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Abstract 
 

This thesis explores the role of conflicting institutional logics in shaping the creation, 

implementation, and interpretation of certain gender equality practices in the public sector spaces 

of the United Kingdom (UK) and Germany. It further explores the factors that influence individual 

and collective understandings of gender roles and gender expectations, with special consideration 

given to issues deemed preventative to a greater transitioning of female workers into managerial 

positions within certain areas of the public sector environment. This is relevant as women remain 

starkly underrepresented at senior levels across a wide range of industries, even when they 

contribute a significant portion of the overall modern labour force. This study assumes that how 

the individual perceives reality, which is based upon the logics that have informed their schema, 

affects personal as well as group decision making, social interactions, and prioritisation of 

ambitions, which can influence career choices as well as other key decisions in life. 

Using a qualitative case study approach, this thesis explores two institutional settings: the UK and 

Germany – with qualitative data collected from sites within a devolved British nation (DBN) and a 

German Federal State (GFS). Both countries show similarities concerning gender norms and 

work, e.g., traditionally fostering a predominantly male breadwinner model. The analysis 

incorporates data from 41 semi-structured interviews in five public sector case study organisations 

in the UK (three organisations, 17 interviews) and Germany (two organisations, 24 interviews) with 

Human Resources Managers, Line Managers, woman workers and Employee Representatives. 

Thematic analysis findings point towards similarities and differences across countries. Country 

differences existed in terms of the communication between members of different hierarchical 

levels; openness of discussion around gender equality policy issues; and the willingness to share 

information and admit wrongdoing in this respect. Cross-country similarities included the 

perspective that HR policy was seen as an integral part of achieving gender equality. In 

implementing such policies findings point towards the existence of “logic zones”, where 

organisational needs and tasks, and the logics that governed them, were viewed, and navigated 

differently among individuals belonging to upper and lower hierarchical levels, respectively. This 

resulted in an uncoupling of shared working realities and thus led to the creation of markedly inept 

equality practices as policy creators held an interpretation of organisational culture divergent from 

those in junior roles – thus leaving fundamental aspects suppressing female workers transitioning 

into senior roles largely unacknowledged.  
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Chapter 1: Introduction to the Thesis 
 
1.0 Chapter Abstract 

This chapter begins with a justification for the rationale of the study. It then introduces and 

contextualises the research questions. Following on from this, the chapter ends with a structured 

overview of the proceeding chapters and discusses how the rest of the content included in this 

thesis is arranged.  

1.1. Rationale of the Study and Research Questions 

From before humanity began to develop settled civilisation in the forms of villages and towns, as a 

species, we had developed a hierarchical structure that governed how we interacted with one 

another (Hollimon, 1996). By engaging with this form of governance, we created defined roles and 

positions which granted varying degrees of power in the community. Human biology had a large 

part to play in how roles were formed, with the stronger, healthier members of society being given 

more laborious tasks, which granted more influence, while the weaker members were given the 

‘safer’ tasks, such as child-rearing. At this moment in time, it is impossible to know if the roles were 

selected predominantly on gender, but it is quite plausible to assume that females were assigned 

to what can be described as ‘maintenance’ tasks, such as child-rearing and food gathering, while 

males were given tasks that went beyond the vital daily needs of the group, such as building and 

hunting (Churchill and Morris,1998). Even today this demarcation of tasks between genders is still 

highly prevalent in most, if not all, nations within the continent of Europe, regardless of economic 

prosperity or political attitudes (Dubois-Shaik and Fusulier, 2017). The current cultural environment 

has deemed the continuation of historical gender roles, which are heavily based on biological 

factors alone, to be a controversial subject matter (Jerolimov, 2016). 

Within living memory, there has been a notable increase in female participation in paid work and 

career pursuance within most developed nations (OECD.stat, 2021). Particularly Westernised 

societies have worked towards improving the status of women within positions of authority. Much 

has happened in relatively recent history to change the social opinions of women in work and their 

pursuance of economic independence (Nakagawa et al., 2016), via the continued erosion of 

historically restricting gender norms and limiting female role expectations (Hughes, et al., 2015). 

These events are likely the reason for the noted rise of female worker contribution throughout the 

Western world at certain times throughout history (Weiner, 2016). Proportionately speaking, more 

women are in paid employment at present than ever before. This growth has been attributed to 

several factors, including better access to education for females (Hewitt, 2020), the withdrawal of 

many traditional views of female conduct within western society (Heise et al., 2019), and the 

modern economic environment which requires both partners in a heterosexual relationship to earn 
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an income (Bryant, 2020), to name a few. Regardless of the reason, women across westernised 

nations are extensively outperforming their male counterparts in terms of university-level 

education attainment, yet this does not translate to success in future career progression (Eurostat, 

2020). Men continue to dominate senior managerial positions across multiple industries regardless 

of the abundance of equally talented women. This is even when current literature provides 

evidence for the benefits of having a more gender-diverse workforce (Gomez and Bernet, 2019). 

Society has a large role to play in forming how people participate within the labour market, and due 

to societal norms, that expect the mother of a child to be the main, if not sole, provider of care, 

many women decide to rescind their participation within the labour market, or in many cases take 

flexible part-time work which is generally low paid and offers few opportunities for promotion.  

In response to the gender imbalances observed within places of work, western governments and 

employers are now taking concerted action to combat this disparity, yet much of this effort has had 

an only minimal impression on increasing participation of females in top managerial positions, and 

in some cases none at all (Windscheid et al., 2017; McKinnon, 2020). A considerable amount of 

management literature dedicated to highlighting gender inequality within organisations focuses 

primarily on the monetary benefits to both the individual and the overall organisation if higher rates 

of female inclusion are achieved within senior management (Rana and Mwangi, 2017; Nadeem et 

al, 2019; Đặng et al, 2020; Husnain et al., 2021). Matters such as pay inequality (Klein et al, 2021), 

unfair hiring practices (Pinto et al., 2017) and workplace misogyny (Powell and Sang, 2015) have 

received a lot of scrutiny from the academic community and are all well documented within 

contemporary academic works. Limited discussion of the root societal causes of workplace gender 

inequality and sufficient investigation of the impacts of social expectations and organisational logics 

on female employment patterns and the human resource practices of the places they work for, has 

left a literary gap in academic human resource management research. As of now, there is limited 

academic literature combining the areas of institutional logics and gender equality within the 

westernised working environment (Williamson et al., 2020). This thesis intends to address this 

shortfall.  

In addition, the current expectations of gender, and what it means to subscribe to a particular 

gender within western society, have experienced little research scrutiny concerning the influencing 

potential it has to shape an individual’s interactions with their personalised reality in matters such 

as employment and procuring a sense of self-fulfilment. Modern western society conditions men 

and women differently from a young age (Bian et al, 2017), with regard to clothing, toys, 

entertainment, and even colours, so to suppose that this has no impact on personal decisions later 

in adult life would be unwise.  Currently, certain job roles attract considerably more of one gender 

to the occupation than the other. For example, nursing attracts many more females to the 
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occupation than males, whereas a mechanic role attracts more male applicants (Fogli and 

Veldkamp, 2011). Academics argue over how this phenomenon occurs: nature vs nurture (Morgan 

and Rose, 2019), but regardless the fact remains that as social being’s humans are influenced by 

their perceptions of what wider society expects of them. With this in mind, the thesis intends to 

examine the role that personal experiences and assessments of what it means to be a modern 

public sector worker have on choices made and rationales for either pursuing or foregoing 

beneficial career activities.   

As no single national context can purport to be the de facto representative of westernised society, 

individuals from both British and German heritage will provide input throughout the data collection 

phase of this thesis, as discussed in Chapter 3. The inclusion of these countries emanates from the 

shared economic and cultural history that each has experienced. A shared understanding of family, 

religious, political, and economic values, make both nations comparable for closer examination, yet 

certain national idiosyncrasies in how individuals respond to personal decision making and career 

planning will provide a dimension for examination and discussion further within this thesis. To date, 

there is a lack of literature that reviews the variety of factors that influence female career 

progression to senior management from the perspective of organisational policy creation in light of 

institutional logics and societal expectations of gender. Therefore, the comparison of factors 

relating to female worker transition to senior role status across both national contexts will assist in 

the better understanding of the national and organisational cultural processes that guides, aids, or 

impedes such personal career decisions.    

To achieve this, this study proposes a qualitative research strategy in the form of a dual-national 

multiple case study. By gathering qualitative information from a diverse range of participants, it is 

the intention of the researcher to provide a data-rich understanding of the key factors currently 

thought by academics to be influencing the career directions and participation rates of women in 

the United Kingdom and Germany. The overall intended purpose of this study is to collect first-hand 

accounts from public sector workers and explore their perceptions of the environments in which 

they work, with the intention of better understanding how their beliefs, attitudes, actions, and 

assumptions 1) shape their own lives concerning progression within their career, 2) how 

organisational gender equality policy is received and adopted within their organisations, and 3) how 

the individual worker  

justifies the prioritisation of tasks within the working environment with relation to organisational 

goal deliverance and managing an external home and social life. A range of workers from varying 

stages in their career have been chosen, to highlight the different ways in which junior and senior 

workers experience and perform within a shared working environment. Also, the collection of data 

from both British and German organisations intends to emphasize a western approach to working 
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arrangements, as both nations have a shared history of economic and cultural development, with 

both nations simultaneously tackling many of the same issues surrounding female empowerment 

and workplace inclusion. The continued procurement and inclusion of talent and skilled labour, 

regardless of gender, within any public sector is crucial for the stability of daily national functions. 

The following Figure 1.1 puts forward the two research questions connected with this thesis, which 

have been created in response to certain concerns later highlighted in detail within chapter 2. 

Particularly, the degree to which institutional logics impact matters surrounding modern-day 

expectations of female behaviour, female workplace inclusion, female career ambition, and 

organisational gender equity, all informed the formation of the two research questions.  

Institutional logics, which are discussed at length within chapter 2 section 2.2, are defined by 

Thornton and Ocasio (1999, p.804) as the “socially constructed historical patterns of material 

practices, assumptions, values, beliefs, and rules by which individuals produce and reproduce their 

material subsistence, organize time and space and provide meaning to their social reality”. The 

literature stresses how institutional settings are plural (Kraatz and Block 2008), with fractures, 

complexities, conflicts, and inconsistencies that induce reflexivity and permit actors to query taken-

for-granted meanings and organisational environments, and contest the status quo (Clemens and 

Cook, 1999; Greenwood et al., 2011). Using this established understanding of institutional logics, 

the questions posed below hope to illuminate how socially constructed patterns, assumptions, 

values, beliefs, and rules can influence the inclusion and progression of female workers within the 

British and German public sectors.  

Figure 1.1.: Research Questions 

Source: Own Illustration 

1.2. Overview of the thesis structure and content 

The intention of Chapter 2 is to introduce and frame this study in the context of already existing 

literature which is deemed pertinent to understanding through an academic lens the complexities 

of modern working life for women the in public sectors of Britain and Germany. Furthermore, the 

chapter discusses the route by which an individual forms a perception of reality based upon 

personal and collective experiences within their shared environments, ultimately impacting their 

Research Questions 

RQ1: 

 

 

How do individuals conceptualise, make sense of, and navigate conflicting institutional 
logics surrounding gender and work in the two different institutional contexts of the UK 
and Germany? 

RQ2: How do these conflicting logics shape individuals’ actions with regard to the 
implementation of gender equality HRM? 
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future choices regarding matters deemed gendered within their society. Following an initial 

introduction to provide context to the research, this chapter is sectioned into three main parts. The 

first part concerns itself with the theory behind the concept of institutional logics, and examines 

several components present within the literature that represent an accumulation of academic 

works since the concept was founded.  This section follows the historic progression of the theory 

from conception to its contemporary existence, with linkages made between similar or conflicting 

works when appropriate.  The section part of this chapter discusses the processes by which 

individual and collective assumptions of gender roles and abilities are influenced by a number of 

institutions within the modern westernised world. Following the guidance of work by Thornton et 

al. (2012), the use of ‘institutional orders’ to facilitate discussion and present literature in a 

navigable manner. It is argued that working arrangements for women have significantly improved 

in Britain and Germany in recent times, however social considerations regarding a woman’s place 

in society and the notion of a male ‘breadwinner’ model, though weakened, still endure within 

these cultures. Societal institutions, as categorised by Thornton et al. (2012) play a major role in 

forming our civilisations, and thus warrant close examination when conducting a research 

investigation such as one covered by this thesis. Lastly, this chapter covers the topic of women 

working within the public sector and reasons for why women may be drawn to work in such a 

sector. Actions taken by recent British and German governments are also mentioned to better 

provide an appreciation for the interest both nations have already taken in supporting the inclusion 

of women within the managerial sections of their respective public sectors. To end this chapter, a 

justification of the research questions and associated objectives that guide this study is presented.  

Chapter 3 establishes the methodology and methods chosen to explore the research questions. 

This chapter begins with an elaboration of the purpose of the chapter, swiftly followed by the 

ontological and epistemological assumptions adopted by the researcher (myself) for this study. 

Next, this chapter contains an appreciation for the practicalities of reflexive research and the 

importance of acknowledging one’s own bias when formulating and conducting research protocols. 

Subsequently, a justification for the use of qualitative data collection methods is provided, as well 

as a discussion of the chosen method in light of the previously mentioned ontological and 

epistemological stances of the researcher. Additionally, the chapter considers case study and 

interview participant sampling, recruitment, and selection, and presents the case study 

organisations as well as the interview participants. The operationalisation of data collection is 

mentioned and explains matters relating to data collection and storage. Data analysis techniques 

used in this study are discussed afterwards. Next, a justification for the use of thematic analysis is 

included with an explanation of how themes were constructed. The chapter concludes with a 

discussion surrounding the integrity of data as well as an explanation of ethical issues and potential 

risks for participants that may arise due to the selected research method and research design.  
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Chapters 4 through 6 concern themselves with the analysis and discussion of the findings. The three 

chapters cover distinctive themes present within the data. Chapters 4 and 5 in combination seek to 

address Research Question 1. Chapter 4 discusses the concept of gender role expectation as a 

component in the formation and application of individual reality with regard to the public sector 

worker. In doing so, the chapter refers to academic works as well as participant testimony collected 

from participating organisations within Britain and Germany. This chapter includes the discussion 

of multiple ways in which individual perceptions of gender are shaped and also used as a means to 

inform the actions and choices of the individual, by discussing micro, meso, and macro societal 

sources of influence. Chapter 4 thus seeks to position interview data within current understood 

institutional systems and societal trends that govern female gender expectations, as discussed 

throughout previous literature.   

Chapter 5 acknowledges modern-day organisational working arrangements and conditions with 

attention given to facets that impact workplace interactions. Assumed obligations of roles, both 

junior and senior, as well perceived requirements of said roles are discussed. This includes the 

implications of work-life balance arrangements of senior posts within the public sector 

organisation, as well as differences in workplace habits and task prioritisation between junior and 

senior members of staff. Furthermore, the chapter addresses some of the assumptions that are 

widely adopted by participating public sector workers due to the closeness of the organisation to 

governance and legislative institutions.  

Chapter 6 seeks to provide answers relevant to Research Question 2.  This chapter provides insight 

into how participating organisations develop policy via the internal navigation of public sector logics 

by senior members of staff. The chapter at the outset highlights the importance of logic adherence 

within the participating interview sites. Following this, weight is afforded to how managerial staff 

can use their status and reputation to have an important impression on organisational policy 

direction and implementation. This is later enhanced through the examination of first-hand 

accounts. To conclude, a case for a new way of appreciating logics that helps to explain the lack of 

female managerial participation within the participating public sector organisations is presented.       

Ultimately, Chapter 7 seeks to culminate this thesis. The chapter provides a summation and 

discussion of the main findings of this thesis. It also notes the limitations of this thesis and 

qualitative works in general. Next, the implications of this study for practitioners in the public sector 

are stated. Lastly, potential areas of future research are noted. 
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Chapter 2: Literature Review 
 
2.0. Chapter Abstract 

This chapter begins by providing context for the literature review concerning the wider research 

context. It then introduces key theory by presenting definitions and a summary of historical 

advancements in the field of ‘Institutional Logics’ and also organisational studies in general. 

Following on from this, the chapter considers key academic conversations found within current 

literature, including areas of deliberation as well as agreement. Subsequently, the current direction 

of the field of institutional logic theory is reviewed, as well as a statement of the academic 

importance of said field as a research pursuit. This chapter then presents relevant literature 

structured by institutional orders, thus reflecting earlier work by both Friendland and Alford (1991) 

and Thornton et al. (2012). To end the chapter, a review of literature discussing the female worker 

relationship with public sector work is set out, followed by a research justification for this thesis 

highlighting the research gaps that this work intends to address.  

2.1. Research Context and Literature Review Introduction 

This literature review aims to accentuate key areas that have had a measured impact on the 

modern-day female worker. This includes a discussion of the core principles of institutional logic 

and dominant logic theory as well as a discussion of the impact that logics have on a personal and 

collective understanding of our personal and shared environments. Next, a succinct history of 

women in work and their relationship with the working environment in a western democratic 

society. Then an in-depth understanding of the originators of logics and how they influence wider 

society, with a special focus on how this affects the social status that a female adopts in their 

community. Following this, a synopsis of the public sector in relation to female participation, 

finishing with a justification for this research upon the conclusion of this chapter. These elements 

are pertinent to the research undertaking at hand, and effort has been made to emphasize 

theoretical interactions amongst literature where appropriate. 

2.2. Institutional and Dominant Logic Theory 

2.2.1. Definitions 

The Institutional logic perspective is a key concept in organisational studies and sociological theory. 

It draws attention to how wide-ranging belief systems form the perceptions and behaviour of 

individuals. Thornton and Ocasio (1999, p.804) define institutional logics as the “socially 

constructed historical patterns of material practices, assumptions, values, beliefs, and rules by 

which individuals produce and reproduce their material subsistence, organize time and space and 

provide meaning to their social reality”. Friedland and Alford (1991, p. 232), defined institutions as 
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“supraorganisational patterns of activity by which individuals and organisations produce and 

reproduce their material subsistence and organise time and space. They are also symbolic systems, 

ways of ordering reality, thereby rendering the experience of time and space meaningful”.   The 

similarities between the two concepts are numerous, however, some are more pertinent to 

mention. Institutional logics populate within the culture of an institution. Therefore, both are 

crucial to the comprehension of reality for a worker. Likewise, both concepts rely on a time aspect 

to give themselves credibility. Through repetition and the passing of time, both logics and 

institutions become embedded structures within their environments - a consequence of familiarity. 

Finally, they both rely on collective acceptance to function effectively. Without the willingness of 

the majority to conform in understanding and objective, whether through desire or fear, neither a 

logic nor an institution can last. Each is only as robust as the eagerness of the people supporting 

them. Without followers, they cease to exist.  

Logics occupy all areas of social interaction, and every human in some way has had their lives 

impacted upon in some way by them. The basis of any society is the assumption that the populace 

adheres to a set of rules or laws that govern how the people operate, both privately and publicly. 

In this way, business is also conducted within the confines of both legal and social expectations. 

The Collins English Dictionary (2018) defines a ‘logic’ as a “way of thinking and reasoning about 

things that is characteristic of a particular type of person or a particular field of activity”. Keeping 

in mind the accepted definition given to ‘institutional logics’ by Thornton and Ocasio (1999, p.804), 

as cited by Lounsbury (2008), Zilber (2013) and Silva and Figueredo (2017), this group shared way 

of thinking in itself is not necessarily legally binding or are errors always punishable in the same 

way that legally enforced laws are. However, not adhering to one’s organisational institutional logic 

can negatively impact an individual’s degree of social acceptance in the workplace, job satisfaction, 

and long-term career progression (Besharov and Smith, 2014).  

2.2.2 History of Institutional Theory 

2.2.2.1 Institutional Logics 

To better appreciate the theory of institutional logics, we must first understand the history of 

institutional theory as a whole. Interest in the academic study and analysis of institutions became 

mainstream in the late 19th century. Early works in the area primarily concentrated on bureaucracy 

and the effect it had on the state institution. Concepts, such as Max Weber’s ‘Iron Cage’ (Douglass, 

2018), were created to better explain the growth of rationalisation implicit in public life that was 

being witnessed in predominately Western capitalist societies. This shed light on how wider society 

entraps the individual into systems based solely on rational determining, teleological effectiveness, 

and control. In western academic circles, the study of political institutions dominated the research 

area interest up until the 1950s (Hamilton, 1919; Homan. 1932; Commons, 1936; Mukerjee, 1939; 
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Bhakoo and Sohal, 1951), with analysis focusing on comparative works between formal institutions 

of the state and government. After this time, however, a behavioural revolution that swept through 

the discipline took place, which brought the favoured study of behaviour, rather than solely 

institutions or the interpretation of legal texts (Meyer and Rowan, 1977; Zucker, 1977; Di Maggio 

and Powell, 1983; North, 1991) 

In the late 1970s a new approach, under the title of ‘New Institutionalism’ was conceived (Meyer 

and Rowan, 1977; Zucker, 1977). This varied from the now termed ‘Old Institutionalism’ in that it 

gave increased advocacy towards the individual over the institution and marked a shift in the 

academic method towards the analysis of the individual as an actor, rather than that of the 

institution that encircled them. The seminal paper by John W. Meyer and Brian Rowan (1977) 

inspired this shift as they highlighted the need for a better understanding of institutionalisation 

from the perspective of the individual, as they reported that institutionalised isomorphism directly 

correlated with institutional success. From the macro societal level, Meyer and Rowan (1977) 

identified the role of modernisation in the conformation of the organisation with its external 

environment. Their work stated that to secure legitimacy, organisations had to adapt to both 

internal and external influences. On the contrary, Zucker (1977) applied a micro perspective that 

looked at social interactions between individuals and groups and stressed the accustomed nature 

of institutions and that the perseverance of cultural attitudes could be used as a measure of 

institutionalisation.  These two pieces of work, coupled with DiMaggio and Powell’s (1983) paper 

which revisited the ‘Iron Cage’ concept of Weber, looked at isomorphism and how it can be enabled 

from the societal level to the organisational field by forced, imitative, and normative sources, and 

brought about a wave of related empirical analysis. DiMaggio and Powell (1983) laid out how 

isomorphism concerns itself with the similarities witnessed between institutions, whether in the 

form of processes or structure and can be induced through three manners. These are normative, 

which is inherent in certain professions due to custom and education; coercive, which entails 

stresses on an institution from another institution in which they are reliant upon and by public 

expectations from society; and mimetic, which refers to the inclination of an institution to imitate 

another institution’s structure because of the belief that the structure of the latter institution is 

beneficial.  The core of DiMaggio and Powell’s (1983) work indicated that mindless imitation of 

culture was one of the main ways in which cognition affects institutional logics. As already 

mentioned, the term, ‘New Institutionalism’ was formulated to signify the rejection of rationality 

to better explain the organisational structure, in a way that legitimacy was favoured more highly 

than efficiency as a clarification for the success and stability of organisations (Tolbert and Zucker, 

1983).  
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In the following years, Friedland and Alford’s (1991) influential paper, in combination with empirical 

work by other academics (Haveman and Rao, 1997; Thornton and Ocasio, 1999; Scott, 2000) 

created the foundation for a new approach to institutional analysis. This new method established 

the classification of ‘institutional logics’ as being what expresses the content and meaning of 

organisations. This innovative approach was in some ways like the earlier hypothesising of Meyer 

and Rowan (1977), Zucker (1977), DiMaggio and Powell (1983, 1991), in that it acknowledges how 

social rules and cognitive schema have an impact on how organisational structures are shaped. 

However, it differs in that isomorphism, whether in the context of wider society or a more 

personalised nature, was no longer the focus, but rather how distinguished institutional logics 

affected both organisations and individuals, and the plethora of contexts that they were involved 

in, including the market, the corporation, the profession, the state, the family, religions, and 

community (Thornton, 2004; Thornton et al., 2012). Thornton (2004) suggested that this view of 

how institutional logics both help to shape rational cognitive behaviour and is itself shaped by the 

individuals’ actions in an organisation, a connection between the macro approach of Meyer and 

Rowan (1977), and Zucker’s (1977) micro approach, could be realized.  

Over time the definition of ‘institutional logics’ morphed into what we have at present. Certain 

agreements that Institutional logics are socially constructed are now acknowledged. Together social 

scientists and theorists have branded social construction in numerous and diverse ways, but all 

classifications involve a form of social contact, which produces communal, mutual comprehensions 

of social objects, constituting them incidental to any individual and consequently ostensibly 

objective (e.g., Berger & Luckmann, 1967; Searle, 1995). This implies, that assessing the value of 

something is a social activity. Whilst deciding the value of an object or process we consider the 

choices that our peers have made towards the same or similar types of things. The fact that 

institutional logics have objectivity and exteriority grant them the efficacy to be considered 

‘institutional’. In the Durkheimian way (Durkheim, 1982), they are perceived as social facts and as 

joint depictions of reality. Another area of mutual consent is that institutional logics are historically 

conditional, meaning they change with time and vary between settings, depending on the allocation 

of power among social actors, existing technologies, and the intentions of social influencers. Today 

within contemporary literature there has been an apparent issue of ‘institutional logics’ becoming 

a buzzword resulting in its misuse and distorted meaning (Thornton and Ocasio, 2008). The overuse 

by researchers to apply the term of ‘institutional logics’ to a wide variety of topics and concepts in 

the past, led to a literary web of ideas and studies that have been heralded as extending knowledge, 

with the result being misconstrued findings (Mizruchi and Fein, 1999).    

2.2.2.2. Dominant Logics 
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As institutional logics became a staple of the institutional theory research repertoire, subcategories 

were developed that focused more so on specialized areas of interest within the underlying 

mechanisms of the institution (Ocassio, 1997; Haveman and Rao, 1997; Lounsbury, 2002; Thornton, 

2002; Suddaby & Greenwood, 2005). This ranged from organisational morality and subsequent 

justification of actions within a given context (Jackall, 1988; Elsbach and Sutton; 1992), how culture 

determines the sources of organisational power when exploited in cooperation-based activities 

(Kemp and Dwyer, 2001; Seel, 2000), and also how institutional logics can influence the 

development and implementation of business strategy and policy (Townley, 1997; Brown and 

Potoski, 2003).  

This last area of interest is better known in academia as ‘dominant logic’. This is not to be confused 

with service-dominant logic, which is itself a subsection of dominant logic. While service-dominant 

logic is a theoretical way of explaining value creation through the interaction of different competent 

actors (Vargo and Lusch, 2008), ‘dominant logic’ is the means by which a company is perceived to 

have been successful (Prahalad and Bettis, 1986). Usually, this is measured in terms of profit, but 

can also be measured by other criteria such as wastage minimisation, client retention, or attaining 

optimal capacity utilisation. Public sector organisations where profit generation is not of primary 

concern usually favour a non-financial metric for measuring success (Fryer et al., 2007).  

Prahalad and Bettis (1986) from the field of strategic management were amongst the first 

academics to formally define ‘dominant logic’.  Their research strove to form a linkage between 

diversification and performance in organisations and to display how their approach could be used 

for a better managerial understanding of performance and productivity in a diversified 

organisation. In their seminal paper (1986, p. 485), both researchers referred to this purposed 

linkage as the “dominant general management logic (or dominant logic)”, and it was stated that it, 

“consisted of the mental maps developed through experience in the core business and is sometimes 

applied inappropriately in other businesses”. In the institutional context, Prahalad and Bettis (1986) 

were inferring that a dominant logic was a mindset or a world view or a conceptualization of the 

business and the administrative tools that are used to attain goals and make verdicts in that 

business setting, and is shown in the form of an adopted, problem-solving behaviour. They 

suggested that the way in which senior managers deal with and interpret the ever-increasing 

diversity of decision-making processes in a company, which are induced by external acquisitions or 

internal corporate structural changes at the business’ core, depend heavily on the cognitive 

orientation of said management members. They summarised the theory into a process that 

considered the visible (e.g., organisational structure) and invisible (e.g., mental schema) of an 

organisation, which then allowed for a dominant logic to form through repetition. Prahalad and 

Bettis (1986) coalesced research findings by earlier projects (March and Simon, 1958; Downs, 1967; 
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Terreberry, 1968; Cyert and March, 1963; Starbuck, 1976; Hedburg, 1973; Hedberg, Nystrom and 

Starbuck, 1976; Hedberg, 1981) and stated that for a dominant logic to be replaced or added to, 

then there must firstly be a crisis requiring a new logic to overcome and secondly the willingness of 

the workforce to change their behaviour and current processes. During the last quarter of the 20th 

century, it was noted that dominant logics within an organisation tended to alter significantly when 

the organisation in question was under substantial pressure or facing a problematic crisis (Hedberg 

et al, 1976). Hedberg (1981) also proposed that dominant logics may undergo modifications when 

a key executive position is changed within an organisation. The basis, and arguably the limitation 

of the use of dominant logic is that it is merely the accumulation of supposed reasons for historical 

success, which is employed to inform further procurement of success. However, at times these 

assumed reasons for bygone success may be incorrectly accredited.  

In recent work by Engelmann et al. (2020), the concept and definition of ‘dominant logics’ have 

been a subject of contention. In academic works, the term has been used in a range of ways to 

emphasize different aspects of Prahalad and Bettis’ original theory. Engelmann et al. (2020) 

highlight the issues that have arisen from a lack of conformity in research. Facets such as 

administrative tools, management functions and managerial mindsets have all been considered 

defining elements of the theory. By comparing existing interpretations of dominant logic within 94 

studies, Engelmann et al. (2020) attempted to increase conceptual clarity in the area. Through doing 

this they characterized four crucial features of dominant logic. Those being: (i) shared mental 

models; (ii) values and premises; (iii) organisational practices; and (iv) organising structures. Similar 

to Prahalad and Bettis’ (1986) approach that dominant logics consist of invisible and visible aspects, 

Engelmann et al. (2020) revised the conceptualisation of dominant logic to refine the invisible and 

visible aspects into four distinguishable parts that better appreciated the wide range of facets 

reported in the literature. Their new interpretation of dominant logics still fits well into the original 

definition by Prahalad and Bettis (1986), but further enhanced the theory to better accentuate the 

dimensions within an organisational culture that work cooperatively to allow for the formation of 

dominant logics. Their definition portrayed dominant logics, ‘as a system of shared mental models, 

values and decision premises that manifest in corresponding organisational practices and 

organizing structures; all these dimensions are aligned’ (Engelmann et al., 2020, p.26). 

It is now appropriate to delineate and contrast the concepts of ‘institutional logic’ and ‘dominant 

logic’. To repeat, institutional logics are the ‘socially constructed, historical patterns of material 

practices, assumptions, values, beliefs, and rules by which individuals produce and reproduce their 

material subsistence, organize time and space, and provide meaning to their social reality’ 

(Thornton and Ocasio, 1999), while dominant logics are a subcategory set within the wider 

framework of institutional logics, which are prescribed to the particular field of how organisations 
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distinguish and sanction their principal means of obtaining profit or equivalent measure of success. 

Both are concerned with how the shared environment being perceived by the individual impacts 

their decision making, and how their decisions impact the shared environment in a coadjutant 

manner. However, whilst one deals with all shared understandings within a shared group, the other 

deals solely with the perceptions around the realisation of merit.  

2.2.3. Unlearning of Logics 

Hedberg (1981) suggests that given that the opportunity for learning was incited by a crisis, there 

also needed to be a willingness to unlearn by the individuals and organisations being impacted. 

Organisational unlearning, as described by Tsang (2017; p. 40) refers to “the discarding of old 

routines to make way for new ones, if any”. In the context of this research, it is the process by which 

organisations eradicate old behaviours and dominant logics to make room for more situationally 

appropriate ones. It was found that the more successful an organisation had been, the more 

difficult the unlearning process became due to the assumption that ‘If it isn’t broke, why fix it?’ 

taking primacy (Argyris and Schon, 1978; Starbuck and Hedberg, 1977). This mixture of both 

needing a crisis of some form affecting business to occur, and the requirement that the organisation 

be willing to unlearn previously held logics and belief systems, may go some way in explaining the 

slow pace at which cultural changes regarding gender equality, equal pay, and female 

representation are happening (Inglehart et al., 2017). As previously stated, dominant logics require 

both a crisis and the willingness of the population to re-educate themselves to make impactful 

changes. It is predictably more difficult for changes to be adopted within a system that benefits 

people that have the decision-making power when said system is currently performing relatively 

well in recent years. Perceived economic stability within Britain and Germany is successfully 

suppressing the push for gender equality and female worker rights, through bolstering present 

dominant logics, thus resulting in a time lag of potentially decades between the cultural conditions 

needed for change being present, and the corresponding social change occurring (Inglehart et al., 

2017). 

2.2.4. Dominant Logic Alteration 

Early literature (March and Simon, 1958; Downs, 1967; Terreberrey, 1968; Cyert and March, 1963), 

although very useful concerning understanding towards the environment required for the change 

of dominant logic, predominately dealt in scenarios where there was only the capacity for one logic 

to be effectively adhered to within an organisation. In more recent literature the idea of the 

multiplicity of logics within an organisation has been discussed. A wealth of contemporary literature 

forms the current academic base of ‘dominant logics’ research (Thornton et al., 2012; Pache and 

Santos, 2010, 2013a, 2013b; Ioannou and Serafeim, 2015; Besharov and Smith, 2014; Ocasio et al.; 

2015; Currie and Spyridonidis, 2016; Zilber, 2016). Besharov and Smith (2014) particularly worked 
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to acknowledge the presence of multiple dominant logics within a single organisation. How logics 

occupying a shared space interact with each other, the degree to which ideological ‘friction’ occurs, 

and if there is room for hybridisation between logics is discussed widely in the literature. Some 

researchers associated multiple logics with internal organisational conflict (Battilana and Dorado, 

2010; Zilber, 2002), whilst others describe coexistence (McPherson and Sauder, 2013) or logic 

‘blending’ (Binder, 2007). In addition to this, some academics see multiple logics existing together 

within an organisation being a threat to productivity and performance, with the climax being a 

complete business failure (Tracey et al, 2011). Alternatively, some perceive logic multiplicity as 

making organisations more robust and therefore having a higher propensity to be innovative in 

their field (Jay, 2013; Kraatz and Block, 2008).  

Besharov and Smith (2014) created a matrix that outlined the four different ways in which multiple 

logics can exist within a lone organisation. The two dimensions which they employed for their 

matrix were ‘degree of compatibility’ between multiple logics, and the ‘degree of centrality’ that 

the logics in question are central to business functions. Organisations that have high levels of logic 

centrality and low levels of logic compatibility are said to experience extensive internal logic conflict 

or had ‘contested logics’. Conversely, logics that had a low degree of centrality whilst at the same 

time being compatible with one another were said to suffer from no internal logic conflict or had 

’dominant’ logics. Businesses that show little compatibility between logics tend to have a workforce 

that is easily influenced by logics that offer inconsistent implications for action. Fundamentally, this 

means that the members of the workforce have alternative views of what the organisation should 

be doing to respond to both internal and external environmental changes, thus making it harder to 

obtain support from crucial external stakeholders, creating a definite risk to the organisation’s long-

term survival.  

For an organisation that follows logics that are well-suited with each other and are not a core part 

of the business ethos, the risk of internal conflict arising from the adoption of multiple logics is 

minimal. If workers were to be influenced by a new logic, the high level of compatibility between 

old and new logics should not ultimately change the shared vision for the organisation, with the 

potential result of the new logic being amalgamated into the old-established logic due to their high 

compatibility. Overall, the literature concludes that multiple logics can exist within the same 

organisational space at the same time. The degree to which harmony is achieved relies solely upon 

the type of logics they are; with logic compatibility and the ‘centrality’ of the logic being the main 

reasons for which conflict may arise.  

Relating to what Prahalad and Bettis (1986) stated, the current workforce must be willing to unlearn 

current logics and must be experiencing some form of crisis before the logics which hold the most 

influential power can be changed. As mentioned before, in the western developed world most 
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industries that women are underrepresented are not undergoing the disorder required to make 

significant alterations to logics that would make it more acceptable for their participation in the 

workforce.  

2.2.5. Interactions of Competing Logics 

The question is now raised about what an organisation does when it is in a situation where it has 

competing institutional logics present. The idea that two or more institutional logics firstly occupy 

the same contextual space, and secondly both influence how an individual perceives and reacts to 

a particular entity is widely acknowledged and discussed in the literature. Friedland and Alford 

(1991, p.248-255) were one of the earliest examples of academics considering logics from both a 

multiple and competing viewpoint at the macro level, and by doing so opened the field to further 

theoretical speculation. Thornton et al (2005) displayed with their work involving architectural 

services that there is no explicit guarantee that competing logics will ever cease battling but coexist 

in the market space. However, Reay and Hinings (2009) contested that rivalries amongst logics can 

in fact be managed through the introduction of collaborative relations. They believed that 

conflicting logics can only co-exist in the same institutional space for a limited period before either 

one becomes dominant, or a new hybrid logic forms. This view is contrary to both Thornton et al. 

(2005) and Besharov and Smith’s (2014) beliefs, but the idea of logic compatibility may be explained 

by Reay and Hinings (2009) proposed ‘hybrid’ logic. Reay and Hinings (2009) see multiple logics 

merging to become one, whilst Besharov and Smith (2014) still see the dominant logic being 

comprised of multiple separate logics. Essentially, for the most part, this is just semantics. Reay and 

Hinings (2009) went on to discuss what happens to an old dominant logic after it has been replaced 

by a new dominant logic. They stated that after a logic has been replaced, sometimes rivalries 

between superseded logics continue covertly. Studies suggest that old logics still can continue to 

exist and guide behaviour in less obvious ways. For example, Townley (2002) found that even if a 

dominant logic had changed at the ‘field’ level, certain workers may only adhere to the new logic 

when under observation, whilst continuing to follow the supplanted logic.  

Reay and Hinings (2009) suggest that collaboration between followers of antagonistic logics may 

be key to facilitating the space for a preferred logic to take supremacy within an organisation. Three 

points from their research that are relevant to this project as they relate to gender equality at work 

are as follows. Firstly, the simple act of allowing the side that still holds on to the mantra of the old 

logic to be part of discussions that are about introducing the new logic allows for cross input of 

ideas and dampens the unreceptive feelings an individual may have towards a new logic because 

now they are part of the solution, and not feeling that they are part of the problem. Secondly, 

uniting followers of two incompatible logics to tackle a greater challenge has been shown to form 

a common bond between both sides. Reay and Hinings (2009) found that by using this form of 



 

16 
 

collaboration each side could follow their preferred logic to complete a task, yet both sides profited 

in the long term. By both sides utilizing the other for a joint gain against a common adversary, such 

as an economic recession, mutual respect and understanding are created. In summary, what Reay 

and Hinings (2009) argue for is better cross-group cooperation and uncensored communication to 

help facilitate a working environment for proper understanding and value appreciation between 

co-workers. As can be seen, the debate about whether multiple logics can exist in a single 

organisation in the long term is an intensely deliberated issue. However, the general understanding 

is that given a long enough period of time only one set of rules or beliefs will exist within a shared 

working space, and any creation of beliefs or ideas that are not compatible with the current logic is 

either assimilated into the dominant logic through the abandonment of a facet of the already 

existing logic or is forgotten over time (Besharov and Smith, 2014). Yet most literature conducted 

in the sphere of institutional logic theory research has been absent of an enduring longitudinal 

element. 

Conflicting logics were determined to exist, and also that a leading logic would be formed within a 

relatively short period (Reay and Hinings, 2009; Besharov and Smith, 2014). A recent study has 

investigated how the same conflicts can continue to reappear over an organisation’s lifetime. 

Nicolini et al (2016) argue that even though a logic can be overtaken in dominance by another 

institutional logic, the diminished logic still exists and will still dwell in the organisation in some type 

of capacity. This is stated to be due to the institutional arrangements taken to deal with the issues 

arising from conflicting logics not having successfully resulted in either the multiple incompatible 

logics amalgamating, or the outright dominance of one.  Nicolini et al (2016) purposed the 

metaphorical idea of ‘institutional knotting’. They defined this term as the concept that multiple 

threads that form a knot remain distinct from each other over long durations without hybridisation 

or supremacy taking place. This idea directly contradicts the earlier work by Reay and Hinings (2009) 

that stated a leading logic must prevail, though it is compatible with the coexistence perspective 

provided by Thornton et al. (2005). By their terms, a ‘knot’ was defined as the ‘institutional 

arrangements that allow different logics to coexist at the field level in a provisionally durable state’ 

(Nicolini et al., 2016). Symbolically a ‘knot’ is more than an armistice between conflicting logics and 

is said to be more akin to the end goal of the stabilization of internalized organisational 

arrangements that integrally involve agency and determination. It should be noted that this process 

of ‘knotting’ of logics is not everlasting in nature and can be repealed through the reversal of 

institutional arrangements. Nicolini et al (2016) placed more relevance on the actions of the 

institution, over just the contextual environment, when considering the resolution of logic conflict 

than any other academic before them. Previous academics focused more on the formation and 

conflict of the logics, than the actual means of assuaging the conflict itself (Friedland and Alford, 

1991; Lounsbury, 2002; Thornton, 2002; Suddaby & Greenwood, 2005). The creation of a ‘knot’ 
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requires deliberate corporate intervention to intertwine logics through protracted processes. 

Effectively logics are more than coexisting in a shared space but are being encouraged by the host 

institution to exist by the implementation of organisational arrangements. Ultimately, Nicolini et al 

(2016) advised that institutional complexity is a highly important factor to consider when 

understanding the type of balance existing between official organisational guidelines that are 

imposed on the whole workforce and the durability of ‘knotted’ arrangements at the field level. 

Research by Tilcsik (2010) into a post-Communist government agency which experienced a logic 

shift between a traditional logic and a new logic being imposed by the market, observed a paradox 

in that through the resistive measures of the actors that preferred the traditional logic, this gave 

the enforcement of the new logic more credence to act. Thus, resulting in the hastening of their 

preferred logics demise. This emboldens the theoretical proposal by Nicolini et al (2016) that the 

actions of the institution have a significant impact on the severity of the conflict and duration of 

the conflict between incompatible logics.  

The degree to which an organisation’s logics can progressively become subject to incompatible 

demands imposed by institutional environments has also been explored in literature. Pache and 

Santos (2010) analysed how businesses respond to conflicting institutional demands, which in due 

course makes compliance to everything unattainable. They infer that organisations respond to 

conflicting institutional demands differently, and the source of the demands is a key factor in this. 

Their work outlined two different causes of conflicting demands: conflict over means, and conflict 

over goals (Pache and Santos, 2010). In conjunction with the nature of a demand on an 

organisation, the way in which institutional demands are represented internally. The greater the 

number of demands which are represented within an organisation increases the number of 

stakeholders involved in the decision-making process, and thus the recognised response to 

institutional demands. Pache and Santos (2013b) later proposed the idea that having a multiplicity 

of logics in a ‘hybrid’ organisation can help organisations gain legitimacy and encourage 

cooperation from stakeholders, without the need for expensive consultations or ruses. By using the 

example of how social enterprises must balance their compliance to both market logic and social 

welfare logic, Pache and Santos (2013b) found that such organisations were able to espouse 

legitimacy in the marketplace more effectively than comparable organisations that followed just 

one logic. In summary, it was suggested that ‘hybrid’ organisations can use their adoption of more 

than one institutional logic to manipulate corporate responses to certain demands to gain 

acceptance, in ways that logically homogenous organisations could not.  By continuing the work by 

Pache and Santos (2013a), regarding how individuals respond to competing logics, Brandl and 

Bullinger (2017, p.182) suggested that “individuals associate their identities with different logics 

and, in interactions, refer to these logics to verify the corresponding identities. If conflicting 

identities become salient simultaneously…individuals can verify only one of these identities and 



 

18 
 

therefore refer to the logic that is associated with the identity higher up in the hierarchy of self”. 

So, it would seem an argument can be made to say that Prahalad and Bettis’ (1986) work on 

dominant logics in an organisational sense, can also be applied to the individual since a scenario 

involving conflicting logics requires the individual to rank multiple logics in order of personal 

perceived dominance so that only one is properly adhered to. 

2.2.6. Workforce Composition and Logic Adherence   

Logic interactions within an organisation are guided by the continuing exchanges between persons 

who occupy the organisational space in which they are embedded. Organisational employee 

composition, relating to age, gender, and personal preferences, therefore have a significant impact 

on how logic formation and efficacy within the organisation. Championing the interests of female 

workers is therefore reliant upon how the workforce as a collective respond to certain logics. 

Ferguson (1984) claimed that a multidimensional organisation would never be able to integrate 

female worker interests due to the impersonal nature of western business. Within feminist 

institutionalism, it is understood that the supposed objectivity of a bureaucratic organisation makes 

it difficult to see gender prejudices (Stensӧta et al, 2015). Stensӧta et al (2015) go as far as saying 

that the more bureaucratically principled an organisation is, the less gender is regarded as 

something of importance within that organisation. This poses a potential issue for modern western 

female workers. When the dominant logic encourages the decisions makers of an organisation to 

not dwell long on matters relating to gender to better enable the establishment to remain neutral 

in appearance, how then are the changes deemed necessary by women expected to happen? It is 

not only the male-favouring logics themselves that women are having to contend with, but the 

processes by which institutional logics are created and modified do not fully appreciate their 

challenges solely because they arise from issues rooted in their biological gender. This idea of 

bureaucratic organisations not taking notice of gender-based problems affecting their employees 

could explain why it is hard for females to make collective career progression into management 

within businesses. Due to western societal norms and schema that place the mantle of familial care 

on the shoulders of women, it could be considered unwise to assume that women en-masse would 

relish the opportunity of more time-consuming responsibility, even if the promise of benefits and 

a larger salary were used as incentives. In summary, current dominant logics in Western business 

culture benefit the stereotypical male that can place their career at the centre of their lives. Women 

on the other hand due to assumed maternal responsibility and societal pressures to conform, tend 

to hold their family or children as the focus of their existence. This might also go some way to 

explain the fall in birth rates in western cultures, as more women desire to become ‘career women’ 

and see starting a family as a barrier to achieving this goal since current business logics do not seem 

to account for these heavily gendered time sinks.  
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Not only is the way in which institutional logics are ‘chosen’ within a workplace important to 

understand, but also the impact that they have on the implementation of policy. Managers and 

other decision-makers and influencers, such as employee representatives, have a key responsibility 

in administering and nurturing the future direction of an organisation. This level of control and 

influence gives them a privileged position in that they have the power to influence the logics 

adopted within an organisation through the use of administrative methods, such as mandatory 

training courses, corporate policy, and the governance of candidate selection (Meyer et al., 2014). 

