
 

Abstract

Based on a case study of one large company in the Swedish forest sector, this article explores the nature and 
practice of workplace harassment in forestry organizations. A questionnaire answered by 645 employees (92.5% 
response rate) shows that both women and men report experiences of harassment at work, although in different 
forms, with different frequencies and with different consequences. A total of 38% of women and 14% of men 
employed by the company report experiences of harassment at work. Both women and men most often experience 
verbal and psychological harassment by coworkers during day-to-day activities. However, unlike men, women 
also experience workplace harassment that takes place on and across a wider range of spatial and temporal 
relations and with various perpetrators involved. Also evident was that women respondents had a more negative 
perception of company culture and gender equality status compared with men, and the most negative perceptions 
were from women reporting experiences of harassment. Based on this case study, the article provides quantitative 
descriptions of workplace harassment experienced by women in Swedish forestry organizations that were 
previously explored from a qualitative perspective. This article also adds new insights into the existence of 
workplace harassment in forestry organizations that is not of a sexual nature and that not only women but also 
men report. 
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1. Introduction
Historically, forestry has primarily involved physically 
demanding manual work tasks, with practical and sym-
bolic associations with men and particular forms of rural, 
blue-collar, nature-mastering masculinity (Ager 2014, 
Johansson 1994). The introduction of new technology 
and automatized operations, together with the devel-
opment of a service-based economy and an increased 
focus on forestry planning and management, have cre-
ated a need for more varied competences and skillsets 
(Ager 2014, Häggström et al. 2013, SweGov 2007). This 
development has, at least in the Swedish forest sector, 

motivated policy makers and company representatives to 
promote gender equality, often with a focus on increas-
ing the representation of women, as one of the means 
to modernize the sector and make it more attractive 
and competitive (Andersson et al. 2018, Johansson & 
Ringblom 2017, cf. Hansen et al. 2016).

Promoting gender equality in forestry requires nu-
anced knowledge of the various ways in which struc-
tures, practices, professional values, and skillsets of 
forestry organizations are constructed in relation to 
norms of masculinity. While progress has been made 
(e.g., Andersson et al. 2018, Andersson & Lidestav 2016, 
Brandth & Haugen, 2005a, 2005b; Johansson et al. 2019b), 
the existing literature provides limited insights regarding 
the extent to which gendering structures and practices 
in forestry take the form of workplace harassment. In a 
qualitative analyses of women forestry professionals’ 
testimonies from the Metoo-campaign #slutavverkat, 
Johansson et al. (2018) found that sexual harassment con-
nects to broader gendering of power relations at work 
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and constitutes a barrier to diversity in forestry organiza-
tions (cf. Hansen et al. 2016). More quantitative-oriented 
insights, including incidence or analyses of harassment 
in relation to specific organizational contexts, are missing 
in the literature. The necessity of more studies on harass-
ment in forestry is further warranted, considering that 
women in male-dominated organizations are more likely 
to experience sexual harassment compared to women in 
general (e.g., Gruber 1998, McDonald 2012). According 
to Collinson and Collinson (1996), the sexual harassment 
of women by men in male-dominated organizations 
is a way that men manifest homosocial bonds among 
themselves and keep women out of their territory. In 
this way, sexual violence surfaces as a means of control 
over women (e.g., Bagilhole 2002, Collinson & Collinson 
1996, Watts 2007b, Wright 2016) and as an integral part of 
organizational life, rather than as an isolated abnormality 
(e.g., Hearn & Parkin 2001, Hearn et al. 1989). As the line 
between experiences of ill-treatment as a minority in a 
male-dominated organization and sexual harassment is 
subjective and often times blurry, the task of mapping 
the incidence of harassment is far from clear-cut (Cairns 
1997, Collinson & Collinson 1996).

Analyses of men’s potential experiences of workplace 
harassment in forestry are also missing in the literature 
(cf. McDonald 2012). Gendered hierarchies in male-
dominated organizations subordinate not only women 
but also some men and certain forms of masculinities. 
Hence, parallel to Connell’s (1995) conceptualization 
of hegemonic masculinities, masculinities are to be 
understood in plural, making it important to also focus 
on power hierarchies among men. Men, especially new-
comers, learners, and novices, tend to be subjected to 
different instances of ceremonial and ritualistic behav-
ior, including, for example, degrading “practical jokes” 
(Collinson 1988, Plester 2015, Watts, 2007a). Ackroyd 
and Thompson (1999) suggest that rites and ceremonies 
that defile workers are functional for the group: “they are 
mechanisms by which informal hierarchies and group 
identities are developed and sustained” (p. 65). It is thus 
evident that harassment of both women and men plays a 
role in constructing and maintaining a workplace culture 
built on privileging some men over others.

