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Abstract 
 
This report investigates current opportunities and barriers for women working in the 
transport sector. Following a literature review, the report presents four case studies on 
experiences of women working in different sectors and in different positions within the 
transport industry. The case studies depart in qualitative interviews with female 
employees in four different countries in Europe: Lithuania, Spain, Greece, and 
Denmark. Interviews are in each of the national context conducted within a single 
transport company. The report finds that both opportunities and barriers vary to a 
large extent within the same transport company. Based in these four snapshots, the 
report concludes with a reflection upon the present situation of women in transport 
employment and the consequences for employment in the upcoming industry of Smart 
Transport.  
The report is part of the European Horizon 2020 project TInnGO, task 9.1. The task 
has been led by University of Copenhagen with contributions from SC, LEVER, and 
ITENE.   
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Publishable summary 
 
This report presents a literature review on gender in transport employment and a 
number of case studies in the four countries: Lithuania, Spain, Greece, and Denmark. 
Following the literature review, the report investigates current opportunities and 
barriers to employment for women in the transport industry. By the use of a case study 
methodology, the report presents stories of female transport employees in a selection 
of European countries focusing on their experiences of opportunities and barriers to 
employment in their particular job function. Based on assessments of 
qualitative interviews with female transport employees (presented in the four case 
studies) the report finds that: 

o Public transport sectors across the four countries are among many of the 
interviewees perceived as progressing in terms of gender balance and career 
possibilities. 

o There is a perceived progress in the well-educated management positions in 
terms of gender balance and work satisfaction. 

o In some operational job functions, such as bus drivers and train workers, there 
is a perceived lack of flexibility. 

o Opportunities and barriers vary to a large extent within the same transport 
company.  

o Age and family situation might influence the perceived work – life balance.   
o Some of the interviewees were already attracted to the transport sector by 

stimulating courses and professors’ instructions at their universities/ technical 
schools.   

Finally, the report concludes with reflections on the significance of these findings for 
the emerging working field of smart transport.  
 
The report is part of the European Hosizon2020 project TInnGO – Transport 
innovation Gender Observatory. 
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1. INTRODUCTION 
 
Numbers from the transport sector present the sector as a male-dominated workplace. 
Data from Eurostat (2017) shows that in the European (EU28) transport sector as a 
total, men count for 70,5% of transport employment whereas the share of women is 
29,5%.1  The male dominance in transport employment has been explained by the 
reputation of the transport industry as heavy and dirty work – something that aligns 
closer to cultural understandings of masculinity than femininity. However, while these 
figures can create awareness on the unequal gender balance and the lack of women in 
transport, they also present a simplistic picture of the industry. This report highlights 
the different functions of transport employment and examines how different positions 
and functions within the same transport companies offer different opportunities and 
barriers for female employees. 
The report presents snapshots of transport employment in the four countries: 
Lithuania, Spain, Greece, and Denmark. By using the case study methodology, the 
report provides a picture of the diversity in opportunities and barriers in the transport 
sector for female workers. The four case stories are framed by an initial literature 
review on the current field of gender, diversity and transport employment and 
concluding reflections on the consequences of the gendered imbalances for the 
upcoming area of Smart Transport. 
Smart Transport is set to solve many problems of the transport sector today, such as 
pollution, congestion, delays and inaccessibility. There has been hope for a greater 
equal representation of different groups in the development of Smart Transport in the 
future. The transport industry, like any other industry, needs the full talent pool of the 
population for succeeding in the making of smart and sustainable transport solutions. 
Some aspirations believe that a greater diversity will happen by itself. In most 
European countries we see an increased representation of female students in STEM 
(science, technology, engineering, and mathematics) and since Smart Transport is 
highly connected to technology, aspirations expect the increasing gender balance in 
education to be reflected in the transport industry. Furthermore, since Smart 
Transport technologies are thought to be automatic, i.e. operated without human 

                                                
1 https://ec.europa.eu/eurostat/web/lfs/data/database revisited the 14th of March 2019 
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drivers, technologies are foreseen to eradicate some of the features that today are 
highly gendered, such as bus and train drivers at the operator level. 
The report here is a little less optimistic in these prescriptions. Many of the functions 
that today make up the gendered transport sector will continue in the Smart Transport 
systems. We will still find maintenance tasks, management positions and service jobs 
in Smart Transport. The report, as well as the TInnGO project as a whole, challenges 
the notion of transport technologies as by definition 'smart' by pointing out that 
transport solutions are not smart if they fail to include the knowledge and interests of 
all citizens in our societies. A concluding point of the report is that the development of 
Smart Transport will have to consider the social dimensions in employment. 
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2. LITERATURE REVIEW: WOMEN, TRANSPORT AND EMPLOYMENT  
  
The following literature review covers three themes in exploring barriers and 
opportunities for women working in the transport sector: 1) Education, 2) The Labour 
market, and 3) Harassment. Where we found relevant literature, the three themes are 
considered in relation to intersections of gender, age, ethnicity, and disability. The 
literature review focuses on studies within European boarders, but includes newer 
studies from Western countries, such as the US and New Zealand, where we found it 
relevant. The review is also concerned with the diversity in barriers and opportunities 
on different employment levels, such as management positions, technical positions 
and operator positions. 
The literature review takes its starting point in the earlier report on the topic of gender 
and transport “TRANSGEN: Gender mainstreaming European Transport Research 
and Policies” (2007). The relevant articles emphasized in the literature review 
presented in TRANSGEN have been sources for reference search forward and back in 
time. A wider perspective, and increased opportunity to meet more diverse study 
traditions have been made through general searches on the platform “Web of Science”. 
This platform also gives the opportunity to search for the relevant topic across different 
disciplines. The search words have been: “Transport AND labour AND market”, 
“transport AND education”, “transport AND employment”, and “transport AND 
gender”. The total results have not been gone through systematically, but instead the 
most cited and relevant articles have been prioritized.  The literature search has shown 
a pattern of many studies with a starting point in related professions, e.g. engineering 
and the construction sector. The TRANSGEN report found that a majority of literature 
on gender and transport dealt with women working in the airline industry or with 
women working with logistics (TRANSGEN 2007: 98). This is also a tendency that is 
found in this literature review.  
 
2.1. Education and entry  
The following section on concerns the gendered barriers and opportunities that evolves 
in the education system and the access to the transport labour market. First, we will 
look at the coping strategies that are used among female student engineers to gain male 
acceptance in a sector where women are a minority.  
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Coping strategies among female engineering students 
The coming engineers that are trained, here among in the transport sector, is entering 
a profession which traditionally has been dominated by men. A study by Abigail Powell, 
Barbara Bagilhole and Andrew Dainty (2009) examines 26 female engineer students 
first meeting with the engineer profession in their industrial placement in the UK. The 
study examined the gender performance made by the female engineer students and 
finds that those students often sought to undo their gender in order to gain a 
professional identity as an engineer. The informants made use of different coping 
strategies to gain male acceptance, including acting like one of the boys, accepting 
gender discrimination (“take it in the spirit, it’s meant”), adopting an anti-woman 
approach (“think girls are irritating”), achieving a reputation as a capable engineer, 
along with seeing more advantages than disadvantages. Powell et. al. also found that 
the coping strategies that the female engineer students use in the male dominant 
profession, do not challenge the gendered culture. Instead, they accept the culture and 
try to fit in. 
That women do not necessarily challenge the dominant position, when they enter a 
masculine profession, has been documented in other studies. Earlier studies have 
showed, that female engineering students need to manage the impression that the male 
engineers have of them, which could result in assimilation to the engineering culture 
to appear professional (Dryburg 1999; Faulkner 2006). A recent study in the 
Netherlands (2019) found that women working in the STEM sector, and who already 
have proved their competence, still experience a threat to their gender identity. 
Women, and in particular women who identified highly with their gender, experienced 
gender identity threat when working almost exclusively with men, and when working 
in the technical sector. These environments where the women are outnumbered 
seemed to negatively stereotype women and did not show any gender identity threat 
for men (van Veelen et. al 2019). From that follows that even though there are women 
employed, we cannot lead that the profession will increase its woman-friendly 
environment.   
A study from the US (2018) supports, that women entering the engineer profession are 
unlikely to be actors of change. Even though the female students do recognize and 
acknowledge their position as marginal, they interpret this criticism through 
meritocracy or individualism rather than an institutional or organizational critic 
(Seron et. al: 2018). Whether female engineers can be actors of change is though 
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challenged. Deneen M. Hatmaker’s (2013) has examined the engineering profession in 
the US and she demonstrates how women engineers disrupt gender status quo through 
different strategies. The study is based on interviews with 52 women engineers, and it 
problematizes that female engineers are seen as women first, and engineers second. 
The study deals with both the coping strategies and impression management tactics, 
that are used in the negotiation of gender identity and professional identity. Where 
many of the female engineers expressed themselves as gender neutral, competent 
engineers, Hatmaker finds that making use of gender ownership tactics, could 
contribute to positive aspects of not only being a competent engineer – but being a 
woman engineer. In gender ownership tactics neither male or female ascribed 
attributes are seen as good or bad, but just different. If women (and men) can capitalize 
the strengths of being a woman in engineering, it would be a way to disrupt the gender 
status quo, Hatmaker argues.  
 
2.2. The labour market  
We will now look closer at the gendered opportunities and barriers in the transport 
labour market. First, we take a look at both the technical and operator functions in the 
airline industry. Second, we touch upon the organizational structures and how the 
career and company type can work both as a barrier and a possibility for women’s 
working conditions. Third, we treat a study that treats an organizational restructuring, 
and how this has an impact on upward mobility. 
 
The airline industry 
Caroline L. Davey and Marilyn J. Davidson (2000) examine the experience of female 
pilots in a large international airline in Europe. They find that the attitude towards 
female pilots has changed for the better over time, but that masculine values and 
practices still dominate and that female pilots are still a minority. The study also finds 
that women do not necessarily support equal opportunities policies. Instead they adapt 
to a male culture and have a lot to lose by challenging it. Further, the female pilots did 
experience harassment, here among sexual harassment (see the following section on 
“Harassment”). Also, the first generation of female pilots were highly visible and had a 
high pressure of being either very good or very bad, as well as having to prove their 
worth and capability – in some instances just to be allowed to handle the aircraft. The 
performance pressure among women in a masculine profession is not only found in 
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this study. Hatmaker (2013) also finds that one marginalization strategy in engineering 
is to questions the women’s technical knowledge and capability, and that women 
experience that they have to work harder to prove their capability (Hatmaker 2013: 
387; 394).  
The newer generation of female pilots, that Davidson and Davey studied, characterized 
their colleagues as friendly and welcoming and reported that they believed sometimes 
to have an advantage in being a minority. As such, being more visible was not in all 
cases raised as a disadvantage. Moreover, it was found that the female pilots could 
experience to be taken in as one of the lads, especially when engaging in socializing and 
drinking when down routing (when pilots stay overnight at a destination before a 
returning). However, the sexist behavior that was seen in the earlier generation of 
female pilots appeared to persist among the newer generation. A sexist behaviour that 
was often incorporated in jokes. To get along, this common sense of humor or 
capability of taking a joke and have a laugh at oneself, was seen as an important skill 
to be well-liked. Some studies criticize the way of using humour to subject heterosexual 
or homosexual women to discrimination (Powell et. al. 2009; Wright 2011). Other 
studies find that humour is an important and creative skill that can help women 
negotiate their gender and professional identity. This is for example found in a study 
of female leaders in New Zealand (Schnurr 2008). Even though, the newer generation 
of female pilots could experience to be taken in as one of the lads, the female pilots did 
still not experience support from their male colleagues, when experiencing sexist 
comments from passengers about their capability to handling the air craft.  Adversely, 
the study showed examples, where female pilots received support from the cabin crew 
when she interacted with the passengers, and in giving her commendations to her 
manager.  
Moving from the pilots more technical position to the cabin crews more service-
oriented position in the airline, Melissa Tyler and Steve Taylor (1998) discuss the 
labour of the female flight attendant. They emphasize the contradiction that the flight 
attendants do physically demanding labour and yet need to maintain a glamorous look. 
They point out sessions where flight attendants are instructed to use their body – their 
arms, hips and voices, when engaging with costumers. Along with what is sometimes 
perceived as women’s ‘natural skills’ of caring and showing patience, the flight 
attendants enter into an exchange of aesthetics, that is presented as a commodity 
exchange, where the served is not obligated to repay the gift. The flight attendants’ 
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work with the passenger is carried out in interpersonal rather than contractual 
relations, whereby unspoken. The female flight attendants are expected to possess 
certain female skills, to perform a female body and is argued to be expected to care for 
others physically, emotionally, and even sexually. 
Additional to these findings, other studies show that the pressure for the cabin crew to 
perform these aesthetics characteristics comes from more sites. Drew Whitelegg 
(2002) describes the exploitation of emotional labour among (female) cabin crew from 
both the customers and employers. Where more examples of sexual harassment from 
the customers are given, this behavior has been encouraged by both airline advertising, 
and airline hire requirements and procedures, including restriction on weight and age 
among the cabin crew. Whitelegg analyses two events in the 1990’s that sought to 
improve the flight attendants work conditions, namely the Campaign against Airline 
Sexism organized by the International Transport Workers’ Federation (ITF) and the 
British Airways (BA) cabin crew strike of 1997. She suggests that these events can be 
seen in the light of a dialectical relationship between the competitive need for the 
greater exploitation of emotional labour, identified by Hochschild (Whitelegg 2002: 
74).  
 
