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In recent years, focal companies (FC) have emphasized GD in their corporate and Supply Chain 

(SC) strategies, converting GD into a key topic in their agenda that provides benefits for both 

the workers and the company. Indeed, several reports and academic publications highlight that 

real economic, social and environmental drivers to stimulate GD overall. In the context of 

sustainability management, GD has been highlighted by the Sustainable Development Goal 

number 5 to build a more peaceful and sustainable world (UN, 2020). However, this topic has 

been addressed from a SC perspective only to a certain extent. In Supply Chain Management 

(SCM), reports and research highlight several classical gender gaps such as career progression 

(“glass-ceiling” issue), sexual harassment, trade-offs between work and family, and more. In 

the end, statistics show that females are much less present in SCM functions than males, which 

appears as a GD issue.  

In research, some studies have shown that GD can have a positive impact on the Corporate 

Social Responsibility (CSR) of FC. Since SCs consist of a network of companies, it is likely 

that GD can also improve the CSR of SC, and more broadly the sustainability of SCs. However, 

to date, very little research has studied the effect of GD on sustainability management in SC 

(SMSC). Zinn et al. (2018, p. 85) emphasized the need to close this research gap by exploring 

if there are “unique skills that [females]can bring to supply chain decision making, or certain 

skills more present in [females]”. Since SMSC (including CSR) is of utmost importance 

nowadays to ensure sustainable production and consumption (United Nations´ Sustainable 

Development Goal n°12) and since no research has focused on the role of GD on sustainability-

related decisions in SCM, this article addresses this gap in literature. The research question is: 

How can gender diversity impact sustainability-related decisions in Supply Chain 

Management?  

Following an exploratory approach, this paper studies the impact of GD at operational and 

managerial levels in the FC and along the SC regarding sustainability-related decisions. In total, 

30 interviews were conducted and analyzed from 15 males and 15 females SC Managers or 

Consultants located in 10 countries, from various industries, company sizes, and years of 

experience. Interviews content has been coded on NVIVO 12. In this paper, the difference 

between sex and gender is considered which is the reason why the terminology ‘male’ and 

‘female’ is preferred. In addition, we acknowledge that a better female representation alone 

cannot change/solve gendered organizational practices (Mayes and Pini, 2014; Grosser and 

Moon, 2019). 

The paper is organized as follows: (1) a review of the relevant literature on gender impact on 

CSR, GD in SCM and sustainability management in SCs, (2) the research methods (data 
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collection and analysis), and (3) the results are then presented and discussed (4), and finally 

conclusions are drawn as well as implications, limitations, and suggestions for future research. 

 

1. LITERATURE REVIEW  

 

1.1. Advantages of gender diversity in companies 

 

The literature highlighting the positive impact of GD in firms is particularly rich. For instance, 

Borgonovi et al. (2018) show that not only females would benefit from more GD in business, 

but the entire society: GD brings social and economic value. Bilimoria and Wheeler (2000) and 

van der Walt and Ingley (2003) explain that GD is needed in top management positions so that 

(1) the top management represent better the workforce and the consumers, (2) critical thinking 

is enforced (Mattis, 2000) and (3) companies better deal with cultural diversity (Hunt et al., 

2018). Overall, this may lead to a better performance of companies. Additionally, after studying 

the topic of GD for a decade, McKinsey (2017) affirms that companies with GD perform better 

than others based on the following criteria: work environment and values, motivation, 

capability, leadership team, innovation, coordination and control, external orientation, 

accountability, and direction. 

 

1.2. Gender diversity in Supply Chain Management  

 

Since the 1990s’, the place of females in SCM has often been mentioned in professional 

magazines and academic studies. Professional articles over the 1990s’ and 2000s’ have mainly 

commented the low statistical presence of females (less than 20%) and explained the need for 

more females in order to fill the talent gap of this growing function. At that time, on the research 

side, many studies focused on females’ careers in SCM (e.g. Andre, 1995; Knemeyer et al., 

1999; Lynagh et al., 1999; Johnson et al., 1999; Simpson and Holley, 2001) and highlight that: 

• females perceive gender discrimination and a lack of opportunities for advancement 

compared to males; 

• males’ perceptions toward females’ careers opportunities are less negative;  

• the older the males, the less negative they are in their perception towards females’ career 

opportunities; 

• a “glass-ceiling” issue exists as well as discrimination against females in logistics; 
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• the need to educate females who are interested in successful logistics careers; 

• the classical trade-off between work and family; 

• all the issues mentioned above are even greater when looking at the transportation 

industry. 

Following the preliminary results, in the years 2000s´ research on this topic became rare. Only 

in the late 2000s´ and 2010s´ few research programs started to somewhat mention the need to 

explore the role and potential impacts of having more females in SCM (see table 1).  

 

Research  Results 

Park and Krishnan 

(2005) 

According to gender aspects, significant differences appear in the supplier selection 

and evaluation practices. Female SC managers are more interested than males in the 

future manufacturing capabilities, the safety record of the supplier and the supplier’s 
customer base, whereas male SC managers are more interested in the economic 

performance of the supplier than females.   

Kovács and Tatham 

(2009) 

Results highlight the under-representation of females in humanitarian logistics 

although females are often the ones who benefit the most from humanitarian assistance.  

Chin and Tat (2015) Study of this hypothesis: GD moderates the relationship of SCM practices and SC 

performance. Results: “gender diversity of employees in the manufacturing company 

has neither a moderating effect nor a direct effect on supply chain performance, 

although more than 60% of the company executives were females. The absence of 

gender differences among employees with respect to supply chain performance could 

relate to the fact that [males] and [females] are similar in their SCM practicing 

levels.” (p. 43).  

This research shows limitations considering generalization. It was conducted in a 

single company in Malaysia from the electronic manufacturing services industry. 

