
Stream: "Practicing Resistance"   

Gender, Work and Organisation 2010 

  Eva Amundsdotter, Ph.D, Researcher 

     

Luleå University of Technology, Sweden             

Division of Gender & Innovation 

eva.amundsdotter@ltu.se 

      
 
“Developing” and alter the order – how changes in 
culture can be facilitated 
 
This contribution describes revealing and change processes that took place in one of the 

groups included in my dissertation work. In my research I wanted to explore how gender 

norms could be revealed, or “developed” and changed. Here the concept of developing – 

likened to an old-fashioned darkroom where a blurred image turns into a clear picture on 

white paper soaked in photographic chemicals – acquired a much stronger significance in all 

the five networks included in my material. One of the aims of my research was to find out 

what this developing process might look like.  I also wanted to study how gender theories and 

a group’s joint learning might contribute to that process. The group as way of joint learning, 

or common knowledge production (Johannisson 2008, Amundsdotter 2008), was my main 

focus. In the anthology about joint learning – the interactive research practice  –  ideas are 

developed about interactive research in Sweden (Johannisson, Gunnarsson & Stjernberg 

2008). The concept “joint learning” means different things. Johannisson (2008) discusses the 

concept and says that the choice of the verb form, ‘to learn jointly’, does not only indicate 

dialogue as a path to increased insight but also the idea that life is shaped by an interplay of 

concrete action and reflection. The research can create a collective voice through which a 

variety of groups can be heard. Svensson (2008) points out that it is a democratic project; a 

counterforce to an elitist knowledge production. Johannisson (2008) takes up the perspective 

of interactive research, specifically with a so-called staged research approach, which has been 

an important contribution for me. He maintains that interactive research needs to challenge 

the prevailing ideas that structures in society determine the conditions for people’s actions in 

different ways (Johannisson 2008). He argues that this is necessary in order to liberate people 



and their ideas and where joint learning is a way of creating meaning in a process in which 

everyone is a subject or co-actor.  

     In the different regional network groups in which I took part, and that started up between 

1999 and 2006, the point of departure was to carry out gender-based equality work. 

Gunnarsson (2009) claims that gender-based and feminist research alone is not sufficient to 

create sustainable organisational changes in a research project at Vinnova [The Swedish 

Governmental Agency for Innovation Systems]. Action research and interactive research also 

have theories and tools that support a joint learning between researchers and participants. In 

this way, a more robust knowledge is acquired and an increased possibility for the participants 

to carry out change processes in an organisation (Gunnarsson 2009).  

 

Action-oriented Gender Research 

My project found itself at an intersection between gender research and practical change work 

for gender equal organisations. I have combined two research perspectives: gender and action 

research. An approach has gradually taken shape which I call Action-oriented Gender 

Research. This was also used in the Gender Network research project in which I was involved 

as a process leader (Amundsdotter 2009, Andersson et al 2009, Andersson 2009). Although 

this Action-oriented Gender Research has a gender study framework, it differs from a lot of 

other gender research in that researchers engage in research together with participants and that 

there is a clear action orientation (Andersson 2009). The ambition is both to make visible the 

ways in which gender is done and at the same time work to change them. Reflection, learning 

and new perspectives are encouraged by the use of a number of different methods. The 

unreflected and natural ways of acting in an organisation in which gender is done can thus be 

made visible (Andersson 2009). Reflective processes can also facilitate the development of 

new action patterns. Within the framework of Vinnova’s programme for applied gender 

research, gender and action/interactive research are combined in several of the projects 

(Gunnarsson 2009, Amundsdotter 2009b).  

