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SUMMARY 
 
The aim of this report is to give a picture of the cultural and work organizational context from 
a gender perspective. The most obvious ‘gender issue’ for the Swedish and Finnish mining 
industry is the very low percentage of women and even lower among mining workers. We 
believe the reasons can be found in the culture, labor market and educational traditions at 
national level as well as at regional/local level, but also within the mining companies them-
selves. Therefore, these themes are reflected in the report. 
 
Both in Sweden and Finland there are legislations and rules on gender equality that a com-
pany must be aware of and follow strictly. One part of this regulation is that a company has to 
ensure that working conditions are suitable for both women and men and the company has to 
promote equal distribution of women and men in the work place.  
 
In Sweden and Finland there is an interestingly good gender balance in politics and the almost 
equal numbers of women and men in working life. But Sweden and Finland are also ‘famous’ 
for having the most gender segregated labor market in Europe. Women work to a greater 
extent than men in the public sector with health care and education. The private industry only 
employs a small part of the women. Even within the same sector women and men have 
different occupations. Gender segregation is seen as a main problem in Sweden and Finland, 
just like in the rest of Europe. One argument is that valuation and categorizing of people 
based on gender and stereotypes risk creating not only irrational organizing and decision 
making but also unfair and undemocratic conditions. 
 
A lot of statistics show Torneå river valley as problematic from a gender equality perspective. 
All the Swedish municipalities in the Torneå river valley are in ‘the bottom league’ in 
Statistics Sweden’s gender equality index, ‘EqualX’. One part of the problems is that Torneå 
river valley is an oldish region with a male surplus. Many young people move out from the 
region and this has especially been true for women. The men are more deep-rooted, they 
choose to stay close to their place of birth. An observation is that Torneå river valley is a 
region with well educated women. Like in the rest of Finland and Sweden many women study 
for high qualified professions, but among the men there is clearly a lower educational level 
compared to the nation as a whole. 
 
Another part of the problems is that Torneå river valley still has a culture characterized by an 
old-fashioned, patriarchal and gender segregated division of labor between women and men, 
in working life as well in the domestic sphere. The culture in general has traditionally been 
focused on men’s jobs and doings. It is a culture where women often are clearly subordinated 
or ‘invisibilised’. But the picture is not unambiguous, which the interviewed women made 
very clear. Within the domestic spheres there can often be equal relations between women and 
men and the women see themselves as breadwinners and heads of the households because it is 
usually the women that have permanent and stable income which brings in money to the 
family.  
 
The interviewed women expressed somewhat mixed thoughts and attitudes towards the 
planned new mine. They did fear some problems and disturbances, but at the same time they 
had a very clear opinion that the planned mine will be extremely good, both for the village 
and for the region.  
 

  



Traditionally very few women in Sweden and Finland have applied for jobs in the mining 
industry. The total numbers of women in mining companies vary between 7-17%, lower in 
Finland than in Sweden. Among managers and technical specialist there is a positive tendency 
of more and more women (today about 20%), but when it comes to mining workers the 
numbers are lower (around 4-7%, even if it can be a bit higher at some open pit mining sites).  
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1. Introduction  
 
This study is a part of a baseline study of the socio-economic effects of Northland Resources’ 
planned mining activities in Pajala and Kolari communities, in Sweden and Finland respec-
tively. The baseline study was carried out during October 2007 – April 2008 by a research 
team led by Professor Jan Johansson, Department of Human Work Science, Luleå University 
of Technology, Sweden. The baseline study is a project ordered by Northland Resources Inc. 
and is based on a tender dated September 5, 2007. The project in total includes the following 
10 part-studies: Demography, Labour Supply, Local trade, Infrastructure, Governance, Work 
environment, Gender, Preferences (interviews and questionnaire), Transnational history, and 
Indigenous people. 
 
This part-study deals with organisational gender issues which very much is a topic of interest 
and often debated in Sweden and Finland as well as in EU. It is also a quite large and still 
growing research field. The most obvious ‘gender issue’ for the Swedish and Finnish mining 
industry is the very low percentage of women, which is even lower among mining workers. 
We believe the reasons can be found in the regional/local culture, labour market and educa-
tional traditions, but also in the mining companies themselves. In order to recruit the best 
people a company needs to actively attract both women and men. In sum, this means that any 
mining company in the process of establishing in the region needs to develop a strategy of 
how to deal with and manage the risks and opportunities – in the surrounding society as well 
as inside the company. Therefore, these themes are reflected in the report.  
 
But we also want to point out that ‘gender’ is not only a question of recruiting women to a 
male dominated industry. A gender unequal organisation (where a gender homogeneous 
organisation is one type and a gender segregated organisation is another type) can produce 
inflexibility and hinder communication, learning, innovations and change processes. In 
Swedish and Finnish working life organisational gender aspects are more and more seen as an 
important area for industrial companies to handle, among other organisational and managerial 
issues. This is also our main approach in the study. 

1.1 Method 
Some of the themes in this report are also, and more thoroughly, dealt with in the other part-
studies, for example migration, education level, labour market conditions and local culture in 
the region for the planned mining sites. The difference is that in this report the gender 
perspective is used as a method to high-light problems and opportunities that otherwise would 
be difficult to grasp. Because of our pre-knowledge of some of the problems, i.e. the some-
what patriarchal culture with subordinated and ‘invisibilised’ women, we have also chosen to 
talk to some women and ask them about their view on culture, labour market and gender 
equality and their attitudes towards the planned mining sites.  
 
Data, descriptions and examples presented in this report have been collected from: 
• Already existing and available statistics and information from public reports and web-

sites and from Statistics Sweden and Statistics Finland, November-December 2007 and 
January-February 2008. 
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• Visits and interviews with women in Pajala, Kaunisvaara and Sahavaara, January-
February 2008. 

• Visits and interviews with gender experts at mining companies and trade unions in 
Sweden and Finland combined with analyses of public documentation of companies in 
both Sweden and Finland, November-December 2007 and February-March 2008. 

• Visits, observations and participation in meetings etc. in Pajala, Kaunisvaara/Sahavaara, 
Kolari, Hannukainen and Äkäsjoensuu, September-November 2007 and February-
March 2008. 

• Cross-information, i.e. from other part-studies in this project (survey, interviews, docu-
mentation, meetings, observations). 

 
In the report all the interviewed persons are presented anonymously. 
 
The research of this part-study has been led by Professor Lena Abrahamsson, Luleå Univer-
sity of Technology, who have collected information together with Associate Professor Ylva 
Fältholm, Luleå University of Technology, Ville Koskimäki, M.Sc. (Planning geography), 
University of Oulu, Department of Geography, and Leena Soudunsaari, M.Sc.(Architecture), 
Ph.D-student, University of Oulu, Department of Architecture. The report was written by 
Lena Abrahamsson with contributions from the others in the group. 
 

 
Research team visiting Hannukainen mine site, Finland, September 2007 (Photo Lena Abrahamsson) 

1.2 Extent and delimitations 
The report starts with a brief presentation of some goals, legislations and agreements in 
Sweden and Finland concerning gender equality, which companies must be aware of and/or 
follow (i.e. implement, enact upon). Then we present some gender related issues in working 
life and give a description of the present situation of the sex segregated labour market in 
Sweden and Finland, mainly on a national and regional level. In the next part of the report 
gender statistics for the northern parts of Sweden and Finland, mostly in the local region of 
Torneå river valley, are presented together with a discussion on gender related problems in 
the local culture and some women’s attitudes towards the planned establishment of the mine 
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in Pajala. After that we briefly describe some examples and experiences of the ways in which 
mining companies operate in order to recruit more women and in order to create a more 
productive, flexible and modern work organization.  
 
When starting up the study we were aware of the fact that it is more difficult to get access to 
statistics in Finland, especially on more detailed level of the working life and on local and 
regional level. Therefore, we chose to put more emphasis on the Swedish side of the Torneå 
river valley when for example describing local culture, migration, education level and labour 
market. Another problem is that Statistics Sweden and Statistics Finland do not use the same 
standard industrial classification, meaning that some figures are very difficult to compare, but 
the aim with presenting statistics is mainly to give a picture of the culture and eventual 
problems and possibilities. For that purpose we believe the amount and level of data from 
both Sweden and Finland is appropriate. 

1.3 Theoretical framework 
This report is mainly an ‘empirical’ report presenting some problems and opportunities in the 
context for the planned new mine. Solutions or recommendations are not included in the 
report. We neither present theory, nor carry out theoretical analyses, but base our project 
design, analysis and discussions on Nordic and international research into social and cultural 
constructions of gender and, above all, gendered and gendering practices/processes in work, 
education system, labour market and organisations (e.g. Abrahamsson 2000, 2006, Acker 
2005, Connell 2003, Gherardi 1994, Gunnarsson et al. 2003, Hirdman 2001, Lindgren 1985, 
Sandell 2007). In this study, we have for example touched the analysis of the difficulties of 
breaking down the hard-to-cross borders between men’s and women’s jobs. Even though 
gender is a fluid and dynamic phenomenon, certain stability exists especially regarding to 
work and organisations. When the ‘gender order’ in society and work organisations is ‘strong’ 
it can have different kind of categorising, valuing and structuring effects on individuals as 
well as organisations. These effects, often unconscious, imbedded and believed as natural, 
may have a problematic restorative and maintaining function – on the ‘gender order’ itself, 
but also on aspects in society, culture and organisations perhaps not seen as gendered 
(Abrahamsson 2000). Many of the practical problems, concrete obstacles and reactionary 
events occurring in connection to ordinary change projects can be explained by the fact that 
the intended change challenges and stirs up local prevailing ‘gender order’. 
 
As this study deals with male-dominated industrial organisations, we have also touched the 
discussions on workplace cultures based on male bonding, homo-socialisation and identifica-
tion and exclusion of others (e.g. women, office staff, management) (Willis 1977, Kanter 
1977, Collinson 1992, Roper 1996, Höök 2001, Holgersson 2003). Strong homosocial 
relations and gender-segregated businesses risk creating confusion of gender (in this case 
masculinity) and competence. Such connections between work/professional identity and 
gender make the workplace culture even more robust and create difficulties in changing 
attitudes and behaviours at workplaces – at both organisational and individual levels (Anders-
son & Abrahamsson 2007, Abrahamsson & Johansson 2006). A related factor we have 
encountered is men’s experiences of degradation if they have to do something that might be 
seen as feminine (Collinson and Hearn 2005, Abrahamsson 2000, Connell 1995, Hearn & 
Collinson 1994). Here a probably ‘solution’ could be to disconnect gender from work tasks 
(and work identity), but of course that is easier said than done. 
 