Short et al. (2016) Research focused on SC auditing. The audit team gender composition significantly 

impacts the numbers of violations reported: audits by all-female teams and mixed-

gender teams yield more violations. Reasons are: females’ style of gathering and 
processing information, including their skill to better interpret the emotional content 

of other’s expressions (Thayer and Johnsen, 2000) and their ability to be stricter rule-

followers than men (Portillo and DeHart-Davis, 2009). 

Table 1. Latest research outcome on GD in SCM (own elaboration) 

 

The studies from Kovács and Tatham (2009) and Short et al. (2016) open research avenues 

around a potential link between female SC Managers and sustainability management especially 

towards compliance, ethics, and a better understanding of females’ needs.  

 

1.3. Gender diversity, sustainability management and Supply Chain 

Management 

 

The topic of sustainability management in relation to GD in companies has been mainly 

approached with a sustainability management perspective (often referred to as CSR, Bowen, 

1953). Initially, sustainability management was a voluntary initiative from companies to reduce 

their impacts on the society and to engage with their stakeholders. Nowadays, sustainability 
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management is a “must” for most of the companies and is integrated into corporate strategies 

(Dawar and Singh, 2016). Indeed, according to Porter (2011) “businesses must reconnect 

company success with social progress”1. Sustainability management can also be addressed 

within the wider concept of Sustainable Development (SD) that traditionally consists of three 

pillars: the economic, environment and social pillars (WCED, 1987). To be sustainable, a SC 

needs to integrate these pillars in its strategies (Carter and Rogers, 2008). While the first two 

have been well studied in SCM research, the social pillar is still underrepresented in research 

and practice (Seuring and Müller, 2008; Badri Ahmadi et al., 2017). Among the issues studied 

in the social pillar, the respect of Human Rights, child labor, employee and consumer safety are 

well-known global issues. But there are several other social issues among which the role of 

females in SCs has not been discussed by scholars (Zinn et al., 2018).  

Eagly (1987) and Eagly and Johannesen-Schmindt (2001) explain that males and females may 

behave and perform somewhat differently because gender roles have some influence on 

leadership roles in terms of expectations. Eagly et al. (2003) also express the differences in 

decision-making process between males and females. As sustainability is often managed at the 

top level, one may look at the relation between sustainability management and the composition 

of boards of directors. Several variables can have an impact on the performance of boards of 

directors, e.g., outside/inside directors, age, cultural background, resource diversity, board size, 

religion, skills, experience, or GD (Milliken and Martins, 1996). Many articles in corporate 

governance research have highlighted the positive impact of females on boards (Gabaldon et 

al., 2016), on the quality of sustainability reporting (Fernandez-Feijoo et al., 2012), on 

sustainability perceptions (Post et al., 2011), on corporate sustainability (Galbreath, 2011) or 

even on sustainability-related actions (Bear et al., 2010; Boulouta, 2013). To sum up, most 

studies show the positive impact of GD on the sustainability performance of firms. In this paper, 

we consider that CSR is part of sustainability management, but the term ‘sustainability 

management’ is preferred since we consider social and environmental issues within a SC, while 

CSR commonly refers only to one single firm. 

 

 

 

 

 

 
1 https://hbr.org/2011/02/social-progress-economic-succe (Accessed 6th December 2019) 

https://hbr.org/2011/02/social-progress-economic-succe
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2. RESEARCH METHODS 

 

Since the research topic is widely understudied, an exploratory and qualitative research was 

conducted based on semi-structured interviews which are a flexible method to capture the 

various perspectives interviewees may have on a topic (Bryman, 2016; Saunders et al., 2009).  

 

2.1. Data collection 

 

After analyzing the state-of-the art in GD and sustainability management in SCs, qualitative 

interviews with 15 male and 15 female SC managers or consultants were conducted. The 

selection of interviewees was done through the researchers’ network of professionals without 

preliminary criteria other than gender and a management position in SCM. All sectors were 

eligible, all interviewees were included whatever their years of experience and their knowledge 

about GD or sustainability management. It was considered that any interviewee could have an 

opinion on whether GD matters when it comes to making sustainability-related decisions. 

The objective was to get each interviewee’s opinion on potential differences in SCM when 

males or females take decisions related to sustainability. An interview guideline with 16 open 

and semi-structured questions was designed and used for all the 30 interviewees. The questions 

focused on several aspects including: 

• The importance of sustainability in the SC; 

• Potential impacts the number of males and females can have on sustainability decisions 

at an operational, managerial and board of director level; 

• Potential differences between males and females related to soft skills in SCM (i.e., 

practices, competences, supplier selection, emotional intelligence, and respect of rules). 

The 30 interviewees were in 10 countries, from various industries, company sizes, and years of 

experience (see Appendix). Most interviews were carried out on the phone in May 2019 and 

were recorded upon interviewees’ consent in order to be transcribed entirely and analyzed. 

 

2.2. Data analysis 

 

The analysis of the 30 transcripts was done with the content analysis method. This method 

enables to analyze a large body of information such as transcripts and other types of documents 

and materials in order to “provide knowledge and understanding of the phenomenon under 

study” (Downe-Wamboldt, 1992, p. 314). Content analysis can be either qualitative or 
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quantitative, inductive or deductive. The researchers followed the process described by Elo and 

Kyngäs (2008) and chose a qualitative and inductive approach. Qualitative because the 

objective was to explore and understand interviewees’ viewpoint and inductive because no 

classification or data to be verified was existing on the impact of GD on sustainability-related 

decisions in SCM. In an inductive content analysis, concepts are derived from the data, which 

is an appropriate approach when there is a lack of knowledge in the research field studied or 

when there is no consensus (Fritz, 2017). By using the inductive approach, the researchers 

reviewed each other’s work when they reached a third of the analysis to check the coding system 

and ensure reliability of the analysis, as recommended by Mayring (2000). The coding system 

was created with the use of NVIVO 12 software during autumn 2019. 

