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Abstract

The purpose of the study is to identify limiting factors existing at individual, organizational
and societal level that are hindering women progress to leadership position using G. Global
Gas & Chemicals as a case study since it has a ratio of male to female employees of 1 to 1.94
and there are only 11 women in high and mid-level management positions at the company. The
study employed explanatory research design, quantitative research approach and criteria-
based purposive sampling technique. A total of 56 employees of the company that do have
minimum academic achievement of diploma/TVET or more and three or more years of work
experience at the company were selected out of the 150 employees of the company. 6 employees
that are at the high and mid-level of management participated on the open-ended interview
and the remaining 50 employees were participated in the structured questionnaire. Based on
the data collected using the structured questionnaire, quantitative data analysis was done and
the value of each limiting and facilitating factor was identified. The result shows that at an
individual level the most impactful factors are ‘Difficulty in balancing work and family
responsibility’, ‘Difference in leadership style of women and men’ and ‘Lack of adequate
academic and job qualifications’ while ‘Lack of priority for women during competition and
promotion’, ‘Lack of fairness in professional development opportunities’ and ‘Unfair
recruitment practices’ are the most impactful at organization level. ‘Family and work
responsibility’, ‘Limited educational opportunity for women’, and ‘Negative cultural beliefs
and attitudes towards women role and ability to be leaders’ are the most impactful at societal
level.

Key words: women, leadership, G. Global Gas & Chemicals



Chapter One — Introduction

1.1. Background of the study

Due to the long history of gender inequality in Ethiopia, girls and women have to face gender-
based violence, lack of adequate empowerment inputs and lack of opportunities for
employment which limit their capacity to attend and perform successfully in school, especially
those that have poor economic background. The remarkable changes achieved in net primary
enrolment rates for girls from 51% in 2003/04 to 95% in 2016/17 shows the level of dedication
on the government side even though only 53% of the enrolled girls complete primary school.
The enrollment rate gets narrower as one goes from primary to the consecutive levels of
education due to poverty (families favoring boys to girls when investing in education, early
pregnancy, child labor, house work, school supplies cost, distance to school, etc.), harmful
social norms (child marriage, abduction, etc.), and gender-based violence. An example for this
is the situation where out of the total number of school-aged girls, only 25% are attending
secondary school and only 10% enroll in college (UNICEF Fact Sheet, 2018).

The effort of the government and different non-governmental organization in creating
awareness and empowerment programs for gender equality have contributed to the current
level of girls and women participation in both educational institutions and in the skilled
workforce. In Ethiopia, even though the government is doing a significant work to transform
girls and women to a higher level through its empowerment programs by bridging the gender
gap and increasing participation of women in the political sphere, there is a very low level of
women enrollment in undergraduate programs that falls below 34% (UN Women, 2018,
Nussbaum, 2004).

There is a higher number of women employees compared to men but their number get very few
in the leadership positions of business sector due to various challenges (Mekonnen Tadesse,
2017). Denial of access to education and training, discriminatory employment practices,
limited participation in policy formulation and cultural influences are various forms the

challenges take place.

One of the critical inputs to the growth of a nation’s economy is the role women play in business

leadership that needs encouragement so that it can be elevated to a higher level from its current



low position. Both governmental and non-governmental organizations have given recognition
to the importance of women in the challenging process of developing an economy in both
developed and developing countries (Grimay, 2015). There is a need to assess the factors that
are limiting women progress in leadership positions at different level and different sectors of
the economy. This study aims at finding out the current situation of women progress in

leadership roles in a private business organization.

1.2. Background of the company

G. Global Gas & Chemical Plc is a member of the G. Global Group, a conglomerate of six
businesses that operates in coffee processing & exporting, general export, manufacturing,

import and real estate development business sectors of the economy.

With a daily production capacity of eight tones, the company is engaged in the manufacturing
and distribution of specialty gases, beverage gases (for breweries and beverage industries),
welding gases (for heavy duty welding) and dry ice (for industrial scale cooling of products)

for the past 18 years.

Even though the local market and the existing customers it have in Ethiopia are the company’s
focusing area for its production and distribution business, it also have customers located in

Djibouti and Somalia that import its products.

The company operates using a manufacturing plant located in Mekanisa (Addis Ababa) and in
Dukem (Oromia Region) while its head office is located in Addis Ababa. It has a work force
of 150 employees where there are 5 in high-level and 6 in middle-level management positions
(Global, 2023).

1.3. Statement of the problem

A business entity that is focused on becoming more effective in meeting its goals and objectives
promotes gender equality and enhances women’s role in its leadership positions to utilize the
leadership traits women bring. A constructive approach to leadership such as human resource

development, expectation & reward, role model, inspiration & participative decision making



are favored by women leaders to control and corrective action, and individualistic decision

making behavior that are favored by men leadership (McKinsey, 2007).

The study of Jing, Hou, Zhang, & Zhao (2022) showed a positive correlation between women
leadership and constructive work performance and profitability in private firms. Besides this
the study of Sekkat, Szafarz & Tojerow (2015) also showed a relation between women
leadership and a decrease in staff layoff. This is a result of the transformational leadership style
followed by women leaders in a business environment. It enables employees to be inspired
intellectually and get value/consideration at the individual level for their effort (Novakovich,
2017).

From all this findings of research work, one can see that a company that engages women to its
leadership positions benefits in being profitable than those companies that do not. Contrary to
the findings of the research works conducted in this topic, the number of women in leadership
positions of the country still remain very low. Out of the 231,211 managerial positions in
Ethiopia, women constitute only 61,302 (26.5%) positions. Their number even declines to
6,569 (14.6%) in higher level positions (Chief Executives, Senior Officials and Legislators)
(Beyene, 2015 cited by Bahiru & Mengistu, 2018).

G. Global Gas & Chemicals is a private manufacturing company and its staff composition
shows that there is 1 to 1.94 ratio of male to female employees and there are only 11 women
in high-level and mid-level management positions (G. Global, 2023). Compared to the total
number of women employees in the company, the women in leadership positions are small in
number. This is the starting point for the initiation of this research project to identify the causes
that limit progression of women to leadership positions in this company context. The researcher
believes that women leaders will benefit from the outcome of the research in terms of better
understanding of the struggles and challenges faced by the current women in leadership
positions and organizations will also gain highlight on their work environment that needs

change to suite women leaders ever than before and utilize their leadership skill to the fullest.

1.4. Research Questions

The basic research questions of the research formulated to meet its objective stated earlier are:



®  What are the issues that originate from an individual and limit women’s participation

in leadership positions?

B What are the issues that originate from an organization and limit women’s participation

in leadership positions?

®  What are the issues that originate from society and limit women’s participation in

leadership positions?

1.5. Objectives
1.5.1. General Objective

The general objective of the study is to investigate the issues that limit women’s participation

in leadership positions taking G. Global Gas & Chemicals Plc as a case study.

1.5.2. Specific Objective

The specific objectives of study are:

® To assess the issues that originate from an individual and limit women’s participation

in leadership positions.

® To assess the issues that originate from an organization and limit women’s participation

in leadership positions.

®  To assess the issues that originate from society and limit women’s participation in

leadership positions.

1.6. Significance of the Study

The findings of this study is of great importance to the selected business organization (G.
Global Gas & Chemical Plc.) and to the existing body of knowledge regarding the contribution
of women to organizational success through leadership roles. The organization selected for the

case study could use the findings to further improve its current leadership team composition in



terms of gender and revise its recruitment and promotion procedures for future women
members of the leadership team. Subsequent research works on women’s leadership
contribution to an organization success could also benefit from the insights it provides and the
basis it provides for future work.

1.7. Scope of the study

The scope of the study is limited to the settings, culture, work environment and population of
women in the organization selected for the case study (G. Global Gas & Chemical Plc.) by

categorizing the limiting issues at an individual, organizational and societal levels.

The study have used a both qualitative and quantitative research approach and explanatory
research method. Qualitative data was gathered using open-ended interview and the
quantitative data gathering was done using structured questionnaire.

1.8. Limitations of the Study

The study population was aimed at employees who do have academic achievement level of
diploma/TVET or more and work experience of three or more years at the company selected
for the study, those who do not fit into this criteria were discarded from the study. The criteria
set in place is vital to get information from respondents that have potential to become a leader
one day and do have or are on their way to get academic qualification required for leadership
position. Another limitation of the study is the framework selected for the study, Gender
Organization System (GOS) framework. Out of all the frameworks out there, the researcher

thinks that this framework best suits the objectives of the study.

