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Introduction

Demographic changes, the increased female labour force participation, the international migration and the reinforcement of ethnically based identity are factors that contribute to an increasing heterogeneity in working life. In consequence, it could be argued, that there is a need for studies, which approach different identity markers simultaneously; focussing on gender and other categories such as ethnicity, class, nationality, age etc that may be at stake in the construction of social identity in organisations. In this way the attention is drawn to the multiple lines around which conceptions of superiority and inferiority are constructed (Hall 1996, Adib and Guerrier 2003). 

This paper presents a study of how gender and ethnicity are negotiated in the construction of professional identities. The study deals with project managers in a big firm within the construction industry. In this kind of work, identity is constructed in relations to a wide range of actors: project teams, subcontractors and customers. Construction management has traditionally been the habitat of white, Anglo Saxon males. New groups has however entered this field; construction managers, who are female and/or have a migrant background. Along with these ‘new entrants’, gender and ethnicity as categories are brought in and are attended to, when project managers negotiate their professional identity.

The discourse on the construction manager is closely connected to the archetypical entrepreneurial personality, highlighting achievement motivation that combines hard work with a competitive attitude (McClelland 1961). However in recent years, soft human resource management concepts have been taken up, thereby introducing tensions in the dominant discourse. This turn towards appreciation of more ‘feminine’ skills, like empathy, sensitivity and caring does of course not automatically better female managers positioning. As several authors have discussed (Billing and Alvesson 2000, Smircich and Calas 1993), women managers might rather be used as softeners or conflict mediators in the role as front line managers. Moreover, stereotyping women as possessing certain feminine skills might lead to just another lock in. Nevertheless the clash of these two discourses may create breaches and ambiguity, and may act as a resource when negotiating management. 
The paper explores the process of negotiating otherness in this specific context. The backbone of the study is narrative interviews with 17 construction managers, differing with respect to gender and ethnicity. The study is part of a research project that aims at exploring dynamics that restrain or promote the career of new entrant groups among the professionals in construction.

It underlines how social identity is negotiable and versatile even in contexts, which may be conceived of as strongly structured in terms of masculinity. Different sources of dynamics are explored: Ambiguities and breaches of the dominant discourse of construction management, changing societal discourses on ‘women managers’ and ‘immigrants’. These different and contradictory discourses may be used in the construction of professional identity. However these sources are not equally accessible from all positions. Gender and ethnicity seam to lead to different ‘lock-ins’. 

In the first section the literature on ethnicity and gender in organizations, and in particular male dominated organizations, is reviewed in order to compare the culturally constructed stereotypes that form the basis of the positioning as 'the other'. The section ends up by discussing the conditions of possibility for negotiation otherness.
Managers and others.
The gendered nature of organizations has been the topic of numerous studies and it is well-documented, how the ideal manager is constituted as a rational disembodied figure that fit more closely with cultural images of masculinity than femininity (e.g. Collinson and Hearn 1996) Discourses on femininity and masculinity that maintain and reproduce this structure tend to describe femininity and masculinity in terms of opposites. Binaries such as emotional/rational, embodied/ disembodied, intuitive/instrumental goal oriented, empathic/socially disengaged form the basis of stereotypes, which men and women will have to attend to when negotiating their position (Knights and Kerfoot 1996). Engineering - embedded in a technical field and being (at least in some contexts) an important way of accessing top management positions - may be conceived of as a even more potent symbol of masculinity (Cocburn 1985, Kvande 1999)

Consequently, we will expect that women’s entrance in typical male dominated spheres, like construction management that combines management and engineering, elicits difficult identity work. Using metaphors like the travellers (Marshall 1993) the intruder (Gherardi 1995), the homeless (Kvande 1999) several studies describe the trouble of combining ‘female’ with ‘manager’.  

These intruders negotiation of identity is often referred to as remedial work (Gherardi 1995). By remedial work is meant the individual or collective strategies that women apply in order to - symbolically - restore the order that they disturb by their very presence. They may for example act in ways that render them invisible or discreet: e.g. downplay their femininity by their dressing, by being discreet about care obligations or by opting out motherhood. Or they may be overt masculine in their behaviour; tough, aggressive and non emotional. 