An organizational view on barriers  
Apart from coping strategies and interpersonal interactions, gender barriers can also 
be found in the very organization of the transport sector. Marta Ibáñez (2017) 
examines the most segregated industry in Spain, the construction industry, which is 
connected to the transport industry. The construction industry can be characterized as 
a somewhat grey work market where employment in the micro-companies often are 
signed up as a temporary contract, casual work, or registered as self-employment with 
sector-specific features. Furthermore, the industry often depends on the master-
apprentice learning on the job, and the recognition of the professional status depends 
on the employer.  
Ibáñez found that the barriers in the industry is associated with the type of company 
and the employment situation that are present. The women found the best work 
environment in the large traditional companies, which offered equality policies, and 
had a more regulated and bureaucratic organization. The male culture in large 
companies could be a barrier for the women at first, but was improved with time. 
Second, we have the small technical oriented businesses, which are preferable of the 
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micro-companies as they are not as affected by the unregulated sector. To a greater 
extent, they value human resources, value quality and theoretical training, and cohere 
with work and safety regulations. In this type of company, the women can obtain the 
status as specialists. It is argued that this technical position offers women a status, 
which downsize the fallouts from micro-aggressions or rejections. Third, we have the 
traditional family oriented micro-companies, where the welfare of the women depends 
on the relation they have with their mentor. When it is successful, being a woman in a 
man’s world is not considered a problem inside the company, however it can be 
challenging on new sites, as the women often feels they have to earn their place all over 
again. At last we have the opportunist companies, which seek for immediate profit and 
not long-time investments, and often abandon work and safety regulations. Ibáñez 
argues, that both harassment, exclusion in informal interactions, and organizing 
processes related with inequalities characterize this type of company.  
 
Upward mobility within the transport labour market  
We have treated factors that can influence women’s possibility for upward mobility, 
however the organizational structure can also have an impact. Ruth Simpson and 
Debbie Holley (2001) examine organizational restructuring of management among 
female transport and logistic managers, and finds that this has had negative effects, 
here among increased workloads, longer working hours, heightened stress levels, along 
with a more individualistic and competitive work culture. However, this study also 
finds that restructuring might also have positive implications. The restructuring of 
management might unfreeze detrimental attitudes towards women, Simpson and 
Holley suggest. The study showed that especially the senior women considered gains 
rather than barriers attached to the restructuring of management.   
University of Salford made a report in 2008 on the making of good conditions for 
women leaders, and address concrete initiations that can better conditions for women 
leaders inside a firm. The study addresses the barriers that women meet in 
construction in North West of England, and provides recommendations to approach 
these challenges. Perspectivations to women leaders in health and education are also 
made. The barriers found were: 1) inequities in HRM systems & practices, 2) old boy 
networks, 3) work patterns (long hours and weekend work, distance travelling, nature 
place, time of work), 4) family & work commitments, 5) lower aspirations, confidence, 
reluctance to compete for senior positions, 6) lack of support from community/social 
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pressures, 7) lack of facilities for women, and 8) the Industry’s negative image. The 
University of Salford recommended that the industry could benefit from improving the 
family and work life balance, develop career break schemes and improve child care 
facilities, promote possibilities of self-development, improve the working 
environment, improve recruitment and advancement policies, along with promoting 
different organizational working practices.  
Sarah Rutherford (2001) examines the business function’s impact on the prevailing 
management style in five different divisions of a large airline, Airco (Finance, Cabin 
Services, Marketing, Cargo and Human Resources). The headquarters is placed in the 
US, but it is unclear where the study has been carried out. Rutherford argues, that the 
debate on styles must take place in a feminist theoretical framework, which 
acknowledges inequalities of power, economic and patriarchal interests. She found 
that more women than men assumed, that women and men had different management 
styles. The management style of women was characterized by the interviewees as better 
people skills, more consensus-orientated and more able to adapt to the work teams. 
One of the barriers to upward mobility that was reported in the interviews was 
women’s lack of interest in political networking. Rutherford additional found that a 
more feminine management style not necessarily would lead to an increase in female 
senior managers. Skills, e.g. emotional management, that could traditionally be 
characterized as feminine trades, were incorporated as part of the formal training in 
the Carbin Services division. The report states that the job function rather that gender 
determines the prevailing management style. 
A lesson learned from this literature is that requirements in the transport industry 
change according to economic and social conditions. The referenced articles have 
pointed out some of the organizational barriers that companies and policies are able to 
challenge and modify.   
 
2.3 Harassment 
In the following section we look into literature on harassment in the transport industry. 
The focus is on female pilots and how they confront harassment, on which form of 
harassment that female engineers experience, and how the intersection of gender and 
sexuality influences harassment. 
Caroline L. Davey and Marilyn J. Davidson examined the development of female pilots 
(2000) and found that the attitude towards female pilots has changed for the better 
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over time. However, masculine values and practices still dominate the industry, and 
female pilots have a lot to lose by challenging the culture. The study furthermore 
addressed harassment, and found that the women who had experienced sexual 
harassment in most cases did not bring it any further inside of the airline. One female 
pilot did though make an official complain about a colleague, but as it is not well seen 
to break the border and tell on a co-worker to the management, it can complicate the 
matter further. Other female pilots asked about this coincidence, did not believe it had 
a noticeable impact. The complication that one can face isolation or rejection by 
involving the management in specific matters, might insinuate that more 
responsibility is put up on the colleagues or the individual’s assimilation, creativity or 
resilience. Davey and Davidson recommend that management takes harassment 
seriously, treat all kinds of harassment, including aggressive behavior, and not only 
sexual harassment. 
In a study from 2007, Jacqueline H. Watts interviewed 31 UK female civil engineers 
about their career experiences. They worked either in the consulting (design side) or 
the contracting (building site), and to design and build the transport infrastructure is 
one of the main activities in the profession. Female engineers are a minority within the 
profession and the study showed that the subculture of the construction site showed 
varied forms of sexual harassment (Watts 2007: 306). Especially was visibility, safety 
and credibility problematized. All women, also those who had advertised for more 
equality, saw it as troublesome to express themselves as feminists if wished to have a 
say. Humour was seen as a strategy to subject women to cultural and personal assault 
on the building site. Furthermore, and as found in other studies, the work-life balance 
was challenged by long and inflexible work hours. However, very few workers 
addressed the problem and those who did experienced to be cut off.  On the positive 
side, the women connected their job satisfaction with the ability to create something 
and related this to the common good. 
A study by Tessa Wright (2011) examines how the intersection of gender, sexuality, age 
and class position affects lesbian women who work in the transport or construction 
sector. The study is based on a sample of 23 heterosexual women and 13 homosexual 
women who work in the transport or construction sector. Wright suggests, supported 
by other studies on the field, that a sexuality that challenge the traditional heterosexual 
matrix, might also empower women to choose occupations that break with traditional 
gender roles (Frank 2001; Wall 2004; Dunne 1997). Though drawing on studies on the 
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field, none of the studies provide statistics on number of lesbians in male-dominated 
fields. However, the interviewed homosexual women in this study did express, that 
their sexuality had an impact on their choice of occupation. One woman felt that she 
had learned to choose actively among the occupations that were interesting to her, and 
another felt that her sexuality encouraged her to develop skills and progress, as she 
depended on herself. Wright furthermore raises the point that many male-dominated 
fields are higher paid than female-dominated fields. When the homosexual women 
were asked if they had strived for a job that was higher paid, the participants agreed, 
but this however also applied to many heterosexual women, including single-parents.  
When treating harassment, the homosexual women who were open about their 
sexuality, did not get rid of sexual harassment, though the shape of the harassment 
varied. Despite this, the study found that the female lesbian workers had easier work 
relations with their male colleagues, when they were open about their sexuality, 
because the sexual tension was absent. In some cases, the study found that homosexual 
women had better relations with their female colleagues, because they did not compete 
for male attention. The sexuality of the women also played a part in relation to 
management. Supported by other studies, Wright made the argument that the 
management might assume that a homosexual woman would show more commitment 
to her career, and would be less likely to have children (Dunne 1997; Friskopp & 
Silverstein 1995; Hall 1989). This misconception can though have the positive side 
effect, that homosexual women would get more support from superiors, and be given 
more challenging tasks. In this contradictive discussion about advantages and 
disadvantages for females in comparison to their female counterparts, it appeared that 
homosexual female workers that belong to the working-class were employed in less 
safe spaces than middle-class workers. Some of the interviewees articulated that they 
would prefer to be employed in the public over the private sector. A reason for this 
preference was that the public sector was considered more ‘gay friendly’.   
Much harassment research does not treat the many gendered interactions that have 
not crossed the line of discrimination. Here among can be mentioned the conscious 
and unconscious bias and expectations that colleagues and superiors meet each other 
with.  
Furthermore, there are gaps in current research and knowledge about the diversity 
(intersectional perspectives) in the transport labour market. In particular, there is a 
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lack of qualitative analysis of perceived working conditions. This includes harassment 
and unconscious bias in communication and interpersonal relations.  
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3. METHODOLOGY: CASE STUDIES  
The case study methodology provides an opportunity to study complex phenomena 
within a specific context. Case studies allow a multi-perspective analysis, meaning that 
the researcher considers not just the voice and perspective of the established actors, 
but also of other relevant actors, such as voices of those groups which are under-
represented in the transport sector today.  
In this report, the case study approach has been used to investigate the lived 
experiences of women working in different sectors and at different positions in the 
transport labour market. The four case studies in this report can be described as four 
focused and in-depth investigations of a single unit, that is in the Danish case a public, 
regional transport provider, in Spain a taxi company, in Lithuania the rail industry, 
and in Greece a company that coordinates and consults transportation services. As 
such, the present report incorporates a broad span in the stories and offers an insight 
into different transport working lives. The involvement of different transport sectors 
as well as different job functions forms a multi-level study approach, which increases 
the complexity of the study. This complexity is heightened by the fact that the case 
studies are collected in four different national contexts: Greece, Lithuania, Denmark, 
and Spain. Complexity and multi-levels have been an aim of this study to show the 
wide diversity in opportunities and barriers for women in transport. It is in itself a 
point to treat the transport sector as a diverse workplace, where different sectors and, 
not least, different job functions can show great variations in opportunities and 
barriers.  
While there are similarities across the four case studies, each case provides unique 
features. The complexity and unique nature of a case means, that while the case studies 
in this report cannot be generalized to represent the transport industry in total, the 
collection of several, similar cases provide broad knowledge of the situation of the 
under-representation of women in the transport sector than if only one case was 
examined (Heale and Twycross 2018). While the narratives presented in the four case 
studies cannot be generalized to all women working in the transport sector, this does 
not mean that the stories are solely on an individual level. This is proven by the 
previous literature review, where many of the women’s experiences are reflected.  
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4. DATA COLLECTION 
The report’s use of case study methods follows the recommendation of Yin (2003) in 
the four stages of 1) Designing, 2) Conducting, 3) Analysing the case study evidence, 
and 4) Developing the conclusions, recommendations and implications. 
The first step of designing includes defining one or several similar cases that can be 
part of a multiple-case investigation. It also includes a search on what is known about 
the cases, e.g. literature reviews, reading grey literature, information in the media, etc. 
This serves to establish a fundamental understanding of the research area and the 
context of the cases (Stake 2006). The case studies in the present report are based in 
qualitative interviews with women in the transport sector. The interviews were 
conducted by following a common interview guide defined by the task lead UCPH, but 
in the respective native languages. Central extracts and quotes from the interviews 
where then defined and translated into English to be presented in the case studies. The 
interviewees were in all cases found through a gatekeeper and thereafter by using the 
snowball method (Liamputtong 2010). The snowball method means that first a key 
person within the company was identified and contacted. Then this person would refer 
to other employees who could be interested in participating in the study.  
In order to ensure a proper ethical consent of all participants, all interviewees were 
asked to read and fill out the ethical templates (see Appendix B). In the following case 
studies, names have been changed or interviewees have been assigned a number. All 
interviewees are presented in anonymous ways in the case studies. Anonymization 
includes characteristics that can cause identification of the interviewees. The form of 
anonymization in the cases has been carefully chosen by the individual researchers in 
the four countries. 
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5. FOUR CASE STUDIES: Denmark, Lithuania, Greece, Spain 
 