Gender equality projects in working life are also often met by ‘restoring mechanisms’ and 
resistance, especially if the projects too much challenge the ‘gender order’ (Vadelius 2008). 
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The most common type of resistance (even if it often is unconscious) is ‘gender equality’ 
being reduced to quantitative aspects, i.e. to have equal numbers of men and women in 
projects and working groups, while qualitative aspects about power, norms and values are 
marginalised. Another type of resistance is that ‘gender equality’ is constructed as a question 
about helping women to cope and navigate more effective on the labour market, while 
obscuring the structures which leads to unequal working conditions. As a result, this may 
contribute to reproduce instead of changing power relations and unequal working conditions 
between men and women in working life. 
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2. Gender equality goals, legislations and agreements  
 
In Sweden and Finland and within EU there is consensus and several similar legislations and 
rules on gender equality that a company must follow strictly, behave according to and/or just 
be aware of. Many of these formulations are sharp. In this section brief summaries of the 
legislations and rules will described. To examine detailed differences between the countries is 
to go beyond the scope with this section. We just want to point out that any individual 
company can probably quite easily follow the legislations and regulations by just acting based 
on common sense. However, there are some important points, for example the legislation in 
Sweden saying that every company (with more that ten employees) has to establish an annual 
gender equality plan including mapping the pay gap and other differences between women 
and men. The existence of the gender equality plan will be controlled by the authorities. 
Another part of this regulation is that a company has to ensure that working conditions are 
suitable for both women and men and the company has to promote equal distribution of 
women and men in the work place. Exactly what a company is doing in these matters will 
probably not be controlled in detail by the authorities. Even so it is probably valuable for a 
company to have a gender equality policy and strategy in the front edge. To get more infor-
mation on practical moves we recommend contacts with for example The Equal Opportunities 
Ombudsman or County Administrative Board of Norrbotten in Sweden and Jämställdhetsom-
budsmannens byrå in Finland. 
 
The information on gender legislations and goals have been collected from public reports and 
open websites:  
• Sweden:  

o The Equal Opportunities Ombudsman, www.jamombud.se 
o IF Metall 

• Finland:  
o Finlex, www.finlex.fi/sv/laki/alkup/1986/19860609 
o Jämställdhetsbyrån, www.tasa-arvo.fi/Resource.phx/tasa-

arvo/svenska/index.htx 
o stm.fi/Resource.phx/publishing/store/2005/12/hu1136884805512/passthru.pdf 
o www.metalliliitto.fi/portal/suomi/metalliliitto/tasa_arvo 

• EU:  
o europa.eu/scadplus/leg/en/cha/c10404.htm  
o ec.europa.eu/employment_social/gender_equality/index_en.html 
o international 

• International perspectives: 
o Good practices in promoting gender equality in ILO technical cooperation 

projects, ILO, International Labour Organisation, 2007 

2.1 The European Union’s roadmap for equality between women and men 
(2006-2010) 
The roadmap states that gender equality is a fundamental right, a common value in the EU, 
and a necessary condition for the achievement of the EU objectives of growth, employment 
and social cohesion. It also describes EU’s six priority areas equality between women and 
men: 
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• Equal economic independence for women and men.  
• The reconciliation of private and professional life.  
• Equal representation in decision-making. 
• The eradication of all forms of gender-based violence.  
• The elimination of gender stereotypes. 
• The promotion of gender equality in external and development policies. 

2.2 National gender equality goals in Sweden 
The term gender equality applies to relations between women and men. According to national 
gender equality goals in Sweden, gender equality means that women and men have the same, 
rights, responsibilities and possibilities in all areas of life, i.e. women and men having the 
same power to form society and their own lives. Equal opportunities, on the other hand, is a 
broader term. It applies to relations between all individuals and groups in the community, and 
is based on the concept that all people are of equal worth, irrespective of gender, ethnicity, 
religion, social origin, etc. The gender equality issue is one of the most important aspects of 
equal opportunities. 
 
In Sweden the overriding goal of the gender equality policy is a society where women and 
men have the same influence over society and their own lives: 
• Subgoal 1. Women and men shall have the same rights and opportunities to be active 

members of society and influence conditions for decision-making.  
• Subgoal 2. Women and men shall have the same opportunities and conditions with 

regard to education and gainful employment leading to lifelong economic inde-
pendence. 

• Subgoal 3. Women and men shall assume the same responsibility for work in the home, 
and shall have opportunities to give and receive social care on equal terms. 

• Subgoal 4. Women and men, girls and boys shall have the same rights to and opportuni-
ties for physical integrity. 

2.3 National gender equality goals in Finland 
Equality between women and men is a crucial part of the Finnish welfare state model. The 
objective is that women and men should have equal rights, obligations and opportunities in all 
fields of life. It is widely acknowledged that society can progress in a more positive and 
democratic direction when the competence, knowledge, experience and values of both women 
and men are allowed to influence and enrich the development.  

2.4 EU legislation and directives 
EU policy regarding equality between women and men takes a comprehensive approach 
including legislation, mainstreaming and positive actions. Financial support is also available 
via an action programme. The key objective is to eliminate inequalities and promote gender 
equality throughout the European Community in accordance with Articles 2 and 3 of the EC 
Treaty (gender mainstreaming) as well as Article 141 (equality between women and men in 
matters of employment and occupation, equal pay for male and female workers for equal 
work or work of equal value) and Article 13 (sex discrimination within and outside the work 
place). Directive 92/85/EEC deals with the protection of health and safety of pregnant 
workers and workers who have recently given birth or are breastfeeding. It also addresses 
maternity leave and discrimination in the work place. Directive 79/7 requires the elimination 
of direct and indirect discrimination based on sex in statutory social security schemes 
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provided for the working population. Directive 2006/54/EC deals with the implementation of 
the principle of equal opportunities and equal treatment of men and women in matters of 
employment and occupation. This directive clarifies for example, that harassment and sexual 
harassment are contrary to the principle of equal treatment between men and women. The 
gender issues addressed in this directive can be promoted by gender training and education 
measures and by companies’ internal institutions (gender action plans, recruitment and 
selection principles, gender monitoring etc) that go beyond measures and activities demanded 
by law. 

2.5 Legislations in Sweden 
The Equal Opportunities Act prohibits sex discrimination in the labour market and requires 
that all employers, whether in the public or private sector, shall actively promote equal 
opportunities for men and women in the working environment. All employers with a mini-
mum of ten employees are required to prepare an annual equal opportunities plan as well as a 
plan of action for equal pay.  
 
The purpose of the Act is to promote equal rights for women and men in matters relating to 
work, the terms and conditions of employment and other working conditions, and opportu-
nities for personal development at work (equality in working life). The aim of the Act is 
primarily to improve conditions for women in working life. 
 
Employer’s duty to promote gender equality: 
• Work to promote gender equality shall be active and goal-oriented. 
• Annual gender equality plan shall contain: 

o Description of the present situation.  
o Concrete measures. 
o Time schedule. 
o Evaluation of previous year’s plan. 

• Ensure that working conditions are suitable for both women and men. 
• Ensure employees possibility to combine employment and parenthood. 
• Prevent and preclude harassments. 
• Promote equal distribution of women and men in the work place. 
• Correct unwarranted pay differentials between women and men. 

 
Employers and employees are required to work actively together to promote gender equality, 
especially equal pay. 
 
The Prohibition of Discrimination Act prohibits discrimination on grounds of sex, ethnic 
origin, religion or other belief, disability or sexual orientation in different areas of society 
such as employment policy, including employment agencies, social insurance, unemployment 
insurance, membership of trade union and employer organisations, starting and running a 
business, and the professional provision of goods, services, housing or study support. 
 
The Parental Leave Act prohibits unfair treatment of employees in connection with parental 
leave. 
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2.6 Legislations in Finland 
The Act on Equality between Women and Men (609/86) in force since 1987 has three major 
goals: 1) The prevention of sex discrimination, 2) The promotion of equality between women 
and men and 3) The improvement of women’s status, especially in working life.  
 
The Act places a duty for promoting equality purposefully and systematically on all authori-
ties and employers as well as in education, teaching and research. In 1992, discrimination on 
grounds of pregnancy and family care responsibilities was prohibited. Since 1995, employers 
with 30 or more regular workers have been obliged to include measures to promote equality in 
annual staff and training programmes or in labour protection programmes. The Amendment of 
1995 includes a quota system; in official committees and councils the proportion of represen-
tatives of either sex should not be below 40%.  
 
The ban on discrimination in employment covers hiring, wages, other working conditions, 
including sexual harassment, supervision and termination of employment. The Ombudsman 
for Equality monitors the enactment of the Equality Act and particularly the observance of the 
prohibition on discrimination and discriminatory job and training advertising.  
 
One of the most notable tools for the gender equality in Finland is the Government Action 
Plan for Gender Equality. The measures of the action plan are related to the reform of the Act 
on Equality between Women and Men. The main points of the plan are related to e.g. 
promoting gender equality in working life, increasing the number of women in economic and 
political decision-making and enhancing gender equality in regional development and in 
international and EU co-operation. 

2.7 Equal opportunities agreement in Swedish mining industry 
In addition to The Equal Opportunities Act there is an agreement signed (as early as 1983) by 
all parties in the mining industry in Sweden (the employers’ association of mines (Gruvornas 
Arbetsgivareförbund, GAF), the Swedish Metalworkers’ Union (IF Metall), the Swedish 
White-Collar Union (SIF), the Swedish Association of Graduate Engineers (Sveriges Ingen-
jörer) and The Swedish Association for Managerial and Professional Staff (Ledarna)). In this 
Equal Opportunities Agreement the parties declare five goals for the continuous work for 
equal opportunities: 
• Men and women shall have equal chance to employment; training; promotion and 

development at work. 
• Men and women shall have equal wages for equally valuable work and equal working 

conditions. 
• Work places; work methods; work organizations, and work conditions in general should 

be organized to suit both men and women. 
• A more equal balance between men and women should be reached in occupations where 

choice of a vocation and recruitment is traditionally gendered. 
• Employment should be possible to combine with responsibility as a parent. 

2.8 Equal opportunities agreement in Finnish mining industry 
In 2005 the Metalworker’s Union agreed on an equality program with four goals: 
• Equality in all decision-making processes. 
• Mainstreaming equality as a method of interest’s supervision. 
• Fighting against discrimination and harassment. 
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• Paying attention to the equality in training, communications and member activities of 
elected officials and Union’s employees.  

 
In the collective agreements for employees in the Finnish ore mining industry there is a 
paragraph stating that the organisations consider it important to promote gender equality in 
workplaces in accordance with the Act on Equality between Women and Men, and with this 
aim in view they stress the significance of implementing the obligations and measures 
referred to in the said Act.  

2.9 Gender equality goals of the International Labour Organisation  
The ILO, International Labour Organisation, views gender equality as integral to its vision of 
Decent Work for all women and men and as a fundamental principle in the effort to achieve 
its four strategic objectives: 
• Promoting and realising standards and fundamental principles and rights at work. 
• Creating greater opportunities for women and men to secure decent employment and 

income. 
• Enhancing the coverage and effectiveness of social protection for all. 
• Strengthening tripartism and social dialogue. 

2.10 Gender mainstreaming 
The main recommendation from EU and governments and national institutions in the Nordic 
countries is that gender aspects should be included in all societal and political decisions as 
well in working life and within companies. This method, or rather strategy, is called ‘gender 
mainstreaming’ which also in a way has formed the base of our study.  
 
The concept of ‘gender mainstreaming’ can also be found in ILO, The International Labour 
Organisation Good practices in promoting gender equality in ILO technical cooperation 
projects, includes the following definition: Gender mainstreaming is not an objective in itself 
but is an applied strategy through which the goal of gender equality can be attained. In 
practice, gender mainstreaming consists of a multiplicity of actions seeking to redress gender-
based inequalities in all policies, programmes, projects, and institutional mechanisms and 
structures. Within the technical cooperation programme, the ILO is piloting ways to make 
projects reflect the two-pronged approach to promoting gender mainstreaming adopted by the 
organization: Firstly, all projects should aim to systematically address the concerns of both 
women and men through gender analysis and planning. Secondly, targeted interventions 
should be designed to enable women and men to participate equally in, and benefit equally 
from, development efforts. 
 