This use of administrative mechanisms to shape institutional and dominant logics is not always 

intentional (Pacher and Santos, 2013a), as the individual is only doing what they believe any rational 

person would do. As a manager or decision-maker in any capacity, you are required to take 

responsibility for your actions and the actions of others, so the actions taken are usually justified 

through the use of schema to meet the predetermined expectations of the organisation (Martinez 

and Dacin, 1999). Institutional logics have a key part to play in the formation of these expectations. 

However, the main point of focus should be the fact that how logics are perceived tend to diverge 

from a single norm (Currie and Spyridonidis, 2016), thus resulting in unique understandings of the 

organisational environment amongst the workers that inhabit it. Due to this, the creation and 

implementation of any corporate policy or decisions made higher up within an organisation tend 

to be shaped by the views, opinions, and behaviours of the decision-makers themselves.  

The fact that key decision-makers are usually further up the workplace hierarchy also highlights the 

issue that upper management decision-makers tend to be people who have been within an 

organisation for some time and have either successfully navigated or utilised the current 

institutional logics for their benefit (Friedman and Di Tomaso, 1996; Choi, 2013). This causes alarm, 

for when the younger and less experienced members of the hierarchy which tend to occupy the 

lower levels of the organisation seek change due to some grievance with the organisational 

situation, their complaints may fall on deaf ears as the higher-ups see no problem with the 

organisation as is, seeing as they were able to benefit from it. This crosses over into the formation 

and execution of policy. Someone who is near retirement or is benefitting from the current situation 

may not think it reasonable to alter rules or procedures that have been in place for some time and 

appear to have benefitted the majority (Oreg, 2003; Spence, 2020). By being elevated out of a 

position that is negatively impacted by an issue affecting lower-level staff members, managers can 

potentially undervalue the need for change as the risk to an organisationally beneficial status quo 

is too severe.  With more women entering the workforce, approaches to how organisations deal 

with issues such as maternity leave, childcare and flexible working arrangements will have to adapt 

as the ‘majority’ is now becoming more diverse in terms of gender and sex and is moving away in 

many sectors from the historical single-gender majority.      
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2.2.7. Current Direction of Institutional Logic Theory 

Current advances in institutional logic theory have been extensively outlined in Ocasio et al.’s 

(2017) literature review article, in which it was discussed that the conceptual understanding of 

institutional logics has indeed been altered through diverse theoretical pathways. Up until the 

2010s, it was accepted that all changes in field-level logics were transformative in nature, however, 

it is now believed that there are four forms of potential development change. These are; 

assimilation, which involves the incorporation of external factors into current logics (Murray, 2010), 

elaboration, which denotes endogenous support (Shipilov et al, 2010), expansion, which considers 

the shifts from one field to another (Nigam and Ocasio, 2010), and contraction, which infers a 

reduction in a logic’s sphere of control (Reay and Hinnings, 2009). Since 2012, the importance of 

language change has been a prevalent theme in the study of institutional logic theory.  

Three examples of this are; Ansari et al.’s (2013) work on investigating frameshifts in the advent of 

transcontinental climate-change logics, further escalating study on the status of language use on 

variations in logics, Harmon et al.’s (2015) study into the importance of inter-field rhetoric in 

nurturing institutional change, and Ocasio et al.’s (2015) examination of how vocabulary changes 

must reflect the material as well as the symbolic underpinning of institutional logics. This analysis 

in conjunction with the increasing desire in western society to be seen to be ‘politically correct’ 

(which is itself a by-product of changes in macro societal logics) could in part explain the growth in 

business activity undertaken to help amend gender-based inequality in recent years, with certain 

words and practices being ‘blacklisted’. As stated by Ocasio et al., (2017) it is impractical to attempt 

to list the plethora of research areas that have now incorporated the study of institutional logics as 

a valid line of investigation, thus once again articulating the issue with misinterpretation of what 

institutional logics are in literature.  However, regarding gender-related issues and how they are 

impacted by institutional logics, relatively little research has been conducted in the last decade. Yet, 

a widely recognized piece of work in this area is that of Zhao and Wry’s (2016) scrutiny of the ways 

in which the societal logic of patriarchy is impacting the outreach to women by microfinance 

organisations in 115 nations.  

Their findings showed that the societal notion of patriarchy supports practices in professions, 

religion, family, and state that suppress this type of interaction between women and business. 

However, it was indicated that patriarchy manifests differently across nations and the divisions 

within. A female individual’s extent of belief in the presence, or influence, a system such as this has 

within her own culture and over her personal life may be a potential route of inquiry for future 

study. Due to an apparent lack of academic study into how institutional logics and gender issues 

interact, there is a heightened need for such a study to better explain these underexplored 

connections.  
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2.2.8. Academic Importance of Dominant Logics as a Research Topic 

Having now discussed both seminal and contemporary institutional logic literature, hopefully, it has 

been conveyed how logics are firstly created, how their durability is determined, and ultimately 

how they fade in strength, to potentially become reinvigorated in the future. From this, it can be 

shown that the existence of logics within an organisation is innately disruptive. A dominant logic’s 

resilience within an organisation is heavily supported by the current environment in which it 

resides.  Any internal or external events that impact the organisation it inhabits will influence its 

sphere of control and thus could allow another logic to begin the process of replacing it.  When an 

organisation is put into a position that its current guidelines and protocols have not prepared it for, 

the potential for a lesser logic becoming perceived as a solution and therefore the new dominant 

logic is exponentially increased. This however does not mean the total abandonment of the old 

dominant logic, and it is expected that said logic will continue to linger within the organisation, 

potentially being revived to its previous status in the future if the organisational situation returns 

to a prior state. A real-world example of this happening is when the men that were fighting aboard 

returned home after the second world war to retake their positions in factories. During the war, 

logics, due to situational changes that little contingency had been prepared, allowed women to 

enter the labour force through atypical means. Once men returned, however, a conflict of logics 

ensued, which saw the reinstatement of the old dominant logic that perceived women as better 

suited for occupying a maternal role. At the time women had little tangible means for agency in 

Western business circles that could solidify their position in the labour force. This resulted in little 

to no challenge being brought against the institutional arrangements which forced the dominant 

logic of the time to change and thus forcing them out of certain career paths as incited by the 

principles of the rejuvenated, predominately male inspired, logic.                 

In conclusion, principally ‘dominant logic’ refers to the foremost means by which a company uses 

to generate a profit and how it monitors and regulates perceived success. It defines the cultural 

beliefs and norms that a company advocate (Bettis and Prahalad, 1995). Dominant logic theory has 

been accused of being a reason for narrow mindedness in established organisations, where it is 

culturally unacceptable to do certain tasks, including profit generation, in such a way that is 

contradictory in method or indeed vastly different to the established norm (Kristiansen et al., 2016).  

It is easy to appreciate how this theory has had and still has, an effect on female workers entering 

the labour market, and those seeking promotion when we also consider the historical issues facing 

female working participation. Any event which occurs inside a business structure will initially be 

working against the incumbent dominant logic, and thus is expected to be met with some level of 

resistance from the current workforce (Prahalad, 2004). The hostilities in the workplace 

experienced by women are a sign of resistance from the members of staff which still follow the 
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norms and beliefs of a corporate culture, which perceives women as less able than men. An issue 

with identifying a corporate culture however is that most people are not able to appreciate that 

they follow one (Schneider, 1988), as it is the normal process which they go through on a regular 

basis throughout their working life. The way staff members communicate with each other, levels of 

formality, and how staff members associate with each other outside of the working environment, 

all play a part in creating the dominant logics that people adopt and then begin to imitate. Maslow 

(1943), through his hierarchy of needs, suggested that all humans seek some form of inclusion and 

self-validation through social interaction, and this could potentially be sought by buying into the 

dominant culture of a working environment. Seeing that historically is has been men that have 

occupied the majority of job positions that influence organisational culture (Feagin and Ducey, 

2017), the norms and beliefs that have been espoused and replicated over time have nurtured the 

impression that women are worth less and ultimately are less able than men, thus resulting in the 

contentious gender pay gap for similar work, and lack of females in ‘power’ positions we see in 

modern-day society.  

2.3 Institutional Orders and their Impact on Modern Working Women 

During childhood, we as a species learn about the world and how we are expected to operate within 

it by learning from people in a position of authority, whether it be our parents, teachers, etc 

(Bissoli,2014). This can be said to be conforming to the dominant logics of that given time. In the 

western world, made up of what is more economically developed countries (MEDCs), we can expect 

that all children will have access to some form of formal education. In Britain, the required schooling 

period is from the age of 4 until the pupil is at least 16 years of age. At this point, the individual is 

not required to attend formal education. For Germany, this is slightly different. The normal age for 

a child in Germany to start attending school is 6, and their education usually lasts until they are 18 

years old. For both countries, there is a spectrum of pathways from which children can receive their 

formal education, and this is based upon their perceived academic potential which is gauged using 

exams at designated stages.  

It is generally accepted that the early period of a person’s life, in which they spend in formalized 

education, has a major impact on their persona and world views (Bissoli,2014). Considering this 

research, it is interesting to know that a study was undertaken in 1991 that involved studying 

children, which now make up the current generation of active westernized workers, showed that 

there was a recorded sudden drop in female career ambition within the early years of puberty.  

Between the years of nine and fifteen, it has been shown that girls’ expectations of the future 

become much more restrained than when compared to their male counterparts (American 

Association of University Women, 1991; Shapiro et al., 2015). For example, a girl who once used to 

dream of becoming a doctor or astronaut is now more likely to expect to become a stay-at-home 
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mother or receptionist. Likewise, when asked to mention what they were most looking forward to 

about growing up teenage boys gave having a big house, a fast car, and going on holidays as their 

answers, whilst a considerable number of girls gave answers such as getting married and raising 

children. It must be noted that pursuing a life of child-rearing should not be marginalized, however, 

it must be recognized that formalized education is setting girls up to expect to achieve less and be 

more willing to settle than their male colleagues in life. Granted these perceptions of what a child 

expects from their future cannot solely be put down to their formal education, but studies have 

shown that teachers and the learning environment have unwittingly been benefitting male 

participation over female inclusion in scientific subjects (Shumow and Schmidt, 2013), which have 

historically led to the highest-earning jobs (Times Higher Education, 2018). When observed, 

teachers in science-based subjects were unknowingly preferring to select male students to answer 

questions much more regularly than female pupils (Shumow and Schmidt,2013). Likewise, the 

levels of encouragement males were experiencing were much greater than their female 

counterparts, whilst females were receiving more negative feedback than male students. This 

assumedly had an impact on the female students’ confidence and willingness to show interest. 

When asked why they failed to raise their hands to answer questions, the female students studied 

stated that they were not confident in their own capability and that their male colleagues were 

much smarter than them. Yet, when class tests were compared there was little real observable 

difference in academic attainment. This study highlights a perceived imbalance between 

educational achievement amongst genders, which appears to begin at a relatively early age, and is 

theorized to continue throughout life. 

With recent developments in technology and the widespread adoption of social media, people of 

all ages are unknowingly participating in and adopting dominant logics at local, national, and global 

levels (Perse and Lambe, 2016). Considering that this research is focusing on both Germany and the 

United Kingdom, the literature referenced in this section will be in relation to Western Society, and 

more particularly Western Europe. I do this as it would be unrealistic from a research perspective 

to assume that countries that do not share a similar history, culturally speaking i.e., religion, 

governmental style, economic system, would adopt the same approach to dominant logics. 

Gardiner (2005) argues that in western society, women are arguably equipped with the best chance 

of economic success anywhere in the world. Culturally ‘Western’ nations are categorically 

considered to be the group of nations that have moved closest towards gender neutrality when it 

comes to career options and earning potential (OECD, 2018b). Although women in the western 

world enjoy a relatively wealthy lifestyle compared to other cohorts of women around the globe, 

women in the United Kingdom and Germany still have gender-related issues affecting them. 

Women are often portrayed as being principally prized by society for their beauty (Grabe et al., 

2008). This has been recorded as having a major impact on teenage girls’ mental health and 
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wellbeing. By being told from a young age that their main way of gaining approval from their peers 

is through their appearance, young women and girls are encouraged to neglect their academic 

development, as this is not what is wanted from them by society (Dohnt and Tiggermann, 2006).  

While it is noted that men also have appearance enhancing products marketing towards them in 

modern society, the enshrined dominant logic that has been handed down through generations 

that women must always be looking their best does not impact males to the same degree (Perse 

and Lambe, 2016). An example of this is the number of weight loss products marketing towards 

women (Wan et al., 2014). Women are constantly told to be unsatisfied with their appearance. 

Capitalism will always find a way to exploit personal insecurity for monetary gain, but once again 

as a society, we accept this aspect of our culture due to institutional logic taking precedence. It is 

to be expected that female workers bring these insecurities and external perceptions of body image 

into their workplace (Kay and Shipman, 2014). This is argued to have an impact on an individual’s 

confidence levels and thus their willingness to take a leadership position or alternatively to 

challenge someone in a position of influence (Scase and Goffee, 2017). The society in which 

Western women live today is a place that is continuously forcing them to second guess themselves. 

Through their research, Kay and Shipman (2014) showed that women are much less likely to apply 

for promotion than their male colleagues, even when they have been shown to be more educated 

and generally better qualified on average. This is perhaps a sign that the perceived understanding 

of gender roles that are in part adopted through formal education are being reinforced by modern-

day media, but this time to women after they have left formalized learning. The point which is being 

made here is that from their early years until they are settled in work, women are being told in one 

form or another that they are not academically or charismatically able to lead.  Historically young 

children across both Germany and the United Kingdom are both shown women being portrayed as 

idyllic Princesses who rely on a man for guidance, or as a provider of self-worth. The male gender 

role of being the provider of economic and social security is still portrayed in modern-day movies 

(Griffin et al., 2017). A role that is very rarely held by a woman in mass media. 

Institutional logics as part of wider society are a complex entity and trying to confine them into silos 

is a complicated task. That being said, Friedland and Alford (1991) devised a list of numerous key 

institutions to do just this. These being, the capitalist market, the bureaucratic state, democracy, 

the nuclear family, and Christianity. Granted that this is evidently a heavily American approach to 

the matter, Thornton (2004) revised this list into six institutional orders. This amended list included 

the market, the corporation, the professions, the state, the family, and religions. Later Thornton et 

al. (2012) made the edition of ‘the community’ to the list to finalise the list that we have today. 

Their work helped eradicate confusion causes by Friedland and Alford’s (1991) use of the terms 

democracy and bureaucracy, which could be typical of a number of institutional sectors. This list 
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shall be used as a guide to formulate discussion in the following sections (4.1-4.5), to assist in 

demonstrating how institutional logics impact the perception of females in society, how female 

workers merge with the jobs market, and also how they may impede career progression. Take note 

that for the sake of explanation some sectors have been paired with each other as suggested by 

Thornton et al. (2012), they show high levels of interdependence and compatibility in the logics 

they govern. 

2.3.1. The Family and the Community  

Formalized education is not the sole way in which human beings are informed about the world that 

surrounds them. For the basis of this thesis, informal education will be defined as including 

everything which informs an individual about their surroundings which occurs outside of a 

classroom. This includes, but is not limited to, media, social interactions, cultural rituals, and 

gender-based interactions (such as relationships). This style of learning tends to be self-taught and 

based upon how the individual understands and processes the situations in which they experience, 

with the notable absence of a formalized teaching professional (Siemens, 2014). The information 

and perceptions generated by this process usually go unchallenged by the individual and tend to be 

accepted as being fact upon a single experience. If a young girl, for example, is continuously given 

dolls to play with from a young age, or gifted presents such as clothing or beauty products, they will 

gradually begin to accept that this is what is wanted from them by their society. In comparison, 

boys of a similar age are traditionally given toys that allow for workplace roleplay of generally 

powerful positions, such as doctors, policemen, and soldiers. Parents might therefore create a 

climate where gender stereotypes are thrust upon their children during an early stage of life 

development. This continues throughout life as young women are commonly praised for their 

appearance, which young men are celebrated for appearing strong and intelligent (Stake, 2006). As 

a society, we are continuing dominant logics dating generations, if not centuries because it is what 

we ourselves experienced when we were growing up.  

Social Learning Theory describes the concept that people are constantly learning from each other, 

through observation, modelling, and imitation (Mischel, 1973; Perry and Bussey, 1979; Bussey and 

Bandura, 2004; Jennings and Henderson 2014). Even though it theoretically is experienced by 

everyone at every stage of their life, it has a more prevalent impact on children than adults (Bandura 

and Walters, 1977; Bandura, 1978). The diffing factor is that is it assumed that adults have, through 

their own experiences of growing up and maturing, have formulated a sense of relative 

understanding of how the world should be and how it is (Taylor, 2017). This ability to isolate ideas 

or concepts into comprehensible units is defined as having formulated and employed the use of 

schema. A ‘schema’ is described as a cognitive network of behaviour or thought that establishes 

collections of information and sets out the relationships between them (Mandler, 2014). These are 
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what create bias and preference for an individual, and can be based upon false information, which 

is continuously reinforced through cognitive thought (Rosenthal and Zimmerman, 2014). So, the 

idea that women are less capable than men, for example, can be a product of an individual’s self-

created schema which seeks to reinforce the notion through real-life experiences and observable 

actions. Note the idiom, ‘people see what they want to believe’. Children and adolescents do not 

yet have established schemas on adult topics in their cognitive and behavioural makeup, and thus 

are susceptible to external influences, through social learning (Taylor, 2017). Essentially, they must 

use a limited number of real-life examples as being a true representation of the facts. Influencers, 

such that parents, relatives, teachers, persons of perceived societal authority (such as doctors, 

lawyers, police officers), friends, peers, siblings, and countless others all have an impact on how 

schemas are established within a young person’s mind, and these will establish the platform by 

which they continue to interpret their surroundings throughout adulthood (Bandura, 1978). 

Subconsciously we adopt traits of people we spend substantial time around and learn attitudes and 

beliefs inherently mirroring that of the people around us. Psychologically it is something that is 

accepted as being involuntary and thus not intended by the individual it affects (Squire and Dede, 

2015). Yet it alters their perceived reality and thus influences how an individual might foresee their 

life progressing from that point onward.  

When we take this into consideration, specifically with young women going through puberty, it can 

be understood how schemas are influenced during this period when a lot of biological and cognitive 

changes are occurring (Kohlberg, 1966). Through observational learning young women are being 

convinced that their appearance is paramount to their own attainment of happiness and self-worth 

(Bandura, 1965; Grogan, 2016). Other humans and media encourage women to chase unobtainable 

body images, and ultimately devalue their academic achievement in pursuit of cultural and societal 

acceptance (Grogan, 2016). Another dimension of schema is that they are self-reinforcing in nature, 

with information supporting an adopted belief being remembered, whilst opposing information is 

more likely to be misremembered as it does not support the cognitive narrative (Martin and 

Halverson, 1983a). The schema which comprises everything which provides an individual of gender 

perception is heavily altered throughout puberty. This stage in life is when an individual adopts 

behaviours and beliefs which last their entire lives (Martin and Halverson, 1983b). It must also be 

noted that the idea of adolescence is defined not by biological developments, but by one’s culture 

(Rice and Dolgin, 2005). The process by which a boy ‘becomes a man’ is seen as a rite of passage in 

most western cultures and is celebrated. However, in western culture, the progression by which a 

girl becomes a woman (often accepted as being when they begin to menstruate) is treated as a 

cultural taboo in the western world, and something which must not be discussed in detail in a public 

setting. In summary, the natural stage at which a person gains increasing independence is 

celebrated for men, but not so much for women. As if independence is something that is not for 
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them. This might go some way to explain confidence levels in teenage girls sharply dropping, whilst 

boys of an equal age generally retain confidence levels for previous years (Ogihara et al.; 2016). If 

girls are witness to boys being championed for something that they themselves are not, this has an 

impact on developing cognitive thought patterns and inherently the schema which presides over 

gender beliefs.   

In a western society where the idea of a male-dominated breadwinner model is still prevalent 

(Trappe et al., 2015; Berghammer, 2014), the normal cultural understanding is that a woman is 

usually destined to be a child-bearer and home maker (Cicca and Bleijenbergh, 2014). Obviously, 

for biological reasons, the task of bearing a child is impossible for a man to do, yet the societal 

expectations of what happens after the child has been born do not necessarily have to be the way 

that modern stigma expects. It is common for the male in a heterosexual couple to be expected to 

be the one that continues to work after the child has been born, leaving the female to stay at home 

and provide childcare (Evertsson, 2014; Doucet, 2015).  Yes, childcare services are available, which 

would allow both parents to retain their paid careers, however, this option is financially costly and 

thus not an option for many new parents. In some cases, it is seen as normal for the mother to 

remain at home even if they had occupied a position that netted more annual income than the 

male (Tinsley et al., 2015). Economically this makes little sense, so we must look to cultural 

pressures and societal dominant logics for answers. Sense the beginning of recorded history it has 

been perceived as normal for the mother of the child to remain at home (Stearns, 2015; Hansen et 

al., 2015).  

This was usually due to the lack of available work for mothers, or indeed the lack of educational 

attainment available to women of that period. It is only, from a historical perspective, relatively 

recently that women of all socioeconomic classes could expect to attend government-mandated 

education in both Britain and Germany (Albisetti, 1996; Hilton, 2017), and as we now can see, the 

differences in academic achievement between genders have all but disappeared (Van Bavel et al., 

2018). Yet the West continues to follow the logic that women are to stay at home and raise the 

child. This may be down to the biological fact that the mother is one that carries the child for nine 

months, so instinctually it makes sense for her to be the primary carer in the early stages of the 

child’s development. However, it is more likely that this concept of who provides care for an infant 

between the two biological parents has just become an accepted logic, which is dominant in nature, 

and thus society has adopted it without question for decades. It has been recorded that a lot of 

women are afraid of being bad mothers by their peers, and thus will voluntarily leave the workplace 

to do the perceived ‘right thing’ and become a ‘good parent’ (Thomson et al., 2015). As it is only a 

‘silently agreed upon rule’ that as a culture the West has bought into, there is little challenge to this 

norm, as there is no easily identifiable sole obstruction to female worker participation. People just 
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accept this socially constructed cognitively imposed rule without question, even though it 

fundamentally ringfences half of the population to be disadvantaged over the other regarding 

possible career progression and lifelong financial earnings. It is the cultural acceptance of these 

dominant logics which are the hidden roadblocks to true gender equality in the workplace, but as 

they are self-imposed and not forced upon us, as a society the population of Germany and Britain 

are not truly aware of the scale of the impact this way of thinking and acceptance of these thoughts 

are having.  

It is culturally assumed in western society that females are the all-round ‘weaker’ of the two 

biological sexes, and of course, on average they are genetically weaker in terms of physical strength, 

but this concept of female weakness has seeped into many other areas of western culture (Brescoll, 

2016). Certain jobs with managerial roles, contact sports, technical housework such as plumbing or 

electrical wiring have become stereotypical male activities (Vogt, 2017). Western society has taught 

the general population that women are to be protected from harm and prized for being delicate 

and thus innocent in nature and mood (Carpenter, 2016). This clearly does not create an 

atmosphere where women are equal when entering the job market and having to compete with 

men, that a) see them as inherently ‘fragile’, and b) have been told during their upbringing that 

they are destined to ‘protect’ such women. This is not to say that all men inherently believe that 

women are not able to provide for themselves, but the culture in which they have been brought up 

has taught them to adopt a mindset where there is a two-tier system of how they can operate 

around and treat men, and how they can operate around and treat women. Regarding the working 

environment, this has created a situation where women are dealt with differently from their male 

counterparts about information dissemination (Desia, et al., 2014). In some cases, women miss out 

on crucial information because they were excluded from the group, for fear it may cause offence 

(Desia, et al. 2014). An example of this is the prevalence of male co-workers meeting outside of 

work socially, without the presence of female co-workers (Perrault, 2015). Although not intended 

to be gatherings where work is discussed, informal settings allow for agreements made during work 

hours to be altered, thus meaning that when a female co-worker arrives to work the next day what 

she believed to be the agreed-upon idea has been changed without her participation or input. This 

could potentially lead to female workers being overlooked for promotion due to them appearing to 

be ‘out of the loop’ and not apparently being involved enough with her work to know what is going 

on. Equally, this could lead to the compounding impact that men start to assume that women are 

less capable than them when it comes to working in their industry, as women are constantly 

overlooked for promotion or managerial options, thus supporting a schema that women are lesser 

than men. It is an intangible cycle that prevents women from continuing along their intended career 

path, through potentially no fault of their own other than not being part of informal social events.  
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2.3.2. The Market 

How individuals perceive their academic capability is only part of how we try to understand 

ourselves in the landscape of modern living. Body image and body confidence have gained 

increased research attention since the adoption of the internet by the wider public (Fardouly et al.; 

2015; Brown et al, 2016; Webb et al.; 2015; Shloim et al, 2015). Marketers have used this platform 

for personalized targeting of material, which provides the individual with information that is 

deemed relevant to them. When combined with the mainstream continued rampant adoption of 

social media since the beginning of the 21st century (Zolkepli and Kamarulzaman, 2015), potential 

issues have been highlighted surrounding the mental welfare of people who use social media 

regularly and are involved in the daily consumption of internet-based marketing (Andreassen et al., 

2016). The increasing occurrence of eating disorders has been purported to be linked with the 

consumption of media (Ferguson et al, 2014; Levine and Murnen, 2015). The modern-day ideals of 

how a man and woman should look and behave are continuously reinforced through marketing. 

Although it may be expected that the way in which genders are portrayed would roughly be the 

same, this is not the case. An advertisement including a man will have a higher proportion of the 

image dedicated to the face when compared to women where the image is more focused on the 

overall bodily figure (Archer et al., 1983; Konrath and Schwarz, 2007). Humans of all ages and 

genders judge people on how they appear in pictures. However, when there is only the face to 

judge a person from people are more inclined to judge someone by their supposed intellect. When 

an image of the whole body is shown, however, people will generally judge someone based on their 

physical appearance in relation to cultural ideals (Copleand, 1989). Seeing that more women are 

presented in the media with their entire bodies in focus, it is understandable how women have 

become sexualized in the media. At first, this might seem trivial, yet when it is appreciated that 

women are told to value their physical appearance above all else and that women are subject to 

cat calling and sexual abuse in all walks of life, including their workplace, marketing is either creating 

this culture or at least strengthening it. The visual stimuli that females are witnesses to have an 

undoubted resonance on their gender schema. This once again places a superficial wedge between 

genders based solely on the perceived cultural norms and dominant logics.  

Likewise, products and services targeted towards women are in many cases much costlier than their 

male variations (Duesterhaus et al., 2011). There are gendered products across all industries, 

ranging from hygiene products, children’s confectionary, adult stationary, and leisure equipment. 

This is down to the desire by businesses to price gouge the market and usually goes unnoticed by 

consumers. Yet this classification by gender has an observed impact on how we interact as a 

species. People will not use another genders product based solely on the colour of said product, or 

that it states that is designed for the other gender in mind (Carruthers & Babb, 2000). A young boy 
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would be considered odd for playing with anything pink, while a young girl would be considered an 

anomaly for pretending to be a soldier. The apparent continuation of product diversification by 

gender shows no signs of slowing down (Ford, 2017). For both men and women, this can have the 

impact of suggesting to them that certain lifestyles or ambitions are not meant for them, or that 

they would be considered unusual for doing so Social identity theory, which is the understanding 

that an individual understands who they are based upon the groups which they are actively part of 

(Hogg, 2016), and self-categorisation theory, which is a theoretical explanation for how an 

individual perceives collections of people as a group (Paulus, 2015), help to illustrate the 

importance that humans place on their social interactions with others to better understand their 

place in society.  Therefore, by coding everything in life as either ‘blue’ or ‘pink’ we are telling 

ourselves, and our children, that men and women are inherently different and thus not compatible 

when it comes to future life goals and ambitions. Essentially, it has gotten to the extent where 

beauty is a major component of measuring a female’s success, while the average male’s success is 

measured by intelligence and earnings. This has seeped into our workplaces and has worked to 

reinforce the continued acceptance of gendered working roles. Even though women aged 25 to 34 

have been shown to perform better at university (OECD, 2018c), and that gender-diverse upper 

management increases profit margins (Christiansen et al., 2016), women are still experiencing 

stifled career progression based predominately on society’s perceived value and position of women 

(Vesturlund et al., 2015). It could be argued that the idea of a ‘glass ceiling’ keeping female 

workforce representation suppressed is only part of the picture, while in fact a ‘broken career 

ladder’ is also partly to blame. Society has become married to dominant logics which has placed 

women of all ages in a position that is primarily focused on their familial duties.  

Even once a female has entered the workforce if she experiences any gender-based discrimination 

or sexual harassment in her own place of work, it is understood that in a lot of cases they feel unable 

to report it. This highlights a general acceptance of workplace harassment and gender-based 

bullying (Iyar and Ryan, 2009). It is difficult for people who are unaffected by these issues to take 

note whenever those that are impacted stay silent. Thus, making the process of logic replacement 

impossible, or at best slower than necessary. Due to a divergence in comprehension of culture 

between generations, we now have a younger generation that is much more aware as a collective 

when it comes to gender imbalances in modern society, yet statistically self-reporting of sexually 

driven assaults has not seen a significant increase in some western nations, since the 1990s 

(Wolitzky-Taylor, 2011). Potentially the #MeToo movement may have made an impact on this 

figure, but it is too early to credibly report on this. 

At first glance, it might be hard to visualize how a Disney princess, or an advert for mascara, can 

impact female career progression, but these life experiences shape and influence what women 
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expect from their future. This has the unsavoury by-product where when women are placed in a 

position of physical abuse, gender discrimination at work, or sexual abuse, a lot of the time it goes 

unreported as it is accepted as part of the norm of modern-day society or that the systems which 

govern a workplace are inherently victim-blaming. Comparatively, this has the undesired effect of 

allowing men to continue to buy into this dominant logic that women are less capable, and thus not 

leadership material. To put it bluntly, the current educational process, both formal and informal, 

which a female in Germany or the UK goes through in the 21st Century, appears in its current state 

to undermine their position in society. The processes by which this happens are not always done 

intentionally e.g., portrayal of princesses waiting for Prince Charming, but nonetheless, they should 

be accepted as being part of the overall problem facing women and girls in Western society.        

2.3.3. The Profession  

Western culture’s specific implementation of patriarchal capitalism has created a persistent desire 

by the public to isolate mostly everything into male and female over time (Arsel et al., 2015). 

Products from cars, clothing, and food to such things as colours, hobbies, and tv shows, have all 

been given a gender stereotype. This is a manifestation of the human need for all factors in their 

environment to conform to their own self-imposed schema. For something to exist outside of these 

internally held psychological categories is inherently impossible if the concept of schemas is to be 

assumed correct. Capitalism is a system that is based on separating humans by socio-economic 

class, so it is foreseeable that this desire by people to divide things into both male and female is a 

by-product of this attitude. Products and services are ranked by superiority in their respective field, 

and thus so are humans. In Britain and Germany consumers rank certain characteristics as being 

favourable for certain products (Liu et al., 2017), and in the same way, this is done for people. When 

hiring, people tend to hire people that best reflect their own characteristics, as they believe that 

these are the most important (Witesman and Walters, 2015). This has been argued as being one of 

the many reasons why women are overlooked for certain types of jobs and promotions (Gobillon 

et al., 2015). There is a belief that because a lot of the decision-makers involved in hiring procedures 

are mature workers, mainly either male or females who adopted male traits to succeed, newly hired 

workers only serve to continue the logics upheld by the previous generation (Rivera, 2012). Women 

who are deemed to hold ‘feminine’ characteristics are held at a disadvantage as these traits are 

seen to be weak and not suitable for most business-related or managerial positions (Brescoll, 2016). 

To have a successful career in a mixed-gender environment it is broadly expected that adopting 

male characteristics is a principal component to success. The case can also be argued that there is 

female underrepresentation in fields of work where they make up much more than half of the 

labour force. Specifically, health-related services in the UK have a workforce that is made up of 

more than seventy-five per cent women, however, they only make up less than half of the workers 
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in managerial and decision-making positions (Sealy, 2016). So, the argument that there are not 

enough talented or educated women in the workforce to be trained and promoted to top-level 

management positions is superfluous. Once again, dominant logics could be to blame for this issue 

occurring. People are brought up in the west to believe that doctors are male, and nurses are female 

(Goldin, 2014). This imbalance of power based solely on gender is irrelevant to the workforces of 

modern western health sectors. It could be possible that there is reason to argue that since humans 

generally have a need to classify most things as being for example good or bad, or right or wrong, 

as collective western populations are mentally transforming nominal data into ordinal data, so that 

there now exists a hierarchal ranking system which conforms to their internalized schema. This can 

be shown through an individual’s expression of patriotism, where they rank one nationality above 

another based primarily on their own perceptions and beliefs. Following this logic, it is expected 

that people generally favour one gender over the other, resulting in a tiered system with no 

realistically reasonable foundation. Until this assumed gender hierarchy is eroded, western society 

will continue to perceive men to be inherently more deserving of power than women, regardless 

of intellect, economic situation, or relative leadership role occupancy.  

2.3.4. Religion 

As both Britain and Germany have become increasingly secular over the past few decades 

(Williaime, 2015), religion as an influencer of dominant logics and cultural values has become 

increasingly underappreciated. Yet both Britain and Germany were historically Christian in nature 

(Mancini, 2016), so to assume that this abiding significance of religion has had no impact on 

perceived gender roles would be naïve. Granted that today, fewer people than ever are identifying 

themselves as being religious (Peterson, 2017), in Western culture religious festivals are still 

observed by the majority, and the working week is based around keeping the Christian day of rest, 

Sunday, free from scheduled paid labour. It should also be noted that religious people of all faiths 

are encouraged to place their religious beliefs above all else, and they thus form their own schema 

around such doctrine. This has the potential to reduce the rate at which gender equality is achieved 

and slows down the progress towards fair female representation in society. Certain sects or 

denominations of Christianity perceive women to be lesser than men when it comes to religious 

duties (Kilgorova et al., 2015). In some instances, females are barred from occupying a leadership 

role in the church, and thus assume a servitude role in the workings of the establishment.  

Since religious institutions have had a historically powerful role in society, religious groups still 

today campaign for their beliefs to be enforced through law. An example of this has been the 

objection by groups in society, predominantly with a religious background, to the concept of legal 

abortion. Whether as a society it is accepted or not, the West still tends to perceive the female 

body as an object that can be used as a political tool, by both liberals and conservatives (Weitz, 
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2015). Women’s bodies are still perceived as being a vessel or object that other people, whether 

that be the public or politicians, have legal control over. Religion in general has been the cause for 

much of this line of thought (Sharm, 2016; Juviler and Gustafson, 2016). Girls and young women 

are told that it would be wrong to be involved sexually with another person before marriage and 

that the idea of having children outside of marriage is sinful and brings shame to their family (Jung, 

2016; Baltazar et al., 2016). Young men and boys do not go through the same ‘religious chastising’ 

as females. Seeing that religion still has a large ability to influence national culture, its inherent 

impact on a female’s perception of their place in society cannot be underestimated. Religion still 

influences politics, and therefore policy to some degree, in both Germany and Britain, with the CDU 

(Christian Democratic Union) being the cornerstone of German politics in recent history, and 

practically every British Prime Minister in history having identified as been a Christian of some form 

(Christian Democratic Union, 2018; British Government, 2018). Religions of all faiths are what 

societies were built around, so it is expected for a woman’s place in her social network to be 

influenced by this. 

There has been noticeable movement both by members of the Christian faith, and society in 

general, away from misogynistic attitudes, with the relaxing of what were once considered core 

tenets in religious practice to allow women to take up more influential roles in their religious 

community (Worthen et al., 2017; Furseth, 2017). This is a sign that the ideals supported by gender 

equality are seeping into all corners of Western culture, however, it has been subject to a degree 

of resistance from people who deem it against the will of their God’s teachings. A person’s religion 

influences all areas of their life, so to assume the workplace is exempt is illogical.  

2.3.5. The State and the Corporation 

Within the last century the United States of America (USA) has become the predominant guiding 

force in Westernized civilisation, politically, economically, and culturally speaking (Chadha, 2017). 

Ever since the end of the Second World War, the United States of America have exploited their 

propensity to control media channels (Flew and Waisbord, 2015). By investing heavily during the 

middle of the twentieth century the US established itself as the culture giant that it is today 

(Goncalves et al., 2017). Using advertisements, film, tv shows, music, and other forms of consumer 

media, the US has pushed upon the West its version of what a capitalistic society should exemplify 

(Crothers, 2017). In Europe national cultures still do exist, yet the US culture has been able to embed 

itself into most corners of Europe. For example, brands such as McDonald's and Coke are common 

sights throughout the entirety of the continent, and English is widely spoken mainly in response to 

America’s business endeavours (Melitz, 2016). It may be argued that due to the collective of 

European states under one banner, i.e. The European Union, then surely the Americanisation of 

European culture, and therefore European thinking and logics would begin to be reversed 
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considering that the European Union is home to around double the inhabitants of the US (OECD, 

2018d). This however would be illogical. To presume this, it is assumed that the dominant way of 

thinking for a period in history is determined by the largest group of individuals. Yet this is not the 

case. True power to influence dominant logics comes from who is in control of the means of 

communication (Asp, 2014). Seeing that the US produces most of the TV and films that are 

consumed in the West, that impacts how people of all ages are indoctrinated through social 

learning (Allcott and Gentzkow, 2017). By extension, the attitudes towards women that are 

expressed through US media and advertisements will almost certainly influence the population of 

the Western world. As already mentioned, a lot of the global brands that occupy the Western 

marketplaces are American in origin or have been incorporated into an American conglomerate 

through the actions of a parent company (Doh et al, 2016). American business practice is starkly 

different to that of British or German practices. It is said that in the US a lot of the workforce is 

individualistic in nature, and thus will adopt ‘masculine’ traits to progress through their career. If 

this is in fact the case, then both British and German workers may be subject to the same working 

parameters as their American counterparts, seeing that Western business thinking, and practices 

are driven through American capitalist tendencies (Alvarez, 2016).   

In business terms, this dominance of American logics and culture is all part of what is called 

‘globalisation’. Globalisation is the process by which organisations develop their international 

capabilities, by either fostering influence in a foreign nation or by operating on a multinational scale 

(Kraidy, 2017). However, globalisation is much more than that. It involves the increasing 

interdependence of countries on one another and the amalgamation of legal frameworks, transport 

systems, security, and indeed business networks, to name a few. Globalisation has made it easier 

for dominant logics to be shared at a much faster rate than ever before, and the ability by media to 

influence cultural norms and beliefs has never been greater. One of the downsides of this 

expediating of information to the end-user is that people are bombarded with so much informative 

material it may be hard to process (Bright et al., 2015). People of all ages and genders are 

undoubtedly having their perceptions of the world and everything in it altered, in response to this 

abundance of information. Overall, the American domination of Western culture using globalisation 

of business and media has altered the societal norms and gender perceptions to be more in line 

with the US (Marsden, 2006; Attwood, 2014). Specifically, business practices have been 

Americanized the most, with businessmen and women being expected to possess more aggressive 

characteristics to succeed (Ferraro and Briody, 2017). This has led to the continued reinforcement 

of male supremacy in the workplace, where workers are considered to have potential if they 

possess mainly masculine traits, whilst feminine traits are considered to show signs of business 

ineptitude (Shaked, et al., 2018). Females are being encouraged to become more masculine to 

achieve success. It is no wonder early-stage career female workers are discouraged from pursuing 
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promotional opportunities if they are being told that they not only lack the genetic makeup to be a 

good manager or leader but that they already possess traits that would make a candidate less 

desirable. In Western society, it seems that females are raised to believe that they are innately 

fragile beings, who should be wary of danger and risk, and are valued predominately for their 

appearance (Ditonto and Mattes, 2018). Then when they enter the labour force women are told to 

be ‘tough’ and relentless if they want to be successful in their career (Wille et al, 2018). This creates 

room for many people to become disillusioned with pursuing a lifelong career, as it appears that 

girls are raised to be a certain way in Western society, but then ridiculed for not being 

characteristically prepared to accept positions of authority as readily as men. Stating that ‘society 

prepares women to fail’, may not be far from the practical truth. 

 ‘Logics’ as used in the context of this research are shaped from collective life and working 

experiences of a particular group. These logic influencing experiences are generated by social 

interaction in society (Fiske, 2014), with each public exchange having the potential to result in a 

range of outcomes unique to the individual (Janoff-Bulman, 2014). The ‘experienced outcome’ is 

therefore premediated by cognitive schema with which that person understands the world.  

Institutional theory is concerned with the procedures by which structures, as well as rules, routines, 

norms, and schemes, become recognised as authoritative guiding principles for social conduct 

(Scott, 2004). The current schools of institutional theory are ‘Old Institutionalism’ and ‘New 

Institutionalism’. Powell and DiMaggio (1991) made a case for ‘New Institutionalism’, which 

contrasted with the older way of thinking as it excluded rational-actor models which are part of 

classical economics. In addition, ‘New Institutionalism’ sought cultural and perceptual explanations 

for organisational and societal phenomena, by considering the facets of the supra-individual as 

areas for investigation which cannot be condensed to aggregations or direct consequences of 

individuals’ motivations or characteristics.  

Something which every individual is exposed to is the economic procedures and related 

bureaucratic laws put in place to regulate national marketplaces. The concept of ‘institutions’ in 

this context, also extends to political and legal factors relating to non-economic processes which 

are based on the influencing capacity of non-economic actors. For clarity’s sake, for this study, an 

‘institution’ is defined as the recognised and informal rules and standards that organise political, 

societal, and economic relations (North, 1990). Institutions require people to function, and they 

themselves provide a relatively predictable structure which leads to enduring patterns of behaviour 

over time but has the capacity to reform and evolve by means of development outcomes (Leftwich 

& Sen, 2010) fuelled by changes in relationships and behaviours espoused by individuals involved 

in that institution (Giddens, 1984). To be more specific, individuals’ lives are impacted by economic 

events of all magnitudes. The degree to which a national government interferes with countrywide 
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markets and business happenings, in general, is a good indicator as to how much the populace of a 

nation trusts in the competency of politicians as decision-makers (Herian et al., 2014), but also to 

what degree they believe a controlling force should have influence (Gehlbach and Sonin, 2014). The 

question as to whether a certain governmental approach to economics is either holding back 

progress and prosperity or is a needed facilitator of fairness and security in a market is one that is 

destined to create a divide. In relation to national business protocol, there are two dominant ways 

of thinking as to how national governments should function and influence their nations respective 

markets. For one style, the dominant logic believes that government should be able to use its 

authority to influence market conditions, for the perceived benefit of safeguarding consumers and 

creating maintainable marketplace competition (Hall, 2015), whilst the other assumes that markets 

work better when exempt from government intervention and that eventually only the resourceful 

and commercially viable organisations remain, thus in itself reducing waste and lowering related 

costs through private sector innovation (Hall, 2015).  

Even though ‘the West’ has a great affinity for capitalistic tendencies (Muzio and Dow, 2017), the 

way in which separate nations in this collective conduct their own economic and business activities 

vary. The national business systems of both the United Kingdom and Germany perceive the 

volatility of the marketplace differently (Morgan et al., 2006). As the UK has benefitted from a long 

history of trade supported by imperialistic growth (Dumett, 2014), as a nation it has had its financial 

systems and economic policy influenced by a multitude of factors. In the case of the UK, both the 

dominance of the market-orientated position of the US American system and the more socially 

orientated outlook of the European system has given rise to a form of hybridisation of both 

ideologies within the same market space (Baker and Lavery, 2018). From a philosophical viewpoint, 

the UK has a historic affinity for what is known as classical liberalism, which has displayed its 

prominence in economic affairs through the incumbent lassez-faire attitude which currently 

governs British markets. Over the past half-century, the economy has been progressing towards an 

increasingly privatised economy with once publicly owned utilities, such as energy providers, 

transport networks, and telecom providers, being denationalized (Lovell et al., 2015). It should be 

noted, however, that these industries are still highly regulated by government-financed bodies. 