In the majority of organizations in Scandinavia ethnic minorities are newcomers, or strangers - and may also be conceived of as intruders. As postcolonial studies point out, the ethnic divisions of working life are established through culturalizing discourses, positioning 'the others' in terms of 'their culture' (e.g. Ålund 1995). Here social-evolutionistic assumptions play an important role: The western culture is seen as advanced and as the final goal for development, while others represent earlier stages of development (Knudsen 2003). Consequently, a number of colonial binaries such as active/passive, liberated/saveable, civilized/primitive, masculine/effeminate, scientific/superstitious can be outlined (Prasad 1997). Swedish studies in work and organization further develop these points. They show how Swedish organization culture is depicted as egalitarian and democratic emphasizing individual responsibility and creativity while ‘the others’ culture is authoritarian and ‘ethnic employees’ accordingly dependent on others. And more on, Nordic women are emancipated and mobile, while ‘ethnic women’ are depicted as dependent and isolated (de Reyes 2000).

Studies that explore how ethnic minorities negotiate their otherness point at invisibility as one typical response (Thisted 2003, Diken 1998). In Diken’s –studying the Turks in a Danish context - terms invisibility is a discursive erasure of otherness: 

"They negate their otherness by claiming that they are not discriminated against that is, that they are not treated as others. By denying racism –‘ it does not affect me’ – they deny the dichotomy of us and them, they strip the ubiquitous all-pervasive Danes and all-present Danishness as  its point of reference, its marked other". (Diken 1998:114)

This strategy is also identified by Thisted (2003) in the ‘normality’ narratives of ethnic minorities in big Danish organizations. But he also identified other types of narratives: the cultural encounter narrative, where identity is constructed as a negotiation between two cultures, and the alienation narrative which constructs the protagonist as a victim of discrimination and injustice. 

So in summary, categories as ethnicity and gender may both form the basis of constructing ‘the other’ in the organization. But, the discourses on those others draw on different historical and cultural sources, and may position the subjects in different ways, giving different possibilities for negotiating identity. 

Lines around which distinctions between 'us and them' are defined might however be much more complex. E.g. Knudsen (2003) and Schierup et. al. (1993) point at how a hierarchical ordering of ethnicities based on a confusion of geographical and cultural closeness is established. Their studies give examples of how Polish seamen are regarded as more rational (like ‘us’) than Philippine; and how Finnish workers are depicted as closer to 'us', and therefore as more independent than Yugoslavian. But also, recent studies point at the intersections of different categories in constituting ‘the others’. For example Tienari et. al.(2005) deal with the intersection of gender and nationalities in their study of cross border mergers and acquisition. Whereas Adip and Guerrier (2003) demonstrate how gender, nationality, race and ethnicity are intertwined in the way women in the hotel work are positioned and negotiate their identity. 

These observations call for greater sensitivity in studies of identity construction in order to grasp the complexities. They also are reminders of that distinction in terms of femininity, masculinity and ethnicity are constructed in specific historical and cultural contexts. We should not to look upon them as fixed, rather as dynamic, complex and contextual. A great deal of research rightly aims at exploring the way the gendered or ethnical orders of the organization are maintained and reproduced. But in this way dynamical aspects often recedes in the background, and the sources of change are not very well illuminated. Strategies for negotiating identity - like remedial work, and invisibility - are depicted as defensive and mainly reproducing exiting orders, thus reinforcing the view of the fields like management as stabile. Moreover, we are running a risk of victimizing minorities by our representations.  

So, I will argue that more attention should be taken to processes of change, to the contradictions, the tensions and breaches that may serve as sources of transforming established positions. A few recent contributions - mainly in the field of gender and management - shed light on dynamics of change. 

Some contributions underline how discourses at a societal and cultural level may serve as ressource in a specific context. Meriläinen et. al. (2004) show how the discourse on the work-family balance, which is pervasive in Finnish context, may be used in negotiating the professional identity of 'knowledge workers'. In the same line discourses on feminine leadership introduced in the Australian agriculture sector play an important role in female managers’ negotiation of their identity (Pini 2004). Other contributions highlight the negotiation process. Fournier and Kelemen (2004) show how female senior managers, creating a community and drawing on community discourses, establish and use a contemporary space for exploring their identity. Disconnection is another strategy, which takes our attention to micro processes of negotiating otherness (Fournier 2002). Fournier observes, how Italian female farmers practise 'disconnection' when they negotiate their identity: They are skilled in the flexible undertaking of identity work, developing different identities in the different contexts they take part of. And they are never trapped in one single form of otherness.

None of these studies create rosy pictures of the possibilities for transgressing gender orders; rather the fragility and ambiguity of the identities constructed are underlined. But these studies underline the importance of attending to micro processes in specific contexts in order to understand the conditions of possibility. This study aims at exploring the conditions of possibility in the negotiation process; the sources that are may be used in a certain context, and their accessibility from different positions. This is reflected in the choice of theoretical frame and methodology.  