 
 

OPPORTUNITIES AND 
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The following four case studies are based in interviews with women working in the 
transport sector. The case studies have been written by researchers in each country. All 
have received guidelines for conducting interviews (see appendix A) as well as the 
content of case studies. Authors have themselves decided how to communicate their 
case and the four case studies therefore show variations in format. 
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5.1 DENMARK 
 
 
 

 
 
 
 
NATIONAL CONTEXT 
The Danish labour market is characterized by 1) Flexible market relations, where it is 
possible to dismiss employees, 2) social security, where one can receive a relatively 
high compensation when unemployed and 3) an active labour market policy (Strøby 
Jensen 2010: 27). The combination of these three components makes the “Flexicurity 
model”, which Denmark has gained international reputation for. Still, the concept of 
the flexicurity model has though been contested for, that the three components are not 
equally distributed on sectors and positions in the labour market (ibid.). The work 
rights and regulations in Denmark is highly characterized by negotiations between 
strong trade unions and employers’ organisations (Strøby Jensen 2012: 18; 98). In the 
past 25 years many European countries have seen more decentralisation in the 
collective bargaining frame (ibid.: 16). This is also the case for Denmark, where e.g. 
wage in a higher degree is settled on an individual level between employee and 
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company. In the private sector, the collective agreement between Danish unions (LO-
DA) in 2012, came to the convention that there should be normal wage for 100.000 
persons working in the transport area (ibid.: 128f). Normal wage, which is not the 
typical pay system, is different from minimum wage, as it is not a starting threshold 
for an agreement on wage, but a de facto wage due to employment situation. The 
transport sector, however, is in Denmark quite homogeneous in these terms. 
When we look at the transport and transport equipment industry it is represented by 
5% of the total occupation in Denmark (in 2018 with 143.199 employees).2 Data from 
Eurostat shows, that the employment in the transport sector in Denmark is a gender 
divided work field. In 2017, employees in the transport sector counted 72,2 % men and 
27,8 % women3. In contrast, the total employment in Denmark consist of respectively 
52,5 % men and 47,5 % women. These numbers include air transport, water transport 
and land transport, where the most gender imbalances in the sector was land 
transport4 with only 12,3 % female employees.  
 
 
Figure 1: Employment in the Transport Sector in Denmark. Data from Eurostat. 
 

 
*Land transport via pipelines included 
 

                                                
2 www.statistikbanken.dk/statbank5a/default.asp?w=1280 revisited the 25th of November 
2019 
3 https://ec.europa.eu/eurostat/web/lfs/data/database revisited the 14th of March 2019 
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The Danish case study is based in a Danish transport company, which we call 
“Southern Steer.” Southern Steer is a public company, which organizes collective 
transport across two Danish regions and a range of municipalities. The company was 
founded in 2007. Apart from a comprehensive bus coordination, Southern Steer also 
coordinates flexible traffic, which offers driving options for e.g. persons with reduced 
mobility.  We saw a more equal distribution of men and women in the organization 
than in the general field, though it varied between the departments. That means, that 
this case study can give us examples, not only of experienced barriers, but also of the 
very opportunities and practices that work. 
 
METHOD  
The case study includes seven interviews with female employees on both operational, 
technical and management level within the same transport company. The interviewees 
were collected through a gatekeeper in the organization, who had participated in a 
course to external cooperation offered by the Department of Sociology. The interviews 
were conducted in a meeting room at their workplace, all of the interviews were 
recorded and lasted between 40 minutes and one hour. After the interviews were 
conducted, they were listened through and discussed by the researchers, themes were 
identified and important quotations were cited. Project employee Stine Pedersen 
conducted the interviews. The Danish case study is written by Stine Pedersen and 
researcher Michala Hvidt Breengaard.  
 
THE INTERVIEWEES  
The interviewees count seven female employees in the organization Southern Steer. 
Three were positioned on management level, two were in a technical position, and two 
were in an operational position. All of the women in management positions have a long 
tertiary education, and their age vary between the early 40’s to the mid 50’s. Their 
employment within the firm vary between 3-20 years. In the technical positions, we 
interviewed two employees between the age of mid 40’s to mid 50’s. Both of those 
employees have been employed at Southern Steer for around 15 years and have a long 
tertiary education in the natural sciences. At last, we interviewed two women in 
operational positions. Their age varies between the mid 30’s to the mid 50’s. They have 
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both worked in the organization for around eight years. One of them has had shifting 
unskilled jobs, whereas the other has a tertiary education.  
 

 
CASE STUDY: STORIES FROM A DANISH TRANSPORT COMPANY 
The Danish case study examines the relation between the different levels of 
employment within the company. It focuses on five key areas 1) Attitudes towards the 
workplace, 2) Job Mobility within Southern Steer, 3) Balancing work life and family, 
4) Harassment, and lastly 5) Positive Outlook on the Future. 
 
ATTITUDES TOWARDS THE WORKPLACE  
It appears from the interviews, that all the interviewed persons spoke quite fondly of 
the workplace as a whole. Many of the interviewed had stayed in the organization for 
many years, and those who had not, presented themselves as a rare exception. This was 
also expressed through the fact that many tried to search for new job opportunities 
within the work place instead of trying for a career outside the company. They saw fine 
opportunities to shift positions inside the company, also due to the large size of the 
organization. The majority of the interviewed people expressed a satisfaction with their 
work in the sense that they could see an impact of their work on a societal level. Many 
of the interviewed persons also expressed satisfaction and interest with their 
professional field, as well as the challenge of dealing with technical and political goals 
at the same time.  
Some of the themes that emerged when speaking of job satisfaction were their freedom 
in managing work assignments and work flow as well as confidence and ownership in 
their tasks. This became explicit in the interview with one of the interviewed with 
Randi, who worked on the technical level:   
 

”What I like here is that we have quite a lot of freedom to manage our own 
tasks, there does not come a boss and interfere all the time, I can prioritize by 
myself, what it is [I should do]. Of course, sometimes a boss can say: “So you 
need to do this now,” but it is very seldom. Actually, I manage my own task, 
and what I think is important, and what I need to do today and I think that is 
great.”  
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Randi, who had worked in the organization for many years, found ownership and 
confidence in her work and found a kind of self-realization through her tasks. However, 
it appears from the interviews that freedom in work flow is very dependent on the job 
function. Reasoned to the function of the job, operational tasks but also communicative 
tasks in operational positions, demand a high degree of presence and offer a low degree 
of flexibility for the individual worker. The opposition in independence and 
dependence of work flow can in worst case make the employee feel a little drive and 
ownership of tasks. In one case, an interviewee described her position as with very little 
flexibility, saying: “sometimes I feel like a factory worker”.  
 
JOB MOBILITY WITHIN SOUTHERN STEER 
Generally, the women in management positions expressed that they had reached the 
job position that they wished for. They also had a positive outlook on possible career 
steps and only to a very small degree expressed their opportunities as being held back 
by others. One of the succeeding strategies, that Melanie, who worked on a 
management level, expressed was the ability to move up slowly and to gain confidence 
in the areas along the way. When asked explicit about whether the managers saw 
barriers for women in the company, another manager had openly discussed the 
existence of glass ceilings in the company with her superior. She believed that there 
had been an upper ceiling of maximum two female leaders in the organization. This, 
she believed, was a concern that was later changed for the better. The managers did 
generally have a positive experience of their job opportunities and often made 
contradictive comparisons of their experience in their own organization and the 
general labour market available to them outside the company.  
The interviewees on management levels, however, did see some gendered differences 
in the sector. As Kirsten, an interviewee working on management level, said: ”We 
[women] don’t need to be better, but we need to show our competence much more.” 
She believed, that women generally had to demonstrate and justify their position much 
more than men did. When asked directly if she had experienced this in the current 
organization, she rejected, and claimed that the transport industry made it very 
transparent if you were good at your profession or not. Therefore, she argued, one 
would know that a person who had climbed a high position certainly had earned her 
place. Some interviewees expressed a ceiling on the level of management. It was, 
however, not linked to gender but to a matter of numbers of managers. This did not 
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change their experience of having the possibility for advancing and moving upwards is 
present. In general, we found that there are opportunities within the company to 
advance one’s skills and shift position. The manager, Sandra, had experienced this 
personally by being directly encouraged to do a shift by her leader.  
Interestingly, more of the managers made the distinction between being a leader and 
being a top leader. Being a top leader, where one is the only one responsible, was not 
expressed as a desirable goal, at least not for many women according to the 
interviewees. The manager Sandra emphasized the value in engaging in a team, here 
among the fellowship with the other leaders. Another manager, Kirsten, believed that 
more men than women would want to be the one – “to be it”, she said. She further 
made clear that she believed that the stress that came with a top position hit men and 
women just as hard.   
While the employees on the management level to a very small degree saw their 
opportunities for moving up being hold back by others than themselves and their own 
will, this was not the case on all levels. On the operator level, the workers expressed 
that their lack of certain skills could be a challenge if they wished to change position 
both vertically and horizontally. On other levels too, especially accountant skills were 
expressed as transferable to many areas and more levels. Many of the interviewed on 
all levels had attended either educations or courses relevant to their daily job paid for 
by Southern Steer, more of the interviewed women across levels had even had a master 
paid for. When asked about possibilities of being upgraded within the organization, the 
manager Sandra, expresses that she believed these opportunities were rather limited:  
 

”There is much of the public transport work that is outsourced to operators. It 
is a difficult shift to make if one has been a bus driver, a female bus driver, 
and has become operation manage, to enter Southern Steer. Because Southern 
Steer has become very academic in a lot of areas. And the operators are more 
practical minded. You can’t imagine that if you start as a bus driver today 
that you can end up as the CEO. That is not how the world works anymore. It 
takes some skill training on the way up and some education.”  

 
While Sandra pointed to a little opportunity to move across the work levels within the 
company, we saw that one of the interviewed women actually did move from an 
unskilled operational position to a position with more management-responsibility and 
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higher pay. On invitation from her superior, she completed an education, which made 
this shift possible. However, this shift was a more practical shift as her official job 
position has not changed.  
Most of the interviewed expected or knew that they got the same pay as their male 
colleagues. Yet, one employee that we interviewed knew that she was paid less than 
those with similar educational background. She explained this pay gap with her 

colleagues’ ability to take in certain tasks that had greater opportunities to bring about 
a raise in pay. At the same time, she explained the gap between her payment and her 
colleagues by her gender (being a woman) as she actually saw herself fulfilling a 
significant position in the organization, which she thought was worth more than she 
was payed.  
 
BALANCING WORK LIFE AND FAMILY 
Many of the interviewees found that Southern Steer offered them a family friendly job. 
However, the flexibility varied a lot across the different work positions. On the 
operational level, the interviewees faced a fixed frame for how to manage work flow 
and working hours. On the operational level the work functions were most determining 
for both work flow and work hours, whereby the operational level where the least 
flexible. On the technical level the interviewees experienced much flexibility both in 
work flow and in arranging working hours. This was an appreciated benefit, that a 
technical employee, Randi, would not miss or change for a higher position. Rather she 
combined this feature with “a dream job”. The positions on the technical level, 
however, not always have a high flexibility as colleagues are more or less dependent on 
each other and as some positions therefore require more presence than others. On the 
management level the interviewed persons also experienced flexibility, though with a 
higher work burden. This work burden was articulated as something enjoyable and for 
some even as an inevitable lifestyle for them as individuals.  
 