Industries and markets that dwell outside of this parameter receive relatively light regulation by 

comparison. Overall, the UK is classified as being a liberal market economy (LME), where companies 

principally synchronise their activities by means of internal market mechanisms and pre-existent 

hierarchies (Hall, 2015). Germany however is described as a coordinated market economy (CME), 

which basically means that the functioning of the economy relies more heavily on forms of 

interaction, external to the market, to better organise and coordinate their affairs with other actors 

in the same shared market space (Storm and Naastepad, 2015).     
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At a glance, this difference in how stakeholders in a market effectually organise their operations 

with one another might not seem to create much room for the discrepancy between the two 

systems, however, the working practices and business cultures, both at the institutional level and 

the market level, of UK and Germany are significantly influenced by the adoption of these systems 

(Eling and Marek, 2014). For example, at the national level in an LME, organisations are encouraged 

to compete since this supposedly benefits the market through radical innovation, which leads to a 

strengthening of technologically creative organisations and service driven businesses (Hall, 2015). 

In a CME, such as Germany, the main aim is a collaboration between organisations resulting in an 

ethos for the distribution of knowledge. Although this has been noted to cause incremental 

innovation, it does, however, benefit manufacturing industries since best-practice policies and 

techniques are shared widely, and not held internally to provide monopolistic competitive strength 

(Hall, 2015). This difference at the macro level of business will inevitably have an impact on the 

functions at the institutional level. An LME system that encourages an individualistic temperament 

amongst organisations will promote employees of these organisations to replicate this culture at a 

local level within their organisations (O’Sullivan et al., 2017). Already in LMEs this has led to 

employees working longer hours than when compared to CME workers (OECD, 2018E), a low level 

of unionisation amongst employees in relation to those in a CME system, and a societal acceptance 

that jobs are generally short-term in nature and career switching is considered normal 

(Marchington, 2015). 

Overall, the institutional setting that a nation-state is accountable for disseminating, has an impact 

on the implementation, development, and incumbent strength of logics that are being adopted and 

championed by individuals within their sphere of influence. To state that logics are inhibited by 

geographical boundaries is absurd, as something which is incorporeal by its own nature cannot be 

physically constrained. However, it could be argued that the expanse which certain logics have 

effect over is determined by the influencing scope and reach of the institutions which are 

advocating them. It just so happens that the zone of control of institutions that govern national 

business practices are usually intertwined with geographical boundaries. 

2.4. Public Sector Work and Women 

The public sector can be defined as part of the economy that is managed by the state and varies in 

the breadth of function depending on the economic beliefs of governance. The intention of the 

public sector is to provide services to the wider population that are thought critical to the 

functioning of wider society. Both the UK and Germany have long-established and well-funded 

public sectors. 5.44 million people (16.5% of paid workers in the UK) are employed in the UK public 

sector (ONS, 2020), while the German public sector has 4.48 million workers (10.7% of paid workers 

in Germany) (OECD, 2019). The variance in percentage values primarily originates from those 
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working in healthcare professions, with the British national health service employing over 1.3 

million staff within the public sector (NHS Digital, 2020), whilst Germany’s equivalent health care 

system utilises employees primarily from the private sector.  

Prior research has demonstrated that a person’s preference for public-service employment is 

influenced by educational level, age, and gender (e.g., Blank, 1985; Lewis and Frank, 2002). This 

research described public sector work as more secure than private-sector employment due to it 

being financed by the government, and therefore not as exposed to the full weight of economic 

and market instabilities. Some have made the claim that women are more risk-averse than men 

and are therefore more inclined to seek employment in the public sector (Grazier and Sloane, 2008; 

Di Mauro and Musumeci, 2011; Kahn and Ginther, 2017). Another reason may be the apparent 

desire by women to work with people more so than ‘things’ (Su, et al., 2009); something that public 

sector employment caters for. The sector is also considered by many that work in it to be at the 

forefront of adopting diversity and equality legislation (Kumari and Pandey, 2011). The rationale for 

this includes deeper levels of formalised bureaucracy and closer adherence to the law, due to the 

sector being a key concern of government. On the other hand, the private sector is reported to 

have a more aggressive working climate as it tends to be profit-driven (Nemoto, 2013; Callahan, 

2016); a primary focus that most public sector institutions do not abide by. Traits purported to be 

‘masculine’ are said to exhibit more in the private sector, and the desire for profit is one reason 

given for this. Other factors such as promotion pathways, job security, and employee assessment 

criteria have also been provided as possible explanations (Simpson, 2004).  

In comparison, the public sector is considered to be more ‘female friendly’ and accommodating of 

a female worker’s needs, both biological and time related. This is expressed by women working in 

the public sector being able to expect better maternity remuneration packages, better job retention 

rates after maternity completion, and higher levels of workplace flexibility in regard to reintegration 

into the workplace (Pacek et al., 2019).  These extra allowances, however good, are focused on 

worker retention, rather than career advancement. The inherent risks to career progression for a 

female worker from taking maternity leave is well documented (Morgenroth and Heilman, 2017; 

Vargas-Prade et al., 2018). Progression up a workplace hierarchy is shown to be negatively impacted 

by having children (Socratous, et al., 2016). The intended benefits provided by a public sector 

organisation may therefore not put a female employee in any better position to climb the job ladder 

than when compared to the seemingly ‘masculine’ private sector. In fact, in Sweden, it was 

discovered that the public sector had a larger wage gap between men and women than the 

respective private sector (Wahlberg, 2010). So, the claim that public sectors are consistently closer 

to true gender equality is precarious.  
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There have been a number of interventions by both the UK and German governments (Figure 2.1) 

to encourage female development in public sector organisations in recent history (Government 

Equalities Office, 2019; Die Bundesregierung, 2020). The long-term outcomes of these ventures are 

yet to be established, with the institutional orders (as detailed in section 2.3 of this chapter) having 

a pivotal role in the obtainment of such ambitions. At present women have made up more than 

half of all civil servants in the UK since 2001, just 43% of senior civil servants are women (Institute 

for Government, 2018). Currently, there is an upward trend in the proportion of female senior civil 

servants, but the same cannot be said for heads of departments with only six out of eighteen 

departments headed by women. Down from a peak of eight in 2011 (Institute for Government, 

2018). Likewise, in UK local government 78% of local authority staff are women, however barely a 

third of local authority chief executives are female (Fawcett Society, 2017). There is a comparable 

situation throughout the public sector, with only a third of secondary education headteachers being 

female, and only 34% of housing associations being led by women (Fawcett Society, 2017). These 

statistics highlight the discordance on the matters restricting female progression in the public 

workspace.  

The same can be said about the German situation. Currently, Germany ranks below the OECD 

average for their share of female judges and women in management positions in the public sector 

(OECD, 2017). Although the sector has recently introduced affirmative action; giving qualified 

women preference for promotion under the ‘Act on Equal Participation of Women and Men in 

Leadership Positions in the Private and Public Sectors (FüPoG)’ (2015), a significant indication that 

this change to workplace composition at senior levels will be successful in increasing female 

inclusion on supervisory boards above the mandated 30% does not yet exist. From a political 

perspective, there has been a recent drop in the number of women obtaining political posts, from 

37% representation in parliament to currently 31% as of the most recent Bundestag election (OECD, 

2017). A reason for this decline has however been attributed to the fact now more parties are 

represented at the parliament that is comprised of mostly men (OECD, 2017). Similar to the UK 

public sector use of initiatives to increase female inclusion, the German Federal Ministry of 

Education and Research created the “No clichés (Klischeefrei)” (Federal Ministry of Education and 

Research, 2016) initiative at the national level, amongst others, to help promote non‐clichéd 

vocational and study choices, free from restrictive gender stereotypes.  

Both the UK and German governments are taking legal and societal altering steps to position 

women in their public sectors to best help them achieve their full potential. Doubts about the 

effectiveness of said actions are still yet to be assuaged, but tentative movements towards 

presumed workplace equality are better than none at all. 
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Figure 2.1.: Recent Public Sector Reform Summary  

Source: Own Illustration 

2.5. Research Justification 

Since the end of the twentieth century, western society has become steadily more captivated by 

the desire for a better platform of expression for underrepresented groups in society (Banducci et 

al., 2014; Milkman et al., 2015; Geiger and Marlin, 2016; Fernandez-Mateo, 2016). Increased 

Western media attention and widespread civil activity have led to a spike in interest in gender 

equality and a cultural re-examination of woman’s place in society (Rottenburg, 2014; Prügl, 2015). 

Recent Public Sector Reform Aims 

German Context – Source: Die Bundesregierung, 2020 

Establish common legal provisions for all public employees 

Development of flexible working hours 

Performance and experience-related pay 

Performance Steps. This allows payment according to a higher scale than the current one until 

the next level is reached. This is limited to 15% of the staff in each Department. It also rewards 

excellence and cannot go back over more than 3 months. 

Performance Allowances. Additional pay over a short period of time. They are determined in 

accordance with civil servant appraisals. 

Performance-related pay (up to 7% over salary). Linked to results over a period of time (3 months 

to 1 year). 

Workload-related pay. Rewards extra responsibilities over a period of time (from 7 months to 5 

years). 

British Context – Source: Government Equalities Office, 2019 

Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the 

Equality Act 2010 

Advance equality of opportunity between people who share a protected characteristic and those 

who do not. 

Foster good relations between people who share a protected characteristic and those who do 

not. 

Removing or minimising disadvantages suffered by people due to their protected characteristics. 

Taking steps to meet the needs of people from protected groups where these are different from 

the needs of other people. 

Encouraging people from protected groups to participate in public life or in other activities where 

their participation is disproportionately low. 
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Academic literature has also experienced an intensification of female representation and other 

gender-related studies (Flory et al., 2014; Bruce, 2016; Gilman, 2018).  

A lot of speculative consideration and resources have been given to areas that have garnered a lot 

of media attention, such as equal pay for similar work (Card et al.,2015, Blau, 2017), female worker 

representation (Kay et al., 2015; Carter et al., 2017), and issues related to female worker rights 

regarding maternity leave (Carneiro et al., 2015, Dahl et al., 2016). All of which are worthy causes 

for in-depth academic analysis. However, due to the nature of how many of these topics have been 

transformed into deeply politically motivated conversations (Hirsch and Keller, 2015), a sizeable 

amount of academic effort is channelled into only a narrow – yet highly valid - selection of concerns 

(e.g., gender pay gap, workplace sexual harassment, misogyny at work) as the need to defend from 

critics and justify findings appears to be an endless endeavour. Theoretical debate is necessary for 

a healthy scientific community, but the current relentless nature of certain key areas of gender 

related HRM has meant that potential new areas of interest have been somewhat neglected by the 

wider research community. 

The area of research that this project intends to cover should be considered as one of these new 

areas of intent and thus can be declared to be a ‘research gap’, as while there does seem to be keen 

interest in the general area, the specific theoretical implications and methods employed to conduct 

this research are generally overlooked in favour of more quantitatively attractive ones. The 

questions posed by this research project aim to address an area that has seen a limited amount of 

informed investigation (Kelan, 2010; Mickey, 2019). Business schools across Western universities 

tend to look at financial records, employment statistics, and other quantitative sources of 

information to form their arguments and influence research projects (Spender, 2016). Too much of 

the argument in the past decade has surrounded changing the systems that allow for female career 

progression, and the idea that it is in fact a highly complex system of oppression has been neglected. 

This has led to multitudes of literature on topics such as the ‘wage gap’ (Blau and Kahn, 2017; Card 

et al., 2015; Bruns, 2018) and ‘female under representation’ (Burton, 2015; Seo and Hunag, 2017; 

Xiang and Ingram, 2017) both in managerial positions and political offices. The tangible structures 

are being scrutinized, but the immaterial psychological and cultural structures leading to the 

prejudicial treatment of female workers have been overlooked. The point being made here is that 

most of the academic devotion seems to have been spent on proving the existence or absence of 

inequality, rather than discovering the causes and possible remedies to the same inequalities.  

Through qualitative information gathering and associated analysis, this research venture hopes to 

firstly address the gap that exists currently within the theory, as mentioned above, whereby there 

appears to be a lack of knowledge about the effects of institutional logic on female career 

progression, and the effects that these logics have on the ones who navigate the logics that inform 
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their creation and implementation of the changes that impact female interaction with the public 

sector workplace. Secondly, this research intends to speak to the lack of qualitative research 

required to discuss the causes and effects of a potentially oppressive working culture in both the 

UK and Germany. Looking at quantitative data on its own will not be enough to begin to understand 

the ‘living’ working culture of modern Western business. Only by speaking with the individuals 

within the public sector system will the academic world be able to equip industry actors with the 

knowledge they need to make progress towards a more equal working environment. As it currently 

stands, businesses are being encouraged to make changes to hiring procedures to better balance 

the gender employee ratios, which have been suggested to only bear short-term benefits (Eckbo et 

al., 2015; Gheaus, 2015). This attitude is a reactionary one, much like how organisations use 

protocols from outdated logics to tackle new issues with little success. The business world is 

obsessed with figures which show that an organisation is moving in the socially desirable direction 

and when there is a fast-changing market, organisations search for quick solutions (Ludvigson et 

al., 2015). Whilst quantitative studies argue for the reallocation of resources, the need for the 

reconsideration of organisational culture as a vehicle for lasting beneficial change is primarily 

serviced through qualitative endeavours, such as this, which tackle the core issues resident within 

the personal accounts found only within the social dimension of the organisation.  

The relation between institutional logic theory and female workplace attitudes and perceptions, 

along with the academically unexplored sector of how decision-makers (managers) implement 

gender equality policies and how their effectiveness is graded in the context of conflicting 

institutional logics has been left relatively uncharted. The research and findings generated by this 

study, intend to remedy this lack of inquiry into how attitudes and perceptions of female workers 

are moulded and altered by their exposure to institutional logics. A research gap, that is 

commercially relevant to western business and highly contemporary in the prevailing social climate, 

will thus be filled by the existence of this study. In addition, the nature of this study being rooted in 

a comparison between Germany and the United Kingdom (two of the largest European countries 

regarding population size and gross domestic product (GDP)), creates a basis for which other 

academic ventures can add to the relevant shared knowledge.  

In conclusion, this research project aims to bridge the research gap currently present, by bringing 

two contemporary spheres of thought together to better understand the interactions that exist 

between them. Gender inequality issues are frequently investigated from a macro-level approach, 

focusing on financials, thus missing out on the qualitative information that is generated by the 

people that experience these disparities daily. Institutional logic can be both viewed through a 

macro and a micro lens, however, are rarely used to explore the field of gender-related variances 

in the workplace at any level. At present, only a small body of work exists which connects both 
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gender inequalities and logics (Zhao and Wry, 2016). By pairing the two pre-existing bodies of 

literature engendered by academics in these fields, whilst also employing the research methods 

which are considered the staple of studying institutional logic theory in practice (Reay and Jones, 

2016), this research project will shed light on this. By addressing one of the many flaws that 

currently enable such an imbalanced system to continue, the findings of this research could be used 

to foster change by enabling influential people at all levels in organisations to be informed on the 

issues which are holding either themselves or their female co-workers back. Simply to highlight an 

issue is not enough to instigate movement to a more equal working environment. Through the 

investigative understanding and appropriate education about institutional logics effect on gender 

biases and other related issues, real constructive changes may occur. This research provides insight 

into how the current structures which seem to be disadvantaging women operate, and thus will 

allow future researchers to better understand the issues and move the academic field further in 

the right direction.   

2.6 Chapter Summary 

In summation, the theory discussed in this chapter along with literature relevant to the institutional 

orders as set out by Friedland and Alford (1991), and later modified by Thornton et al. (2012), 

provides a better understanding of the context in which this research endeavour places itself as 

been established. As this chapter has discussed, the concept of institutional logics is well-recognised 

yet the machinations by which said logics operate within an organisation are widely debated and 

therefore academically equivocal. How contesting logics interact and establish as new dominant 

logic is widely investigated, with multiple valid arguments made for possible theoretical 

explanations. With this in mind, the remainder of this thesis takes into account the conceptual 

volatility residing within the theory and applies a methodology and presents findings grounded in 

the fundamentals of the theory which has been presented in this chapter. 
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Chapter 3: Methodology and Methods 
 
3.1. Chapter Abstract 

This chapter will elaborate on how the research questions, stemming from the literature, have been 

addressed and will discuss the chosen approach of academic examination. The structure of the 

chapter is as follows: Firstly, the chapter includes a justification of the researcher’s personal stance 

on the creation of knowledge and how this may impact the data collection process and the 

consequent development of findings. Secondly, the chapter provides a brief examination of the 

realities of conductive research in a reflexive manner. Next, the chapter offers a discussion about 

the reasoning behind the research method selected and the prospective limitations of such.  This is 

then followed by an explanation of how participants were selected for this study, some background 

about the organisations that took part, and a breakdown of the number of interviews carried out. 

A summary of the operationalisation of the data collection process then follows, with a breakdown 

of the analytical process taken towards data shortly after. Finally, there is a consideration of the 

ethical issues that should be addressed within a research task of this nature.   

3.1.1. Ontological and Epistemological Assumptions 

The ontological and epistemological stance in which the investigator defines their research is 

pertinent to the understanding of what the researcher considered relevant knowledge for a given 

subject matter, and whether they consider themselves to be a part of the knowledge creation 

process, or as merely an external observer to the process (Lucas, 2014; Slevitch, 2011). It is 

therefore important to understand how a researcher understands their surrounding environment 

and the information that can be collected from it, so as to foresee the impact that such views may 

have on the manner in which data is gathered and analysed (Shrivastava and Kale, 2003). 

Furthermore, the selection decision relating to which method for collection of information will be 

explicitly influenced by such matters. Schwandt (2007) defines epistemology as the theory, study, 

and justification of knowledge. It is said to be the scrutinization of ‘how we make knowledge’ (Dillon 

and Wals, 2006; p.550). As stated by Schmidt (2001), we can decipher what is truly meant by 

rendered information (knowledge) in two ways. Firstly, by being able to highlight the unique 

characteristics of knowledge, and secondly, by examining how people as individuals and as 

collectives employ the term, the meanings which these terms have been given, and subsequently 

how this associated meaning influences behaviour.  

In regard to this study, I, the researcher, have decided to adopt the ontological stance of 

‘Constructivism’, and the sympathetic epistemological stance of ‘Interpretivism’. Both of which are 

frequently entwined in research activities. The reasons behind these choices are numerous and will 

be outlined in detail throughout this chapter. We begin by first outlining the complexities of 
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‘Constructivism’. As Bryman (2016; p.114) puts it, constructivism can be defined as the ‘ontological 

position which asserts that social phenomena and their meanings are continually being 

accomplished by social actors’.  In essence, it is assumed that reality at its core is subjective in 

nature and socially constructed, rather than there being one ‘true’ reality where an eternal ‘truth’ 

reigns supreme. 

The notion of ‘Constructivism’ has gained recognition in the academic world over the past few 

decades as a persuasive model for illuminating how knowledge is formed (Gordon,2009). Relevant 

works (Burr, 2015; Ramey and Grubb, 2009) highlight the idea that Constructivists gain descriptive 

power through the dynamics of social relationships between individuals, and thus their preferred 

methodologies prescribe to the notion of interpretation, context, multiplicity, local knowledge, and 

depth. The meanings which humans assign to certain words, whether as an individual or as a 

collective, are consequently proposed to be ‘constructed frameworks rather than direct reflections 

of the real’ (Raskin, 2008; p.16). This phenomenon has also been explained by Gee (2005, p.97), 

where it is suggested that ‘reality’ and the use of language in that ‘reality’ are instinctively 

connected, as Gee goes on to state that, ‘language simultaneously reflects reality (“the way things 

are”) and constructs (construes) it in a certain way’. It can then be said that people are therefore 

not ‘creatures of determinism whether natural or cultural, but are socially constructed and 

constructing’ (Sayer, 1997; p.454).  Within the tenets of Constructivism, it is assumed that 

knowledge is created by humans through active and deliberate social interaction with their 

surroundings (Morcal, 2001). It is also stipulated that knowledge, therefore, does not have the 

capacity to exist in a state pending detection (Gordon, 2009). This suggests that how we as 

individuals interpret our environment, modifies our personal knowledge formation process. The 

environment in which we live and have grown up, whether national, local, or work-related, have 

impacted us all differently to some extent due to the fact that the social interactions we have 

encountered in our own lives are inevitably dissimilar. By extension of this thought, the words and 

meanings attached to said words that are employed within our personal lives vary depending on 

the person(s) currently occupying that environmental space. This helps to explain why two people 

can have differing connotations of a multitude of terms, such as ‘workplace equality’ and 

‘feminism’. The decisions we take as humans to help navigate the cultural edifices we are integrally 

part of, and to better understand the logics which are active in these spheres, have been ‘prejudiced 

by an interpretive element that determines how perceptions and observations are understood’ 

(Carr, 2006; p.429). For clarities sake, this research task will follow the approach of constructivism, 

which can also be referred to as subjectivism, interpretivism, or indeed constructionism. All of 

which are terms given to the understanding that social phenomena are created from the beliefs, 

ideas, and perceptions of social actors and the actions which are consequently taken by these 
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stated social actors to better understand their existence and to position themselves within their 

own perceived reality.  

Constructivism is a fitting methodological framework for this venture due to the nature of the study 

being heavily grounded within the concepts of socially constructed norms and values, which directly 

affects how an individual constructs an understanding of self-worth within a socialised group 

setting. The nature of this study is to examine how institutional logics, which are ever evolving by 

their own nature, are viewed from a personal level in regard to intuitive knowledge. How the 

individual will interact and view these logics will be based on their own personal experiences with 

certain terms, phrases, and practices associated with the logics that they are aware of. It is believed 

that a constructivist approach to understanding how knowledge is created, that being through the 

construction of schema and unavoidably biased thought processes, is best suited to explain how 

these logics have the ability to develop over time, as it has already been set out that knowledge on 

its own cannot exist in a form awaiting discovery. Hence, it is assumed that people’s interpretations 

of their surroundings through social interaction is what gives language meaning and therefore 

shared knowledge inherent gravitas, thus subsequently providing logics with influence and 

authority in its sphere. 

Next, the epistemological stance of ‘Interpretivism’ shall be discussed in detail. The concept of 

interpretivism, as a form of research philosophy, asks researchers to interpret aspects of research 

and by doing so integrates human curiosity into academic study. This way it is assumed that access 

to reality, or the knowledge held within that reality, is only granted “through the use of socially 

constructed means, such as language, shared meanings, and instruments” (Myers, 2019; p.45). 

Interpretivism correlates with the philosophical stance of idealism, which operates as an umbrella 

term for diverse approaches toward science including phenomenology, hermeneutics, and social 

constructivism. In essence, interpretivism rejects the notion, similar to constructivism, “that 

meaning resides within the world independently of consciousness” (Collins, 2018; p.49), and 

accordingly emphasizes qualitative analysis over quantitative techniques (Lin, 1998).  

As with all epistemological stances, Interpretivism has advantages and disadvantages to its use in 

research. The main disadvantages connected with interpretivism relate to the subjective nature of 

the approach and also the degree to which bias can present itself due to researcher involvement 

(Black, 2006). With this in mind, interpretivist studies cannot be generalised in light of related data 

having been heavily impacted by personal perceptions and beliefs. Consequently, the degree to 

which data can be thought to represent the norm and is considered reliable is thus diminished to a 

certain degree as well. However, by adopting interpretivism, qualitative research areas such as 

cross-national disparities in organisations, matters of ethics, management and evaluation of issues 

impacting leadership can be explored in meaningful detail through the use of interviews and focus 
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groups (Berryman, 2019). Data from such studies using an interpretivist method may be judged to 

hold a high level of validity, due to data being deemed trustworthy and honest as there is freedom 

for participants to give protracted answers and voice their answers without selective or enforced 

censorship being imposed on them (Hiller, 2016). Further discussion on matters surrounding 

generalisability, validity and reliability of qualitative data can be found within sections 3.6.2 and 

3.6.3 of this chapter. 

3.1.2. Practicalities of Reflexive Research  

Within research, reflexivity generally refers to the examination of one’s own beliefs, decisions, and 

procedures during the research process and how these may have influenced the research. In reality, 

none of us are detached completely from our surroundings. It is impossible to state that an 

individual can exist independent of our external environment (Clarke, 2018). To be truly reflexive 

requires openness and an acceptance that the researcher is part of the research (Finlay 1998). 

Reflexivity is not to be confused with being ‘reflective’. To be reflective only requires the individual 

to think about and make judgements based on what is presented before them; reflexivity extends 

this by requiring the individual to examine themselves as the one making the decisions. Extending 

this notion to the domain of research permits the acknowledgement that a researcher cannot be 

considered a fully objective observer (Lai, 2019). At its basic fundamentals, all research will be 

impacted in some shape or form by the individual or team that is producing it. Some may consider 

this a route towards a biased interpretation of results and observations (Clark and Vealé, 2018), but 

when properly understood and controlled it can be put to good use for the betterment of the 

overall research study (Chenail, 2011). The term ‘reflexive thinking’ is the name given to the process 

of appreciating that personal opinion and bias do exist, but at the same time, a level of awareness 

on the part of the individual is present to allow for the revision of our private understanding based 

upon new evidence provided. Reflexivity is a state of being and of mind in which a person strives to 

understand “the ways in which one’s own presence and perspective, influences the knowledge and 

actions which are created” (Fook, 2016: p.56). It aligns itself with the idea that it is just to seek 

multiple and alternative perspectives to explain a single phenomenon when conducting research 

and to do so in a systematically robust manner. Thus, negating one’s own desire to confine the 

interpretation of research findings to those that only support the initial perceptions of the 

researcher.  

To best achieve this, throughout this study at frequent intervals time was taken to contemplate the 

findings up to that point, to a better position or realign the research along a path better suited to 

its stated academic endeavour, defined by the research questions. In addition, the positionality of 

the researcher, with regard to what they know and believe and how this is inevitably have impacted 

upon each stage of the research process, was considered, and reviewed before further actions were 
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taken. In allowing oneself the intellectual manoeuvrability to reconsider the field of questioning 

presently enacted, and its overall suitability for the process, has a positive impact on any future 

data collection after that given point in time as it now considers new information and facilitates the 

moulding of initial perceptions into more analytical ones (Shaw, 2010). The reflexive process is 

aided through the use of personal notetaking in which the researcher records their own evolving 

perspectives, observed experiences, and acquired knowledge, throughout the entire process, for 

the purpose of monitoring the personal evolution that the researcher will go through by conducting 

this research. All this is done whilst at the same time considering my own private circumstances 

and how my upbringing and familial background has impacted my understanding of societal issues 

probed by this thesis. This is all done with the intention that the risk to culminated findings are 

somewhat shielded from the subjective opinions, world views, or experiences of the researcher, 

and therefore are a representation of the accounts provided by the participants. However, at this 

stage of the thesis it should be noted that it is understood that I, the researcher, will have an 

inescapable impression on the structuring and emphasis of key components within this thesis, and 

as such any findings will be reflective in some way of the importance in which I personally place on 

such matters. It is important to explicitly acknowledge that this is true and unavoidable, and that I 

can, as the researcher, never occupy a position of impartial spectator.  

3.2. Research Method and Strategy 

3.2.1. A Qualitative Research Approach 

Due to the nature of this research, and considering the epistemological and ontological stances 

chosen, the adoption of a qualitative approach to data collection has been chosen as it is best suited 

to facilitate a constructivist approach to research. Seeing that the constructivist method assumes 

that knowledge is shaped based on personal experiences and hypotheses of the environment, a 

data capture method that allows for wide answer variation and contextualised elongated answers 

is needed. Qualitative vehicles of investigation allow for this.  A qualitative approach to research is 

fitting when a desire to understand the underlying reasons, motivations, and opinions of an 

identifiable group is present (Sofaer, 1999). In short, this approach can be used to uncover 

similarities within a collection of distinct cases, and thus can show the basis on which collective 

thought and opinion manifests within a specified group. A qualitative approach does not however 

offer statistical validation for the proponents examined through a research venture (Queirós et al, 

2017), but serves to provide an inductive process by which to further understand the reasoning for 

a phenomenon or set of principles to exist in a natural setting (Whipp, 1998). Principles such as the 

collective approach to female worker participation and inclusion. 

Embracing a qualitative approach to research additionally permits the formation of what are 

termed “thick descriptions”, which are the result of any scientific observation of a distinct social 
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action that portrays not just the actions but also the context in which they happen so that the 

actions are more easily understood by a third party (Geertz, 2008). “Thick descriptions” tend to add 

a record of idiosyncratic reasonings, and connotations supplied by the individuals participating in 

the actions and behaviours, giving the accumulated information more inherent worth for inclusion 

in further studies by other social scientists. The intrinsic value of “thick descriptions” not only comes 

from the compilation of comprehensive information but also from the interpretation of said 

information in joint consideration with the perspective of the individual involved as well as the 

researcher’s own understanding. 

A qualitative approach could therefore help to examine how public sector employees perceive the 

handling of gender-related policy within their respective organisations and the widespread 

acceptance of occupational imbalance, in dual institutional locales. It may also serve to expose 

implicit elements that control, promote, or enable the continuation of these imbalances and 

processes. In contrast, using a qualitative method may likewise provide illuminating evidence that 

shows signs of an antagonistic phenomena marshalling within public organisations that challenges 

the historic norms of institutionalised sexism and professed patriarchal dominance. The subsequent 

section introduces potential research approaches, and a resolution will be given to identify a 

suitable method in accordance with the research questions that are the crux of this study.     

3.2.2. Qualitative Research Strategies in light of the Methodological 
Approach and Research Questions  

Any methodological approach to research must be deemed applicable in substance for the research 

task at hand (Marczyk et al, 2005). In this case, a qualitative method that is suitable for the 

investigation of a socially occurring phenomena must be chosen, as, without question, the area of 

institutional dominant logics exists securely within the realm of socially constructed anomalies 

(Campbell, 2018). The main area of concern for this study is to better elucidate the issues 

surrounding HR policy implementation and interpretation by members of staff of said policy, within 

organisations. Specifically, the aspect of intrigue is that of how the execution and understanding of 

HR policy may have an underacknowledged influence on female career progression. With this in 

mind, this research is consequently interested in the personal accounts of public sector employees, 

focusing on how opinions and viewpoints are developed both individually, and as a collective. As a 

result, to best facilitate the answering of the research questions set out at the beginning of this 

thesis, the adoption of qualitative interviews as the method of enquiry for data collection is deemed 

to be the correct course of action (Hopf, 2004).  

Qualitative interviews have a number of benefits for both the researcher and the study participants. 

One major one being that a participant is afforded the freedom during the interview to speak their 

own mind without any limitation on their own ideas or understanding around a specific subject 
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(King et al, 2018). This is something that cannot be guaranteed with a more quantitative approach, 

such as a Likert Scale, where participants responses are recorded using a set range of responses 

with little room for additional input by the participant outside of the stipulated answers. The fact 

that seeing as the interview is conducted with an individual contributor, removes the presence of 

a potential third party from influencing the length and detail of the answers given. The data 

collection environment should allow the participant to speak openly. In addition to the fact that the 

interviews are conducted between the researcher and one participant, it delivers the chance for 

the investigator to tailor certain aspects of the interview to best suit the circumstances and areas 

of insightful expertise that each individual contributor may have.  Not every person will have had 

the same experiences, both positive and negative, so it is only academically pragmatic to be able to 

delve deeper with a question in some sections with certain people more than others, to best 

ascertain contextually rich information. By premeditating the topics to be discussed during an 

interview, the overall process can therefore be better suited to the areas of concern based at the 

individual level. For example, a staff representative may wish to focus more on staff grievances and 

HR policy, than someone with little or no experience in representing staff or dealing with HR 

matters.  

Moreover, it is considered necessary to not solely focus on HR policy matters, but to broaden the 

spectrum of questions to also include career histories up until the point of interview to better 

understand the intentions and ambitions of participants in regard to not only their career but also 

their personal and domestic life. This additional information not only serves to inform the 

researcher of an individual’s working past but also provides some context that can explain the 

decision patterns and assumptions that participants adopted to exist in their current state. 

Supplementing this, inquiries based on how participants view sexuality, both masculine and 

feminine, and perceive certain social constructs surrounding gender, will help to reveal underlying 

personally held beliefs that are thought to impact one’s own schema, and thus influence their 

comprehension of their surroundings, both familiar and unfamiliar. Semi-structured interviews will 

facilitate an open discourse around these topics. The intention of implementing this method is to 

permit the assessment of how dominant logics guide decision-making processes, both in regard to 

the interpretation of HR policy and also ambitions for future career progression.      

Seeing that the research intentions primarily focus on aspects that are of a historical nature to the 

participant and require them to recall instances from their past, ‘life course’ based interviews are 

deemed most suitable for the study (Allen and Pickett, 1987). Information regarding past 

experiences at work will be sought to better appreciate the thought processes of the individual, 

and also to provide context for the state of the associated organisation’s culture. As logics are 

formed over time, it is necessary for the past experiences of participants to be explored as to clearly 
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appreciate their presently existing attitudes and beliefs. This research is concerned with the 

development of an individual’s interpretation of their environment over time, specifically their 

working environment, so of course, the transforming aspect of personal experience should be 

examined through relevant questioning.  The term life course is defined as “a sequence of socially 

defined events and roles that the individual enacts over time” (Giele and Elder, 1998; p.22). Seeing 

that dominant logics are what are argued to sway an individual’s judgments in social situations and 

encourage them to embrace certain roles within society, implementing a life course approach to 

questioning seems highly consistent with the long-term objectives of this research.  In addition, the 

life course approach has been already implemented in similar research in which the organisation, 

and its enacted policy, was a key concept. Topics varying from the variance in the usage of parental 

leave between men and women (Escobedo, 2017), the retirement income of women in Europe with 

focus given to the impact on motherhood (Mӧhring, 2018), changes over time in mothers’ work 

patterns along the family life course focusing on the effect of policies and labour market 

characteristics (Stier et al, 2018), and the naturalisation of immigrants within the confines of 

domineering institutions (Peters et al, 2015) have all been investigated with the application of a 

life-course method. Using this tested and proven approach for this form of research seems only 

prudent as the focus of questioning relies on the personal experiences and beliefs of the individual 

under investigation.   

Alongside a number of typical workers, it is also considered desirable for data to be collected from 

organisational decision-makers, in the form of line managers and executives. This is done for the 

purpose of providing expert opinion on certain matters regarding this research and also to provide 

a perspective that better positions other interview responses from employees of lower levels within 

an organisation. To best facilitate data collection a form of expert interviews will be used. This is 

fitting as with participants holding an influential decision-making position within an organisation 

the desired information will focus more on their ability and capacity to mould and influence all parts 

of the organisation, rather than on them as just another individual (Bogner et al, 2009).  These 

senior members of staff will have responsibilities for the administration of their respective 

organisations that an average employee would not, thus giving them expert knowledge on matters 

not commonly overseen by many. This information is required to better grasp the implications of 

information gathered from the outcomes of the biographical interviews conducted at the 

associated organisation. In combination, both the life course and expert interviews will work 

concurrently to provide the research with a clearer idea of the administrative, cultural, and 

professional circumstances within the case studies examined.   
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3.2.3. Research Design: A Dual-National Multiple Case Study 

For the purpose of conducting and analysing both biographical and expert interviews with a range 

of members within the same organisation, it is thought that a case study approach is most suitable. 

As put by Yin (2009, p18), a case study is “an empirical inquiry about a contemporary phenomenon 

(e.g., a “case”), set within its real-world context – especially when the boundaries between the 

phenomenon and context are not clearly evident”. Understanding the context and other intricate 

circumstances surrounding a case are integral to the correct study of a ‘case’. In this study, each 

participating organisation’s response to HR policy implementation, and that of its constituent 

employees, acts as a distinct ‘case’ for examination.  

The organisational contexts of the UK and Germany have been chosen because they “provide the 

material for a very instructive comparison” (Lane, 1992: 65) as they provide different socio-

economic and political landscapes, and hence different macro-institutional logics, for the 

implementation of equality policies. This is because they represent different “National Business 

Systems” (Whitley, 1999) and Gender Regimes (Walby, 2020). Whitley (1999) suggests that 

different Business Systems display differences in the degree of integration between and in the type 

of relationships of key market and non-market actors. The UK is a liberal market economy with little 

state intervention, a focus on competition to achieve goals and short-term profit maximisation. 

Germany however is a coordinated market economy with a focus on the coordination of activities 

and interests between actors. The state regulates the market. Collaboration and coordination as 

well as a long-term perspective are used to balance conflicting interests. It is acknowledged that 

these typologies are in flux (Schröder, Muller-Camen, & Flynn, 2014; Wood & Allen, 2020) and there 

is an indication that Germany moves towards liberalism (Schmidthuber, Fechter, Schröder, & Hess, 

2021). Furthermore, both countries have different gender regimes, which influence the logics held 

about gender and work, but both display signs of a male breadwinner tradition (Fagan, O’Reilly, & 

Rubery, 2020). According to Walby (2020), the UK has, since the 2008 financial crisis, developed 

into a neoliberal gender regime with successively increasing levels of inequality. Germany is 

classified as a traditional conservative gender regime, which reinforces a gendered division of 

labour (Shire & Nemoto, 2020). Germany furthermore shows a persistently high gender pay gap, 

which is rooted in “welfare policy that shapes gender-related norms…that are virulent for job 

valuation” (Bergmann, Scheele, & Sorger, 2019: 668). 

To be able to deal with the multiple sources of information from the various predetermined sub-

categories of staff (those being line manager, HR staff member, staff representative, and female 

worker) across both areas of the UK and Germany, a multiple case study approach will be 

implemented. The case study design anticipates a multiple case study that relates and differentiates 

between two distinct national contexts, which comprise of two and three public sector case 
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organisations, respectively. In total five organisations will provide data for examination. Each of the 

five individual cohorts of workers will be considered separately at first, and then as a collective 

within their distinct organisation so as to provide a general consensus about the organisational 

cultural context that permeates their organisation (Stewart, 2012; Stake, 2013; Urbinati et al., 

2019).  

The reliability and validity of the project rely on the information collected being able to answer the 

questions posed by the research. The interviews themselves are to be conducted in a semi-

structured format. This allows for the interview to maintain a line of questioning which is relevant 

to the research topic but also provides the interviewee with the allowance by which they can add 

information that may not initially seem appropriate to the researcher. By creating the atmosphere 

by which the research participants have some freedom to speak their minds will firstly allow for 

new lines of enquiry to be made apparent to the researcher during the reflexive process and will 

reduce the level of potential bias which will be generated by the interviewer through their list of 

premeditated questions. To not allow the interviewee the capacity to speak their mind during the 

dialogue would mean that the information collected could potentially overlook areas of relevance 

to the researcher, and thus again call into question the validity of the entire academic venture.   

3.2.4. Reasoning for selection of Public Sector Organisations 

Both the UK and Germany have established and well-funded public sectors. Within both regional 

provinces involved with this study (those being a devolved nation within the UK (DBN) and a 

German federal state (GFS)), the public sector is considered to be a sizeable employer. As already 

stated in chapter 2 section 2.4, both the UK and Germany have long-established and well-funded 

public sectors. 5.44 million people (16.5% of paid workers in the UK) are employed in the UK public 

sector (ONS, 2020), while the German public sector has 4.48 million workers (10.7% of paid workers 

in Germany) (OECD, 2019). Equally, both are widely considered by the wider populations of said 

nations to be a source of stable employment with secure payment and pension prospects (Curry et 

al., 2015; Deloitte, 2021a). Due to the close linkages between the public sector and government, it 

is expected by the public that laws and policies promoting equality in treatment regarding gender, 

promotion, and remuneration would be adhered to and enforced rigorously (Deloitte, 2021b). In 

comparison, the private sector although answerable to the same laws is thought by many to be less 

bureaucratic (Malhotra, 2019). There is an established expectation upon the public sector to act in 

accordance with all legal requirements whilst also promoting the social values of the nation 

regarding employee diversity and admission practices (Almqvist et al., 2013). For this reason, this 

study examines public sector environments as logics already exist that portray public sector 

employment as being more equitable and impartial than their private sector counterparts. As this 

study examines perceptions and processes related to gender policy creation it is thought best to 
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examine organisations thought to be most advanced in the promotion of such functions, where 

data-rich environments already exist. Also, as this study concerns itself with better understanding 

the career promotion realities of women, the public sector (which is a major employer of 

professional women in the UK and Germany (OECD, 201; ONS, 2020)) seems appropriate for this 

purpose. 

3.2.5. Limitations of the research strategy and research design  

As with any research venture there are associated limitations. The key constraint of the research 

method chosen is related to the degree of information, both in terms of depth and breadth, that is 

required to fully understand an individual’s thought processes. To fully appreciate how a person 

sees the meaning in their lives at a given point in time requires you to form a broad understanding 

of the party's contemporary views of themselves in multiple contexts, currently and also historically 

(Belli et al, 2009). Based on this proposal, it is therefore suggested that either participants complete 

a personal diary of events that correlates closely to the actions and thought processes they 

experienced, or alternatively for the participants to take part in a longitudinal study that takes the 

form of multiple individual semi-structured interviews. Both of these procedures are both time and 

resource-intensive, and thus are not potential candidates for data collection within the confines of 

a PhD study. 

Due to the nature of qualitative research projects gathering information that is personal and 

therefore unique in appearance, it is difficult to state that any number of personal interviews will 

be able to justifiably state that they represent the current attitudes of the larger population. 

However, this is a generally accepted limitation of all forms of research, where the studied sample 

is never going to give a completely accurate representation of the whole populace. Also, the nature 

of interviewing being a one-off occurrence will leave room for responses potentially becoming 

outdated and not reflective of the present attitudes and opinions of the participant. This could 

potentially be remedied by the aforementioned inclusion of a longitudinal aspect to the interview 

process, where the same participants will be questioned over a selected period of time. However, 

due to the time allocation for this project, it is deemed impossible to do so, as completion to a high 

academic standard within the set timeframe would be unachievable. Also, due to this study having 

an interest in ideas and attitudes towards cultural and personal belief-based topics, which are 

generally slow to change by their very nature, for a longitudinal interview schedule to be considered 

effective and reasonable would require a period of many years for data collection. 

As the interview schedules chosen for each individual were based primarily on information 

provided by the participating organisations and was solely focused on job title and position, it is 

entirely possible that the questions asked to an individual may not have encompassed the entirety 

of what they may have been able to provide to the data collection procedure. In short, due to the 



 

55 
 

fact that questions were allocated based on role and level within an organisation, it is impossible 

to know if valuable insights that would have better informed this thesis were omitted purely by not 

asking the correct questions. However, a case study approach to interviewing across multiple 

locations requires a system of participant separation along with predetermined criteria that make 

the acquiring of data efficient for the participant organisations and individuals alike, as due to 

participant involvement being entirely voluntary it would be impractical for either the organisation 

or the worker to give up enough time for the research to ask every single possible question that 

seems pertinent to the research questions at hand. It would in essence exhaust the participant, 

thus affecting the quality of answers given. To combat this, a focused set of questions that were 

pre-concocted to best extract key information from specific categories of contributors, both obtain 

the needed information for completion of this endeavour, but also does not abuse the goodwill and 

time of the interviewees, or indeed the organisations they represent. It is always worth 

remembering that as a researcher, how you conduct yourself and interact with the people that are 

involved with your work, will have an effect on how willing they are to participate in future research, 

and thus any contribution from the public (voluntary or paid) should be treated with respect and 

due care.  

Other matters that are unavoidable due to the fact that the data collection process included two 

languages, such as misunderstanding of questions, misinterpretation of answers, or incorrect 

explanation of colloquialisms, have been acknowledged and limited to an appropriate degree. It 

would be naive to assume that no inaccuracies would exist within the data amassed, but 

considerable effort has been made, with the adoption of risk-reducing processes, to negate the 

potential issues arising from these matters. This inconvenience is apparent in all forms of data 

collection, where errors either human or mechanical can give false versions of events that have 

transpired. This thesis however has a sufficiently varied and plentiful resource of first-person data 

to rely upon, and thus minor errors will have a trivial bearing on overall findings.  

In regard to the number of interviews obtained, obviously the greater the breadth and depth of 

information from which a researcher is working only serve to provide improved validity and 

reliability to their work. For this thesis however, a point of theoretical saturation was observed 

(Mason, 2010; Marshall et al, 2013), meaning that a range of themes have been identified and 

further new data only served to support these already established pillars by providing similar 

evidence for their existence. That is not to say that in another circumstance that new insights could 

not be obtained, but that within the two contexts of the devolved British nation and the German 

federal state, that a high level of similarity in responses was witnessed across many factors within 

each site under observation.  
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3.3. Sampling, Recruitment and Selection of Case study Participants 

As has already been stated, the data was collected in two specific geographical regions. The first 

being from a capital city within a German federal state, and the second being within the eastern 

region of a devolved British nation. Both data sets were established for the purposes of this study 

and consist of biographical interviews with participants that at the time of executing this research 

were all employees within five public organisations that have direct links to local governance and 

political oversight for their respective areas. 

In regard to the selection of participants, there is one major stipulation. It is intended that the 

interview sample will include workers across a range of career stages so as to gauge the attitudes 

and assumptions of a diverse range of working women, as to just select one group may give a false 

interpretation of the situation. It should be remembered that this project is about understanding 

how individual workers understand and navigate institutional logics, and therefore is not something 

that should necessarily be linked with only one age group. It would be responsible to clarify at this 

point that all workers of every background are able to take part in research proceedings and that 

even though the researcher is interested in the impact that dominant logics have on female 

workers, they are still aware that non-female points of view are still valid and valuable to the 

research. However, it was foreseen that as participants volunteer to participate, and are not forced 

to partake, and due to the nature of the research questions, females provided the overwhelming 

majority of collected data as men may not have seen this research as pertinent to their working 

lives, and thus not requiring of their involvement. This matter will be discussed later within this 

thesis. 

