed the difficulties to combine career with the demands of the home. They chose to 

have one child each for the reason Pavez et al. (2013) argues for, that the woman's 

responsibilities collides with chances of getting higher position jobs. Our understanding of 

the problem is that it is related to the conservative approach that the country holds, even to a 

greater extent than we thought. This perspective can also be linked to the macho culture 

occurring in the country, saying that a man's purpose is to support the family, while women 

take care of the household. The same requirements remain even though women have 

established themselves in the labor market; therefore the combination becomes difficult to 

balance. As Keisu (2009) points out, there are studies of women's career opportunities that 

differ from men´s. Family were considered as an obstacle for women in their career 

development, but not for men.  

The traditional way of living, conservative approach, affects women regardless of 

profession. At the same time, allowing it makes it harder for the society to change. The only 

people that it is beneficial for are men, who can have careers without worrying about 

balancing work and family. Our question in this matter is: how are these women capable of 

giving everything they can professionally and privately? Our female participants had a 

minimum of five years education and this means that they in early ages were prepared to put 

a lot of effort into education, which later on could lead to professional accomplishments. 

Indeed they succeeded when a career in management followed. We asked them what they 

had to give up to be where they are, the obvious response was children, or more children, 

and sometimes a partner. One thing to take into consideration, as it is shown in the table 

above, is their young age. In ten years priorities will probably change and another lifestyle 

could appear. 

Private and public sector 
Working conditions was strongly correlated to which sector the participants worked in. They 

describe how they could put their dreams on hold until they got a job in the public sector, to 

secure their future. We had no theory in forehand which could inform us about the 

differences between these two sectors, and therefore it took us by surprise. The gathered 
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information we must trust and take into consideration when presenting the results. However, 

the majority of the female managers agreed on that it was advantageous to work within the 

public sector. We do believe that the majority of our participants would prefer to be 

employees in this sector. 

Conclusion 
Our conclusions from this research is that women have larger barriares to enter higher 

positions in the labor market in comparison to men in Brazil. This can partually be explaied 

by the occuring machoism that limited women’s possibility to establish themselves as 

leaders. Some of the women still believe that the society is still characterized by machoism 

which puts women in a disadvantages situation. Other aspects that created obsticles and 

adverse conditions was family life. The majority of women were of the opinion that career 

and family life could not be combined. Most of them chose not to have children owing to 

their ambition to establish themselves. However, women who had the goal of starting a 

family working in or wanted to transfer to the public sector. The interviewed women agreed 

that the working contions where superior in the public sector compared to the private sector. 

Which may explain why the only two women who had children worked in the public sector. 

There was also an understanding between the women in that the female style of leadership 

had many benefits eventough they sometimes believed it neceassary to use a more male 

style of leading. We feel that the women overrate their level of equality and that they fail to 

realize that there is still a long road ahead before true equality is achieved. 

 

In order to confirm and further our understanding of equality in developing nations we 

suggest further research within this area and in particular studying at the male perspective of 

the subject. Also further comparisons between the public and private sector would be 

interesting, to deepen the research pool within this area. 
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Appendix 1: Interview guide  

 
• Introduction of the study purpose, and presentation of us. 
• Information regarding the anonymity of the participant. 
• Ask if it is okay to recorded the interview.  
• The information in this interview will only be used to this study.  
• Interview time (about 40 min). 
• Any questions?      

       
      

Questions:  
-       How old are you? 
-       Do you have a family, kids? 
-       What kind of work does your parents have? Do they have any education? 
-       Can you describe a typical work week, how many hours do you spend at work? Do you have 

to work over time or bring your work with you at home? 
-       What kind of responsibility do you have over the staff in this company? How many do you 

have responsibility for? 
 
• What background and earlier experiences do these women have? 

-       What kind of educational background do you have? 
-       Describe your previous working experience. 

 
• What characteristics are prominent for women in management positions? 
 

-       Which characteristics are important in a leader? 
-       How would you describe yourself as a leader? 
-       Do you think there is a difference between female leader and male leaders? If so, can you 

describe this? 
-       What are your attitudes towards these differences, are they positive or negative? 
-       Do you think it is easier for a woman or a man to get a management position? Why? 
 

• How do female managers perceive the ways in which gender affects their leadership 
styles and their status within the organization? 
 

-       How does male leaders treat you? 
-       How does your work colleagues treat you. 
-       Have you notice any differences in how your colleagues have been treated you over time? 
-       Do you think it is an advantage or disadvantage to be a female leader in your organization? 

Why? 
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