In total, after comparing the coding from the two researchers implied in this project, 45 codes 

classified into three different ranks were retained, meaning that some codes were embedded 

within others. More precisely, at rank 1 there were 8 codes, 16 at rank 2 and 21 at rank 3. 1205 

verbatim from 30 interviews were coded within those 45 codes. Hereunder table 2 shows an 

extract of NVIVO 12 codebook that shows rank 1 final coding and description. 

 

Rank 1 Description 

Interviewees presentation Any verbatim related to interviewees presentation 

Female proportion Any verbatim related to female proportion (within board of directors, 

SCM function, etc.) 

Gender differences in SCM Any verbatim related to the description of gender differences in SCM 

(technical competences, soft skills, practices, etc.) 

Gender diversity impacts in SCM Any verbatim related to the impact of GD in SCM, specifically on 

sustainable SCM 

Other types of diversity Any verbatim related to other types of diversity than gender mentioned 

(generation, culture, experience, etc.) 

SCM training and orientation Any verbatim related to SCM training and orientation and the link with 

female proportion within SCM function 

Stereotypes Any verbatim related to gender stereotypes (sexism, feminism, 

machismo, ecomaternalism, etc.) 

Women fights to get a role in SCM Any verbatim related to female difficulties to get a role in SCM 

Table 2. Rank 1 coding, extract from NVIVO 12 

 

The coding system served to further analyze the data per interviewee and per topic (Blanchet 

and Gotman, 1992), sometimes also called vertical and horizontal analysis (Ghiglione and 

Matalon, 1978). The vertical analysis enables to consider psychological and sociological 

elements of the interview. The horizontal analysis highlights the different topics addressed 

during the interview and enables to identify recurring and specific topics and enables to extract 

similarities, contradictions, nuances and specificities (Blanchet and Gotman, 1992). By 

conducting a vertical analysis, the researchers were able to define three main profiles, called 

clusters  (see result section). 
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3. RESULTS 

 

3.1. General trends and vertical analysis 

 

Overall, interviewees highlighted the low statistical presence of female within SCM function 

with an average of about 30%. More precisely, within the SCM function interviewees found 

great differences depending on the SC activities: 

• SC execution: there are almost no female, except when it comes to picking small 

products (e.g. electrical components, cosmetics). Interviewees often justify this figure 

by the fact that “work is physical”: “it's particularly physical and indeed we have a 

larger majority of men” (I14), “it's more like… a man's job” (I4), “we're going to pick 

men as soon as there's going to be some hard work” (I6). 

• Production and quality: here again, interviewees tell that there are almost no females. 

• Purchasing and procurement: there are about 50% males and females, depending on 

companies but also depending on the type of products and industries. For example, I12 

tells: “I would say you would find more women or a lot of women. When it comes into 

technical procurement, probably a bit less”. I7 mentions: “On purchasing functions, 

there are 2/3 of men, 1/3 of women. In purchasing, depending on the industry, there are 

more or less women… if we go instead to retail, fashion ... There's that, too! On sourcing 

functions, it's fifty-fifty.” 

• SC planning: most interviewees say there are about 50% males and females. 

• Customer service: all interviewees mentioned that there are 80 to 100% females. I30 

explains: “It is a female environment, we'll say. We have twenty-five people: twenty-

four women and one man.” 

Some interviewees (6 females and 4 males) mention the fights for females to get a role in top 

management of SCs. For example, I15 tells: “For women, the difficulty of being accepted and 

integrated is twice as important. You have to have certain strong characters. Because if you 

don't, you get ‘eaten’.”. I19 adds: “there is a kind of small inferiority complex in a male 

environment. And so, women are forced to overplay the way they manage people.”.  

Thanks to the vertical analysis, 3 clusters appear within the interviewees sample. The NVIVO 

coding enabled to classify the 30 interviewees upon their main predominant point of view 

regarding the potential impacts of GD at the operational and managerial levels in SCM and at 

the Top management on sustainability decisions in the SC. 
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3.1.1. Cluster “YES” 

 

The first cluster is the largest with 13 interviewees (see Appendix). It includes people who are 

convinced that having more GD within the SC function implies more decisions towards 

sustainability in SCs. The cluster includes: 

• 7 females and 6 males, with an average of about 16 years of experience in the SC 

function.  

• Out of the 7 consultants interviewed, 4 of them were part of this cluster.  

• Out of the 10 interviewees not located in France, 6 of them belonged to this cluster. 

• 9 interviewees from Cluster “Yes” were from the industry: 7 of them belong to very 

large companies (>5000 employees) and an 8th one now works for a very small company 

(<10 employees) but used to work for a very large one. 3 say they work in a CSR-

oriented company 

• 5 interviewees from this Cluster are part of the Top management of their industrial 

company. 

 

3.1.2. Cluster “NO” 

 

The second cluster is the smallest with 8 interviewees (see Appendix). It includes people who 

are convinced that having more GD within the SC function has no direct impact on decisions 

towards sustainability in SCs. The cluster includes: 

• 4 males and 4 females, with an average of about 16 years of experience in the SC 

function.  

• 7 interviewees work in the industry: 4 of them belong to very large companies (>5000 

employees), 1 to a large company (250 to 4999 employees), 1 to a small company (<250 

employees) and 1 to a very small company (<10 employees). 3 say they work in a CSR-

oriented company. 

• 4 from this Cluster are part of the Top management of their industrial company. 

 

3.1.3. Cluster “MAYBE/SOMETIMES” 
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Finally, a third cluster appears. It is based on interviewees who are not sure whether GD could 

impact or not decisions towards sustainability in SCs. Some of the interviewees say “maybe”, 

others say “sometimes it is possible”. There are 9 people in this cluster (see Appendix). It 

includes: 

• 5 males and 4 females, with an average of 13,5 years of experience in the SC function. 