Access to interview partners was sought from January 2019 to March 2020. Interviews were 

conducted from May 2019 until October 2020. In total 24 interviews were completed across two 

German organisations, while a total of 17 were carried out across three DBN organisations; thus, 

resulting in a total of 41 interviews considered for analysis in this study. During the data collection 

phase, the onset of Covid-19 which resulted in the protracted enactment of social distancing within 

both nations of interest led to the unfortunate circumstance in which further organised interviews 

could no longer take place within a timeframe suitable for the completion of this thesis. Contact 

was maintained with persons who showed interest in the research topic and agreed to be involved 

at a later date. Their involvement however will not be included as data within this project.  

3.3.1. German Federal State (GFS) Interview Data  

Due to the nature and unpredictability of data collection, data had already been accumulated from 

two DBN based organisations before admission to any German organisation was granted, as a 

means to make any needed adjustments to the interview process before the more resource-
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intensive phase commenced. Being that my personal understanding of the German language is 

rudimentary at best, initial correspondence with potential interview providers took longer than 

initially thought. Fortunately, my primary supervisor (Dr Heike Schrӧder) was able to assist with this 

matter, being that she is a native German speaker. By utilising her list of German contacts collected 

throughout her prior working life, suitable candidates were identified and contacted. Similarly, to 

the British organisational context, introductory emails (translated into German) were sent, and a 

positive response was received. Due to the geographical challenges of distance and limited 

resources, meeting in person to discuss collaboration was unrealistic. Instead, correspondence was 

conducted primarily over email and phone, again facilitated by Dr Schrӧder. As Dr Schrӧder is a 

German national and has a deeper understanding of the internal processes of German 

administration and bureaucracy, she was able to establish contact with a number of gatekeepers 

to German-based public organisations. Through a lengthy period of communication, interviews 

were scheduled to be conducted within the capital city of the GFS over the course of two weeks at 

the end of November and the start of December 2019. A total of 24 interviews took place within 

the German context, and as a collective provides a substantial wellspring of insights that benefit 

the answering of the questions posed by this research task. 

Each week effectively focused on a separate organisation, thus allowing for easier administration 

of data from a case study perspective. As already mentioned, interviews conducted in Germany 

were to be supplemented by an interpreter with the intention to better allow participants to 

express their true feelings and personal experiences in a level of detail that could only be 

guaranteed if conducted in their native language. That being said, however, if the participant 

thought it fit, or indeed desired, to conduct the interview primarily in English, with the interpreter 

providing a more ‘supportive’ role to the process when required of them, the interview questions 

were asked in English for the entire duration of the discussion. For the sake of clarity, a total of 

eight interviews in German organisations were conducted primarily in English. Four of which were 

conducted at ‘German Site A’, with the remaining four taking place at ‘German Site B’. It should be 

noted that the option for questions to be immediately clarified in German was offered on any 

occasion where hesitance on the interviewee’s part was observed or indeed asked for by the 

participant.  

At each site within Germany, a range of participants were interviewed in accordance with the 

preordained subcategories of the worker. The spectrum of interviews reflected a good sample of 

the differing levels of hierarchy within the organisations. An overview of the number and type of 

interviews conducted in German public organisations is provided in Figure 3.1. below. I personally 

attended each interview and was able to have proper oversight and direct the interview as per the 

remit of the research task at hand. 
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Figure 3.1.: Summary of German Interviews 
Source: Own data 

Interview 

Site 

HR 

Manager 

Line 

Manager 

General 

Employee 

Employee 

Representative 

Total 

GFS Site A 2 2 5 1 10 

GFS Site B 1 4 6 3 14 

Total 3 6 10 4 24 

 

Before the commencement of interviews at each site within Germany, both the PhD researcher 

(who oversaw each interview conducted for the consideration of this thesis) and the two 

interpreters made verbal contact over Skype, thanks to the facilitation of Dr Schröder. At a later 

date, both parties met in person on the first morning of each set of interviews, to discuss 

procedures both ethical and practical. Any and all queries or concerns were addressed, with the 

agreement that adaptations to the interviewing style and technique may change throughout the 

process depending on how the initial interviews progressed.  

3.3.2. Devolved British Nation (DBN) Interview Data 

As a native English speaker, making the first contact with public organisations that provide relevant 

data for this project within the UK was fairly straightforward. The organisations and individuals that 

have helped in providing access to interviewees and also the collection of data is as follows. In the 

DBN context, the charity ‘Business in the Community’ (BITC) has generously facilitated 

communication between the researcher and potential participating organisations. In the end, they 

were the catalyst that allowed data collection to begin within the DBN. Institutional involvement 

and the individual contribution of the interviewees with this project is and always has been 

completely voluntary.  

This resulted in a number of public organisations being contacted to gauge their interest in this 

project, and some of them either declining or not acknowledging receipt of the introductory 

communication. However, conversely, a number of organisations expressed great interest in taking 

part. In the end, interviews were conducted between May and October 2019 at two DBN interview 

sites. Interviews at the third site in the DBN were sought, due to a desire to balance the total 

number of interviews conducted in each geographical region. This aspiration to create some form 

of close equilibrium between the two national datasets only became apparent after the data 

collection procedure was concluded in Germany and it was noted that the total number of DBN 

based interviews was comparatively lacking in amount. However, due to Covid-19 in-person 

interviews were not achievable given the research timeframe, and only a limited number of 

participants were interviewed using online video solutions.  
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The matter of an academically suitable number of interviews has been a matter of debate within 

the realm of social sciences, as there does not seem to be an ideal benchmark to be used for 

qualitative research involved in the examination of organisation and workplace studies (Saunders 

and Townsend, 2016). It is thought admissible for there to be a disparity in the number of sites (2 

German, 3 Devolved British Nation) for the purposes of reaching an effective balance in collected 

data from each national context (Rowlands et al, 2016). Although there are more organisations 

represented within the DBN sample, the numbers of interviews per country are highly similar and 

seeing as all five organisations are involved with comparable public functions, the matter of an 

imbalance in organisational representation is not one that should impact the findings in a negative 

manner. It should also be mentioned again that interviews were entirely voluntary, and the 

researcher had no control over the number of participants that were involved. Possible reasons for 

imbalances between interview numbers, both geographically and based on gender, will be 

discussed in chapter 7.   

Figure 3.2.: Summary of UK Interviews 
Source: Own data 

Interview 

Site 

HR 

Manager 

Line 

Manager 

General 

Employee 

Employee 

Representative 

Total 

DBN Site A 2 1 2 1 6 

DBN Site B 2 1 3 1 7 

DBN Site C 2 1 0 1 4 

Total 6 3 5 3 17 

 

Figure 3.3.: Summary of Total Interviews 
Source: Own data 

Region HR 

Manager 

Line 

Manager 

General 

Employee 

Employee 

Representative 

Total 

GFS 3 6 11 4 24 

DBN 6 3 5 3 17 

Total 9 9 15 7 41 

 

The selection of interview sites within the DBN was based upon the desire to find participants that 

were best suited to provide detailed and suitable information within a public organisational setting. 

By this, it is meant that a key informant sampling approach was adopted (Marshall, 1996), using an 

introductory email that was sent to a number of public bodies concerned with governance within 

the DBN. Based on responses, appropriate contact was then made, and discussions were had about 
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potential cooperation. In essence, this approach was coupled with a first come first served basis 

initially. Though this was later tempered with a desire to gain entry to organisations that best 

mirrored the public authority functions of data collection sites within Germany, where interviewing 

access had already been granted.  Figure 3.2. provides a complete breakdown of all interviews 

conducted at sites situated within the UK. Whilst Figure 3.3. provides a summary of all interviews 

conducted within Germany and the UK. All interviews were facilitated through a ‘gatekeeper’ 

contact at each site. Participation was voluntary across each site, with organisational encompassing 

calls for a contribution made open to all members of staff.  

3.4. Introduction of Case Study Organisations 

For the purpose of providing perspective, this section will introduce the case study organisations 

both in the German federal state and the devolved British nation. Moreover, this segment will offer 

some insight as to the people being interviewed in each organisation. To properly portray each 

organisation in a non-bias manner I will include secondary data that were relevant. At all times 

interview partners were afforded anonymity and their corresponding organisations were given 

homogenised identifiers.  

3.4.1. German Federal State (GFS) 

Within Germany, there were two sites of examination, GFS Site A and GFS Site B. Both of these 

organisations resided within the same state authority and furthermore had their head offices 

located within the same city. Germany as a whole has a total of 16 state parliaments, which are 

made up of directly elected representatives. At the time of examination, the state parliament, of 

which the two state-level organisations at which interviews were conducted are a part, had a 

coalition majority after the election held in 2016. The coalition is made up of representatives of the 

SPD (Social Democratic Party), GRÜNE (Alliance 90/The Greens), and the FDP (Free Democratic 

Party). It is assumed that the political ideologies of these parties will have an impact on the working 

atmosphere of the ministries that they are now in control of. Leadership positions will have been 

allocated to new people based on party allegiances, bringing with them new personality types and 

differences in how the workplace should function. It is worth mentioning that the legislative term 

of each elected government within this state parliament is five years, and the next election is due 

to take place in 2021.  

Each of the two ministries examined was responsible for a specific set of public administration 

criteria, and also were involved with the formation and dissemination of current and new provincial 

regulations. As can be seen from the figure below (Figure. 3.4.), the organisations within the 

German context presided over a province of over four million people and covered a geographical 

area of nearly 20,000 km2.  
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Figure 3.4.: Case Study Organisation National Background and Interview Count 
Source: Organisational Information 

GFS Site A is a state ministry that specialises in the implementation and governance of a given 

legislative area within the administrational region in which it is set. At with all German states, the 

ministry is one of many that makes up the governance system within the provincial region. In regard 

to employee hierarchy as of November 2019, the current head of the ministry is female and has 

been in their post for the last four years. Below them is a state secretary, followed by the heads of 

each of the ministerial departments. The ministry is sub-divided into five departments relating to 

the five areas of focus mentioned above, with three of these having female head managers, and 

the other two having male head managers. As seems standard in the German context, many of the 

officials working within this organisation have had experience in actively being a part of a German 

political party. It is worth noting that this ministry has undergone substantial restructuring to its 

hierarchy in recent years to cope with the administrational and processing issues resulting from the 

influx of migrants and asylum seekers that Germany experienced during the 2015 Migration Crisis. 

This has resulted in certain departments within the ministry expanding to meet workload demand. 

Traditionally speaking this ministry considers itself to attract predominately female job seekers. The 

suspected reasons behind this were a matter of discussion during interviews.   

GFS Site B is an organisation that operates under the authority of the same state parliament as that 

of GFS Site A. This organisation is however designated as the administration centre for the state 

parliament and therefore focuses on supporting the executive members in carrying out the 

administrative tasks and preparing the meetings of the state parliament and its committees. In 

essence, the state administration is subordinate to the state president and is led by the director of 

the state parliament. The director is a permanent representative of the President in administration 

and has been in post since 2012. Similar to the head of GFS Site A, the head position is currently 

held by a woman. She is responsible for a total of three departments within the state 

administration: all of which are led by male head managers. Each of the three departments is of 

similar size and no single department is therefore making up the majority of the workforce within 

Devolved British Nation   
Province Population  –   1.88 million (2018)   
Capital Population  –   342,000 (2018)   
Area  -   14,130 km²   

German Federal State   
State Population  –   4.07 million (2018)   
Capital Population  –   21 7 ,000 (201 8 )   
Area  -   19,847 km²   

Site A1   –   Provincial  Governmental Authority   
Number of Interviews  -   6   

Site B1   –   State Ministry   
Number of Interviews  -   10  

Site A2   –   Local Governmental Authority    
Number of Interviews  -   7   

Site B2   –   State Ministry    
Number of Interviews  -   14   

Site A3   –   Regional  Ministerial        Authority   
Number of Interviews - 4   

  

Total Number of Interviews = 17   Total Number of Interviews = 24 
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the organisation. It should be stated that there is a ‘Wissenschaftlicher Dienst’ (scientific service) 

which is utilised by two of the three departments within the state administration. From obtainable 

information, the breakdown of gender as a matter of employment makeup appears to be more 

consistent with what would be expected of an organisation specialising in governance. That being 

a more equal representation of genders at the lower levels of employment, with more men 

occupying the upper echelons.  

Interviews were carried out with a total of 24 employees from the sites in Germany. Ten of which 

were carried out at GFS Site A, and the remaining 14 were conducted at GFS Site B. Of the ten that 

were held at Site A, two were held with department head managers (both female), three with 

lower-level line managers (including HR managers) (2 female, 1 male), three female members of 

administration staff, and one male member of HR administration staff. The ten interviews that took 

place with managerial representatives from three out of the five departments within the ministry 

at Site A.  This included two department head managers. During the time at GFS Site A the 

opportunity to interview the ‘Minister-President’ of the entire state parliament arose, and thus the 

interview conducted with them (a female) is considered as part of the interviews collected at GFS 

Site A, although it is noted that her views on matters were not solely attached to that of the Site A 

but were more of the entire state parliament. At GFS Site B the 14 interviews are broken down as 

follows: one with the Administration Director (female), one with Head Office Administrator 

(female), all of the three Department Heads (all male), six with lower-level department managers 

(all female), and three with employee representatives that are either heavily involved with the 

organisations works council or advocates for equal opportunities on behalf of organisational 

employees (2 female, 1 male). Out of the three departments present within the State 

Administration offices, interviews were held with members of all three departments, with all three 

departments head managers being interviewed (see Appendix A).  

3.4.2. Devolved British Nation (DBN) 

Similar to the German context, all three of the organisations that were utilized as sites for interview 

data collection operated within the area of public governance. These organisations had their head 

offices within the eastern area of the DBN and were all within or in relatively close proximity to the 

capital city, Belfast. It should be noted that these three organisations were operating at different 

levels of scope within the same hierarchy of governance, and therefore could be assumed to 

communicate with each other in a vertical chain of communication to some degree. Due to the 

need for research participation anonymity, this was not verbally confirmed but can be assumed due 

to the nature of the relatively consolidated public sector within the DBN. For comparative sake, it 

can be seen from Figure 3.4. that the DBN being discussed has a comparatively similar geographical 

situation to the German federal state in question, in both population and sphere of influence. 
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Something worthy of note is that in the DBN context politics is, to the best of capability, kept out 

of public sector working environments. This includes those involved in the administration side of 

governance, as it is seen from a cultural viewpoint to inhibit team working if made public 

knowledge. To abide by this idea, all employees within public organisations are not allowed to 

openly express a preference for a political party, as this could call into question the quality of work 

they produce for members of other political parties. However, similar to Germany, ministry leaders 

change depending on elections which take place every five years. Any public declaration of 

preference for a certain political ideology by someone working within a public body who is not a 

politician can result in immediate termination of employment. Similar to the German context is it 

also worth mentioning the current dominant political presence guiding the organisations that are 

part of this research. At all DBN sites, the same political party have a majority.  

Devolved British Nation (DBN) Site A is further up the hierarchy of governance in the DBN compared 

to both DBN Site B and DBN Site C. Site A is concerned with the facilitation of the DBN devolved 

government, and is in a lot of ways occupied with the same concerns as that of GFS Site B. This 

organisation is responsible for assisting members of local parliament with informing, planning, and 

implementing local government legislation. This organisation has been performing its function for 

the past 22 years, having evolved from a prior organisation with the same purpose of government 

facilitation. At the time of interviewing this organisation had a female chief executive who had been 

in post since 2016. DBN Site A has the same style of hierarchical structure as that of the GFS sites, 

with a vertical departmental design. In this case, DBN Site A has three main departments under the 

supervision of the Chief Executive, with a fourth minor corporate support unit set. Of the three 

main departments, two have male head managers, while one has a female head manager. Each of 

these three departments is given the same status within the hierarchy. The organisation states in 

their most recent self-published ‘Gender Action Plan’ that as of April 2014, the majority of staff 

working in the organisation at grades 1-3 were male (80.0%) whilst a minority (20.0%) were female. 

There was also a higher proportion of males than females at grades 7 (56.4% compared to 43.6%) 

and 8 (69.3% compared to 30.7%). There was a higher proportion of females than males at grades 

4 (52.8% compared to 47.2%), 5 (52.8% compared to 47.2%) and 6 (54.1% compared to 45.9%), 

although these gender differences are less marked. This shows that men are making up the majority 

of employees at both the top and bottom of the organisational hierarchy. Potential reasons for this 

occurrence will be discussed in a later chapter.  

DBN Site B is closer to the bottom of the governance structure within the devolved British nation 

related to this study. Site B is one of eleven local council authorities in the province, and similar to 

Site A is located relatively close to the capital, Belfast.  Due to an action that took place in April 2015 

that saw 26 councils within the DBN merge into 11 of what is termed ‘super councils’, Site B is a 
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relatively new organisation that is comprised of two legacy council organisations. As a consequence 

of this merger, the location of offices was moved to a more central location and staff numbers were 

streamlined, with redundancies providing some senior employees with an exit strategy. Working 

culture clashes between the two cohorts of employees are said to have initially created problems 

but are stated to have since been resolved. The sitting Chief Executive at the time of interviewing 

was male and had been in office since the merger. Under the Chief Executive, there are five 

departments, which themselves are subdivided further into either two or three sub-departments. 

Through the information given during the course of interviews, it was stated that the gender 

makeup of departments varied according to speciality. In the case of HR, only one male was 

employed at present out of a workforce of around ten. This was acknowledged to be the reverse 

for other departments.  Data as to the percentage makeup and position of genders within the 

organisation was not made available but is assumed from observation to have a fairly equal gender 

balance overall, with notably more male employees in leadership capacities than women.  

DBN Site C defined itself as a ministerial unit for the entirety of the DBN and this facilitates the 

policy creation, adoption, and review of a particular area with regards to DBN governance.  This 

third site should be considered situated between DBN Site A and DBN Site B with regards to the 

entire DBN public sector hierarchy. Having a formalised structure within the DBN’s civil service 

structure, Site C follows the workplace policy guidelines and legal requirements of all of the DBN’s 

government departments. This includes all employee acquisition, training, and internal promotion 

policies, and thus is assumed to provide DBN Site C with a dependable system for protecting 

employee equality. Information gathered from the data collection process suggests that DBN Site 

C is considered by employees to be a place of best practice when it comes to equality policy, and 

this is said to be reflected in how little gender is considered within the workplace. Similar to DBN 

Site B, the gender breakdown of DBN Site C depends heavily on job speciality, however, gender 

balance across the department as a whole is thought to be fairly equal, with women occupying the 

majority of part-time roles.  

The total number of interviews carried out within the two DBN sites came to 17, with 6 taking place 

at Site A, 7 at Site B, and 4 at Site C. It should be stated that interviews at Site C took place during 

October 2020, which was a year after interviews ended at both Site A and Site B. Of the six which 

took place at Site A, one was with the Chief Executive (female), two with females in managerial 

positions, and the remaining three with females in lower positions within the organisation. This 

group of interviewees came from across the full range of departments present within Site A, and 

all (except the CEO) had been working within the organisation for between 18 and 20 years in some 

capacity. Within DBN Site B the seven interviews were primarily conducted with members of a 

single department, as they were the people who made themselves available for interview. 
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Interviews were carried out by the head of that department, along with two lower-level managers, 

and four low-level employees. All of which were female. Worker experience ranged from two years 

to thirty years. Site C only totalled 4 interviews with senior members of staff (3 female, 1 male). 

Three of which had some form of managerial responsibility. Unfortunately, Covid-19 and the 

ensuing lockdown is believed to have impacted participation within Site C as interviews had to be 

conducted off-site and via a web-based forum instead. Thus, putting an extra barrier for 

participation between the researcher and participant. Please refer to Table 1 within the appendices 

for a complete breakdown of DBN interview participants.  

3.5. Operationalisation of Data Collection 

Regarding the location and setting of each of the interviews, all were conducted on the premises of 

work of each individual, with the exception of Case Study DBN Site C due to Covi19-related social 

distancing measures. Since the interview plan was intended to include the completion of multiple 

interviews within the same organisation, it seemed logical to locate the interviews at the site of 

work for a plethora of reasons (McGrath et al, 2019; Thille et al., 2021). 

1. Firstly, for the sake of resources and not having to reimburse participants for travel 

expenses, having the interviews at their place of work will negate the need for substantial 

contributions.  

2. Secondly, from a time perspective, it seems most responsible to conduct the interviews at 

the location of the participants' work as it would be efficient for both the researcher and 

the participants.  

3. Thirdly, conducting the interviews in a location that is familiar to the interviewee is 

potentially beneficial as the participant may feel more comfortable in their surroundings 

and therefore more willing to divulge information. However, it is noted that there should 

be some concern that the individual may feel under pressure from seniority or other co-

workers if interviews were to be conducted in an area that is observable by external parties. 

To remedy this issue, the effort will be taken before interviews have taken place to secure 

premises that afford the interview reasonable privacy so as to allow the participant to speak 

their mind without fear of retribution or reprimand.  

4. Lastly, having interviews at each interview site conducted in relatively the same location 

and manner helps to create and ensure conformity in regard to the interview experience 

of each cohort of interview participants. Thus, the environments in which data collection 

takes place will be as identical as reasonably possible to provide a uniform interviewing 

atmosphere. Something which would be much harder to regulate and plan for at a 

location(s) unfamiliar to the participant organisation.  
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In cases where interviews could not be conducted in person, services such as Microsoft Teams were 

employed to facilitate distanced communication. Although this was not ideal, it was deemed 

suitable for the needs of the research, however, this may have suppressed involvement as ease of 

participation was impaired. 

On average a typical interview lasted around one hour, with interviews ranging between 45 minutes 

and 120 minutes in length. Time was made available at the end of each interview for the participant 

to add any additional comments that they perceive to be relevant or necessary. Due to the 

interviews in question being conducted in two linguistically divergent locales, certain measures 

have been taken to ensure correct ethical and academic assurances are in place for fitting and 

accurate data collection to occur. In both the UK and Germany, an auditory record of each interview 

will be obtained through the use of a ‘Blue Yeti’ Microphone for audio recording purposes, and a 

Lenovo laptop as the means of protected collective digital storage. File formats of each individual 

file will originate in that of the application software, Audacity (.aup), which will be used to record 

and playback the audio files during the transcribing process. Each file will then be copied and stored 

for the function of having a reliable second copy in the event that something was to happen to the 

original. These copies will be saved in the widely used and circulated format of MP3 (.mp3) to 

further limit the risk of both the parent version and the copied version becoming unusable through 

conventional or contemporary faults either to the files themselves, or the machine in which they 

are electronically stored.   

The use of interpretive services was acquired for the betterment and ease of the interviews 

conducted in Germany. Both interpreters signed confidentiality agreements. This was a necessary 

component of the interviews based in the capital city of the German Federal state, as a free and 

proper expression by the participants located at the organisations situated here would not be 

achievable otherwise. Interpreting services were required for both weeks, and through the use of 

social media advertising appropriate help was obtained at a rate of 20 Euro per hour of work, with 

a pre-agreed total of 740 Euro for each three-day period. This total took into consideration that 

interviews were scheduled to last from 9.30 am until 5.30 pm at the latest, and also allowing for 

one hour of paid preparation for each interview. The payment was also made at a rate of 20 Euro 

per hour in the case of the interviews process lasting longer than the originally stated time. It is 

worth stating for clarities sake that of the two interpreters employed to assist with conducting 

interviews, both were not previously known to the PhD researcher prior to the commencement of 

the data collection process. Each interpreter held a proficiency of German associated with that of 

a native speaker, and also provided sufficient evidence of German to English translation capabilities, 

with one having worked in a legal context in an American organisation for many years, and the 

other having worked for an international airline were the complex use of English was required on a 
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daily basis. To answer the question as to why two interpreters were utilised instead of only one for 

both weeks of the data collection process in Germany, it was simply a matter of scheduling. Due to 

the commitments of each interpreter neither could commit to both weeks, so a mixture of the two 

was adopted to address the needs of the project. It is acknowledged that not having been able to 

use the same interpreter for the entire duration in which German interviews took place has meant 

that not all German participants experienced the same interviewing environment. However, due to 

the fact that both interpreters conducted themselves in a professional manner associated with their 

long-term professions, and also that the questions being asked were identical, there is no significant 

reason to assume that data collection was affected to a perceptible degree.   

Seeing that all the sites that took part in the process were based in a DBN (a constituent region of 

the UK), meeting personally to discuss potential cooperation was readily obtainable after an initial 

introductory email was provided that introduced both the project and also the format in which 

organisational participation would take. Conversations were also conducted via phone call to best 

facilitate the organisation of interview scheduling. 

As this project is focused on extracting and dissecting information particulars that originate from 

the unique and personal experiences of a range of individuals, participants must be able to use their 

full lexicon and expressive capability. Otherwise, the crucial depth of an individual’s response to 

certain questions could be unknowingly omitted and not considered in the project’s findings. 

Information on how interpretive services were sourced and implemented can be found in detail 

further into this chapter under the heading of ‘Third Party Participation’.  

3.6. Data Analysis 

Once each case site has been considered independently, cases within the same geographical region 

will be collectively examined for distinctive elements that are either complementary or antagonistic 

to one another. This is done to gain a better sense of the macro cultural aspects shaping the issues 

focused upon in this research. Finally, both national contexts will be contrasted for the purpose of 

discovering similarities that can be shown to be metaphysical in nature.    

3.6.1. Transcription of Interviews 

All interviews were audio-recorded and later transcribed for use in detailed analysis. Those 

interviews conducted in Germany, where the languages of German and English were both spoken, 

were transcribed with the aid of help from the two native German interpreters present during the 

interviews They were supplied with identical transcription instructions, and for the sake of clarity 

were permitted to rephrase words or sayings that had no direct translation from German into 

English. In a situation where more resources and time were to be made available, then alternative 

approaches to the transcription of German interviews may have been sought. However, due to 
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monetary constraints, this method was judged the most suitable for achieving project completion.  

It is worth noting that both individuals offered to assist with the transcription of interviews and 

showed interest in the completion of this thesis, as each had formed an interest in the topics of 

focus for this research. 

All interviews conducted in English were transcribed by myself, with the aid of transcription 

software. Any and all transcripts were checked against the original audio recordings for accuracy, 

and thus all English interviews were transcribed to the same standard. The style and format of 

transcription adopted were that of clean-verbatim transcription, were stutters, filler speech such 

as um and uh, repetition of words (unless useful for emphasis, speaker idiosyncrasies, interjections 

on the part of the interviewer, most non-speech sounds including coughing and throat clearing 

(laughter will have been left if for the sake of context), redirects or false starts, or run-on sentences, 

were all removed. While this may at first seem to alter the transcript significantly, it is worth noting 

that clean-verbatim transcripts are still considered to be a true reflection of the interview (Loubere, 

2017), absent of only distracting features.  Furthermore, it is worth mentioning that sentence 

structure is not editing in any way, or are important words removed or added. In the vast majority 

of cases, grammar will be left as dictated.    

By transcribing all interviews into English, and then inputting them into a database within the 

software Nvivo, a process of coding was implemented. Within each ‘Site’ interviews were labelled 

with a letter corresponding to their parent ‘Site’ group, and then a number ascending from 1. This 

would have been visually presented as ‘Interview A1’, ‘Interview A2’, and so on. All names of 

individuals and their places of work were omitted from file names for the principle of anonymity 

and confidentiality in relation to the terms agreed to by the participants prior to the 

commencement of their involvement, in the form of the ‘Participant Consent Form’. A copy of this 

form is present in the appendices (Appendix C).  

The key reasons for constructing a system by which information can be broken into categories of 

data surrounding a similar topic are twofold. Firstly, the act of data classification allows for easier 

manipulation and retrieval of crucial material, as all data is organised using a uniform process. It 

provides a means by which phrases and sections of interviews can be grouped together along lines 

which enable the study to better address the research questions at hand. Without an adopted 

system of categorisation, all data would be singular in existence and void of a grouped collective 

significance. This leads to the second major reason why data should be segmented into meaningful 

groups. For academic consideration, data is meaningless without purpose and context. In this case, 

the interview data is given both scholarly purpose and context by the fact it is ordered in such a 

way as to best address a stated research endeavour. Without themes and subthemes, data derived 

from discourse, or any other noteworthy semiotic event would continue to exist as only data. Only 
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when properly presented does data become information, and only once information is scrutinized 

thoroughly using academic and scientific principles does it become knowledge (Baskarada and 

Koronios, 2013). 

3.6.2. Thematic Analysis Justification 

Thematic analysis is an approach that is used when you are trying to explore people’s opinions, 

views, experiences, knowledge, or values from a collection of qualitative data (Braun and Clarke, 

2006). Therefore, the use of this approach as a means for data analysis seems appropriate when 

you consider the style of information sought and also the means by which it is collected. 

The implementation of thematic analysis is best suited for when you are investigating how 

participants perceive certain issues, how they understand how phenomena have been constructed 

within their shared environment, or how their historical experiences have impacted future 

decisions (Maguire and Delahunt, 2017). Thematic analysis provides you with a lot of mobility in 

deciphering data and enables you to allocate broad themes by which data can be sorted (Clarke et 

al., 2015). Therefore, making a substantial data set, which is diverse in content (in this case 

interview transcripts), much more manageable.  

There are risks however associated with the usage of thematic analysis. Concerns over the level of 

subjective and bias imposed by the researcher when formulating themes are always present, as 

well as some possibility that nuances within the data are overlooked, or indeed added when they 

should not be (Vaismoradi et al., 2013). It is required that the researcher be diligent in making sure 

that they make justified decisions when deciding upon themes, and also that they continuously 

reflect on their interpretations and choices. This harks back to the need for reflexivity in qualitative 

research (Fook, 2016). 

In the context of this thesis, a choice was made to use a deductive approach to thematic analysis. 

A deductive approach requires coming to the data with some preconceived themes you expect to 

find inherently exhibited, based on pre-established theory or already existing information 

(Castleberry and Nolen, 2018). In regard to the themes chosen for this work, the academic works 

included in the literature review were utilised to help in their development. Furthermore, due to it 

being assumed that the average person is unaware of their part in formulating and endorsing 

institutional logics, and indeed the impact they may have on their wider lives (Reay and Jones, 

2016), a latent approach to understanding data will be adopted. This is fitting as it means examining 

the subtext and assumptions underlying the data, which itself can express adherence to 

institutional dominant logics.  
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For the benefit of the researcher, a series of phases to best conduct thematic analysis has been 

followed for this study. These phases are better known as Braun and Clarke’s Six Phases of Thematic 

Analysis (2006), and a table laying out these phases can be found below (Figure 3.5).  

A complete list of developed themes and subthemes formulated through the analysis of all forty-

one interviews (Table 2) displays the structure by which data analysis took place. These themes 

went on to inform discussion and research findings.  

Figure 3.5.: Braun and Clarke’s Six Phases of Thematic Analysis 
Phase Process Result 

Phase 1 Become familiar with the data by reading 
and re-reading the content, paying attention 
to patterns that occur. 

Preliminary ‘start’ codes with 
detailed notes. 

Phase 2 Create initial codes by documenting how and 
where patterns occur within the data. 

Comprehensive codes of how 
data answers research questions. 

Phase 3 Combine codes into overarching themes. 
Place definitions with each code. 

List of generated themes for 
further analysis. 

Phase 4 Look at how the themes support the data 
and the overarching theoretical perspective. 
Review themes for omissions. 

Coherent recognition of how the 
themes come together to tell an 
accurate story behind the data. 

Phase 5 Define themes by what aspects of the data 
they represent and what is interesting about 
them. 

A detailed analysis of how the 
themes contribute to 
understanding the data. 

Phase 6 Define which themes make a meaningful 
contribution to understanding what is going 
on within the data. 

A thick description of the results. 

Source: Braun and Clarke’s Six Phases of Thematic Analysis  

Figure 3.6.: Interview Themes and Subthemes 
 

 

 

 

 

 

 

Source: 

Own 

illustration 

Themes Subthemes 

Gender Role Expectation Gender Identity 

Gender Roles 

Role Models 

Job Obligations and Requirements  Trait Requirements 

Career Limiters 

Employee Training and Mentoring  

Work Life Balance 

Workplace Dynamic  

  

Organisational Composition 

Organisational Culture 

Organisational Discordance  

Organisational Policy 
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3.6.3. Integrity of Data and Subsequent Findings 

The generalisability, validity, and reliability of data is an area of much contemplation for all 

researchers. In relation to qualitative data, this has been a topic of concern considering the 

ontological and epistemological assumptions on which the majority of qualitative research is 

founded. Given the plethora of forms in which qualitative research can be formulated, there is no 

consensus for evaluating qualitative research work (Popay et al, 1998; Barbour, 2001; Leung, 2015). 

In literature, there are two leading schools of thought: those being that of Lincoln et al (2011), 

which stresses the thoroughness of explanation of outcomes, and that of the school of Dixon-

Woods et al (2004), which holds methodology most important.  By keeping these two ideas apart 

from one another, as a researcher, you sacrifice the benefits that the other holds. It was Meyrick 

(2006) that stated a need for the fulfilment of both “systematicity” and “transparency” as criteria 

in robust qualitative research.  A system for assessing the overall value of qualitative research was 

proposed by Kitto et al. (2008), which sets out a list of six criteria that, if met, allow a piece of 

qualitative work to be considered ‘good’. Those criteria are 1) clarification and justification, 2) 

procedural rigour, 3) sample representativeness, 4) interpretative rigour, 5) reflexive and evaluative 

rigour and 6) transferability/generalisability. In summary, the three main pillars by which qualitative 

works can be judged worthy of recognition can be condensed down to generalisability, validity, and 

reliability. 

Generalisability is achievable in qualitative research via metanalysis of multiple studies, in the form 

of triangulation, systematic sampling, and multi-dimensional theory (Finfgeld-Connett, 2010). 

Whether that be from synthesis across projects, forming a collective narrative, or by the concept of 

a meta-ethnography (Leung, 2015). It is not the norm however for qualitative ventures on their own 

to be considered generalisable, due to the nature of such work focusing on a specific phenomenon 

or group of people. To say that a relatively minuscule portion of a larger whole is a good 

representation of the experienced reality held by the majority is flawed and leaves much room for 

scepticism. Yet there are arguments made for an approach of “analytical generalisation” 

(Brinkmann and Kvale, 2015), where the individual assesses the extent to which the findings of one 

study can be generalised to another, based on proximal similarity in the form of location, time, 

social contexts, and people.        

Validity in the context of qualitative research means the degree to which the research tools, 

processes, and data collected, answer the questions posed by the study. This can also include the 

appropriateness of the research question(s) in answering the area under scrutiny, the choice of 

methodology for answering said questions, and also if the sampling and data analysis techniques 

are in line with what would be expected with the research of its nature. Throughout this chapter 

time has been dedicated to offering evidence for the validity of the concepts chosen, both 
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ontological and epistemological, and also the choice of data sampling techniques used. Essentially, 

the choice of methodology, with allowance for cultural variables, must allow for the detection of 

phenomena or findings in the appropriate context for it to be considered valid (Palinkas et al., 

2015).  

Finally, reliability in research refers to the extent to which the processes and results of a study can 

be replicated. For qualitative studies, this definition is difficult to adhere to and is “epistemologically 

counter-intuitive” (Leung, 2015: p.326). Therefore, the crux of reliability in qualitative research lies 

with consistency (Carcary, 2009; Grossoehme, 2014). A level of variability in results is allowed for 

in qualitative studies provided the “methodology and epistemological logistics consistently yield 

data that are ontologically similar but may differ in richness and ambience within similar 

dimensions” (Leung, 2015: p.326). Patton (1999) goes further in saying that the extent of data 

included in the preparation of research findings should be as thorough and all-encompassing with 

mention of quantitative aspects if it is reasonable to do so.  As the data analysed in the study is 

considered primary, since it is to be collected directly from interview participants, I must strive to 

demonstrate accuracy within the data in terms of style and context with continual comparison 

(George and Apter, 2004).   

With all this in mind, an effort has been made to provide substantial evidence that both the data 

collected for this thesis and also the findings deduced from said data, meet the standards of care 

expected of qualitative research from the wider scientific community.   

3.7. Ethical Considerations 

Qualitative research of a social nature in all forms inherently carries concerns regarding research 

ethics and proper ethical oversight (Orb et al, 2001). A researcher therefore must endeavour to be 

aware of the ethical issues that may be arising from a specific research venture and thus have an 

onus to assure that the project as a whole, including data collection and dissemination of findings, 

all abide by a predetermined code of ethical standards. Seeing that this study was conducted as 

PhD research at Queens University Belfast, I observe the guidelines stipulated by the Queen's 

University Belfast Management School’s Ethics Committee. Moreover, as this research is primarily 

funded by the Northern Ireland and North East Doctoral Training Partnership (NINE DTP), which in 

itself is a subsidiary funding body of the ESRC, I also look to the ethic practice framework set out by 

the ESRC of the UK for guidance.    

Important considerations to be made in regard to carrying out qualitative social science research 

are: 

1. Whether the undertakings of the research may have adverse effects on participants 
examined by the study 
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2. Whether the information sought after would constitute a breach of individual privacy 

3. Whether informed consent has been obtained and information considered necessary for 
the participant to know has been clearly communicated before the commencement of the 
data collection process 

4. Whether the use of deliberate deception was involved 

It is paramount for the professionalism of this project that I the researcher have taken these points 

into consideration when formulating and conducting the data collection process, for the function 

of avoiding ethical violations as stipulated by both Queen’s University Belfast and the ESRC of the 

UK, but as a means to best protect volunteers from harm (Bryman, 2013). Owing to the type of 

questioning, being that caused the individual being interviewed to recall personal memories 

involved potentially stressful or distressing circumstances, it is conceivable that harm may have 

been caused to participants.  This is due to the topics of job satisfaction, personal career goals, 

gender expectations, gender norms, and historic and current workplace incidents relating to gender 

being explored in detail. Additionally, interviewees were encouraged to talk about their personal 

experiences towards family life and how it may or may not impact their career aspirations and 

progress. Collectively this information can be considered acutely sensitive due to the format of this 

case study design consulting a range of individuals, including colleagues, direct superiors, and also 

subordinates.  

Within the sphere of qualitative academic research, anonymisation is an established convenience 

offered to participants (Muntés-Mulero and Nin, 2009). Particularly since the enforcement of 

European Union (EU) mandated legislation on data protection and privacy in EU and the European 

Economic Area (EEA), more attention has been paid by researchers to make sure their research 

practices abide by the law (Hintze and Emam, 2018). The ostensible value in protecting oneself from 

any legal issues through the adoption of anonymisation is clear. That is why, now more than ever, 

researchers are expected to provide safeguards against the release of information that risks 

allowing participants to become identifiable. As stated, this has been a long-established norm 

within social science, but with the inescapable fact that most information is now stored on 

electronic devices, there comes an inherent risk not only from theft of said devices but also the 

theft of data through intangible means (such as hacking). For this reason, all data collected and 

stored throughout for the purpose of aiding the completion of this thesis will be anonymised 

through the use of unrelated file identifiers. All devices that hold information will also contain 

multiple layers of password protection to secure against malicious data retrieval in case of device 

theft. Although anonymisation provides protection for all those involved, it is also said to have some 

unavoidable drawbacks for the reliability of research.  
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Trust that all academics and the research they publish is complying with ethical strictures and is 

being honest about the data that is collected and used, is paramount to the reliability of the entire 

intellectual establishment. Without the ability to trust academic colleagues, to be honest, and 

transparent in their work, it calls into question associated works past, present, and future. 

Anonymisation can become an issue in this respect since it provides a curtain between the 

participant and the reviewer, meaning that there is limited ability for a reviewer to trace down a 

participant to clarify their experiences and/or position in a structure, such as an organisation in a 

case study (Rock, 2001). This is however seen within the academic community as a necessary evil, 

for without the option for anonymisation the propensity for individuals to interact with research 

would be limited at best (Lancaster, 2017). In extension, it is an accepted truth in the research world 

that if an academic is found to have invoked data from nothing, or knowingly misinterpreted their 

data for the sake of personal gain, the consequences, and penalties will be severe. For this reason, 

it is hoped that any self-respecting researcher avoids any such temptation (Wiles et al., 2008).   

As all the sites involved within this study were located within the European Union at the time of 

data collection, they all resided under the same data protection laws and therefore the same 

expectations were present. It should be stated that all sites anticipated that information allowing 

for the exposure of themselves as an organisation and as individuals would be absent from 

documents made available to the wider public. No one site that took part was given, or asked for, 

treatment above that of others, and so it can be said that all data collection was handled with the 

same due diligence for care and secrecy. Furthermore, all sites are unaware of one another’s 

involvement, unless the point of contact for one site was the same as that of another, making this 

accommodation unfeasible.  

Anonymisation is used within the project to protect the interests of participants and their working 

arrangements. It is therefore understandably vital that no identifiable information of any sort was 

shared within the boundaries of another separate interview, as this may have impacted future 

aspects of a participant’s working career within that organisation. Additionally, is it imperative that 

no individual that contributed data to this study can be identified through any output associated 

with the research. To secure this, all interviews have been assigned a natural geographical identifier 

and number for ordering purposes. Personal names or names of employment positions that would 

make an individual traceable and thus identifiable will not feature in any research output related 

to this thesis. I therefore only refer to the country and site number with which the participant is 

associated. For transparencies sake all contributors were provided with a participant information 

sheet, along with a statement of informed consent, to first inform the individual of precautions 

taken to protect their anonymity, but to also conform to mandated ethical research procedures. 

Before an interview began, each participant was asked to carefully read both documents, to ask 
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any questions that they wanted to be answered, and lastly to sign the informed consent form as 

appropriate. German and English versions were made available to suit the requirements of each 

interviewee. The English version of the Participant Information Sheet and Participant Consent Form 

can be found under Appendix B and C respectively.  
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Findings and Discussion Chapters 
 
Introduction 

As all applicable data has been collected and analysed in accordance with the processes outlined in 

the previous chapter, I am now able to discuss said data in a manner which will address the two 

research questions on which this entire research endeavour is built, and moreover, seek new 

insights that will push the limits of current academic understanding.  

To enable this task to reach completion in a thorough manner, all findings will be discussed as a 

matter of the whole, and then nuances between the national settings will be identified. Linkages to 

literature will be made to identify how accepted academic knowledge, along with already assumed 

institutional logic theory, is either being displayed, revised, or altogether rejected within the 

collected data. The reasoning for all manner of findings will be provided and centred on current 

accepted literature, with the purpose of strengthening the organisational academic field.  

It is fitting to remember the two research questions posed by the study, as it is these that I intend 

to answer and address over the rest of this thesis. The two research questions being: 

1) How do individuals conceptualise, make sense of, and navigate conflicting institutional 

logics surrounding gender and work in the two different institutional contexts of the UK 

and Germany? 

2) How do these conflicting logics shape individuals’ actions with regard to the 

implementation of gender equality HRM? 

Both questions will be addressed by considering them in light of the main themes derived from 

comprehensive data analysis.  

All interviews were transcribed and analysed using a coding technique that looked to form common 

themes through the grouping of statements made throughout the generated transcripts. Themes 

are created using an inductive approach whereby the data was first collected, then viewed as a 

whole before apparent themes were created. What has been defined in this study as ‘primary 

themes’ and ‘secondary themes’ have been used, where primary themes signify a major area of 

discussion (of which there are five) and secondary themes denote the subdivision of a major area 

of discussion into smaller areas of specific interest.  

The layout of the Findings and Discussion Chapters 

This discussion will be divided into a number of chapters designed to answer the two research 

questions posed at the start of this thesis in a manner that is in keeping with eminent themes drawn 

from the complete interview set. A list of the chapters are as follows: 



 

77 
 

Chapter 4: Formation and Application of Individual Reality with regard to the Public Sector Worker  

Chapter 5: Workplace Assumptions and Obligations of the DBN and GFS Public Sector 

Chapter 6: Public Sector Workplace Dynamic and Culture 

Each of the three main themes listed above will be partitioned into subthemes that allow for 

discussion to be hand in more specific terms about distinct observations within the collected data.   

As a collective, it is hoped that these sections will form a cohesive dialogue based predominately 

on the first-hand data collected, with the use of external data and information in the form of 

historical peer-reviewed studies. Justifiable reasonings will also be asserted to help explain 

phenomena witnessed within each of the participating organisations. As well as this, a summary of 

the findings of this study can be located at the close of this discussion section within the thesis.   
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Chapter 4: Formation and Application of Individual Reality 
with regard to the Public Sector Worker  
 
4.0 Chapter Abstract 

This chapter will present the first major theme deduced from the collected data: the process by 

which public sector employees form and apply self-defined realities to navigate societal and 

organisational logics and expected norms. Analysis and discussion of this theme will directly address 

the first research question. 

RQ 1: How do individuals conceptualise, make sense of, and navigate conflicting institutional logics 

surrounding gender and work in the two different institutional contexts of the UK and Germany? 

This chapter is divided into two sections. The first being how the general public sector worker is 

conditioned within society through education and social interactions to help their assimilation into 

wider civilisation. The second being how these assumptions of societal expectation can influence 

an individual’s choices and decision-making processes in regard to job attainment and familial 

caring responsibilities. A short summary can also be found at the conclusion of this chapter. 

4.1. Formation of Individualised Perceptions of Reality  

This subsequent section will discuss how the individual public sector worker is observed to have 

been conditioned throughout their life to function in a certain manner at the time of interview. 

Through the adoption of guiding principles, how they have been socially conditioned will impact 

how they perceive certain situations and opportunities.   

Many factors including, family upbringing, education, societal expectation, and the desire to 

conform, are all part of the apparatus that conditions the individual to assume their position in 

society through the understanding and acceptance of perceived reality. 