As an applied strategy, gender mainstreaming in technical cooperation projects entails: 
• Involving both women and men beneficiaries in consultations and analysis 
• Including sex-disaggregated data in the background analysis and justification 
• Formulating gender-sensitive strategies and objectives, and corresponding gender-

specific indicators, outputs and activities 
• Striving for gender balance in the recruitment of project personnel and experts and in 

representation in institutional structures set up under the projects 
• Including impact assessment on gender equality in evaluations as well as gender exper-

tise in the evaluation team 
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3. Gender perspectives on working life  
 
The gender related problems for a company are probably on different ‘level’ and more 
practical than formal rules and legislation. There is for example a need of maneuvering in the 
local surrounding society (which can have a discriminatory culture) as well as handling 
internal organizational problems (perhaps unconsciously gender biased). In this section we 
present a brief summary and a selection of facts and figures of the gender equality/inequality 
situation in Sweden and Finland, mainly on national and regional level. The aim is to give a 
picture of the context from a gender perspective. We start with the interesting good gender 
balance in politics, but our main focus is on the gender segregated labour market and working 
life, which is seen as a main problem in both Sweden and Finland, just like in the rest of 
Europe. At EU’s official website arguments like the following can be found: because of the 
result of demographic decline EU cannot afford any waste of human capital and therefore the 
elimination of gender stereotypes in working life is an important task. 
 
The information on gender statistics and facts at national level is obtained from: 
• Sweden:  

o Statistics Sweden, www.scb.se 
o Talking of women and men in Norrbotten County 2007, County Administrative 

Board of Norrbotten, www.bd.lst.se 
o JämLYS – en jämställdhetsanalys av Övre Norrland, County Administrative 

Board of Norrbotten and Västerbotten, 2008. 
o Women and men in Sweden 2006, Statistics Sweden, 2006, 

www.scb.se/templates/PlanerPublicerat/ViewInfo.aspx?publobjid=26  
o The Equal Opportunities Ombudsman, www.jamombud.se 
o SOU 2004:43, SOU 2003:16 
o Interviews with labour union representatives 

• Finland:  
o Statistics Finland, www.stat.fi 
o Finnish gender statistics website, Facts about women and men in Finnish mu-

nicipalities and regions, www.tasa-arvotietopankki.fi/EN_index.html 
o Vaaka vaaterissa?: sukupuolten tasa-arvo Suomessa 2006. Tilastokeskus, Hel-

sinki 
o Finlex, http://www.finlex.fi/sv/laki/alkup/1986/19860609 
o Jämställdhetsombudsmannens byrå, http://www.tasa-

arvo.fi/Resource.phx/tasa-arvo/english/index.htx  
o Interviews with labour union representatives 

• EU:  
o European commission, 

ec.europa.eu/employment_social/gender_equality/index_en.html 
o europa.eu/scadplus/leg/en/cha/c10404.htm  
o Report on equality between women and men – 2008, European Commission 

3.1 Gender balance in politics  
The Nordic countries are usually described as having Europe’s leading positions in gender 
equality. At least when it comes to formal power in politics (public elected councils) both 
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Sweden and Finland shows numeric gender equality, i.e. within the interval 40-60% (see table 
1 and 2 below). The year of 1994 was a milestone in Sweden; Sweden got its first government 
and parliament with an almost equal distribution of women and men. In 2007 the Finnish 
government actually has a majority of women, 12 women of total 20 (60% women and 40% 
men). This is the ‘world record’; no other country has so many women ministers. The 
Swedish government includes nine women and fourteen men (39% women and 61% men). Of 
members of the Finnish parliament 42% are women and the Swedish parliament has 47% 
women. That makes the Swedish parliament the second most gender equal in the world. Only 
Ruanda’s parliament has a more equal gender distribution. In the municipal councils in 
Norrbotten, there is an average of 45 % women. Finland has a somewhat lower proportion of 
women in municipal councils with Lapland and Kolari showing especially low figures. 
However, in Finland the figures are changing rapidly towards better gender equality.  
 
Other countries in EU have a much lower proportion of women in government and parlia-
ment. In total the governments and parliaments in EU consist of 25% women and 75% men. 
Cyprus even has a government with 100% men and Malta has 91% men in the parliament. In 
the European Union’s parliament 70% of the members are men.  
 

Table 1. Distribution of women and men in politics in Sweden 

Sweden  Women Men 

Government  39% 61% 

Parliament  47% 53% 

County councils  Sweden 48% 52% 

 Norrbotten 42% 58% 

Municipal councils Sweden 41% 59% 

 Norrbotten 45% 55% 

 Pajala 52% 48% 
Sources: Statistics Sweden 2007, The Equal Opportunities Ombudsman 

 

Table 2. Distribution of women and men in politics in Finland 

Finland  Women Men 

Government  60% 40% 

Parliament  42% 58% 

Municipal councils (average)  36% 64% 

 Lappland 32% 68% 

 Kolari 29% 71% 
Source: Jämställdhetsombudsmannens byrå 2007 
 

Finland has a system of quotas stating that there has to be at least 40% of women and men in 
every institution/group on municipality and county level.  
 
When it comes to municipal companies and foundations, among municipal chairs, among 
chief municipal executives and department heads the number of women is lower, in Sweden 
20-25% and in Finland 25% women.  

3.2 Still a long way until we reach ‘family-balance’ 
Both Sweden and Finland has a working life system built on two breadwinners in almost 
every family. As a result, both women and men contribute to the financing of the well fare 
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system. As in all the Nordic countries good childcare facilities make it possible to create a 
good balance between working life and private life by reducing stress and unnecessary 
absenteeism and hopefully also a better ‘family-balance’. But women and men have different 
possibilities to combine work and children. In male dominated professions and workplaces 
parental leave and part-time work is still seen as a hindrance and moreover many men actually 
do not want to stay home with their children. Therefore few men take parental leave or work 
part-time, predominately it is regarded as a responsibility that women are believed to have. In 
Sweden the fathers use only 21% of the parental allowance and 36% of the temporary 
allowance for care of sick child. In Finland the figures are lower, around 10%. In order to 
promote equal conditions for women and men in working life the main idea is that more 
measures need be taken to encourage men to take up family responsibilities. The Swedish 
government is currently for example discussing a bonus system for men that take parental 
leave or work part-time. 

3.3 As many women as men have gainful employment  
The Nordic countries are characterized by almost equal numbers of women and men in 
working life. This is historically unique; not the fact that women work, but the fact that they 
are employed outside the home, on the open labour market, almost on similar conditions as 
men. This is one of the reasons to why the Nordic labour market sometimes is described as 
the most gender equal in the world. In actual numbers the working population in Sweden 
consists of approximately 2.62 million women and 2.69 million men (49% women and 51% 
men). The working population in Finland consists of approximately 1.1 million women and 
1.2 million men (48% women and 52% men). In both Sweden and Finland around 85% of all 
women have gainful employment (approximately the same figures as for men). Compared to 
other European countries these are very high figures. In EU as a whole women have a gainful 
employment frequency as low as 55 %. One explanation to the Nordic women’s high fre-
quency of gainful employment today is probably the last 30 years of better and better possi-
bilities to paid parental leave and good access to state-aided child care system.   
 
But this kind of gender equality is rather a new phenomenon and has only been in function for 
a short period. The 1990s was actually the first decade in which most women were in working 
life on almost the same conditions as men. In other words: women born in the 1960s and 
1970s is the first generation where women have had the same access, at least in formal 
aspects, to the labour market and education system as men have had for over 100 years. 
Before that women and girls were more or less excluded from gainful employment, and very 
clearly from specific professions and educations. The women faced explicit prohibitions and 
regulations against women in working life and education as well constantly questioning. They 
were reduced to special girl or women areas, got less time, space, resources and pay or were 
seen as in need of specific training (i.e. to become good house wives). Traces of the unequal 
history in today’s working life are found in the still prevailing unequal conditions for women 
and men and a clearly gender segregated labour market.  

3.4 A gender segregated working life  
At the same time as Sweden and Finland show quite an equal distribution on the labour 
market as a whole, the countries are ‘famous’ for being the most gender segregated countries 
in Europe.  

3.4.1 Sectors and trades 
Women and men have different employers, sectors or trades (see tables 3-9). One explanation 
for this is that in Sweden and Finland women to a greater extent than men work in the public 
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sector with health and care. This is also the largest sector in the Swedish and Finnish working 
life and was growing and formed during 1960s and 1970s when the number of women in 
gainful employment raised quite dramatically. In other countries there is a risk that these 
kinds of work tasks are excluded from the statistics because (mostly) women perform the 
work at home, within the family, as unpaid work. Italy, Greece, Germany and several other 
countries have to a high extent still a working life system building on women’s unpaid work 
at home (SOU 2004:43).  
 
After health and care work the second most common work for women is education. The 
private industry only employs a small part of the women, while it is the most common sector 
for men.  
 

Table 3. Distribution of women and men in the largest trades in Sweden  

Trade/sector Women Men  

Health care and medicine 85% 15% employs 30% of all women and 5% of 
all men  

Industry and mining 15% 85% employs 10% of all women and 36% 
of all men  

Trade and transport 38% 62% employs 14% of all women and 23% 
of all men  

Education  72% 18% employs 20% of all women and 8% of 
all men 

Source: Statistics Sweden 2006 

 
Table 4 below shows that large cities, like Stockholm, have an almost gender equal distri-
bution in the private sector with 41% women and 59% men. Rural and thinly populated areas, 
like Norrbotten, have a more unequal distribution with 29% women and 71% men. Pajala has 
an even more unequal gender distribution in the private sector. The public sector is more 
similar all over the country.  
 