 

The doing gender perspective 

The gender study framework is based on theories of gender systems (Hirdman 1990, 2001) 

and the so-called doing gender perspective (West & Zimmerman 1987, West & Fenstermaker 

2002). Gender is created in organisations through inter-personal interplay. A model of how 

gender is created has been used (Acker 1999, Gunnarsson et al 2003, Andersson et al 2009, 

Linghag 2009). The model was developed by Joan Acker (1999) and has been expanded by 



Nordic and other researchers (Gunnarsson et al 2003, Gunnarsson et al 2007, Andersson et al 

2009). It was used as the point of departure for the participants’ studies and consists of the 

following four processes:  

 

• Procedures, activities, divisions  

• Interactions between Individuals and Groups 

• Images, Symbols, Forms of Consciousness 

• Internal Mental Work 

(Acker 1999) 

Organisational processes are interwoven with gender (Acker 1999) and gender is often done 

unreflected (Martin 2003, Andersson 2009). Gender also censors, unconsciously or 

consciously, an action in order to “remove that which disrupts” (Amundsdotter 2009b). As 

working with a theme that is unreflected/censored is a challenge, one conclusion from my 

work is that interventions are necessary in order to change an order that is taken for granted. 

Such interventions can be done by anyone, though, and are not limited to e.g. a researcher or a 

consultant.    

 

Part 1: Background and context 

In my research project I have worked with five different groups, which I call network groups. 

In this paper I discuss the fifth and final group – one in which all the participants came from 

the same organisation, which was not the case in the other groups. As I wanted to link the 

group’s joint learning with their organisation this group was the best example, since everyone 

worked in the same organisation – a trade union – and the participants worked as union 

representative. 

The organisation’s management supported a large-scale effort where the first group would 

then be followed by another three groups. It meant that some 60 employees, mainly union 

representatives, would take part in a process of learning about gender and investigating and 

formulating action plans for change. The subsequent groups were led by two women and two 

men in the organisation, who took part in the first group. The participants were called change 

agents and were expected to examine their organisation from a gender perspective and 

contribute to goals and action plans for gender equal organisations.  

The background to the organisation’s decision to support a gender equal project included 

employees’ reactions to unequal conditions between women and men. It was mainly women 



who highlighted that a number of different conditions prevailed, for example with regard to 

the allocation of computers, rooms, cars and to the scope and power that women and men had 

in the organisation. The personnel manager was given the task of coming up with suggestions 

for a gender equal project that worked towards changing these and other aspects. The project 

took shape and in the first phase the management decided to use the professional category of 

union representative as change leaders. The project had the expressed aim of exploring the 

organisation’s possible inequality as well as its activities. The organisation financed the 

project itself and did not apply for EU funding, which is otherwise common in equality 

projects. In other words, the project was unusual in that it was financed within the framework 

of the organisation’s budget and that it was oriented towards looking at the internal workings 

of the organisation from a gender perspective. 

My research interest lies in discussing how norms can be “developed” and changed, what 

changes in an “organisational culture” look like and examples of resistance to this process. In 

this context I have chosen to describe different parts of the network group’s process. The 

group met over the course one and a half years – a total of 20 days divided into 10 meetings. I 

describe examples of resistance and change in the group’s processes. I then look at some 

examples of resistance and change in the organisation. I close with a process model; a 

practical application that emerged from my research project.  

By way of background to the forthcoming descriptions in the group, a six-month 

knowledge phase was included in the project design. Lectures covering gender theories and 

change theories were interspersed with reflection, literature, personal gender observations 

between meetings and self-reflection. The participants reflected on what they had understood 

women and men should both be like and do and on the categories of women and men from a 

gender perspective. The aims were to link personal experiences with theory and together 

create knowledge and learning about the role that gender played and which changes the 

participants and the organisation wanted to make. Giving the participants plenty of 

opportunity to learn about and test gender theories and models was also unusual in a gender 

equality project.  

 

 

 

 

 

 



Part 2: Group level – resistance and change 

 

Gender observations of one’s own organisation 

The participants were doing co-research to do between network meetings, which were held 

every sixth week. One task was to conduct gender observations in their own organisation of 

something that they were interested in exploring, e.g. meetings and conferences. Gender 

theory on power relations and on how gender is done formed the basis of their observations 

(Acker 1992, 1999, Hirdman 1990, 2001, Gunnarsson et al 2003, West & Zimmerman 1987, 

West & Fenstermaker 2002). These observations were then processed during the network 

meetings. The results showed a clear pattern: men dominated in the organisation on a daily 

basis. Men spoke first, longest and loudest. They were given more support and attention, were 

appointed as team or group leaders at meetings, took part in panel discussions and spoke at 

conferences. 