As this research concerns itself with how policy is formed and expressed within an organisation, it 

is vital to appreciate the individuality and diversity of the informative experiences that each worker 

will have gone through to transition into adulthood, as this multiplicity of cognition will impact how 

policy is judged (Pudhiyidath et al., 2020). Understanding the steps which took place to bring the 

workforce into the present is key in appreciating the systems of policy creation and application, and 

likewise, the challenges that the policy implementation process faces. 

4.1.1. Gender Attribute Association and Societal Expected Roles 

Appreciating how we as individuals come to our own understandings of reality and what can be 

considered correct is of vital importance to interpreting the findings of this research. The individual 

assumes their place in society through observation and mimicking the generation before them. 
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Early years education, social interaction, and exposure to media all influence an individual’s 

perception of themselves. To fit in, the individual will assimilate to the norm to ‘succeed’ by 

society’s standards (e.g., education, work, marry, have kids). With this in mind, we now examine 

the role that gender has to play in firstly helping us understand our and others place in society, and 

secondly how it can alter our understanding of what it means to be successful. 

Data relating to individual understandings of gender, relating to the sexes (male and female), and 

the roles that which the two are prescribed by society will be discussed, as it is thought that this 

provides a suitable backdrop for preceding findings. All interview participants were asked a 

selection of questions pertaining to how they would describe someone who is masculine and then 

to describe someone who is feminine. Following this, each participant was asked their thoughts on 

how they would react if they heard someone being described as a ‘feminine’ male or a ‘masculine’ 

female. In addition, further questions were raised to draw out perceived gender roles that were 

consciously, or indeed subconsciously, held by the interviewees. 

In regard to data collected, as a whole generally, stereotypical answers were observed throughout 

the dataset. The majority of interview participants mentioned traits such as ‘strong’, ‘confident’, 

‘leader’, ‘aggressive’, with regard to describing a masculine person. 

“A masculine person comes across as dominant, sometimes without noticing that people roll their 

eyes because their dominance is so heavily put on.”    

 – GFS Site 1 Interview 3 

“He is self-confident, strong-minded, not always capable of empathy. I don’t mean to cover it all, 

but empathy is something not as often found in him, especially if he is in a leading function.”   

       

– GFS Site 1 Interview 6 

“So, I think generally in society there is a concept of masculinity, which is, you know, strong, 

emotionally resilient, emotionally repressed, and decisive, brave. Um, I'm going to add in lots of 

negative things here. Aggressive, violent, egotistical”  

 – DBN Site 1 Interview 6 

4.1.1.1. The ‘Traditionalists’ 

On top of this, without prompting from the researcher, a large number of participants related 

masculinity and male to be one and the same. With regard to describing ‘femininity’, the same thing 

happened, where the majority of participants assumed almost immediately that to be feminine is 
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to be female. Descriptors widely used, including, ‘pretty’, ‘quiet’, ‘small’, ‘lacking confidence’ were 

used to portray ways in which participants understood what it meant to be feminine. 

“In this case, I would say a womanly figure, not necessarily big breasts. Attractive, not necessarily 

pretty. Friendly”        

– GFS Site 1 Interview 4 

“Uh, someone being soft or polite or not so loud, not taking too much space, caring for others.”   

– GFS Site 1 Interview 7  

“I guess dressing a certain way. Having your hair, a certain way. Having your makeup on and not 

being very verbal - not being threatening - not being challenging” – DBN Site 1 Interview 2 

It is also worth mentioning that in the discussions that led immediately after this question, a 

number of participants continued by saying that the word feminine is intricately linked to all things 

of an aesthetical nature regarding women. Topics such as application of makeup, keeping hair 

maintained, being well dressed, and also keeping one’s bodyweight within an acceptable margin, 

were all associated with how femininity is perceived.  

It would be appropriate to state that from answers collected throughout the interviews that 

generally speaking, ‘femininity’ is recognised to be a matter of mostly maintaining one’s aesthetics, 

while masculinity appears to predominately focus on non-aesthetical matters and mostly concerns 

itself with traits and personal qualities. That is not to say that these beliefs were reflected in all 

participants.  

4.1.1.2. The ‘Progressives’  

A small number of answers acknowledged that femininity and masculinity as being socially 

constructed and therefore of little substance. 

“I suppose there's the biological aspect of it. But everything outside of - pardon my language - 

everything outside of sex is socially constructed isn’t it” 

– DBN Site 3 Interview 3 

Accordingly, these same participants argued for a position in which both titles were mostly 

meaningless and in fact, the characteristics, whether aesthetical or not, that has been widely given 

to each concept are actually on a spectrum whereby it is possible for anyone to position themselves 

based on specific personal attributes which are not pre-allocated by either biology or indeed 

society.  

Interestingly it should be highlighted that even though this group of participants that do not wish 

to associate people in a binary fashion of either ‘masculine’ or ‘feminine’, still concede that there 
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is a historical aspect to how each gender is expected to exemplify itself within both the individual 

and also wider society. The idea that they prefer to view the concepts of masculinity and femininity 

on a spectrum still acknowledges the existence of two opposing extremes from which that spectrum 

can be constructed. However, this ‘spectrum’ does allow for an intertwining of the two historical 

factions and thus does not follow a binary approach. It is fairly contemporary for a number of 

gender-related matters to be considered as being assigned to a ‘spectrum’, as it plays well into the 

western ideals of self-determination and individualism. Coupling this with the continuing pursuance 

of sexual freedom being advocated for by many western societies, based on religion, gender, or 

political ideals, the prevalence of gender being correlated to fall within a spectrum can be suggested 

to be slowly becoming the new norm. With the ever-increasing acceptance of the LGBTQ+ 

community in western societies over the past number of decades, this in itself is a signifier of a 

change in the dominant societal logic. How this impacts the working lives of individuals, whether 

they see themselves as having a masculine or feminine personality, or indeed if they subscribe to 

neither, has already begun to infiltrate western institutions in the form of policy and organisational 

structural changes. 

4.1.2. Inherited Generational Schema 

Furthermore, data points towards the examined public sector worker continuing to assume their 

place in society from learning provided by the generation before. Evidence for this is provided 

throughout the conducted interviews as participants stated in their opinion that learning one's 

place in society begins at a young age and is also culturally determined by wider society. 

“I just think (behaviours are) culturally determined, you know, it's the society that we've all grown 

up in that makes some people more one way than the other, you know, of expectations about that.” 

 – DBN Site 3 Interview 2 

“I believe that imprinting begins in kindergarten: that children grow up with a certain understanding 

of roles. You should start there. The role models are still missing, and society has to get ahead - 

develop. Role models are very important. Strong women, but also men who dare to make something 

different”   

– GFS Site 2 Interview 10 

Participant responses suggest that public sector workers are heavily influenced by their parents in 

regard to choosing employment. Even though not all will have mirrored the career paths that they 

once wished to accomplish, data suggests that role models have significant influencing power on 

the formation of their admirers' schema and conceptualisation of reality. This idea is already 

reflected in literature (Dryler, 1998; Guo et al., 2019). Other matters such as wider society, and in 
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particular state education, were also mentioned as being a principal component in conditioning the 

individual to exist in their environment in a functional way, that was also deemed beneficial by 

collective society. The degree to which each constituent element has power over the social growth 

of an individual is a matter of contention, yet it is observable from conducted interviews that the 

mutual perception is that immediate family relationships, wider societal norms, and expectations, 

and also formalised education, all have a substantial impact on human social development.  

Notably, analysis of interviews collected also confirms that some of the participants are now also 

wielding their inherent considerable influence to manipulate their children’s perception of reality 

in respect to career choices and in certain cases encouragement to replicate their career paths.  

“I've got two daughters, and both said all along - now they're 25 and 19 – (they) never want to be a 

civil servant - while my oldest one, she is now working in forensics as a civil servant”  

- DBN Site 3 Interview 1 

With this in mind, the collected data indicates a prolongation of a cycle that maintains the formation 

of understood reality in the new generation based on the experiences of the working generation 

that came before them. Although in many cases this process may not be intentional, the magnitude 

and scale of its ability to form the perceived norms of others are undeniable. It has been evidenced 

in academic works that people who have lacked invested role models in early life tend to struggle 

with assimilating into wider society (Furstenberg and Hughes, 1995; Wray-Lake and Syvertsen, 

2011). Only when issues arise that create an environment where the status quo is disrupted will the 

societal change take place (Eilstrup-Sangiovann and Hofmann, 2020). Examples of this are the 

purported rise in extremist attacks throughout the western world (since 9/11) giving cause for our 

collective perceived reality being altered to accommodate for the new dangers represented in 

modern life, resulting in national acceptance that terrorist attacks are more commonplace and the 

subsequent increase in funding given to anti-terrorism organisations (Williamson et al., 2019). 

Another example of where humans as collectives have had to adapt to a new reality includes the 

rise in participation of the female worker throughout the world, as in many cases the concept of a 

single adult income is no longer enough to provide for the nuclear family unit (Del Rey et al., 2020). 

Current literature infers that the conditions that allowed for lowered senses of danger, or a family 

living from a single salary, no longer exist and thus we create amendments to our perceived realities 

to enable us to continue forward in our lives in a manner that correlates as close as possible to how 

we believe our environment should be (Brauner-Otto and Geist, 2018; Subramaniam, 2018). Macro 

society is responsible for the changes in conditions that required alteration in our perceived 

realities. In regard to the public sector worker, whom they interact at every level, from the 

individual to family and community, to their place in society, is all conditioned and monitored by 

the need to adequately comply with the current logics and ideas that prevail throughout their 
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perceived reality (Vollmer et al., 2018). Creating gender role expectations are only one facet of how 

we as individuals try to comprehend the chaos that is our ever-transforming environment. Yet such 

roles have a substantial impact on how we progress through life in relation to our associations, 

career ambitions, and how we measure success.  

4.1.3. Bi-national Similarity in Social Integration Mechanisms 

Interview data suggests that public sector workers in the DBN and Germany both conceptualize the 

importance of their relationships in highly similar manners. Across all participating organisations, 

participants subscribed to the established mechanism of forming schema and self-identity through 

the use of observation and imitation of others that the individual viewed as experienced in 

navigating reality (see Figure 4.1).  

Interviewees demonstrated an acknowledgement of the transitional process that they have gone 

through from an adolescent to a mature adult, the influencing factors that guided them, and the 

innate desire to be independent of historic role model coercion. With the use of hindsight, it was 

possible for participants to pinpoint periods of their lives at which their development was markedly 

influenced. Yet it was also conceded that at the time, this period of personal transition to a new 

way of thinking was not immediately apparent to the individual and thus therefore must be 

something either subconscious or subliminal in nature. When pressed to explain precisely what 

caused the commencement of periods in which the participant witnessed ideological changes, only 

ambiguous answers were provided as the sources of the transition were seen to be absent of 

deliberate action and also credited to be essentially unavoidable. As one interviewee put it (DBN 

Site 1 Interview 5), “looking back I can see where my attitude to what I can or should be doing 

changed…but isn’t that just growing up? Everyone goes through their teenage years grumpy with 

their parents”.  

Figure 4.1.: Social Integration Mechanism Summary 
Social Integration Mechanism Similarities between Research Participants 

Schema Formation • All persons interviewed, regardless of nationality, professed to have 
come to self-identity through the use of observation and imitation 
of others that the individual viewed as experienced in navigating 
reality 

• A typical approach to processing environments through the 
formation of schema was present across all interviewed 
organisations  

Life Stage 

Progression 

• All persons interviewed described their lives as being linear in 
regard to life progression.  

• This combined with sentiments of normalcy suggests an accepted 
routine approach to navigating new environments that are 
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encountered through different life stages as one grows older in a 
manner that accepts such changes as inevitable and natural.  

 
“Everyone goes through their teenage years grumpy with their parents” 

(DBN Site 1 Interview 5) 
 

Life Stage 

Segmentation 

• Segmentation of lived experiences into ‘childhood, adolescence, 
and adulthood’ seemed to be the established norm recorded within 
interview transcripts.  

• Although there is no static point within a person’s life that a 
transition is made to the next ‘life stage’, study participants 
collectively accepted a three-epoch approach to better comprehend 
their personal development. 

 
“I realised that I couldn’t depend on my parents for everything, and I 

had to go and get a job and be responsible” 
(DBN Site 2 Interview 3) 

Source: Own Illustration 

As witnessed across the interview sample, although it appears to be well known that the 

mechanisms that we use to cope with and endure our reality develop as one gains more 

independence, and thus responsibility for one's actions, as a collective, interview participants seem 

unaware to the instigator of such changes. It can however be insinuated from the interview 

transcripts that there is in dead a potential instigator present. From the conversations had, it is 

possible to note that participants subconsciously divided their lives into quantifiable segments. 

Those being, childhood, adolescence, and adulthood. Although people will transition from one 

segment to the next at different times in their life, it is fair to say that every able body will make 

the transition at some point. Through dialogue, it is notable that participants referred to childhood 

as being the period of their lives in which parental guidance was greatest. When mentioning this 

period interviewees frequently mentioned moments in which they can remember their parents 

having a major role in their social and educational development. The same persons described 

adolescence as having provided more freedoms, and thus more ways to push the limits of their 

reality. This period was described as being, “when I realised that I couldn’t depend on my parents 

for everything, and I had to go and get a job and be responsible” (DBN Site 2 Interview 3). It is 

possible that this growth in age, along with societal expectations attached to certain age categories, 

are in fact the spark that ignited notable periods of personal development mentioned by 

participants involved with this study. The same transition from adolescence to adulthood, where it 

is socially expected that one moves out of the family home and is able to survive on their own is 

also a potential point in an individual’s life which instigates considerable changes to individual 

actions and behaviours. These three stages can be observed continually throughout the collected 



 

85 
 

interview data and thus hint at a uniting longitudinal method of character development 

experienced by all in their own unique manner.  

4.2. Gender Role Assimilation and Prolongation  

As this thesis places considerable interest in the understanding and identification of logics in 

conflict, it is only wise to also examine social and gender expectations with the same inclination. It 

is important to remember that individual and collective understandings of every factor in existence 

is based on the predisposition of humans to adopt explanations that best fit into their perception 

of reality. In this way, for an individual to have formed even a rudimentary apprehension of who 

and what they are they must first endure a conflict on potential responses to questions, such as 

gender norms. In the same way that organisations experience a conflict of logics, so does the 

individual.  

As can be seen from section 4.1.1, traditional forms of understanding gender, both male and 

female, are now in conflict with modern interpretations of the concept of gender. It is due to this 

conflict of definition and the attached attributes of each gender that much consideration has been 

taken by organisations to disenfranchise the more conservative views of gender within the 

workplace. However, this does not effectively mean that the common understanding of gender 

attributes and roles has inherently changed because of organisational action. Traditional views of 

gender still permeate wider society and are in conflict with a modern stance where gender is viewed 

as being more equal in ability and duty.  

This friction can be seen to be active across the organisations involved in this study. Interviewees 

were encouraged to be honest in their response to questions relating to how they perceived each 

gender and the roles associated with them. When asked how they would react to someone being 

described as being a ‘feminine male’, or a ‘masculine female’, the vast majority (including those 

that deemed gender to be fluid and, on a spectrum) stated that they would perceive such an 

allocation to be mean spirited and used for the intention of belittling an individual. Responses such 

as, “I would find it - I think that if anyone said that I would think that they were being derogatory” 

(DBN Site 1 Interview 1) and “I think it's a derogatory term. Yeah. Why can't it just be a female in 

her own right? Why does anything else have to be attached?” (DBN Site 2 Interview 1) indicate a 

certain reluctance amongst the interviewed sample to equate a person of a certain gender with the 

concepts of another. This assumption can be witnessed as happening in both directions when males 

are given feminine descriptors and females given masculine descriptors. Statements provided by 

participants, such as “Mm, like I just said, a man, uh, being called feminine would have all these, 

um, more female soft qualities and uh, would be a more, uh, uh, more, um, polite or drawn back 

person - he would be punished by the other men because of undermining their role. They would push 

him out of their group” (GFS Site 1 Interview 7), show an observable awareness by certain workers 
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that being seen to associate one’s self-image with that of the opposite gender is usually detrimental 

to workplace inclusion. It would appear from participant dialogue that it is expected that staff 

display an approach to work and social interaction that are closely aligned to the socially established 

norm associated with their biological gender.  Initial thoughts of a male being described as feminine 

ranged from them taking pride in their appearance to an extent not deemed common in men, to 

displaying physical weakness or being homosexual. Comments such as, “A certain softness, maybe 

not always insisting on his standpoint, maybe more willing to compromise.” (GFS Site 1 Interview 6) 

and “I think he’s gay” (GFS Site 2 Interview 11) infer a person, in this case male, who is seen to be 

less dominant and, in some ways, subservient to a male who is seen to be masculine.  This can then 

be extrapolated to suggest that it is the addition of ‘femininity’ to the male that makes them appear 

to be inherently more compliant. Not being associated with one’s social prescribed norms and 

expectations, based on interview data, again appears to risk placing an individual outside of the 

realm of conformity and therefore in a position of hostility within the collective status quo. In regard 

to a female being described as masculine, words such as, ‘loud’, ‘dominant’, ’bitchy’, or ‘aggressive’ 

were commonly employed. It is interesting to witness, even from such a relatively modest sample 

as this, that there seems to be a continuing proclivity to define both the masculine male and 

feminine male on behavioural characteristics, while the feminine female and the masculine female 

are continuously characterised predominantly by their aesthetics. Masculine  women, similar to 

feminine women, from interview dialogues appear to be defined by their physical appearance, with 

participants mentioning that a masculine women is someone who, “wears a pants suit (rather) than 

a dress, has shortcut hair, a woman who is loud or raises her voice” (GFS Site 2 Interview 2), and “If 

you describe a woman as very masculine or somebody describes her as very masculine, you're kind 

of veering on that oh a bit butch” (DBN Site 1 Interview 5). It would appear that the physical 

appearance of a female is considered a normal method of judging one's character, while in regard 

to men it is their ability to demonstrate dominance and leadership. As one interviewee states a 

female of any sort is judged and viewed based on factors such as, “dressing a certain way. Having 

your hair, a certain way. Having your makeup on and not being very verbal - not being threatening 

- not being challenging” (DBN Site 1 Interview 2). This apparently conscious decision to judge the 

character of a female chiefly on their appearance is rife within all participating organisations. From 

interviews conducted, it can be demonstrated that at least within the sample provided that workers 

are judged by the colleagues on different metrics depending on their affiliation to certain gender 

stereotypes. This may be a cause for concern if these divergent criteria find a place in the creation 

and application of organisational policy. As collected data discloses, both men and women are 

expected to follow certain ways of expressing their gender, with women being expected to not only 

act a certain way but also to maintain an appropriate appearance. This observation is interesting to 

see being played out in the participating organisations but is not at all surprising. Current literature, 
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as mentioned in chapter 2 section 2.3.1, gives reasoning for this phenomenon (Bandura, 1965; 

Grogan, 2016).  Mass media, including cinema and advertising, have for generations encouraged 

women to seek validation from public approval in their appearance, whilst this issue has not been 

as heavily imposed on men (Martin and Halverson, 1983b).  If one is instructed to draw the majority 

of personal value from their appearance and then also instructed to appear ‘delicate’, then 

occupying a role that contradicts these values and at the same time also appears to require qualities 

that are seemingly exclusive to men, is difficult to adjust to or even want. Men generally speaking 

face less of a challenge when transitioning to a more senior role with managerial responsibilities, 

as typically they already have had experience expressing the assumed desirable traits of the job. 

Certain skills such as being abrupt, coping with confrontation, directing an audience, and other 

abilities associated with being more dominant apparently come more naturally to men, since from 

an early age men and boys have been taught to be competitive and confrontational as their avenue 

to self-worth and achieve better self-esteem (Ogihara et al, 2016).  

4.2.1. Gender Roles at Home and the Workplace 

Throughout the interview transcripts, it is apparent that there is a divide within both national 

contexts that, even though all participants are mature adults, a fairly juvenile approach to gender 

expression stills lingers within each organisation. That is not to say that either route to self-

actualisation is inherently wrong, however, that the institutional systems in question seem to be 

constructed to work to the strengths of one set of people in particular. Referencing Maslow’s 

‘Hierarchy of Needs’ (1943), even though it is accepted most people adhere to the five-stage 

process, there is the room given to how the individual perceives fulfilment of each of the stages. 

How people view personal success will determine how they seek to progress up the hierarchy and 

therefore the steps taken within a cohort of equally skilled workers will be diverse. Yet if a 

workplace has a single path of least resistance to progressing up through the stages, then certain 

people will be left to languish at the lower ranks. This could be argued to be a key part of why the 

‘leaky pipeline’ exists and is also one of the reasons why women statistically are less likely to apply 

for promotions. For example, if someone feels at odds with the structure of an organisation or does 

not accept key logics within their workplace, then they may struggle to achieve esteem with their 

colleagues which would almost certainly dampen one's desire for self-actualisation (if Maslow’s 

Hierarchy is to be believed). Even fairly minor issues, such as job titles, seem to provide evidence 

of a more beneficial atmosphere for the ‘combative’ individual, since as mentioned by a participant, 

“the civil service has titles such as officer for a reason. They, they borrowed from the military, you 

know, the civil service grew out of the military” (DBN Site 1 Interview 4). This served to create a 

hierarchy that upon inception operated with the same regime and authoritative rigour as the army. 
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Of course, each organisation involved in this project has developed their managerial practices over 

time since their creation, yet it is worth clarifying the starting position of the organisation such as 

this will surely have played a part in how logics and attitudes to work have developed. The matter 

of gender roles is still one of key interest in creating a picture of the workplace environment and 

how each gender uses that space. Having just covered the traits and behaviours that are routinely 

given to both men and women, we now focus our attention on the roles that each is thought to be 

best suited for or indeed should occupy.  Historical academic works have told a story of how women 

were expected to maintain the family, while the men provided for said family (Berghammer, 2014; 

Trappe et al., 2015). This perception appears to still exist today. Nearly all interview participants 

agreed on the same principle that it is still the role of the women to maintain the home and provide 

the bulk of care for both children and elderly relatives. It was made evident that in the case of a 

child needing to be taken home for school, or any issue regarding elderly parents, it would be 

assumed within a married heterosexual couple that the female would be the one to leave work to 

attend to matters.  

“I think if you are a mother and you have given birth to a child it is assumed by society that you will 

be the main carer. There are a lot of assumed roles in society, and I think those perceived roles are 

changing compared to twenty years ago. It is still heavily down the female side, but I think there are 

more men willing to take on caring responsibility” 

– DBN Site 2 Interview 4 

“Traditionally, it is still the case that women take the role of child-raising and therefore rather be 

working in part-time positions. So, when it comes to taking more responsibility, it remains a 

woman’s problem, regretfully. There were many changes socio-politically and also within the 

organisations, but still. So, I would call this an indirect consequence of gender. Taking more 

responsibility also means working longer hours and needing more time”    

– GFS Site 1 Interview 8 

When pressed for reasoning for this accepted practice, responses were vague, and a number of 

participants were not able to provide one. Answers that justified the action in the minds of the 

participants were limited to that the male in the relationship earned more, or that in the cases where 

they did not earn more that their work was more important and therefore, they were unable to take 

leave. 

“I was in a privileged position that my husband is a barrister, so yeah I didn't have the same sort of 

economic pressures to leave [my job] but I still chose to just because I actually wanted to - um for 

whatever reason I'm not sure”      
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– DBN Site 1 Interview 2 

Also, some participants mentioned that being a woman it was either expected of them to be the one 

to act, or that they felt compelled to be the one to leave work to address certain matters out of fear 

of being judged by others (predominately mothers in law, and other mothers of a similar age).  

“I see more and more often that well-educated women stay at home and (hold back on their career 

ambitions). The social pressure is also there. For example, my husband has not yet been asked why 

he works full time and how it is with the children”  

– GFS Site 2 Interview 10 

Although this, what seems to be widespread, thought process appears to be firmly cemented into 

the bygone approach, female interview participants made it apparent that in most cases they were 

willing to accept this imbalance. In the remaining cases, women expressed their dissatisfaction with 

the state of things and hailed the adaptability of their relationships with their partners for allowing 

them to abandon the traditional approach to gender roles in favour of a more equal approach to 

tasks and duties. In some cases where female participants were finding themselves falling into 

traditional roles, it was mentioned that partners were open to the idea of sharing responsibility, 

however, this rarely worked out in practice as they found that their partners, like them, were 

experiencing pressure to conform to traditional gender roles that required them to display devotion 

to their work if they wanted to be seen to be competent and a team player. In essence what may 

appear to be the continuation of the oppression of the female to confine themselves to a life of 

service to the family, now appears to be at least in part willing servitude. Evidence of this can be 

seen in comments such as, “I've had to step aside for a wee while but realistically it made more 

sense than my partner leaving his position” (DBN Site 1 Interview 2), and “When my youngest 

daughter was still small, I had the offer to step up in the next Civil Service level. By that time, my 

husband had started his own career and I decided to give up on mine” (GFS Site 1 Interview 8).  

The imbalance of time allocated to care appears to still be prevalent within the families of the 

participants of this study, and considerable societal pressure for the woman to step away from her 

career into a supplementary providing role still seems to be the norm. As one female worker puts 

it, “I can’t stand when someone asks me if my husband supports me—He doesn’t need to support 

me, we’ve got children together, so it’s our common task to do the household tasks” (GFS Site 2 

Interview 3).  

Through the interviews conducted it can be suggested that although women seem to have more 

say in their role of carer, they are still the major care provider in most relationships. However, 

dissimilar to the historical setting the modern woman now has the ability to seek employment more 

easily and yet still is generally willing to sacrifice time from their career to dedicate to an unpaid 
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caring role. It is apparent that unspoken expectations of the female in modern society are still, for 

want of a better word, ‘persuading’ women to take the potential career hit to focus on their 

children’s upbringing. Social pressures not only encourage women to fulfil this function, but those 

that do not are actively judged by others (purportedly other women) to the extent that women 

returning from maternity leave can experience a deep sense of guilt that they are ‘selfishly’ 

abandoning their duty of care for self-centred gains. From the evidence provided by interview 

participants, it could be advocated that a ‘social trap’ of feeling the need to do what is right by your 

children seems to impact women much more acutely than men. Even though western society has 

progressed significantly in the areas of paternity leave, interview transcripts support the notion that 

parenting, pregnancy and early childhood care are still matters lacking widespread socially driven 

male participation (Karu and Tremblay, 2018; Kaufman, 2018; Mert, 2017). Of course, the mother 

has more biological responsibility for the child during the nine months of pregnancy, as at this point 

the two are one entity, however, society continues to romanticise the connection between mother 

and child to a degree that a father would never be expected to experience. This ‘connection’ is what 

pulls women out of the workforce to return to their role of carer (Thomson et al., 2015), as anything 

other than that would be an affront to the special status that society places on the bond between 

mother and child. As society does not expect the same bond to exist between father and child, this 

allows men to continue working throughout the early years of a child’s life without it being a 

detriment to their social status, their career and thus their earning potential.  

From data collected during this study, we can create a comprehensive vision of the contemporary 

public sector working environment. As already outlined in the literature, there is a societal 

adherence to certain career paths being deemed more suitable based on the gender of the 

individual (Evertsson, 2014; Doucet, 2015). Explanations for why this is the case are diverse and 

somewhat antagonistic to current feminist ideals of personal decision-making being at the forefront 

of determining someone’s career path. Regardless of this, the interview data displays that firstly 

there are accepted roles that men and women are siloed into, both at home and at work, and 

secondly, even though these assumed roles do not appear to have much control over the actual 

positions that either gender occupies, the idea that based on gender someone is predestined to be 

inherently good or bad at something still widely permeates the workspace. At times participants 

expressed acknowledgement that men hold more of the desirable characteristics for progression 

to a managerial role, whilst in the same interview stating that they could not identify any benefit a 

man has over a female in regard to completing directorial tasks of a managerial position.  

“If you have a man applicant who covers 50% of the job description, he will say, I can do this. If a 

woman covers 90% of the requirements, she will say ‘not enough’” 

 – GFS Site 1 Interview 1 
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“You have to be able to deal with the classic macho behaviour. I think this atmosphere scares 

women” 

– GFS Site 2 Interview 10 

“I think it’s the nature of women. When you ask a question in a job interview about a qualification, 

usually men answer, that it won’t be a problem, even if they only meet the requirements to 70%. 

But women did it maybe 1000 times already, but they answer with “well, I didn’t do it this EXACT 

way yet”. I know it’s just a cliché, but if I have to point out the differences, this is the way I recognise 

it. It’s a matter of self-assessment”  

– GFS Site 2 Interview 2 

“I think, um, some women don't like to be in the spotlight. They maybe don't like to have the 

responsibility. They may not like working the hours that you've got to do. Um, and I think that would 

put some people off. But from my point of view, I would always be encouraging them to say, I mean, 

you can do it. Um, and it's like everything. I think if you want to do something, you can do it. So, my 

supposed mantra is anything is possible and if you want it sufficiently, you will be able to do it and 

make it work” 

 – DBN Site 1 Interview 3 

A workplace dichotomy appears to exist in which there is the incumbent belief that men just are 

inherently better at fulfilling the demands of a managerial position, whilst at the same time 

believing in equality in ability between genders. Based on the works of previous academics, we can 

believe this to be an example of conflicting logics that each working individual has to contend with. 

Reay and Hinnings (2009) suggested a state of collaboration between followers of opposing logics, 

surrounding a topic such as gender roles, as the key to the establishment of long-term 

organisational logic stability. Three points from their research that are relevant to gender equality 

in the workplace are as follows. Firstly, the simple act of allowing the side that still holds on to the 

mantra of the old logic to be part of discussions that are about introducing the new logic allows for 

cross input of ideas and dampens the unreceptive feelings an individual may have towards a new 

logic because now they are part of the solution, and no longer part of the problem. Secondly, uniting 

followers of two incompatible logics to tackle a greater enemy has been shown to form a common 

bond between both sides. Reay and Hinings (2009) found that by using this form of partnership 

each side could follow their own favoured logic to complete a task, yet both sides profited in the 

long term. By both sides employing the other for a joint gain against a common adversary, such as 

an economic recession, mutual respect and awareness are created. Lastly, encouraging groups that 

follow different logics to jointly innovate in an experiential site, would allow for each side to still 

maintain their perceived independence whilst at the same time following their favoured logic. In 
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this way, topics such as gender roles within the workplace can be addressed openly and 

constructively given time. However, from the evidence provided by staff members involved in this 

study, it could be assumed that there is little appetite to have these open conversations or to allow 

collaboration to form. It would appear that within the examined organisations any open expression 

of conservative views of gender ability is swiftly alienated from the organisation, so to have any 

form of ‘collaboration’ of logics as an admittance of such talk would affirm that the traditional 

woman suppressing views are within the workplace. In short, the suggestions made by Reay and 

Hinnings (2009), although may work for less sensitive subject matters, do not seem to be 

functionally viable in solving the gender inequality logic problem witnessed within studied 

organisations. Similarly, Nicolini et al’s (2016) supposed way of finding a balance between 

conflicting logics by forming logic ‘knots’ through the use of organisational arrangements, is by its 

own admission finite in duration. Although their process would allow for the stabilisation of 

organisational processes, it is thought that with such a volatile matter such as this that any 

achievable stability would be short-lived. Evidence collected suggests that this route to stabilisation 

may in fact be the current mantra of the studied public organisations, as policy is implemented to 

primarily keep workers satisfied and processes running, without properly addressing the underlying 

issues. Due to the relative long-term instability of the approach put forward by Nicolini et al (2016), 

organisations are in a never-ending process of adopting new initiatives and policy to prolong the 

status quo. Yet fundamental incumbent logics are remaining unaffected.  

4.2.2. Gender Roles and Macro-society  

In regard to the participants involved in this study, across all organisations it seems apparent that 

on one hand, they themselves believe that men and women are equally capable, given the correct 

training and mentoring, of fulfilling the role expected of them no matter the complexity or demands 

placed on them. However, at the same time, they are exposed to another logic emanating from the 

institution, and wider society, that men are fundamentally better leaders, decision-makers, and 

also better at coping with stress than women. This ‘battle’ between these two logics can create 

uncertainty when it comes to interacting with colleagues and organisational processes. In the case 

of one participant, this became apparent working with a male subordinate, “who had been here 

just 6 months when he thought he would automatically become my deputy. Never would a woman 

have dared to think that, even if she had been here 3 years already. I really regret this” (GFS Site 1 

Interview 9). 

Depending on which set of logics the decision-makers in an organisation follow within the 

workplace, this will dictate the attitude that processes adopt even if counter to the prevailing 

organisational policy. Although the policy may seem to be adapting to secure more avenues for 

progress for women, there is a difference in what is stated and what is acted out. This is an issue 
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that will be discussed later, but at the moment what is important is the understanding that certain 

jobs within an organisation, whether high or low on the hierarchy, will have a historic precedent 

surrounding it that predetermines the assumed ideal candidate. Previous holders of that position, 

the degree to which certain genders are assumed to hold specialist knowledge (e.g., STEM subjects), 

and the gender make up of immediate colleagues either occupying that specific team or office 

space, will all impose a preordained set of expected qualities, both physical and non-physical, on 

the ideal candidate. It would be expected that most adults would deny being so eager to stereotype 

jobs down to the ideal gender, however, there is evidence that this is happening. As already 

mentioned, from a young age we develop schema to help us formulate an answer to a potential 

unknown, and we use our historical experiences as a guide to creating the most probable correct 

answer. In regard to finding the most suitable candidate, the literature suggests that it is 

commonplace for human beings to focus on finding what the role historically entailed and develop 

an image of a potential candidate based on previous people to have held a job (Benson and Shue. 

2019). This also works from the other end of the hiring divide, in that a potential candidate may be 

put off from applying to a certain role due to feeling that they will not fit into the current ecosystem 

of that job. For example, currently, in western societies, we have a severe scarcity of male teachers 

at the primary education level yet have a proportionate wealth of male teaching professionals at 

secondary and tertiary levels (McGrath and Van Bergen, 2017). The argument that ‘men want to 

teach’ is clearly valid (McGrath et al, 2020), yet for one reason or other males are shunning the 

opportunity to teach the youngest in society. The same can be said about waste disposal 

technicians, checkout staff, and nursing. All of these roles, though numerous and geographically 

diverse, all experience a marked gender imbalance. Arguments have been used to suggest it is just 

a case of different groups preferring different roles, and to this, we can agree. However, the reasons 

for why someone prefers one job over another are often ignored, yet this is where logics display 

their power to influence both the individual and wider society the most. Proper understanding and 

recognition of both the development of schema and adherence to logics at a young age in a person’s 

education is key to tackling gender inequality both at home and at work.  

With all this in mind, from both literature and the interview data it is clear to see that although 

gender is a major topic of discussion for most western societies, not much progress has been made 

to achieve true equality in relation to what is expected of an individual over the course of their life. 

Of course, it would be negligent to say that women have not seen great strides in getting women 

into tertiary education, full-time careers, and better political and public representation. However, 

a lot of the extra time sinks that are placed typically on the female, such as childcare and home 

maintenance, still continue to exist. The structural pathway to career progression may have opened 

up and have been made more welcoming to women, but the original issues that existed that kept 

women from thriving in the workforce still exist in some shape or form. Potential reasons, as 
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suggested by the data and corresponding literature, could be a misassumption that policy on its 

own will enact widespread change. Changing the rules of the employment ‘game’ has little impact 

if the worker is still reluctant to play. Interviewed staff members stated that there have been many 

initiatives to increase inclusivity and the prominence of women within their respective 

organisations. However, the general consensus is that women are still not as active as men as 

challenging others for managerial positions of leadership within the very same organisations. This 

assumption that fixing the ‘pipeline’ through policy alone would bring with it a continuous flow of 

appropriate female candidates has failed to transpire. In reality, as set forth by Tsang (2017) the 

willingness of the workforce to embrace the change is vital to it lasting. Although organisations, at 

least publicly, appear to want to put in place a process to encourage more women up the career 

ladder, they pay little attention to how the logics enforced outside of the workplace impact this. 

Relationship, parental, and home expectations of the female are largely being ignored by 

organisational policy and is thus stifling female representation in management. By comparison, the 

key societal duties of the man are broadly economic, such as the ability to provide material for 

one’s family. This can be achieved through devotion to work. The same connection between 

perceived societal duty and the benefits of paid work are not afforded to the average woman. From 

the data collected, it is apparent that it is still the widespread belief that women continue to be 

expected to provide the majority of non-economic provision within the family setting. As long as 

progressing up the career ladder does not directly fulfil societal ‘female duties’, it shall continue 

that a lack of women step forward to address the apparent shortfall. In short, the conditions of the 

female outside of the workplace also have to be consciously addressed to facilitate the 

advancement of women within the workplace. Organisational policy on its own, which is already 

lacking in many regards, is most likely never going to achieve the female employment targets it 

professes to desire.      

To make it more complicated, it is not expected to be the responsibility of the government or the 

workplace to dictate the tasks placed on both men and women within the home. Only if something 

is illegal in terms of violence or manipulation will a democratic government seek to enter the home 

of a heterosexual couple. Due to this, no matter the policy that is implemented to change logics 

surrounding gender roles and expectations, the home is a place where generational bias can 

continue to flourish. For an institution to make such intervention would be considered authoritarian 

and thus disliked by the western public. One of the only institutions that has ever had any influence 

as to what happens within a relationship has been religion, and over the past number of decades, 

the influence of religion to control public opinion and thus logics has waned significantly in western 

society. In the modern era of the internet, social media and electronic-based consumer media are 

the main channels of social programming. Social media provides a multitude of competing realities 

with varied sources of information, directly to the individual at a rate that is impractical for them 
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to make sense of. We live in a time where the creation of schema and the formation of logics is 

being influenced by numerous factors not before experienced by previous generations. In 

accordance with this tide of available information, finding one’s position in wider society is 

becoming progressively harder for young and old alike.  

4.3. Individualised Reality Formation and Assimilation Summary  

In essence, interview data suggests that public sector workers have their life goals and ambitions 

set early on in their lives, and only when they become more experienced in regard to traversing 

their perceived surroundings do, they begin to see inherent flaws in their adopted method of 

conceptualising reality. For example, research has shown that from a young age both males and 

females form a belief in what their society expects them to become, and these expectations are not 

uniform (American Association of University Women, 1991; Shapiro et al., 2015). Throughout their 

early development into adolescence males and females make effort to adopt the roles that they 

perceive to be best suited for their existence, as they trust in the reality that has been instilled in 

them (Shumow and Schmidt, 2013). It is only when they themselves become the leading voice in 

their reality do, they see the gender inequalities that exist in regard to expectations of success and 

achievement. However, many accept these inequalities in society as something outside of their 

control as reality is assumed to be indistinguishable and thus not individualised. A potential answer 

for why this is the case may be due to the limited power to influence others that a single person 

tends to wield in western society. In a system of democracy, where your vote is only one of millions 

and thus is perceived to have very little impact on the overall outcome of an election, in the same 

way, a person may feel effectively powerless to alter their reality singlehandedly. Combining this 

assumption of an inability to effect change along with the presumption that others perceive the 

world as you do, but are naive to it, a person may feel that altering social inequality is beyond them.  

As humans, even though our experiences and influencing factors are unique at the personal level, 

we make the assumption that much in our environment is constant and is thusly viewed in the same 

way by everyone to a degree that makes said environment unmalleable by the self and therefore 

making efforts for change futile (Higgins, 2016). It is widely assumed that only as a collective can 

we influence reality, the presiding logics that support our views, and the conditions that each of us 

finds ourselves in: hence the formation of society and government. 
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Chapter 5: Workplace Assumptions and Obligations of the 
DBN and GFS Public Sectors 
 
5.0 Chapter Abstract 

The following chapter will convey the second major theme derived from the interview data: the 

obligations and requirements that participants from all participating organisations associated with 

their current jobs, as well as working within the public sectors of the devolved British nation (DBN) 

and the German federal state (GFS) in general. This theme helps to add context to the social and 

organisational pressures that are placed on the individual and enhances understanding of the 

gender-related ramifications that women face in particular within participating organisations.    

This chapter focuses on two distinct areas of discussion.  Firstly, how the public sectors within the 

DBN and THE GFS appear to continue to have internal issues encouraging women to progress into 

management, whilst concurrently maintaining a desirable workplace status that is widely thought 

amongst staff to be the best available. Secondly, how modern-day life and social pressures exert 

external strain particularly on female workers in a way not experienced by their male counterparts.  

5.1 Public Sector Workplace Assumptions, Norms and Values 

When considering the efficacy of public sector organisational policy which is purportedly better 

suited to respond to modern-day working life, we need to mention the degree of trust that 

interview participants showed in their place of work to be at the cutting edge of the contemporary 

procedure. Virtually all participants displayed a level of belief in their policy makers to be at the 

forefront of the market when it comes to inclusivity, representation, and equality. A distinct level 

of trust was placed in their employer to provide them with a guaranteed hospitable working 

environment and a place of fairness and parity when it came to employment matters, such as career 

progression, allocation of work, and workplace flexibility. Interestingly however this strongly held 

belief that the public sector was providing a quality workspace was predominately based on the 

idea that the private sector was much further behind in relation to progressive policy. 

“In here we've got a good maternity leave, we've got a good pension, we've got you know a certain 

amount of flexibility; you've got better leave than in the private sector”  

– DBN Site 1 Interview 5 

“Because the council and public sector try to set best practice, we are always under public scrutiny, 

and we certainly are better than other organisations where maybe it's more private sector”   

– DBN Site 2 Interview 1 
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“But I feel that as long as society sees women in such roles, then, especially in Civil Service, the 

classical secretarial job for women is a job that poses fewer problems than it would in the private 

sector”  

– GFS Site 2 Interview 1 

Data collected from the interview suggests a behaviour of ‘it might not be great, but they have it 

worse’ was fully present within the interviewed cohort of public sector workers. A belief that even 

though there were flaws and room for improvement within the public sector, each interview 

participant seemed thankful that they had the protections that the public sector provided them, 

and they did not have to go through that of what an employee in the private sector may have to. 

This assumed superior progressive policy application in the public sector seems to be generated 

more from the idea that alternatives are perceived to be so far behind, rather than the public sector 

doing everything in its power to push forward with gender equality policy. It could be said that in 

some cases public sector policy makers in both the German Federal State (GFS) and the devolved 

British Nation (DBN) may be able to ‘rest on their laurels’, as this assumption by the wider public 

sector of being so far advanced reduces external pressure to act, resulting in a slower than possible 

implementation process of said progressive policy. Due to the bureaucratic nature of the public 

sector, general policy changes are slow to be ratified and it is only general policy changes that are 

applied to the entire institution of the public sector that will inspire longstanding beneficial change. 

This however relates back to a point already mentioned in this chapter: the idea that you need the 

willingness of the majority to make any change to the status quo. No matter the degree of policy 

changes that are enacted within an organisation, if the people who are impacted by said changes 

are not in favour of adjusting their working habits or their environment being modified, then 

conflict will occur with any idea of substantial enduring change becoming highly doubtful. From 

interview data collected at all levels of the public sector hierarchy, there are some observable issues 

that arose that may give concern for this precise matter arising if changes in policy were 

implemented fairly across all positions, no matter the level of seniority or working hours. This 

subject will be discussed when answering the second research question as it is thought to be better 

suited to addressing the issues contained in the said question. What should be remembered at this 

point however is that within the public sectors of both national contexts there appears to be a 

certain level of prestige that employees place firstly on the institution itself, and secondly their 

individual jobs. This may in some way ‘blind’ employees from observing a reality where gender 

inequality, such as unequal parental leave, pay disputes, issues in job sharing, unsubstantiated 

promotions, and favouritism still resides. A deep belief that the public sector is infallible when it 

comes to employment practice appears to dampen the desire by employees to voice concern, due 

to either of them feeling that others have it worse or that the organisation is already addressing 
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their concerns (even though when asked for examples of how the organisation is addressing their 

concerns, few were provided). 

5.1.1. Historical Gender Imbalance 

With this in mind, it was seen in the interview data that a general understanding of both life and 

workplace expectations exist between men and women at each interview site. However, there 

appears to be a reluctance to be unhappy with the current situation, firstly for the reason 

mentioned above, and secondly, because there exists a supposition that previous generations of 

workers, particularly women, have had it worse and it would therefore be a disservice to their 

sacrifices if the current female workforce were to raise issue over their comparatively improved 

situation.  

“I think the classic role allocation is becoming less and less relevant. It used to be classic that the 

woman stayed at home or only worked part-time because she was more involved in raising children. 

My impression is that this is changing more and more. It is all about real equality. We also have 

fathers here who are involved in childcare. Therefore, the needs are taken into account as much as 

possible”  

– GFS Site 2 Interview 12 

At numerous points throughout the interview process, female workers at all levels noted that 

certain women have been phenomenally successful in their areas of work and are now occupying 

very senior positions. Yet they continue to state that this is not the norm and that men still 

dominate managerial positions. High ranking female managerial ‘anomalies’ are welcomed by more 

junior female staff, but the employment diversity landscape still remains much the same. 