Table 4. Distribution of women and men in private and public sector in Sweden  

Sector    Women Men 

Private sector Nation   37% 63% 

  Stockholm  41% 59% 

  Norrbotten  29% 71% 

   Pajala 22% 78% 

Public sector Nation   72% 28% 

  Stockholm  68% 32% 

  Norrbotten  68% 32% 

   Pajala 69% 31% 
Source: Statistics Sweden 2007 
 

Table 5 shows that the figures for the Finnish working life follow almost the same pattern as 
the Swedish. Women work, to a much higher degree then men, in the public sector (which 
have problems like unwanted part-time or short piece jobs). 
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Table 5. Distribution of women and men in private and public sector in Finland  

Sector  Women Men 

Private  40% 60% 

Public  71% 29% 
Sources: Statistics Finland 2006 
 

Table 6. Distribution of women and men in trade sectors in Sweden  

Trade    Women Men 

Industry, manufactu-
ring, construction 

Nation   25% 75% 

  Stockholm  32% 68% 

  Norrbotten  17% 83% 

   Pajala 17% 83% 

Services – private Nation   38% 62% 

  Stockholm  40% 60% 

  Norrbotten  36% 64% 

   Pajala 32% 68% 

Services – public  Nation   75% 25% 

  Stockholm  72% 28% 

  Norrbotten  72% 28% 

   Pajala 74% 26% 
Source: Statistics Sweden 2007 

 

Table 7. Distribution of women and men in trade sectors in Finland 

Trade Women Men 

Industry, manufacturing, construction 27% 73% 

Services (public and other services in total) 74% 26% 
Source: Statistics Finland 2007 

 

Table 8. Distribution of women and men in some trades in the Swedish private sector  

Trades in private sector Women  Men  

Health and care service 79% 21% 

Recreation, culture and sport 71% 29% 

Trading 66% 34% 

Hotels and restaurants 61% 39% 

Education 60% 40% 

Financial intermediation and insurance 57% 43% 

Retail trade 35% 65% 

Electronic industry 33% 67% 

Agriculture 29% 71% 

Pulp and paper 21% 79% 

Manufacturing, industry 17% 83% 

Steel works 16% 84% 

Forestry 12% 88% 

Construction / building 8% 92% 
Source: Statistics Sweden 2006 
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Table 9. Distribution of women and men in some trades in Finland  

Trade Women Men 

Social services 91% 9% 

Health service  85% 15% 

Hotels and restaurants 73% 27% 

Education 66% 34% 

Financial intermediation and insurance 66% 34% 

Trading 49% 51% 

Agriculture, hunting and forestry 29% 71% 

Manufacturing, industry  28% 72% 

Transport 23% 77% 

Construction 6% 94% 
Source: Statistics Finland 2006 

3.4.2 Occupations and professions 
Even within the same sector or trade women and men have different occupations. On the level 
of professions the segregation of women and men is even more pronounced, in both Sweden 
and Finland. Mostly women and men do not compete for the same work, profession or 
occupations. Less than 20% of workers in Sweden and Finland have jobs or professions with 
an equal gender distribution (40-60%), more than 70% have occupations where their own 
gender is part of the majority. The largest professions and groups of occupations are also the 
most gender homogeneous and these figures have been quite stabile during the last four 
decades (see table 10 and 11). What these professions also have in common is that they do not 
demand a university degree or they demand just a shorter university education. Professions 
demanding a long university education show a clear trend of gender equalization. Here there 
is a trend of reduction of gender segregation. Clergyman/priest, doctor, veterinary, teacher 
and lawyer are examples of professions with almost equal distribution of women and men.  
 

Table 10. Examples of big and gender homogeneous professions in Sweden  

Professions with many women   Professions with many men  

Secretary / administration 94% women Construction worker 99% men 

Pre-school (kindergarten) teacher 92% women Machine repairer / mechanic  98% men 

Nurse 91% women Driver  93% men 

Health and care personnel 90% women Machine operator  90% men 

Bookkeeping / account assistant 89% women Engineer (on upper secondary 
level) 

85% men 

Source: Statistics Sweden 2006 
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Table 11. Examples of big and gender homogeneous professions in Finland 

Professions with many women   Professions with many men  

Customer services clerks 88% women Construction / building worker 98% men 

Nurse 87% women Metal / machinery worker 96% men 

Health and care personnel 83% women Driver  97% men 

Service and care workers, and 
shop and market sales workers 

79% women Machine operator  90% men 

Secretary / office clerk 77% women Engineer (on upper secondary 
level) 

82% men 

Sources: Statistics Finland 2002, Standard Industrial Classification 

3.4.3 Educations 
The education system follows the same pattern of gender segregation. Girls and boys choose 
different educational courses that lead to different occupations and different areas of the 
labour market. To a high degree the younger generation in Sweden and Finland still chooses 
by gender stereotypes, despite some political efforts towards a more equal gender distribution 
in the education programs where one gender is strongly under-represented. The practical 
education programs at upper secondary school, which attract half of the young population are 
most ‘gender homogeneous’. The theoretical education programs (mainly social science, 
natural science and technology), which attract the other half, show a more equal gender 
distribution.  
 
Chart 1 below presents the distribution of girls and boys at first year at Luleå’s upper secon-
dary school, which is a quite large school with over 3000 students. This picture is a good 
example of the general situation even if the figures of course vary to some degree in different 
schools and municipalities.  
 

Chart 1. Distribution of 15-years old girls and boys at first year upper secondary school 
programs in Luleå 2006, here sorted by degree of gender homogeneity  
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3.4.4 Workplace level and work tasks 
Also within the same profession and at the same workplace women and men often have 
different work tasks. A type of production, occupation or a workplace can ’on the surface’ 
have a even proportion of women and men, but if you break down the statistics to divisions, 
positions and work task, a gender segregation appears very clearly. The gender segregated 
working life is often manifested on workplace level. Only rarely women and men do the same 
thing side by side. Instead women and men often are positioned in separate places and with 
different work tasks. There is actually no general pattern for what type of work that is seen as 
women’s job or men’s job, it is very much based on local social construction and might vary 
from one extreme to the other. In industry men usually are given work tasks that are seen as a 
little bit more qualified, with more ‘technology’ associations and more autonomy and 
mobility. Women working in industry are on the other hand often given work tasks with 
higher pace of working, monotonous moments, lower technology level, and with lower pay.  

3.5 Uneven distribution of power and money  
In this report the gender segregated work life is seen as problematic, because valuation and 
sorting of people based on gender and stereotypes (and not on competences or achievements) 
risk to create not only irrational organizing and decision making within the company but also 
unfair and undemocratic conditions. The gender segregated labour market has during a long 
period often given men advantages, for example when it comes to pay, work load, positions, 
discretion to act and possibilities of personal development and movement.  

3.5.1 High status positions  
Still in most organizations in Sweden and Finland there are mostly men that are given leading 
and high status positions. In Finnish working life about 80% of all managers are men and in 
Sweden 73% of all managers are men, both in the area of strategic management and at 
operating level. In the Swedish private sector 78% of all managers are men (see table 12 
below). In public sector there is a more equal distribution, 44% men and 56% women. When 
it comes to top management the gender inequality is more pronounced and can be seen in the 
figures for distribution of women and men. Among board members in listed companies there 
are 82% men and 18% women. And among CEOs in listed companies there are 98% men and 
only 2% women (see table 12 below).  
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Table 12. Distribution of women and men at managerial levels in Sweden  

Sweden   Women Men 

Managers (totally) Nation  28% 72% 

Managers in private sector Nation  22% 78% 

  Stockholm 44% 56% 

  Norrbotten 25% 75% 

Managers in private sector – industry Nation  25% 75% 

Managers in private sector – large 
companies 

Nation  12% 88% 

Board members in listed companies Nation  18% 82% 

CEOs in listed companies Nation  2% 98% 

Managers in public sector, state 
administration 

Nation  37% 63% 

  Norrbotten 28% 72% 

Managers in municipal owned 
enterprises 

Nation  22% 78% 

  Norrbotten 21% 79% 

Managers in state owned enterprises Nation  31% 69% 

  Norrbotten 23% 77% 
Sources: Statistics Sweden 2005, SOU 2003:16 
 

Compared to the rest of Europe, Sweden’s figures are almost equivalent to the average for all 
countries (see table 13 below). There are several countries that have much higher number of 
women in managerial position (for example France, Spain, Italy, Latvia, Poland and UK), but 
there is also some countries with much lower percentage of women (for example Turkey, 
Ireland, Malta and Cyprus). 
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Table 13. European countries distribution of women and men in managerial positions 

  Women Men 

Belgium 27% 73% 

Bulgaria 29% 71% 

Czech Republic 27% 73% 

Denmark 26% 74% 

Germany 29% 71% 

Estonia 26% 74% 

Ireland 20% 80% 

Greece 27% 73% 

Spain 34% 66% 

France 38% 62% 

Italy 34% 66% 

Cyprus 13% 87% 

Latvia 38% 62% 

Lithuania 33% 67% 

Luxembourg 26% 74% 

Hungary 32% 68% 

Malta 14% 86% 

The Netherlands 28% 72% 

Austria 33% 67% 

Poland 36% 64% 

Portugal 32% 68% 

Romania 29% 71% 

Slovenia 26% 74% 

Slovakia 29% 71% 

Finland 20% 80% 

Sweden 27% 73% 

United Kingdom 34% 66% 

Croatia 24% 76% 

Turkey 8% 92% 

Iceland 83% 17% 

Norway 21% 79% 

All countries 29% 71% 

Sources: European commission 
 

There is a strong discourse in Sweden on the importance of raising the number or women 
among managers and there has been several national campaigns partly resulting in a trend of 
better gender equality in distribution of formal power.  

3.5.2 Incomes 
In Sweden and Finland men as a group earn more money and have more capital than women 
as a group. In Finland the income gap between men and women is larger than general within 
EU. In 2004 Finnish women had almost 20% lower income than the Finnish men and the gap 
is growing. Also in Sweden women’s total income is just above 80% of men’s. Part of this 
pay gap can be explained in terms of women more often than men having part-time employ-
ment. Women tend to work fewer hours per week or just not accepting so much over-time, 
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because they are expected to take responsibility for a larger part of house work and child care. 
But also a comparison of women’s and men’s full time pay shows that Nordic women’s full 
time pay is about 85% of men’s. Statistics from EU shows similar figures, i.e. at least a 15% 
pay gap between women and men, as a result of structural inequalities such as gender 
segregation in work sectors. The pay gap is larger in countries with a high frequency of 
women having a gainful employment, but with strong gender segregation.  
 
The pay gap varies with educational level and area of profession. One pattern is that the 
higher educational level the larger pay gap. Within IF Metall’s agreement the average female 
worker’s full time wage is 93% of the average male worker’s. Within the agreements for 
white collar workers (usually with university education) the pay gap is larger. Another pattern 
is that male dominated professions usually have higher average wage. Women continue to be 
employed in sectors that are less valued, for example schools, health care and elderly care the 
public sector in Sweden and Finland. Within these profession categories women and men 
have equal pay. Women also generally occupy the lower echelons of the organizational 
hierarchy. But even within the same profession, the same education and same hierarchical 
level there still can be a pay gap of about 5% that probably cannot be explained with nothing 
else than gender discrimination of women. For example, for young women and men without 
children who have just gained their master of science degree, at their very first job there is a 
pay gap of 1000-2000 SEK in favor for the men.  
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4. Gender perspectives on the local society  
 
Even though the ‘gender order’ described in section 3 is important to be aware of it is 
probably too general to be handled by individuals and organisations. It also varies in different 
contexts, for example geographic area, social class, cultural background etc. Therefore, this 
report also tries to bring down the descriptions and apply the discussions to the district of 
Torneå river valley, to Pajala and Kolari. In this section we present a brief description of the 
conditions of women and men in the Swedish Norrbotten and Finnish Lapland, mainly the 
municipalities in the Torneå river valley, i.e. on regional and local level. We discuss themes 
like migration, education, culture and labour market – from a gender perspective. Finally we 
present some local women’s attitudes to the planned establishment of the mines (in both 
Sweden and Finland).   
 