Motivated by existing gaps in the literature and based 
on a case study of one large company in the Swedish 
forest sector, the overall aim of this article is to analyze 
the role and characteristics of workplace harassment in 
forestry organizations from a gender perspective. The 
specific research questions of the study are as follows:

 • What are the characteristics and practice of workplace 
harassment that women and men experience in the 
organization?

 • How do experiences of workplace harassment relate 
to women and men’s perceptions of the organization?

2. Theoretical Background — 
Gendering Workplace Harassment
Harassment in the workplace, ranging from bullying 
to direct violence/assault, has been a focus of research 
over the last three decades – primarily from psycho-
logical and legal perspectives (e.g., Branch et al. 2013, 
McDonald 2012). Parts of this research have highlighted 
the gendered nature and implications of workplace 
harassment and the explicit sexual dimensions which 
distinguish sexual harassment from other types of harass-
ment (Samuels 2003, Zippel 2006). Although these types 
of behaviors are prohibited by law in most industrial 
countries (McCann 2005), they are still frequent across 
all types of sectors and organizations. In its various 
forms, workplace harassment, regardless of whether 
it is identified as such, has negative consequences for 
both the organization and the individual exposed to 
the harassment (Berdahl & Aquino 2009, Welsh 1999). 
Male-dominated organizations and workplaces have 
been identified as particularly problematic and hostile 
in terms of the frequency and nature of harassment (e.g., 
Gruber 1998, McDonald 2012). In these environments, 
women are less likely to define their experiences as ha-
rassment perhaps because, as Collinson and Collinson 
(1996) suggest, they want to be considered equal mem-
bers of the male collective. Additionally, the tendency of 
being harassed is associated with poorer psychological 
outcomes (Collinsworth et al. 2009). This is partly due to 
the asymmetrical power relations between women and 
men (Thomas 1997) and the fact that heterosexuality 
is a dominant characteristic of these male-dominated 
settings (Epstein 1996).

Workplace harassment not only affects the exposed 
individuals. The witnessing and awareness of harass-
ment in organizations have also been shown to pro-
duce negative impacts and stress in persons who are 
not the targets of these actions and behaviors (e.g., 
Miner-Rubino & Cortina 2007, Raver & Gelfand 2005). 
For both of these groups, harassment has been linked 
to job-related factors such as absenteeism, lower job 
satisfaction, lower productivity, reduced motivation, 
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and employment withdrawal (e.g., Chan et al. 2008, 
Fitzgerald et al. 1997). Harassment has also been linked 
to different organizational levels, indicating differences 
between blue-collar and white-collar occupations, with 
a lower reported frequency in the latter (Chamberlain et 
al. 2008, de Haas & Timmerman 2010, Ilies et al. 2003).

The most frequently reported forms of workplace 
harassment are nonphysical harassment, such as ver-
bal remarks and comments (Berdahl & Aquino 2009, 
Fitzgerald et al. 1997), suggesting that they appear less 
threatening and are more socially accepted than physi-
cal harassment within different contexts, especially in 
male-dominated and masculinized spaces (Cockburn 
1991a, Collinson & Collinson 1989, Collinson et al. 1990). 
In these spaces, masculinized cultures of misogyny can 
contribute to masking, reinforcing and reproducing 
harassment in a socially acceptable way through, e.g., 
various forms of humor, imagery and jargon (Cockburn 
1991a, Thornton 2002, Witz et al. 1996).

In this study, workplace harassment, in its various 
forms, is understood as a part of the on-going produc-
tion of gender (Acker 1992) and the organization as it 
shapes and structures gendered interactions and rela-
tions through various forms of control (e.g., Berdahl 2007, 
Hearn & Parkin 2001, Hearn et al. 1989). This is particularly 
the case in relation to sexuality and male-dominated 
industries and organizations (Bagilhole 2002, Cockburn 
1991b, Collinson & Collinson 1989, Collinson & Collinson 
1996, Paap 2006, Watts 2007b, Witz et al. 1996), where 
harassment often constitutes the basis for performing 
masculinity (Paap 2006) and the institutionalization 
of heterosexuality (Ingraham 1994). Thus, following 
MacKinnon (1979, p. 1), we define sexual harassment 
as “the unwanted imposition of sexual requirements in 
the context of a relationship of unequal power.”