“We have the female director, but underneath her, it’s more men who feel called and pushed into 

higher management positions”       

- GFS Site 2 Interview 2 

“Today the state parliament is definitely male dominated, (however) that has changed a bit since 

the new female director arrived six years ago which is great. Though, leadership positions are 

definitely male-dominated”       

- GFS Site 2 Interview 6 

On one hand, it appears that certain participants are dissatisfied with the perceived unfairness that 

besets women when securing a pathway to further career progression due to the organisational 

culture and policy currently in place, yet concurrently they also seem worried about marginalising 

the success of women who have been able to progress. This internal conflict, which appears to be 
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experienced by the majority of women that were interviewed, is another factor that appears to be 

limiting the degree to which female workers in particular will ask for a change in organisation policy 

or working conditions. A feeling of ‘if they could do it, then am I the problem’ seems to prevent a 

number of women from outright declaring that their organisation is not doing enough to provide 

workplace equity. In general, it would be justified to suggest that there is an organisational culture, 

and supporting logics, within both national public sector settings, that predisposes employees to 

believe that their institution is leading the way in adopting policy that treats all staff fairly, whilst at 

the same time espousing a collective suppression on any idea that more should be done as previous 

generations of worker experienced harsher levels of sexism, inappropriate sexual behaviour, and 

gender discrimination. This is hardly a valid reason why further progression towards a workplace 

that provides fairness for all should be stifled.  

As a side note, it is worth mentioning that the majority of women that succeeded in previous 

decades that were used as examples of female success were portrayed by interviewees as having 

to adapt their behaviour to align more closely with what are perceived to be masculine traits.  

“For me, male attributes are particularly noticeable in communication and conversation. If you think 

as a woman, you have to imitate it”  

– GFS Site 2 Interview 10 

“I think that you need to be willing to adopt the norm and the accepted way of doing things 

otherwise you're going to be left out of the loop and probably fall behind or even be excluded from 

your working group” 

 – DBN Site 1 Interview 2 

Some of the female managers interviewed admitting to adopting a more male-driven logic of 

dominance and authority to achieve respect, at least initially after promotion to a senior level. This 

is evidence of a logic that supposes that masculine traits are required, or are at the very least 

desired, from a candidate that seeks to lead others. This concept is prevalent in all walks of life, 

from politics to sport, to business. It however displays that at the macro societal level, and also the 

organisational level, that working environments are still given credence to masculine methods of 

leadership over feminine alternatives. Not to diminish the achievements of past generations, but a 

number of women that were successful had to adhere to a logic of managerialism that either was 

not incumbent to their own personality or completely antagonistic to their inherent behaviour. That 

is not to say that all women behave in the same way, but as previously discussed men and women 

are assimilated into society differently and therefore learn to focus on developing different skills. 

The likelihood of a female developing masculine traits that seem beneficial to workplace 

progression, compared to a male, is marginal by comparison.  Today this preference for masculine 
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traits still exists and has become widely accepted as the norm. It would appear however the 

relatively small number of female success stories, rather than encouraging more women to be 

themselves, inadvertently supports the current way of things and forces women seeking promotion 

to levels of seniority to adopt more aggressive or domineering behaviours (Faniko et al., 2017).  

5.2. Public Sector Workplace Obligations 

The following section outlines certain matters that allude to the public sector organisation pursuing 

the delivery of service above the creation and extension of certain policy that is deemed 

detrimental to the realisation of organisational duty, resulting in the dilution of gender equality 

policy within the workplace.   

5.2.1. Organisational Purpose Delivery  

Even though each organisation interviewed showed a level of interest in administering progressive 

policy that supported parents, flexible working, female progression, amongst other matters, there 

was an analogous reason provided for why in certain areas of each organisation said policy changes 

could not come into effect. ‘Business needs’ was heavily cited as the number one reason for why 

certain members of staff could not avail of policy changes that would make their personal working 

situation more suitable to their home life needs.  

“I've been on the transfer list for six years so it takes some time, then and if there are business needs, 

they tell you that it is a generic post, and they can keep you there for business needs” 

– DBN Site 1 Interview 1 

Flexible working, job sharing, and parental leave were all denied or discouraged for certain staff 

members seeking a more fitting work-life balance or promotion. In some cases, it was even 

mentioned by interviewees that they were actively discouraged by senior staff members not to 

actively seek to have children as it would dampen their likelihood of succeeding and progressing in 

their area of expertise. As shown by one participant, “It is not an accident that the office I work in, 

that the two of us who are in charge there - I have no children and my colleagues' children are grown 

up. That's not an accident. It's also not an accident that the people who were in that post before us, 

they either had no children or their children were grown up… it was made very clear to me if you go 

here you, you have sort of, ‘you can think about this over the weekend, but I need to know by 

Monday if there are any caring responsibilities’” (DBN Site 1 Interview 6). From discussions had with 

members of staff it was portrayed that the higher within the organisation you went, the more likely 

working arrangements would be decided based on ‘business needs’. The reasoning behind this will 

be discussed further in relation to answering research question two, but for now, in the context of 

answering research question one, we should acknowledge that ‘business needs’ seem to be 

exploited to restrict the reach of policy changes and is troublingly widely accepted by the majority 
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of staff interviewed as a justifiable explanation as to why either they or certain sections of their 

organisation were denied better working arrangements. Again, this goes back to the assumption by 

their staff that public sectors are at the cutting edge of implementing equality policy, and that if it 

were capable for beneficial changes to be made, they would be. It should be noted that ‘business 

needs’ are not being used as a means to prevent allocated holidays from being doubled, or so that 

managerial staff can neglect their commitments.  Examples are given where ‘business needs’ were 

used as a reason for preventing change to working situations included, job sharing between two 

women where the same facility had been previously arranged for two male colleagues of equivalent 

rank, the working of periods outside of normal working hours unsuitable for persons with care 

responsibilities, and the drawing up of job requirements where aspects that allow for flexibility 

have been excluded intentionally. Even matters such as limiting key meetings to ringfenced hours, 

although enshrined in policy, have been allowed to flaunt said policy on the grounds of ‘business 

needs’. As stated by a junior member of staff, “The challenge for management lays in finding a 

balance between personal wants and the needs of the organisation…but for now, the functional 

needs of the organisation decide managerial actions” (GFS Site 1 Interview 4).  

Of course, there will be times at which unanticipated issues that need immediate attention occur, 

but the risk therein lies the potential for every issue to be regarded in this manner if a considerate 

effort is not made to prevent so from happening. The examples given above, although not 

specifically designed to exclude one segment of the workforce over another, when considered with 

the roles and expectations in both behaviour and action placed on women in modern western 

society, shows an inexcusable situation whereby women are being penalised unfairly. Albeit that 

this discrimination may not be intentional, and it would be hoped that nowhere was such action 

taken specifically to limit female potential within an organisation, this does not absolve 

organisations of obligations to provide a fair working environment. Especially those that are 

believed to be at the forefront of progressive policy adoption. This is how public organisations can 

appear to be holistically changing for the better of all through policy creation, yet at the same time 

actively be undoing their own development due to the organisation ‘reality’ being perceived by 

decision-makers as being that of one that is time-constrained and permanently under pressure to 

deliver. In summary, again this shows a conflict in logic that can complicate how an employee 

understands their situation. On paper, their place of work is very progressive, but in reality, certain 

methods are enacted to curtail certain policies. Newly enacted policy provides an organisation with 

a repertoire of arguments when it comes to defending their track record of female empowerment 

and inclusion yet allows certain historically discriminating functions to presume as normal. An aura 

of infallibility in the organisation not only appears to influence the behaviour of the subordinate 

but also that of the decision-maker. Whether it be down to ‘keeping up the charade’ or a devout 

belief that what they are doing is indeed the best possible outcome, senior members of staff seem 
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either unaware of the challenges concerning staff lower in their organisation or are indeed aware 

of issues but have a fear that acknowledgement relinquishes them of their ‘cutting edge’ standing 

and potentially could incur legal action. From conversations had with managerial staff across all 

interview sites there is a general consensus of satisfaction with how things are currently progressing 

with managerial participants evidencing progress on recent events or initiatives. One such 

interviewee states that “Yes, we have quite a few initiatives and training sessions here for women 

in Public Service. We have Mentoring, which is aimed at women moving into leading, higher 

advanced positions. They are accompanied for a year to show paths for their careers, give input on 

career planning, qualifying workshops from small talk skills to deeper knowledge subjects, then we 

have a campaign called Lautstark, which aims at empowering women to speak up in gender 

discrimination issues and we have just recently introduced classes regarding the #MeToo initiative 

about sexual harassment and how to recognize and fight it. So, a lot is done here to empower 

women”. This is evidence of a detachment between the perceived realities of junior and senior 

staff. While junior-level workers are aware of shortcomings within the organisational policy that 

still create workplace difficulties, generally speaking, the consensus amongst senior management 

is that problems are either addressed or curtailed to a point of insignificance. By extension, within 

the pool of candidates interviewed, subordinates seemed willing to accept that considerable effort 

was being taken by my managerial staff to address their concerns, resulting in a cultural belief that 

it is only a matter of time until things improve. 

All these things mentioned play a part in creating a scenario whereby there is a widely held 

assumption that the public sector is at the pinnacle of gender policy implementation and due to 

this most people look inwardly for reasons for why they are not achieving their goals. Individuals 

then attribute external factors for their lack of progress, such as parenthood or caring 

responsibilities. 

“Men trust themselves more than women do when it comes to more responsibility. Women think 

longer about what it means for their private lives, for the family. Is it compatible? I think for men, 

careers are still planned on a straighter path than women can plan theirs”  

– GFS Site 1 Interview 6 

“From my experience in this institution, women do have more caring responsibilities, whether it's in 

the home or in childcare. I've already known a number of women leaving because childcare costs 

are the same as their salary”  

- DBN Site 2 Interview 1 

“I think that some women are held back (by external factors). I know there are a lot of women in 

more senior positions that think that some women are held back in career advancement in terms of 
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their families and in terms of, you know, the workload and the impact that it would have on them 

at home”  

- DBN Site 2 Interview 2 

5.2.2. Organisational Policy Boundaries 

It is a commonly held belief that parenthood is a personal decision that entails a level of 

commitment that undoubtedly will have an adverse impact on work output. As it is not seen as a 

matter that concerns the individual’s place of work, then few expectations will be made of the 

organisation to alter their practices to suit the new time commitments of said individual. With the 

act of parenthood, and all that that entails being very personal in nature, the majority of associated 

pressures are placed solely on that the parents to make suitable arrangements in regard to working 

life. Decisions to pursue part-time employment or which parent takes parental leave are commonly 

decisions absent of employer input. In essence, although improvements to policy have enabled 

workers better flexibility, safeguarded job security for new parents, and has expanded allowances 

for both maternity and paternity leave, having children can still be seen as being a detriment to 

both one's career and the wider organisation. This has led to people foregoing having children or 

relationships to progress, although at the same time the institutions they work for want to promote 

better work-life balance.  

“It is not an accident that the office I work in, that the two of us who are in charge there, I have no 

children and my colleague, um, my colleagues, children are grown up. That's not an accident. It's 

also not an accident that the people who are in that post before us, (they) either had no children or 

their children were grown-up”  

– DBN Site 1 Interview 6 

This only serves to reinforce the idea that career-limiting factors are self-inflicted and not inherent 

within the institutional system. Whether the answer is for employees and their employers to discuss 

such matters in a more open manner is itself an issue for discussion, but interview data indicates 

that during time away from work due to parental obligations workers feel left out of the day-to-day 

activities that occur within the office space.  

“I've been off on maternity (and) I never heard from my line manager - I was kind of shut out of the 

loop and it was difficult for me to understand what was going on”  

– DBN Site 1 Interview 2 

It is necessary to note that the persons involved in this study would be considered above average 

in educational attainment within their national populations. Most have stated during interviews 

their achievement of multiple university-level degrees. This is mentioned to provide context to the 
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previous statement, which may not be applicable to a wider base of workers who have devoted 

fewer resources to their personal education. 

However, for the workers interviewed this creates a feeling of being out of sync with the 

organisation and can lead to opportunities being missed due to lack of inclusion. Again, the worker 

will not see this as a direct flaw of the organisation, but as a consequence of their decision to take 

time to raise a child. The same can be said about caring for the elderly or any other event that 

requires an individual to reduce their hours or take an extended leave from their work. From the 

accounts collected, we can deduce that although changes in policy have been welcomed and have 

in some cases allowed for better flexibility in working arrangements, the lasting negative 

connotations of taking time away from work to focus on external matters still exist. It may also be 

the reality that such policy changes have done little to support the career progression of returning 

parents. Perceptions of workers view policy changes as having mostly only made the process of 

exiting the workplace easier, and not much has been done to address issues they face upon 

returning to the organisation. They are very much still expected to perform and spend the same 

amount of time as others that have fewer external commitments. Promotions and evaluations are, 

for the sake of equality, judged on similar parameters and thus the individual who is more available 

will usually benefit from better job benefitting experiences and opportunities. Again, under the 

guise of ‘equality’ organisation practices are not seen to be dysfunctional and unfair, and reasons 

for the limiting of one’s career is internalised and explained by factors that the organisation has no 

influence over. This allows the continuation of gender-based inequality to continue, especially 

when you consider worker progression to senior posts. It may sound malicious, but the 

advancements in policy that have given individuals more control over their working arrangements 

have also permitted organisations to shift culpability of decision making away from the employer. 

If an employee decides to take time off work or go part-time, then the organisation cannot be held 

solely responsible for the underdevelopment or progression of said employee. To avail of many of 

the benefits new policy brings creates cost for the employer in some shape or form. Whether it be 

the cost of training and hiring cover, maternity leave, or even the perceived reduction in 

productivity that comes with home working. Availing of these new policy measures is seen by many, 

employee, and manager alike, as a necessary evil that must be permitted due to the realities of life.  

However, those not availing of such allowances are thus considered to be not ‘rocking the boat’, 

and their actions can be interpreted as a commitment to the workplace. In the modern-day context, 

it is predominately women who will avail of flexible workplace arrangements, and thus with 

everything above considered, men are considered to be more committed to their career as they 

are given the advantage of placing it as their top priority in most situations. This displays itself 

frequently within heterosexual couples and serves to reinforce gender stereotypes both role and 

trait based.  



 

105 
 

“We have to bear in mind maternity leave is considerably longer than paternity leave um but usually 

you'll find that woman take the time off because economically it just fits better with the working 

family” 

– DBN Site 1 Interview 2 

5.3. Workplace Assumptions and Obligations Summary 

To summarise the findings in relation to answering the first research question, it can be deduced 

from both literature and collected data that it is normal for a human to progress through life 

adopting new ways of viewing reality based on the experiences that they encounter from a 

multitude of sources. This is said to be true for every person, including those interviewed during 

this research process. Both the UK and Germany share many of the same influencers in respect to 

social acclimatisation. Previous generations in both national contexts contribute considerable 

amounts of interest in the development of the next. Parenting, education, and mass media are all 

dictated by a shared public culture. All aspects of this culture continue to shape human beings 

throughout their lives, continuing well through their working careers.  

Individuals carry with them schema and understandings of reality from outside of the workplace 

into their places of work, as it is required of them to have some form of ‘rule book’ by which to 

function in social situations. Although the workplace may not agree with every aspect of a person’s 

shared public culture, it is relatively powerless to prevent social aspects from wider society 

occupying the workplace also. In this way, workers apply social schema to institutional contexts 

whenever it may not be entirely appropriate to do so. This is not a fault of either the organisation 

or the individual but is merely a matter of the individual guaranteeing self-preservation through 

doing what is considered right and effective in navigating one’s reality. The observable physical 

separation of home life and work is apparent, but culturally they form a symbiotic relationship that 

seeps into the other forming a single schema by which to view the perceivable environment.  A 

schema that dictates how one socialises with the opposite gender or indeed responds to 

organisation gender-based policy, does not change abruptly once someone enters their working 

environment. Although the individual may alter their outward expression of their adherence to 

schema and organisational logics in a way that is more palatable to their colleagues, the internal 

conflict between institutional logics continues within. It is in this way that the individual worker 

grows to learn and deal with gender whilst at work, and it is through this process that institutional 

logics are understood and navigated.  
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Chapter 6: Public Sector Workplace Dynamic and Culture 
6.0. Chapter Abstract 

The ensuing chapter presents collected data that portrays the third major theme: the workplace 

dynamic and culture of the public sector workplace, and its efficacy to influence the individual as 

well as collective behaviour. Analysis and discussion of this theme will aim to address the second 

research question. 

RQ 2: How do these conflicting logics shape individuals’ actions with regard to the implementation 

of gender equality HRM? 

This section is comprised of four elements, each of which are grounded in the theory of 

organisational logic and the methods by which they come about and inform individual and 

collective decision-making processes. By highlighting key components of organisational logic 

creation and application a discussion can be had about the effects they have on both the collective 

workforce and also the individual, in regard to career progression and social norms. 

The chapter initially underscores the relevance of logic adherence within the public sector, as 

witnessed across participating interview sites. The next focus is given to how managerial staff can 

use their position and status to have an acute impact on organisational policy direction and 

fulfilment. This is subsequently enhanced through the presentation and analysis of first-hand 

accounts. Lastly, this chapter highlights the case for a new way of understanding logics that helps 

to address and explain the lack of significant progress toward increased female managerial 

participation within the participating public sector organisations.       

6.1. Public Sector Logic 

Data accumulated during this study shows a high level of similarity between both the devolved 

British nation (DBN) and the German federal state (GFS) public sectors with it came to the logics 

that they instil in their workers, and also the logics that are used to justify the practises and policy 

adopted within the respective establishments. As previously mentioned, interview transcripts 

demonstrate that the average public sector worker in both national contexts places a great deal of 

trust in their organisation to do the right thing by them concerning employment practices 

associated with hiring, promotion, and general wellbeing. Each participating organisation had 

employees that expressed a great deal of pride and attachment to the organisation with many 

stating a working career spanning more than a decade. The perceived benefits of working in the 

public sectors of both the DBN and the GFS, such as good pay, working conditions, and pensions, 

were cited widely as reasons for why many continued to work within the organisations involved in 

this study. Although many participants mentioned historical moments of dissatisfaction with the 

organisation that they worked for, all ended up stating that they were satisfied with how their 
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organisation was currently operating. Logics that appear to be governing the public sectors of both 

nations are that of professionalism, secrecy, and authority. By professionalism, it is meant that 

logics pertaining to the idea of workplace privilege and inherent devotion to accuracy are held with 

great esteem. Data suggests that to work in the public sector is a matter of great responsibility and 

workers should feel fortunate to work for such an organisation. With this comes the desire to work 

in a manner that reduces risk and eliminates mistakes so that the whole workforce can benefit from 

good outputs. It was witnessed by the researcher that each organisation placed a great deal of 

energy in projecting an atmosphere of union firstly between staff within departments, and secondly 

between departments to formalise a logic of each worker being integral to the success of the whole.  

Although all organisations that were represented in this study all displayed an intention to create a 

cohesive network amongst its staff members with the purpose of increasing communication whilst 

reducing human error, there was a noticeable difference between how organisations sought this 

out based on their national context. It was apparent that DBN public sector organisations involved 

in this study sought to engender an atmosphere of competence and expertise above all else. 

Interview data collected from workers at said organisations expressed how this created a fairly 

unwelcoming working environment in the sense that human relationships were placed second to 

productivity and output. That is not to say that the organisational culture is detrimental to worker 

ability, but that individualism and emotion appears to have been eroded from workplace processes 

in favour of efficient communication and the delivery of targets. Participants reported experiencing 

an atmosphere where workers are siloed based on their expertise and only limited contact is had 

with personal outside of their daily working group. In fact, it was mentioned on multiple occasions 

that the use of withholding information to create an impression of power in oneself is a commonly 

used tactic within DBN public sector organisations.  

“Mistakes were being made because there was no communication and that was all about 

withholding information because you lot don’t need to know because you are down here, and we 

need to know cause we are up here”  

– DBN Site 2 Interview 3 

“It's something that I've drawn to my manager's attention a whole load times, you know, if this 

person leaves, we are we're up the creek without a paddle because there's so much information in 

that person, there's so much knowledge and experience and they just won't share it. When he's been 

asked to share it, he gets his back up and the feathers get ruffled” 

 – DBN Site 3 Interview 3 

This was reported to be even more prevalent between staff that do not have daily contact, and in 

most cases work in different areas of oversight. Fear of sharing too much information so that others 
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take credit for personal endeavour appears to be at the centre of this culture that holds efficiency 

and precision above social human interactions. This phenomenon of withholding information, 

based on collected data of German public sector workers, does not appear to be anywhere near as 

prevalent or expected within the GFS public sector organisations. 

“That is sometimes used as a strategy, but not here”    

– GFS Site 1 Interview 1 

Quite the contrary is thought to be the norm in truth. Public sector workers in each of the German 

organisations interviewed created a detailed picture of how the atmosphere is one of learning 

through human interaction for the purpose of better facilitating the overall functioning of the entire 

organisation. Although professionalism, high degrees of detail and accuracy were still seen as a 

pillar in the organisational culture, an effort had been made to enable friendly social interactions 

to occur above just those that facilitate key information conveyance. An example that 

demonstrates this ideal is the open-door policy that all workers are encouraged to adhere to that 

seeks to show that all members of staff are approachable for conversation throughout the working 

day.  

By extension, the effort had been made to impart a culture by which mistakes, if reported early and 

not withheld, were, in fact, good for the whole organisation, and that fear of reprimand should not 

be a cause of concern if action was taken swiftly by the person at fault. This dichotomy between 

the two national contexts expresses a difference in logic that public sector organisations follow. 

Each organisation strives to meet targets and also be effective in doing so. However, the way in 

which human capital is managed, even at the informal level is starkly different between contexts. 

The respondents interviewed in the German public sector organisations mentioned that they were 

content to openly admit wrongdoing and be approachable as they knew that within their workplace 

culture it is not seen as ineptitude but in fact signifies the commitment to their organisation. The 

DBN situation however persuades staff members to keep a low profile and only share necessary 

information to reduce the likelihood of being held accountable for inaction or wrongdoings. It was 

not unforeseeable by interviewees that certain staff would withhold providing all appropriate 

information in the knowledge that without it errors in other parts of the organisation unrelated to 

themselves would occur. Analysis of interview transcripts from DBN public sector workers found 

that being involved in controversial discussions or disturbing the status quo was something to be 

avoided at all costs. It was inferred that some staff felt limited in regard to their ability to function 

at work by this trend, and it may well impact one’s personal drive to seek responsibility and thus 

promotion. Each of the organisations interviewed presented themselves as highly professional and 

competent, but it was acutely apparent that to German staff their work was also a provider of 

personal social satisfaction in some form, while DBN staff, for the most part, viewed work as a 
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means of serving their community and personal self-esteem. DBN public sector workers, in general, 

do not appear to view their places of work as a centre for social interaction in the same vein as their 

German peers. Especially in regard to staff found outside of their intimate office group.   

How people interact whilst being part of a group plays a major role in how they come to view their 

place within that collective. Behaviour and related actions are influenced by all manner of cultural 

underpinnings within that group context. When an individual feels able to challenge rulings 

mandated by their superiors, what is viewed as suitable to share with their colleagues, and how 

they should seek veneration and esteem are all influenced by the logics that control a group. Data 

would suggest that in the German organisations studied, seniority, although treated with 

admiration and respect, is not impervious to criticism, and critique is in fact sought as it was seen 

as a means to better the collective output. At the same time, DBN organisations do not hold this 

opinion and in fact, adhere to a principle that seniority provides oneself with a degree of immunity 

from personal attack. To suggest that a superior is mistaken within the DBN context would be seen 

as highly inappropriate and the accuser would risk being alienated by their peers for disturbing the 

peace. Although this concept should not be generalised to every person both GFS or DBN, scientific 

evidence has suggested that Germans are typically more direct with voicing their concerns to 

colleagues, whilst British and Irish nationals tend to avoid confrontation by stating their satisfaction 

with a subject when in fact categorically disgruntled (Grainger and Mills, 2016; House, 2017). This 

lack of directness expressed by British and Irish people may be a cause of this reluctance to openly 

question the capability of a superior. Whether this is true or not, the fact still stands that evidence 

from this study indicates that the logics experienced by organisations in both national contexts, 

whilst united in seeking adherence to professional standards and the fulfilment of goals, are 

inherently satisfied in a disparate manner with DBN organisations portraying a more martially 

traditional style to public service culture when compared to the more liberal and open cultural 

setting provoked in the studied German organisations.  

6.2. Public Sector Managerial Logic 

Workplace culture and the logics that are employed collectively to sustain such a culture have a 

considerable impact on the individual worker in relation to how they perceive their workplace 

situation and the opportunities that are made available to them. This will also reflect heavily on 

how they identify and interact with organisational policy of all kinds. With this in mind, we should 

then also assume that managerial workers and key staff members put in places of decision making 

should also expect to be influenced in such a fashion by culture and logics inherent in the work 

environment. In addition to these already acknowledged factors, we should also note that 

perceptions of reality and the logics that play out both internally and externally to the workplace 

will undoubtedly have an impact on organisational policy creation and application. From the data 
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collected, we can observe a moderate degree in the unity of attitudes regarding managerial and 

decision-making staff outlook towards the implementation of gender equality HRM. Within both of 

the national contexts, across all five participating organisations, interview transcripts display the 

managerial acceptance that although there are issues relating to gender equality across the 

organisations that they work for, all managerial staff are satisfied with how things currently are.  

“I believe the female and male employees are content working here”  

– GFS Site 1 Interview 1 

“We're very proactive here in terms of gender”    

– DBN Site 1 Interview 3 

Especially when in contrast with the perceived historic norms that they moved from mainly sexist 

and unfairly administered practices. This is in glaring contrast to the views expressed throughout 

this study by members of staff found at lower levels within the same organisations. Numerous 

accounts tell of a feeling that senior managerial staff are either voluntarily ignoring or obtusely 

unaware of the real cultural situation that permeates throughout their organisations.  

“I am frankly shocked about how little this has been effective here”  

– GFS Site 1 Interview 2 

“In our (organisation, we) address Equal Opportunity as a given already (as if nothing else needs to 

be done)” 

 – GFS Site 1 Interview 3 

“One woman in particular, who applied for partial retirement was being treated differently to the 

men who had already got partial retirement. (She) was just turned down…Um, I think they talk the 

talk, but I don't think they're doing enough. I think that there's maybe policies, but again, I don't, I 

don't think they're enacted, I think the need to do better”  

– DBN Site 1 Interview 5 

Whether this is due to managerial naivety, the unwillingness to admit a lack of progress, a general 

lack of subordinate input in regard to feedback, or conscious action is taken to directly limit the 

development of gender equality policy and practices, is a matter that should hopefully be addressed 

by this study. We should concede that there is a decoupling of both ends of the hierarchy within 

the examined organisations when it comes to how the current workplace reality is discerned. Both 

factions, those being subordinates and senior managerial staff, are consistently viewing the 

organisation differently and this is directly impacting how policy is created, implemented, and thus 
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experienced by both parties. We can see the difference in opinion between junior and senior 

members of staff towards how policy is being perceived in terms of suitability and effectiveness. 

Although it would appear that senior members of staff who are the persons that create and 

formalise the adoption process that policy changes will undertake, whilst at the same time showing 

contentment with the current situation and also ambition for the future, much of their discourse 

reverted to highlighting the historic progress that each of their organisations has gone through 

rather than future steps yet to be taken. This is important to emphasize as it is a distinctly different 

path of discourse to that of junior members of staff that are usually the group that experience the 

changes brought about by such policy amendments. Whereas managerial staff tend to dwell on the 

successes of the past and how things have improved thus far, their subordinates give more 

credence to their concerns of the future and how policy, or the perceived lack thereof, will 

negatively impact their future progress or work-life balance. At the core of it, interview transcripts 

suggest that persons in the position to influence and enact policy changes within the organisation 

are more likely to believe that the situation has progressed sufficiently to a point that gender 

inequality is negligible. On the other hand, it would appear that staff at lower levels within the 

organisations, outside the ranks that create and enact policy, still witness flagrant issues within 

their respective organisations. Issues that are perceived to be remedied by decision-makers, such 

as workplace flexibility, promotion and training equality, workplace culture, and reporting and 

arbitration processes, are all still matters of concern for public sector workers further down the 

hierarchy.  

Something worthy of note is that although in both national contexts policy influencing staff appear 

to share the same opinion that sufficient progress has been made and that their subordinates are 

satisfied with the current situation, there are notable differences in the degree to which 

interviewed subordinate staff voiced their dissatisfaction during the interview process. That is not 

to say that public sector workers from one nation were completely satisfied with workplace policy. 

In fact, the exact opposite. The vast majority of lower-level staff that were interviewed, across all 

participating organisations, had some grievance with how organisational policy was legislated and 

overseen. However, during the interview process on average staff members based in DBN 

organisations were more forthright in stated their perceived flaws in the system than interview 

participants located in German organisations. At first, this may appear to be in direct conflict with 

the earlier stated phenomenon in which it should be expected that German nationals should be 

more forthright in their communication whilst British and Irish nationals should be expected to be 

more reluctant to verbally display their dissatisfaction. This was not the case in the discourse which 

occurred between the interviewer and the interviewees. Potential reasoning for this however could 

be related to the degree to which German workers in the observed organisations felt able to 

approach managerial staff in the spirit of honesty and full disclosure without fear of reprimand. It 
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could be this allowance for open, and sometimes difficult, communication with one’s superior that 

may have led German participants to feel as if their concerns were being dealt with properly and 

therefore was able to feel more at ease with the policies of their workplace. In the case of DBN 

public sector workers, however, it would appear that a lack of channels for communication with 

senior members of staff and a reluctance to stand out from the crowd may have led subordinate 

workers to feel as if their concerns would either not be taken seriously if they were raised, or that 

it was too risky on their part to highlight their displeasure with the current status quo. This may 

have led to the relaxed judgement-free environment of the interview process to be a mechanism 

for many participants to vent their frustrations as they might have felt their views were being 

treated seriously.  

In summary, communication issues within the DBN context seem to prevent senior staff from 

getting a realistic picture of the dominant organisational situation. Managerial staff in both national 

contexts appear to want to believe that their efforts have created a much better situation for all of 

the workers in regard to gender equality, and in many cases it has. Nevertheless, there appears to 

be a distinct reluctance on part of policy decision-makers to acknowledge that they still have much 

more to accomplish before true gender equality in their respective organisations is achieved.  Too 

often does it appear that the creation of certain policy and events promoting disadvantaged groups 

within the workspace are enough to warrant a declaration of ‘mission success’. From what data was 

collected we can infer that limited follow up work is carried out to report on the direct correlations 

between such policy and events and the progression of its supposed benefactors. It would look to 

be fair to say that as long as gender equality related events and campaigns happen, it does not 

necessarily matter what impact that they have. There is concern that in certain organisations 

pressure for public sector organisations to appear to be active in the field of promoting equality 

forces decision-makers to act through fear of retribution rather than through genuine willingness 

to tackle the issues at hand. Again, we are reminded of the key mission of the public sector. The 

ability to maintain a productive organisation that is able to meet the objectives as stated by the 

local and national government, in a manner that is effective, efficient, and stable. The potential 

approach by management to ‘patch up a leaking ship’ to prevent it from sinking is not sustainable 

and underplays the importance of achieving lasting gender equality.  

Public sector managerial logic can be condensed down to the pursuit of keeping the organisation 

running without incurring unnecessary risk or jeopardising the sustainability and stability of the key 

services they are in charge of administering. In light of restricted budgets, economic unrest, and 

political turbulence experienced by all participating organisations, expanding gender equality policy 

and best practice protocol is most likely not of key importance. Especially when the core ambitions 

of the organisations in question are being threatened. As in the opinion of the managerial staff 
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interviewed, a lot of positive change has already occurred the desire to sink further resources into 

an endeavour with depreciating returns is not a venture worth addressing in the current fiscal 

environment. It is much easier both in time and material cost to advance policy that lifts 

participation in a cause from 0% to 25% than it would be for them to do the same from 25% to 50%. 

After the initial ‘wave’ of willing participants have got onboard with the new policy changes, you 

then have to convince the less willing staff members and holdouts. This is the very essence of logic 

confrontation and those that show reluctance to change can only be won over in the long run when 

sufficient resources are maintained for the foreseeable future to solidify the logic change. The 

current apparent lack of lasting support for public sector gender equality policy changes is the 

Achilles heel to gender equality in the public sector working environment and must be addressed 

in tandem with other issues mentioned in this chapter if an enduring change is to be assured.   

Overall, managerial logic in the public sector is one of conservatism rooted in the protectionism of 

the core processes that each organisation has been assigned to. It is a difficult decision for a senior 

manager, to allow for activities to take place that endanger the organisation for which they have 

been employed to safeguard. For this reason, gender equality policy is thought to be generally 

considered a distraction from the key functions of the organisation and is therefore widely limited 

in reach and ability to make meaningful change. Anything that is not viewed to benefit the 

organisation in achieving its intended goals will not be full-heartedly supported by the majority of 

managerial staff. To this end, the benefits to the worker of a more equal and equitable working 

environment must also be seen as a benefit to the wider organisation. It is apparent from data in 

German organisations that this process has already begun, yet DBN organisations appear to be 

unwilling to make this connection as the initial costs are regarded as being insurmountable by many 

in managerial roles. All organisations involved in this study, regardless of national context, do have 

actors (including in some cases managerial staff) that support the expansion of gender equality 

legislation, however, for a number of reasons including, a lack of decision-making power, the 

general bureaucracy of the public sector, and the reluctance of many to act from fear of disturbing 

the peace, make lasting meaningful progress difficult to accomplish. Understanding ways in which 

logics that influence policy creation and adoption evolve and move within a public sector 

organisation are key to addressing the current inability of policy to achieve durable success.  

6.3. Public Sector Organisation as a Vessel of Logics 

Over the course of the interview process, all participants were encouraged to give examples in the 

recent history of policy changes or events that were a product of policy changes that they believed 

to have helped secure gender equality and equity within the workplace. The majority of answers 

were related to events that promoted the notion of females progressing to managerial levels. Such 



 

114 
 

examples of ‘Women in Politics’ were used to show that organisations had been aware of certain 

imbalances in options available to women within their workforce.  

“By the way, there is an event tonight that deals with the topic of "women in politics". Because 

women are still underrepresented in parliaments”  

– GFS Site 2 Interview 13 

From what was discussed these types of events focused on equipping certain demographics to be 

better positioned to utilize what the organisation had to offer. In essence, from a logic perspective, 

these events seem to promote the adherence to pre-existing organisations logics as a means to 

secure progression within attendees’ careers. This way of helping persons to progress in their 

careers only serves to solidify the idea that it is the fault of the individual for slow progression rather 

than a fault of the organisation. Predominantly female employees are being fed the message that 

they need to adapt their reality in regard to behaviours and actions to fully achieve their potential. 

This process achieves the proliferation of the residing logic and reduces the risk of a new way of 

thinking from gathering strength enough to challenge the current status quo at management levels. 

We have to remember that the public sector is not designed to find contemporary means of 

generating profit. Nor it is designed to follow the capitalist notion of continuous growth. Public 

sector organisations have the task of delivering a service to the general public within a 

predetermined budget that balances both cost and performance.  If the current method of 

adherence to residing logics appears to achieve the intention of the organisation, then securing the 

status quo will be considered vital. To use the phrase ‘don’t fix something that isn’t broken’, public 

sector organisations that continue to reach the majority of intended functions will see no reason to 

adopt a new logic that could risk their operating potential. Again, we reference Tsang’s (2017) work 

that highlights that for a new logic to generate enough backing to be able to rival that of the pre-

existing logic, we need a crisis that is usually brought about by the residing logic not serving the 

needs of the organisation anymore, due to a change in the perceived reality of decision-makers. 

Under the current setting, without a situation in which the current working practices of public 

sector organisations do not achieve the goals set out by their funding governments, only minor 

alterations to policy will be applied throughout the organisation and even then, they may be short-

lived. Policy changes that exist in conflict with current organisational logic run a risk of being 

reversed or modified to better support the tenets of the preferred logic. For example, if cost-cutting 

is favoured over expanding hiring processes, then the likelihood of policy expanding workplace 

expenses will assumedly receive strong criticism. In the same way, if the majority of policy and 

decision-makers within an organisation perceive promotion procedures and associated policy to 

follow all required gender equality laws, then any movement towards strengthening such policy 

may be seen as futile and unnecessary. Yet again the notion that disturbing a ‘well-oiled machine’ 
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from completing its set objective based on the chance of improving an already acceptable system, 

is a risk many senior managers would be unwilling to take. In fact, they are right to do so, as it would 

be considered normal behaviour in managerial terms to forgo some limited benefit to avoid a large 

risk to daily operations. Similar to how we each create our own personal schema to help survive 

and navigate in this world, we also apply criteria that have to be met for organisations to function. 

Disturbance of those functions is innately ill-advised; in the same way, it would be ill-advised for us 

to significantly alter our personal interactions with our friends or family if we are seeking stability 

and predictability. Predictability is something that all managers of both private and public 

organisations crave. It allows our perception of reality to continue unhindered, and without it, a 

vacuum is created which constructs a crisis that demands a new logic suitable enough to bring about 

an immediate realignment of the organisational processes back to the desired status quo.  

It is believed, from the accounts provided by staff members at all levels within a number of public 

organisations, that in both the DBN and the GFS there is a homogenous logic that appears to be 

applicable to each managerial context. A logic comprised of a mixture of the need to remain true 

to purpose and a fear of what is perceived as drastic change (or at least change that is too hastily 

taken) is core to the way in which human resource policy seems to be created and implemented. 

That is not to say that all of the people involved within the decision-making process hold identical 

perceptions of reality, but a lot of pressure to secure the functioning of their respective 

organisations due to their very nature being in the public sector creates an aura that protecting the 

continuation of the processes that deliver key targets is prioritised above all else. Again, going back 

to the prevalence of ‘business needs’ being used as justification for worker unfriendly practices, we 

can see a desire by management to restrict change to the minimum requirements were possible. 

Balancing organisational productivity with organisation development is of course challenging at the 

best of times, but due to the basic perception that policy changes relating to gender equality and 

equity are either too risky to undertake in the present state of the organisation for fear of causing 

disruption, or that they provide no perceivable benefit to achieving the goals of the organisation, it 

can be argued that such policy changes are seen as opposed to the core duties of the organisation 

upon conception. Due to this, policy changes to how the worker is treated, not only in regard to 

gender, tend to be relatively slow when compared to policy affecting front line services or cost-

saving measures. This opinion of gender-related policy can also be seen to manifest in the form in 

which policy and consequent events take shape.  

“During the last legislative period, we have renewed the country´s gender equality law. It was 

twenty years old and took four complicated years to upgrade”  

– GFS Site 1 Interview 1 
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Not only is policy slow to be ratified (due to the inherent bureaucracy that is required of tax-funded 

organisations, and the politicking of public sector organisations), the means by how it is executed 

may result in initial intentions of the policy not being fulfilled in the manner agreed upon. An 

example within collected data demonstrates a real-life contemporary scenario in which an event 

with the intention to encourage more women into managerial roles was designed and promoted in 

such a manner that it excluded a number of women seeking help to progress to managerial posts, 

and in fact was only offered to staff members of a certain rank that already had managerial 

responsibilities.  

“There was a sort of, there's a women's network, but really it's aimed at the sort of, not even at 

middle managers, but higher managers”  

– DBN Site 3 Interview 3 

It appears as if the event was innately flawed in the way it was conducted as it was seen by this 

staff member as only addressing providing support to senior employees who already had the 

required skills and confidence to operate at such a level. It would also seem that this event did in 

no way serve to address the lack of female applicants to managerial posts. It only functioned to 

benefit the persons who had already made the transition to management. As the majority of staff 

at senior levels within public organisations are male, this event continued the societal logic that 

men are better suited to certain roles of power by not only discouraging women from efforts to 

progress but also instilling a degree of self-realisation amongst the predominantly male senior 

workforce serving to support their pre-existing schema and the idea of who should be given 

authority and who should not. This could be interpreted as suggesting that people, especially men, 

hold simplistic versions of reality: however, it could be argued that people will build stereotypes of 

who deserves what based on the people they view as having already achieved or have been denied 

certain items or functions. As leadership is one of these functions that people attribute to only 

being destined for certain people, any limitation to a section of the workforce that is predominately 

female attending leadership workshops will have negative long-term implications on the views of 

both the organisation and society on the deservedness of female leadership. We have to remember 

that it was not all too long ago that people were perceived to be less deserving of certain 

accommodations provided by a western society based on their skin colour alone as if such an 

attribute would limit one’s ability to carry out certain functions. Organisations cannot be complicit 

in the indoctrination of the working masses into the presumption that a certain gender is not 

worthy of a position due to a system that is outwardly seeking their inclusion but is in fact excluding 

them in practice. Historical measures taken to partition groups based on distinct features endorsed 

the idea of superiority and caused substantial long-term damage to both the perception of society 

towards these individuals and also how the individuals themselves perceived their place in society. 
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Similarly, when events to promote people progressing in their careers exclude certain groups more 

so than others, then an assumed inherent flaw in the said group may form the logic of the day. This 

process could be claimed to have already occurred for women seeking to enter positions of 

authority and decision making.  

Other examples where exploratory groups to other public services in other nations were recollected 

during the interview process which demonstrated that although interest was being placed in the 

best practice of other nation’s public services, it had little effect on the process or policy on any of 

the organisations taking part in this exploratory venture. In fact, personal accounts show that even 

when persons that were not thought to be pro-change to certain matters of parental leave changed 

their minds during the course of an investigate trip to another nation, their enthusiasm for change 

quickly dissipated upon returning to their place of work. 

“It had a lasting impact on some of the politicians that were involved in that review because they 

were the ones that it was happening too…what the political parties are doing to actually encourage 

women here is actually very little. So, they obviously took that information back to their parties, but 

when they returned there hadn’t been much offered in order to address that”  

– DBN Site 1 Interview 1 

We can assume this quick depletion in the eagerness for change to be due to the reintroduction of 

the organisational decision-making logics upon returning to their original place of work. To again 

reference Tsang’s (2017) work, for an environment in which an organisation can transition from 

one logic or way of doing things to another, the majority of the workforce needs to be on board. As 

only a minority of staff were able to witness how they could develop their practices first-hand, 

eagerness for change begins to wane when encountering a tide of resistance from colleagues, 

presumably both superior and subordinate in nature.  

From the accounts provided during the course of interview collection, it would appear that the 

majority of action that has been taken by public sector places of work to better bring about 

uniformity in how individuals are treated and also what they can expect from their working 

environment, albeit through well-intentioned policy, seems to inadvertently prefer to associate the 

change required to come from the worker and not the organisation. Modern accommodations such 

as ‘flexible working’ have become part of a toolkit that suggests progress and forward-thinking 

when it comes to the discussion about workplace equality. Yet policy acclaimed to provide workers 

with better working arrangements and the ability to have more say over the working day, in many 

situations does not deliver on this promise. A common way in which organisations of all functions 

have sought to promote flexibility and accommodate their workers with external commitments is 

by moving away from the traditional nine to five, five days a week, a working arrangement that has 
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been the staple for much of western working practice in recent life. Allowing workers to decide 

their own hours and be able to work off-site, even at home, suggests a fairer environment that 

affords both the male and female equal opportunity to invest themselves in their work in a way 

that suits their daily needs. In fact, however as discovered during the interview process actual home 

working still expects the same level of time commitment and prioritisation of workplace 

responsibilities, resulting in limited if any real-world benefits to flexibility in working hours. Even 

the entire idea of flexible working can be argued to demonstrably negatively impact the groups that 

it is designed to help. As societal expectations continue to place caring duties primarily on the 

female, flexible working only serves to enable an imbalance in external responsibilities that 

currently exists. If in the majority of heterosexual couples, the woman is expected to take time off 

work to address family matters, implementing flexible working does not tackle the gendered issue 

at hand and merely makes the process more acceptable. Of course, there are some men in 

heterosexual couples that do take advantage of this allowance to attend to family matters, 

however, they are perceived by interview participants to be in the minority. This relates back to the 

basic notion of men being providers and women being carers.  Until this idea is effectively disrupted, 

no amount of workplace policy will change behavioural patterns within relationships and their 

associated responsibilities.   

It is well understood both in academic literature and also by practitioners that the modern working 

environment does not fully enable the entirety of its workforce to meet its fullest potential 

(Røssberg et al., 2004; Raziq and Maulabakhsh, 2015; Maulidka and Isfianadewi, 2019). Reasons for 

this are fairly uniform and accepted. Key explanations for a need for change reside on the factor 

that since more women have entered the workforce in recent decades the working environment 

within a lot of established organisations, both private and public requires modification to better 

suit societal expectations that for better or worse continue to place extra implications on the 

working woman in regard to time availability and management of said time. The degree of advocacy 

for a more suitable working environment depends crucially on the opinions and beliefs of 

organisation decision-makers, as it is their efforts either positive or negative that will set the speed 

of change. What is being shown from interviews conducted however is that the majority of effort 

being made by public sector organisations to bring about better working arraignments for its 

workers appears to focus on the idea of rehabilitating the worker to adjust their outlook to better 

suit the needs of the organisation, rather than adjusting the process and policy of the organisation 

to better suit the needs of the modern worker. It would appear that the vast majority of policy and 

events are centred on the idea of making adjustments that do not detract from the current 

productivity and efficiency of the organisation. Logic appears to dictate that policy can only make 

recommendations for change that has minor or incremental modifications to the organisation. An 

example could be the extension of parental leave being extended by a couple of days, or the 
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availability to work from home one day in the week with an expectation that a set number of office 

contact hours will also be met. Although these policy changes are advantageous to someone who 

seek better flexibility in their work-life, the policy still grants the organisation the position of key 

benefactor and not the worker. Of course, the argument can be made that if policy is too liberal, 

and the functions of the organisation are not pivotal to the creation of new policy then things may 

get out of control. However, it is this mindset that gets in the way of major policy changes that can 

really achieve long-term goals. A complete rework of the understanding of what it means to be a 

modern office worker needs to be conducted to put more relevance on the needs of the individual. 