Theoretical frame and methodology of the study.
Language practises concerning ‘us’ and ‘others’ are important in shaping social relations and social identities in organizations. They reflect social institutions and processes and are important means of social reproduction. However social identities are not fixed, but actively negotiated, reproduced and changed. And while discourses are constitutive for social identity, the process of negotiating social identity may also result in a transformation of the discourses. Here I take inspiration from the Critical Discourse Analysis (Fairclough, 1995), which conveys a rather dynamic view on discourses, highlighting the production and transformation of discourses, rather than the normalizing and stabilizing aspects. Fairclough uses the concept of intertextuality to describe how texts are constituted, but at the same time ‘co-authored’, from already produced texts. He points out how discourses may be changed, when the actors use discourses as a resource to create new combinations. Moreover he draws our attention to the heterogeneity of texts as a sensitive indicator of the contradictions and conflicts that are sources of change in contemporary society. However, discursive resources are not equally accessible from all positions. In order to conceive the structured properties of change processes, Fairclough introduce the concept of the discourse order in a specific field.

Accordingly this study consists of two parts. Part one is an analysis of the more stable structures, the order which is negotiated. The hegemonic discourse on the professional identity of construction managers is lined out, with special attention to breaches and contradictions. Part two is an analysis of how construction managers talk about their professional identity, trying to trace how different discourses are used in the construction of a professional identity. An important question is how gender and ethnicity affect the possibilities for negotiating this identity.
This paper is based on a case study of construction management in one of the biggest firms within construction industry in Scandinavia. The first part of the study is mainly based on interviews with six managers: one top manager, three recruiting middle managers and two HR managers in the company. Written material from the company and the sector is also included. The second part – which comprises the main part of the empirical work - is based on narrative interviews with 17 project managers concerning the course of the working life from the choice of education until reaching the current position. The narrative approach was chosen in order shred light on individual’s construction of their social identity, the way they are positioned in the organisation and their reflections upon available choices and possible strategies (Weber 2001). Narratives are situated; they are told to someone and they refer to specific contexts, and they draw on and relate to significant discourses in the context, mixing them, opposing them or transforming them. Therefore they are powerful analytical tools to reveal how the discourses available serve as lock-ins (Boje 2001). But, even more important, this kind of micro-study gives rich possibilities to study the way the actors actively negotiate their social identity by disconnecting and reformulating discourses of gender, ethnicity, competencies, leadership and professionalism. The 17 project-managers participated, 6 of them belonged to ‘the majority’ (white Anglo Saxon males), 8 were female, 5 had a migrant background. All names that occur in the text are changed in order to obtain anonymity.
Construction management - Between entrepreneurship and relations management

Construction management still sticks to old values of the entrepreneurial personality: entrepreneurial achievement motivation that combines hard work with a competitive attitude. Other adjectives connected to entrepreneurial person are innovative, creative, vigorous and persistent (McClelland 1961).
The construction industry in Denmark is actually called ‘the entrepreneurial industry’ and the magazine of the employer’s organization ‘the entrepreneur’. This reflects the history of the construction industry. Traditionally this was an industry that consisted of small firms created, owned and managed by one man. In the typical case a tradesman decided to start for him-self, gradually expanding his firm in order to become a contractor, who hired subcontractors in order to manage the construction of buildings or roads. 
This industry has been a male area, also in terms of its inhabitants. Both managers and tradesmen have been white Anglo Saxon and male. Over the last two decades however, women and ethnic minorities have started entering the field of construction management. Around 1990 women’s share of the graduated engineers took a sharp rise. Over a decade the percentage of newly graduated female engineers went from 6 to 20%. This number has been rising slowly to 25% in 2004. The same development can be observed among the construction engineers. In the construction firm, my case, 17% of the project managers are female. Construction managers with migrant background are however fewer. They make up 6-8 % of the newly graduated engineers, but they have a relatively high unemployment rate. Only 1% of the project managers in the firm have a migrant background.
Over the last two decades, fusions and buying ups has resulted in extensive structural changes of the construction industry. A great part of this sector is now internationalized and consists of few big construction firms, having professionalized HR management, and HR departments involved in recruitment and training of project managers (BAT–kartellet 2001). Moreover human relations oriented management concepts like: The learning organization, Partnering, Lean Construction and Teams are taken up in an attempt to transform the conception and practise of management (Emmett 2004, Bonke 2004) This development has – as it will be demonstrated below – resulted in a discourse on the good construction manager, that encompasses both the old entrepreneurial and the new relations management. 
Fight and competition – Drive and vigour.