It is the cluster with the lowest experience on average. 

• 2 interviewees work as consultants. 

• Out of 4 interviewees working in in large companies (250 to 4999 employees), 3 of 

them belong to this cluster. 

• Out of the 10 interviewees not located in France, the remaining 4 belong to this cluster. 

• 7 interviewees are from the industry: 3 of them belong to very large companies (>5000 

employees), 3 to a large company (250 to 4999 employees) and 1 to a very small 

company (<10 employees). 3 say they work in a CSR-oriented company. 

• 2 from this Cluster are part of the Top management of their industrial company. 

 

3.1.4. Conclusion on Clusters  

 

It is important to note that no CSR-orientation nor Top Management impacts were considered 

to build the clusters. In addition, the gender repartition shows an equilibrium within each 

cluster. This means that those factors (CSR-orientation, respondents’ gender, relationships with 

Top Management) shall have no influence on the way each cluster consider the potential 

impacts of GD on sustainability decisions in the SC. The results point out some specificities for 

each cluster: 

• Cluster “YES” is where most of consultants are and where there is the highest proportion 

of interviewees located in another country than France. 

• Cluster “NO” is based on 100% interviewees located in France. 

• Cluster “MAYBE/SOMETIMES” (M/S) is the one with the lowest average years of 

experience in SCM (13,5 years against 16 years for the two other clusters) and shows 

the highest proportion of interviewees from large companies (250 to 4999 employees).  

Having identified the three clusters enables to analyze the content of interviews by comparing 

point of views by clusters.  

 

3.2. Interviews content analysis 
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This section presents the content analysis and highlights results about potential impact of GD 

in the SCM function on (1) managerial skills and practices, (2) operational skills and practices 

and (3) hybrid skills and practices. 

 

3.2.1. Managerial skills and practices  

 

When asking interviewees about the potential impact of GD on the managerial SCM skills and 

practices, their answers mainly highlight emotional intelligence, softs skills and the way males 

and females manage a SC department. 

Firstly, the 13 interviewees from Cluster “Yes” are prolix when it comes to describing the 

emotional intelligence and soft skills of female managers: “I believe that women have more 

emotional intelligence, more ability to understand” (I1). This emotional intelligence is 

qualified by interviewees. Many of them mention that they are empathic (I3, I4, I7, I10, I15, 

I16, I18, I20): “women are, yes, more respectful, less binary, they have more empathy in my 

opinion too” (I10) and show compassion (I26). Other ideas such as females being more 

sensitive and able to be easily upset or affected by events at work are also mentioned (I10, I11, 

I15, I18, I21): “I think women take things more to heart than men” (I11). When managing a 

team, interviewees consider that females have at the same time a broader and more global vision 

than males (I4, I7) and a capacity to go into details in a structured way (I11, I16): “Women are 

more meticulous than a man” (I16). According to interviewees, female SC Managers listen to 

their team members and care about their well-being at work and personal development (I3, I6, 

I18): “women are probably more psychologists and more attentive to the well-being or ill-being 

of the team” (I18). About the communication of female SC Managers, interviewees consider 

that they are explicit (I1) and do not hesitate to share with others bad news or tell about their 

weaknesses (I6, I7). Finally, interviewees highlight the capacity of female SC Managers to deal 

with conflicts and conciliate point of views (I3, I9, I11): “women are more focused on 

mediation, in the search for compromise” (I3). Overall, interviewees from cluster “Yes” are 

convinced that having more GD at a managerial level in SCM will bring more well-being are 

work because female managers show unique emotional skills in the way they manage/care 

about their team members, listen and communicate. Well-being at work is a key point of the 

social aspects from sustainability management. When they describe male SC managers skills 

and practices, they mention that: they hide their feelings (I1, I10, I18) or might even have few 

feelings (I4, I11, I21), are stricter (I1, I4, I10), listen less to their team members and are 
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convinced they are always right (I7, I11) are more results-oriented than female SC Managers 

(I3, I9, I17) and, finally, can easily go to conflict (I3, I6, I11). 

The second cluster, so-called Cluster “No” presents a slightly different point of view about the 

potential impacts of GD on the managerial SCM skills and practices. Some of them prefer to 

directly answer that they feel there are no different managerial skills between males and females 

(I8, I14, I27 and I29): “I think that it really depends more on the individual than the gender. 

Some can manage very well, and others can manage less well. It really depends on the human. 

I really don’t associate that with gender” (I29). Going more into details, between the 8 

interviewees from this cluster, sometimes completely different opinions are expressed. For 

example, I2, I14 and I25 tell that women SC managers are more thoughtful while I22 expresses 

that women find it hard to step back and see the global picture. With regards to emotional 

intelligence, half of them (I2, I8, I14 and I27) mention women SC managers are more empathic 

than men and listen best to their team members. On the contrary, I22 thinks that “Women try 

less to have an empathic relationship that men try to have with each other, women are much 

more in the factual” and I25 tells “women are less in the ‘emotional management’, than men”. 

Other ideas already mentioned by Cluster “Yes” also appears but in a very marginal way: female 

SC Managers would prefer conciliation (I27), they show more rigor at work (I14, I27) and they 

are easily affected by events at work and have difficulties to resist to stress (I22). Overall, even 

if Cluster “No” is composed of interviewees that are convinced that GD shall have no impact 

on sustainability management in SC, many of them brings the same arguments as Cluster “Yes” 

but watered down. They highlight ideas around the specific female skills to manage a team. 

However, they never express clearly how this management might bring more well-being at 

work or other social and environmental benefits. 

Finally, the “M/S” Cluster, composed of interviewees who are not sure whether GD could 

impact or not decisions towards sustainability in SCs, show mainly two different point of views. 