Technology is advanced enough to a point that the office space need not exist for the majority of 

workers. Set working hours are a common feature of organisations that people have come to expect 

without question, yet flexible working has been shown to actually increase worker productivity and 

happiness (Gyllensten et al., 2017). Extra factors such as not having to commute save both time and 

money for the worker, with the added benefit of protecting the environment. That is not to say that 

all physical contact between workers should be eliminated. Social contact between staff has been 

shown to improve cohesion between working groups (Samani and Alavi, 2020). However, the need 

for each individual to be present on-site throughout the entire working day, and not just during 

groups meetings, seems redundant and restricts the flexibility of the worker. Some organisations 

have moved to a system by which employees are able to dictate their hours as long as a baseline of 

a certain number of hours is meet either each week or month. Ringfencing key contact hours is also 

an option, however, it appears that some of the organisations involved with this study have taken 

a half-baked approach to this and ringfenced meetings to take place at certain times yet expect 

their staff to be present within the building at other times in the day. This effectively makes little 

difference to time commitment, other than to the parent who can confidently leave to collect their 

child from school safe in the knowledge that a crucial meeting will not be taking place at these 

times.  

“When I applied for a leading position, I was told to raise my part-time (working hours) from 60% 

to 80%, otherwise I can’t get the job”  

– GFS Site 2 Interview 6 

6.4. Organisational Logic Fracturing  

Within the organisations examined in this study, once all available persons were interviewed and 

the associated conversations were transcribed, an interesting occurrence appeared to present itself 

within the data that appears to materialise at each site. A fracturing of the organisation appears to 

occur between distinct levels within the job hierarchy that divides the workplace into two distinct 

logic following entities. Senior decision-making roles seem to exist in a different perceived collective 

reality than that which is perceived by the persons lower down the hierarchy in roles without 
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decision making powers. Where a senior manager may perceive the organisation to be functioning 

smoothly, their subordinate may see an organisation in crisis. It is believed that is this due to a range 

of factors. Those being, subscribing to divergent logics, prioritisation of goals, and the perception 

of success. These three elements enable the division of the organisation into two entities, that 

although exist within the same physical space and also serve to produce to same end output, differ 

on fundamental matters that if suitably highlighted may cause an all-encompassing organisational 

culture crisis.  

From interviews with and discussion pertaining to senior members of staff, a number of points 

worthy of mention can be deduced. Firstly, the unavoidable fact that is witnessed in most 

organisations is that the more senior the role the more it is expected that the worker will be 

required to work longer hours and have expanded availability compared to the average member of 

staff.  

“I’ve had horrendous experiences in, um, interviews way back in the day where men on the panel 

have said, that'll be long hours. What will your husband say if his dinner’s not on the table?”  

– DBN Site 3 Interview 1 

Secondly, policy that has been enacted across the organisation to help promote a work-life balance 

and the need for parental allowances has not been expressed as enthusiastically within the senior 

level or all organisations. 

“Ultimately, you have to make clear not only to men, but also to women without children, that the 

compatibility of family and work is very valuable and important and, above all, shows great 

organisational skills”  

– GFS Site 2 Interview 14 

By extension, the availability of job sharing is practically non-existent at most senior positions due 

to the degree of familiarity that is needed to effectively perform such a role. Whether it is due to 

an increase in the average worker being beyond the need for parental allowances, or the fact that 

the majority of senior staff are male and thus do not experience the same level of pressure to 

provide childcare, regardless of this the uptake of such policy is limited. In fact, it could be stated 

that adoption of such policy allowances is organisationally looked down upon across the entire 

sector, with this being acutely experienced at senior levels. This combination of elevated dedication 

to the job and reluctance to benefit from work-life balancing measures creates the perfect storm 

in which women in particular are placed at a disadvantage. When it comes to the process of hiring 

for senior positions the desire to find a candidate that both fits the proficiencies required of the job 

and the need to be available at all times, of course, those who have been raised to underestimate 
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their ability and those assigned to the majority of at-home tasks will be discouraged from applying. 

The perceived ideal traits of the senior candidate do not at present align itself well with the average 

modern female worker. Either the allocation of work unrelated to paid work has to be more equally 

administered, or the job specification and working expectations attached to senior positions have 

to be altered to better allow for female participation. We either need wider societal logics to 

change, or organisational logics to change. In the short term, it will be more beneficial to change 

the logics of the organisation, but lasting change will also require the changing of logics at the 

societal level as well. The senior role bracket within the studied organisations appears to subscribe 

to predominantly traditional views of work and therefore the logics expressed are aligned to 

support these stances.  

By comparison, the lower levels within the job hierarchy that are occupied by workers outside of 

the organisational decision-making process can be said to have adopted logics incompatible with 

the traditional ones still adhered to by their respective senior management. Logics adopted at lower 

levels within the examined public sector organisations appear to promote a better need for balance 

between work and the duties of life, including parenting and wider health issues both mental and 

physical.  

“It has to do with the fact that women are consensus-oriented. It is more important for women to 

have a stable environment. And it is the willingness to change that creates difficulties”  

– GFS Site 2 Interview 14 

Traditionally, these are the ranks in the organisational employment hierarchy that are principally 

held by women. The contemporary situation is much the same, as these are the roles within the 

organisation that have access to job sharing, part-time work, and parental allowances. For this 

reason, public sector organisations both in the GFS and the DBN have no issue in attracting female 

applicants to the lower ranks. In fact, many female interview participants highlighted the perceived 

hospitability and flexible working conditions as a key reason for wanting to seek employment within 

the public sector. So why then, if the public sector is a sought-after workplace by women, why do 

we see so few progressing to levels of seniority? It can, without doubt, be asserted that the equality 

policy enacted by the organisation is most felt at the lower end of the workforce. There is better 

expectation of the policy and an exalted eagerness to benefit from the changes. At this level, it is 

believed that the average worker either prioritises their family or other work unrelated 

responsibilities higher or at least as equal to their daily work routine when compared to their 

superior. The more senior a position a person takes on, the more willing the individual needs to be 

to adhere to the organisational logics that promote loyalty to the key goals of the organisation they 

work for, and thus concentrate on their work above all else. It should be said that this is not always 

the reality, but with confidence can be said to be the established expectation of the managerial 
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worker. In short, if one desires to transition between the two different logic entities, they must be 

willing to adopt new key logics to survive and be productive. Within this dichotomy, a separation 

of the workforce based on their perception of workplace reality creates an invisible wall that acts 

as a barrier between these two opposing entities. The wall is not thought to be fixed, and in certain 

cases could be expected to be susceptible to movement within the organisation, but for the most 

part, it is theorised to essentially act as a protective barricade to allow for the continuation of the 

adherence to traditional logics by senior members of staff. Many of which have been working within 

the organisation for decades and thus may view their preferred working environment as the most 

beneficial to their job requirements.  

“They will tell you merit (gets you promoted), but I want to know whose merit?” 

 – DBN Site 1 Interview 1 

As per the logic theory discussed in the literature chapter, we can posit that within each of the 

organisations studied there is an observable conflict of logics. That is of course to be widely 

expected in such a large and established sector, but the manner in which they are at conflict is 

peculiar and is currently not documented in academic literature. Rather than being at conflict for 

the purpose of eliminating the other, or indeed merging over time to become established as a 

hybrid logic as per the works of Reay and Hinnings (2009), a new concept is required to properly 

portray what is happening. It would appear that across all of the interview sites there appears to 

be what could be described as a logic barrier. This allows for differing logics to remain the dominant 

way of thinking and protected from an attack on their respective side of the barrier. No 

organisational wide conflict of logics is occurring and for the most part, any pursuance of logic 

change is only seemingly able to resonate on the side of the ‘barrier’ that the logics supported by 

the new changes already govern. A division by logic allows certain sectors of the organisation to 

continue unhindered by antagonistic logics present at alternate levels within the organisation. As 

the majority of the workforce appears to be in favour of gender equality policy and the pursuance 

of workplace equity, the bulk of policy that is enacted regarding work arrangements will favour 

these ideals. However, the different ‘logic zones’ within the organisation will digest and implement 

the policy to best suit the stance of the logics that are dominant. Policy that favours logics will be 

embraced enthusiastically, while policy that is thought to disrupt the norm will be diluted in ferocity 

of application. In this way, it would appear the senior managers and decision-makers can 

confidently say that as an organisation they are doing great things for the underrepresented in their 

organisation, whilst also not have to disrupt their own working habits. In a way, it would appear 

that when combined with the desire for senior managers to secure the stability and longevity of 

the public sector organisation they are effectively placating their subordinates with certain policies 
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as to provide themselves and the organisation with the harmony it requires to deliver on its set 

objectives.  

These ‘barriers’ that are implied to exist between ‘logic zones’ act as a border separating logic 

conflict. Conflict of organisational logics can still occur within the different zones, which is why a 

change in organisational employment and market strategy can still be currently observed (yet are 

confined to specific zones). Although female workplace participation may be up within entry-level 

roles (Fritsch et al., 2019), we have yet to see a dramatic widespread increase in female executives 

(Bozhinov et al., 2019).  Due to this lack of instigation towards open dispute of logics between zones, 

the barriers themselves can be expected to exist in perpetuity. Historically, a presence of tiers of 

organisational logic zone have arguably always existed within capitalist organisations that follow a 

typical vertical employment structure (Giessner and Schubert, 2007). The division of directors and 

doers along a hierarchical map cultivates a separation of ideals and thus helps form ‘logic zones’ 

that cement themselves within the organisation. Potential methods of removing such barriers 

result in relatively drastic actions which would require the restructuring of the organisation into 

one that follows a flattened horizontal approach to hierarchy. Even this does not guarantee 

freedom from logics zones, however, as there still remains a definitive partition of manager and 

subordinate. Unless further ranks within the hierarchy are established, it is envisioned that these 

barriers will not shift or be contested within the organisation. As already mentioned, these barriers 

are not actively contested and are therefore not surmised to be under any forces of change within 

the organisation. It would require a deliberate (and willing) mixing of staff members of all levels 

within an organisation, for a prolonged period of time, before these barriers dividing ‘logic zones’ 

begin to erode. In summary, separation of workers by rank and status erects an obstacle to 

communication and the formalisation of a shared reality, and consequently its supporting logics. 

Changing this phenomenon could prove difficult however if one subscribes to postulations stated 

already within institutional logic literature (Argyris and Schon, 1978; Starbuck and Hedberg, 1977), 

as already mentioned in chapter 2 section 2.2.3. 

Over time people will transition from one side of the logic barrier to the other via promotion and 

will experience a new working style that must be adjusted to. It is this ‘style’ of working where one 

must sometimes put work before family and other commitments that many see as the sign of a 

dedicated worker worthy of seniority. However, it would be better to view this new working ‘style’ 

as the entering of a new logic zone within the organisation. This barrier acts as a ceiling to some 

who do not foresee themselves able to enjoy occupying a role in a foreign working environment. 

As the logics seen to be present within senior levels of the organisation have been traditionally 

determined by men, the majority of women within the organisation who have conventionally 

occupied a position in the organisation, yet in a different logic zone, will be at odds with the lifestyle 
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that is required of making the transition to senior management. For the people who do transfer 

across the logic barrier, as they are assimilated to the new working expectations of their new role 

it is anticipated that they will become comfortable with the new logics. Interview based evidence 

such as, “When you get moved up the ladder you have to be quick on your feet to fit in the with a 

new crowd and their way of thinking – it took me some time to get up to speed, but I see the benefits 

of it now” (DBN Site 3 Interview 2), suggests that in regard to the experiences of participants, for 

those who have been promoted into senior management it can be assumed that for a period of 

time (which depends on the willingness of the individual to embrace their new working 

environment) they will undergo intensive logic conflict on a personal level until the residing logics 

of the zone that they now occupy take precedence. This is not to be confused with Nicolini et al’s 

(2016) portrayal of ‘institutional knotting’ as discussed in chapter 2 section 2.2.5. Where their 

concept had institutional logics ‘intertwining’ for the betterment of the organisation at large, this 

new concept of ‘logic barriers’ prevents such a thing from occurring and in fact, produces an 

organisation with several centres of logic espousal which are not consistently in conflict for 

dominance – as perceived by Besharov and Smith (2014) and Reay and Hinings (2009). 

Contemporary works by Murray (2010) and Shipilov et al. (2010) however do align with the 

existence of logic ‘barriers’ and ‘zones’, as they take into account the inherent influencing power 

that both external and internal social interactions and expectations have upon humans – especially 

when assembled in groups.  

As most promotions will require a higher level of expertise, a noticeable increase of potential stress 

and a heightened responsibility for one's actions, the logics that govern senior levels within public 

organisations better suit the functioning and delivery of work-related tasks. Although the working 

situation may be considered to be more pressurised, how a worker envisions themselves as being 

successful and productive, as stated by the dominant logics of their zone, changes. This encourages 

the worker to waive participation in certain policy designed to create a better work-life balance so 

as to obtain recognised success at a quicker pace, as it is this that is viewed as what is required of 

the senior staff member: devotion. This logic barrier is indeed similar by characteristics to what has 

already been recorded in the literature as the promotion ‘glass ceiling’ (Chisholm-Burns et al., 2017; 

Bertrand et al., 2019). However, the direction in which suppression of underrepresented sections 

of the organisation into senior roles is happening is the opposite. While the ‘ceiling’ is envisioned 

as a top-down suppression of particular workers brought about by unfair hiring practices or bias 

based on gender perceptions of the candidate, this purposed ‘barrier’ is in fact more nuanced and 

concealed to many its effects. The ‘barrier’ is thought to be effectively constructed by both zones 

with differing dominant logics as a means to protect the status quo experienced on both sides. 

Familiarity and adherence with the logics of one side of the divide make it difficult to imagine 

working effectively in the other unless time is given for someone to make the adjustments required 
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by the new logics. Without having substantial experience of the other side, persons of either side 

of the divide will struggle to comprehend working within the other. It is for this reason that although 

each of the organisations involved with this study has employed substantial amounts of time and 

resources to elevate underrepresented groups within their organisations, up until now there have 

been minimal changes to job distribution by gender. Thus, resulting in the assumed need for hiring 

quotas for management positions. In summary, the existence of two, if not more, zones divided by 

differing logics diminishes the willingness of someone to put themselves into an uncomfortable 

position and disturb both their personal status quo and also that of the wider organisation.  Why 

men are less impacted by these logic barriers within the organisation are due to the self-belief 

instilled at a young age that they are destined for positions of influence and that they can 

accomplish things easily, and also the inexcusable fact that the logics occupying most senior levels 

within organisations are more easily incorporated into the schema and daily lives of the average 

male, who feels more at ease both from a societal and family perspective to devote themselves to 

their work above all else.  

As senior positions will inevitably have more control over the policy that is enacted, they will also 

have control over to what degree it is applied and where within the organisation. While senior 

managers and decision-makers feel that existing policy suits their needs, and from their experiences 

with other persons in their situation, see no issue with the way in which policy is being implemented 

within their organisation, they are largely blind to how workers in other logic zones are perceiving 

policy. This is evident from the data in that senior managers, whilst happy with how the 

organisation currently exist in regard to gender policy action, do not seem to be aware of the 

continuing dissatisfaction brewing within their subordinates. This is not only due to how an 

individual perceives policy based on their own personal understanding of the needs of the working 

environment but also appears to be a collective understanding that is held amongst the majority of 

senior members of staff.  
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Chapter 7: Conclusion Chapter 
 
7.0 Chapter Introduction 

This chapter incorporates insights from across all chapters within this thesis to provide a succinct 

overview of the complete research endeavour.  Beginning with a summary of findings, this chapter 

presents a concise presentation of notable conclusions arising from this venture. This is then 

followed by a section that presents ways in which this study has provided theoretical contributions 

to the academic fields of institutional logic theory, organisational behaviour, and more widely the 

field of human resource management. Following this, a portion of this chapter has been dedicated 

to presenting the practical implications of this study relating to real-world practices and procedures 

currently carried out within the examined public sector organisations. Areas of potential further 

research have been listed towards the end of this chapter, with a brief chapter summary upon the 

chapter's conclusion.   

7.1. Summary of Findings 

To conclude this thesis, it is only right that a succinct exhibition of the findings of this research are 

presented to adamantly illustrate and justify the need and academic value of this research venture. 

As the finer details have already been discussed in light of the collected data and appropriate 

academic literature throughout this chapter the findings discussed below will be concise and 

trenchant.  

Again, the purpose of this thesis was to address and answer two specific research questions. 

1. How do individuals conceptualise, make sense of, and navigate conflicting institutional 

logics surrounding gender and work in the two different institutional contexts of the UK 

and Germany? 

2. How do these conflicting logics shape individuals’ actions with regard to the 

implementation of gender equality HRM? 

This study had the intention of exploring the impact of institutional logics on the career progression 

of female works within the contexts of the devolved British nation (DBN) and German federal state 

(GFS) public sectors, with a special focus on how organisational policy intended to better facilitate 

the transition of said workers in managerial roles was created, implemented, and acknowledged 

within the public sector working environment. This study was specifically interested in how the 

individual worker viewed the efforts of their workplace organisation with regards to tackling 

perceived issues linked to gender inequality, such as childcare provision, unequal pay and 

opportunities, and worktime flexibility. Grounded in the review of literature in Chapter 2, both 

individually and collectively endorsed cultural expectations of modern life at home and in the 



 

127 
 

workplace were found to influence the decision-making processes of the individual, with acute 

ramifications for female workers with regard to personal ambition, self-belief, and expectancy of 

working life. Furthermore, based on the analysis of the public sector contexts of the DBN and the 

GFS, as discussed in Chapter 4, there appears to be a decoupling of organisational culture between 

junior and senior levels within the organisations studied, which impacts the perceived realities of 

workers within a single organisation thus influencing the direction of policy, use of resources, and 

ability to identify areas of concern within the organisation relating to female inclusion in managerial 

posts.  

DBN and GFS public sector workers similarly felt fulfilled in working within their respective public 

sectors, as this provided them with a sense of purpose and privilege in being part of something 

positive for the wider community. Yet, data collected exposed a reality in which female workers, 

and in particular young mothers, found it difficult to feel both effective in the workplace and also 

socially active in spaces outside of the workplace. This is reflected in the academic discussion which 

depicts the modern western woman as still being subservient to conservative expectations of 

mothering and being the primary carer within a family unit. Although significant attention has been 

given to this issue in recent years, both within the workplace as well as in wider western culture, 

the pressures to conform to the ‘perfect woman’ still continue to persist.  Throughout interviews, 

it was made apparent that for DBN and GFS women of all ages, performing the role of motherhood 

was more important than securing career aspirations if the latter risked the former. This provision 

to protect the daily functions of motherhood appears to accumulate strength the further up a 

hierarchy a female worker progresses. However, that is not to say that certain women do not decide 

to pursue career goals above motherhood, but that the internal conundrum of feeling guilt for 

putting work before children still remains for the majority of DBN and GFS female workers 

interviewed.  

Furthermore, the study found that DBN and GFS public sector workers felt that their respective 

organisations were putting in significant effort into challenging the wide organisational issues 

affecting female inclusion. Both sets of workers agreed upon the notion that the public sector 

situation regarding gender equality and workers’ rights, is and should remain to be considerably 

more advantageous to them than what they could reasonably expect to experience within the 

private sector. A deep-rooted assumption that the public sector was by virtue better placed to 

tackle inequality and social issues than the private sector galvanised both DBN and GFS workers in 

accepting that although their respective situation wasn’t perfect, alternative careers wouldn’t have 

provided a better outcome. Collected data surrounding organisational schemes and programmes 

to address a lack of female inclusion within managerial positions lacked efficacy for either being 

targeted to persons who already had made the transition to management or included no tangible 
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measures to address the causes of the problem. For example, all organisations involved utilised 

talks and workshops to encourage women to apply for senior posts yet the reasons for why many 

didn’t apply remained unaltered, such as perceived workplace inflexibility and external social 

pressures associated with childcare.  

The personal expectation of gender within the shared workspace played a significant role when 

considering the reasons given for why certain workers had chosen not to pursue career benefitting 

opportunities. The desire to fit in and portray perceived working norms with the immediate working 

environment has curtailed many female workers from demanding swifter action in a plethora of 

areas. When taking into account all of the interviews conducted for this dissertation, it can reliably 

be said that participants demonstrated behaviours and attitudes that one can expect to witness in 

wider society. Current academic thought implies a process of social indoctrination by which a 

person from early in their existence will be influenced by a number of sources, including parents 

and guardians, media, education, and social interactions in general (Bissoli,2014; Mandler, 2014; 

Rosenthal and Zimmerman, 2014; Perse and Lambe, 2016). The participants involved in this study 

are thought to subscribe to a highly similar, if not identical, form of social conditioning. Within both 

national contexts, both the informal and formal processes by which a human finds themselves 

existing and navigating their reality are exceedingly comparable. Although each context 

experiences a different national culture the main tenets are the same, and social expectations of 

age groups and genders are analogous. Again, this finding only applies to those who participated in 

this study; however, the evidence does indeed suggest a mutual expression of reality 

conceptualisation and navigation amongst studied DBN and GFS public sector workers. 

What this means for academia is that the already established notions and theoretical processes of 

social acceptance and assimilation within western Europe (Bissoli,2014; Mandler, 2014; Rosenthal 

and Zimmerman, 2014; Perse and Lambe, 2016) appear to be visible within this dataset, but also 

that more specifically public sector organisations within both parts of the UK and Germany are 

comprised of individuals with a diverse range of social acclimatization and thus it should be inferred 

that the constituent members that contribute to workplace culture, and the interpretation of 

associated policy, will serve to be as equally diverse. In essence, from interview data and relevant 

scientific works (Bandura, 1965; Squire and Dede, 2015; Taylor, 2017), it is assumed that the rules 

and behaviours that a worker adopts through life experiences before entering the working 

environment are the principles emanating source of conflict within the studied organisations. 

Organisational logics and culture will be formed and over time shaped by those that work within it 

on a regular basis. Overall, the opinions and beliefs of the workforces examined are best described 

as being on a spectrum, as personal attitudes were seen to be very specific as no two people had 

experienced the exact same social upbringing. Due to this fact, it is difficult to say what the standard 
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perspective of the workforces examined is, as to do so would be eradicating the diversity of opinion. 

What can be said is that the organisations studied have a mixture of traditional conservative 

viewpoints and new more contemporary ones when it comes to the topic of gender inclusivity and 

gender role expectation.  

To answer question two, we must appreciate both the intricacies of the individual, as drawn out by 

question one and also the complexity of organisational policy creation and logic formation. After 

having realised how the workers within an organisation form and comprehend their realities, we 

must then view the organisation as an amalgamation of realities forced into coexistence for the 

betterment of the collective. By forcing the union of multiple realities, you can expect social friction 

in terms of behaviours and attitudes to present themselves in the form of conflicting logics 

(Thornton et al., 2012; Pache and Santos, 2010, 2013a, 2013b; Ioannou and Serafeim, 2015; 

Besharov and Smith, 2014). With established settings, such as those found within the public 

organisations of those studied, it can be presumed that a presiding social ruleset governs the 

working environment, brought about over time by previous generations (Ocasio et al., 2015; Currie 

and Spyridonidis, 2016; Zilber, 2016). These institutional logics are what determines the status quo 

within the organisation and informs the working culture of what is an acceptable practice and what 

is not. From data collected, it is observable that within the organisations studied that there appears 

to be a level of reluctance on part of the senior managers to admit when things are not performing 

as hoped. This phenomenon is one that has already been recently documented to occur in public 

sectors in other parts of the world (Williamson et al, 2020). Whether this is a product of personal 

beliefs preventing them from fully adhering to the principles of gender equality is a possibility, 

however, due to the social stigma placed on persons who are actively standing in the way of this 

policy it is imagined any such person would not express their intentions publicly. It is this 

organisational prohibition of open and unlimited confrontation of ideas that forces the creation of 

a logic ‘underbelly’ where persons who prefer traditional cultural norms form a silent workforce. 

Without the space to challenge and commune with persons such as this, certain logics (that many 

perceive to be damaging to the working culture) will persist within the organisation. At the studied 

organisations, through the events portrayed by interviewees, there is evidence that suggests a 

division of the organisation by logics that is directly attached to the hierarchy of the establishment.  

Logic zones (as portrayed in Figure 7.1) appear to define areas that certain logics hold credence 

over others within the same organisation, and these appear to divide the workforce by job category 

and rank. A separation of the organisation between managers and subordinates appears to exist in 

the form of senior managers following logics that allow them to work effectively and the daily 

efforts of the organisation to succeed, and subordinates preferring to adhere to logics that place 

more value on maintaining a social life separate from work.  
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Figure 7.1.: Logic Zones within a Public Organisational Hierarchy 

 

Source: Own Illustration 

A reason presented within the data for this estrangement in logic adherence may be due to the out 

of work demands that are placed on younger people in regard to the parenting of young children, 

as it would be expected that the majority of new parents will occupy levels below that of senior 

management. Another reason inferred from the interview process may be the specific demands 

placed on the managerial worker requiring a different working ethos to function, being that that 

senior positions are thought to require more attention and personal accountability than roles of 

less seniority. It may be that managerial decision-makers are under pressure to perform and deliver 

that the sacrifice of personal allowances, such as being home at social hours or availability to tend 

to childcare needs, are unavoidable necessities. Either way, whatever the source of causation, the 

existence of logics zones still remains. This impacts the formation of policy of all types and the 

eventual interpretation and implementation of said policy. As senior staff members have the 

greatest level of influence to decide organisational actions it is they who have the ultimate 

responsibility to appreciate the needs and realities of the subordinates that serve them. It is 

assumed from the data collected that the implementation of policy, or indeed the lack thereof, 

alongside the assumptions that are placed on senior roles within the organisations studied, are 

what put off a number of people (predominately women) from applying. The transitioning from 

one set of logics to another too many will be an adverse experience and not one worth enduring. 



 

131 
 

The perceived sacrifices that a worker has to give up achieving promotion to managerial levels are 

deemed to be outside of what many participating female workers are willing to surrender.    

In addition, due to the bureaucratic manner of public organisations, the ability for logics from 

neighbouring zones to organically come into contact is heavily limited. Due to the professional 

hierarchical nature of the organisations involved, it was understood that ‘siloing’ of offices or entire 

departments were common practice to the extent that individuals with decades of experience 

working in their organisation were not able to confidently navigate their premises much more than 

from the entrance of their building to their office and back. A lack of communication and 

familiarisation between subordinates and managerial staff in an unpressurised working 

environment seems to consolidate the differences in logics followed by each group. 

Question two can be further explored by accepting the idea that the working individual will carry a 

preferred set of logics that allows them to navigate through life in a manner deemed suitable to 

the individual. After we have taken this as given it can then be argued that the individual will react 

to moments that require decision making in a manner that best supports their way of thinking, and 

thus actions taken will be reflective of this (Kristiansen et al., 2016). Even in cases when the 

individual has no direct say in the formation of the decision to be taken, the response that they take 

to act upon the decision will be conditional and submissive to their thoughts and beliefs (Prahalad 

and Bettis, 1986). In this way, gender equality human resource management policy and initiatives 

can either be stifled or stimulated based on the actions of the individual, regardless of the true 

intention of the policy. If we take this idea and combine it with the notion of logic zones, it is 

possible to imagine the prevalence of senior managerial actors diluting gender equality policy, as it 

seems incompatible with their preferred logic-based reality and ultimately at odds with the delivery 

of vital organisation functions. Conversely, junior staff members may be aware of certain policy 

being enacted and are expectant of change, only for it to never appear. From collected data, we 

can foretell two things then happening. Either the subordinate will accept it as an unfortunate 

matter that cannot be improved as they profess their organisation to be taking liberal policy action 

and it is thus unfair to hold the organisational processes accountable and the issues must then lie 

with the workers themselves, or the subordinate will grow frustrated with the lack of progress and 

risk ostracising themselves from working circles as to others they appear to be ‘rocking the boat’ 

when the organisation is perceived to be doing its best to address such concerns.  

The existence of individual perception, both of the self and of others, impacts the creation and 

implementation of organisational policy in a manner that is both deliberate, yet hidden. It is acutely 

problematic when trying to identify an action as being influenced by the historical experiences and 

schema of others, as it is impossible for a single person to know the life experiences of all their 

colleagues intimately. However, the presence of personal bias does risk the integrity of collective 
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policy creation not only in formation but execution. The same goal may be achieved in multiple 

ways by different people, and likewise, the same directives may result in differing outcomes 

depending on the prioritisation of tasks. This research points to the unpredictability of the 

individual as the greatest risk to policy being consistently delivered to all levels of an organisation. 

From the evidence provided in literature and the collected data, it can be theorised that the 

conflicting logics that preside within an organisation create chaotic conditions that can only be 

tempered with strong bureaucratic processes, yet even these processes can succumb to the 

personal bias of senior staff as well. Only then can stalwart interest by all workers into the policy 

processes of their respective organisations and constant participation of all parties within an 

organisation secure a system that delivers on agreed policy actions. 

7.1.1. Positioning ‘Logic Zones’ within the current Institutional Logics 
Theoretical Framework 

To better exhibit the conceptualisation of ‘logic zones’, the theoretical dimensions will be discussed 

in tandem with those currently present within conceptual theory that is already established within 

the wider institutional logic theoretical framework. This is done to better illuminate the many 

comparable facets of theoretical similarity, and that the concept of ‘logic zones’ are in some shape 

or form already reflected in the works of previous academics. That is not to say that the notion of 

‘logic zones’ has already been theorised in other studies, but that the components necessary for 

the theorisation of the concept have been noted and adopted, to varying degrees, within what are 

considered prominent and stalwart models within the international research community. To 

facilitate this process, theoretical concepts relevant to the field of institutional logic, which have 

already been introduced within chapter 2 of this thesis, will be employed for this purpose. 

With regard to the fundamentals of the concept of ‘logic zones’ we must examine the definitions 

of key terms to which it subscribes. Through comparisons made by Engelmann et al. (2020), in which 

they endeavoured to enhance theoretical transparency in the field by evaluating current 

understandings of dominant logic across 94 studies it can be said that ‘logic zones’ also endorse the 

four crucial features of dominant logic - those being: (i) shared mental models; (ii) values and 

premises; (iii) organisational practices; and (iv) organising structures. Similar to Prahalad and Bettis’ 

(1986) approach that dominant logics consist of invisible and visible aspects, Engelmann et al. 

(2020) amended the conceptualisation of dominant logic to hone the invisible and visible aspects 

into four discernible elements that acknowledged the wide range of factors reported in the 

literature. Their understanding of dominant logics in combination with the original definition by 

Prahalad and Bettis (1986) enhances the definition of the theory to better draw attention to the 

aspects within an organisational culture that work jointly to permit for the development of 

dominant logics. Their definition represented dominant logics, ‘as a system of shared mental 
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models, values and decision premises that manifest in corresponding organisational practices and 

organizing structures; all these dimensions are aligned’ (Engelmann et al., 2020, p.26). It is this 

definition of dominant logics (and the required components of such) upon which the concept of 

‘logic zones’ has been constructed, and thus should be used to underpin and interpret the theory 

itself. 

Respecting the idea of logic evolution and adaptation, the work of Hedberg (1981) implies that 

provided that the opportunity for learning was provoked by a calamity, there similarly needed to 

be a commitment to relearn by the affected individuals and organisations. This, and the definition 

of ‘organisational unlearning’ afforded to us by Tsang (2017; p. 40), which refers to “the discarding 

of old routines to make way for new ones, if any”, defines how logics with the concept of ‘logic 

zones’ are seen to transition through the process by which organisations supress old behaviours 

and dominant logics to make room for more situationally appropriate ones. By extension, within 

the organisations involved during the course of this study (which assisted in the construction of the 

‘logic zones’ concept) it was found that the more successful an organisation had been, the more 

difficult the unlearning process became. This observation resonates with previous works, including 

Argyris and Schon (1978) and Starbuck and Hedberg (1977) which both concluded that due to the 

assumption that ‘If it isn’t broke, why fix it?’ taking primacy within observed organisations, the 

relearning process that allows the transitioning of logics amongst a collective is a protracted and 

complex matter. This combination of mutually necessitating a crisis which impacts upon normal 

business practices, and the obligation that the organisation be enthusiastic to unlearn formerly held 

logics and belief classifications, may help to elucidate the lackadaisical pace at which cultural 

changes regarding gender equality, equal pay, and female representation are happening (Inglehart 

et al., 2017). ‘Logic Zones’ takes this idea of further by delineating separate zones in which this 

notion of ‘‘If it isn’t broke, why fix it?’ has taken hold. Each of the ‘logic zones’ comprises a collection 

of persons which en-masse agree with the continuation of the current dominant logic. Instead of 

having an organisationally encompassing approach, ‘logic zones’ offers the theoretical framework 

a means by which we can now view the organisation as silos (or indeed zones) in which separate 

confined instances of communal unwillingness from individuals to unlearn opposing logics are 

represented, yet at the same time acknowledges that within the organisation there may overall 

apparent harmony amongst divisions and hierarchical level as each ‘zone’ is allowed to be guided 

by collectively adhered to logics absent of consistent and directed pressure from other camps 

following dissimilar logics. This notion is one that already appears in some form within literature, 

such as in works by Besharov and Smith (2014), Reay and Hinings (2009), and Nicolini et al (2016). 

The theoretical relationships between these and the concept of ‘logic zones’ will be considered 

now.   
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As previously discussed in chapter 2, Besharov and Smith (2014) produced a matrix that defined 

four different ways in which multiple logics can be present within a solitary organisation. The two 

dimensions which they employed for their matrix were ‘degree of compatibility’ between multiple 

logics, and the ‘degree of centrality’ that the logics in question are central to business functions. 

Organisations that have high levels of logic centrality and low levels of logic compatibility are said 

to experience extensive internal logic conflict or had ‘contested logics’. Contrariwise, logics that had 

a low degree of centrality whilst at the same time being compatible with one another were said to 

suffer from no internal logic conflict or had ’dominant’ logics. Businesses that show little 

compatibility between logics tend to have a workforce that is easily influenced by logics that offer 

inconsistent implications for action. Fundamentally, this means that the members of the workforce 

have alternative views of what the organisation should be doing to respond to both internal and 

external environmental changes, thus making it harder to obtain support from crucial external 

stakeholders, creating a definite risk to the organisation’s long-term survival. The concept of ‘logic 

zones’ helps us to distinguish instances where organisations are suffering from the last situation 

presented. Within the organisations involved in this study, all appeared to be troubled with an 

internal organisational culture upheaval, especially with relation to the representation, inclusion, 

and advancement of female staff within the organisation. Multiple parties seemed to hold 

alternative logics and motives for pushing organisational policy in certain directions. Basic 

organisational principles surrounding maternity leave, employee training, family related absences, 

and the adoption of gender-neutral hiring and promotion practices, seemed to be concerning areas 

of discussion for managerial personnel at all levels of the hierarchy – yet there was a distinct 

divergence of potential solutions to these matters between those at the bottom and those at the 

top of the employment hierarchical structure. ‘Logic Zones’ helps us to better conceptualise and 

demarcate the opposing sources of logic concentration within the organisation. Rather than 

viewing the organisation as one collective, by separating the organisation into several zones that 

each subscribe to alternate views concerning the long-term purpose and current position of the 

organisation we can begin to unravel the reasons for why certain sections of a workforce are 

opposed to the relearning certain logics. Up until now institutional logic theory has widely 

encouraged the view that the organisation is a singular entity, with decision making residing 

primarily at the top, amongst the most senior of staff. It is now suggested through ‘logic zones’ that, 

building on the work of Besharov and Smith (2014), that a more fragmented perspective of 

organisation with regard to logics must be adopted as this thesis indicates the existence of an 

organisational culture which cannot be informed solely by top management, and must not adhere 

to the wants and desires of those at all levels within the hierarchy. Where historically it may have 

been that organisational culture was led primarily by upper-management, social and collective 
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pushback by subordinates and the wider employment base has shifted the locus of control to a 

more egalitarian positioning.  

With regard to Reay and Hining’s (2009) work, they suggest that collaboration between followers 

of antagonistic logics may be key to facilitating the space for a preferred logic to take supremacy 

within an organisation. This is an idea shared by ‘logic zones’, though the intention of the 

collaboration between parties following diametrically opposed logics is questioned. As highlighted 

in chapter 2, within their work Reay and Hinnings (2009) state the simple act of allowing the side 

that still holds on to the mantra of the old logic to be part of discussions that are about introducing 

the new logic allows for cross input of ideas and dampens the unreceptive feelings an individual 

may have towards a new logic because now they are part of the solution, and not feeling that they 

are part of the problem. This supposes the establishment of an inherently old or ‘wrong’ logic, that 

is destined for eradication. ‘Logic zones’ do not follow this interpretation that collaboration will 

result in a preferred logic (without substantial input and willing to search for one from all sides), 

but that what can be termed as a ‘no man’s land’ exists for the period of collaboration in which all 

parties are permitted to use their preferred logics without any long-term commitments for change. 

Whilst Reay and Hinning’s (2009) propose that this will organically promote the adoption of a 

shared preferred logic, the concept of ‘logic zones’ views collaboration as only that, and not enough 

to promote the adoption of new logics unless intended by both parties upon the commencement 

of the collaboration. Which in that case it is not the collaboration that has facilitated the space for 

a preferred logic, but intentions for the preferred logic prior to its commencement. The ‘logic zones’ 

concept acknowledges that a common logic could be achieved through prolonged interaction from 

all parties, but not unless all parties see a benefit in its pursuit. Within this concept, parties following 

opposing logics would continue to do so if the alternatives proposed are viewed to be negative in 

nature. ‘Logic zones’ even go as far as suggesting that there is an instilled avoidance of logic conflict 

so that all parties can exist perpetually without the need for personal adaptation. This is evidenced 

within this thesis by how slow procedures and how non-committal decisions regarding gender 

initiatives and representation balancing procedures are believed to be by many stakeholders across 

the organisations involved with this study. For many decision makers, lengthening a workable status 

quo is preferable to instigating organisational instability (especially in the public sector where civic 

functions are required to continually function without interruption), thus the formation of logic 

zones in which specific groups (defined by position within a hierarchy for the purposes of this thesis) 

are allowed to foster an organisational culture which they see beneficial to their own collective 

subset preferences.  

Lastly, Nicolini et al (2016) conceived the emblematic idea of ‘institutional knotting’. They defined 

this term as the concept that multiple threads that form a knot remain distinct from each other 
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over long durations without hybridisation or supremacy taking place. This at its core is symbolically 

highly similar to the tenets professed within the concept of ‘logic zones’. By their terms, a ‘knot’ 

was defined as the ‘institutional arrangements that allow different logics to coexist at the field level 

in a provisionally durable state’ (Nicolini et al., 2016). Symbolically a ‘knot’ is more than a ceasefire 

between contradictory logics and is said to be more analogous to the end goal of the equilibrium 

of internalized organisational activities that integrally involve agency and determination. It should 

be noted that this process of ‘knotting’ of logics is not eternal in nature and can be revoked through 

the reversal of institutional provisions. This process of an agreed upon ‘stabilisation’ or status-quo 

is also highly relevant to the concept of ‘logic zones’, however there are differences in how the 

stabilisation is prolonged, as both notions appreciate that without consideration this phase of 

stabilisation will not endure. To clarify the differences, the creation of a ‘knot’ requires deliberate 

corporate intervention to intertwine logics through protracted processes. To Nicolini et al (2016) 

logics are more than coexisting in a shared space but are being encouraged by the host institution 

to exist by the implementation of organisational arrangements. However, as evidenced within this 

thesis, the relative status quo experienced by participating organisations, although allowing for core 

organisational functions to continue largely unfettered, was being actively challenged through the 

promise of the implementation of organisational policy (even if with what was reported as being 

lacklustre organisational obligation). Ultimately, Nicolini et al (2016) advised that institutional 

intricacy is a highly important aspect to contemplate when understanding the type of balance 

existing between official organisational procedures that are imposed on the whole labour force and 

the resilience of ‘knotted’ arrangements at the field level. This is indeed a major factor at play and 

needs to be considered within any organisational setting, though from what has been observed 

across contributing organisations, Nicolini et al’s (2016) work does not incorporate or help to 

explain a situation in which the organisational logic status quo is largely preferable for all parties 

involved, but at the same time is actively being challenged by those same participants. The 

application of ‘logic zones’ however does address this matter by accepting how the preference for 

one’s dominant logic can make an individual or group perceive the organisation in a particular way 

that does not properly denote reality. Thus, forming dichotomies in followed organisational logics 

which results in the fragmentation and formation of separate ‘logic zones’ that seek autonomy and 

logic ascendency across the organisation, yet simultaneously appreciates that an organisational 

status quo in which different groups can conduct business in relative accord is preferable to risking 

the erosion of said followed logics within the organisation. Yet due to their desire for logic 

ascendency actors will advocate for the extension of certain privileges (or the annulment or 

hindrances), either in scope of amplitude or organisational reach, to legitimise the ‘zone’ or extend 

its influence. This has been found, within this thesis, to potentially be the cause for why certain 

policy changes regarding gender equality have been slow to implement, as actors within opposing 
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‘logic zones’ are apprehensive of the effect that certain policy revisions will have on the legitimacy 

of their respective ‘zones’, even though as a collective organisation policy is actively being 

campaigned for which will indeed erode the reach and scope of a certain logic’s ‘zone’.   

7.2 Theoretical Contribution of the Study 

This thesis presents a number of ideas with regard to how institutional logics interact with one 

another and exist within the examined public sector organisations. These new proposals however 

contain certain accords as well as antagonisms with current academic understanding within the 

field.  

The enduring understanding of institutional logics as being ever trapped in a competitive state does 

not speak true for the findings arising from this study. Although there indeed is a perceived level of 

incompatibility between the ‘logics zones’ portrayed in this thesis, the presence of ‘logic barriers’ 

prevents the zones from becoming entangled in a fight for supreme dominance. Whereas Besharov 

and Smith (2014) see an impending formation of a dominant logic being comprised of multiple 

separate logics, and Reay and Hinnings (2009) envisioning the establishment of a ‘hybrid logic’, this 

thesis contests that ‘sub-dominant logics’ oversee their own fiefdoms with a single institution in a 

manner that is absent of direct and continuous conflict from overall institutional dominance. This 

allows subsections within the organisation to function according to their own shared ‘sub-dominant 

logic’, yet also be part of a larger organisational culture as well.  

In addition, this thesis contributes to institutional gender studies by highlighting the need for 

thorough appreciation for influencers that have a propagandizing effect on individuals and groups 

to believe and behave according to the assumed norms and values of the wider population. Much 

focus has been on the need for change with regard to gender imbalances, including pay and 

representation, yet quite frequently the causation of such imbalances is overlooked. This thesis 

hopes to highlight the significant role that schema which is formed and altered during childhood, 

adolescence, and adulthood play in decisions related to career choices. Studies that call for 

increased participation of women within managerial roles through the enforcement of quotas, 

although appealing in the short-term, fail to tackle the root causes for the inequality they desire to 

correct.   

Lastly, this thesis hopes to contribute to an enhanced understanding of policy studies and the 

implementation process of such policy by stressing the significance of personal experiences and 

perceptions has on the desire of an individual to pursue the championing or condemnation of 

policy. With ‘logic zones’ and ‘logic barriers’ in mind, it is reasonable to assume an individual in a 

privileged position with an organisational hierarchy may not be aware of the full organisational 

picture, and thus make choices based on personal logic adherence which is not representative of 
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the logic observance of the majority within the organisation.  In essence, this thesis highlights a 

need for worker inclusion of all levels during HRM policy creation and implementation, as well as a 

recalibration of organisational policy to better balance the value of what was termed by 

participating managers as ‘business needs’ and the evolving needs of the modern worker.   

7.3. Practical Implications of the Study 

As mentioned throughout Chapter 2, the situation for women in workspaces within the western 

setting is notably different from that experienced by the majority of men. In both national contexts 

of the DBN and the GFS, challenges continue to persist which enable the continuation of 

unfavourable practices impacting significantly on female workers of all ages. The continuance of 

assumed gender roles both inside and outside of the workspace, traditional managerial working 

practices, and inauspicious organisational policies, prevent rapid progress to the widely acclaimed 

goal of gender equality at work. Both the UK and Germany have experienced a noticeable increase 

in female workforce participation and higher education courses within the past four decades, yet 

only marginal increases have been witnessed in female participation within senior roles across both 

public and private sectors. 

This study queries the validity and effectiveness of current widely accepted processes designed to 

encourage female workforce participation within senior ranks. As data collected from participants 

has shown, female workers still feel unable to transition into managerial roles due to matters 

outside of the control of the employing organisation: such as childcare responsibilities and social 

pressures to maintain the home. Current organisational practices designed to promote female 

empowerment at work widely neglect to acknowledge the limitations women face outside of the 

workplace. It is suggested that organisations address gender imbalances of unpaid labour within 

wider society and thus tailor managerial roles to cater to the needs of the modern female. 

Improvements in worktime flexibility, home working, prolonged and formal mentoring programs, 

office communication methods, as well as informal social aspects of the workspace, could serve to 

de-stress the working environment and thus improve worker confidence in firstly their own 

capability to continue to provide roles external to the workspace if so desired, and secondly 

improve worker confidence to make that transition into managerial roles – which once seemed 

unobtainable due to the expected working arrangements and prioritisation of duties.  