1.9. Structure of the Study

The contents of the study are organized and presented in five chapters. The first chapter
provides introductory content about women leadership, statement of the problem, objectives
and significance of the research. The second chapter is about providing overview of literature

on leadership and women in leadership. The third chapter provides the research design and



methodology used to conduct the study. The fourth chapter of the study presents the data
analysis and interpretation, summary of the findings, and discussion of the research. The fifth
chapter is the last chapter that presents the conclusions made based on the findings and

recommendations made to improve the situation.



Chapter Two — Related Literature Review

2.1. Introduction

This chapter provides the review of related literature on leadership and leadership styles, gender
and leadership styles, factors affecting women’s participation in leadership, and gender
diversity in leadership. Various sources of literatures such as Journals, books and other

publications are used as a source.

2.2. Theoretical Review
2.2.1. Leadership

Winston & Patterson (2006) define a leader as “one or more people who selects, equips, trains,
and influences one or more follower(s) who have diverse gifts, abilities, and skills and focuses
the follower(s) to the organization’s mission and objectives causing the follower(s) to willingly
and enthusiastically expend spiritual, emotional, and physical energy in a concerted

coordinated effort to achieve the organizational mission and objectives.”

According to Antonakis & Day (2017), leadership is a process that have the power to set goals
for the follower(s) or institution(s) that are under a leader which takes place formally or
informally to achieve the desired result based the traits, behaviors, or characteristics of the
leader. Yukl & Gardner (2020) also define leadership as a process aimed at achieving mutual
goals by coordinating ‘individual and collective efforts’ through persuasion into conducting

specific tasks in a specific way.

2.2.2. Leadership Styles

There are different types of leadership styles that are created by leaders based on their
personality, values, skills, experiences, culture, etc to direct, motivate and manage the people

they lead in the political, business or other fields. Leadership styles have their own methods,



characteristics and behaviors that indicate how a strategy is developed, plans are going to be

implemented and responds to changes is given.

According to Malos (2012), leadership styles can be grouped in to four: Authoritarian,

Democratic, Laissez-faire and Transactional.

Authoritarian Leadership Style is characterized by having autocratic leaders that ‘sets
goals individually, engages primarily in one-way, downward communication, controls
discussion with followers, engages primarily in one-way’ and providing ‘clear
expectations for what needs to be done, when it should be done, and how it should be
done’. Even though it enables to make quick decisions without consulting large number

of people, it makes decision making to be ‘less creative’ (Malos, 2012).

Democratic Leadership Style is based on a ‘leader sharing the decision-making abilities
with group members’ through ‘discussion, debate and sharing of ideas’ that is bound
by the rules of the organization or the group needs and the participants attributes (skill,
attitude, etc.). The style needs the ‘guidance and control’ from the leader in selecting
members for groups, and who should vote. Encouraging group members to share their
thoughts and ideas to find solution to a problem at hand is the main strength of this style
that enables to have ‘better ideas and more creative solutions’. It is also the most
effective style that creates ‘higher productivity, better contributions from group
members and increase group morale’. The occurrence of ‘communication failure and
uncompleted projects’ make this style unsuitable in conditions where ‘roles are unclear
or time is of the essence’. It performs best in conditions where there are skilled group
members that are keen in sharing their knowledge and there is ample time to for ‘people

to contribute, develop a plan and then vote on the best course of action’ (Malos, 2012).

Laissez-faire Leadership Style requires the leader to ‘provide little or no direction to the
followers’, as long as there is no request for it, after handing out tasks to be done ‘with
all the material necessary to accomplish their goals’. In this style, followers do have a
total control on how the task should be completed. Sometimes, too much withdrawal of
the leader could cause problems in terms of ‘lack of productivity, cohesiveness and

satisfaction’. For this style to be effectiveness, it requires followers to be ‘highly



skilled’, ’experienced’, ‘educated’, ‘trustworthy’ and motivated. It also requires the
presence of ‘specialists or consultants’ as an outside experts in the organization. In
situations where there is a feeling of insecurity that originate from the lack of a leader
and there is timely feedback absence from the leader to the followers, using this style

is not recommended (Malos, 2012).

Transactional Leadership Style is a leadership style focused on ‘motivating followers
through a system of rewards and punishment’ to achieve the goals of the organization.
The style is based on the contingent reward (‘providing rewards in materialistic or
psychological form for effort and recognized good performance’) and management-by-
exception (‘maintaining the status quo through interventions when subordinates do not
meet acceptable performance levels to initiate corrective action for performance
improvement‘). Out of all the other leadership styles, this is a style in use by current
management practices. Clear definitions and communications of work tasks is another
characteristics of this style, besides contingent rewards and management-by-exception,
that form clear expectations leaders and followers and lead to better implementation

and task completion (Malos, 2012).

2.2.3. Gender and Leadership Styles

There is difference in how men and women carry-out leadership activities where men see

leadership as leading while women see leadership as facilitating (Schaef, 2013). Even if the

tasks carried-out are the same, men and women leaders focus on different aspects of the events

that take place while on the pursuit of achieving the organization objectives. According to

Chliwniak (1997), women focus on relationships, sharing and processes while men focus on

completing tasks, achieving goals, hoarding of information and winning.

According to Groysberg (2013), men and women leadership exhibit different characteristics

and style outlined hereafter categorized into six based on gender.

The men leadership style use task oriented leadership style while relationship oriented

leadership style is preferred by women leaders.



® A task oriented leadership style that utilize value-based administration (offer reward in
trade for compliance) is used by male leaders while women leaders use transformational

administration.

" In terms of leadership approach, men use the ‘take charge’ while women leaders prefer

the ‘take care’ approach.

®  Men leaders use tactics such as personal appeal, consultation, assertiveness and
inspirational appeal while women leaders focus on consultation, inspirational appeal,
insinuating more with other females and exchange tactics with males to influence

followers.

®  More assertiveness and hunger for power are exhibited by men leaders while women

leaders exhibit more expressiveness, tentativeness and polite conversations.

® Men leadership use language to exert dominance, maintain status and achieve tangible
outcomes compared to women leadership that use conversations to enhance social

connections and create relationships.

2.2.4. Factors affecting women in Leadership positions

There are a myriad set of impediments and factors on women’s path in moving to the upper
managerial position of an organization and to have adequate level of representation in the
decision making position. The discussion presented hereafter outlines these limiting factors

organized into three categories: Individual, Organizational and Societal.

2.2.4.1. Individual Level

Poor self-image, lack of motivation, lack of confidence in one’s ability to succeed in higher
level position, ambition to accept challenges for upward progress, lack of commitment, lack of
willingness to take risks, less assertiveness, less emotional stability and lack of ability to handle
a crisis are the main factors at the individual level that imped women to aim for leadership

positions (Kolzow, 2014).

10



Besides the issues that are related to the psycho-social and behavioral skills identified, there
are issues that are related with work-life balance where women are expected to carry out or

manage multiple roles in terms of career, home and family (Judith, 2010).

Progress to a top leadership position costs a lot for women where they have to sacrifice the
opportunity in life to have a personal life in relationship and having children. This puts them
into dilemma where they are forced to seek some kind of balance between their personal life
and work performance. According to Thevanes & Mangaleswaran (2018), success in personal
life (in terms of fulfilling family and parental obligations) contributes positively to work

performance due to the positive relationship between them.

The list and the description presented hereafter points out the major limiting factors at the

individual level:

" Leadership Style Difference: the leadership style of women is different from men in its
characteristics of being relationship oriented, following transformational
administration, ‘take care’ of approach, focusing on consultation and inspirational
appeal, exhibit more expressiveness, tentativeness and polite conversation, usage of
language that enhance social connections and create relationships (Groysberg, 2013).
In an environment where these type of traits do not get accepted or appreciated, women
do get discouraged from leadership positions, considered unfit for the position or are
forced to follow the leadership style of men that is distant from the one that is natural

to them.

®  Work life balance: It is one of the major issue at the individual level limiting women
career progress due to the multiple roles women are expected to play (Judith, 2010). As
women progress in their career, the volume of the workload and the work-hours
required by the job position will also grow accordingly but the family responsibility
women have to take care of does not get easy, if not more. This forces women to stay
in a position that can go along with the family responsibilities they are expected to take

care of in terms time and energy.