3. Methods
This article analyses the responses to a questionnaire 
collected as part of a case study of a large company 
within the Swedish forest sector conducted during 
2017-2018. The study was initiated and funded by the 
company and focused on gender patterns, harassment, 
and organizational culture. As most companies within 
the forestry sector, positions and tasks in the company 
were divided along lines of gender: 80% of the respon-
dents were blue-collar workers, and 20% of the respon-
dents were office-based workers. Men constituted 85% 
of the respondents, and women constituted 15% of 

the respondents. The proportion of women was larger 
among office-based personnel compared to blue-collar 
workers, mainly because women were predominant 
in lower-lever administrative positions. Men held the 
majority of managerial and upper-level positions. The 
company approached the researchers wanting to learn 
more about the particular circumstances that prevented 
the company from promoting gender equality. Gender 
equality was defined in the study with both quantita-
tive (the representation of men and women on different 
levels of the company) and qualitative (the workplace 
culture and its connection to exclusion and subordina-
tion) aspects in mind.

The researchers, in dialog with the company, decided 
on a study design that included a qualitative interview 
conducted with office staff and a quantitative survey 
administered to all personnel, covering gender pat-
terns, workplace culture, and harassment. The company’s 
role was mainly to coordinate the practical aspects of 
the study that enabled the researchers’ access, while 
the researchers were in charge of the scientific design. 
Twenty-four semi-structured interviews with men and 
women office staff at different sites and different levels 
were conducted during the autumn of 2017. The inter-
views were analyzed and reported back to the company 
in the form of qualitative insights on identified problems 
relating to a macho workplace culture, the dominance of 
men in management, and sexual harassment, as well as a 
list of recommended measurements. These insights were 
then complemented by a questionnaire sent to all per-
sonnel measuring their attitudes and their perceptions of 
the company and its gender equality statutes, including 
the existence of workplace harassment, presented and 
analyzed in an additional report. In accordance with the 
scope of this article, the 645 responses (92.5% response 
rate) to the questionnaire were placed at the focal point.

3.1 The Questionnaire
The questionnaire, developed and conducted using 
the survey automation software program EvaSys, con-
sisted of three blocks. Block one, Introduction, included 
six questions with fixed-answer options focusing on 
demographic and employment matters (gender, age, 
allocation, type of employment, form of employment, 
and education). Block two, My workplace, consisted 
of 28 statements about organizational culture, use of 
language, and career opportunities. Sixteen of the 28 
statements concerned women’s and men’s career op-
portunities and ill-treatment, derived from the interviews 
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with office staff. Each statement was designed to cover 
a specific (but interrelated) aspect of gendered organi-
zations, such as influence, value of competences, and 
access to networks and different managerial levels. The 
respondent was asked to state how well each statement 
described their workplace or work situation on a four-
point scale ranging from strongly disagree to strongly 
agree. Organizational culture, use of language, and career 
opportunities are all complex issues that are difficult to 
reduce to a number of short, demarcated statements. 
In relation to the overall case study, this part of the 
questionnaire was designed as a form of complemen-
tary, quantitative illustrations or “thermometers” of the 
more elaborated, qualitative descriptions and analyses 
provided by the interview portion of the study. Block 
three, Offensive treatment and harassment, consisted 
of questions with fixed-answer options. Respondents 
who stated that they had not experienced harassment 
answered four questions on their knowledge of com-
pany protocols. Respondents who stated that they had 
experienced harassment answered 13 questions (which 
also surveyed the type of harassment experienced and 
whether it had been reported to the company).

3.2 Analyzing and Reporting the Data
The survey data consisted of responses from 645 employ-
ees (92.5% response rate). The analysis of the survey data 
was conducted using IBM SPSS Statistics software and 
focused on descriptive and bivariate statistical analysis. 
The results from cross-tab analyses are the focus of this 
article. The analyses were performed to identify statisti-
cally significant differences between different groups of 
respondents (e.g., harassed/non-harassed, men/women 
and blue-collar/white-collar workers) that would charac-
terize and explain the structure of harassment and the 
experience of different groups within the organization. 
Chi-square tests were used to test the variations between 
the different groups, and p < 0.05 was used as the level 
of significance. The chi-square test was carried out on 
the four-point scale. 

The data presented in this paper are descriptive, 
based on quantitative survey data focusing on women’s 
and men’s experiences of workplace harassment based 
on the responses to the fixed-answer questions (block 
three in the questionnaire) and analyses of how the 
experiences of harassment may relate to variations in 
women’s and men’s perceptions of the company. The 
second theme is based on analyses of how women and 
men (with or without experiences of harassment) rated 

each of the 28 statements focusing on organizational 
culture and gender equality statutes (block two in the 
questionnaire). To illustrate the indication of patterns 
identified during the analytical process, the data pre-
sented in this paper focus on the differences between 
the responses to one alternative of the four-point scale 
of each statement. Statements formulated on a posi-
tive note focus on the response alternative “strongly 
agree,” while statements formulated on a negative note 
focus on the response alternative “strongly disagree.” The 
analyses of the statements identify more overarching 
variations and similarities in the relation between men’s 
and women’s experiences of workplace harassment and 
their perception of the organization. More in-depth 
analyses of the particular instance of the workplace 
culture for each evaluated statement are beyond the 
scope of this article.