HARASSMENT 
A study from Norway shows, that in a sample of 1023 bus drivers in a large public 
transport organization, 70% had experienced one or more types of actions that are 
typical to bullying within the last month, and that these actions came from both 
superiors, colleagues, and passengers (Glasø et. al. 2011). In Southern Steer 
harassment and bullying from colleagues or superiors was not brought up by neither 
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of the persons interviewed regardless of level or position. Harassment was merely a 
problem in relation to passengers and thus in the types of operational positions, where 
the employee was in contact to passengers. Here personal accosts were expressed as 
an expected everyday experience. Furthermore, an interviewee had experienced 
violence against her on the job more than once. The findings in this case study express 
that both women and men working in this type of position on an operational level are 
facing risk of harassment on an everyday basis. Southern Steer has made impactful 
initiatives to improve the safety for the employees in exposed operational positions a 
few years back. This was an initiative that was well-received by the interviewee Simone 
on the operational level, who though emphasized that accosts and ridiculing still 
occurred on an everyday basis. She found herself using different strategies to disarm 
these accosts, e.g.  changing the meanings of the invectives to something positive and 
using it empowering, or letting the invectives stay in the uniform. She also shared and 
encouraged her colleagues to use these strategies. According to Simone, it was different 
how easily such unpleasant accosts were managed among her colleagues. Experience 
could sometimes be a disadvantage, as one should accord with new safety initiatives 
made by Southern Steer, and that this could mean challenging cultural change of the 
work procedures and strategies.  
More data is needed on the distribution of men and women within different level and 
positions in the transport sector. From this case study it appears that more men are 
employed in a position that has physical presence with passengers on the operational 
level. Therefore, it is primarily men who face risk of the harassment, that has been 
documented in this case study. Improved conditions for both men and women in this 
position, e.g. continuing support for the employees and further initiatives to improve 
their safety, would be a way to make the position more desirable.   
There did not appear to be any harassment on neither the management level or the 
technical level, but there did seem to be gender differences, that one cannot capture 
when solely examining harassment. The interviewed women in general expressed 
satisfaction with their collegial relations, and many contradicted their work 
environment from the work culture found in other male dominated areas. Randi who 
worked on the technical level reflected upon the unbalanced gender composition in her 
department: ”it didn’t make a big difference really, it is a quite good team, it’s not like 

garage humour”. She did, however, point out a kind of soft gendered difference making 

in her workplace. It was not a difference that she thought had any impact on her actual 
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work, it was not dangerous to her, but it was, in her experience, clearly gendered. She 

found that even if she has been working a long time in the company and was 
specialisized in a way that meant that no one else could take her position, her, 
premarily male, collegues expected her to be the one who took care of small social 
events, such as birthday celebrations, christmas decorations and breakfast 
arrangements.  Also, she thought that she received a lower salary than male colleagues, 
that had similar education and work responsibility as her. We will not go further into 
the discussion of documenting whether these episodes are due to gender differences, 
but will emphasize that some of the interviewed persons connect such episodes with 
their gender, and that different gender expectations can be present, though 
harassment is not apparent.   
 

POSITIVE OUTLOOK ON THE FUTURE  
The gender balance in the departments in Southern Steer, though with some variation, 
was more equally distributed than in other areas of the transport sector. Some of the 
women told that they had an equal distribution of men and women in their 
department. Others emphasized, that they had seen a process of getting a more equal 
distribution of men and women during their employment in the organization. An 
interviewee on the technical level described how: ”Out of the 45, there are 7-8 women. 
Ten years ago, we were 2-3 women. Actually, many have entered.“  
Both interviewees on the technical and on management level argue that they 
experience that one reason for the unequal distribution is reasoned to the basis for 
recruitment. Not as many women are educated within certain fields, and those who 
are, do not necessarily have many years of experience. They argue that they see a 
development and it moves slowly and naturally along with the recruitment basis. The 
outlook on the future is positive, as manager Sandra sees it: ”I don’t think, that we in 
Southern Steer has a barrier in relation to women and their opportunities, and if 
there have been a such, it is definitively vanished (..)”. The manager Kirsten agreed 
that more and more women were employed and she connected this with the enrollment 
of more women in the organization. Whether looking on the recruitment or the 
employment side, all of the interviewed women expressed a positive expectation of the 
distribution of women and men working in Southern Steer in the future.   
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5.2. LITHUANIA 
 
 
 

 
 
 
NATIONAL CONTEXT 
Transport is one of the most developing business sectors in the Baltic region. In all 
Baltic countries, women are underrepresented in work positions, which are related to 
transport. Figure 1 shows statistics of the share of men and women among all employed 
in the transport and storage sector in Baltic countries in the period of 2010–2018. The 
statistics are similar in all Baltic countries. 
 
 

Share of men and women among all employed in the transport and storage sector 
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Share of men and women among all 
employed in the transport and storage 

sector in Latvia, thousands 

Share of men and women among all 
employed in the transport and storage 

sector in Estonia, thousands 

  
Figure 1. Share of men and women among all employed in the transport 

and storage sector in Baltic countries in the period of 2010–2018 
Source:  Statistics Estonia, Statistics Lithuania and Central Statistical Bureau of 

Latvia 
 
 
Likewise, fewer women than men are involved in transport or STEM studies. It 
confirms the latest data provided by the Baltic countries (see Figure 2).  
 
 

Number of college graduates in 
Transport services study field in 

Lithuania (in 2018) 

Persons with higher education in 
Transport services study field in 

Estonia (in 2012) 

  
Figure 2. Number of people graduated in Transport services in Lithuania 

and Estonia and STEM studies in Baltic countries 
Source: Statistics Estonia and Statistics Lithuania  
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Figure 3. Number of people graduated in STEM studies in Latvia 

Source: Central Statistical Bureau of Latvia 
 

In Lithuania, engineering and transport specialties are more preferred by men, while 
in Estonia the gender distribution is almost equal.  
 There are no publicly available statistics of women and men graduated transport 
specialties in Latvia. The statistics of people graduated in STEM studies in Latvia show 
that these studies are more popular among men than women.  
 
THE LITHUANIAN CASE 
A rail industry company was chosen. The Lithuanian railway transport company was 
founded in 1859. It operates most railway lines in the country. The headquarters of 
company is placed in the city of Vilnius. The company is the biggest Lithuanian 
transport sector’s company, which develops its activities in three main directions:  
 

• transportation of cargo by railways; 

• transportation of passengers by railways; 

• administration of the public railway infrastructure, as well as maintenance and 
development.  

 
On the basis of their annual report (2018), the number of employees in the company 
amounted to 9 8375. The breakdown of employees by gender is presented in Figure 1. 

                                                
5 The	annual	report	of	the	company	(2018)	
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Figure 1. The breakdown of employees by gender 

Source: Railway transport Company‘s Annual Report (2018) 
 
METHODOLOGY  
Within this company we started to identify possible interviewees. To make contact 
easier, we used some personal connections to the employees of the chosen rail industry 
company. One of the connections was a woman working in the position management 
level. She became the first interviewee.  After successfully interviewing her, we then 
asked her to be referred to other levels of employment, i.e. technical and operator 
positions. All interviews were face-to-face interviews and all were recorded. After all 
interviews, we have listened through the interviews in order to include the central 
passages in the case study. 
 
Three in-depth interviews were conducted with female workers in the following 
positions: 
 
1. Management level position 
2. Technical level position 
3. Operator level position 
 
The interviewer was Eglė Drungienė from Vilnius, who is the TInnGO Project 
coordinator for Baltic countries. The case study was written by the interviewer Eglė 
Drungienė and her colleagues Consultant–Analyst Rūta Kubiliūtė and Consultant–
Analyst Simona Juknevičiūtė.  
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INTERVIEWEES  
The first interview was conducted with a project manager (management position).  She 
is married and has three children. She has Masters degree in communication and has 
worked in the company for half of year. The project manager in the rail industry 
company has work experience at university (she has worked as a clerk at the university) 
and in the insurance industry. She had been on parental leave for ten years during 
which she completed her studies in art therapy. Currently, she is working not only in 
rail industry organization, but also as an art therapist.  
The second interview was conducted with an expert in the scheduling department 
(technical position). She is divorced and has no children. The expert had a higher 
education level in railway traffic administration and she has worked the last twelve 
years in this company as expert in the scheduling department. The expert at the 
scheduling department with a degree in rail traffic management started her career in 
this company as coach attendant and worked as attendant for ten years. Then in the 
same company she was promoted and worked as a train superior for twelve years. 
Thereafter she worked as an instructor for half a year and at the moment she is working 
as expert in the sheduling department. She had wanted to work as a teacher, but 
changed her mind over time and has chosen to work in rail industry company. 
The third interview was conducted with a conductor–controller (operator position). 
She is single and has no children. The conductor–controller has a higher education 
level in communication and has worked for almost one year in the company. The 
conductor–controller was working in a restaurant and casino earlier and came to the 
rail industry company by accident. She said that her education is meant for working in 
an office, but that she wanted to work face-to-face with customers.  
 
CASE STUDY: STORIES FROM A LITHUANIAN TRANSPORT COMPANY 
 

THE EXPERIENCES OF OPPORTUNITIES 
Assessing opportunities for doing career in this company, the interviewed project 
manager states: "The company is not restricted by gender in the administration." The 
manager believes that in all corporations, including this railway transport company, 
people can make progress in their career if they desire it.  
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In the interview, the project manager told that she was not frightened by the transport 
sector, but also that she had not had any particular interests working in the transport 
sector at the time she was looking for a job. She found that initially women received 
critical comments in the organization, such as "You probably don‘t know what the rails 
and sleepers are." But as she said, she doesn‘t need this technical knowledge to work 
as a project manager. A person employed in any economic field may not know the 
various terms, but if she needs it in the future, she will learn it.  
The balance between personal and professional life was called a "healthy balance" by 
the project manager. There are secondments, jobs where you have to sit down and work 
a little after work hours, but in general, employees almost always finish their jobs on 
time and are able to plan their personal time. The project manager said that she finds 
no problems in doing personal appointments, like doctor visits, while she is working 
as the organization is very flexible.  
The project manager did not describe this job as a dream job, but stated that: "In ten 
years, I suppose I will have broadened my responsibilities and I certainly would not 
exclude the possibility to work in this company." She would prefer to work as an art 
therapist, however, current job provides financial stability that her dream job would 
not.  
The expert in the scheduling department, employed at a technical position, expressed 
that in the company people can be promoted and have lot of opportunities of doing 
career. She said that her current position was a dream job and at the moment she would 
not like to change her job, but if she wanted to apply for another position, there would 
no difficulties for her. She expressed a great interest in her job as her job was very 
precise and had to be exactly done by the minute. She concluded that „If I had to choose 
a specialty right now, I would choose the same that I have now.“  
The interview at the operator level expressed how she found the transport sector an 
attractive work place, saying “I was interested in transport field, especially in rail 
industry and I really love to travel, so I wanted to be a part of transport sector.” She 
did not see any problems in getting a better career. Actually, she had just decided to 
work in a a position where she can higher salary and recently she applied for train 
driver‘s position. She also wanted to prove that a woman can be a train driver if she 
wanted. In the spring or autumn semester she hopes to complete her studies and 
become a train driver, joining the few women train drivers in Lithuania. Workwise, she 
does not plan long-term career paths, but thinks she might stay in the railway industry 
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on the operator level: „It‘s not for me to create, but rather to do something. This is 
why my job excites me.“   
 
THE EXPERIENCES OF BARRIERS 
The project manager found the company to be open for all groups of people. As she 
said, there was a lot of foreign people working in the company and therefore she found 
that there was no discrimination. As she manager emphasizes „There may be 
discrimination when looking for a job, but in this company, people do not get 
discriminated because of age, gender and etc.“ However, during the interview, the 
project manager presents one specific barrier and glass ceiling for working in the 
company. As she express it, in this company people with reduced mobility can not be 
employed: "People with reduced mobility can not work in this company, because of 
lack of equipment. If they want to go upstairs, we do not have the equipment“.  
Also, the interviewee at the technical position saw no general discrimination of women 
in the company. She explained this by the fact that the employees in the service field 
in the company were mostly women. Also, she did not see any barriers in the company 
for continuing to work there. She found that there could be certain barriers for 
balancing personal and professional life, but these problems were general to the labour 
market as a whole and not specific to the job position.  
At the operator level, the interviewee was the one who outlined the biggest barrier. She 
found a large language barrier when communicating with foreign partners 
(Belarusians and Russians). She told that her dream job would require knowledge of 
Russian language, which she does not know. When considering barriers for her career, 
the operator notices that some people working in the company are against a woman 
working specifically as a diesel train driver, because the job requires physical strength 
if train breaks down. However, she states:  „I do not see a problem, because a train 
can break for women and men equally and then men cannot manage to fix the 
problem as well“. She also told how her job restricts her in the sense that she is not 
being able to see her family members, but as her family is very supportive, she manages 
her personal and professional life nevertheless. According to her, many people do not 
want to apply for job in railways because the job is considered very demanding and 
requiring a lot of experience and knowledge. A lot of important details come into the 
job and as a conductor-controller she has not only do her direct duties, but also to stay 
attentive to all the sounds in the train and to inform the train driver if she notices any 
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possible malfunction. She states that „Sometimes you want to tell the passenger, that 
you are traveling safely because of me“.   
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5.3 GREECE 
 
 

 
 
 
NATIONAL CONTEXT 
Greece is a country that still has a long way to go in order to succeed in an equal gender 
balance in employment in the transportation sector. Considering the working culture 
in Greece at national level of the transport sector at a whole, the female presence in the 
transport sector is small. Actually, according to the EU Transport Scoreboard 2016, the 
share of women working in transport in Greece is one of the lowest in the EU (16% 
compared to an average of 22%). Further, Greece has not had any female ministers of 
transportation and women are largely underrepresented in transport related 
commissions and departments.  
The Head of Press for the EU Delegation in Greece, Clementine Diakomanolis, has 
expressed concerns with the strong gendered imbalances in Greek transport, saying: 
 

‘’The number of women employed in transport in Greece is indeed one of the 
lowest in the EU. Greece is at the penultimate position with Slovenia and 
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Romania at 16%, versus 22% of the European average. Therefore, both the EU 
and national governments and competent bodies must work hard - with our 
ally on public transport - to raise the issue in order to create the conditions for 
more women to want and to be able to join this branch in Greece. A greater 
presence of women in the transport sector will certainly have a positive impact 
on society in general, but also on the transport itself and its image’’.6  

 
In Greece, we face a situation where a male-dominated transport sector is responsible 
to accommodate the mobility needs and meet the expectations of a female-dominated 
group of passengers. This said, and in combination with other factors, such as that 
women drivers in public transportation are less than 5% and that gender issues are not 
of major public interest, there is an urgent need for future measures and actions to 
improve the existing situation. 
 