" Academic and job qualification: leadership positions require their own academic and
job experience that make a candidate desirable. The more a prospective candidate

invests on acquiring/getting the right type of qualification, the greater the chance of

11



becoming a leader. In this regard, men tend to make the most investment (Becker, 1993)

that give them the leverage to advance further than women do.

Confidence and fear of failure: this are the direct results of negative stereotype that
cause a belief in both men and women that women lack self-confidence to be leaders
and they are not assertive enough in their decisions and ideas. Because of this they lack
interest in taking leadership roles, they do not apply for leadership job positions and
lack utilizing the features of the system for their own advantage (Tallerico & Burstyn,
1996).

Mentoring/coaching and networking: this is also another limiting factor in terms of lack
of support and exclusion from network. Because of the lack of support, women miss an
input that can be used as a guidance either in a more traditional form of role models or
the more formal and organized way in the form of mentors or coaches in the subject
area (Tallerico & Burstyn, 1996). The networking aspect of the issue also limits women
in interacting with their peers to show their current level of competency and look for
potential opportunities that can enhance their career. The networking process also have
a gender aspect where women tend to network more with women and men with men
where the men network have access to the most opportunities due to the large number

of men in the leadership roles in different organizations.

Lack of self-motivation and ambition: is an issue related to the negative stereotypes that
limit women career progress (Tallerico & Burstyn, 1996). Women are encouraged and
trained more to focus on taking care of their family and elders that require a lot of self-
sacrifice in terms of having an ambition or dream that they aspire to fulfill. The lack of
ambition or a dream to fulfill is not an enabler for oneself to be motivated since the

existence of motivation requires the presence of a dream or an ambition.

Ability to handle a crisis: This is another limiting factor that originates from negative
stereotypes that cause women to have diminished self-efficiency and the lack of role
models that women could look up to for reinforcement of the idea that women can also
be leaders (Ademe & Singh, 2015). The gender labeling of professions (men are always
the decision makers, women are supposed to follow men) is also another negative
stereotype that cause women to think they are incapable of handling a crisis and stay

away from job positions of this nature.

12



2.2.4.2. Organizational Level

Organizations are the ones that provide the workplace where women can exercise their
knowledge and skill set in the field of business leadership. Like a society, organizations have
or develop through time a culture and a set of rules (policy) that every member expected to
abide by in order to sustain its membership. The organizational culture is in its nature
‘something commonly shared within’ the organization to influence and dictate employees’
conduct and how the organization operates based on the ‘desires, convictions and values’ of

the pioneers of the organization (Hora, 2014) and (Mbugua, 2007).

Organization could change its culture based on circumstances that are either internal (change
of pioneers or management) or external (world events, government policy, etc.) to it.
Organizational policies are introduced aiming at better working conditions that yield larger
profit margins and increase competitive advantage of the organization (Hora, 2014). Both
culture and policy of an organization have the power to influence a women’s career prospects
in the leadership positions it have. This is expressed in terms of mentee-to-mentorship activities
to enhance leadership capacity of women, recommendations to a leadership position, trainings

on leadership skills, etc.

The list and the description presented hereafter points out the major limiting factors at the

organizational level:

®  Flexible working practices and hours: this issue is related to the organization structure
where everyone have to follow the same rules and regulations or there is lack of
considerations for people’s situations. In this regard, women face issues of coming to
work on time and leaving early due to the activities they have to complete in order to
take care of their children (school, medical treatment, etc.).

®  Fairness in professional development opportunities: this issue is related to the
organizational culture (‘a set of values, ideas, beliefs, norms and symbols’ that are
created and used by its members (Maria et al, 2007)) that could have both negative and
positive outcomes. Professional development opportunities in terms of trainings,
assignments and promotions are vital for any employee career progression. An
organization culture infected with corrupt practices is another major issue that women
have to face. Fairness in treating both male and female candidates that are competing

for the same opportunities becomes very critical for women career advancement since

13



being left out of professional development opportunities keeps them where they are and

diminishes their competency in the future.

Opportunities to work on challenging assignments: this issue is related to gender
stereotype that assign a diminished capability to women. Due to this women usually do
not get assigned to challenging assignments that cause them to only have experience of
dealing with common tasks and denies them of the opportunity to show their
competency in a more challenging tasks.

Lack of qualified women for leadership roles: all the limiting factors eventually result
in a very few number of women that are qualified for leadership roles. Due to, this even
if an organization is interested in having women leaders, it will be difficult for it to get
the desired number and quality of women leaders from the skilled labor market since
the factors at individual, organizational and societal levels had made sure this from
happening.

Lack of priority for women during competition and promotion: women who have
managed to acquire the qualifications and experience required for a leadership role after
passing through a myriad set of obstacles at different levels are expected to compete
with men who did not go through with the troubles they had to go through. One way of
balancing this unfair situation women are subjected to is by prioritizing women during

competitions and promotions.

Top management attitude towards women: this is also a reflection of the culture an
organization have where a negative attitude at the top level of the organization is one
limiting factor that have a very big impact throughout the organization and on the
women that aspire to reach leadership position. A positive attitude on the other hand
have also a big impact by creating a conducive environment (mentorship, networking,
professional development, etc.) whereby women do get the inputs needed to make

themselves competent to be future leaders.

Unfair recruitment practices: this issue is related to the organizational culture of corrupt
practice expressed in terms of favoritism/nepotism where the selection of a candidate
is solely based on the preference of the recruiting officer, not on merit (qualification
and work experience) of the candidate and the requirements of the job position. Women
most of the time are the victims of this issue where they fail to be considered a worthy

candidate to the post unless they fulfill the personal demands of the recruitment officer.
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2.2.4.3. Societal Level

The factors grouped in this category have the power to influence the limiting factors discussed
in both individual and organizational categories since they originate from the society and they
set guidelines, desires and traditions that are in use by individuals and organizations. Due to

this they pose considerable challenge to change and control them effectively (Mbugua, 2007).

Limiting views, ideas, opinions, or actions that are accepted and acted upon by society on
women keep them always multiple steps behind men of their peers. These limiting factors keep
going on as burden throughout a woman life that dictate the level of education she can achieve,
the type and level of career she can pursue, the type of personal life she wants to have, etc on

every aspect of her life.

Issues that originate from social life and family life also put pressure on her even if she reached
into a leadership position that hinder further progress besides the ones that are already existing

in the workplace administrative practice.

The list and the description presented hereafter points out the major limiting factors at societal

level:

® Negative cultural beliefs and attitudes towards women role and ability to be leaders:
this is one of the most influential factor that originates from society and have the power
to entangle both individuals and organizations. The stereotype that women are not equal
to men and they are not as capable as men also comes from society’s beliefs and
attitudes that see women in a negative perspective. The ‘traditional beliefs and cultural
attitudes’ of a society have the power to shape ‘role and status of women in society’

(Kobia, 2012 cited in Latchanah & Singh, 2016).

® Lack of encouragement for women to develop themselves for leadership positions:
women are encouraged by society to develop and work-on skills and capabilities that
are related to taking care of their family (children, elders, and spouse) domestic
responsibility. Any other activity beyond this (achieving academic or technical
competency) is considered to be the last thing that women do if not considered
unsuitable. This is very discouraging for women who think and act on pursuing a career

in a field of work they desire and becoming a leader one day. The experience of women
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who pursued and achieved a career that is predominantly filled by men shows that they
have ‘received support and mentoring from outside of their families, including from
educational professionals such as teachers, professors and guidance counselors’ and
their ‘co-workers and bosses’ were also great sources of motivation for them to achieve

success (Whitmarsh et al., 2007).

Family and work responsibility limit women progress: to fulfill the expectation of
society, professional women do put limit on their career progression so that their role
in their family life do get fulfilled. This is specially visible in societies that have
achieved very small progress in filling the gender gap that exist in them where domestic
tasks are still associated with women. The constant ‘pressure to balance work and
family’ responsibilities push women to take routes that are ‘less challenging positions’,
‘seek alternative career options’, totally ‘abandon corporate working world’ or ‘resort

to being stay-at-home mothers’ (Brown, 2010).

Lack of support programs for child and elderly care: professional women who do have
to take care of their family and do their job at their workplace could benefit greatly if
they can get all the help they can in different forms. Child and elderly care services are
one form of help in this regard where professional women could achieve some level of
work life balance. Globally, there is change in this regard that the availability of day-
car facilities and ‘flexible working schedules’ are very helpful for women in senior

leadership positions to balance their work and family responsibilities (Brown, 2010).