Firstly, the point of view of those who think that GD shall have no impact in on the managerial 

SC skills and practices (I13, I16, I19 and I28 – only males) and secondly those whose verbatim 

expresses gender impacts (mainly females). For instance, emotional intelligence (I12, I18, I24), 

inter-personal communication skills (I5), relation-oriented mindset (I12: “women would invest 

more time and energy into relationship building or in the team”) and capability to consider 

well-being at work (I18) are mentioned by some interviewees who think female SC Managers 

show more often those soft skills than males. Finally, few interviewees from this cluster pointed 

out some other managerial skills they consider as typical to female SC Managers: they have a 
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strategic view on operations (I18) and are more organized than males (I19, I24). In conclusion, 

this third Cluster point out some similar ideas compared to Cluster “Yes”. 

Overall, no matter the cluster interviewees belong to, the very large majority finds that GD at 

the managerial level of the SCM function would bring softer skills. Those skills are levers for 

sustainability management, especially social aspects such as well-being at work. However, it is 

of upmost importance to remark that no interviewee out of 30 has mentioned any impact on 

environmental aspects. 

 

3.2.2. Operational skills and practices  

 

On this topic, interviewees from all clusters had some difficulties in finding impacts of GD on 

operational skills and practices in SCM. They had less to say than on managerial skills and 

practices. 

Still, some verbatims should be noticed from the 13 interviewees from Cluster “Yes”. One idea 

is the fact that female workers in SCM function have more efficient practices than their male 

colleagues (I3 and I4): “Women are truly more efficient. They have a spirit of efficiency that 

men do not have. Efficiency means achieving the same result with minimal resources and 

resources to be implemented. It's related to ecology too” (I3). Another idea is around suppliers’ 

selection practices. Those SCM operational practices are almost the only ones evoked by 

interviewees. Some sustainable factors are mentioned. I3, I4, I7 and I15 mention that they 

female purchasers consider more often social aspects: “in the way women conduct a tender, 

they will tend to focus a little more on the relational aspects” (I4). However, I21 also mentions 

these social aspects but does not see any gender impacts on suppliers’ selection practices. 

Additionally, I15 tells that environmental aspects might attract more attention from female 

purchasers: “I think women pay more attention to ecological and ethical issues than men” (I15). 

Finally, it is important to mention that almost all interviewees from Cluster “Yes” would meet 

difficulties in seeing other impacts of GD on suppliers’ selection practices since companies 

establish more and more often formal lists of criteria to follow (I1, I3, I4, I7, I10, I11, I15, I17 

and I21). 

Analyzing Cluster “No”, half of the interviewees (I22, I25, I29 and I30) promptly say that they 

find no impact of GD on operational skills and practices in SCM. However, the rest of their 

speeches often show they think the contrary. For instance, I25 thinks females’ ability to 

communicate quickly in order to manage crises is a part of their operational skills in SCM. The 

other half of the cluster find some gender impacts on operational skills and practices in SCM: 
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I2 mentions that females have more efficient practices, I27 that female workers in SCM 

department communicate and listen better, I29 thinks female workers negotiate better with SC 

partners and I5 that female workers show better skills for customers relationships. Surprisingly, 

the analysis of the interviews from Cluster “No” reveals that 6 interviewees out of 8 find some 

impacts of GD on operational skills and practices in SCM when it comes to suppliers’ selection 

practices:  

• I2: female purchasers take more into account social criteria; 

• I22: female purchasers try more than males to be “fair”;  

• I25: female purchasers mobilize more their empathy than males to find oud which 

suppliers shall be reliable; 

• I27: female purchasers do not only look at financial aspects, they also use their soft 

skills, “their feelings to find out which supplier are trustworthy”.  

• I29: “women need to have a supplier who is going to be reassuring […] who is 

organized […] even if they choose a product with a slightly less good quality, as long 

as they know what they are up to with the supplier”.   

• I30: “female purchasers will have a much more ecological sensitivity than men”. 

Overall, we conclude that even if cluster “No” is reluctant is admitting any GD impact on 

operational skills and practices in SCM, when looking at verbatims they mention as many 

differences as Cluster “Yes”. In addition, sustainable criteria to select suppliers are mentioned: 

it appears that females purchasers look more at those criteria than males. 

Finally, cluster “M/S” shows different point of views about the impact of GD on operational 

skills and practices in SCM. For example, I12 and I16 think there is no impact. However, I12 

finally states that: “women are more relation oriented […] They would probably build more on 

compromises”. Other interviewees easily find differences in SCM operational practices 

between males and females. For example, I28 tells: “women are more about sustainability, the 

environment, and equity […] men are more interested in ergonomics issues to support 

operations”. I5 also finds some differences: “I think men are stronger, more gifted for the 

technical part and the internal supply chain part. So, anything that's going to contribute to 

production or storage management.... Why is it so? I don't know, but they're more comfortable. 

On the other hand, when it comes to customer relations, they are not good. Women are much 

more comfortable because there is more communication, I think women do it better”. Another 

example: I24 says that females at operational level are more opened to changes when males are 

more reluctant. Then, Cluster “M/S” also mentions the suppliers’ selection as operational 
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practices. On this specific topic, it appears that only I24 finds some gender diversity impacts. 

He explains that female purchasers would easily phone suppliers to get any required 

information when males would wait for an answer by email. Still, he points out that the 

supplier’s selection criteria would be the same. I5, I12, I13 and I28 highlight that there is no 

GD impact on this operational practice.  

To conclude, when getting into operational perspectives, all interviewees from the three 

Clusters are less prolix. Some soft skills are pointed out in the way female workers behave in a 

SCM team and some social considerations are also mentioned when it comes to suppliers’ 

selection criteria. Only one respondent (I28) expects female purchasers to consider more 

environmental criteria. 