     Many of the participants confirmed the picture and had seen the same thing. Several 

expressed feelings of discomfort and surprise. They hadn’t imagined that the pattern would be 

so obvious. 

     Change theories (Janssen 2005) allow the feelings of discomfort and frustration that arise 

after seeing one’s organisation in a different light to be more easily dealt with. Gender is often 

done unreflected (Martin 2003, Gunnarsson et al 2003, Andersson et al 2009) and is linked to 

strong censoring mechanisms (Janssen 2005, Amundsdotter 2010). An initial reaction to the 

observations was to claim that it must be an isolated case. However, as the observations were 

repeated in different parts of the organisation, and throughout the country, such denial was 

short lived. Through reflections in the group and by means of the ongoing learning process 

about gender, the “organisational culture” was developed – a culture with strong women and 

men as actors AND resistance to women in the organisation, expressed through male 

dominance, power relations and so-called master suppression techniques (Åhs 1982, 2004).  

 

Resistance to development  

When the participants continued to do different kinds of studies in their organisations, which 

were then processed in a similar way, it became apparent that in the majority of cases the 

studies could not be used as the basis of a gender perspective in the organisation. They raised 

more questions than answers. 



We decided on a process of critical reflection as to why the studies were so superficial and 

limited. “The Four Rooms of Change” model (Janssen 2005) was also used as an analysis tool 

in an attempt to identify the mechanisms that lay behind this. Some people had succeeded in 

pursuing more comprehensive studies that could form the basis of an action plan. Others 

decided to develop their studies further, while some decided to wait and see.  

There was an obvious resistance in the group: after having done gender observations and 

discovered “alarming” things there was a reluctance to continue. Things began to get 

uncomfortable and the drive to discover more signs of inequality waned. Another way of 

looking at it is that the working conditions of this professional group were such that they were 

obliged to come up with quick-fix solutions. Observations had been made, something had 

become clear – and action needed to be taken. But the exploratory design we had meant a 

developing process over several months with reflections, lectures on gender, literature and 

personal studies. It challenged the prevailing culture.  

 

Deciding to observe the group’s processes 

As a result of these processes the group agreed to make continuous observations of the group 

from a gender perspective. The group consisted of 17 participants; 9 women and 8 men. They 

were situated in different parts of the country and belonged to a professional category that had 

considerable influence on the organisational culture. Several members of the group were also 

managers. By studying how gender was constructed in the group, the aim was to learn more 

about gender and also to get involved as an actor – as a change agent in a concrete way. The 

decision was followed by a discussion about when it would be possible to do this, and the 

group decided to wait a few months in order to build up trust and confidence. There seemed to 

be an awareness that observations of the group’s interactions was an intervention that 

demanded a degree of mobilisation before it could be agreed to.  

”The feeling of discomfort and being uncomfortable can instead be a sign that we are 

doing what we are supposed to be doing in this project, i.e. being change agent. At this very 

moment in time”, one of the women said. 

At the fifth meeting the participants systematically began to observe different aspects of 

doing gender in the group. At every subsequent meeting two observers were appointed, a man 

and a woman, who on different occasions reported on their observations. The task was to feed 

back what they saw and heard, e.g. the opportunity to speak, body language, who listened to 

whom, where the participants sat in the room etc – and not interpret it. Reflection and 



interpretation was done jointly with me and a male consultant who took part in all the 

meetings.    

The observations in the group revealed a similar pattern to the gender observations in the 

organisation: men who dominated in various ways and other men who were silent. Women in 

the group held back, spoke in a lower voice than men and for a shorter time. A couple of 

women didn’t follow this pattern and were assertive, spoke loudly and for a long time. On one 

occasion the men talked twice as much as the women and on another the men talked four 

times more than the women in the group. Needless to say, these feedback examples led to an 

intensive discussion in the group.   