Lack of women role models: those who have the opportunity to build a career in a certain
area of profession could achieve more if they could have a person that they could
consider as a role model. There is also a problem as a society where there is no adequate
number of people that share their experiences in different forms (books, interviews,
etc.) for aspiring individuals to learn from or pursue their footsteps. This has relation to
‘cultural tradition’ that have set and enforce roles for women to be ‘homemaker and
child bearer’ and they are ‘considered of lesser value’ and ‘not taken seriously’” which
in turn forceing women to comply with ‘for fear of being ostracized’ (Kobia, 2012 cited

in Latchanah & Singh, 2016).

Limited educational opportunity for women: in a society that favors boys from girls for
outside activities, women get the least amount of educational opportunity. Even if
women do get opportunities, it is going to be a limited one in scope and duration where

they are directed to focus on domestic activities and creating their own family instead
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of developing and pursuing a career in a certain profession. ‘Education, training and
work experience’ help an individual to acquire ‘knowledge, skill and abilities’ that are
vital for ‘career advancement and progression’ in the workplace and the ‘lack of
experience and job occupation’ are the major reasons that are ‘cited by chief executive
officers (CEOs)’ for the under-representation of women in senior management

positions (LaPierre Zimmerman, 2012 cited in Latchanah & Singh, 2016).

2.2.5. Gender Diversity and Leadership

Men and women possess and exhibit natural traits where one trait is more prevalent in one
gender than the other. These traits are the source of an individual’s thoughts and actions
combined with inputs obtained from culture or environment. Women leaders use soft power
most of the time that place emphasis on building relationships while men leaders exercise hard
power most of the time and they are goal focused (result driven). A leadership that combines
both soft and hard power (also called ‘Smart Power”) is more effective than a one that use one

form of power only (Nye, 2016).

Men manage stress more than women do (Christy & Tim, 2010) and women are more ethical
than men in conducting tasks. One can see from this that delegating men to positions that are
stressful results in more competency while the assignment of women to positions that require
ethics produce good governance. This shows that gender diversity in leadership teams helps
the decision making and execution to be more effective by utilizing the best of what the two

genders can offer.

2.3. Research Gap

Research work on the factors that limit women progress into leadership roles of organizations
have been done and are still being done both locally and internationally. There are also changes
in the world in terms of understanding these limiting issues and what should be done as a
society, as an organization and as an individual. The efforts made to eliminate the limiting

factors or decrease the impact they have, if not possible, varies from one country to another
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and from one society to another. Effort to change the situation takes place in different forms

and targets different parts of society.

Educating society most of the time is carried out by works of art (plays, TV shows, radio shows,
fiction, podcast, etc.) where the focus is on creating and developing the awareness level by
presenting the issue and depicting what the life and achievement of women would look like
without these limiting issues. There are also TV and radio shows with presentations that are
focused on experience sharing of women who managed to reach a considerable level of
leadership position in the society. Biographies, memoirs, or autobiographies of women in
leadership positions of different organization types also exist, even if they are very small in

number.

Governments make their own contribution through amendment of existing policy, rules or
regulations so that they can make positive contribution in the fight to remove the limiting
issues. Affirmative action expressed by providing extra assistance in areas of business that are
under the direct control of the government are evident in the enrolment procedures of education

institutions, in the hiring/promoting policy of government organizations, etc.

Existing and oncoming research works on the topic enable to measure the current level of the
situation and report any changes (progress, stall or regress) made on the factors contributing to
the existence of the problem in the first place. The reporting these research works provide is a
vital input for government policy/law making branches in their effort to change/fight the
limiting issues through law making and enforcement. It also helps in providing a starting point,
or enforcement for ongoing programs on this area for members of the general population so

that they can incorporate it in their daily life, work of art, area of study, media programs, etc.

Further investigations in a form of research is expected of the academia and researchers to
highlight what the past situation of women in leadership looks like, what have society achieved
so far and what remains to be done in the future so that society can achieve a leveled playground
for all its members, potentials of individuals do not go to waste and treats individuals without

discrimination.
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2.4. Conceptual Framework of the Study

A conceptual framework is a ‘system composed of concepts, assumptions, expectations, beliefs
and theories that support and inform one’s research’. It can also be seen as ‘a visual or written
product that explains . . . the main things to be studied . . . and the presumed relationship among
them’ (Hughes, Davis, & Imenda, 2019).

Gender Organization System (GOS) framework is a framework that is frequently used in
categorizing the factors that play significant role in women’s participation in leadership and
career advancements by researchers. The framework ‘suggests that women’s behavior and
limited corporate progression in organizations can be due to their gender, the organization
context and/or the larger social and institutional systems in which they function” (Fagenson,
1990). The framework categorize the factors that originate from within the individual into the
individual category and the ones that are inherent to the organization into the organizational
category. The third category holds all those factors that are sourced from the society which
have the power to shape the behaviors and actions of the individuals and the organizations. The
GOS conceptual framework is adopted by this research in order to meet its objectives. Based
on this, its independent variables are going to be categorized into three: factors at the individual
level, factors at the organizational level, and factors at the societal level. The dependent
variable of the research (participation of women in leadership positions) is going to be tested
to see if it can be impacted by the three independent variables of the research. Figure 1. shows
the GOS framework.

Factors at individual level

A

Participation

Factors at societal level | of women in
leadership

Factors at organizational level

Figure 1. GOS framework
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Chapter Three — Research Methodology

3.1. Introduction

This chapter presents the tools, techniques and methods used to achieve the objectives of the
research (provide answers to the research questions). Discussions on the research approach,

data source, method of data collection, and data analysis techniques are presented here after.

3.2. Research Design

The research follows both qualitative and quantitative research approaches to collect and
analyze data that provide insight into the factors that limit women employees’ advancement to
leadership roles at G. Global Gas & Chemicals Plc. The research used explanatory research
design, a research method that is focused on identifying the extent and nature of the cause-and-
effect relationship among the variables of a specific problem or specific situation in order to

provide explanation of the relationship pattern.

3.3. Data Collection Method
3.3.1. Data Source

Primary data collected using questionnaire and interview methods from groups of people
selected for this purpose. A questionnaire was prepared based on the information obtained from
the literature review part of the study that was divided into three parts and uses the Likert’s five
point scale for measurement. The first part was about personal details of the respondents while
the remaining two parts are focused on the limiting and facilitating factors for women’s
ascendance to leadership positions respectively. The questionnaire went through a test phase
to see its performance using a selected group of employees and the result of the test was used
as an input for further improvement. Interview with open ended questions was also prepared
and used to gather data from a group of people selected for this purpose. The group consists of

individuals selected from different levels of management (high, medium, low).
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Secondary data was collected from both physical and soft documents of the company
departments. The company website, HR department documents, reports generated by other

departments, etc. were the sources for secondary data needs.

3.3.2. Population

As of January 2024, the company do have 150 employees (Global, 2023) and the researcher’s
target population is made up of employees who do have work experience of three or more years
at the company and have academic achievement of a diploma/TVET or more. This criteria
enables to have respondents that have the answers for the questions outlined in the structured
questionnaire since they had enough interaction with the company bureaucracy to know its
culture and inner workings besides the potential to understand the issues raised and one day
become a leaders themselves.

According to the information acquired from the HR department of the company, there were 56
employees who fulfill this criteria. Out of this total number of eligible candidates, 50 were

assigned to the structured questionnaire part and 6 for open-ended interview part.

3.3.3. Sampling Technique

Purposive sampling technique is used in qualitative research to select a specific group of
individuals or units for analysis that are selected “on purpose,” not randomly. It is used when
the researcher have clear idea of the specific attributes that are of interest and there is a need to
select a sample that accurately represents those characteristics. It is particularly useful in
situations where the population of interest is small, to study a specific subgroup within the

population and to study a rare or unusual phenomenon (Dovetail, 2023).

Criterion-Based purposive sampling is used by researchers to choose the participants based on
specific criteria defined by them. The selection criteria may encompass particular
qualifications, attributes, behaviors, or characteristics that directly relate to the research goals
(Ghosal, 2024). This study employed purposive sampling technique since it fits the
circumstances of the research location and the participants that do have the potential, academic
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qualification and work experience to become a leader in the future. The researcher did not see

the value in including an employee of the company that do not fulfill the criteria.