The information on gender aspects at county, municipality and village level has been col-
lected from: 
• Statistics Sweden, www.scb.se, www.scb.se/templates/Product____12237.asp  
• Statistics Sweden 2007, Talking of women and men in Norrbotten County 2007, County 

Administrative Board of Norrbotten, www.bd.lst.se  
• JämLYS – en jämställdhetsanalys av Övre Norrland, County Administrative Board of 

Norrbotten and Västerbotten, 2008. 
• Statistics Sweden 2006, Women and men in Sweden 2006, 

www.scb.se/templates/PlanerPublicerat/ViewInfo.aspx?publobjid=26  
• Statistics Sweden 2006, EqualX, www.h.scb.se/scb/bor/scbboju/jam_htm_en/index.asp 
• The municipalities’ websites, statistics, gender equality plans and other public infor-

mation 
• Interviews with municipality director (head of local government administration) and 

other managers in Pajala  
• Interviews with women in Kolari, Pajala, Kaunisvaara and Sahavaara 
• ‘Cross-information’, i.e. work material from other part-studies in this project (statistics, 

survey, interviews, documentation, meetings, observations, visits etc.) and mainly two 
sub-reports: 

o Draft report Preferences about present situation and future expectations in Pa-
jala and Kolari – the survey study, by Mats Jakobsson, 2008-04-04 

o Draft report Demography and social conditions in Pajala and Kolari – A com-
parative approach, by Peter Waara & Mats Jakobsson, 2008-04-15 

4.1 EqualX, Gender equality index 
The Swedish EqualX, Gender equality index, is based on a composite assessment of 15 
statistical variables (e.g. education, employment, politics, incomes, gender segregation in 
working life). The index is calculated on the basis of how much the value for women and men 
differ by municipalities. A small difference gives a high ranking (1 is best) and a large 
difference gives the municipality a low ranking (lowest is 290). Of Sweden’s 290 munici-
palities, Haparanda is ranked as 290. The ranking of Övertorneå is 278 and Pajala 269. All the 
municipalities in the Torneå river valley are in ‘the bottom league’ year after year.  
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4.2 Migration – an oldish region with a male surplus  
The population in Norrbotten is becoming older and there are relatively few families of 
childbearing age, which gives a low number of births. Compared to the whole of Sweden 
during the same period of time, there is much higher average age in Norrbotten and clearly a 
gap in the age group 20-44 years. One can clearly notice the consequences of many years’ net 
emigration. Lapland (and the Kolari area) shows the same tendencies. One explanation of the 
oldish counties is that many young people move out from the county to find jobs or to acquire 
an education and too few wish to return. Mostly because it is difficult to find a job that suit 
their interests and education – and this has especially been true for women. During the latest 
10 years the number of jobs in Norrbotten has decreased by 2% for women while they 
increased by 2% for men. During the same period in Pajala the number of jobs for women 
decreased with 13%, while the number of jobs for men increased by 5%. In Sweden as a 
whole, employment increased among both women and men. 
 
Not surprisingly women move to other parts of Sweden more than men. But it is not only a 
question of employment or education, it is also tradition. In the Pajala interviews the women 
described that the boys and young men want to come home to the village every weekend. The 
men seem more deep-rooted, they choose to stay close to their place of birth, perhaps seek 
work within commuting distance, for example in Malmberget or Kiruna. This is not at all the 
case for girls and young women. They have always moved far away for both education and 
work. One plausible explanation is that there is not much possible employment in Pajala or in 
the surrounding area for the type of work that the young women want.  
 

Table 14. Are you planning to stay in Kolari/Pajala? Percent 

 Kolari Pajala 

 Men Women Men Women 

Yes 72 71 81 74 

No, I am considering moving 8 9 7 11 

I am not sure   20 20 12 15 

N= 137 132 330 293 
Source: Draft report Preferences about present situation and future expectations in Pajala and Kolari,  
by Mats Jakobsson, 2008-04-04 
 
The survey confirms the picture of men being more willing to stay in Pajala (see table 14 
above). The survey shows also that in both Pajala and Kolari the planned mining industry 
seems not to attract younger individuals to stay. Persons in the youngest age-group are those 
who are most willing to leave the place, only in 33% (Pajala) and 31% (Kolari) want to stay.  
 
In the Kolari interviews appeared that both the young women and men have been moving 
away from Kolari. Nowadays, the migration may have decreased a bit because of the growth 
of tourism (especially in the villages of Äkäslompolo and Ylläsjärvi). Today (and in the 
future), the tourism is strongly developing in the Ylläs area. There is a seasonal shortage of 
employees, especially in the future if the development visions come true. Tourism and 
services provide jobs also for women.   
 
This phenomenon creates a male surplus in the counties of Norrbotten and Lapland, especially 
in the rural and depopulation areas. In ages when people are most liable to move (the age 
group 20-34 years) all municipalities in Norrbotten have a deficit of women and the munici-
palities of Övertorneå, Pajala and Haparanda (the Torneå river valley in Sweden) have the 
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absolute lowest number of women per 100 men: 71, 73 and 76 (see table 15 below). In the age 
group 21-25 years Pajala has as little as 56 women per 100 men, i.e. almost twice as many 
men as women (!). But in the oldest group, over 65 years, the region has a female surplus, 
probably because Nordic women have a longer expected average life.   
 

Table 15. Number of women per 100 men in municipalities in Torneå river valley 

 20-34 years 35-49 years 50-64 years 65 years - 

Sweden 96 96 99 129 

Norrbotten 85 93 94 123 

Övertorneå 71 94 81 114 

Pajala 73 85 79 109 

Haparanda 76 90 93 119 

Kaunisvaara and Sahavaara 61    (19-64 years) 96 

Kolari 84 99 111 83 
Sources: Statistics Sweden 2007 and Statistics Finland 2007 

 
In Kaunisvaara and Sahavaara there are 88 women per 100 men (in total, all age groups 
together). But for the population in ‘working age’ (19-64 years) the figure is extremely low: 
61 women per 100 men (see table 16 below). 
 

Table 16. Number of women and men in Kaunisvaara and Sahavaara  

 Total Women Men 

Total 162 76 (47%) 86 (53%) 

In retirement ages (65 years - ) 81 40 (49%) 41 (51%) 

Children in school age (7-18 years) 10   

Small children (0-6 years) 0   

Working age (19-64 years) 71 27 (38%) 44 (62%) 
Sources: Interviews with women in Kaunisvaara and Sahavaara 
 

4.3 Education – a region with well educated women  
Of all the 16-year-old Swedish school-leavers in 2006, girls’ average qualification assess-
ments were 12% higher than boys’. Also in all municipalities of Norrbotten girls have higher 
average school marks than boys (see table 17 below). The differences between girls and boys 
are larger in Norrbotten compared with Sweden as a whole. The communities show figures 
between 10% and 29%, with an average of 16%.  
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Table 17. Qualification assessment, 2005/2006 

 

 

Difference between 16 years old girls and boys qualifica-
tion level as % (to the girls advantage) 

Sweden 12% 

Norrbotten 16% 

Övertorneå 21% 

Pajala 17% 

Haparanda 10% 
Sources: Statistics Sweden 2007 
 

In Sweden the education level of the population is constantly rising and this is also true for the 
northern part of the country. An upper secondary education is no longer the privilege of a 
minority of upper-class or men, but rather the normal case, in particular among the younger 
generations.  
 

Table 18. Education level, 2005/2006 

Post-upper secondary education (among age group 20-64 years) 

 Women Men 

Sweden 38% of the women 31% of the men 

Norrbotten 36% of the women 26% of the men 

Övertorneå 27% of the women 17% of the men 

Pajala 28% of the women 15% of the men 

Haparanda 24% of the women 14% of the men 
Sources: Statistics Sweden 2007 

 
Also post upper secondary education has successively become more common, especially for 
women. 60% of the students within Swedish and Finnish universities are women. The 
women’s general educational level is therefore higher than men’s. Throughout, there are more 
women than men who continue their studies at university/college within three years of 
finishing upper secondary school. In all municipalities in Norrbotten as well as at the national 
level in Sweden more women than men have post upper secondary education (see table 18 
above). In the nation as a whole, 38% of women and 31% of men had post upper secondary 
education (age 25-64 years). It is about the same figures for Finland. Both Finnish and 
Swedish women study for high qualified professions.  
 
The pattern with well educated women can also be seen in Torneå river valley. For a long 
time women have studied more than men – perhaps to find a way out of the region. Even 
today at the learning center in Pajala where you can take part in university courses by distance 
tuition, 80% of the students are women. At the upper secondary school in Pajala the girls 
dominate the theoretical programs while the boys are in majority in the practical programs 
(see chart 2 below). 
 
Norrbotten shows a general lower educational level, especially among men, compared to the 
nation as a whole. The figures for women (35%) almost follow the nation figures, but only 
26% of men in Norrbotten have post upper secondary education. In Pajala and Haparanda it is 
even lower, only 14-15% of the men have post upper secondary education. That is the lowest 
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proportion in Norrbotten. Haparanda also shows the lowest proportion of women with post 
upper secondary education, 24 % and Pajala has 28%.  
 
One explanation to the general lower education level in Norrbotten is probably that the region, 
like other rural districts with strong working-class cultures, quite recently has build up an 
academic tradition. The highest proportion of persons with a post upper secondary education 
in Norrbotten is found in the municipalities of Luleå, 44% of the women and 37% of the men, 
probably because of the university situated in the town. 
 
As mentioned in section 3.4.3, girls’ and boys’ choice of education can largely be seen as 
gender biased, in both Sweden and Finland. The girls choose theoretical programs, social 
science, health care and service related programs and the boys more practical programs, 
industry related programs and technology (see chart 1). This is also very much the case in 
Pajala, even though there is one interesting positive observation; the school has as many as 
five girls at the industry program, 22% (see chart 2 below). But on the other hand, there is no 
boy at all at the child care program and only one at the health care program, 8%. Social 
science is the largest program with 30 students and natural science1, industry and electrician 
are also big programs with around 20 students each. Pajala’s upper secondary school is a quite 
small school with only 175 students in total, 79 girls and 96 boys. There is a male surplus 
already at this level, probably because the girls study at schools in Luleå or other places. 
 

Chart 2. Distribution of girls and boys at upper secondary school programs in Pajala 
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Source: Pajala municipality 2007, The Laestadius school 

 
Pajala municipality have not done any major attempts to break the gender segregation in its 
upper secondary school, but the interviewed women said that they now hoped to see some 
changes, especially regarding the good opportunities that will come thanks to the planned new 
mine. They mentioned some ideas of aiming the recruitment process for their industry related 
practical programs (mainly ‘industriprogrammet’) in the upper secondary school specific 
towards girls, even if it is not decided how and when. 

                                                 
1 Natural science main subjects are physics, maths, chemistry and biology. 
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4.4 Culture – a region focusing on men and men’s doings, but also with 
strong women 
The expression ‘knapsu’ in the meän kieli-language describes things that for a man are 
womanish, girly, foolish and unmanly, i.e. knapsu things are such things a real man should 
avoid. This expression is very typical for the Torneå river valley and is something that local 
people joke about, though perhaps with a high degree of self-irony. Nevertheless, there is 
some anxiety or fear among men to do (or at least be seen doing) something that can be 
connected to women things or women job. Torneå river valley still has a culture based on an 
old-fashioned and gender segregated division of labour between women and men, in working 
life as well at home. Work tasks connected to cooking, house cleaning and child care are 
mainly performed by women, to a higher degree compared to other parts of Sweden.  
 