 

Resistance from men in the group 

During the processes my interpretation is that the men in the group teamed up and expressed 

resistance in different ways. I use two examples to illustrate this; everyone in the group was 

expected to make observations. On one occasion, when a man was to report on what he had 

seen, he said that he had forgotten to make observations. Several – especially the men – 

laughed along with him. The man had a strong position in the group, claimed a lot of space 

and was eager to speak first.  

I asked the group if a woman would have been able to do the same – joke about forgetting 

to observe and that the others would then laugh. No, that wouldn’t have been possible, said 

one of the women, and several other women agreed.  

When I asked whether a woman would have been able to joke in the same way, several 

men became irritated. Humour and joking are strongly connected with constructions of gender 

(Ivarsson 2007, Wahl et al 1998). My interpretation of what happened is that a man who jokes 

about having forgotten his gender observations and where several men laugh along with him 

is an expression of superiority and also of resistance, and joking about the observations is 

ridiculing. The men joined forces, I disturbed this by asking the question, and they became 

irritated. My question – and to an increasing extent “uncomfortable” questions were asked by 

everyone in the room in this joint learning – had the effect of making people stop and think. 

From a power perspective I had disturbed the homosocial order – that the men were drawn to 

each other – created in the room at that particular moment (Lipman-Blumen 1976). For some 

of the men the feeling of irritation with me may well have remained, some might not have 

been affected at all, while some may have felt irritated at first but then reflected on it later in 

our discussion about gender, power and humour. The advantage with the research and 

development process we had was that the situation was dealt with there and then – the event 



was both analysed and reflected on in the room and not only by me in my interpretation 

process.  

The second example of men as a group expressing resistance occurred at the network’s 

eighth meeting. By that time the group had become used to reporting on the observations 

made. The feedback indicated that women had spoken four times less than men. 

One man said: “Yes, I really noticed how quiet you women were. I contemplated asking 

why you were so quiet! But I didn’t. Another man continued: “Yes, don’t you want to discuss 

things?! There’s nothing to stop you joining in. It’s just a matter of getting on with it.” 

Another man stepped in: “Am I supposed to sit quietly and simply wait and see whether 

you do/say anything? You have to take the initiative yourselves.” 

  Some of the men agreed, either by nodding or saying “I agree”. None of the men said 

anything that contradicted the previous contribution. It should also be mentioned that some 

men remained silent.  

The women didn’t say anything to begin with. After a while one woman said that she had 

chosen to lie low and listen to the lecture that had been given in the morning. And because the 

men had taken up so much space with their contributions and comments, she decided to lay 

low.  

Tension, irritation and raised voices gradually pervaded the room. We continued to work in 

gendered groups in order to reflect on and process things before coming together again as a 

larger group.   

After a while one of the women said: “You men talked for such a long time this morning, it 

was as if you were compelled to say what was in your hearts, as if you just had to share your 

work experiences. And many of you joined in with similar stories.” One of the women said 

that she agreed.  

The male consultant talked about the men putting the responsibility of the situation on the 

women: “They have to be more assertive, they don’t seem to want to discuss. But you don’t 

need to change, as though it is your absolute right not to do anything. Saying that women 

should change their behaviour is a common reaction from a superior group, and a common 

interpretation of equality. You men might think that women ought to behave differently, but it 

is easy to forget that we live in a society in which women continue to be oppressed. Given 

that we find ourselves in that situation we can become irritated with the subordinate group 

that does not assert itself.”   

Reflection in smaller groups was alternated with dialogue in the larger group. One woman 

said: “Over the years I have been irritated with women who take up too much space, but I 



haven’t been irritated with men. This has now become clear to me. That was a really good 

discussion, quite remarkable.”   