Last, given the subjective nature of harassment, we 
interpret this result as the percentage of women and 
men who state that they have experienced harassment, 
rather than the experiences of harassment per se. Due 
to this study’s grounding in gender theories, “men” and 
“women” do not refer to essential or natural charac-
teristics but to the result of “situated doings” (cf. West 
& Zimmerman 1989). Hence, women and men, and 
their experiences, are seen as the result of hierarchical 
ordered subject positions, organized in accordance with 
normative conceptions of gender differences in male-
dominated organizations.

4. Results and Discussions

4.1 Women’s and Men’s Experiences of 
Harassment
Nearly four in ten women (38%) at the company stated 
that they have experienced workplace harassment. The 
corresponding share among men is 14% (Table 1). The 
questionnaire also included a question asking if the 
harassment experienced was of a sexual nature (yes/
no/don’t know). The finding showed that women were 
far more likely than men to report experiences of sexual 
harassment; 57% of women – but only 6% of men – have 
experienced harassment “of a sexual nature.”

The majority of workplace harassment experienced 
by men and women in the company is not reported to 
management (Table 2). Only approximately one-fifth 
(19.5%) of men and women reported the/all workplace 
harassment they have experienced to the company, 
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and almost as many (16.9%) have reported one/several, 
but not all instances, of harassment they have experi-
enced. A total of 63.6% of women and men who had 
experienced workplace harassment had not reported 
the harassment to the company. Regarding potential 
differences between men’s and women’s reports, the 
findings suggest that men were less likely than women 
to report harassment.

In terms of motives for not reporting harassment 
to the company, a large share of respondents reported 
not feeling that the incident was serious enough (Table 
3); as many as 45% of the 62 persons who had not re-
ported harassment stated this as the reason. The results 
show limited differences between women and men 
respondents, with the exception that women were sig-
nificantly more afraid of the consequences following a 
report of harassment than were men. While 30% of the 
women not reporting harassment were afraid of the 

consequences, this only applied to 16% of the men not 
reporting harassment.

Verbal abuse was the most frequent type of workplace 
harassment among both women and men who had ex-
perienced harassment (Table 4). Seven out of ten (72%) 
respondents who had experienced harassment reported 
verbal abuse, followed by psychological abuse (50%), and 
physical violence (1%). Women and men both reported 
experiences of psychological abuse (ignoring/exclud-
ing, feeling of being left out and/or not listened to), but 
women (68%) experienced these types of abuse more 
often compared to men (41%). Also evident is that one 
out of three women (32%) but zero men reported the 
experience of unwelcome physical contact. In terms of 
regularity of harassment, the harassment reported in the 
survey generally occurred more than once: 46% stated 
that harassment had occurred “more than once, but on 
isolated occasions.” 30.7% stated that harassment was 
“repeated,” while only 22.7% stated that the harassment 
only happened once. Regarding the context of harass-
ment, incidents that occurred as part of day-to-day work 
dominated both women’s and men’s responses: 97% 
of women and 78% of men stated this option. Among 
women, 13% stated that the harassment occurred dur-
ing conferences and 29% stated that it took place dur-
ing “social events,” while none of the men stated these 
options. Most commonly, the offender was a coworker 

Table 2. If respondents reported workplace harassment to the company. Respondents who have experienced harassment, n = 77 (women: 
n = 31; men: n = 46).

Women Men Total
n % n % n %

Yes, this incident/all incidents experienced 8 25.8 7 15.2 15 19.5
Yes, one/several incidents but not all 8 25.8 5 10.9 13 16.9
No 15 48.4* 34 73.9* 49 63.6*

* = p < 0.05

Table 1. Respondents who have been subjected to workplace 
harassment in some form, either at or in relation to their workplace. 
All employees, n = 548 (women n = 81, men n = 467). 

Women Men Total
 n % n % n %
Yes 31 38.3 63 13.5 94 17.2
No 50 61.7 404 86.5 454 82.8

Table 3. Motive for not reporting workplace harassment to the company. Respondents who have experienced harassment but have not 
reported it, n = 62 (women: n = 23; men: n = 39). Multiple selections are possible.