Like in other rural parts of Sweden, the working life and the culture in general traditionally 
have been focusing on men’s jobs and doings. It is a culture in which women often are clearly 
subordinated or ‘invisibilised’. There is a tradition that the women should stay behind and 
leave the discussion and the decisions to the men. This is still true especially when it comes to 
politics and other discussions on visions, strategies and plans for the future of the region. The 
culture can also in some contexts be described as a kind of laddishness with a lot of talk on 
moose hunting and such things. It is also a culture in which it might be difficult to live like a 
free and emancipated woman. This can be an explanation to why many of the young women 
move out from the area and also to why the remaining women almost become invisible and 
stick to typical ‘feminine’ professions and doings. Many of the women staying in the region 
more or less adapt to the culture, and even if they do not want to they might feel their gender 
segregated world as comfortable. In a way this is also true in Kolari, but perhaps not so 
‘strongly’, especially in the tourism villages of Äkäslompolo and Ylläsjärvi. There the 
working life is more mixed thanks to the tourism business.  
 
But the picture is not unambiguous, which the interviewed women were very clear about. 
Even if the Torneå river valley has some signs of being an old fashioned, patriarchic and 
gender unequal society, within the domestic sphere there can often be equal relations between 
women and men. The women in the Torneå river valley have a reputation through history of 
being independent and strong. Some of the interviewed women said that they use to describe 
the local women as the real rulers, they rule through the men. There are also powerful women 
in the municipal administration, even if it is only within local government office (i.e. not in 
the politics). In Pajala the women see themselves as breadwinners and heads of the house-
holds because it is usually the women that have permanent and stable income which brings in 
money to the family. They take care of the families’ doings, properties, houses and children 
while the men are away from Pajala during weekdays. The men commute long distances and 
take temporary work at building projects in south of Sweden, in Luleå, in Germany, at oil rigs 
in Norway or at the mines in Kiruna or Malmberget. It was from this perspective some of the 
interviewed women half jokingly meant that “it is good that a new workplace will be opened 
in the area so the men can get jobs and do something else than hunting moose”.  

4.5 Labour market – with strong gender segregation  
As mentioned in section 3.4.1, the working life in Norrbotten is strongly gender segregated. 
Compared to Sweden as a whole, there are an even higher percentage of women in public 
sector. In Pajala municipality some occupations/workplaces have 100% women. The gender 
equality plan of Pajala includes an aim to raise the number of men working within health care 
and education. In the long run the goal is to reach a gender distribution among the employees 
equivalent to the population in the community, i.e. 52% men and 48% women. 
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Table 19. If you are working in a profession, or are close to enter working life, are you 
interested of working in any of these fields in the future? Percent Yes/Yes, Absolute 

 Kolari Pajala  

 Men Women Men Women 

Nursing and caring 7 25 13 48 

Teaching 9 22 24 32 

Industry/production 35 8 51 25 

Mining industry 42 15 59 26 

Construction 36 6 45 9 

Trade/ commerce 19 31 28 29 

Transport 26 4 52 16 

Service and tourism 34 51 41 50 

Public administration 14 25 25 36 

N= 83 74 155 112 
Source: Draft report Preferences about present situation and future expectations in Pajala and Kolari,  
by Mats Jakobsson, 2008-04-04 
 
The results from the survey (see table 19 above) show that the preferences towards different 
occupational branches have a traditional pattern regarding men and women in both Pajala and 
Kolari. Men prefer industry/production, construction, transport and mining industry and 
women are directed towards service and tourism, nursing and caring, teaching and trade and 
commerce. The mining industry is the most popular occupational branch among men, 
especially in Pajala. However, it is interesting to note that mining work seems to attract a 
considerable number of women as well, especially in Pajala. 
 
There are very few women working in industry in Pajala, even if there are some. In the 
interviews the women explained that there is a strong interest to see a change, at least among 
the women. The interviewed women expressed a will to start working in the mine themselves. 
And they predicted that many of the girls and young women in Pajala would seek employ-
ment there. “Mining work is no longer a male thing”, was a clear opinion. ”Today it isn’t 
manual work with spade and hoe, it is more work with computers or driving trucks”. 
 
The municipality seems to hope that a possible new mining company also should carry out 
special women recruitment campaigns. According to the interviewed women, the mining 
work would certainly attract women having low-wage elderly care jobs. These women would 
rather work for the mine than for the municipality, because a mining company can offer much 
better jobs and higher wages. Some of the interviewed women even thought that the munici-
pality perhaps would get problems to fill all positions at workplaces in the local elderly care 
and schools, especially because it still would be very difficult to get men to take over the jobs 
that the women leave.  

4.6 Some women’s attitudes towards the planned establishment of the 
mine 
The interviewed women in Pajala, Kaunisvaara and Sahavaara expressed somewhat mixed 
thoughts and attitudes towards the planned new mine. They did fear some problems and 
disturbances, but at the same time they had a very clear opinion that an eventual mine will be 
extremely good, both for the village and for the region. The interviewed women said that in 
the beginning, when the news of the eventual mine first were released, the men in the villages 
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had been sceptical. In contrast, the women in the villages had been more positive the whole 
time; they see the mine as a potential employer for themselves. The survey gives, interest-
ingly, a little bit different picture. In the survey there are relatively small differences between 
men’s and women’s answers, with exception of men in Pajala who are the most positive 
towards a mining industry (see table 20 below). This discrepancy can perhaps be explained 
with the results from the survey showing overwhelmingly positive attitudes, especially in 
Pajala, towards the planned mines. During the interviews I had a feeling that the women really 
wanted to give me a positive picture of Pajala and especially of the women in Pajala. 
 

Table 20.  In Pajala/Kolari there are plans to establish a mining industry. What are your 
feelings about these plans? Gender and age, percent 

 Kolari Pajala 

 Men Women Men Women 

Strongly positive 61% 60% 79% 64% 

Positive 23% 32% 15% 24% 

Neither positive, neither negative 13% 7% 5% 10% 

Negative 2% 2% 1% 1% 

Strongly negative 2% 0% 1% 1% 

N= 137 132 330 293 
Source: Draft report Preferences about present situation and future expectations in Pajala and Kolari,  
by Mats Jakobsson, 2008-04-04 

 
In the interviews the women in Pajala were very clear with ”no one in the village is against”, 
“it is just fun that something is happening”, ”we are prepared to leave the house for the sake 
of the region”,  “it is just material things” and “it is important to think of the future workers”. 
The interviewed women in Kolari had also quite positive thoughts about the possible mining 
industry.  
 
The problems that the interviewed women foresaw in the village were dust, noise, vibrations, 
heavier traffic and wells that run dry. They also feared that the planned slag-heaps between 
Kaunisvaara and Sahavaara would make the surroundings of the villages ugly. If the envi-
ronment would be too damaged, people would probably prefer to leave the villages. Some of 
the women were worried about that ‘their’ land where they drive scooters (snow-mobiles) 
would be destroyed and made ugly. They said that they live in the village because they want 
to have peace and quiet and beautiful scenery around them. But only seconds after saying that, 
they pointed out how easily inhabitants in Pajala will offer nature for the sake of jobs.   
 
Also in Kolari the contamination of the nature and environment (Äkäs river etc.) was seen as 
one of the main negative features of the mining actions. Moving to Kolari because of the 
beautiful nature and other interest relating to nature (especially among the pensioners) is a 
fact in the Ylläs area. Usually, the potential movers have been visiting the Ylläs area several 
years, and after serious consideration decided to move there. One woman mover like this was 
very worried about the living possibilities close to the possible mine. For example, she have 
had already a necessity to change her walking and jogging routes because of the mining 
actions. The women in Kolari said that they may see the features of the mining activity more 
concrete than men. One interviewed woman remembered the old days when the Rautuvaara 
mine was still in function. She lives close to the mine and traffic routes and remembered that 
it was very frustrating to clean the windows of her house many times in a year because of the 
dust caused by the ore traffic. 
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The interviewed women in Kaunisvaara and Sahavaara did not think it really would be 
necessary to leave the village, but they were clearly prepared to do so. It would be much 
harder for the men to leave the houses; the men are more deep-rooted, according to the 
women. Some of the women planned to move out to their summer cottages, if necessary. 
Others planned to take over their parents houses in Pajala or in the neighbor village. Even if 
they were prepared to move, they said it felt a bit sad and more and more hard to leave the 
farmyards and potato-fields. Some of houses are old, and the women said that perhaps it 
would be possible to move the buildings to a more beautiful spot.  
 
But the interviewed women didn’t think that the villages of Kaunisvaara and Sahavaara would 
disappear, rather the opposite. They foresaw some minor immigration to the villages, or at 
least a larger number of permanent inhabitants. Today people have double housing. They live 
and work somewhere else and come back to their houses in Kaunisvaara and Sahavaara 
during weekends and summer holidays. There are some empty houses to fill up if people want 
to move back.  
 
In Kolari, the mine is situated quite close to the tourism village of Äkäslompolo. In the Kolari 
interviews a thought came up about the possible increase in building (houses for the mine 
employees). They discussed if it is better to build the new houses close to the mine in the 
small village of Hannukainen (10 km from Äkäslompolo) or in Äkäslompolo, where a school 
is situated, as well as day care centre and other services or even in the centre of Kolari.  
 
In Pajala, Kaunisvaara and Sahavaara the perhaps ambiguous attitudes and especially the 
outspoken very positive general opinions towards the planned mines can be explained by the 
fact that the Pajala region has had a long period of depressing and negative development, 50 
years of shrinking villages, closures and down-cutting in the local services. The interviewed 
women explained that there has not been any belief in the future, no belief of a coming year. 
But today you can feel a growing optimism, thanks to the planned opening of mining sites, 
and you can for example see the more positive spirits in the fact that people shop more. Even 
if the people in Pajala are rather calm and collected and also a bit skeptical (it is not the first 
time there is discussions of opening a mine in the area), it is a risk that the optimism goes over 
head. The interviewed women in Pajala, Kaunisvaara and Sahavaara were a bit worried that it 
would be a hard backlash and an even deeper depression for the region if the plans for the 
mine come to nothing.  
 
Also Kolari have had a decreasing population the last 15-20 years because of a troublesome 
labour market, but the Kolari area has not had the same depression and declining period 
thanks to the tourism. The general belief in the future is therefore quite positive in Kolari and 
especially in the Ylläs area, regardless of the mine. The survey shows that women in Kolari 
have a more optimistic general view of the future compared to women in Pajala. The survey 
also shows that in Kolari hopes and expectations of the planned mines seem to be more 
moderate. The interviewed women in Kolari just thought that the mining activities will 
increase the positive drive (e.g. more jobs for young people). The risk of being disappointed, 
regardless of what the future brings about, seems much higher in Pajala. 
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5. Gender perspectives on mining industry 
 
In this section we present an overview and some figures of gender equality/unequality in the 
mining industry in Sweden and Finland and we try to give both present situations and 
tendencies. We start with the distribution of women and men in total and at different organ-
isational positions (blue collar workers and white collar/managers). Then we describe some 
examples and experiences of the ways in which mining companies are operating in order to 
create a more modern work organization when it comes to gender. One important problem 
according to the mining companies is to attract women to work for the companies. Today the 
mining industry in Sweden and Finland is almost gender homogeneous, i.e. male dominated 
(around 85-90% men). The most common explanation, from the companies’ side, is that it is 
difficult to find qualified women because the women have wrong educational backgrounds 
and interests and they do not want to work in the mining industry. Usually, up till now, the 
companies just have ‘blamed’ the surrounding society and the women, but in recent years 
some mining companies and other process industry companies with similar gender related 
problems have started to take moves to work with their own internal organisations as well as 
workplace cultures, symbols and images and by that hopefully influence the surrounding 
society. 
 