3.3.4. Data Collection

The data collection was done using a structured questionnaire and open-ended questionnaire
where out of the 56 employees that fulfilled the criteria set for eligibility, 50 participated in the
in the structured questionnaire and the remaining 6 employees (women employees of the
company that are at leadership position) participated in the open-ended interview part.

3.3.5. Data Analysis

The research will use quantitative methods to provide adequate explanation of the issue
selected for study. Microsoft Excel and SPSS (Statistical Package for Social Sciences) were
used to do the numerical analysis of the data collected using structured questionnaire and visual
presentation of the analysis outcome. The analysis focused on identifying the most impactful
limiting and facilitating factors at the VLE section based on the total number of respondents
and based on respondents gender. Summary of the open-ended interview is also presented in
individual, organizational and societal categories of the limiting and facilitating factors.

3.4. Trustworthiness of Data

Reliability and validity express the trustworthiness, rigor and quality in qualitative paradigm
of a research work by ‘eliminating bias and increasing the researcher’s truthfulness’ in the
study of ‘some social phenomenon using triangulation’ (Golafshani, 2003). Triangulation
expresses the procedure followed in searching for ‘convergence among multiple and different

sources of information to form themes or categories in a study’ (Creswell & Miller, 2000 cited

in Golafshani, 2003).

The concept of triangulation was applied on both theory and methodology parts of the study.
Theory Triangulation is about applying ‘more than one theoretical scheme in the interpretation

of the phenomenon’ while Methodological Triangulation is all about applying more than one
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method in data gathering (interviews, observations, questionnaires, documents, etc.) (Denzin,
2006). Methodological triangulation was applied in the research wusing interviews,
questionnaires and documents in the data gathering process while theory triangulation was used
in the reviews of both theoretical and empirical source of material related to the research point

of interest.

Cronbach’s Alpha is one of the measures that can be used to test the reliability of an instrument
(internal consistency). It expresses reliability using a scale between zero and one that is
calculated by measuring the correlation between all pair of items that exist in the instrument.
There is an accepted rule on how to interpret an alpha value of an instrument where a value
between 0.6 — 0.7 is considered acceptable level of reliability while a value of 0.8 and more is
considered a very good level of reliability. An alpha value higher than 0.95 does not mean best
reliability due to the fact that redundant items could cause high alpha value (Hulin, Netemeyer
& Cudeck, 2001). Testing of the questionnaire reliability shows that the questionnaire has 0.81
Cronbach Alpha value.
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Chapter Four — Findings and Discussions

4.1. Introduction

This chapter provides the findings of the research work gathered using structured questionnaire
and open-ended interview. Numerical summary of the structured questionnaire outcome is
presented in table form and textual summary of the open-ended interview result is also
presented under each category (individual, organizational, and societal) in the findings section.
The result of the data analysis that is based on the total number of the respondents and based

on respondents’ gender is presented under discussions section in table form.

4.2. Findings
4.2.1. Demographic Characteristics of Respondents

Analysis of the respondents demographic characteristics (sex, age, marital status, number of
children, educational level, years of service, and experience at current position) based on

frequency count from the survey is provided hereafter.

Sex of Respondents

Respondents of the survey list shows that the majority of participants were women constitute
about 75% or 42 in count and men make the remaining 25% or 14 in count. Table 1 shows the

detail description respondents’ demographics characteristics.

Age of Respondents

Out of the four age classes, the majority of the respondents are within the second class (26-35)
where there are 46.5% of the respondents and the second biggest number falls in the first (18-
25) that have 25% of the respondents. The remaining two classes, third (36-45) and fourth (46-
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55) classes, constitute the remaining 21.5% and 7% of the respondents respectively. Table 1

shows the detail description respondents’ demographics characteristics.

Marital Status

Marital Status of the respondents falls into two classes out of the four classes prepared. 68% of
the respondents were married people while the remaining 32% are single individuals. Table 1

shows the detail description respondents’ demographics characteristics.

Number of Children

The majority of the respondents are from the first class (1-3 children) where 64.3% do have up
to three children. The next large number of respondents fall in the third class (no children)
having 32.1% of the respondents. The second class (4-6 children) do have 3.6% of the

respondents. Table 1 shows the detail description respondents’ demographics characteristics.

Educational Level

The second class (BA/BSc Degree) have the majority of the respondents where 46.4% of them
do fall in. The next highest number of respondents was from the first class (Diploma/TVET)
where there are 26.8% of the respondents. The third class (MA/MSC Degree & Above) contain
the remaining 26.8% of the respondents. Table 1 shows the detail description respondents’
demographics characteristics.

Years of Service

The majority of the respondents do have work experience of type class one (3 — 7 years) where
there are 53.6% of the respondents. The second highest level of respondents were located in
the second class (8 — 12 years) where there are 35.7% of the respondents. The remaining two
classes (13-20 and 21 & more) contains 7% and 3.6% of the respondents respectively. Table 1

shows the detail description respondents’ demographics characteristics.
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Experience at Current Position

The respondents work experience at the current position that are assigned to was identified and

57.1% of them fall into the first class (3 — 7 years) of work experience at current position. The

second class (8 — 12 years) contains the second highest number of 28.6% respondents. The

third class (13 — 20 years) have the remaining 14.3% of the respondents. Table 1 shows the

detail description respondents’ demographics characteristics.

No. | Characteristics Frequency | Percent
Male 14 25.0
1 Sex Female 42 75.0
Total 56 100.0
18 - 25 14 25.0
26 — 35 26 46.5
2 Age 36 —45 12 21.5
46 — 55 4 7.0
Total 56 100.0
Single 18 32.0
3 Marital Status Married 38 68.0
Total 56 100.0
1-3 36 64.3
4 Number of 4-6 2 3.6
Children None 18 32.1
Total 56 100.0
Diploma/TVET 15 26.8
. BA/BSc Degree 26 46.4
> Educational Level MA/MSc Degree & Above 15 26.8
Total 56 100.0
3 -7 Years 30 53.6
8-12 Years 20 35.7
6 Years of Service 13- 20 Years 4 7.0
21 And More 2 3.6
Total 56 100.0
3 -7 Years 32 57.1
; Experience in 8 -12 Years 16 28.6
Current Position 13- 20 Years 8 14.3
Total 56 100.0

Source: Survey, 2024

Table 1 — Respondents’ demographics characteristics
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4.2.2. Factors at Individual Level
Limiting Factors at Individual Level

The individual level category contains seven items: difference in leadership style of women
and men, difficulty in balancing work and family responsibility, lack of adequate academic and
job qualifications, lack of confidence and fear of failure, lack of ability to handle a crisis, lack
of mentoring/coaching and networking and lack of self-motivation and ambition. Table 8

presents details of the limiting factors at individual level.

Differences in leadership style of women and men total score shows that respondents gave the
highest score of 26% (8% of male and 18% of female) for undecided and while the 24% (2%
of male and 22% of female) of respondents decided it is limiting to a large extent. 18% (male
8% and female 10%) of the respondents decided that it have a limiting capability of small
extent. 14% (male 10% and female 4%) of the respondents considered this item to have a very
small extent of limiting ability. The remaining 18% (male 0% and female 18%) think that this

item do have a very large extent capacity to put limit on the subject matter.

Difficulty in balancing work and family responsibility have the highest score of 32% (male 4%
and female 28%) where the respondents think that this item do have a limiting capability of
very large extent and a similar score of 32% (male 10% and female 22%) was also recorded in
limiting capability of large extent. The third highest score was 16% (male 6% and female 10%)
that show the respondents were undecided on its extent. 14% (male 4% and female 10%) of the
respondents do think that it have a limitation capacity of small extent. The remaining
respondents of 6% (male 4% and female 2%) decided that it have a very small extent to put

limitation.

Lack of adequate academic and job qualifications scored the highest score of 42% (male 12%
and female 30%) where the respondents think that it have capacity to put limitation to a large
extent. The second highest score of 18% (male 8% and female 10%) shows that the respondents
are undecided on the limiting capacity of the item. The third highest score of 16% (male 4%
and female 12%) was recorded for limiting capability of small extent. The remaining two
extents (VSE and VLE) have each scored 12%.

Lack of confidence and fear of failure scored the highest score of 46% (male 10% and female

36%) where the respondents think that it have a limiting capability of very small extent. The
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second highest score of 34% (male 16% and female 18%) in having a limiting capability of
small extent. 20% (male 2% and female 18%) of the respondents were undecided on the
limiting capability of the item. The remaining levels of extents (LE and VLE) each have got
0.0% of the respondents score.