THE GREEK CASE 
In the Greek context we contacted a public transport authority that coordinates, 
consults and controls public transportation in a significant metropolitan area. The 
company coordinates and consults transportation services and mainly public 
transportation within the area. Additionally, the organisation monitors related services 
and interacts with other involved stakeholders, such as transport providers, 
municipalities, and the regional authorities. The gender balance in the company is 
considered balanced by the interviewees and female employees actually outnumber 
males by a few. Women are also represented in numerous categories such as transport 
planners, financial specialists, and administration.  
 
METHODOLOGY  
Through our network we identified and contacted the CEO of the organization we 
wished to focus on. He further introduced us to female workers, who were interested 
in being interviewed. In this case, we contacted the female employees through emails. 
The e-mail declared our interest in the interviewees, information on the project, the 
interviews and their purpose. We then arranged a suitable date and time to visit their 
local offices in which we conducted the interviews as face-to-face interviews. The 

                                                
6 https://ypodomes.com/k-diakomanoli-oi-gynaikes-exoun-thesi-ston-xoro-ton-metaforon/. 
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interviews were recorded in order to be transcribed and efficiently presented as a case 
study.  
 
Iason Tamiakis, Urban and Transport Planner employee of Lever Development 
Consultants SA located in Thessaloniki, Greece conducted the interviews and is the 
responsible person for writing them and presenting them in the form of case studies.  
 
INTERVIEWEES 
We conducted five interviews in total within the same organization. This included three 
women in the planning/technical department and two women of higher 
administrative/manager level.  
 
CASE STUDY: STORIES FROM A GREEK TRANSPORT COMPANY 
 
FIRST INTERVIEW: TECHNICAL LEVEL 
Marina is a single woman in her mid-30s’ who works as a transport planner at the 
technical/planning level. She studied as an undergraduate Rural and Surveying 
Engineer in Greece and then continued her studies at a postgraduate level in a northern 
British University specialized in Transportation Planning. She currently works as a 
transportation specialist in the technical department of applications in the company 
and has had the same role for one year. Previously, she worked in another function in 
the same organization that was different both in terms of daily tasks as well as in terms 
of responsibilities.  
Regarding the reasons that Marina chose to study and work in the transportation 
sector, she says: 
 

 ‘’During my undergraduate studies, it was one of the most interesting classes 
and the teaching staff managed to inspire me (…) Taking a look back, the fact 
that I was and still am able to be involved and even try to solve daily problems 
that people cope with in the cities was a factor’’.  

 
After finishing her studies at the postgraduate level, she was able to find an 
employment opportunity in a consulting company in the United Kingdom. However, 
she shortly after chose to return to Greece. Back home, she worked for a private 
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company focused on road construction for a time period until she was able to apply 
through a public proclamation for a European research project within the organisation. 
Following her acceptance and employment in the organisation and after the ending of 
her first contract and the research project she was involved, she was able to follow 
certain procedures in order to stay further employed.  
Marina was asked about the possibility of her position to be changed or upgraded 
especially due to the fact that the organization does not currently employ numerous 
employees in her department. She believes that this possibility exists especially in the 
case that the department is enhanced in terms of workforce where she could potentially 
lead then resulting to her role being upgraded. Answering our question regarding 
where she sees herself in 10 years from now, she tells:  
 

‘’I would like to be in the same organisation but with some changes. I want the 
organisation to be able to further develop, to have a higher impact in terms of 
applied results while I will be working on the same topic, but with more 
responsibilities. I want to see my work have an actual positive impact on the 
people that use the transportation services of the city’’.  

 
On whether this is her dream job, Marina says, that her current position “is really close 
to that’’. If she could choose freely and adjust her job, she would choose to work less 
hours in order to have more free time. However, she would choose all over again a 
similar type of work related to public interest, but preferably in an organisation with 
higher impact and actual enhancement of citizen lives so that ‘’the effort and time will 
be worth it’’. Regarding the obstacles that do now allow her to reach her dream job one 
of the main obstacles would be the inability to reduce her working hours.  She finds 
that in the company, the balance between personal and professional life is something 
that is difficult for everyone. Marina tells: 
 

‘’under the specific circumstances I keep a balance between my professional 
and personal time. Due to the fact that I work at a public authority, which is 
operating on a weekday basis and on a 7am to 3pm time schedule, I have 8 
hours free for my personal life’’.  
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She adds that she considers balance in her life appropriate, but it is not always easy to 
maintain and her dream job would include fewer working hours in order to allow her 
more flexibility and balance.  
More specifically on the working conditions of female employees and due to the fact 
that more women than men are employed in the organisation, she considers this a 
positive factor for career opportunities, saying: ‘’Due to the fact that women 
outnumber men, it gives us the chance to increase our possibilities in order to claim 
positions of higher responsibility.’’ However, she adds that men still tend to hold such 
positions until now and she believes that women employees still have to face problems 
such as the perception of their male coworkers regarding their potential. More 
specifically, she finds that there is a common understanding of women as those who 
should be employed at the administrative and secretary levels whereas men are better 
suited at the more technical positions. Conclusively and based on her own experience, 
she adds that female employees tend to have low personal expectations and they do 
not see their selves as capable of proceeding further while on the contrary men are 
more confident that they can lead. The latter magnifies the existing problem of men 
capturing higher positions. 
 
SECOND INTERVIEW: MANAGER LEVEL 
Evi is married and in her 50s and is also the mother of one. She graduated Biology in 
a peripheral University of Greece and is working in a position as chief of administration 
at manager level. She has been employed for more than one and a half year in this 
position. After completing her undergraduate studies as a biologist, she was employed 
at a toll station for 23 consecutive years. She was hired in the public sector based on 
written exams and an open public competition. Following two internal transfers and 
position transitions among the public sector she was led to the public transportation 
sector.  
Evi highlights that there is always the possibility for everyone’s job position to change 
or be upgraded by the respective administration’s decision. However, it is not 
something that can be easily foreseen since there are numerous additional factors that 
affect such decisions. In 10 years from now, she imagines herself either to already have 
be a pensioner or if still employed she would rather have more energy and tools to be 
more effective and have a higher impact on her work.  
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Asking Evi if her current professional position is her dream job, she states: ‘’I wanted 
it, but I never knew if I would be able to acquire it due to the fact that in the public 
sector there are certain criteria for the choice of employees in such positions’’. It was 
something that she was able to capture during the time of her career and it was 
welcomed. But she did not stay still. Evi further proceed to acquire the relevant 
education needed in order for her to be able to declare the needed expertise in order to 
meet the high expectations. As she adds, ‘’this education does not stop. It is continuous 
due to the fact that expectations are increasing day by day’’. If she could freely change 
her decisions in regard to her professional career, she expresses that ‘’I would not 
choose not to work. I enjoy working but I would like to work in an environment that 
is more capable of meritocracy and objectivity’’. Due to the fact that her role is mostly 
administrative and the nature of her work is heavily affected by the processes and not 
by the field of discipline, she could also work in other areas than transportation. ‘’I 
have previously worked in numerous roles and I am not afraid to do any job I am 
required to,’’ but the standard 40 hour a week program on a weekday basis with 
morning hours for work is something that certainly suits her life.  
The balance between professional and personal life is hard to maintain, but since Evi 
also has experience from working at toll stations with night shifts and holiday work, 
she finds it far more convenient to maintain a work-life balance today. Her previous 
work that included shifts and in combination with her obligations to her family was 
extremely difficult to maintain balance. A stable work schedule allows her to have a 
good quality of life nonetheless her job position. However, she finds that her job 
responsibilities often affect her in her personal time as well.   
Regarding gender diversity and other issues within the organisation, Evi expresses a 
belief in that gender stereotypes are decreasing: ‘’Stereotypes are no longer valid. We 
have way more female employees, which is something that was not intended but 
randomly occurred’’. From her own personal experience, women are not recipients of 
additional difficulties and obstacles in this organisation nor in previous ones that she 
has worked for with one exception: 
 

‘’In my first job at a toll station, there were cases of discrimination towards 
women since the men at certain positions would not allow a female employee 
to become their supervisor and chief of the station. It is not that the 
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administration would not promote me for such a role, but my male colleagues 
would do anything in their power to block such an action’’.  

 
Finally, Evi would like to note that in her personal experience female transport 
professional are more responsible, saying ‘’I find a greater accountability and 
accuracy in work by women compared with men. They keep schedules more formal 
and conscious when they are assigned a project’’.  
 
THIRD INTERVIEW: OPERATIONAL LEVEL 
Georgia is at her 40s, happily married and having two young children. She has worked 
as a Transportation Engineer at the operation level for the last ten years in the 
organisation. She graduated as a Rural and Surveying Engineer and then further 
proceeded her studies by attending a postgraduate level program in a British 
University on Transportation Planning and Engineering. Additionally, she acquired a 
Project Management related MSc in Greece. She is currently responsible for 
monitoring and coordination of certain parts of the urban public transportation system 
in a wider area.  
Georgia tells about her choice of working in the transportation sector: 
 

‘’While on the third year of my undergraduate studies in a transportation 
engineering lecture, I was introduced to the topic and the teaching methods 
inspired me in order to get more familiar with transport related studies’’.  

 
She attended optional modules on transportation planning and engineering while she 
further wrote her thesis on a related topic. Following her postgraduate studies, she 
initiated a PhD on Transportation, but she never defended it. Simultaneously she was 
able to work at the University on conducting traffic studies. At that time, she applied 
to work in the organization in the same position, which she holds now. On the 
possibility of her current work position to change or to be upgraded she mentions that 
it is outside her decision to do so: 
 

‘’It is a subject of the administration and its jurisdiction to change my or 
anyone else’s positions. There has been a change of position for a woman in 
the past even though she was negative to that.’’ 
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We asked Georgia how she imagines herself in 10 years from now and she tells ‘’I want 
to be still employed under the same topic but with an upgraded role’’. Additionally, 
we asked whether this is her dream job, and here she starts talking about a problem of 
combing family life with working, saying: ‘’It is not. I consider it to be extremely good 
for a woman to work, but I would strongly prefer a job position that would allow for 
additional free time in order for me to focus more on my family’’. Moreover, she adds 
that a career and a job position in the education sector as a preschool or primary school 
teacher would be her choice under her current family life circumstances. Consequently, 
the obstacles against her reaching the dream job at the moment is that she believes 
that the time frame now and the current personal responsibilities, would not allow her 
to change her career. Work-personal life balance exists in her life, but it is extremely 
difficult to maintain: “In the workplace there will be friction, just like in personal life 
and it is difficult not to move problems from one place to another, but we are obliged 
to keep balance''. She finds that, for a woman that works eight hours plus the time she 
needs on commuting, opportunities are limited but a dream job like the teacher job 
would certainly improve such a balance.  
Regarding the organisation, diversity among gender is achieved on the level of 
employment, but still other issues exist. That is particular, obstacles that tend to be 
incorporated in people’s behavior. Georgia mentions that:  
 

‘’There have been times that we have noticed different behavior to women in 
contrast to behavior towards men or even people provoking women on issues 
such as pregnancy or even to address women in a derogatory way’’.  