Women Men Total
 n % n % n %
I didn’t think it was serious enough 11 47.8 17 46.3 28 45.2
I didn’t know how to go about it 5 21.7 5 12.8 10 16.1
I was afraid of the consequences 7 30.4* 3 7.7* 10 16.1*
Don’t know 3 13.0 4 10.3 7 11.3
Other 3 19.4 9 23.1 12 19.4

* = p < 0.05
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at the same workplace. This answer was reported by six 
of ten (61%) respondents who experienced workplace 
harassment, and the percentage was almost the same 
among women and men. The second most common type 
of offender was coworkers at other company workplaces, 
an alternative stated by almost half (48%) of the women 
and almost one out of five (18%) of the men. While no 
men reported harassment by customers, 7% of women 
did. In addition, 29% of women and 16% of men reported 
harassment by managers.

4.2 Experiences of Workplace Harassment 
Influence Perceptions of the Organization

How do experiences of workplace harassment relate 
to women’s and men’s perception of the organization? 
Respondents’ perception of organizational culture and 
use of language were surveyed via 12 statements (Table 5).

The findings show that all respondents, independent 
of comparison group, most strongly agreed that “It is 
OK to ask others for advice and help to get work done,” 

while the smallest number strongly agreed that “I find 
the conversation topics during break and lunch relevant 
and interesting.” Also evident is that persons stating that 
they have experienced workplace harassment reported 
a more negative perception of the company, compared 
to persons who did not report harassment, and this was 
especially true for women. Overall, this discrepancy is 
the result of a general tendency among persons stat-
ing that they have experienced harassment to be less 
inclined to strongly agree with the statements. However, 
the responses to a number of statements indicate that 
harassed respondents were more negative and have a 
slightly different perception of the organizational culture 
compared to non-harassed respondents. Among women, 
this difference was found most often in relation to the 
statements “I am treated with respect” and “My workmates 
are there for me (support me),” which women who have 
experienced workplace harassment were far less likely to 
agree with, compared to non-harassed women. Among 
men, the largest discrepancy between harassed and 

Table 4. The characteristics of workplace harassment women and men have experienced in relation to work. Respondents who have 
experienced harassment.

Women Men Total
Type of harassment a n(31) % n(63) % n(94) %

Physical violence 0 0.0 1 1.6 1 1.1
Verbal abuse 23 74.2 45 71.4 68 72.3
Psychological abuse 21 67.7* 41.3* 47 50.0*
Unwelcomed physical contact 10 32.3* 0 0.0* 10 10.6*

Context of harassment a n(31) % n(63) % n(94) %
Part of day-to-day work 30 96.8 49 77.8 79 84.0
Conferences 4 12.9* 0 0.0* 4 4.3*
Social events 9 29.0* 0 0.0* 9 9.6*
Outside working hours 9 29.0* 5 7.9* 14 14.9*

Regularity of harassment n(28) % n(47) % n(75) %
Once 4 14.3 13 27.7 17 22.7
More than once, but on isolated occasions 16 57.1 19 40.4 35 46.7
Repeatedly 8 28.6 15 31.9 23 30.7

Offender a n(31) % n(63) % n(94) %
Customer/client 2 6.5* 0 0.0* 2 2.1*
Coworkers at the same workplace 19 61.3 38 60.3 57 60.6
Coworkers at other company workplaces 15 48.4* 11 17.5* 26 27.7*
Manager 9 29.0 10 15.9 19 20.2

* = p < 0.05
a = multiple selections possible
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Table 5. Experiences of workplace harassment influence women’s and men’s perceptions of organizational culture and use of language. 
Respondents that strongly agree with the statement.

Women Men
Harassed Not Harassed Harassed Not Harassed

n(30-31) % n(48-50) % n(61-63) % n(396-403) %
I get along with my superiors 13 41.9 49 61.2 21 33.9 188 46.7
There is good collegiality at work 8 25.8* 50 58.0* 28 44.4* 230 57.4*
I find the conversation topics during break and lunch 
relevant and interesting 3 10.0 50 30.0 13 21.0 125 31.1
I am treated with respect 7 22.6* 50 66.0* 18 28.6* 221 54.8*
People’s differences are accepted 4 12.9* 50 40.0* 13 21.3* 146 36.2*
Harassment is not accepted 8 25.8* 49 55.1* 21 33.3* 241 60.3*
My workmates are there for me (support me) 6 20.0* 50 54.0* 22 34.9* 218 54.1*
People at work understand that I may have a “bad” day 6 19.4* 48 45.8* 18 29.0* 164 40.8*
It is OK to ask others for advice and help to get the 
work done    17 56.7 50 66.0 40 63.5 281 71.0
My workmates share their knowledge and experience 
of the job 10 33.3 50 60.0 30 47.6* 239 59.5*
My skills and/or competences are made use of 7 22.6 50 40.0 13 21.3* 136 33.7*
We help one another to work safely 9 29.0* 50 60.0* 31 49.2 191 47.6

* = p < 0.05

Table 6. Experiences of workplace harassment influence women’s and men’s perceptions of women’s and men’s career opportunities in the 
company. Respondents that strongly agree with the statement.