One man said: “Everything became so real! I enjoyed every minute and everything that 

happened in the group and at the same time was shocked to discover which mechanisms steer 

and how easy it is to revert back to how things were. All that really made me think.” 

As with the man’s joke, described above, the majority of men agreed that women needed 

to become more assertive. It took a while before one of the women commented on what the 

men said, and in connection with that the male consultant made an intervention in the group. 

The atmosphere in the group became tense and for many of the men the feedback that was 

given was challenging. Some men, on the other hand, expressed a feeling of relief that 

superiority and what it does to the group had been aired.   

 The observations resulted in a mixture of learning, inspiration, discomfort and conflict. 

The participants found themselves in different kinds of developing processes, and the very 

fact that both individuals and the group adopted different attitudes was an important lesson for 

future change processes. In this sense, the observations served partly as learning about gender 

and partly as a mobilisation for change.  

Part of the work with observation feedback in the group involved dividing into gender 

groups; a method that increased in significance. In separate women’s and men’s groups, the 

participants reflected on their “own” group and on the “other” group. It was a conscious 

polarisation and where both women and men later expressed how important the gender 

division processes were. I maintain that these processes contributed to the formation of a 

mixed gender group that worked to the same end, but without pretending that power and 

gender did not affect the group. The discovery of how gender ordered itself through actions in 

the group led to the expression of feelings of powerlessness, frustration and dejection. As time 

went by more and more people expressed feelings of inspiration and revitalisation in line with 

increasing gender awareness.  

Norms about gender had been developed in the group. The parallel process to the 

organisation’s culture was clear. Even though a lot of prominent women had management 

positions, men dominated the organisation – men spoke first and longest and often initiated a 

discussion. Women held back and shared the space that was left. Men often joined forces and 

considered that it was time that the women changed and asserted themselves. After a while 

some women responded by saying that the responsibility was piled on them, while men 

generally refused to take responsibility for the results of the observations. 



The processes also led to different initiatives. One example was that some of the men 

started a group that met to support each other for change. At the beginning of one meeting 

they arranged a coaching session on their desired behaviour. They then monitored, supported 

and challenged each other during the meeting. The group was in turn inspired by the men’s 

initiative.  

 One group of women took a similar initiative. They spontaneously began to observe a 

management meeting of which they were part and gained enough support to also begin to 

make gender observations. Several of the women set goals relating to things like increased 

assertiveness and speaking in meetings and supporting each other in these aspects. 

The doing of gender in the group finally changed and it was no longer possible to see the 

definite gender patterns that the observations had repeatedly revealed. At group level, the men 

talked less and became much more aware of their own dominance patterns, while the women 

spoke more and were more aware of their own adaptive or subordinate behaviour.   

 

Part 3: Organisational level – resistance and change 

The participants, all of whom worked in different parts of the country, met with different 

reactions in their respective workplaces: inquisitive reactions, critical reactions or stony 

silence. The fact that people at management level continued to emphasise the importance of 

the project at conferences and meetings indicated support for a continued focus on the issue. 

However, support at higher management levels does not always mean support from middle 

managers. Research shows a reproduction of gender patterns in organisations, despite a 

leadership that expresses desires for something else (Pettersson 2004, Abrahamsson 2000, 

Abrahamsson & Gunnarsson 2002). Moreover, Gunnarsson’s (1994) and Andersson’s (2009) 

research shows the possibilities for middle managers to exercise power and influence over 

how gender is created and thereby affect conditions for women and men. 

One of the active male participants in the project had a manager who did not support the 

project at all. He hinted that the participant should perhaps be allocated new work tasks 

“because he was so immersed in the equality project”. The participant was perturbed by both 

this and the resulting dilemma. Although discussions in different parts of the organisation 

helped to dissipate the conflict, a satisfactory solution was never found.   

Another example was a participant who, in connection with the knowledge and situation 

that the group had created in their organisation, said: “What exactly are we trying to 

challenge?!” He expressed concern about change agents transgressing the borders of what 



could be achieved. I interpret that as starting to reach the limits of how far it is possible to go. 