Traditional engineering construction skills and knowledge on the different specializations within construction are of course a precondition. But the main part of the job is management, and as the managers express them-selves ‘this takes the right person’. The job as construction manager is described as complex and conflict-ridden. 

It’s hard to build houses. Everything is against it. All in all the managers are between the devil and the deep blue sea.. all the time. You know the subcontractors want more money, they want more time, the tradesmen want better conditions for their work, good facilities, more light, better shacks, all materials delivered at the doorstep. The customers expect more value for their money. All the time .. And the drive – where are we going and how do we get there – the drive should spill over. It ain’t no use if they go around saying: Oh I can understand that this is difficult for you, I really understand that. (Recruiting middle manager)

Drive is a keyword when the personality of the good construction manager shall be described in one word. When the term drive is explained expressions like vigour and commitment are added. It is for example expected that a new the project manager shows his drive by partly relieving his manager of his command. The managers are asked to accept and promote this behaviour.

The job is described in a language dominated by sport metaphors, it is described as a fight, a race to reach the goal; a game with losers and winners. The winner reaches the goal in time and with high profits. On the other hand loosing one or more projects means that your job and career is at stake. 

“You really have to fight - to work hard  -  in order to succeed with the projects. The process - from you start and till you reach the goal - it takes very, very many fights, no matter what kind of person you are” (Recruiting middle manager)

The individualistic traits of ‘the fighter’ are also striking. It is described as job with much freedom; a construction project is a world of its own, situated on a construction site in maybe a year, headquarters being far away.  To see the building grow day after day, and to watch it afterwards thinking this building is his or hers accomplishment. So the job is described as typical entrepreneurial, stressing characteristics as competition and aggression along with drive and vigour. 

Managing human relations
In the last years attention of top management has been taking to stakeholder relations. Relations to customers, subcontractors, contractors and employees are set in focus in attempts to raise profits. Consequently, the organization is trying to change its image from dirty, tough and technical to human-centered and aesthetic. The pamphlet ‘the human factor’ communicates this image, focussing primarily on customers and positioning itself in the service economy

We create spaces for what is of importance for humans. As partner for our customers as employer and as supplier of aesthetic and functional environments, where people can go about, work, inhabit and live (The Human factor, p.3)

This rhetoric has also had impact on the conception of project management at the construction site.
In reality, all people in this workplace work with humans, they do not produce anything themselves, they create relations in a new team of people every time they start a new project. And then you
could say, it is of immense importance that they understand people and the way they communicate and act. More important than if they understand the technical aspects, two and two is four. (HR Manager)
In reality, construction management is human centred work. It’s about communication. You have to be sort of a translator; you translate the demands of the client to something that the tradesmen are able to build. And you should establish relations between a team of people, in a way so that they feel a joint responsibility for solving the task ((recruiting middle manager)

In both citations the managers try to convince us, that in reality.., i.e. in spite of what you think

This points at, how the organization deals with a difficult transformation of the conception of management. These ideals are conveyed to the construction managers by the training they receive as part of their employment. These training programmes highlight topics such as teambuilding, communication and conflict solving. Moreover, this understanding of management is played out in the coaching that the construction managers receive from the senior managers. 
Obviously, there are tensions between the two discourses on construction management. Interpersonal skills such as empathy, ability to nurture relations, pedagogy are considered important. These kinds of skills are not addressed in the entrepreneurial ideal, in the contrary it may be considered contra-productive. And the conflicts inherent in managing a project in the entrepreneur discourse, becomes a question of communication, dialogue, motivating for teamwork etc. in the relations management discourse.  

In most cases, these tensions are not resolved, but just exist in the texts. However, when the recruiting managers evaluate the construction managers they talk about finding a good balance, a balance between being too soft and being too hard. This balance is described as dependent on context, the concrete situation. On one hand you should be able to motivate people to self-management, and communicate respect and trust; on the other hand you should be able to cut through, to command people to do as you tell them. 

In summary, the discourse established on strategic level on construction management is not closed; it contains many contradictions and ambiguities: the aggressive fighter versus the empathic and communicative; the driver versus the educator etc. This creates openings for negotiating professional identity. 

Negotiating gender and ethnicity

Jargon, emotions, body and colour are characteristically absent - taken for granted – in the dominant discourse on construction management. But these issues play an important role in the negotiation of professional identity. All construction managers tell stories of how they have struggled to become a successful construction manager. These narratives reveal how they are positioned in different ways in terms of their gender and ethnicity. 