 

3.2.3. Hybrid skills and practices 

 

Hybrid skills and practices refer to skills and practices that can both serve the managerial and 

operational level in SCM. Here a strong focus has been set by the interviewees on Quality, 

Health, Safety and Environment (QHSE).  

In Cluster “yes”, differences were seen by the interviewees regarding skills and practices 

between females and males, but these were often related to education contexts and factors. 

Simply in terms of number, females tend to represent only about 10% of all students in technical 

or engineering fields according to several interviewees’ experience (I6, I7, I10). These kinds of 

studies are dominated by males because SCM is more promoted to males than to females, which 

requires changes in earlier education systems if one want to promote GD in SCM (I1, I7, I21). 

Consequently, job descriptions in SCM often ignore the feminine form of words (I7). I.7 tells: 

“when I was studying, the word ‘supply chain’ did not exist and furthermore, logistics was 

limited to filling up trucks and/or doing customs. It is difficult to find young people willing to 

work in the industry because for many years we disparaged the industry, we said that there was 

only the service that was good, on the one hand. And in addition, the industry is dirty in the 

image of people, so girls, they will rather be oriented towards service. There is a real deficit in 

the image of the industry in France”. If education systems do not manage to attract females, 

the deficit of females in SC will remain. This male domination in SC education is a sign for I6 

that “we are very late to develop CSR and the place of females in SCM. We are even further 

away from diversifying teams and from considering social, environmental and ethical criteria 

and everything that happens in other countries more largely. Why should we be feminist or help 

to increase the number of females at a certain place when this should be natural? This is a 
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profound problem that starts with education and gender education and the feminization of the 

world is changing”. One important hybrid skill and practice in cluster “yes” is the respect of 

QHSE rules that are relevant at any level in the SC. However, females tend to give more 

importance and be more competent in respecting QHSE norms and practices (I6, I7, I20). I6, 

I7 and I20 report that male workers sometimes tend to take risks to show that they are stronger 

or smarter than others, they tend to endanger themselves and their surrounding environment 

saying "We are not fuss, we can do the thing like that" (I7), so they often need to be repeated 

the importance of wearing safety equipment (I20). Females would not do that (I6), they pay 

more attention to safety (I20) and would endanger themselves to a lesser extent (I7). For I21, 

“There is less car accidents among females than males and logically, there should be less 

accidents among forklift drivers. So, I think this is a job that could be more open to females and 

which would benefit everybody in logistics”.  However, data management and decisions would 

be identical, only the management style of males would differ from females (I6). Another 

difference noted by I9 is on communication where females tend to be better intermediates than 

males in managing crisis with external stakeholders like NGOs: “usually, males they want to 

have their things done right away. When there is a woman talking with the NGOs, women try 

not to confront right away, they look for alternative solutions. They have a broader view of the 

product. Men are more focused on business results”. Also, female tend to pay more attention 

to details, but males have skills that females do not have, they are complementary, mixed teams 

enable females to learn from males and vice versa (I15 and I17). Several interviewees in this 

cluster believe however that there are no gender differences in terms of skills and practices (I11, 

I20, I21 and I26). Regarding sustainable development (SD), few interviewees highlighted any 

differences. I17 however thinks that males are much more skilled because they think in a way 

that can help implement things faster, and usually males play a larger role since they are more 

numerous in manufacturing and R&D functions, in technical tasks. Thus, males need to be 

aware of SD challenges to develop sustainable technical solutions. 

In Cluster “No”, most interviewees do not see gender differences in terms of SCM hybrid skills 

and practices. They also refer to the responsibility of the education system to attract more 

females on the SC job market (I2, I22, I.0). I30 underlines: “I have the feeling that there are 

very few women in SCM and it would not be illogic, or at least not counter-productive, if there 

would be 50% females”. Other services pay more attention to GD but not SCM where it is very 

difficult to recruit females (I22). However, professional trainings, policies and procedures like 

audits are the same for everyone in the SC field and I8 believes the profession attracts people 

with very similar skills and mindsets. Skills are more related to the person we are than to gender, 
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but males may tend to react faster than females and make more spontaneous decisions, but this 

would not affect the whole SC, this would only affect a certain percentage of operations, less 

than 10% (I4). Some interviewees highlight that females are overall more skilled than males in 

SCM because they had to fight harder than males to reach their position, which allows a higher 

social intelligence, that will be reinforced every time a female comes higher in the hierarchy 

(I25). Like in Cluster “yes”, females would pay more attention to details and hence respect 

safety rules better (I27 and I29). 

Finally, in Cluster “M/S”, several people think there are no gender differences too (I13, I16 and 

I28). But other highlight very different skills that females can bring to improve SCM: females 

would be better at managing change and accompanying people (I24), they would be more 

efficient (I19) because they have “something to prove” as stated by I25, they tend to collaborate 

more rather than imposing their views and decisions to others by using convincing arguments 

rather than hurting others (males would use a “big mallet”, I24). Also, males tend to be more 

direct in terms of communication while females “tend to describe or go in circles around 

things” (I12). Females at headquarters or SCM positions would also more easily detect risks 

(I23). 

To conclude on hybrid skills and practices, it appears among the three clusters that differences 

between females and males are largely due to education systems where the function is not 

promoted equally to males and females, leading to a low number of females in SCM positions. 

However, bringing more females in SCM would have a positive effect on social relations and 

communication internally (teams, employees) and externally (customers, NGOs). Importantly, 

the tendency of females to pay more attention than males to QHSE and risks has implications 

for all levels of SCM, especially in terms of Human Resources Management. 