Women Men
Harassed Not Harassed Harassed Not harassed

Women and men('s)... n(29-31) % n(46-50) % n(59-62) % n(391-401) %
Skills and/or competences are given 
equal value

6 19.4* 22 44.9* 34 54.8* 252 63.0*

Have the same amount of influence 5 16.1* 20 40.0* 27 44.3* 239 59.6*

Have the same access to networks in the 
company

8 25.8* 30 61.2* 30 63.9 275 69.4

Have the same opportunities to combine 
work and parenthood

10 34.5* 32 65.3* 41 66.1 281 70.6

Have the same opportunities to become 
line mangers 

9 30.0 28 57.1 32 51.6* 263 65.8*

Have the same opportunities to become 
middle managers 

8 26.7* 25 54.3* 33 54.1* 250 63.1*

Have the same opportunities to join 
senior management

6 20.0 20 43.5 26 44.1* 222 56.8*

* = p < 0.05

non-harassed respondents was related to “Harassment is 
not accepted” and “I am treated with respect.” Also evident 
is that in relation to “Harassment is not accepted” and “I 
am treated with respect,” harassed men and harassed 
women demonstrated far more similar perceptions of 
the organizational culture, compared to women and 
men with no experience of harassment.

All seven statements relating to women’s and men’s 
career opportunities (Table 6) show that women in gen-
eral have a more negative perception of the company 
compared to men.  The most negative responses came 
from women reporting experiences of workplace harass-
ment, and while men who reported experiences of ha-
rassment were more negative than men who did not, the 
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differences between the two groups are not as evident as 
differences in the statements relating to organizational 
culture and use of language. A general pattern is that 
independent of comparison group, respondents were 
least inclined to strongly agree with statements relating 
to influence and prospect to join senior management, 
while they were most inclined to agree with statements 
relating to the ability to obtain work-life balance. The 
former most likely reflects the hierarchical distribution 
of women and men in the company, with the top posi-
tions at the organization still being strongly reserved for 
men. Interestingly, non-harassed women, harassed men, 
and non-harassed men strongly agreed far more often 
than harassed women with the statement “Women and 
men have the same access to networks in the company.” In 
fact, non-harassed women’s perceptions of women’s and 
men’s access to networks resembled those of men. This 
suggests that being a woman and having experiences of 
harassment (rather than just being a woman) is related 
to a more negative perception of the equal distribution 
of access to networks in the company.

Statements surveying the respondent’s feelings of 
being mistreated because of their gender show the 
greatest differences between women who reported 
experiences of workplace harassment and women who 
did not, while differences between men exist but are 
less evident (Table 7). All women, although to different 
extents and in different relative orders, were less likely to 
disagree with statements concerning feelings of having 

their skills called into question, being overlooked, hav-
ing less influence, and receiving unwelcome attention. 
The statements that showed the greatest differences 
among women concerned feelings of being less able 
to enjoy their time at work and having their skills called 
into question. Interestingly, women who did not report 
experiences of harassment rated the statement concern-
ing their ability to enjoy time at work and support from 
coworkers nearly the same as men who did not report 
harassment. Compared to women’s reports, men’s reports 
suggest that they feel mistreated because of their sex to 
a lesser extent than women, and if they do, the feeling 
is related to opportunities for promotion, their skills 
being called into question, and having less influence. 
Also evident was that in relation to these statements, 
the smallest differences were found between men who 
did report experiences of harassment versus men who 
did not.

5. Conclusions and Future Research
The survey responses analyzed in this article have made 
it evident that both women and men employed by a 
company in the Swedish forest sector report experiences 
of harassment at work, although in different forms, at 
different frequencies and with different consequences 
(cf. Fielden et al. 2000, Guerrier et al. 2009, Tallichet 
2000). Both women and men were most likely to report 
workplace harassment in the form of verbal abuse (cf. 
Berdahl & Aquino 2009, Fitzgerald et al. 1997), followed 

Table 7. Experiences of harassment influence women’s and men’s feelings of being mistreated because of their gender in the company. 
Respondents that strongly disagree with the statement.