Power plays - Cockfighting abolished 

Young male construction managers are typically challenged when entering the organization. The relation between males has patriarchal traits. The young and inexperienced - who claims authority - is challenged by the elder and experienced subcontractors. There are many storied on how tradesmen tell tall stories in order to 'catch' the engineers; to test them and possibly undermine their authority. The construction managers are sure to get into trouble if they take controversies as a fight over who governs, and who has right on his side. 

To exercise authority and power without challenging the hierarchy of age and experience is difficult for the very young, and skills in social contact, rhetoric and arguments are developed. 

Well I’m still young, I’m 24, so (shy laughter) sure, most often I have to tell people who are elder than me, what to do, and this is difficult. Obviously, it is about having a good contact to the foremen, or who it is you should contact. To be able to take contact to a person and explain things in a reasonable way without being totally authoritarian, to make the contact without showing power, or how you would put it. (laughter).

(Michael, 24 years) 

The senior managers who coach them - conveying the norms of top-management - advise them to take a humble position, recognizing and respecting the tradesmen's skills competencies and experience, not to play the 'I'm the engineer' card. They learn the relations management. They have to skip the cockfighting, as conflicts - however justified they may be - are deemed economically unsound. It is about controlling emotions.  

You had to be accepted, right. You're like a greenhorn, coming directly from school thinking you're are a world champion. You have to learn how things work out there in practise.

So, really there are fights to be taken, and you'll have some corners rubbed off.

(Bent, 40 years)

In the narratives, expressions as fight, conflicts, shouting and anger are at core, when discussing management in relation to the subcontractors. Most of the male construction managers describe their management style as a balance between the old aggressive form and the new relations management in terms of communication skills. They underline how they can apply both dialogue and aggression.

Communication is something that I always have taken a pride in. I have always been good at communicating with people, and I'm not the one who has a row with people. On the contrary. Unless people really tread on my toes - then I can cry aloud. 

(Robert, 35 years)

So, development of professional identity is discussed in terms of a process of maturation. Although it is a particular form of masculinity, which is nurtured, the male managers do not reflect on their gender. What is at the core is the moderation of competitive and aggressive emotions, learning to balance between the entrepreneurial figure and the relations manager.  

The boyish girls

When femininity is negotiated emotions also play an important role, but from a quite different point of departure. The way femininity and emotionality are coupled have to be negotiated as part of the identity work. A general trait in the narratives is that the female construction managers define their identity in relation to other women. They are a special kind of woman. They are boyish girls. The term boyish girl is defined in opposition to typical female work communities such as nurse and secretary, working communities which they characterise as inhabited by girlish women, who gossip and make intrigues behind other peoples back. The hens’ house, with hens’ cackling and quarrelling are used as metaphors. In this way they define a space for the vigorous (action- and goal oriented), direct speaking, female construction manager, who is much in accordance with the discourse on the entrepreneurial personality. This position as the boyish, strong girl is positive; certainly not based on deficiency. In the narrative it typically is used when accounting for their choice of (the right) profession and their love to the construction site, its rhythm and culture. 

It is not all girls that could work in this branch. I’ m doing well among all the men. I’m kind of a boyish girl. You have to be a little more bit blunt, not girlish, not too sensitive, not too soft.…

I would go nuts if I was a nurse. You know the close girlfriends, talking behind peoples’ backs, and all that kind of stuff. I have always likes to work with men. It’s like more straight.

(Ditte, 30 years)
There were many women and much cackling in the municipality (where she worked before, AK). If you forget to smile when you pass people, then the gossip starts: Oh she’s sour – and that’s not my way. In a construction site, it’s right on. 

(Annie, 31 years) 

The women in this branch, they are not hens - with all respect: they are neither the nurse or the secretary types, who goes jakedijak, gossiping about each other, have you seen have you heard.

(Sanne, 41 years)
Surely it is not accidental that nurses and secretaries are favourite examples, hereby a secure distance to the caring or servile characters are established. The women describe themselves as fighters. For example one emphasizes that she takes after her parents, who are persons who really go for what they want, another declare that she is not the kind of person who give up. 

'I am raised in the spirit that you have to fight if you want something'. (Annie, 31 years)
They underline how this personal trait is crucial for being a construction manager in two senses - you have to fight to carry through the projects successfully, but also you have to be a fighter in order to establish yourself as female construction manager. 

The boyish girls perform their role in terms of certain behaviour and appearance.

Dressing is a sensitive area which the women have to attend to carefully. Else you’ll soon receive lots of comments, as one of them notice. Typically they wear jeans and loose fitting T shirts – avoiding tight blouses not to mention skirts. And in their behaviour they distance themselves from the typically female emotional behaviour: the sweet, nice and smiling or the 'hysterical', sensitive and soft.  