  

4. DISCUSSION AND CONCLUSION 

 

This section discusses the general outcomes about GD impacts on SCM skills and practices and 

synthetizes the most impact trends detected within the interviews. Then, it answers directly the 

research question by highlighting the impacts on sustainability management in SCM. After this, 

an element of discussion is stressed: other types of diversity mentioned by interviewees. Finally, 

research avenues are expressed. 
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4.1. General outcomes about gender diversity impacts on SCM skills and 

practices 

 

Before discussing the presented results, it is necessary to state again that all three Clusters show 

a gender mix – sometimes even parity. This means that this research highlights that no gender 

cliché exists when it comes to analyzing the potential impacts of GD on SCM skills and 

practices: a cliché would appear if all female interviewees would belong to Cluster “Yes” and 

all male interviewees to Cluster “No”. In addition, it is important to notice that the points of 

views within each cluster may vary and that some interviewees hesitated a lot: some would start 

by affirming a clear “yes” or “no” and then would contradict themselves in their own answers. 

It is proof of the novelty of the GD discussion among SC managers and consultants and this 

highlights the utmost necessity to explore this topic (Zinn, 2018). Clear affirmations from 

interviewees were sometimes difficult to collect and some of them even fear being ‘sexist’, 

‘macho’ or ‘feminist’ (I6, I10, I14, I19), in the way they answer. 

Overall, throughout all clusters, some strong trends are seen: 

• The recognition of the low statistical presence of female employees and managers in 

SCM (Andre, 1995). 

• GD at the managerial level of the SCM function shall bring softer skills (mainly 

empathy and listening skills - Thayer and Johnsen, 2000). 

• At the operational level, more GD in the SCM function might also bring softer skills. 

The specific case of suppliers’ selection practices often highlights the ability for female 

purchasers to include some social aspects in this process in line with Park and Krishnan 

(2005). 

• Looking at hybrid skills and practices, most of the interviewees state that bringing more 

females in SCM would have a positive effect on social relations and communication 

internally and externally. Also, the tendency of females to pay more attention than males 

to rules, QHSE and risks is predominant (Portillo and DeHart-Davis, 2009; Short et al. 

2016) 

 

4.2. Impacts of gender diversity towards sustainability management in SCM 

 

In order to fill-in the research gap, the following question shall be answered: how can GD 

impact sustainability-related decisions in SCM? We retain two findings. First, regardless of the 
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cluster, most interviewees stressed the impact of GD on the social and human aspects related to 

SCM (well-being at work, empathic management, more compliance with QHSE rules). They 

say GD has a positive effect on social relations and communication internally and externally. 

Those aspects are all part of the understudied social dimension of SMSC (Seuring and Müller, 

2008; Badri Ahmadi et al., 2017), which gives a new research direction to contribute to filling 

this gap and highlight the need to consider the social dimension in SMSC. On the contrary, the 

environmental pillar was almost never considered as impacted by GD in SCM. Second, a major 

result is about the ability for female SC workers and managers to respect rules (aligned with 

Portillo and DeHart-Davis, 2009 and Short et al. 2016), especially about QHSE. All aspects 

from QHSE are directly linked to SD in SCM, and more particularly linked to social dimension 

of SMSC. 

Those two findings are more closely linked to females’ attitude towards SMSC rather than GD 

impact sustainability-related decisions in SCM. However, these results enable formulating the 

hypothesis that females’ attitude towards SMSC, and more particularly towards social 

challenges, could lead to more sustainability-related decisions in SCM. Indeed, with a general 

trend showing a low statistical presence of female within SCM function (about 30%) and ever-

existing difficulties in accessing top positions (“glass-ceiling issue” - see Simpson and Holley, 

2001), females are still often quite unlikely to take decisions in SCM. 

 

4.3. Other forms of diversity 

 

When asked about potential differences in terms of skills between males and females, 

interviewees highlighted other forms of diversity that may have an impact on decisions made 

in SCs. First, the type of education and training would have an impact on SCM and influence 

the personality (I11, I18, I29 and I30). Many interviewees think that the personality would also 

influence the way SCM is done (I11, I14, I8, I15, I18, I24, I27, I29, I30). SC performance could 

be more impacted by the people’s personality rather than GD (empathic, perseverant, 

hardworking, creative). Nevertheless, it would be interesting to wonder whether personality 

traits could be linked to gender as gender differences could be the outcomes of social 

constructions and personalities are built within those social constructions (Lorber and Farrel, 

1991). Second, three interviewees think that the diversity of experience also enables to make 

decisions in SCM and would be more significant than GD (I11, I16 and I17). The diversity of 

experience enables to make good decisions. According to those interviewees, males and females 

can manage SC completely differently and SCM it is not related to gender, it is more related to 
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management, the way people evolved in their career. Third, diversity of generations is another 

factor to make decisions in SC (I22, I24, I25, I26 and I28). For those interviewees, there are 

more intergenerational differences than gender differences, each generation brings added value. 

Impacts on SC performance depend also on age and « Stupidity and intelligence have no age 

or gender » (I25). Younger generations have different views on GD and consider that males 

and females in younger generations tend to have more similar skills. Finally, culture has also 

its importance. Regarding ethnics for instance, it is an opening for the company in terms of 

culture and generation of ideas (I11 and I24) as there are different views on what means CSR 

and how to manage CSR in SCs. “Working together is living together and living together means 

diversity, diversity with capital D. Ethnical diversity opens your mind, opens you « chakras » 

to other types of populations” (I24). Cultural diversity will also depend on the location of the 

activities, where norms and value can differ (I12 and I14) such as the direct and indirect style 

of communication, the degree of diplomacy based on the country of origin (e.g., India, Mexico, 

Germany, Sweden), the use of humor, or complaining habits. Also, it appears for I4 that there 

are much more males in manager positions in European industries than in Asia, where females 

prevail. Females have much more power in Asia because they are equal to men (I4). Language 

can also be a barrier leading to misunderstandings, miscommunication between people with 

different mother tongues (I12). This is particularly an issue regarding the importance of HQSE 

in SCs. 