 
She adds that such behavioral issues have been noted in the past, not only within the 
organization, but at the external contact as well. More specifically, she finds that: 
 

‘’There are people who when they address the organisation and communicate 
with the employees, they will behave differently to female and male workers. 
This is my personal view on this’’.  
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Finally, she believes that different types of behavior exist among males and female but 
it is also worth noting that in many cases women might behave in an unfair way 
towards men.  
 
FOURTH INTERVIEW: OPERATOR LEVEL 
Elena is in her 40s, married and having two children. Currently she lives in a peripheral 
city. She studied Rural and Surveying Engineering and further acquired an MSc in 
Transport Planning from a Greek University. She initiated PhD studies but due to 
various factors she was unable to complete. She has worked as part of the 
operation/planning department at the organisation for approximately four years.  
Regarding the reasons she chose a career in transportation engineering, Elena says: 
‘’During my time at the university, our professors would insist that working in this 
organisation would be considered a great job position, the perfect job they said’’. 
Since then, based on her professors’ words, she wanted to work at the organisation. 
Initially, Elena studied road construction related topics and then proceed to road safety 
and traffic surveys. During her postgraduate studies she conducted her thesis on traffic 
management. Following her studies, she worked at the University as part of the team 
that conducted urban traffic surveys and then followed the same route in her career in 
the private sector. For 8-9 years, she was employed in a private company in road 
construction and traffic surveys. At the time the company shut down and for the next 
five years she privately and individually continued her work on the same subject. She 
then applied for a job in the organisation and was accepted in the position. Since that 
time, her job function has been diversified in comparison with her previous work and 
she has learned new things.  
Regarding the possibility for her work to change or be upgraded, she mentions that 
during the last year the director of the organisation moved her to another department 
under a different job function which she was not familiar with and had never worked 
at. Elena believes that she would have potential for internal upgrade if she stayed at 
that department, but she was unwilling to do so and based on a regulation that allowed 
her after 6 months to return to her previous position, she took advantage of it and 
returned to her original function. Even though her temporary role could potentially 
lead to further development within the organization due to her personal opinion that 
she lacks the appropriate expertise, she chose to leave this position and return to her 
previous role.  



 

49 

We asked Elena where she sees herself in 10 years from now, and she answers:  
 

‘’I would like to be in a similar job position, but I am hoping to be able to 
monitor projects of larger magnitude with higher impact and more 
responsibilities. I would not change my job position though.’’ 

 
Also, Elena finds it extremely difficult to keep balance between personal life and work 
life. Due to the distance between her home and the office location she is required to 
use transportation for approximately 4 hours per day which is a major issue for her 
personal life and her family. She requires 12 hours a day for her professional 
obligations, which results in very little to focus on her family. Such an issue could be 
resolved if she was to be relocated in a nearer place to her home and this would further 
result in much improved balance between personal and professional life. This is 
something she expects to happen during the following years.  
Regarding gender issues in the organisation, Elena believes that the organisation is 
able to meet the existing diversity issues in regard to gender very well. On the other 
hand, in the past and due to the fact that the organisation’s administration changes 
when governments change as well, former administrations and the people who were 
part of them along with their personal ideological perceptions led to extremely poor 
behaviour towards women. She has been employed by men in positions of 
responsibility that would comment on women issues, provoking and challenging them 
in appropriate manners.  
 
FIFTH INTERVIEW: MANAGEMENT LEVEL 
Vivian is a mother of two, in her 50s, she is divorced and has been the chief of the 
financial department in the organisation for the last 18 months, working at the 
manager/administrative level. She initially graduated from the University of 
Economics in Northern Greece. During her second year at the university she started 
working at a local company, in which she acquired expertise on financial matters while 
this also enhanced her ability to understand theoretical concepts during her studies. 
Vivian mentions, ‘’I was one of the people that were working while studying. This 
meant that I graduated late, but on the other hand I was able to acquire experience 
on practical financial matters’’.  
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Following her graduation, she chose to search for a different job position and six 
months later she was hired in a large road construction and monitoring company. She 
worked there for 18 years and notes that ‘’there was a difference in terms of perception 
of the administrative and the technical staff. Technical staff members were perceived 
as superior and no gender factor was included.’’ During her time in the company, she 
was able to rotate through numerous job positions at both administrative and financial 
level. It was that time that Greece was formally in the financial crisis zone and this was 
applied to her actual job subject since she was responsible for financial matters related 
to the crisis: ‘’I believe that from my whole career, that time was the time that mostly 
affected the evolution of my professional life’’. She was able to apply and be employed 
in the current organization, which with her education and her previous work 
experience and expertise allowed her to start over in a new organization with new 
professional potentials. 
On whether she believes that her position may change or be upgraded, Vivian says that 
there is always the chance. Based on existing regulation she is capable both in terms of 
experience as well as in terms of academic background to be promoted in a higher 
position even as the director of the organisation. When asked about where she sees 
herself in 10 years from now, she answers:  
 

‘’Deputy director or director of the organization or a similar position. I believe 
I am capable of filling this role.’’ She adds, ‘’This was not the dream job I 
imagined way back but it was the result of numerous occasions that brought 
me here’’.  

 
Her current dream job would be to operate from a managerial position since she 
considers herself able to manage people of different backgrounds and roles in both 
public and private professional environments. Vivian says, ‘’As a woman I would 
prefer to be part of a public organization, but I am personally confident that I could 
work in a position of more responsibility and coordinate people and actions’’. 
Regarding the obstacles that would not allow her to achieve her dream job, a 
managerial position, she mentions that the way criteria are assessed and promotions 
are given is not entirely objective and accurate and, in many cases, they are unfair, at 
least in her personal opinion.  
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Vivian is a woman that finds herself balanced between her professional and personal 
life, but in many occasions, she sees herself more involved professionally rather than 
personally. ‘’It is not something standard, you have to sense the moments that require 
more attention towards personal or professional issues’’. At this moment she notes 
that a job position closer to her dream job, a managerial position as mentioned above, 
would result in an even less balance between her professional life and her personal life 
due to the increased responsibilities.  
On whether gender diversity is achieved within the organisation, Vivian notices that 
men are underrepresented, and this may need adjustment in order to balance 
employees among the organisation. Finally, she believes that obstacles are decreasing 
gradually over time and she believes that people nowadays are more and more aware 
of diversity issues. The issues that arise are mostly behavioral and are not based on 
gender and or racial elements, she thinks. Conclusively, Vivian believes that there is a 
‘’magical number’’ that both genders need to be represented in a professional 
environment. It is optimal to combine both gender and make the best out of it.  
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5.4. SPAIN 
 
 

 
 
NATIONAL CONTEXT 
The transport sector in Spain is formed by many small companies dedicated to 
transport. Following the data provided by the Statistics National institute (INE) based 
on the national economic activity code (CNAE), the 5.2% of working people are 
employed in the transport sector being the 19.35% female workers and the 80.65% 
male workers in transport. The following graphic7 shows the evolution of the number 
of workers along the last 10 years and the differences between men and women 
employees.  
 

                                                
7 The graphics on transport employment are extracted from the Statistics National Institute 
(INE) in Spain https://www.ine.es/en/welcome.shtml 
 

Field Code Changed
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The evolution of the transport sector has had small fluctuations, being 2019 the highest 
volume of workers in the transport sector reaching 829,200 male employees and 
198,900 female employees. In 2013, the lowest number of workers can be found in the 
last ten years descending to 690,300 male workers and 147,400 female workers. 
The following table shows the employment distribution along the different transport 
areas, the representation of the women is between 11 - 44% depending on the area. 
 

Employment distribution 2019 Both Men Women 

Road and pipeline transport 599,700 531,300 68,400 

Maritime and inland waterway 
transport 

25,600 18,400 7,200 

Air transport 56,500 31,600 24,900 

Storage and associated transport 
activities 

227,800 168,500 59,300 

Postal and courier activities 118,500 79,300 39,100 

Total 1,028,100 829,200 198,900 

 
 
THE SPANISH CASE 
The case study performed in Spain focuses on the road sector, concretely on the taxi 
sector. The total amount of taxi vehicles in Spain are 69,792. The next graphic shows 
how the taxi vehicles are distributed along the different regions in Spain, being Madrid 
the biggest taxi fleet and La Rioja the smallest one. 
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Only the 4% of the taxi workers in Spain are women. The taxi sector is a traditionally 
male-dominated profession, nevertheless over the years the number of women 
dedicated to it has increased in a small but significant way. From the cultural point of 
view, around the 50% of the taxi driver are Spaniard and the other 50% is formed by 
foreign people, so the interculturality in the sector is very high. 
 

 
Numbers on taxi drivers are extracted from https://www.infotaxi.net/solo-son-el-4-de-los-taxistas-son-mujeres/ 
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In the city where the interviewees took place there are approximately 3000 taxi 
licenses and less than the 10% belong to a female taxi driver. The total number of taxi 
drivers are approximately 5000 because 2000 of the licenses are doubled. 
 
 

 
Numbers on taxi license are extracted from https://www.infotaxi.net/solo-son-el-4-de-los-taxistas-son-mujeres/ 
 

The taxi sector in Spain is formed in its majority by self-employed people who work 
using they own car. But some taxi drivers are salaried employees and work for another 
self-employed taxi driver using the employer’s taxi vehicle. In these cases, the salaried 
employee gives to his/her boss a fixed percentage of the money gained during the daily 
work based on the trips performed.   
The taxi is a public service that is regulated by the municipalities. Therefore, each 
region has a different way of working with a different regulatory framework, with 
different days of rest, and hours worked. The regulations for male and female taxi 
drivers are the same.  
The taxi drivers are usually joined to taxi associations which support them in the 
administrative issues. In order to book a taxi, the clients (taxi users) can contact a taxi 
booking company which will look for the closest taxi driver available to assign the 
requested trip. The taxi drivers should be previously registered in this booking 
companies to get clients and trips. 
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METHODOLOGY  
As the taxi sector is formed by self-employees and the number of women working on it 
is very small, it was difficult to reach any interviewee. So, we decided to use previous 
contacts to reach the female taxi sector.   
A colleague from ITENE – Research Institute of Packaging, Transport and Logistics in 
Spain working on the Transport and Mobility technological group knew the director of 
a taxi cooperative. He provided the contact of the first female taxi driver interviewed. 
Through this woman we tried to reach more, but the first interviewee affirmed this due 
to little contact to other employees, saying: “sometimes the week pass and I don’t see 
any female colleague, but I ‘ll try”.  Some days later, the director of the taxi cooperative 
provided the contact of another female taxi driver who encouraged her colleagues to 
participate in the interview and a total of five females taxi drivers have participated. 
In parallel, ITENE contacted another interviewee that was provided by a personal 
relation, who has a family member working as a taxi driver.  
The interviewers were Javier Moya, Margherita Colleoni and Mireia Calvo, all of them 
are ITENE’s consultants. ITENE is the company in charge of the Spanish hub in 
TInnGO project. The case study was written by the interviewers in collaboration.  
 
INTERVIEWEES 
All of the interviewees are autonomous workers in Spain, owners of the taxi license and 
the vehicle. Six of the interviewees are Spanish and one is from the Baltics States. Most 
of them have been working in the taxi sector for more than 10 years. They are 
experienced taxi drivers and they have seen how the sector has changed along the 
years. 
Interviewee 1: Single mother (divorced) with 2 daughters. She has basic studies. She 
has been working as a taxi driver for 12 years and she drives in the city center. She is 
the only one that also does the night shift. 
Interviewee 2: Separated with 1 daughter. She has basic studies. Seven years ago, she 
started to work as a taxi driver. She drives in the city center and she has a chauffeur 
employee. 
Interviewee 3: Married, 2 children. She had studied pharmacy assistant studies and 
should have studied 2 more years to obtain the degree in Spain, but finally she did not 
manage to do it. She has been working as a taxi driver for 15 years. She drives in the 
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city center and outside the city, especially the latter. 
Interviewee 4:  Widow, 2 children. She has basic studies in an administration field. 15 
years ago, she started on the taxi sector. She has a chauffeur employee and drives in 
the city center. 
Interviewee 5: Separated, 1 daughter. She has basic studies in the field of 
administration. She has been working as a taxi driver for 12 years. She has a chauffeur 
employee and drives in the city center. 
Interviewee 6: Separated single mother, a five years old child. She has basic studies. 
She started working as a taxi driver two years ago. She works during weekends as well, 
depending on her child custody. 
Interviewee 7: Divorced, 2 children. She has a university degree in early childhood 
education and plumbing studies, beyond working experience in the same field (she 
worked as plumber). She has been working as a taxi driver for 10 years and she usually 
drives on the city center. She works during weekend as well. She would like to hire a 
second taxi driver to have more spare time. 