The analysis further suggests that public sector organisations suffer from having a logic divide 

between junior and senior staff, created through a disparity in experienced reality which causes a 

divergence in the prioritisation of life obligations and workplace responsibilities. To combat this 

dichotomy of logics it may serve useful to increase interactions between junior and senior members 

of staff: not just in a formal setting, but also informal. The preference for a vertical occupational 

hierarchy can make it difficult for direct interactions to occur between those creating policy and 
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those impacted most by its insertion. The inclusion of regular and open two-way communicative 

sessions between management and subordinates may serve to firstly highlight issues present within 

the workspace, and secondly, provide regular feedback on previous actions in a timely manner. One 

reason reported for not applying for promotion to management is the perceived change one would 

have to undergo in behavioural working habits to be able to function effectively in such a role. The 

assimilation of junior and senior working groups into a single social unit may serve to demystify the 

concerns junior female works may hold with regard to promotion. It may also serve to help 

policymakers better understand the realities faced by those their actions are meant to benefit, thus 

making policy changes more effective at addressing female underrepresentation within 

management. Ergo, the establishment of frequent yet varied events, with the sole intention of 

promoting the socialisation of workers (and their families) could serve to form networks between 

persons previously unfamiliar with each other.  

A final practical implication of this study is the need to include all workers in processes that alter 

the working arrangements of an organisation. As already mentioned, there is a need to appreciate 

the different realities experienced by both junior and senior employees when formulating 

workplace policy, however, the current apparent self-exclusion of male workers with regard to 

gender equality workplace action should be rectified swiftly if lasting positive change is desired. 

Having equality policy within a workplace that only specific groups benefit from can induce 

resentment within the shared environment from those who perceive themselves to be ‘forgotten 

about’. Addressing this potential for antipathy before it becomes a larger problem in a respectful 

and professional manner – rather than ignoring it – may serve to make certain actors feel as if their 

opinions are being considered and appreciated. Furthermore, providing justifications for, the 

limitations of, and the desired outcomes of any new policy or organisational changes may prevent 

ill-informed speculation amongst workers. This is important as it is the organisational culture that 

informs perceptions of what working within managerial roles requires from the individual, and if a 

certain faction within the organisation is resentful towards those being promoted then this creates 

another reason for hesitation for those involved. 

7.4. Limitations of the Study 

There are a number of limitations associated with this study. Many of which have already been 

considered within the chapters of this thesis. Limitations connected to the research methodology, 

research method and data collection strategy have been deliberated and justified in Chapter 3. 

Furthermore, there may be limitations concerning the role of the researcher in qualitative research.  

As mentioned in Chapter 3, the procedures and findings associated with any qualitative study can 

be influenced by the actions of the researcher due to their intimate involvement in concocting the 

research questions, in choosing the methodology, method, and overall research strategy, in 
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producing and handling appropriate research tools, in scrutinising the data, and an interpretation 

of the findings in light of the literature and research questions. The researcher’s own lived 

experiences and appreciation of reality may itself influence the outcomes of the study.  

Another limitation to consider is the apparent gender imbalance in the interviewed cohort for both 

the DBN and GFS samples. As stated in Chapter 3, within both national contexts women made up 

the majority of persons who made themselves able for interview. Reasons for this may be due to 

the fact that public sector organisations are generally female ‘bottom heavy’ in that junior positions 

in the hierarchy incur a high rate of female participation, and also that the nature of the research, 

being that of female workplace inclusion, may have attracted more female participation and 

simultaneously deterred male involvement. Regardless, it may therefore be that the findings of this 

study largely refer to the views and perceptions of female public sector workers. It should however 

be stated that any significant divergence in trends with regard to responses given was not witnessed 

between gender, but rather between junior and senior staff groupings.  

Additionally, an imbalance between DBN and German responses was evident within the collected 

data. This is partly due to the timing of data collection unfortunately correlating to Covid-19 related 

national lockdowns in the UK, and all German data having been collected prior to any similar 

lockdown in Germany. Yet nevertheless, the imbalance in representation may infer that a German 

perspective became dominant within the study, however as this study was bi-national in nature 

and analysis of both datasets was conducted separately from one another as well as collectively, it 

can be stated that effort was made to provide a true representation of the DBN context without it 

being diluted by the larger German data pool. 

A further limitation of this study is the unavoidable nature of differences experienced within the 

nature of public sector work in the DBN and the GFS. Pathways taken to employment within the 

public sector between the two nations vary significantly, and therefore the differences in personal 

intentions, collective assumptions, and experienced realities relating to public sector roles may be 

considerable. By extension, hierarchical structures, degrees of autonomy with administrative 

regions, and organisational purpose, all serve to create dissimilarities between the organisations 

examined. Although this is an inevitable matter in qualitative studies, this was something that was 

acknowledged by myself, the researcher, and taken into account when analysing data and 

formulating research findings. 

Lastly, the very nature of qualitative studies being that of personal opinion and perception, which 

is liable to change under differing circumstances brought about by the advancement of time, leaves 

the data as well as findings of this study constrained to the specific moment in time in which they 

were conducted. To the extent that data and findings related to this study should only be used to 

inform and guide further research, and not to be taken as a de facto perpetual representation of 
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the realities investigated. Similarly, the focused interview cohorts involved in this study should not 

be assumed to be representative of a larger existence of the findings of this study. Only through 

the continuance of evidence-based research generated by similar academic works would it be 

reasonably viable to assert the existence of this study’s findings to be present within a wider 

context.  

7.4.1. Covid-19 Associated Limitations 

It is prudent to make note of the unique social and legally imposed conditions in which this study 

was conducted. Due to the qualitative dimension of this study, a considerable effort must be made 

to collect data in a manner aligned to the data collection method chosen. Unfortunately, 

restrictions were imposed on the gathering of data at certain points. Due to this, a number of 

interviews were conducted online. This was a regrettable compromise, but a necessary one if the 

deadline for the completion of this study was to be met. By extension, the working situation arising 

from Covid-19 may have suppressed participant numbers, as for participants arranging online 

interviews whilst personal working arrangements were volatile proved cumbersome for some. In 

summary, however, it is thought that the constraints imposed on this thesis by Covid-19 related 

restrictions were managed in a reasonable manner that should have had a limited impact on the 

quality of the data collected and the associated findings arising from said data. 

7.5. Areas of Further Research 

The topics addressed and the research strategy implemented within the study gives credence to 

further research. Both national contexts of the UK and Germany reside within what is deemed 

Western Europe, as well as being considered part of a wider collective of global westernised 

nations. Further research targeted at expanding not only the data sets of British and German public 

sector organisations but also comparing and contrasting the public sector contexts of countries and 

regions such as New Zealand and Scandinavia that have a national cultural shared experience with 

Britain and/or Germany yet have significant progressive divergences in current political and social 

expectations of the female worker. 

Broadening current academic understanding to include not only the devolved British nation and 

German federal state contexts may reveal matters pertinent to all nations that were not made 

explicit during earlier academic works. Matters including best practice and organisational policy not 

yet explored in certain contexts may serve to inform and modify the assertions made within the 

findings of this study.   

Furthermore, there is a present lack of contemporary literature on gender inequality in HRM with 

regard to institutional logics either in the public or private sectors of the UK, Germany or elsewhere 

in the world. It would be of relevance to the wider HR academic community to further examine, 
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either qualitatively or quantitatively, the role that wider societal expectations of gender have in the 

formation of working arrangements for all workers, and by extension, the investigation of the 

impact in which personal social and economic upbringing conditions the individual to pursue certain 

career goals and pathways in a manner deemed suitable to their personal perceptions of oneself 

within society. A comprehensive analysis and dialogue surrounding the matters previously 

mentioned were outside the capability of this study.  

7.6. Chapter Summary  

The aim of this chapter was to amalgamate key moments within this thesis and discuss them in 

relation to prospective practical implications and theoretical contributions, whilst also appreciating 

the limitations encountered throughout the lifespan of this research process.  Particularly the 

distinctive concept of ‘logic barriers’ is hoped to push the current understanding of how working 

groups and decision-makers within organisations interact (or indeed, fail to interact) in a manner 

that pursues the betterment of those already intended to be the main benefactors of internal policy 

changes. Although hampered by delays arising from Covid-19, the work presented by this chapter, 

and contained in this thesis overall, will hopefully make a positive addition to the academic 

literature already present, as well as equip practitioners with knowledge suitable to bettering their 

organisational, as well as workers, needs.    
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Appendices 
 
Appendix A: Interview Partners 

Country 
(Region) 

Case 
study 

Interview 
ID 

Job Role Rank Age Gender Current caring 
responsibilities  

German 

Federal 

State 

GFS1 GFS1.1 Line 

Manager 
Senior 60 Female  

GFS1.2 Line 

Manager 
Senior 57 Male  

GFS1.3 HRM  Senior 51 Female  

GFS1.4 HRM  Junior 38 Male 1 Child 

GFS1.5 Subordinate Junior 41 Female 2 Children 

GFS1.6 Subordinate  Junior 32 Female 1 Child 

GFS1.7 Subordinate  Junior 24 Female  

GFS1.8 Subordinate Junior 35 Female 1 Child 

GFS1.9 Subordinate Junior 34 Male 1 Child 

GFS1.10 Employee 

Rep. 
Junior 46 Female 2 Children 

GFS2 GFS2.1 Line 

Manager 
Senior 64 Female  

GFS2.2 Line 

Manager 
Senior 61 Male  

GFS2.3 Line 

Manager 
Senior 59 Male  

GFS2.4 Line 

Manager 
Senior 63 Male  

GFS2.5 HRM Junior 37 Female 2 Children 

GFS2.6 Subordinate Junior 31 Female  

GFS2.7 Subordinate Junior 35 Female 2 Children 

GFS2.8 Subordinate Junior 34 Female 1 Child 

GFS2.9 Subordinate Junior 39 Male 2 Children 

GFS2.10 Subordinate Junior 36 Female No 

GFS2.11 Subordinate Junior 31 Female 2 Children 

GFS2.12 Employee 

Rep. 
Senior 45 Female 2 Children 

GFS2.13 Employee 

Rep. 
Junior 43 Female  

GFS2.14 Employee 

Rep. 
Junior 37 Female 2 Children 
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Devolved 

British 

Nation 

DBN1 DBN1.1 Line 

Manager 
Senior 64 Female  

DBN1.2 HRM Senior 54 Female  

DBN1.3 HRM Junior 41 Female 2 Children 

DBN1.4 Subordinate Junior 42 Female 3 Children 

DBN1.5 Subordinate Junior 37 Female 2 Children 

DBN1.6 Employee 

Rep. 
Junior 40 Female 1 Child 

DBN2 DBN2.1 Line 

Manager 
Senior 66 Female  

DBN2.2 HRM Senior 56 Female 1 Child 

DBN2.3 HRM Junior 42 Female  

DBN2.4 Subordinate Junior 34 Female 2 Children 

DBN2.5 Subordinate Junior 33 Female 1 Child 

DBN2.6 Subordinate Junior 37 Female 3 Children 

DBN2.7 Employee 

Rep. 
Junior 33 Female 2 Children 

DBN3 DBN3.1 Line 

Manger 
Senior 52 Male  

DBN3.2 HRM Senior 58 Female  

DBN3.3 Subordinate Junior 47 Female 1 Child 

DBN3.4 Subordinate Junior 43 Female 2 Children 

Source: Own Illustration 
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Appendix B: Participant Information Sheet 
NAME: Stuart McClure 
POSITION: PhD Researcher at Queen’s University Belfast Management School 
ADDRESS: Room 02.049, Riddel Hall, 185 Stranmillis Road, Belfast, BT9 5EE 
PHONE: 07474106022 
EMAIL: smcclure13@qub.ac.uk 
 
Title: Dominant Logic Theory and how it impacts Human Resource Management in the UK and 
Germany 
 
What is the purpose of the study? 
This study intends to highlight employment issues within the public sector that working women face on a regular 
basis as a result of organisational and societal cultural norms and expectations. This includes, but is not limited 
to, perceived discrimination on the grounds of assumed gender roles and stereotypes within a shared culture, 
maternity leave absence, assumed academic ability, and sexual objectification in the workplace. By conducting 
research in this area, it is hoped that a better understanding of the situation may be reached, and effective action 
can then be taken to help remedy the situation.  
 
Why have I been chosen to take part? 
Due to the nature of this research, people that have had unique personal experiences or relevant knowledge in 
relation to the issues at hand, are required to provide the information that is essential to understanding the 
extent of the matters under investigation. You have been highlighted as someone who could be beneficial to the 
research project if you agree to take part. Criteria, such as your role within your workplace, gender, or time 
within your current place of work, may have been taken into consideration during the candidate selection 
process.  
 
Do I have to give consent to take part? 
Yes. Due to regulations set out by the University and relevant ethical procedures, your consent is required to 
take part in all involvement you may have with this project. 
 
What will I be asked to do? 
The basis of this research requires input from individuals that are willing to share their thoughts, attitudes, and 
own experiences on a range of topics related to their career and educational history. An audio recorded interview 
with the primary researcher (Stuart McClure) lasting roughly one hour will be carried out. The purpose of this 
interview is to give you the chance to respond to certain questions given to you by the researcher, but it will also 
give you the opportunity to voice your own ideas and beliefs on matters related to the research. 
 
What are the possible disadvantages to my taking part? 
As with any research that asks an individual to voice their opinion, there is the associated risk that stress may 
be caused from the recollection of distressing memories. To be clear, at no time will the interviewer ask for you 
to continue when you would rather not proceed, as it is not the wish of the interviewer to cause any participant 
any harm.  
 
What are the possible benefits? 
By contributing to this research, you, along with others in a similar occupation, will provide the necessary 
information needed to help understand how culture can have an effect on female career progression and job 
satisfaction, ultimately helping organisations, similar to the one you currently work in, to be better equipped to 
tackle issues that are preventing women from achieving their full potential.  
 
Will my participation be kept confidential? 
Any information that you provide will be anonymised, to prevent any single person from being identified. Of 
course, other people may be aware that you have taken part in the research, but all answers or feedback will 
not be traceable back to the person that supplied them, unless they ask for it to be so. 
 
What will happen to the results of the study? 
It is intended that the results of this study will be sorted and analysed to the point at which they will be included 
in an academic paper, which is assumed to be published in an appropriate academic journal as some stage in 
the future.  
 
Who is organising and funding the study? 
As this is part of a PhD Thesis, the persons organizing this study are, Stuart McClure (PhD Student), with the 
help of Dr. Heike Schrӧder (PhD Supervisor). The funding for this project is provided by the Economic and 
Social Research Council (ESRC) of the United Kingdom.  
 
Who has reviewed the study? 
Before this study has been allowed to take place, it will have been inspected by appropriate academics based 
at Queen’s University Belfast, to ascertain the appropriateness of the research method(s) chosen and to make 
sure that all necessary steps have been taken to reduce any inconvenience to candidates. 
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What if there is a problem? 
If there is a problem that you wish to raise at any point of this process, or if you have any questions, please feel 
free to contact me at the given contact information at the top of this document. On the highly rare occasion that 
changes have been made regarding how your information will be used, you will be made fully aware before any 
changes are implemented. Please remember that you are fully able to withdraw yourself from this research 
process at any given time. This is an entirely voluntary process and your decision to leave the project will be 
acknowledged and respected. 
   
Thank you for taking time to read this information leaflet. 
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Appendix C: Participant Consent Form 

 

Participant Consent Form 

Name of Chief Investigator: Mr. Stuart McClure 

Title of Project: Dominant Logic Theory and how it impacts HRM in the UK and Germany 

 

             TICK & INITIAL 
 

I confirm that I have been given and have read and understood the            [  ] 

information sheet for the above study and have asked and received 

answers to any questions raised 

 

I understand that my participation is voluntary and that I am free to             [  ] 

withdraw at any time without giving a reason and without my rights 

being affected in any way 

 

I understand that the researcher will hold all information and data               [  ] 

collected securely and in confidence and that all efforts will be made 

to ensure that I cannot be identified as a participant in the study (except 

as might be required by law) and I give permission for the researchers 

to hold relevant personal data 

 

I agree to take part in the above study                                                          [  ] 

 

 

Name of Respondent (or nominee):  
Signature:      Date: 

 

Name of Researcher: 
Signature:      Date: 
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Appendix D: Interview Schedules 

Interview Schedule – HR Manager/Specialist  

Pre-Interview Information  

- Inform the participant of the objective of the interview 
o Reasons as to why their participation is required 

- Inform the participant of topics or points to be discussed  
- Provide an estimated duration of the interview  
- Explain again issues of anonymity and confidentiality, the person’s right to halt and stop 

interview at any point in time without having to provide reasons etc. 
- Ask if respondent has any questions or concerns, and respond to them 
- Ask respondent to sign the informed consent form 

Introduction 

- Could you please tell me (very briefly) about your organisation? 
- Can you talk about yourself as part of your place of work? 

o What is your role? 
o How long have you worked here? 
o How many people are you responsible for? 

- How did you end up in this line of work? 
- What comprises a normal day at work for you? 

o What do you consider to be the main activities that you are employed to undertake? 
- How has your job changed over time since you started in your current role? 

 
HRM Issues 

- Could you please talk about how HR strategies are being formulated? Who is involved and 
who makes decisions about new strategies (Top management team-driven, HR department 
driven etc.)? Are employees involved in decision making processes? How?  

- How would you describe the culture at your place of work? 
- What are the HR issues that are most important for you and for your organisation at this point 

in time? What are the main challenges/opportunities related to HR? 
o To what degree is ‘gender’ a common topic of discussion at your place of work? 

- In what ways do you know of (if any) has your workplace addressed job related issues? Why? 
Who or what has triggered this debate? What was the result? 

- How do you decide upon what is required from a candidate for a new job opening? 
o What are some of the key things you strive to find in a job candidate?  
o To what degree does human capital (education, personal investment) play a part in 

the hiring and promotion process? 
- How do you normally advertise jobs/promotions? (e-mail, notice boards, meetings, etc.) 

o Both internally and externally 
HR and Gender Issues 

- Are there any memorable events relating to ‘gender equality’ that have happened within your 
institution that you can remember?  

o How did they impact your organisation? 
o Was there any push back from employees that you were aware of? 
o Are you aware of any changes within your workplace since those events? 
o What was your level of involvement in these events? 
o Looking back, do you think something could have been done differently? 
o Have the changes that you mentioned arising from these events lasted, or have things 

gone back to how they used to be? 
o Overall, do you think that people who work within your institution are satisfied with 

the way the topic of ‘gender’ is handled within your workplace? 
 Are you satisfied? 
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- On average, would you say that one gender voices concern more so than the other in relation 
to work related issues? 

o If so, why? What are the types of issues that you deal with most? 
- Do you encounter obstacles to changing the way gender is thought about within your 

organisation?  
o Are they the same reoccurring issues, or different ones? 

- From your own experience, do you find that gender has an impact on what type of work 
people tend to prefer to carry out? 

- Would you say that the type of work that is carried out within your institution is more 
attractive to one gender?  

o Do you get the same number of applications for job openings from both men and 
women? 

- When it comes to internal promotion, do you find one gender making up most of the 
applications? 

- In relation to career advancement, do you think that men and women face the same concerns 
with regard to taking on more workplace responsibility? 

o Historically women stayed at home to look after young children, while the man 
remained at work. Do you believe this to still the norm today?  

Gender Identity  
- What attributes do you think are necessary to be an effective and productive employee in 

your institution? 
- What attributes do you think are necessary to be an effective and productive manager? 

o Why do you think that these are important? 
o Are there any attributes that you think are desired, but aren’t necessary? 

- What does it mean to be ‘powerful’ in your workplace? 
o How do you become more ‘powerful’? 
o Is it possible for men and women to be equally ‘powerful’, or is one group always 

inherently more so than the other? 
 In meetings, decision making, events management 

- What best describes somebody who is ‘masculine’? 
o What do you think of if you hear someone being described as a ‘masculine female’? 

 Why do you think this? 
- What best describes someone who is ‘feminine’? 

o What are your thoughts about a ‘feminine male’? 
 Why do you think this? 

Conclusion 

- Thank the participant for their time  
- Inform the participant about the next stages of the research and clarify how their data will be 

handled  
o Allow for any questions  
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Interview Schedule – Line Manager 

Pre-Interview Information  

- Inform the participant of the objective of the interview 
o Reasons as to why their participation is required 

- Inform the participant of topics or points to be discussed  
- Provide an estimated duration of the interview  
- Explain again issues of anonymity and confidentiality, the person’s right to halt and stop 

interview at any point in time without having to provide reasons etc. 
- Ask if respondent has any questions or concerns, and respond to them 
- Ask respondent to sign the informed consent form 

Introduction 

- Could you please tell me (very briefly) about your organisation? 
- Can you talk about yourself as part of your place of work? 

o What is your role? 
o How long have you worked here? 
o How many people are you responsible for? 

- How did you end up in this line of work? 
- What comprises a normal day at work for you? 

o What do you consider to be the main activities that you are employed to undertake? 
- How has your job changed over time since you started in your current role? 

 
HRM Issues 

- How has your job changed over time since you started in your current role? 
- How (if at all) are you involved with the HR activities within your place of work? 
- As a manager, to what degree are you able to diverge from the organisations’ HR strategy, or 

is the strategy set in stone? 
- Does this influence how you deal with HR related issues, such as promotion, flexible working, 

training, etc?  
o Have there been any instances where you believe that adhering to HR policy has 

limited your ability to be an effective manager?  
 What would you have done differently? 

- How would you describe the culture at your place of work? 
HR and Gender Issues 

- Are there any memorable events relating to ‘gender equality’ that have happened within your 
institution that you can remember?  

o How did they impact your organisation? 
o Was there any push back from employees that you were aware of? 
o Are you aware of any changes within your workplace since those events? 
o What was your level of involvement in these events? 
o Looking back, do you think something could have been done differently? 
o Have the changes that you mentioned arising from these events lasted, or have things 

gone back to how they used to be? 
o Overall, do you think that people who work within your institution are satisfied with 

the way the topic of ‘gender’ is handled within your workplace? 
 Are you satisfied? 

- On average, would you say that one gender voices concern more so than the other in relation 
to work related issues? 

o If so, why? What are the types of issues that you deal with most? 
- Do you encounter obstacles to changing the way gender is thought about within your 

organisation?  
o Are they the same reoccurring issues, or different ones? 
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- From your own experience, do you find that gender has an impact on what type of work 
people tend to prefer to carry out? 

- Would you say that the type of work that is carried out within your institution is more 
attractive to one gender?  

o Do you get the same number of applications for job openings from both men and 
women? 

- When it comes to internal promotion, do you find one gender making up most of the 
applications? 

- In relation to career advancement, do you think that men and women face the same concerns 
with regard to taking on more workplace responsibility? 

o Historically women stayed at home to look after young children, while the man 
remained at work. Do you believe this to still the norm today?  

Gender Identity  
- What attributes do you think are necessary to be an effective and productive employee in 

your institution? 
- What attributes do you think are necessary to be an effective and productive manager? 

o Why do you think that these are important? 
o Are there any attributes that you think are desired, but aren’t necessary? 

- What does it mean to be ‘powerful’ in your workplace? 
o How do you become more ‘powerful’? 
o Is it possible for men and women to be equally ‘powerful’, or is one group always 

inherently more so than the other? 
 In meetings, decision making, events management 

- What best describes somebody who is ‘masculine’? 
o What do you think of if you hear someone being described as a ‘masculine female’? 

 Why do you think this? 
- What best describes someone who is ‘feminine’? 

o What are your thoughts about a ‘feminine male’? 
 Why do you think this? 

Conclusion 

- Thank the participant for their time  
- Inform the participant about the next stages of the research and clarify how their data will be 

handled  
o Allow for any questions  
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Interview Schedule – Female Worker 

Pre-Interview Information  

- Inform the participant of the objective of the interview 
o Reasons as to why their participation is required 

- Inform the participant of topics or points to be discussed  
- Provide an estimated duration of the interview  
- Explain again issues of anonymity and confidentiality, the person’s right to halt and stop 

interview at any point in time without having to provide reasons etc. 
- Ask if respondent has any questions or concerns, and respond to them 
- Ask respondent to sign the informed consent form 

Introduction 

- Could you please tell me (very briefly) about your organisation? 
- Can you talk about yourself as part of your place of work? 

o What is your role? 
o How long have you worked here? 
o How many people are you responsible for? 

- How did you end up in this line of work? 
- What comprises a normal day at work for you? 

o What do you consider to be the main activities that you are employed to undertake? 
- How has your job changed over time since you started in your current role? 
-  

HR and Gender Issues 

- Are there any memorable events relating to ‘gender equality’ that have happened within your 
institution that you can remember?  

o How did they impact your organisation? 
o Was there any push back from employees that you were aware of? 
o Are you aware of any changes within your workplace since those events? 
o What was your level of involvement in these events? 
o Looking back, do you think something could have been done differently? 
o Have the changes that you mentioned arising from these events lasted, or have things 

gone back to how they used to be? 
o Overall, do you think that people who work within your institution are satisfied with 

the way the topic of ‘gender’ is handled within your workplace? 
 Are you satisfied? 

- On average, would you say that one gender voices concern more so than the other in relation 
to work related issues? 

o If so, why? What are the types of issues that you deal with most? 
- Do you encounter obstacles to changing the way gender is thought about within your 

organisation?  
o Are they the same reoccurring issues, or different ones? 

- From your own experience, do you find that gender has an impact on what type of work 
people tend to prefer to carry out? 

- Would you say that the type of work that is carried out within your institution is more 
attractive to one gender?  

o Do you get the same number of applications for job openings from both men and 
women? 

- When it comes to internal promotion, do you find one gender making up most of the 
applications? 

- In relation to career advancement, do you think that men and women face the same concerns 
with regard to taking on more workplace responsibility? 

o Historically women stayed at home to look after young children, while the man 
remained at work. Do you believe this to still the norm today?  

Career Progression 
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- Personally, what appeals most to you in a potential job opportunity, and why? 
o What possible aspects of a potential job opportunity would turn you off applying? 
o In your own opinion, do you think that men and women have the same concerns 

when considering potential job prospects? 
- Would you encourage more females to enter your line of work?  

o Are you aware of anything that you believe could be impacting the number of women 
choosing a career similar to your own? 

- How does someone become successful in your line of work/area? 
o What are crucial parts of moving up the career ladder? 

- If an opportunity to gain extra training that would help progress your career was offered to 
you free of charge, would you be interested? 

o What if it required you to be away from home for a period of time? 
 Is there a length of time away from home which is too much to make the 

training worth the hassle? 
Gender Identity  

- What attributes do you think are necessary to be an effective and productive employee in 
your institution? 

- What attributes do you think are necessary to be an effective and productive manager? 
o Why do you think that these are important? 
o Are there any attributes that you think are desired, but aren’t necessary? 

- What does it mean to be ‘powerful’ in your workplace? 
o How do you become more ‘powerful’? 
o Is it possible for men and women to be equally ‘powerful’, or is one group always 

inherently more so than the other? 
 In meetings, decision making, events management 

- What best describes somebody who is ‘masculine’? 
o What do you think of if you hear someone being described as a ‘masculine female’? 

 Why do you think this? 
- What best describes someone who is ‘feminine’? 

o What are your thoughts about a ‘feminine male’? 
 Why do you think this? 

Conclusion 

- Thank the participant for their time  
- Inform the participant about the next stages of the research and clarify how their data will be 

handled  
o Allow for any questions  
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Interview Schedule – Staff Representative (Union/Internal Work Council) 

Pre-Interview Information  

- Inform the participant of the objective of the interview 
o Reasons as to why their participation is required 

- Inform the participant of topics or points to be discussed  
- Provide an estimated duration of the interview  
- Explain again issues of anonymity and confidentiality, the person’s right to halt and stop 

interview at any point in time without having to provide reasons etc. 
- Ask if respondent has any questions or concerns, and respond to them 
- Ask respondent to sign the informed consent form 

Introduction 

- Could you please tell me (very briefly) about your organisation? 
- Can you talk about yourself as part of your place of work? 

o What is your role? 
o How long have you worked here? 
o How many people are you responsible for? 

- How did you end up in this line of work? 
- What comprises a normal day at work for you? 

o What do you consider to be the main activities that you are employed to undertake? 
- How has your job changed over time since you started in your current role? 

 
HRM Issues 
 

- How has your job changed over time since you started in your current role? 
- From your own experience, do you find that gender has an impact on what type of work 

people tend to prefer to carry out? 
- Would you say that you type of work that is carried out within your institution is more 

attractive to one gender?  
o Do you get the same number of applications for job openings from both men and 

women? 
- In relation to career advancement, do you think that men and women face the same concerns 

with regard to taking on more workplace responsibility? 
o Historically women stayed at home to look after young children, while the man 

remained at work. Is this still the norm today?  
- How often are people coming to you to talk about issues with their work, that you would 

consider related to their gender? E.g., their children, maternity leave, biological issues 
o Are there common themes occurring with the issues that you are dealing with? 

- Are there any memorable events relating to ‘gender equality’ that have happened within your 
institution in the last decade that you can remember?  

o How did they impact your organisation? 
o Was there any push back from employees that you were aware of? 
o Are you aware of any changes within your workplace since those events? 
o What was your level of involvement in these events? 
o Looking back, do you think something could have been done differently? 
o Have the changes that you mentioned arising from these events lasted, or have things 

gone back to how they used to be? 
o Overall, do you think that people who work within your institution are satisfied with 

the way the topic of ‘gender’ is handled within your workplace? 
 Are you satisfied? 

- How often do you get to speak with decision makers within your organisation?  
o Are they required to take action on the issues that you raise?  

- Overall, is your organisation becoming easier or harder to women to succeed in? 
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- Has there ever been anything that has happened within this organisation that you believe has 
impacted women unfairly? Why?  

- On the other hand, are there things that you believe that this organisation is doing well to 
promote female advancement and inclusivity? 

- What is your union’s perspective on gender issues? 
o Would you consider it a key area of concern? 

 
Gender Identity  

- What attributes do you think are necessary to be an effective and productive employee in 
your institution? 

- What attributes do you think are necessary to be an effective and productive manager? 
o Why do you think that these are important? 
o Are there any attributes that you think are desired, but aren’t necessary? 

- What does it mean to be ‘powerful’ in your workplace? 
o How do you become more ‘powerful’? 
o Is it possible for men and women to be equally ‘powerful’, or is one group always 

inherently more so than the other? 
 In meetings, decision making, events management 

- What best describes somebody who is ‘masculine’? 
o What do you think of if you hear someone being described as a ‘masculine female’? 

 Why do you think this? 
- What best describes someone who is ‘feminine’? 

o What are your thoughts about a ‘feminine male’? 
 Why do you think this? 

Conclusion 

- Thank the participant for their time  
- Inform the participant about the next stages of the research and clarify how their data will be 

handled  
o Allow for any questions  
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Appendix E: Research Ethics Approval Form 

QUEEN’S UNIVERSITY BELFAST
 Gov2 

Investigator’s checklist for research ethics review involving human participants 
 
The University is committed to ensuring that all research undertaken by its staff and students is conducted to 
the highest standards of integrity.  Central to this is the consideration of ethical issues arising from research 
involving human participants, human material and data.  The University's policy is that all such research should 
undergo appropriate ethical scrutiny, to ensure that the rights, dignity, safety and well-being of all those involved 
are protected.  Research involving animals also raises a number of particular ethical issues and it is important 
that such research also undergoes appropriate ethical scrutiny. 

This research ethics checklist should be completed for every research project that involves human 
participants.  It is used to determine the amount of risk of harm entailed in a proposed study and to identify 
whether a full application for ethics approval needs to be submitted. 

Before completing this form, please refer to the University Policy on the Ethical Approval of Research.  The 
principal investigator or, where the principal investigator is a student, the supervisor, is responsible for exercising 
appropriate professional judgement in this review. 

Ethical approval, where required, must be obtained before potential participants are approached to take part in 
any research. 

 
  Y    

 
N 

1. Does the study involve participants who are particularly vulnerable or unable to give 
informed consent? (e.g., children, people with learning disabilities, your own students)   

2. Will the study require the co-operation of a gatekeeper for initial access to the groups or 
individuals to be recruited? (e.g., students at school, members of self-help group, residents 
of nursing home) 

  
3. Will it be necessary for participants to take part in the study without their knowledge and 

consent at the time? (e.g., convert observation of people in non-public places)   
4. Will the study involve discussion of sensitive topics (e.g., sexual activity, drug use)?   
5. Are drugs, placebos or other substances (e.g., food substances, vitamins) to be 

administered to the study participants or will the study involve invasive, intrusive or 
potentially harmful procedures of any kind? 

  
6. Will blood or tissue samples be obtained from participants?    
7. Is pain or more than mild discomfort to participants likely to result from the study?   
8. Could the study induce psychological stress or anxiety or cause harm or negative 

consequences beyond the risks encountered in normal life?   
9. Will the study involve prolonged or repetitive testing?   
1
0. 

Will financial inducements (other than reasonable expenses and compensation for time) be 
offered to participants?   

1
1. 

Will the study involve the recruitment of patients or staff through Health and Social Care or 
the use of Health and Social Care Premises?   

1
2. 

Will the study involve clinical trials of medicinal products involving patients or healthy 
volunteers?   

1
3. 

If yes, to 12, has Clinical Trial Authorisation been obtained from the MHRA and/or ORECNI 
approval?   

1
4. 

Will the study involve medical devices (all products, except medicines, used in healthcare 
for diagnosis, prevention, monitoring or treatment of illness or disability)?   

 
 
 

What happens next? 
 
If you have answered ‘Yes’ to any of the above questions, an ethical review must be undertaken. Please 
retain this form and consult your School’s Research Ethics Committee for guidance on how to apply for ethical 
approval.  

If you have answered ‘Yes’ to question 11 or question 12 or question 14, you will have to submit an 
application for ethical review to the Office for Research Ethics Committees in Northern Ireland (ORECNI), rather 
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than to your School’s Research Ethics Committee, see www.hscbusiness.hscni.net/orecni.htm  For further 
information on MHRA Clinical Trials Authorisation go to www.mhra.gov.uk  

Please note that any significant change in the question, design or conduct of the research should be notified 
to your School’s Research Ethics Committee and may require a new application for ethics approval. 

Further guidance can be obtained from the Research Governance Officer, telephone 028 9097 2594 or email 
rpo@qub.ac.uk. Our Research Governance website http://www.qub.ac.uk/rrs/webpages/research-
governance.htm is another useful source of information. 

 

  

http://www.hscbusiness.hscni.net/orecni.htm
http://www.mhra.gov.uk/
mailto:rpo@qub.ac.uk
http://www.qub.ac.uk/rrs/webpages/research-governance.htm
http://www.qub.ac.uk/rrs/webpages/research-governance.htm
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Appendix F: Personal and Epistemological Reflexive Account 

Personal Reflexive Account 

This following segment contains a personal reflection about who I am as a person and how this has 

impacted upon the researcher/researched relationship during data collection. My positionality and 

an acknowledgement of my role as the researcher of this thesis will be discussed. In extension, 

elaborations will be made regarding how I think my upbringing, value systems, and personality have 

influenced my perceptions towards my research.  

To begin, it is proper and honest to admit that without my personal pursuance for intellectual 

stimulation and a desire for such an academic achievement, this thesis and the associated research 

task would not have been willed into existence. Neither would the knowledge produced ever have 

been drawn out from the interpretations offered to me through my own though processes and 

analytic ventures. How I categorise information, see importance in data, and indeed view 

phenomena within reality as either a problem or boon is something that is personal to me and I 

cannot guarantee, nor should expect, that others would share my assumptions or my summations. 

My physical and mental makeup will influence how I interact with knowledge, as well as how I 

generate it.         

All qualitative research is noted as only ever being contextual, as it occurs within a specific time and 

place between two or more people (Dodgson, 2019). With this, and the form in which this research 

endeavour has taken, it is required that I, the researcher, acknowledge that my positionality as a 

white male (who many in wider society hold accountable for the creation of many problematic 

situations) investigating women’s career progression within specific institutional logics on gender 

relations in the workplace, will have informed my perspectives and pathway with which this thesis 

has unfolded in a manner dissimilar to those this research project primarily questions.  My pre-

existing notions and expectations of the working situation for women in both British and German 

public sectors will have impacted upon not only the formulation of the research questions 

employed for this project, but also upon the methods chosen for data collection, how the 

information was analysed, and also how the data was/is reported. The information gathered during 

this process may have been influenced by my personal underlying beliefs, and although multiple 

opinions on the matter were sought before any data was collected, I was primarily responsible for 

the construction of interview questions, including wording, emphasis of topics within the interview, 

and also the structuring and pace of each interview.    

Relations between the researcher and the researched have been a chronic interest in methodology 

literature. The favoured position of the researcher vis à vis the researched has been strongly 

highlighted, with the innate power disparity between the participants and the ethical matters 
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relating to this imbalance being commonly dwelled upon with particular attention to the inevitable 

asymmetric functions of the researcher and the researched. Nevertheless, the literature 

concurrently stresses that qualitative practices all have “a common epistemological ground: the 

researcher determination to minimize the distance and separateness of researcher-participant 

relationships”, as expressed by Karnieli-Miller, Strier, and Pessach (2009, p. 279). Likewise, it is 

contended that identifying what knowledge is relevant to the study within a research-based 

encounter is not necessarily the sole privilege of the researcher, due to contributors bringing their 

own agenda to the research collection process (Karnieli-Miller et al., 2009). It is with this in mind, 

that semi-structured interviews were adopted for the purpose of providing a degree of control to 

the interview participant in terms of the direction of the topics discussed and the information 

collected. Although, I, the researcher, was directing the data collection process I purposefully kept 

questions open to participant interpretation as this would afford me the opportunity to gain 

insights and information that my positionality did not provide me the intuition to deem worthy of 

investigation during the interview schedule creation process. I believe that this helped with regard 

to firstly improving the diversity of the data collected thus making it more representative of the 

studied phenomena, but also allowed for the encompassing of data outside of the scope of my 

personal awareness and within the consciousness of those I endeavoured to better understand.   

This thesis deals with the concept of individual and collective logics that form preconceptions of 

the role and each of us plays within wider society. These logics will also have played a part in how 

all persons, no matter gender or nationality, will have interacted with me during the process. Due 

to the authoritative position of the researcher, it is understandable for participants to have been 

subdued or withholding at first due to the seemingly confrontational situation that is an interview. 

Situational ranking of importance may have taken place within these environments, where 

reflecting on the matter it was observable that persons in more senior roles were eager to take lead 

and position themselves as the ‘alpha’ within the interview setting (with regard to conversational 

pacing, manoeuvring of the interview setting, and the commencement of the interview). Those who 

may have viewed themselves has having lesser authority to led in the setting were hesitant to act 

upon their whims and in many instances asked for permission first (in cases of changing topic, 

getting a drink, opening blinds etc.). The degree to which a participant took control was notable to 

be consistent with the hierarchical position which they occupied within the organisation they 

worked for. These logics, with regard to myself being a male in a position of perceived authority 

whilst most interview participants were women occupying a subservient role within their 

workplace, may have had an effect on the knowledge creation process. This may have resulted in 

answers provided, topics discussed, and ultimately the findings constructed being different to what 

a female researcher would have experienced. My positionality, both in terms of how I perceive 

others and in terms of how they perceive me, will have conditioned the data collection process 
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before any knowledge was created, and also the interpretation and presentation of data within this 

thesis. Although this is unavoidable, and certain conditioning parameters will always be 

encountered no matter the researcher/researched setting, it is important to appreciate when 

deciphering conclusions from data, and to acknowledge my significant role within the knowledge 

creation process.  

Researcher Upbringing and Background 

The segment in the appendix contains a personal reflection about who I am as a person and also as 

a researcher. Elaborations will be made regarding how I think my upbringing, value systems, and 

personality have influenced my perceptions towards my research. I am a British national and have 

lived in Northern Ireland for the majority of my life. Therefore, I accept that my perceptions of the 

wider world will have been impacted by social logics and stigmas placed upon me by my supposed 

place in society. Although my permanent residence has always been within Northern Ireland, I have 

travelled to multiple countries and have spent different degrees of time assimilating within 

different societies. During my third year of my bachelor’s degree, I was offered the chance to study 

abroad in the US, to which my parents were fully supportive. Being part of a group of mixed 

nationalities opened my eyes to new approaches to customs and viewpoints. Following this time in 

the US, I have taken much enjoyment from travelling to countries unfamiliar to me. Within the past 

decade, much of my travels brought me to Scandinavian countries and I found myself able to 

integrate very quickly with the local morals and ethical stances on most topics. Since starting my 

university experience, now nearly 10 years ago, I have found great stimulus in better understanding 

differing views and approaches to what I originally viewed as easily answerable issues. This desire 

to understand alternative approaches to social phenomena has inexorably led me to conduct 

comparative research. Admittedly I cannot deny that I continue to follow a predominately socially 

constructed ‘British’ approach to most things yet am now more than ever aware of potential 

ethnocentric practices and beliefs that I follow. I am fully aware of this hindrance and have taken 

due care during the data collection phase, data analysis, and subsequent interpretation not to infer 

outcomes solely through the lens of a British persuasion. At part of this process, I have continuously 

reflected on how my own schema has been shaped by social logic and how they play a part in my 

research process.  

To prevent an overarching British slant to the research, as mentioned before within this thesis, 

German interviewees were offered the option of communicating via their mother language with 

the assistance of an interpreter. Steps were taken to find German interpreters with extensive 

experience of speaking English on a daily basis throughout their working day. By working with these 

interpreters, time was taken to translate transcripts from German to English and also clarify the 

meaning of certain words of which no direct English translation exists. Without their help, this 
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research would have been nigh on impossible, and I am thus very grateful for their assistance. 

Although an effort was made to address translation issues that arose during interviews, there is 

undeniably still the potential for mistakes in understanding to have been made throughout. Yet 

again I must declare that significant effort was made to reduce this to a minimum.  

Furthermore, the admiration that I have for the attitude towards education and work that my 

parents both espouse has undeniably sent me down a path of personal betterment through further 

education. Having understood the value of education from a young age, and having been brought 

up in a loving household, I have been encouraged at each step of my academic journey by my 

parents. This is evidenced through the financing of multiple aspects of my education, as well as 

other aspects of my upbringing. Specifically, the actions of my mother to remove herself from 

salaried employment to provide for my sister and I during our younger years. Now having grown 

up, I now understand the decision that was made to do this, and how it may have financially 

impeded her life as well as stunted her career. It is because of this realisation of personal sacrifice, 

as well as having been surrounded by a number of strong female relatives throughout my life, that 

I have been drawn to the area of research presented within this thesis.  Social expectations of 

women, regarding education and employment, appear to have impacted every single female that I 

have ever come into contact with - and for most of them not in a beneficial way. I admit that I too 

was led to assume gender roles, and thus endeavour to portray them in my own actions. Having 

engaged with human resource literature for many years at this point, I now better appreciate the 

crippling effect such a mindset has on my own goals and satisfaction, as well as others around me. 

Again, it is because of this appreciation for the power of social assimilation that I have been drawn 

to study the socially ‘hidden’ impact that such an occurrence instils.  

Lastly, I am a 28-year-old male PhD candidate in Human Resource Management at Queen’s 

University Belfast Management School.  Therefore this means that I am at the beginning of my 

intended career in academia and am yet to fully experience what it means to have a long-term 

‘career’. My perceptions of what life as either a public sector employee or indeed as a woman is 

like are lacking for want of a better term. I myself am not in a position to make personal comments 

on the realities of female public sector workers and therefore have relied on academic literature as 

well as first-hand accounts from this demographic to inform this study. I acknowledge that the lived 

experiences of my study participants and I are vastly diverse, yet I would argue that I am able to 

comprehend and understand most of the concerns and issues that were expressed across the 

interviewee cohort.  As was used by my supervisor within her own PhD thesis, I refer to work by 

Fawcett and Hearn (2004) that states that a researcher does not have to be in an analogous position 

to their study participants in order to effectively comprehend and interpret their perspectives and 
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any data’s inherent meaning. It is with this viewpoint that much qualitative research is conducted, 

and I likewise subscribe to this stance.  

Epistemological Reflexive Account 

I began my university education with a bachelor’s degree in business studies (BA), followed shortly 

after by a master’s degree in International Business (MSc). This of course was carried out before 

the commencement of the PhD programme at Queen’s University Belfast.  Having not had any in-

depth experience of research methods during my bachelor’s degree in the form of taught modules, 

projects at the time were kept to primarily third-party data – with the exception of my dissertation, 

which was a qualitative study involving the use of questionaries handed out to local members of 

the business community in the proximity of the University at which I was studying. My master’s 

degree however had a dedicated module that introduced me properly to both qualitative and 

quantitative research methods. Dr Lucy McCarthy conducted the module and used examples from 

personal research to instruct my education on such matters.  

Yet, it was not until I received funding from NINE DTP, that I was given the opportunity to study 

social science research methods in acute detail and in a regulated manner. I was granted the time 

to carry out a postgraduate certificate in social science research methods, and it was during this 

time that I was able to familiarise myself with a wide range of ontologies, epistemologies, and 

research methods in light of my PhD research questions. It was at this time that I became aware of 

alternate views of knowledge creation and perceptions of reality, which ultimately led to the 

ontological and epistemological choices I later made within my PhD thesis. It is not to say that I did 

not investigate other stances, though I quickly found myself aligned with the notion of 

constructivism. Although from the very beginning I anticipated the use of a qualitative approach to 

data collection to inform this thesis, I have throughout the ‘PhD journey’ learned much about the 

multiple implications and implied consequences from engaging with a wide range of ontologies, 

epistemologies, methodologies, and methods. Due to this, I can assuredly state my confidence in 

my ability to make informed choices with regard to the selection of suitable research strategies to 

be used in such research areas as those displayed within this thesis.  
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