Berge and Ve (2000) discuss the discursive boundary in their research project on equality in a 

school. In this context, highlighting the different fears and resistance that were encountered on 

the way was important. The following excerpt from a discussion about this in the group is an 

example of how one’s own inner resistance was dealt with.  

Johanna: Let’s roll our sleeves up and do something big. We can change by doing things 

differently. 

Axel: But we must have the backing of the organisation. 

Johanna: If we do things differently, then things will start to happen. 

Sofia (to Axel): Why are you so hesitant? 

Axel: The organisational culture is so strong. It’ll outlive us all.  

Sam: Whoever said it would be easy?! Take the management group – if we continue what 

we’ve already started it will permeate everything we do. We will change patterns that have 

been in place for thousands of years. I for one have definitely changed in a way that I hardly 

thought possible. People say: “What’s happened to you, Sam? Your behaviour is quite 

different!” 

Linnea: It’s a real challenge! 

Louise: There’s no point cleaning up if the place is already spotless. 

Axel: Our negotiating section is the men’s last bastion, more than 80% of the people who 

work there are men.  

Mette: We’ve made observations of meetings that were arranged by the section and male 

dominance is really strong.  

Lauri: But let’s not forget that those of us who are involved in the project constitute a very 

large group. We’ll affect the entire country, where we are. We can influence both the culture 

and the value systems.  

Søren: Change happens, here and now. We’re looking for new action patterns together. We 

try and we challenge. 

            (Amundsdotter 2010: p.176)  

 

In the group’s discussion the participants help each other to put their own role and resistance 

to the organisation into perspective. Like Berge and Ve’s (2000) conclusion about the need 

for reflection, I maintain that when action-oriented research projects are designed, sufficient 

room needs to be allowed for these kinds of processes. It is part of dealing with resistance, 

change and understanding and of deepening the work.  



An individual example of this was a male participant who had read a gender studies book 

and regarded it as completely useless. After two days with the group, which included 

processing and discussing the literature, he realised that he had censored gender within 

himself because the book had disturbed him. He was going to read it again. A similar process 

occurred at group level, also related to one of the books, where a joint process concerning the 

book’s content changed perspectives of it and instead created inquisitiveness and learning.  

Working with gender and change produces resistance at various levels and the researcher 

needs to relate to that. By means of the joint learning process the participants were able to 

work through this resistance and instead take gender theories on board.  

 

Gender observations developed and changed the order 

It was the final stage of the project and everyone in the room had taken part in the important 

conference in which they and the change agents from three other groups had also been 

involved. The four internal change agents led the work with the observers. They had gathered 

as a group in the morning and divided different aspects of the conference between them. 

Some observed work in small groups, while others observed what happened in the larger 

group. The observations were reported on in situ during the conference, both in the small 

groups and in the large group, for wider reflection. All thirty change agents observed the 

conference, and the recurring pattern was that men spoke more often and that people were 

quiet when men spoke. Men also spoke first and talked more often in the small groups. An 

invited speaker cracked a joke during his lecture that many in the room regarded as sexist. 

Laughter resounded in the conference room. One of the male observers reported this to the 

whole group and said that he was surprised that people laughed at a joke that was sexist. 

Many in the network claimed that reacting rather than accepting was an important “break” in 

the culture.  

I understand it as an intervention that the management had asked the change agents to do – 

to allow so many observers to study interaction in relation to gender during a conference. It 

may even have been that many were not aware of how much would be revealed by the gender 

patterns and by the change managers, who were equipped with both the knowledge and tools 

to study gender.  

This was not the first conference to take this up, however. I had taken part in an earlier 

conference and talked to two of the change agents about gender and equality. This was when 

the work with gender observations began. The change agents were given the challenging task 



of observing gender patterns and norms of which they themselves were a part. The joint 

learning that they had experienced earlier enabled them to report on what they had seen.  