 
Fig. 1: Family situation 
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Fig. 3: Review of the taxi driver career length. 

 
Fig. 4: Review of the taxi employer situation. 

 

 
Fig. 5: Review of the female taxi driver night shift. 
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Fig. 6: Main reasons to choose the taxi sector. 

 

 
CASE STUDY: STORIES FROM A SPANISH TRANSPORT 
ORGANISATION 
 

THE EXPERIENCE OF OPPORTUNITIES 
Most of our interviewees have chosen to work in the taxi sector for family conciliation 
and to establish their own schedules. It is easy for them, if they need not to work on a 
specific day, they just do not. Other day’s work will make up the time lost. Interviewee 
7 remarked that the working activity increases at the weekend, while from Monday to 
Friday it decreases, allowing her to take care of her children easily. All agree that being 
a taxi driver, as owner of the taxi license, is a very flexible job timewise that allows to 
combine work and family life. All of them have been working mothers, so they know 
how important is to be free to “get out of the office because the kid got a flu”. The life 
– work balance is expressed as crucial for all of them. In addition, Interviewee 3 
pointed out that the job as a taxi driver allows you to recover quickly from a problem 
on the job, because it is usually related to a damage on the car and it is quickly solved. 
Four of the interviewees had a family member working as a taxi driver so they have 
already known the sector before they got into business. For example, Interviewee 3 
shares her license with her husband, meaning that two people have one license and 
thus doubled income. What’s more, Interviewee 7 usually encourages her children to 
get the taxi driver licence in order to have different options to earn money in case they 
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need it and they were able to earn their own money in parallel to their studies. In fact, 
Interviewee 4’s son already works as a taxi driver. 
All the interviewees had previous experience working in other sectors. Three of the 
interviewees are very happy working as a taxi driver and one of them admitted that 
being taxi driver is the dream job of her life. The other four interviewees had another 
ideal job, but due to their age or due to the money they needed to realize the dream, it 
was not feasible and they would continue working as a taxi driver until their 
retirement. A straightforward improvement would be to hire a chauffeur to have more 
time for themselves.  In fact, four of them already have one. 
All of the interviewees expressed how they value the daily contact to the people in their 
job. Most of the experiences during their trips have been enjoyable and most of the 
users are glad to see a woman as a taxi driver. In fact, they remarked that “foreigners 
are more surprised than Spaniards when they see a female taxi driver.” For example, 
Interviewee 3 says that “in my country I would not have worked as a taxi driver 
because of the lack of security. On the other hand, many women there usually drive 
buses.” 
Customer-wise, all of them had experiences of all kinds, for example did some 
customers prefer to board their taxi because they recognized that the taxis belonging 
to a woman were cleaner. The customers also expressed how female taxi drivers drive 
safer and that they (customers) feel more comfortable or safer. In our interviewees’ 
opinions, being a woman makes the taxi users feel more confident when they take a 
taxi.  
All the interviewees affirmed that female taxi drivers gain customers loyalty. 
Interviewee 7 explained that she got loyal users that once or twice a year call her for 
different trips. What is more, one of these loyal users allowed her to bring their children 
alone to the school in the taxi.  
They found that other users admire their driving style because they drive calmer than 
male colleagues and payed more attention on the road.  One of the users confessed to 
one of the respondents: “My husband goes desperate with the car and we get there 
later than you that you go all the way calm.” 
Our interviewees explained that some of the taxis, which included all of the 
respondents, bring a purple ribbon in the antenna of the taxi. The purple ribbon is an 
initiative promoted by taxi drivers to welcome women who feel unsafe or who has been 
victims of gendered violence to take a safe taxi for free to the place that they want to 
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go. It is common among the taxi drivers to join and foster initiatives that aim at 
sensitise people to gender violence. So far, several campaigns were carried on in 
different Spanish countries, each of them with a slogan and represented by a specific 
sticker or leaflet. Beyond, taxi drivers usually support the victims of gender violence 
with specific actions, such as the one of the purple ribbon previously explained. Only 
one of our interviewees had provided this service. The other interviewees have never 
faced this kind of situation although they show the purple ribbon. 
 
THE EXPERINCE OF BARRIERS 
The general impression among the interviewees is that the taxi sector is ‘masculinized’. 
At the beginning of their taxi career, many of the interviewed women had received 
different comments on being women. Interviewee 3 admitted that when she started 
this job, she had to face some remarks from colleagues. For example, during her first 
year, a colleague told her that she should not have been a taxi driver, saying “Mujer 
tenía que ser”, which is a typical Spanish expression of discouragement due to the 
presence of a woman, meaning that ‘something is bad because a woman has done it.’ 
As such, she found that the male colleague critized her as a woman and as a foreigner. 
She defended herself replying “Why is not your son working as a taxi driver? I am 
just doing the job that he did not even consider as a good one”. Ever since, she never 
had a problem with that colleague again. Interviewee 6 had an argument with an 
Arabian colleague that claimed that “driving a taxi was not a job for women.” 
Currently, the relation with their male colleagues is really good, since they have 
accepted the women working as taxi drivers. All of the interviewed raised the point that 
they work in an international environment, regarding both customers and colleagues. 
And that the taxi sector comprises a bunch of different cultures, all of them sharing the 
same difficulties and opportunities. They found that there is a basic condition of 
acceptance concerning the respect of the work rules, i.e. do not overtake a colleague 
inline, do not work on your free days, and respect the queue. Respect is gained by 
working according to the rules.  
Surprisingly for them, some of the interviewed had been experienced rejection by a 
woman customer. Interviewee 7 described one specific case where she was the first taxi 
in line and two women went directly to first taxi behind her. The colleague behind her 
explained that they should pick the first taxi in line (our interviewee’s taxi), but the 
users refused to go with a woman taxi driver. The male taxi then driver calmly replied: 
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“If you don’t want her as a taxi driver, I am not going to provide you with the service 
either”. Our respondent discovered this fact only some time later, when her colleague 
told her and she really appreciated his support. On this regard, Interviewee 6 had a 
small misunderstanding with a customer that she picked up at a railway station. He 
had asked a taxi service, but when he saw that a female taxi driver was waiting for him, 
he claimed that the taxi service should have notified him that the taxi driver was a 
woman instead of a man. 
One of the barriers is that the interviewees listed was that as a self-employee, if they do 
not work for an external reason, they will not earn any money either. Also, one of the 
requirements highlighted to improve and be more comfortable with foreigners is that 
they would like to receive English speaking courses to improve their communication 
skills. These courses should be better than the general and too basic courses they had 
received so far. 
Another mentioned obstacle in the taxi profession is the fact that you have to like 
driving. Interviewee 7 confesses that, when she was younger, she had panic to drive, 
but she was able to overcome her fears and now she enjoys driving daily. Not being a 
confident driver could be a barrier, but in the case her job incited her to face her fears.  
In spite of all these specific cases, in the daily activity most of the interviewed were very 
happy and pleasant of being taxi drivers. 
 
 

 
Fig. 7: Review of the dreamed jobs 
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Fig. 8: Future perspectives 

 

 
Fig. 9: Review of the satisfaction with the current job (taxi driver). 
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6. SUMMING UP 
 
This report presents four case studies which include different companies, different 
disciplines and different countries. This provides a high degree of diversity and 
complexity in knowledge. In the following, we will gather some points knowing that 
the experiences expressed in the case studies are context dependent and cannot 
simply be compared. That said, there are some circumstances that are expressed as 
particularly important throughout the case studies. 
There have been more lessons learned by conducting case studies that include different 
positions within one single company. Firstly, the multi-functional approach that 
focuses on a single transport company shows how it makes little sense to talk about the 
'transport sector' as a whole or as a homogeneous workplace. The case studies show 
how in certain parts of the transport sector and even within the same company there 
are large differences in how gender is represented: How work functions provide 
different opportunities and barriers for different women. For example, how some 
functions are difficult to combine with a family life for those who have young children. 
Secondly, many of the case studies show the opportunities and barriers for pursuing a 
career within the same company: How some working levels make it more difficult to 
advance than others and how the employees compare their own work position with 
those in other departments and work functions in the same company. As such, doing 
research on one company as the case, but with interviews on different employment 
levels has revealed how opportunities and barriers are very depended on the position 
of the employees.  
In the following, we gather the main points on women working in the transport sector 
across the four case studies. We are summing findings up under the three headlines:  
 
A. GENDERED IMBALANCES IN THE TRANSPORT SECTOR 

B. OPPORTUNITIES FOR WOMEN WORKING IN THE TRANSPORT SECTOR 

C. BARRIERS FOR WOMEN WORKING IN THE TRANSPORT SECTOR 

 
A. GENDERED IMBALANCES IN THE TRANSPORT SECTOR 
The case studies can be seen as a way to include lived life experiences to the statistics 
on gender representation in the transport sector. However, across the four case studies, 
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interviewees found it rather difficult to point out current gender differences or 
discrimination in their workplaces. Several interviewees across the four case studies 
talked about problems with imbalances, gender stereotypes and discrimination in the 
past, but pointing out how the situation is ‘better’ today. Many of the interviewees also 
expressed how they were employed in companies or departments where men and 
women were equally represented or where women were actually over-represented. The 
experience of an equal gender balance in their workplace contrasts the statistics on the 
transport sector as well as the dominant view in much research literature of the sector 
as ‚male dominated‘. The understanding of a better gender balance reported by the 
interviewees might have different explanations. Firstly, it can be a result of the 
researchers' choice of companies that happened to be more gender equal than the 
most. Secondly, it might be due to the nature of functions represented in the study, 
showing a preponderance of service jobs. Also, in several of the companies across the 
four countries, there were an overweight of women working in the technical and 
operator levels. It is important to point out that many of these levels were represented 
in the study in form of service jobs. Thirdly, and more generally, gender often acts as 
an ‘invisible signifier’, meaning that people rarely see structural inequalities between 
genders.  
Looking into the third explanation in more detail, several of the interviewees expressed 
that their department and/or company had what they saw as a balanced gender 
distribution. However, when the topic is discussed in more detail, it often turns out 
that women actually form a quite small part of the employees in the department or in 
the company as a whole. Thus, we might ask how a de facto gender-imbalanced 
department can appear balanced in their experiences. One possible answer is that the 
interviewees tend to compare the present situation with the former more unequal 
gender balance in their department or with the impression of the transportation 
industry as male-dominated. In such a comparison, the fact that there are actually 
women employed in the department may seem as such a different situation than the 
past/the ideas about male-dominance that they cannot recognize it as matter of gender 
imbalances. Instead, we see how they explain the imbalances by personal interests and 
individual preferences. Also, many of the interviewees expressed that they have hope 
and positive expectations for a more balanced distribution of men and women in the 
future transport sector due to more women in technical education or a decrease in 
stereotypes. 
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B. OPPORTUNITIES FOR WOMEN WORKING IN THE TRANSPORT SECTOR 
The four case studies show a high degree of satisfaction among the interviewed women 
working in the transport sector. Most speak quite fondly of the workplace as a whole. 
A key to an attractive job was expressed as a sector that had an impact on society or 
actual people within society. That would make a meaningful job for many of the 
interviewed in these case studies. Another reason for a high job satisfaction was 
highlighted over and over again, that is the extent to which job satisfaction are strongly 
related to ownership of work tasks and flexibility.   
In particular flexibility is seen throughout the case studies as a factor that make up 
satisfaction with the job. Flexibility as attractive was repeated throughout all work 
functions and levels and mainly in relation to the possibilities of combining work with 
family life. On the management level, some managers expressed how their 
responsibilities as leaders could make up a bigger work load, which influenced the 
flexibility. However, it was offset by the responsibilities and ownership in their job. As 
such, responsibility was another point that was repeated across the job functions in 
the case studies. An attractive position in the transport sector would be one which held 
a high degree of responsibility of one’s work. 
On the management level, many of the interviewees saw good opportunities to pursue 
a career and believed that everyone, no matter gender, age or ethnicity could advance 
in the company, if they wanted to. That the manager level represents an understanding 
of ‘good opportunities’ does not mean that this is necessarily the case at all levels of the 
company. It is important to note that opportunities are always seen from a specific 
position from which we might generalize these opportunities to be valid for all. It is, 
however, likely that employees on other positions do not see those opportunities as 
valid for them. In several of the case studies, employees on technical and operational 
levels believe that shifting functions and pursuing other work tasks are decided at the 
management level and is not up for them to decide. As such, the case studies show that 
not everyone in the same company look the same on the good opportunities. This 
finding is an important argument for involving representatives from different 
functions and social groups in evaluating and developing the companies.  
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C. BARRIERS FOR WOMEN WORKING IN THE TRANSPORT SECTOR 
The theory of intersectionality usually focuses on social categories, such as ethnicity, 
age and disability. In this report, we would like to point out that when examining 
barriers and opportunities in the transport job market, it is important to look at job 
function as another crucial intersection. As we have previously stated, the transport 
sector cannot be seen a single, homogenic sector: Barriers in the sector are not just 
gendered, but are set up by specific intersections, such as those of gender, family 
composition and job function. In fact, the barriers found in the case studies show to be 
very dependent on the actual work function.  
Many of the interviewees working on the technical and management levels seem to 
have attractive work arrangements. While the female employees on technical and 
managements level see good opportunities for doing career or changing position, the 
workers on operator level expresses a lack of this opportunity, often because of their 
lack of certain skills. Also, more women in the operator functions saw their jobs as 
marked by little degrees of flexibility and autonomy. Working hours were decided by 
the company with few opportunities for the workers to change or swap work schedules. 
In some cases, it provided a fundamentally different work environment than in the rest 
of the company. This had a significant impact on their work-life balance. 
The problem of work-life balance was very significant throughout all case studies. 
Many of the interviewees expressed the possibilities of combining their work with 
family life as an important aspect of how satisfied they were with their current job. The 
case studies show how age and family situation influence the perceived work – life 
balance and how many found the balance very challenging. 
Another significant barrier for women working in the transport sector is one of 
harassment. Throughout the case studies, harassment is mostly found on operational 
level. In the Danish case, harassment was experienced mainly in the meeting with 
customers. In this case, harassment was not particular gendered but more related to 
the job function. Further, in the Spanish case of female taxi drivers, inappropriate 
behavior was experienced from both colleagues and in the meeting with customers, 
mostly in the past 10 years. In the Greek case, the interviewees also mention sorts of 
harrasment (poor behavior) towards women in the company. 
 