The tone is, admittedly, a little tough. But by us we just think it's hearty. Well, it is tough, things are not wrapped up. I think it is because, we really have no time for that. If we were to use half an hour on formulating what we wanted, then where were we…so it comes like, very direct. 

(Sanne, 41 years)
The ones who don’t feel happy here are those who are too sensitive and are giving their messages in a very nice manner. It is kind of a girlish thing to talk nice to be polite and smile. And I this branch there is no room for that’s lost on people in this organisation – it’s not only in relation to the tradesmen. There are also men that are like this, nice and pleasant. But in this sector you have to break through: It’s me who decides.

(Annie, 31 years)
You should not be too hysterical, you should do not bear grudge, not be bad-tempered. Then you will loose all respect.

(Ditte, 30 years)
But the boyish girl is a work identity. It is important for the women to be flexible, to be able to take on different identities at work and in private life. They may use a tough direct language at work, but they switch to another more feminine tone in other relations. As one of them remarks, 'if I used the same language among our friends they would all think I was  - a monster'. 

You know at home I’m a cry-baby. But at work, I m more hard, I don’t care what people say or think, I can deal with rotten jokes. (Ditte, 30 years)
So, when the female manager is constructed, jargon, dressing and emotionality are negotiated. However, the boyish girl is not a strategy that aims at a position as an 'honorary man' (as Gherardi (1995) once termed it). Rather another form of femininity that is associated with vigour and action is described. The women do not describe themselves as strangers, homeless or intruders. The boyish girl, in opposition to the docile nurses and secretaries, depicts a strong and positive figure.

Managing social relations

While male managers are tested of other males, when they enter the field, testing is also part of women's introduction to the field, but not surprisingly the connection between femininity and sexuality plays a more prominent role in the narratives. Sexual jokes and obscenities are part everyday life. In that sense women are visible 'others', and this affects the way they negotiate the dilemmas of construction management - between entrepreneurial style and relations management - in order to position themselves as professionals and managers. They both construct their version of construction management and negotiate their otherness. Two different strategies can be identified. The first the 'fair and competent' strategy stresses the reciprocal aspects of management - and the crucial role of trust and respect. By establishing these kinds of relations to the individual subcontractors, stereotypes on the feminine construction manager 'the other' may be dissolved. In the other 'the tough and charming' strategy, instrumental aspects of relations management are combined with an attempt to construct a kind of a matriarch. This may be seen as an attempt to revert the hierarchical aspects of otherness, putting the feminine as superior.

Fair and competent

According to most of the younger female managers, they are competent, conscientious and fair. This is the way to get respect as professional construction manager. No one should be able to put a finger on what they do. They take a pride in being well-prepared, and may answer any question. In other words they are reliable partners, who do not need to use authoritarian means, they can stand the dialogue. Moreover, they stress the importance of their good relations to the tradesmen. They aim at establishing a respectful professional relationship recognizing the tradesmen’s competencies and experience, taking them seriously. But they also emphasize the personal aspects of the relationship. 

It's very important to talk with people at the site. You have to talk with people on why they do things the way they do it, often they have good reasons. It’s no secret that girls are more systematic. I want to be on top of things. I take pride in that I am there for them; they construct the house. There are 40 tradesmen and I take a pride in knowing all of them by name. I also find it important that people in the site likes me. I don't want to be sour and busy, tough -like some of the senior project managers. Then more conflicts are created - I don't like that I would surely carry them with me home. It's much easier to discuss and solve problems if you have a cheerful atmosphere, and actually we often have a pleasant time together (Annie, 31).  

The challenge is make different groups of tradesmen work together, to make sure that they have the things they need so that they can work. At the same time you should create a framework so that they respect each other and each others work. There are tendencies to that they don't care about each others work. You have to create a good atmosphere. I'm not going to be the engineer - who takes his authority from being more educated than them. Some of the men (The male project managers AK) rumble a lot, very self-assertive. I want to be fair and not authoritarian. I talk with the tradesmen and take my time to that. It's not about understanding the trades, the important thing is to understand the individuals. (Carla, 32) 

These women position themselves as different from authoritarian arrogant male managers, whose decisions is depicted as resting on boggy ground. They pay tribute to egalitarian ideals both in professional and personal relations. And by doing this they also try to dissolve the stereotypic assumptions on femininity, and to establish an equal - or symmetric - relationship. On the other hand their way of practising relations management may be challenged for being too meticulous and for lack authority, thus not efficient in pursuing instrumental goals. Therefore it may be a precarious position.