The information on gender aspects in mining industry has been collected from: 
• Annual reports, web sites, gender equality plans and other documentation from mining 

companies in both Sweden and Finland. 
• ‘Manual’ collection of statistics and interviews with managers, HR and gender experts 

at mining companies and trade unions in Sweden and Finland.  
• Preliminary results from our ongoing research together with LKAB and from previous 

research on coal mining in Australia.  

5.1 Gender equality/inequality in the mining industry  
Traditionally, very few women in Sweden and Finland have applied for jobs in the mining 
industry (see table 21 and 22 below). The number of women totally in the mining companies 
varies between 8-17%, a little bit lower in Finland (see table 23 and 24 below). Work and 
workplaces in the mines of today are therefore ‘male’ since there are almost only men 
working there. For example LKAB’s iron ore mine in Kiruna has during its 100 years of 
activity always been a men’s world which even when it changes and interacts with the 
changing surrounding society still is about men and masculinity. LKAB has, though, during 
the latest years continuously raised the total number of women employed in the company 
thanks to a recruitment policy based on ‘gender awareness’. 2000-2002 there was less then 
7% women, in 2005 the figure had risen to 10% and in 2007 the company had reached more 
than 12% women totally. This doubling within a few years comes from the high number of 
women among the new recruitments on managerial and technical specialists positions. On 
these type positions, there are today more than 20% women and this positive tendency seems 
to continue. The Finnish companies show similar figures. Inmet in Pyhäsalmi has as much as 
29% women among the white collar group.   
 
But when it comes to mining workers the numbers of women are substantial lower and stable. 
At LKAB the number of women in this group of employees has remained at the same level 
(around 3-4%) ever since underground mining work formally was allowed for women in the 
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1970s2. During the latest decade the number of women mining workers even decreased at 
LKAB and the company has had difficulties in turning around the tendency. One explanation 
it that there are very few women applying for jobs in the mine. The girls and boys in Kiruna 
and Gällivare/Malmberget still to a high degree follow a gender stereotyped track when 
choosing their education and profession pathways. Some part of the problem is probably 
embedded in the educational system. There are of course need for initiatives in the schools 
that broaden both girls’ and boys’ perspectives on working life. But another part of the 
problem has its roots within the company and the mining industry. That the girls and young 
women quite simply do not see the mine as potential employer for them is nothing strange 
considering its history. The memory of the active and outspoken resistance to women in the 
mine is just a generation ago, and some of the negative attitudes are still prevalent. Conse-
quently there is a very small number of women among the mining workers and most of the 
women work with sampling (or other laboratory connected work tasks) and in the dressing 
(concentration) plants. There are fewer women working underground, closer to the mine face, 
where it is both higher status and higher wages.  
 

Table 21. Distribution of women and men among mining workers in Sweden 

Sweden    Women Men 

Mining workers Nation   3% 97% 

  Norrbotten  3% 97% 

   Pajala 0% 100% 

Members trade union, Mining  Nation   8% 92% 

  Norrbotten  7% 93% 
Sources: Statistics Sweden and interviews with trade union (IF Metall) representatives 

 

Table 22. Distribution of women and men among mining workers in Finland  

Finland    Women Men 

Mining workers Nation     

Members trade union, Mining  Nation   8% 92% 

Sources: Interviews with trade union representatives 

 
Even if the low number of women mining workers is quite similar (around 4-7%) in most of 
the Swedish and Finnish companies, the percentage of women varies between companies and 
mining sites (see table 23 and 24 below). Boliden has the highest figures, 11%, and Boliden’s 
mine site Aitik stands out as ’best in the class’ with 16% women mining workers, probably 
because it is an open pit. It seems easier to have women mining workers, but it is difficult to 
explain why. Among the applications to summer job as truck driver at Aitik mining site this 
year 40% are women.  
 

                                                 
2 In Ireland women still are not allowed to work as underground miners.  
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Table 23. Distribution of women and men in Swedish mining companies 

Swedish mining compa-
nies 

 Women Men 

LKAB (Kiruna and Malmber-
get), app. 3000 employees 
in Sweden 

Totally 12% 88% 

 Managers, experts 20% 80% 

 Mining workers 4% 96% 

Boliden (Boliden, Aitik and 
Garpenberg), app. 2290 
employees in Sweden 

Totally  14% 86% 

 Managers, experts 20% 80% 

 Mining workers  11% 89% 

Aitik mining site Mining workers  16% 84% 

Lundin Mining (Zink-
gruvan) 

Totally 17% 83% 

 Mining workers 6% 94% 

Storliden mining site Mining workers 0% 100% 
Sources: Annual reports, web sites, gender equality plans and interviews with HR-managers and gender 
equality experts at mining companies and labour unions in Sweden 
 

 

Table 24. Distribution of women and men in Finnish mining companies 

Finnish mining companies  Women Men 

Outokumpu Chrome Ltd.  
(Kemi) 
134 empolyees 

Totally 10% 90% 

 Managers, experts 16% 84% 

 Mining workers 7% 93% 

Inmet Mining Corporation 
(Pyhäsalmi) 
212 employees 

Totally 12% 88% 

 Managers, experts 29% 71% 

 Mining workers 5% 95% 

Belvedere Resources Ltd. 
(Hitura) 
109 employees 

Totally 8% 92% 

 Managers, experts 20% 80% 

 Mining workers 6% 94% 
Sources: Annual reports, web sites, gender equality plans and interviews with CEO, financial managers, HR 
managers and gender equality experts at companies and labour unions in Finland 

5.2 Strategies and need of change – examples and experiences  
 
Some of the reasons to the few women can also be found in the mining workplace cultures 
themselves. Mining work has, like many other male dominated work, historically developed 
strong symbolic links to a special form of ‘masculinity’ (laddishness, a kind of ‘macho-style’) 
and this has during a long time excluded women and still today it can repel women. Our 
research from coal mining and iron ore mining shows that at mining workplaces, blue-collar 
men have often felt that it is important to distance themselves from women at the workplace 
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and, in particular, from work or behaviour that in some way might be related to femininity or 
unmanliness. Even if very few men today actually live up to the ideal picture of the ‘macho-
style’ the picture is quite clear: a ‘real’ mining worker is a tough guy and he works under-
ground at the face and with manual or at least practical work tasks. 
 
This can also have impact on the performance of the organization, for example making it 
inflexible and perhaps ‘lagging’ behind the technological development. Mining companies in 
Sweden today face trends such as higher demands on safety, gender equality and the need of 
continuous implementation of new technology. LKAB’s underground mine in Kiruna is an 
example of this. Today, the mine is one of the most modern underground mines in the world. 
During the last 50 years, there has been a transformation from underground work close to the 
rock to remote control work from above ground. Nowadays, some face workers are located up 
on level 7 in the office building close to the mine. These workers can leave their job as clean 
as when they arrived. The contact with the rock occurs via machines controlled by remote 
technology. The modern technology has thereby created a new type of work, when it comes to 
competence and knowledge as well as work environment. The ‘old’ type of masculinity 
rooted in the old type of mining work ha As described above, the mining workplaces in 
Sweden and Finland are to a high degree gender-homogeneous with almost only men as 
mining workers. Some reasons to the few women can be found in the local culture and its 
labor market and educational traditions. Like in other industrial communities the large mining 
companies in Sweden play an important roll in their surrounding local communities. You 
might almost say that some of the villages and small towns in the north of Sweden practically 
depends on ’their’ mine and what the mining companies do effect in the local culture. 
Historically the mining companies have influenced their surrounding communities, both in 
forms of actually building the society and in forms of a traditional industrial community based 
on a patriarchal structure.  
s, therefore, been challenged and the workers have to find new ways of forming their identity, 
which in some ways they already have. There are new types of masculinities (and feminin-
ities) alongside the old and perhaps fading ‘macho-masculinity’. But the changes have also 
been met by restoring responses. Our research shows that there have been tendencies of a 
hesitant attitude towards technological development. The new technology was seen as a threat 
to the ‘uniqueness’ of mining work by the workers. Although these attitudes are becoming 
less predominated, they are still part of the mine worker’s identity, workplace culture and 
workplace learning, even though unconsciously and ‘natural’ to the mine workers themselves.  
 
In Swedish mining companies, as well in the working life in general, work organization, 
workplace culture and learning are seen as important factors to a company’s ability to develop 
an effective, flexible and yet sustainable production system. There is also a rising awareness 
that gender is one aspect of this, even if the companies experience difficulties in their 
practical measures. Nevertheless, several of the mining companies are making an effort to 
take advantage of the potential offered by a more equal gender structure. By broadening the 
target group when recruiting and make use of the whole competence reservoir they wish to 
obtain flexibility and a better processes for communication and learning within the organiza-
tion, i.e. a climate and culture that support a modern organization. This is visible in LKAB’s 
five strategies, which are rather state-of-the-art:  

1. Firstly, they are conducting several campaigns and projects to recruit and retain 
women as technical experts and managers. For example a trainee program with 50 % 
women and a network for women employees. These actions have been met with some 
success, at least regarding the relative high number of highly educated women in the 
company today (20% women).  
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2. Secondly, the company has started up an upper secondary school program (i.e. voca-
tional training) for miners, where 50% of the students should be girls – and this has 
surprisingly almost been accomplished. This is quite a small education program, 
though, and therefore not a big step if you want to change the gender stereotyped atti-
tudes in general in society, but the company argues that it is better than nothing. The 
ordinary school system in the local municipalities is not doing much to change the 
gender biased education choices. In their latest discussions LKAB emphasized on the 
need of more clearly than earlier influence the local municipalities’ schools and edu-
cation programs to take gender issues more seriously. In other words: LKAB wants to 
cooperate with the municipality towards more gender equality. 

3. Thirdly, they are strategically targeting the surrounding society as well as their internal 
organisation to market the image of modern mine work as ‘high-tech’ production in a 
good working environment that both women and men can do. Nowadays, every edi-
tion of the internal weekly press contains numerous pictures of professional women as 
mine workers, managers and engineers. By this they want to attract more women to 
the mine. 

4. Fourthly, the company is discussing that the problems can also have roots inside the 
organisation, and they are planning internal organisational and workplace culture 
changes when it comes to gender attitudes. The idea is that raising awareness is the 
main way of eliminating gender stereotypes. Our ongoing research project together 
with LKAB can be seen as one part of this trend.  

5. Fifthly, in their gender equality plan for 2008 the company demonstrates a new ap-
proach in a stronger emphasis on men. Still it is important to consider the special 
situation of women, because there can be different conditions for women and men in 
the organisation and work environment. Some of the problems have their roots in 
women being in ‘minority’ at the workplaces. But if you want to change the workplace 
culture, you also need to work with the ‘majority’, i.e. the male mining workers in this 
case.  

 
Also Boliden have similar strategy and approach. By doing special efforts on gender equality 
measures the company strives towards diversity and equality and a sustainable organization 
with flexibility. This is done by: 1) ensuring that all employees can combine work and family, 
2) changes towards an equal gender distribution in all professions, groups and workplaces, 3) 
raising the number of women at managerial level, and 4) maintaining equal opportunities for 
women and men in all activities in the company  
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6. Summary and conclusions 
 
The aim of this report is to give a picture of the cultural and work organisational context from 
a gender perspective. The gender perspective is used as a method to high-light some problems 
and opportunities that otherwise would be difficult to grasp. We have worked with a mixture 
of methods. We have collected and analysed already existing and available statistics and 
information from public reports, open websites and from Statistics Sweden and Statistics 
Finland. We have also carried out interviews with women in Kolari and Pajala and with 
managers and gender experts at mining companies and trade unions in the north of Sweden 
and Finland. Moreover, we have done visits, observations and participated in meetings in 
Pajala and Kolari. In additions to this we have got material and data from other part-studies in 
the project. 