7. RECOMMENDATIONS: A GENDER SMART TRANSPORT SECTOR 
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The projections of new Smart Transport are often closely linked to new technological 
solutions. Where the 'smart' here compares to technology, the Smart Transport 
solutions of the future will not only be technological in nature. There will continue to 
be functions at the transport labor market that are not just 'technical,' but consist in 
maintaining, repairing, operating as well as providing services and management. In 
other words, the future transport labor market will continue to have many of the 
functions we see in today's transport sector. This also means that we must be aware of 
whether we continue to reproduce the gendered opportunities and barriers that we find 
in the sector today. Although there are more and more women in technical professions, 
we must continue to ask whether the operator functions will remain male-dominated 
and if women primarily will be found in transport service jobs. Lastly, we have to raise 
a question about whether smart transport is actually smart if parts of the population 
cannot access the sector. Or if people working in the sector have few opportunities to 
develop their skills.  
In continuation of this report, we set out the following recommendations for a gender 
smart transport labor market: 

 
o Since the transport sector is divided into different work functions, it is 

important to investigate the opportunities and barriers for women 
intersecting with the specific job function and work levels.  

 
o Measures and efforts to improve work conditions and attract a more diverse 

work force must be directed to the specific level of employment. 
 

o Transport companies must ensure a work-life balance that fits employees with 
small children, i.e. working hours, the planning of meeting and work activities 
must reflect the opening hours of national child care.  

 
o In order to widen the use of all talents, people with impaired mobility must be 

included in the working force. That means that companies must meet the 
requirements of access for all groups of people, including persons with 
disabilities.  
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o The transport sector would benefit from flexibility and autonomy on job 
levels, which today are characterized by little flexibility, such as jobs at 
operator level.  
 

o Representatives from different functions and different social groups must be 
involved in evaluating and developing the companies. 
 

o Social aspects must be including in the development of a Smart Transport 
sector.  
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Appendix A: Interview guide 
 
 
 

7  

RESEARCH QUESTIONS  
 

INTERVIEW QUESTIONS  

Background information  

 

Name 
Location 
Family status 
Education 
Job position 
Time of employment in current company  

 

Career path  
From education to current job  

 

Can you describe the steps from your education to the 
position you are in now, including why you chose to 
work in the transport sector?  

 

Current opportunities in employment  
These might include areas such as opportunities of 
advancing, use of skills, raising salary, further education or 
training, family friendly workplace, etc.  

 

Please tell about your opportunities to advance or 
shift position in your current place of employment.  

Where do you see yourself in 10 years? (workwise)  

Is this your dream job? Or if you could fully decide by 
yourself (not regarding economy) what would you like 
to do? (It can also be ‘not working.’)  

 

 

Current barriers to employment 
These might include areas such as opportunities of 

 

Is there anything holding you back from your ideal 
scenario (related to the question above)?  
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advancing, use of skills, raising salary, further education or 
training, family friendly workplace, etc.  

 

Can you say something about how realistic it is that 
you are working in your dream job (answer above) in 
10 years?  

What would work against this?  

 

Life – work balance  

 

How do you manage the balance between 
family/private life and work? Do you find it tricky or is 
it easy for you?  

Would another position, such as (the one in 10 years) 
make the balance easier or more difficult?  

 

 

Closing the interview  

 

 

Thank you very much for your input. I don’t have more 
questions. Do you have anything to add?  

 

Further questions to be asked for the interview person 
working on management level  

 

How do you see your organization in terms of 
diversity?  

Do you see a so-called glass ceiling for any types of 
people (gender, age, ethnicity, disability) in your work 
field?  

 
 

8  
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Appendix B: Ethical consent forms 
 
 
 

TINNGO 
 

PARTICIPANT INFORMATION SHEET 
 

You	are	invited	to	take	part	in	this	research	study	for	the	purpose	of	getting	knowledge	
about	the	opportunities	and	barriers	that	women	face	working	in	the	transport	sector.	
The	interview	will	focus	on	your	career	path	and	your	experiences	of	opportunities	and	
challenges	in	the	sector	you	are	working	in.	We	expect	the	interview	to	take	30	minutes	
to	one	hour,	depending	on	how	much	you	have	to	tell.		

Hilda Rømer Christensen, Associate Professor at University of Copenhagen, Denmark, is 
leading this research. NAME, POSITION AND ORGANIZATION is partner in the project and 
responsible for conducting research in COUNTRY. Before you decide to take part it is 
important you understand why the research is being conducted and what it will involve. Please 
take time to read the following information carefully. 
 
What is the purpose of the study? 
The purpose of the study is to explore the opportunities and challenges that women might face 
when working in the transport sector – traditionally a male dominated domain. The interview 
will be written down as part of a case study. Your answers as well as the case study will be 
anonymous. 
 
Why have I been chosen to take part? 
You are invited to participate in this study because you work in the transport sector and since 
we believe that your experiences can help to shed light on the opportunities and challenges 
women face when working in a traditional male dominated sector, i.e. transport and mobility.  
 
What are the benefits of taking part? 
By sharing your experiences with us, you will be helping the University of Copenhagen, 
Denmark, as well as ORGANIZATION, COUNTRY to better understand the transport sector 
as a work place. Your participation will also benefit the project’s ambition of enhancing 
diversity and innovation in the sector.  
 
Are there any risks associated with taking part? 
This study has been reviewed and approved through University of Copenhagen’s formal 
research ethics procedure. There are no significant risks associated with participation.  
 
Do I have to take part? 
No – it is entirely up to you. If you do decide to take part, please keep this Information Sheet 
and complete the Informed Consent Form to show that you understand your rights in relation 
to the research, and that you are happy to participate. Please note down your participant number 
(which is on the Consent Form) and provide this to the lead researcher if you seek to withdraw 
from the study at a later date. You are free to withdraw your information from the project data 
set at any time until the data are fully anonymised in our records on 30.11.2022. You should 
note that your data may be used in the production of formal research outputs (e.g. journal 
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articles, conference papers, theses and reports) prior to this date and so you are advised to 
contact the university at the earliest opportunity should you wish to withdraw from the study. 
To withdraw, please contact the lead researcher Hilda Rømer Christensen, hrc@soc.ku.dk or 
researcher Michala Hvidt Breengaard, mbr@soc.ku.dk. You do not need to give a reason. A 
decision to withdraw, or not to take part, will not affect you in any way. 
 
What will happen if I decide to take part? 
You will be asked questions regarding your career path and your experience of working in the 
transport sector. The interviews will take place in a safe environment at a time that is convenient 
to you. 
 
Data Protection and Confidentiality 
Your data will be processed in accordance with the General Data Protection Regulation 2016 
(GDPR) and the Data Protection Act 2018.  All information collected about you will be kept 
strictly confidential. Unless they are fully anonymised in our records, your data will be referred 
to by a unique participant number rather than by name. If you consent to being audio recorded, 
all recordings will be destroyed once they have been transcribed. Your data will only be viewed 
by the researcher/research team.  
Data are to be shared with 3rd parties: TInnGO Officer Project. All electronic data will be stored 
on a password-protected computer file in SharePoint TInnGO, CU.  All paper records will be 
stored in a locked filing cabinet at TInnGO Project coordinator. Your consent information will 
be kept separately from your responses in order to minimise risk in the event of a data breach. 
The lead researcher will take responsibility for data destruction and all collected data will be 
destroyed on or before 30.11.2022.  
 
Data Protection Rights 
University of Copenhagen is a Data Controller for the information you provide.  You have the 
right to access information held about you. Your right of access can be exercised in 
accordance with the General Data Protection Regulation and the Data Protection Act 2018. 
You also have other rights including rights of correction, erasure, objection, and data 
portability.  For more details, including the right to lodge a complaint, please contact Maria 
Fjallstein Hinnerup, Senior adviser at the Secretariat of the Faculty of Social Sciences, 
mfj@samf.ku.dk. 
    
What will happen with the results of this study? 
The results of this study may be summarised in published articles, reports and presentations. 
Quotes or key findings will always be made anonymous in any formal outputs unless we have 
your prior and explicit written permission to attribute them to you by name. 
 
Making a Complaint 
If you are unhappy with any aspect of this research, please first contact the lead researcher, 
Hilda Rømer Christensen, hrc@soc.ku.dk, or researcher Michala Hvidt Breengaard, 
mbr@soc.ku.dk. If you still have concerns and wish to make a formal complaint, please write 
to Maria Fjallstein Hinnerup, Senior adviser at the Secretariat of the Faculty of Social 
Sciences, mfj@samf.ku.dk. 
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Consent Form 
 

You	are	invited	to	take	part	in	this	research	study	for	the	purpose	of	getting	knowledge	
about	the	opportunities	and	challenges	that	women	face	working	in	the	transport	sector.	
The	interview	will	focus	on	your	career	path	and	the	experience	of	opportunities	and	
barriers	in	the	sector	you	are	working	in.	We	expect	the	interview	to	take	between	30	
minutes	and	one	hour,	depending	on	how	much	you	have	to	tell.		

Before you decide to take part, you must read the accompanying Participant Information 
Sheet. 

Please do not hesitate to ask questions if anything is unclear or if you would like more 
information about any aspect of this research. It is important that you feel able to take the 
necessary time to decide whether or not you wish to take part.   

If you are happy to participate, please confirm your consent by circling YES against each of 
the below statements and then signing and dating the form as participant. 

1 I confirm that I have read and understood the Participant 
Information Sheet for the above study and have had the 
opportunity to ask questions 

YES NO 

2 I understand my participation is voluntary and that I am free to 
withdraw my data, without giving a reason, by contacting the 
leading researcher at University of Copenhagen at any time until 
the date specified in the Participant Information Sheet 

YES NO 

3 I have noted down my participant number (top left of this 
Consent Form) which may be required by the lead researcher if I 
wish to withdraw from the study 

YES NO 

4 I	understand	that	all	the	information	I	provide	will	be	held	
securely	and	treated	confidentially		

YES NO 

5 I	am	happy	for	the	information	I	provide	to	be	used	
anonymously	(unless	I	give	explicit	consent	otherwise)	to	
inform	research	outputs	(e.g.	case	studies	journal	articles,	
conference	papers,	theses	and	reports)		

YES NO 

6 I	understand	and	agree	that	the	information	I	provide	may	be	
shared	anonymously	with	the	following	third	parties:	TInnGO	
Project	Officer		

YES NO 

Participant 
No. 
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7 I	agree	to	take	part	in	the	above	study	 YES NO 
 
Thank you for your participation in this study.  Your help is very much appreciated. 
 

Participant’s	Name		 Date	 Signature	

	 	 	

Researcher	 Date	 Signature	
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