Tough and charming

In this strategy the female managers take authority. They underline the inferiority of the tradesmen – or certain aspects of their behaviour. They point at how childish they actually behave when they tell their tall stories, say hello with a sexist joke instead of behaving civilized,  and when they try to avoid responsibility for failures. They argue that it is necessary to 'cut through all the bull shit', and take the authority of management. The tradesmen are seen as subjects that should be educated in order to behave in more mature ways in the team work. So, they engage in different projects that aim to better the co-operation between the tradesmen The ones who apply this strategy are generally women mature of age that have long professional experience. They are less exposed to sexual harassment and have established their position as managers. 

They are simply so tough, right, and then when you criticize their work, you can hardly start a serious discussion, then they stand there with water in the eyes. Oh come on. This is not a kindergarten. When the people I work with do not behave like adults but become like kindergarten children I get so tired. I'd like to say, all right I’ll leave you to your own devices. But I have to intervene, if they use all the time on this kind of nonsense then the work is not done.

(Sanne, 41)
This strategy is much more conflict provoking than the first one. And in order to make it successful, humour and (feminine) charm are important ingredients. In other words, they bring gender into play, engaging in a delicate balance where gender orders both are reproduced and transgressed.  

I believe that because I’m a woman I can take discussions that are difficult. If they don’t want to give in, then I can say, well you could do it for me. Then they say: Ok, let her have it her way, and then she is at peace. And I think you cannot get away with that if you are a man.

AK: You are using your charms?

Yes - and sometimes if I should be honest, it is really exploitation. But then, why not, I think that I would rather use my charms to get through, than I will knock someone down to get through with my ideas, so it would be silly not to do it. (laughter)( Sanne, 41)
But moreover, several of these managers engage themselves in experiments, as e.g. Lean Construction projects, where the tradesmen are given more responsibility, and thus are expected to 'grow' and behave in more mature ways.  

These women position themselves both as superior in relation to the tradesmen, a kind of matriarch educating the children. But they also display forms of sexuality, being charming. This position requires a delicate sense of balancing, and may therefore be fragile. On the other hand, their more instrumental way of practising relations management is much more in accordance with the dominant discourses on relations management. 

Ondoing ethnicity - invisibility stories

That ethnicity was not a theme in the narratives of white Danes, is unsurprising. As many researchers in this field underline (Ålund 1995), ethnicity is ascribed to 'the other'. But, what more striking was, that several of the construction managers with migrant background claimed - more or less aggressively - that ethnicity was of no importance for their working life. 

One, Maneck, wrote a e-mail underlining how both he and his wife now were Danish citizens, and one of their daughters were even married to a Dane. Later in the interview he argued, that the term ethnic minorities relates to Muslim immigrants, who keeps to them-selves and do not mix with the Danes. He clearly connected the term ethnic minorities with social problems and lack of integration in society. Another, Amina, opened the interview by questioning the meaning of ethnic minorities, who were encompassed by this term and why was it interesting. Would an English immigrant count, or a person from Greenland? So she – rightly – challenges construction of the term ethnic minorities, and the negative connotations that this marker is associated with. 
The two female construction managers both negate their ethnicity and refer to their gender when they describe their experiences. One of them - Shouri, who started at a construction site, really felt that she was treated badly and conceived of as inferior. 

"I suppose it was because I am a woman… I simply couldn't deal with the jargon that they used. My senior manager told me that it was no use that I used such a nice tone, like 'would you please'. But I do not want to go around telling people to shut up and that kind of things".

The other one, Amina:
"Well, I do not think I have any bad experience, other than … as other women feel. You know they (the subcontractors AK) challenge you. They want to know if I know what I am talking about. You get a lot of questions, like grilling, but if you re able to give them answers, then they know… that you know the game"

She adds:
I have always found it important to see myself as, what I am, as person. I have never allowed others to cultivate the ethnic part of me…because I do not think that it has anything to do with it. It is about me and the work we do together. If I am not good enough at my work, then come and say that. I have focussed so much on this. That nobody has ever been aloud to discuss me as a person of a certain ethnicity, I have not allowed them to do that.

Those persons depict themselves as engineers, as professional with a professional career like any other engineer’s career. They describe themselves as strong and ambitious people, who take pride in being immaculate when it comes to their work.

"It has enormous importance for me, that no one should be able to challenge my skills. I would rather use all night, in order to make it. My professional skills should never be disputed"

(Amina)

But in fact all of them are extremely hard-working in order to demonstrate their abilities. Both women have husbands with ‘flexible work’, that aloud them to take part in the caretaking of the children. 
Not belonging

Others however address their ethnicity. They tell how they are met with distance, reservation and negative expectations. An attitude that they summarize as 'not belonging there'. In this way their narratives resemble the alienation stories of Thisted (2003)
One of them - Mehmet - tells, how he was received:

”It was a chock for me. In the beginning, I was very unhappy when a foreman came up with remarks such as: What are you doing here. I really took it to heart. But today I do not listen to it. It goes in one ear and out the other. I have hardened". 