Lack of ability to handle a crisis have got the highest score in of 46% (male 10% and female
36%) in the very small extent limiting capability section. The second highest score of 42%
(male 14% and female 28%) was recorded in the small extent limiting capability. 12% (male
4% and female 8%) of the respondents were undecided on the limiting capability of the item.

The remaining two levels of extents (LE and VLE) got 0.0% of the respondents score.

Lack of mentoring/coaching and networking scored the highest score of 34% (male 10% and
female 24%) in the small extent limiting capability section. The second highest score of 26%
(male 6% and female 20%) was in the very small extent limiting capability. 20% (male 6% and
female 14%) of the respondents think that this item do have the capacity to limit to large extent.
12% (male 6% and female 6%) of the respondents were undecided on the limiting capability
of the item while the remaining 8% (male 0.0% and 8% female) of the respondents think that
it have a limiting capability of very large extent.

Lack of self-motivation and ambition scored the highest score of 32% (male 8% and female
24%) in the undecided section of limitation extent section. The second highest score of 28%
(male 6% and female 22%) in the small extent category of limitation extent. 22% (male 10%
and female 12%) of the respondents think that this item have a large extent of limitation
capability. 18% (male 4% and female 14%) of the respondents considered this item to have a

very small extent of limiting capability. Very small extent of limiting capability scored 0%.

Limiting factor at individual VSE UN LE VLE

NO- | 1evel Sex @ |SE@| @y | @ | @
Male | 10.0% | 8.0% | 8.0% | 2.0% | 0.0%

1, | Differences in leadership style | o0 1 4 006 | 10.09% | 18.0% | 22.0% | 18.0%

of women and men

Total | 14.0% | 18.0% | 26.0% | 24.0% | 18.0%

2. | Difficulty in balancing work Male 4.0% | 4.0% | 6.0% | 10.0% | 4.0%
and family responsibility

Female | 2.0% | 10.0% | 10.0% | 22.0% | 28.0%
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Total 6.0% | 14.0% | 16.0% | 32.0% | 32.0%

3. | Lack of adequate academic and | Male 0.0% | 40% | 8.0% |12.0% | 4.0%
job qualifications

Female | 12.0% | 12.0% | 10.0% | 30.0% | 8.0%

Total |12.0% | 16.0% | 18.0% | 42.0% | 12.0%

4. | Lack of confidence and fear of Male 10.0% | 16.0% | 2.0% | 0.0% | 0.0%
failure

Female | 36.0% | 18.0% | 18.0% | 0.0% | 0.0%

Total | 46.0% | 34.0% | 20.0% | 0.0% | 0.0%

5. | Lack of ability to handle a crisis | Male | 10.0% | 14.0% | 4.0% | 0.0% | 0.0%

Female | 36.0% | 28.0% | 8.0% | 0.0% | 0.0%

Total | 46.0% | 42.0% | 12.0% | 0.0% | 0.0%

6. | Lack of mentoring/coaching Male 6.0% | 10.0% | 6.0% | 6.0% | 0.0%
and networking

Female | 20.0% | 24.0% | 6.0% | 14.0% | 8.0%

Total | 26.0% | 34.0% | 12.0% | 20.0% | 8.0%

7. | Lack of self-motivation and Male 40% | 6.0% | 8.0% | 10.0% | 0.0%
ambition

Female | 14.0% | 22.0% | 24.0% | 12.0% | 0.0%

Total | 18.0% | 28.0% | 32.0% | 22.0% | 0.0%

Source: Survey, 2024
Table 2 — Limiting factors at individual level

Interview Result for Limiting Factors at Individual Level

The challenges stated by the participants of the open-ended interview that are at the individual
level can be summarized into three: family obligations, lack of mentoring/coaching and
challenges in education opportunities. The family obligations consist of providing care for their
children and elderly family member, taking care of household chores of the family and natural
duties related to maternity/childbearing. Women are also expected to carry out these tasks by
themselves or look for someone that they can delegate to while they still fulfill their duties at
the workplace. Availability of a mentor that can help a junior management staff or aspiring
employee develop the expertise that is needed in order to be considered for a leadership
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position. Issues related to education opportunities include availability of on the job training,
and flexibility of company procedures to attend trainings. Table 3 presents the limiting factors

that are listed out by the participants of the open-ended interview.

Respondent Limiting factors at individual level

® Problem in finding and/or keeping a housemaid that can take care of
my children while I am in my workplace.

®  Lack of time and energy that | can exert into keeping myself
A updated in my line of work with the family life | have at this
moment.

®  Financially unattainable for me to pursue further education since
my family consumes whatever money | make.

® | have a lot to do at my hand. Taking care of my family and
conducting day-to-day work responsibilities do not leave me much
B time and energy for further education.

® Al I can hope is taking very short term trainings to update myself
and make myself competent.

® Difficulty in getting help from family members in dealing with
household chores and taking care of my elderly parents.

I do have academic qualification but I lack the guidance/help that |
need. I do not know or have people that can help me to make myself
ready for further leadership roles.

" Lack of flexibility in my work schedule for attending further
education where |1 am usually expected to be present even on
weekends.

®  Difficulty in raising the money required for further education on my
own since the company | work in does not give scholarship to its
employees.

® ] am on the process of starting out a family and all my time and
energy is going to be consumed by the process and maternity for
E now.

®  Education and more demanding job roles are not a priority to me at
this time. This is something that | aspire to do in the future.

E ®  Both my young children and parents require my attention and | have
difficulty in getting and/or keeping housemaid that can help me.
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® | do have the motivation and interest for attending further education
and aim for more challenging job roles but my priority for now is
making sure that my family is taken care of and keeping my job.

Table 3 — Open-ended interview result of limiting factors at individual level

Facilitating Factors at Individual Level

Finding work life balance have the largest score of 38% (male 14% and female 24%) in the
large extent section of limiting capability while undecided section scored the second highest,
28% (male 6% and female 22%). 14% (male 8% and female 6%) of respondents considered
this item to have an effect of a very large extent. Both small extent and very small extent got

10% (male 0% and female 10%) of the respondents score.

Building relationships and knowing people scored the highest in the undecided section, 40%
(male 6% and female 34%) while the second largest score of 24% (male 6% and female 18%)
was recorded in the large extent section. Both very small extent and small extent sections scored
16% (male 6% and female 10%) and 14% (male 6% and female 8%) respectively. Very large

extent scored the smallest of all the items, 6% (male 4% and female 2%).

Making personal sacrifices and hard work have its highest score in the undecided section,
40.0% (male 8% and female 32%). The second largest score of 22% (male 8% and 14%) was
recorded in large extent section and very small extent comes next with a score of 20% (male
4% and female 16%). 18% (male 8% and female 10%) was recorded in the small extent section

and very large extent scored 0%.

Staying motivated and ambitious scored the highest in the large extent section, 46% (male 16%
and female 30%). The second highest score of 20% (male 8% and female 12%) comes from
very large extent section. Undecided section scored the third largest score of 18% (male 2%
and female 16%). 14% (male 2% and female 12%) was recorded in the small extent section

and very small extent got 2% (male 0% and female 2%) of the respondents score.

Being aggressive and fighting for leadership positions have its highest score of 48% (male 12%
and female 36%) in the undecided section and its second highest score of 32% (male 16% and
female 16%) in the large extent section. Small extent section scored 14% (male 0%, female
14%) in the small extent section. The fourth largest score was from very small extent section

with a score of 6% (male 0% and female 6%) while very large extent scored 0%.
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Upgrading academic level through continuous learning only have scores from very large extent

and large extent having a score of 64% (male 18% and female 46%) and 36% (male 10% and

female 26%) respectively. The remaining three sections (VSE, SE and UN) have 0% score.