 

4.4. Limitations and future research 

 

Although following a rigorous scientific approach by analyzing the relevant literature, building 

an interview guide, interviewing experienced and diverse SC managers and consultants’ 

profiles (including 15 females and males), transcribing entirely all interviews, analyzing them 

using NVIVO 12 and reviewing each other’s data coding, this study shows some limitations. 

Firstly, the topic is particularly sensitive, and respondents’ answers might be influenced by the 

current climate of women’s fight to get more recognition throughout the society or by their 

culture. Secondly, generalization is always difficult when it comes to qualitative research where 

bias are more probable than in quantitative research. Still, the research gap highlighted by Zinn 

et al. (2018) justified the importance of exploring the potential impacts of GD on sustainability-

related decisions in SCM and the objective of this research was not to give a representative 

sample of interviewees from different countries or culture. This research gives some directions 

however for quantitative research to reach such generalization by using for instance the 
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identified clusters and skills as variables, in order to collect more data and find out where GD 

impacts are significant in SCM and what are the moderating factors. Such quantitative research 

may focus on one country only to limit cultural biases. Third, including interviewees from more 

diverse countries could have changed the outcome, as interviewees from international 

companies seemed to be more aware of females’ role towards SMSC. So, the outputs of this 

research shall be considered as foundations for future research.  
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Appendix 
 

 

 

N° 

Cluster Gender Country Current function 
Consulting 

or industry 

Company 

size (nb of 

employees) 

CSR-

oriented 

company 

Board of 

Directors 

Current 

years of 

experience 

Total years 

of 

experience 

in SCM 

Interview 

date 

Duration 

of the 

interview 

1 Yes M 
The 

Netherlands 

Operations Manager 

Europe 
Industry < 250  No  Yes 

1 year and 8 

months 
8 26.04.19 33min01 

2 No F France Expert SC  Consulting NA NA NA 
1 year and 8 

months 
32 29.04.19 41min46 

3 Yes F France President Consulting NA NA NA 
1 year and 8 

months 
13 29.04.19 37min29 

4 Yes F Singapore SC Manager APAC Industry > 5,000  No No 
1 year and 6 

months 
10 30.04.19 42min08 

5 M/S F France SC performance manager Industry 250 - 4999  
Yes, 

recently 
No 

1 year and 1 

month 
14 30.04.19 30min28 

6 Yes F France Senior Manager SC Consulting NA NA NA 
2 years and 

1 month 
11 02.05.19 28min37 

7 Yes F France SC consultant Consulting NA NA NA 
2 years and 

4 months 
13 03.05.19 49min19 

8 No F Canada 

Senior Manager 

Procurement and 

Materials Management 

Industry & 

Consulting 
< 10  Yes  Yes 5 months 20 09.05.19 33min20 

9 Yes M Mexico SC CSR Industry > 5,000  No Yes 
9 years and 

6 months 
10 10.05.19 43min05 

10 Yes M 
Belgium 

(Flanders) 
SC consultant Consulting NA NA NA 

3 years and 

8 months 
43 13.05.19 32min35 

11 Yes F France SC Coordinator Industry > 5,000  Yes No 8 months 2 14.05.19 30min11 

12 M/S F Austria 

Demand Chain 

Management & 

Inventory improvement 

Consulting NA NA NA 
2 years and 

2 months 
18 15.05.19 52min21 

13 M/S M France SC Manager Industry < 10  No No 3 months 13 16.05.19 29min19 

14 No M France Group Logistic Manager Industry > 5,000  Yes No 
1 year and 9 

months 
19 16.05.19 34min54 

15 Yes F Switzerland SC Manager Industry < 10  No No 
1 year and 2 

months 
6 17.05.19 27min23 

16 M/S M France SC Manager  Industry > 5,000  Yes No 
2 years and 

9 months 
7 17.05.19 25min 
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17 Yes F Switzerland 
Senior VP Operations & 

SC 
Industry > 5,000  No Yes 2 months 27 20.05.19 42min51 

18 M/S F Switzerland SC consultant Consulting NA NA NA 
5 years and 

9 months 
10 22.05.19 29min24 

19 M/S M India 

India SC Performance 

and Transformation 

Manager  

Industry > 5,000  Yes No 10 months 8 22.05.19 41min15 

20 Yes M France SC Manager  Industry > 5,000  Yes No 
3 years and 

4 months 
39 22.05.19 27min32 

21 Yes M France VP Global SC Industry > 5,000  Yes Yes 2 years 16 22.05.19 40min39 

22 No F France SC Manager Industry > 5,000  
Yes, 

recently 
Yes 12 years 12 23.05.19 43min28 

23 M/S F Norway 

Senior Manager & Issue 

Expert - Social 

Sustainability | SC 

Sustainability 

Industry > 5,000  No Yes 5 months 12  23.05.19 47min04 

24 M/S M France Plant SC Manager Industry 250 - 4999  No Yes 
1 year and 5 

months 
18  27.05.19 48min13 

25 No M France 
Senior Vice President 

Group PC&L (SC) 
Industry > 5,000  No Yes 9 months 21  27.05.19 56min36 

26 Yes M France SC Manager Industry < 10  No Yes 7 months 7  28.05.19 31min01 

27 No F France Project SC leader Industry > 5,000  No No 
1 year and 2 

months 
7  28.05.19 56min07 

28 M/S M France 
Procurement and SC 

Director 
Industry 250 - 4999  No No 5 months 22 29.05.19 42min14 

29 No M 

France 

(Reunion 

Island) 

SC Manager Industry < 250  No No 
1 year and 

3months 
4 29.05.19 26min52 

30 No M France 
Customer Logistics and 

SC Director 
Industry 250 - 4999  No Yes 

14 years and 

5 months 
15 29.05.19 40min16 

 