He points at, how there are resemblance between the way tradesmen challenge people who are different, with respect to gender and ethnicity. Their skills are devaluated, that is a common feature. 

"But the way they treat women - there is more sweetness to it. You say for example, well now we'd better do as mom tells us. The attitude towards ethnic minorities, I experience it as much more hostile. And this also happens today, in relation to tradesmen, who I do not know, and in relation to clients. They see a stranger with dark hair and dark eyes. I feel like being in a prize ring, where you are beaten up.
However he and another construction manager, both use relations management in their way of negotiating identity. They try to establish respectful relations both to the tradesmen and the clients, much in line with what the female managers do, being fair, competent and  thorough.
As Mehmet says,

 But I have the mentality that you can turn things around many times, and after some time I am the winner. Because they will have more confidence in me. I am the kind of person who - more than a Dane - achieve more, and then they think, well he's a person who takes his work seriously”.

They take pride in always doing their work perfect, immaculate, and is very concerned about quality and customer satisfaction. Moreover their strategy is to get to know people personally, by using much time on talking with them, socializing, drinking coffee etc. They accept the jokes that are made on ethnic minorities, laughing at them. By establishing an individual relationship they negotiate their otherness, trying to dissolve the stereotype of the other as strange(r).

Conclusion and discussion

The paper illustrate how the professional identities may be multiple and ambiguous. While some parts seem immutable others are apparently easier to negotiate. Gender and ethnicity seem to lead to different ‘lock-ins’. Although both categorizations to some extent are associated with inferiority, connotations are multiple and ambiguous when it comes to gender, while ethnicity to a greater extent is connected to ‘not belonging’ – strangers. 
The study revealed how different discourses were available in the construction of the female construction manager in a specific context. The breaches and contradictions in the discourses of construction management allowed for negotiations, and by combining different elements of relations management and entrepreneurial forms of management, different professional identities were created. The ‘fair and competent manager’ made sense of relations management by stressing the necessity of trust and respect in dialogue and by referring to egalitarian ideas. The ‘tough and charming manager’ was more close to the instrumental forms of relations management stressing the need of the tradesmen for constant self-improvement in order to reach maturity (Åkerstrøm 2004). But here conceptions of ‘the mother’ and ‘the feminine charms’ was used actively. 
Both professional identities simultaneously served to negotiate the inferiority of the position as female ‘other’. 
Also the entrepreneurial figure played a role in identity construction. ‘The boyish girl’ could be seen as strategy of invisibility, of blending in, being an honorary entrepreneur (Gherardi 1995, Kvande 1999).  This interpretation would stress the troublesome aspects of the position. But I would suggest that this figure of the action-oriented, directly speaking, vigorous person rather draw on contemporary discourses of womanhood that can be retrieved in a Danish context (These discourses are not described in this draft, but will be included later). 

In contrast masculinity was not negotiated, although this profession nurtures a particular form of masculinity. Development of professional identity was discussed in terms of a process of maturation. What was at stake was the moderation of competitive and aggressive emotions, learning to balance between the entrepreneurial figure and the relations manager. 

Ethnicity on the other hand was connected with troubled positions. The strong discourse in the European context, which constructs ethnic minorities as the stranger (Ålund 1995), and a group that represents problems and burdens to society seems difficult to negotiate (e.g. Sampson, 1995, Diken, 2002, Kamp and Hagedorn-Rasmussen 2004). Consequently, invisibility was the preferred way of dealing with ethnicity. The position as female construction manager seemed much more attractive, and women with migrant background attempted to construct an identity based on gender, but excluding ethnicity as a marker. Interestingly, relations management offered possibilities to negotiate the position as ethnic construction manager. Here the construction of ‘the fair and competent’ manager served in the same way as it did for some of the female managers, as a way of negotiating otherness. 
In summary, the sources that were available in negotiating professional identity had different character. The breaches and contradictions in the discourse on construction management played an important role. But also discourses at a societal level on ‘womanhood’ and on ‘immigrants’ were crucial. They may act as resources. But also - as it is demonstrated with the discourse on ethnic minorities - as the most important lock-ins. This underlines the importance of including this level in the analysis of identity in organizations. Operating with a general discourse on professional identity would make us blind for very important dynamics and barriers and possibilities of change.
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