Facilitating factors at individual VSE UN LE VLE
No. level Sex (1) SE (2) 3) ) (5)
Male | 0.0% | 0.0% | 6.0% |14.0% | 8.0%
Finding work life balance
1, Female | 10.0% | 10.0% | 22.0% | 24.0% | 6.0%
Total | 10.0% | 10.0% | 28.0% | 38.0% | 14.0%
2. Er‘]’(')w:ﬂg Lee'gglznsmpsa”d Male | 6.0% | 6.0% | 6.0% | 6.0% | 4.0%
Female | 10.0% | 8.0% | 34.0% | 18.0% | 2.0%
Total | 16.0% | 14.0% | 40.0% | 24.0% | 6.0%
3. mfg'\?v%f;m”a' sacrificesand | \;o10 | 4.09% | 8.0% | 8.0% | 8.0% | 0.0%
Female | 16.0% | 10.0% | 32.0% | 14.0% | 0.0%
Total | 20.0% | 18.0% | 40.0% | 22.0% | 0.0%
a. irtsgi'tr;guz‘o“"ated and Male | 0.0% | 2.0% | 2.0% |16.0% | 8.0%
Female | 2.0% | 12.0% | 16.0% | 30.0% | 12.0%
Total | 2.0% | 14.0% | 18.0% | 46.0% | 20.0%
5, E)er':‘egaggfsrﬁf;'g’gs?{i‘gnfs'gh“”9 Male | 0.0% | 0.0% |12.0% | 16.0% | 0.0%
Female | 6.0% | 14.0% | 36.0% | 16.0% | 0.0%
Total | 6.0% | 14.0% | 48.0% | 32.0% | 0.0%
6. | Upgrading academic level Male | 0.0% | 0.0% | 0.0% |10.0% | 18.0%
through continuous learning
Female | 0.0% | 0.0% | 0.0% | 26.0% | 46.0%
Total | 0.0% | 0.0% | 0.0% |36.0% | 64.0%

Source: Survey, 2024

Table 4 — Facilitating factors at individual level
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4.2.3. Factors at Organizational Level
Limiting Factors at Organizational Level

The organizational level category have seven items: Lack of flexible working practices and
hours, Lack of fairness in professional development opportunities, Lack of opportunities to
work on challenging assignments, Lack of qualified women for leadership roles, Lack of
priority for women during competition and promotion, Top management attitude towards
women and Unfair recruitment practices. Table 9 presents details of the limiting factors at

organizational level.

Lack of flexible working practices and hours item scored the highest in both undecided (male
4% and female 26%) and small extent (male 14% and female 16%) sections of 30%. The
second highest score of 26% (male 10% and female 16%) was recorded in large extent section
while a value of 14% (male 0% and female 14%) was recorded in the very small extent section.

Very large extent section have got 0.0% of the respondents score.

Lack of fairness in professional development opportunities scored the highest score of 40%
(male 10% and female 30%) in the large extent limiting capability section. The next high score
of 24% (male 8% and female 16%) was recorded in very large extent section. Both small extent
and undecided sections got 16% (male 4% and female 12%) of the respondents score while

very small extent section got 4.0% (male 2% and female 2%).

Lack of opportunities to work on challenging assignments achieved the highest score of 38%
(male 16% and female 22%) in large extent section. The second highest score of 34% (male
4% and female 30%) was recorded in the undecided section. 16% (male 0% and female 16%)
of the respondents considered this item to have a small extent of limiting capability. The fourth
highest score of 8% (male 8% and female 0%) was recorded in the very large extent section.
Very small extent section scored the lowest of all, 4% (male 0% and female 4%).

Lack of qualified women for leadership roles achieved the highest score of 46% (male 8% and
female 38%) in the very small extent section while the second highest score of 30% (male 14%
and female 16%) is found in undecided section of limiting capability. The third largest score
of 24% (male 6% and female 18%) was recorded in the small extent section. The remaining

two limiting capability sections (LE and VLE) both scored 0.0% of the respondent’s points.
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Lack of priority for women during competition and promotion have the highest score of 46%
(male 16% and female 30%) in the large extent section of limiting capability. The second
highest score of 40.0% (male 8% and female 32%) is recorded in very large extent section
while undecided section scored the third largest score of 8% (male 4% and female 4%). The
remaining two sections (SE and VVSE) each scored 4% (male 0% and female 4%) and 2% (male

0% and female 2%) respectively.

Top management attitude towards women have the highest score of 42% (male 8% and female
34%) in the large extent section of limitation capability. The second highest score of 26% (male
8% and female 18%) was scored in the undecided section while the third largest score is from
small extent section with a value of 18% (male 4% and female 14%). 14% (male 8% and female
6%) respondents do believe that the item have very large extent of limiting capability. Very

small extent scored 0.0% of the respondents point.

Unfair recruitment practices have the highest score of 60% (male 14% and female 46%) in the
large extent section. The second highest score of 24% (men 12% and female 12%) was recorded
in the very large extent section while the third largest score is 16% (male 2% and female 14%)
recorded in the undecided section. The remaining two sections (VSE and SE) have 0.0% of the

respondents Score.

Limiting factor at VSE UN LE VLE
No. organizational level Sex 1) SE(2) 3) 4) (5)
_ _ Male 0.0% | 14.0% | 4.0% | 10.0% | 0.0%
Lack of flexible working
1. | practices and hours Female | 14.0% | 16.0% | 26.0% | 16.0% | 0.0%

Total | 14.0% | 30.0% | 30.0% | 26.0% | 0.0%

2. | Lack of fairness in professional | Male 2.0% | 4.0% | 4.0% | 10.0% | 8.0%
development opportunities

Female | 2.0% | 12.0% | 12.0% | 30.0% | 16.0%

Total 4.0% | 16.0% | 16.0% | 40.0% | 24.0%

3. | Lack of opportunities to work Male 0.0% | 0.0% | 4.0% | 16.0% | 8.0%
on challenging assignments

Female | 4.0% | 16.0% | 30.0% | 22.0% | 0.0%

Total 4.0% | 16.0% | 34.0% | 38.0% | 8.0%

4. Male 8.0% | 6.0% | 14.0% | 0.0% | 0.0%
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Lack of qualified women for Female | 38.0% | 18.0% | 16.0% | 0.0% | 0.0%
leadership roles
Total 46.0% | 24.0% | 30.0% | 0.0% | 0.0%
5. | Lack of priority for women Male 0.0% | 0.0% | 4.0% | 16.0% | 8.0%
during competition and
promotion Female | 2.0% | 4.0% | 4.0% | 30.0% | 32.0%
Total 2.0% | 4.0% | 8.0% | 46.0% | 40.0%
6. | Top management attitude Male 0.0% | 40% | 8.0% | 8.0% | 8.0%
towards women
Female | 0.0% | 14.0% | 18.0% | 34.0% | 6.0%
Total 0.0% | 18.0% | 26.0% | 42.0% | 14.0%
7. | Unfair recruitment practices Male 0.0% | 0.0% | 2.0% | 14.0% | 12.0%
Female | 0.0% | 0.0% | 14.0% | 46.0% | 12.0%
Total 0.0% | 0.0% | 16.0% | 60.0% | 24.0%

Source: Survey, 2024

Table 5 — Limiting factors at organizational level

Interview Result for Limiting Factors at Organizational Level

The challenges stated by the participants of the open-ended interview that are at the

organizational level can be summarized into two: development opportunities and management

attitude. Development opportunities consists the efforts that the company can take to make sure

that women are encouraged or assisted in their pursuit to leadership roles. These include

providing professional development opportunities in a form of short or long term training, and

assignment to challenging assignments so that they can get experienced in dealing with

challenging tasks. Regarding management attitude, there are issues where the recruitment

practices lack supportive measures that can encourage women to participate more in order to

get promotion and apply for vacant posts. Table 6 presents the limiting factors that are listed

out by the participants of the open-ended interview.

Respondent Limiting factors at organizational level
A ® My company does not provide training or education scholarships
and doing so by myself is not possible for me financially.
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®  There are no short term training opportunities offered by the
company that can help me to update myself. Without this my
chances of being competent for upcoming promotion or vacant
posts do get slimmer.

®  Lack of professional developments in terms of on the job trainings
C and/or mentoring programs that help to get ready for upcoming
opportunities.

® Lack of professional development opportunities offered by the
D company (scholarships, short term trainings, on the job trainings,
etc.).

The company lacks flexibility in its work procedures which make
any attempt to upgrade my academic level impossible to do.

Table 6 — Open-ended interview result of limiting factors at organization level

Facilitating Factors at Organizational Level

Customized training opportunities for women have got the 70% (male 22% and female 48%)
of the respondents score in the large extent section of facilitating factors. 14% (male 6% and
female 8%) are undecided on the extent of this item in facilitation. The third largest score is
from small extent section with a value of 8% (male 0% and female 8%) followed by very large
extent section with a score of 6% (male 0% and female 6%) while very small extent scored the

remaining 2% (male 0% and female 2%) of the score.

Developing women network in the company have a high score of 46% (male 6% and female
40%) in the very small extent section and the second highest score of 30% (male 8% and female
22%) was recorded in the undecided section. 24% (male 14% and female 10%) of the
respondents considered it to have small extent in its facilitating effect. Both large extent and
very large extent scored 0%.