The reiteration had a clear purpose that was also emphasised by the management: this was 

not an isolated phenomenon but was something that should be integrated into the 

organisation’s practices. With as many as 30 persons observing gender, and who also reported 

on their results to everyone in situ, it was a matter of a significant intervention in the culture. 

This would not have been possible if the management had not given the go-ahead.  

“Decensoring” (Janssen 2005) gender in the way it was done at the conference and on 

other occasions was a way of demonstrating how unspoken suppositions were expressed in 

action patterns – such as it is alright to crack a sexist joke and for people to laugh or for men 

to rustle their papers when women are speaking. It is actions that are undertaken on the basis 

of notions or unspoken suppositions that shape norms (Hydén 2002, Amundsdotter & 

Gillberg 2003). These were contradicted. 

The conferences were regarded by the change agents as an important forum for people in 

the organisation and an opportunity to focus on strategies and real issues. The order that was 

created at the conference through different types of interaction could be regarded as an 

expression of the prevailing order in the organisation. Strategically, the fact that the 

management gave support and space to a comprehensive activity that really reflected the 

organisation’s daily practice was an important symbolic act of doing gender.  

 

The changing of norms 

In their role as actors, some of the change agents became the bearers of new norms. The joint 

learning and the supporting structure that was constructed both in the group and through the 

management’s support facilitated changes – at an individual, group and to a certain extent 

organisational level. It is too early to say anything specific about the latter, however.  

A transformative change is possible at individual level, whereas at organisational level an 

instrumental change is necessary (McGill & Brockbank 2004). In many the experience of 

being an actor and able to affect and change norms though new action patterns was strong. 

Gender observations with feedback are also an example of reflection in action, at the moment 

it occurs (Schön 1983), where the group became a parallel process to the organisation. The 

learning in the network group could be transferred at system level in the organisation.  

Individuals in the group started to think differently, partly due to the reflective way of 

working and the joint learning method. Many talked about their own “journeys” and the new 

perspectives that had gradually emerged as a result of gender awareness. By using the group 



as a learning platform the change process was intensified. Given that the participants were 

directly affected, the work for change began there and then. Through the critical mass of a 

constantly increasing number of change leaders in the organisation, and with the support of 

and mandate from the management, supporting structures for a normative change were 

developed (Amundsdotter & Gillberg 2003). Resistance and change became visible at 

individual-, group- and organisational levels. The change began at an individual level and 

then spread to group as well as organisational levels. And – the involved participants seemed 

to get closer to power relations and possible stop from the leadership, which would need some 

more time to see where resistance from that part of the organisation develops. 

An interview with the four participants who had led the process with the subsequent groups 

shows several signs of change at organisational level. Three years after the first group had 

started, the four are in agreement that a remarkable climate change occurred in the 

organisation – and that it also affected the conditions that were the starting point for the 

project. The following is a summary of their narratives on change:  

• People dare to challenge the prevailing “culture”.  

• People now has an greater opportunity to speak, and awareness levels have been 

raised. 

• Women and men no longer accept the way of doing things, dominated by men´s 

patterns. The climate is different. People now listen to what others have to say and 

don’t interrupt. Some women have become much more assertive and men take more of 

a back seat, there’s more teamwork.   

• It is no longer possible to say “we are an equal organisation”, there is too great an 

awareness for that.   

• Everyone has had an opportunity to make gender observations and discover new 

things.  

• Gender equality is more tangible than it was before. There’s a new understanding of it. 

• Irony and ridicule have decreased, a great change. The status of the issue has changed 

from low to high. 

• The leadership has become much clearer. 

• In the past we haven’t been able to describe gender. We’ve now begun to look at 

things differently.  

• Jokes, strained atmospheres and poor attitudes are things of the past.   

(Amundsdotter 2010: pp. 188-189) 



 

It is a change that can be the gateway to new norms. What they describe is that people do 

things differently and that action patterns have changed. Equality is valued rather than 

undervalued, the subject is prioritised by the leadership and gender observations are reported 

on. The norm that equality is important can thus grow and strengthen.  