Women Men
Harassed Not Harassed Harassed Not Harassed

Because of my gender, I feel that… n(28-31) % n(47-49) % n(59-63 % n(389-400) %
My skills and/or competences are called into question 4 12.9* 28 58.3* 37 59.7 291 72.9
I have less influence 5 16.1* 29 59.2* 40 63.5 293 73.3
I have limited access to networks in the company 12 40.0 28 63.6 40 67.8 292 75.1
I have fewer opportunities to combine work and 
parenthood

12 42.9* 39 81.3* 41 65.1* 306 77.1*

I have fewer opportunities for promotion within the 
company

8 28.6 28 57.1 35 56.5* 275 69.4*

I receive unwelcome attention 6 19.4* 39 83.0* 42 66.7* 311 78.3*
I am overlooked during meetings or discussions in my 
workplace

9 29.0* 31 64.6* 41 65.1* 302 75.9*

I get less support from my workmates 13 43.3* 40 81.6* 43 68.3* 318 80.1*
I am less able to enjoy my time at work 10 34.5* 41 85.4* 43 68.3* 316 79.8*

* = p < 0.05
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by psychological abuse, by workmates, occurring more 
than once and as part of their day-to-day work. In ad-
dition, compared to men, women also reported more 
experiences of sexual harassment, of unwelcome physical 
contact, of harassment by coworkers from other depart-
ments and customers, and of harassment during social 
events and outside work hours (cf. Johansson et al. 2018). 

A relation between experiencing workplace harass-
ment and a more negative perception of the organi-
zation was also evident in the case study explored in 
this article (cf. Chan et al. 2008, Fitzgerald et al. 1997). 
Most evident was the relationship between gender 
and the perception of the organization. Women as a 
group viewed organizational culture, use of language, 
and gender equality status of the organization more 
negatively than did men. Women who reported experi-
ences of workplace harassment were significantly more 
negative than women who did not, especially concern-
ing feelings of mistreatment because of their sex (cf. 
Chan et al. 2008, Collinsworth et al. 2009, Fitzgerald et 
al. 1997). Men who reported experiences of harassment 
demonstrated a more negative perception related to 
organizational culture and use of language than men 
who did not experience harassment, but their percep-
tions concerning gender equality status and feelings 
of mistreatment because of their gender were more 
similar. This result suggests that while women’s reports 
of harassment are related to an increased likelihood of 
interpreting the organization from a gender perspective 
and perceiving the company as shaped by gendered 
hierarchies, men’s reports do so to a lesser extent. Why, 
then, do harassed women have more negative percep-
tions of the organization? One interpretation is that the 
experience of workplace harassment itself results in a 
more negative perception of the company, making the 
act of workplace harassment the main signifier. Another 
is that a negative (and gender-oriented) perception of 
the company increases the likelihood of individuals 
interpreting their experiences in terms of workplace 
harassment, making perception the main signifier. A 
third, more dynamic interpretation aligned with the 
blurry and often subjective line between experiences of 
ill-treatment as a minority in a male-dominated organiza-
tion and sexual harassment (cf., Cairns 1997, Collinson 
and Collinson 1996) is that workplace harassment is one 
component of women’s more overarching experiences 
as minorities in organizations that are numerically and 
culturally dominated by men and masculinity. If so, 

the strong relation to gender suggests that workplace 
harassment and perception are part of an on-going 
production of gender within organizations (Acker 1992).

The findings provide quantitative descriptions of 
the workplace harassment experienced by women in 
Swedish forestry organizations previously described from 
a qualitative perspective derived from the findings of 
the Swedish #Metoo (cf. Johansson et al. 2018). Adding 
insights into incidences further emphasizes the gendered 
(cf. Gruber 1998, McDonald 2012, Samuels 2003, Zippel 
2006), potentially heterosexual (cf. Epstein 1996) and 
integral nature of sexual harassment in organizations (cf. 
Hearn and Parkin 2001, Hearn et al. 1989). It also supports 
the analytical and practical necessity of acknowledging 
sexuality in research and gender equality work in the 
context of forestry organizations (cf. Bagilhole 2002, 
Cockburn 1991b, Collinson & Collinson 1989, Collinson 
& Collinson 1996, Paap 2006, Watts 2007b; Witz et al. 
1996) and of understanding, and practically engaging 
with, workplace harassment from an organizational and 
managerial perspective.