6.1 Summary of results 
The most obvious ‘gender issue’ for the Swedish and Finnish mining industry is the very low 
percentage of women and even lower among mining workers. We believe the reasons can be 
found in the culture, labour market and educational traditions at national level as well as at 
regional/local level, but also within the mining companies themselves. Therefore, these 
themes are reflected in the report. 

6.1.1 Gender equality goals, legislations and agreements 
In this report we have presented legislations and rules on gender equality that a company must 
follow strictly, behave according to and/or be aware of. One important point is the main 
recommendation that gender aspects should be included in all societal and political decisions 
as well in working life and within companies. Another important point is the legislation in 
Sweden according to which every company (with more that ten employees) has to do an 
annual gender equality plan including mapping the pay gap and other gender-based inequali-
ties. One part of this regulation is that a company has to ensure that working conditions are 
suitable for both women and men and the company has to promote equal distribution of 
women and men in the work place.  

6.1.2 Gender perspectives on working life on a national and regional level 
In Sweden and Finland there is an interestingly good gender balance in politics and the almost 
equal numbers of women and men in working life. One explanation to the Nordic women’s 
high frequency of gainful employment today is the last 30 years of better and better possi-
bilities to paid parental leave and good access to state-aided child care system, even though it 
is still a quite a bit until we reach real ‘family-balance’. 
 
But these countries are also ‘famous’ for having the most gender segregated labour market in 
Europe. Women work to a greater extent than men in the public sector with health care and 
education. The private industry only employs a small part of the women, while it is the most 
common work sector for men. Even within the same sector or trade women and men have 
different occupations. On the level of professions the segregation of women and men is even 
more pronounced. The largest professions and groups of occupations are also the most gender 
homogeneous and this phenomenon have been quite stable during the last four decades, but 
within professions demanding a longer university education there is a clear trend of gender 
equalization.  
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Gender segregation is seen as a main problem in Sweden and Finland, just like in the rest of 
Europe. One argument is that valuation and categorizing of people based on gender and 
stereotypes (and not on competences or achievements) risk to create not only irrational 
organizing and decision making but also unfair and undemocratic conditions, for example 
advantages for men when it comes to power, positions and pay. 

6.1.3 Gender perspectives on the local society 
This report also aims at applying the descriptions and discussions at the district of Torneå 
river valley, i.e. a gender related problems in the local culture. Here we can note that a lot of 
statistics show Torneå river valley as problematic from a gender equality perspective. All the 
Swedish municipalities in the Torneå river valley are in ‘the bottom league’ in Statistics 
Sweden’s gender equality index, ‘EqualX’. One part of the problems is that Torneå river 
valley is an oldish region with a male surplus. Many young people move out from the region 
to find jobs or to acquire an education and too few wish to return home – and this has 
especially been true for women. The Pajala men are more deep-rooted, they choose to stay 
close to their place of birth and they more often than women return to the region.  
 
Another part of the problems is that Torneå river valley still has a culture characterized by an 
old-fashioned, patriarchic and gender segregated division of labour between women and men, 
in working life as well in the domestic sphere. The culture in general has traditionally been 
focused on men’s jobs and doings. It is a culture where women often are clearly subordinated 
or ‘invisibilised’. But the picture is not unambiguous, which the interviewed women made 
very clear. Within the domestic spheres there can often be equal relations between women and 
men and the women see themselves as breadwinners and heads of the households because it is 
usually the women that have permanent and stable income which brings in money to the 
family.  
 
An observation is that Torneå river valley is a region with well educated women. Like in the 
rest of Finland and Sweden many women study for high qualified professions, but among the 
men there is clearly a lower educational level compared to the nation as a whole. More 
women than men have post upper secondary education and at the upper secondary school in 
Pajala the girls dominate the theoretical programs while the boys are in majority in the 
practical programs. Moreover, in all municipalities of Norrbotten girls have higher average 
school marks than boys. 
 
The interviewed women expressed somewhat mixed thoughts and attitudes towards the 
planned new mine. They did fear some problems and disturbances, but at the same time they 
had a very clear opinion that the planned mine will be extremely good, both for the village 
and for the region. Very few women work in industry in Pajala, even if there are some. But 
there is a strong interest to see a change, at least among the women. The interviewed women 
expressed a wish to start working in the mine themselves. And they predicted that many of the 
young women in Pajala would seek employment there. 

6.1.4 Gender perspectives on mining industry 
Traditionally very few women in Sweden and Finland have applied for jobs in the mining 
industry. The total numbers of women in mining companies vary between 7-17%, lower in 
Finland than in Sweden. Among managers and technical specialist there is a positive tendency 
of more and more women (today about 20%), but when it comes to mining workers the 
numbers are lower (around 4-7%, even if it is a bit higher at some open pit mining sites). 
There is, though, increasing awareness of gender issues in the mining companies. This can for 

 40 (46) 



 

example be seen in LKAB’s strategies: 1) recruit and retain women as technical experts and 
managers (among by trainee program with 50% women), 2) upper secondary school program 
with 50% girls, 3) targeting the surrounding society as well as their internal organisation with 
the image of modern mine work as ‘high-tech’ production in a good working environment 
that both women and men can carry out and 4) internal organisational and workplace culture 
changes when it comes to gender attitudes. 

6.2 Key indicators 
One highly probable outcome of the planned mining activities in Pajala and Kolari is the 
changes in the labour market that this will lead to. Even with a rather low number of workers 
in the new mines there will probably be a considerable impact on the local labour markets (in 
both real figures and psychological mind settings) because of the current problematic and 
pessimistic situation. Since gender and work is so closely interwoven, these changes can in 
turn affect the ‘gender order’ in the local communities. There might be changes in attitudes 
and culture as well as in structural patterns. Some of these changes will be unintended ‘side-
effects’ (the local society slowly adapting to the new situation), others can be results of 
deliberated attempts trying to redress gender-based inequalities – from either the commu-
nities’ or the mining company’s side.  
 
What kind of changes might be expected? A probably over-optimistic and somewhat pro-
vocative scenario would be that more women want to stay in the region, they get jobs in the 
mine, and therefore more girls choose technical and industry related upper secondary school 
programs and the culture changes and modernises it self so that women become more visible 
and also liberated from old fashioned ‘femininity’. This scenario would also include that the 
men work more steadily and closer to their homes, that they share the responsibility for 
childcare and housework on equal terms with the women, that they start working in the public 
sector with health and care (while the women work in the mine), more boys choose social and 
health care related upper secondary school programs and the men in general start to take 
education seriously. Any tendencies in this direction would be positive from a gender equality 
perspective, better for the region and probably advantageous for companies active in the 
region. Of course there might be changes in other directions, for example if the local culture is 
too robust and mainly resists changes and if the mining company chooses to follow ‘mining 
traditions’ and the local culture, and just recruits men, the effects would for many variables be 
status-quo. Nevertheless, all this would be very interesting to monitor. Below there is a list of 
some key indicators that can be studied over time. 

6.2.1 EqualX, Gender equality index 
One key indicator that will be illustrative and easy to follow over time is ‘EqualX’. The 
system has been developed by Statistics Sweden in cooperation with NUTEK and county 
administrative boards. It is measured with an interval of one or two years and is based on a 
composite assessment of 15 statistical variables (e.g. education, employment, politics, health, 
incomes, gender segregation in working life). The index is calculated on the basis of how 
much the value for women and men differ. Statistics Finland has a similar index, but based on 
other variables. 

6.2.2 Number of women per 100 men 
The number of women per 100 men in the Swedish municipalities in Torneå river valley is 
regularly measured (with an interval of one or two years) by Statistic Sweden and quite easy 
to follow. The number of women per 100 men in Kaunisvaara and Sahavaara is perhaps even 
more interesting to follow but needs to be handled ‘manually’.  

 41 (46) 



 

6.2.3 Distribution of girls and boys at upper secondary school programs 
The figures for distribution of girls and boys at upper secondary school programs in the local 
municipalities (Pajala and Kolari) can be collected from the schools (i.e. need to be handled 
‘manually’). In this context it can be especially interesting to follow the development at the 
industry related programs, but naturally also other programs (for example social and health 
related programs). 

6.2.4 Distribution of women and men in trades and professions  
The distribution of women and men in sectors and trades at municipality level is also regu-
larly measured by Statistics Sweden and Statistics Finland and therefore quite easy to follow 
up. When in comes to professions and workplaces it is a little bit more difficult to find 
comparable figures (but it can be done), so the official statistics probably need to be combined 
with ‘manually’ collected data.  

6.2.5 Distribution of women and men in the mining company  
One key indicator that would be of high interest for monitoring is to look inside the mining 
company itself, i.e. to follow up internal gender statistics. This is a context over which the 
company has the most control, both in terms of easy access to the data and in terms of 
possibilities to take strategic actions. Naturally there is no baseline to compare with today, 
since the mining activities and organisations have not yet started. But during the start-up 
phase it could be interesting to compare with other mining companies in Sweden and Finland 
and later on it would be no problem monitoring these kinds of indicators. We suggest that data 
of the distribution of women and men in the company should be collected in the following 
areas: 
• totally in the company 
• among mining workers (blue collar) 
• among managers and technical experts (white collar) 
• among new recruitments 

6.3 Conclusions 
Because of the gender segregated and somewhat patriarchic and gender unequal surrounding 
culture in the north of Sweden and Finland it can be difficult to recruit women to the mining 
industry. There is also a clear deficit of women, but on the other hand the region has more 
women with high educational level than men. When starting up at a new mine site, it might be 
temping to go the easy way, to follow local traditions and trade routines, and just recruit men, 
because it probably will be mostly men applying for the jobs. But with such a strategy, there 
is a risk that the new mine falls into the same trap as other mining companies are trying to get 
out of. In Swedish and Finnish industry there is a kind of consensus that in order to recruit the 
best people a company needs to actively attract both women and men. In sum, this means that 
any mining company in the process of establishing in the region needs to develop a strategy of 
how to deal with and manage these risks and opportunities. Hopefully this report has given 
some suggestions to the design of such processes.  
 
But we also want to point out that ‘gender’ is not only a question of recruiting women to a 
male dominated industry. A gender unequal organisation (where a gender homogeneous 
organisation is one type and a gender segregated organisation is another type) can produce 
inflexibility and hinder communication, learning, innovations and change processes. In 
Swedish and Finnish working life organisational gender aspects are more and more seen as an 
important area for industrial companies to handle, among other organisational, economical 
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and managerial issues. It should therefore be observed that all the suggested key indicators 
presented above are of a quantitative nature and mostly also of external nature. To get a really 
good instrument for decision making, production and organisational development and work 
environment analysis, a company also need internal and qualitative analyses based on gender 
theory, for example in form of action research. Such methods would probably be more useful 
to shed light on practical gender-based inequalities as different conditions for women and 
men. Not only promoting the mine as an attractive employer for women, but also actually 
making the mine a good workplace for both women and men. 
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