 

Part 4. A process model for developing and changing the order 

All the five network groups that were included in my thesis work resulted in a practical 

application: a process model in which gender theory and practical gender equality work 

intersect. The model is developed from a design with network groups and change managers. 

Work in the network is carried out by means of three processes: the organisation is made 

visible from a gender perspective through developing processes. In the mobilising processes 

the actors work on themselves and their organisation in order to mobilise and plan change – 

and eventually carry it out.   

These courses of action can be described as three processes that sometimes overlap, but 

that are different in both nature and content. The developing process is characterised by an 

exploring and learning of gender in the organisation. Mobilisation is also included in the 

developing process – learning jointly from each other’s studies, beginning to see things anew 

and creating a description of the current situation can all be seen as a form of mobilisation in 

the role of the actor as well as in the organisations. 

But mobilisation needs its own in-between phase, where what is studied is reflected on in 

order to then be changed, e.g. with the aid of active targeting that leads to new action patterns 

and norms.  

The following change processes move between everyday life in the organisations and the 

network meetings; events are taken back in the form of different dilemmas or success stories 

for joint analysis in the network. Even the change processes have a mobilising function 

through the joint analyses that give perspective to other ways of getting to grips with a 

dilemma.  



Development 

processes 

Knowledge about gender and 

equality

Reflection & self-reflection

Own organisation studies

Gender observations

Analysis aided by gender theory

 

 

 

Using gender theory and change theory in practical work 

need to be repeatedly integrated

organisation – theories can be used in many different ways, and in ord

theory as serviceable and comprehensible as it was in the network, constant feedback 

necessary.  

     What happens to people in the encounter with gender theories? Different things happen, 

but in the work with the five groups in

of things happened to people in the encounter with gender theories. There is a big difference 

between, e.g. encountering theories about change, learning or whatever else we did. In the 

group the encounter with gender theories was 

methodologies from action research/interactive research and through change theory (Janssen 

2005), gender theory could be 

facilitated an understanding of

and in the group. The combination of gender research and action research/interactive research 

has been useful in the exploration of developing and changing gender n

equality.  

 

 

 

Mobilisation 

processes 

Reflection on and analysis of 

own studies

Choises, strategies, mandate

"Open Space" – challenge the 

taken-for-granted

Goal for a transforming gender 

equality work

Change 

processes

Initiatives for change in one

Joint learning from events in the 

In-depth knowledge about 

gender and equality 

 

Using gender theory and change theory in practical work for change means that the theories 

need to be repeatedly integrated. Self-reflection, discussions about literature, events in the 

theories can be used in many different ways, and in order to make gender 

theory as serviceable and comprehensible as it was in the network, constant feedback 

What happens to people in the encounter with gender theories? Different things happen, 

but in the work with the five groups included in my thesis there was a common pattern: a lot 

of things happened to people in the encounter with gender theories. There is a big difference 

encountering theories about change, learning or whatever else we did. In the 

gender theories was exciting, upsetting and inspiring. 

methodologies from action research/interactive research and through change theory (Janssen 

gender theory could be both reflected on and integrated by many. Gender theories also 

of current power relations and structures in both the organisation 

and in the group. The combination of gender research and action research/interactive research 

has been useful in the exploration of developing and changing gender norms and developing 

Change 

processes

Initiatives for change in one´s 

organisation

Joint learning from events in the 

network

depth knowledge about 

gender and equality 

change means that the theories 

reflection, discussions about literature, events in the 

er to make gender 

theory as serviceable and comprehensible as it was in the network, constant feedback is 

What happens to people in the encounter with gender theories? Different things happen, 

my thesis there was a common pattern: a lot 

of things happened to people in the encounter with gender theories. There is a big difference 

encountering theories about change, learning or whatever else we did. In the 

inspiring. By means of 

methodologies from action research/interactive research and through change theory (Janssen 

ender theories also 

current power relations and structures in both the organisation 

and in the group. The combination of gender research and action research/interactive research 

orms and developing 
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