The findings add new quantitative descriptions of 
the incidences of workplace harassment in the forest 
sector that are not of a sexual nature that both women 
and men report experiencing. Verbal and psychologi-
cal harassment occurs during day-to-day activities and 
by workmates, and it can thereby be understood as 
a product not only of a general gendered and male-
dominated workplace culture but also of specific gen-
dered characteristics that have consequences not only 
for women but also for groups of men. The harassment 
reported by men is more closely associated in time and 
space with the workplace and their coworkers (e.g., 
the culture and jargon) (cf. Cockburn 1991a, Thornton 
2002, Witz et al. 1996). While these forms of workplace 
harassment also dominate women respondents’ reports, 
women report harassment that takes place on and across 
a wider range of spatial and temporal relations and with 
various perpetrators involved. Similar tendencies have 
also been shown in previous studies of the Swedish 
forest sector (e.g., Johansson et al. 2019a, Johansson et 
al. 2018), describing how the sexualizations of women 
in the forest sector tend to be made more obvious and 
become more explicit during social activities involving 
alcohol, sauna baths, etc. The findings also suggest that 
women who have been harassed emphasize a feeling 
of limited inclusion in the workplace (based on, e.g., 
the respect and support of coworkers), while men more 
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often highlight the potential acceptance of harassment. 
For the harassed women, the experience is generally 
more negative and is often also related to their profes-
sional identity and role (such a career opportunities and 
influence) – something that resonates with gendered 
hierarchical constructions of skills and competences in 
male-dominated organizations in general (cf. Acker 1992, 
2006) and within the forest sector more specifically (cf. 
Johansson et al. 2019a, 2019b). The access to networks 
is one of those structuring aspects that has also been 
highlighted in previous studies (Andersson & Lidestav 
2016; Brandth et al. 2004, 2015).

Regarding the limitations of this study, drawing from 
one company case study means that it is not possible 
to translate the reports on incidence to a sector level. 
However, combined with existing knowledge of the gen-
dered nature of forestry organizations (e.g., Andersson et 
al. 2018; Andersson & Lidestav 2016; Brandth & Haugen 
2005a, 2005b; Coutinho-Sledge 2015; Johansson et al. 
2019a, 2019b; Johansson et al. 2018), it seems likely to 
suggest that the overarching patterns reported in this 
case study are applicable to other companies in the 
sector. Although these patterns resonate across differ-
ent national and organizational contexts, there is still 
a need for more in-depth, detailed and contextualized 
knowledge to better understand the structures and 
mechanisms behind these patterns.

Also worth evaluating in relation to limitations is 
the fact that researchers and company representatives 
collaboratively developed the survey. The company’s 
involvement in the practical arrangements of this study 
enabled the employees to respond to the survey on site 
during working hours. This was beneficial, considering 
the 92.5% response rate. If the employees had responded 
to the survey outside of work, this would probably have 
severe effects on the response rate. However, respond-
ing to a questionnaire surveying sensitive issues such 
as workplace harassment on site, in the same room as 
your coworkers might impose other limitations. This cir-
cumstance might explain why so few of the respondents 
used the opportunity to make additional reflections and 
comments on the open-ended question at the end of 
the questionnaire. From previous experiences, we know 
that responses to open-ended questions can enable 
nuanced, qualitative analyses (Johansson et al. 2019a, 
2019b), but this was not the case here. Hence, while the 
practical arrangement of the study enabled almost all 
employees to respond to the questionnaire by ticking all 

its boxes, it was not ideal for obtaining more elaborate 
descriptions and reflections. However, as this case study 
also included interviews, securing a sufficient response 
rate was prioritized.

To strengthen the results reported in this article, 
further inquiries of both a quantitative and qualita-
tive nature are called for. To validate the quantitative 
descriptions of women’s and men’s experiences of ha-
rassment, surveys covering additional organizations 
and/or forestry labor markets are necessary. To deepen 
the understanding of men’s experiences of harassment 
and their relation to the culture and practices of forestry 
organizations, interviews and on-site observations are 
needed. This is partly to better understand harassment, 
not primarily as individual negative “errors,” but as in-
formal interactions of “doing the work” within specific 
organizational settings (cf. Acker 2006). Developing and 
communicating such knowledge is particularly vital for 
the ability to create policies and routines that prevent 
and counteract the harassment of not only women but 
also of men in male-dominated organizations. From a 
managerial perspective, the study argues primarily for 
the necessity to engage in antidiscrimination from an 
organizational perspective and to go beyond the narrow, 
legal and routine-focused engagement of sexual harass-
ment (cf. Andersson et al. 2018, Johansson & Ringblom 
2017). To promote equality beyond equal opportunities 
and create sustainable conditions for substantial diver-
sity in forestry organizations (cf. Hansen et al., 2016), it 
is vital to incorporate this work into more organization 
transformation processes of gender mainstreaming/
gender equality integration.
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