Encouraging women to acquire the required qualifications have its highest score of 40% (male
10% and female 30%) followed by 36% (male 10% and female 26%) in the undecided section.

The third largest score of 14% (male 8% and female 6%) is from small extent section followed
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by very small extent section with a value of 10% (male 0% and female 10%). Very large extent

section scored 0%.

Flexible working hours do have its highest score of 52% (male 8% and female 44%) in its
undecided section. The second highest score of 18% (male 2% and female 16%) was recorded
in the small extent section while large extent section recorded the third largest score of 16%
(male 12% and female 4%). Very small extent section with a score of 14% (male 6% and

female 8%) is the fourth largest score while very large extent section have got 0% score.

Proper performance evaluation and appraisal programs have its highest score of 48% (male
14% and female 34%) in the very large extent while large extent section with a score of 44%
(male 12% and female 32%) is the second largest score. Undecided section with a score of 8%
(male 2% and female 6%) is the third largest score while the remaining two sections (VSE and
SE) have scored 0.0%.

Strong mentor and coaching programs is an item that got 40% (male 16% and 24%) score in
the large extent section followed by undecided sections with 22% (male 2% and female 20%)
score. Very large extent section have scored 20% (male 10% and female 10%) while very small
extent have a score of 16% (male 0% and female 16%). The remaining 2% (male 0% and

female 2%) was recorded in the small extent section.

Providing child care support or providing allowance have its high score in the small extent
section, 32% (male 12% and female 20%). The second largest score of 30% (male 4% and
female 26%) was recorded in undecided section. A score of 28% (male 12% and female 16%)
was recorded in the large extent section and very small extent scored 8% (male 0% and female

8%). The remaining 2% (male 0% and female 2%) was covered by the very large extent section.

Facilitating factors at VSE UN LE VLE

No. organizational level Sex (1) SE() (3) (4) (5)
Customized training Male | 0.0% | 0.0% | 6.0% |22.0% | 0.0%
1. | OPPOrtunities for women Female | 2.0% | 8.0% | 8.0% |48.0% | 6.0%

Total 2.0% | 8.0% | 14.0% | 70.0% | 6.0%

o, | Developing women network in | o101 6.00 |14.0% | 8.0% | 0.0% | 0.0%
the company

Female | 40.0% | 10.0% | 22.0% | 0.0% | 0.0%
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Total | 46.0% | 24.0% | 30.0% | 0.0% | 0.0%

3, | Encouraging women to acquire | \ja1e | 0,09 | 8.0% |10.0% | 10.0% | 0.0%
the required qualifications

Female | 10.0% | 6.0% | 26.0% | 30.0% | 0.0%

Total | 10.0% | 14.0% | 36.0% | 40.0% | 0.0%

4. | Flexible working hours Male | 6.0% | 2.0% | 8.0% |12.0% | 0.0%

Female | 8.0% | 16.0% | 44.0% | 4.0% | 0.0%

Total 14.0% | 18.0% | 52.0% | 16.0% | 0.0%

5. | Proper performance evaluation | Male 0.0% | 0.0% | 2.0% | 12.0% | 14.0%

and appraisal programs Female | 0.0% | 0.0% | 6.0% | 32.0% | 34.0%

Total 0.0% | 0.0% | 8.0% |44.0% | 48.0%

6. | Strong mentor and coaching Male 0.0% | 0.0% | 2.0% | 16.0% | 10.0%

programs

Female | 16.0% | 2.0% | 20.0% | 24.0% | 10.0%

Total |16.0% | 2.0% | 22.0% | 40.0% | 20.0%

7. | Providing child care support or | Male 0.0% |12.0% | 4.0% | 12.0% | 0.0%

providing allowance Female | 8.0% | 20.0% | 26.0% | 16.0% | 2.0%

Total 8.0% | 32.0% | 30.0% | 28.0% | 2.0%

Source: Survey, 2024
Table 7 — Facilitating factors at organizational level

4.2.4. Factors at Societal Level
Limiting Factors at Societal Level

The societal level category contains six items: Negative cultural beliefs and attitudes towards
women role and ability to be leaders, Lack of encouragement for women to develop themselves
for leadership positions, Family and work responsibility limit women progress, Lack of support
programs for child and elderly care, Lack of women role models and Limited educational

opportunity for women. Table 10 presents details of the limiting factors at societal level.
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Negative cultural beliefs and attitudes towards women role and ability to be leaders scored the
highest in the large extent section, 50.0% (male 10% and female 40%). The next highest score
of 24% (male 8% and female 16%) comes from undecided section while the third highest score
of 22% (male 10% and female 12%) comes from very large extent section. Small extent section

scored 4% (male 0% and female 4%) and 0% was recorded in the very small extent section.

Lack of encouragement for women to develop themselves for leadership positions have the
highest score of 58% (male 14% and female 44%) in the large extent section. The second
highest score is from undecided section, 36% (male 14% and female 22%). Very large extent
got 6% (male 0% and female 6%) of the respondents’ points. The remaining two sections (VSE
and SE) scored 0.0%.

Family and work responsibility limit women progress have the highest score of 62% (male
14% and female 48%) in the large extent section. The second largest score of 36% (male 12%
and female 24%) was recorded in very large extent section while undecided section scored 2%
(male 2% and female 0%), the third largest score. The remaining two sections (VSE and SE)

both got 0% of the respondents score.

Lack of support programs for child and elderly care scored a high score of 50.0% (male 10%
and female 40%) in the undecided section. The second largest score of 24% (male 6% and
female 18%) was recorded in small extent section while the third largest score of 18% (male
12% and female 6%) was recorded in large extent section. Very small extent section scored 8%

(male 0% and female 8%) of the respondents’ points. Very large extent scored 0%.

Lack of women role models have the highest score of 32% (male 6% and female 26%) in the
undecided section. The second highest score of 28% (male 8% and female 20%) comes from
large extent section. Small extent section scored the third largest score of 26% (male 12% and
female 14%) while very small extent section have a score of 14% (male 2% and female 12%).

Very large extent got 0% of the respondents score.

Limited educational opportunity for women do have the lowest score 0.0% in very small extent,
small extent and undecided sections of limiting capability. Very large extent have the second
highest score of 30% (male 12% and female 18%) while a score of 70% (male 16% and female

54%) is recorded in the large extent section.
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. . VSE UN LE VLE
No. | Limiting factor at societal level | Sex SE (2
g @ [F@ @ | @ | ©

Negative cultural beliefs and Male | 0.0% | 0.0% | 8.0% | 10.0% | 10.0%

attitudes towards women role
L |and ability to be leaders

Female | 0.0% | 4.0% | 16.0% | 40.0% | 12.0%

Total 0.0% | 4.0% | 24.0% | 50.0% | 22.0%

2. | Lack of encouragement for Male 0.0% | 0.0% | 14.0% | 14.0% | 0.0%
women to develop themselves
for leadership positions Female | 0.0% | 0.0% |22.0% | 44.0% | 6.0%

Total 0.0% | 0.0% | 36.0% | 58.0% | 6.0%

3. | Family and work responsibility | Male 0.0% | 0.0% | 2.0% | 14.0% | 12.0%
limit women progress

Female | 0.0% | 0.0% | 0.0% | 48.0% | 24.0%

Total 0.0% | 0.0% | 2.0% | 62.0% | 36.0%

4. | Lack of support programs for Male 0.0% | 6.0% | 10.0% | 12.0% | 0.0%
child and elderly care

Female | 8.0% | 18.0% | 40.0% | 6.0% | 0.0%

Total 8.0% | 24.0% | 50.0% | 18.0% | 0.0%

5. | Lack of women role models Male 2.0% | 12.0% | 6.0% | 8.0% | 0.0%

Female | 12.0% | 14.0% | 26.0% | 20.0% | 0.0%

Total | 14.0% | 26.0% | 32.0% | 28.0% | 0.0%

6. | Limited educational opportunity | Male 0.0% | 0.0% | 0.0% | 16.0% | 12.0%
for women

Female | 0.0% | 0.0% | 0.0% | 54.0% | 18.0%

Total 0.0% | 0.0% | 0.0% | 70.0% | 30.0%

Source: Survey, 2024
Table 8 — Limiting factors at societal level

Interview Result for Limiting Factors at Societal Level

The challenges stated by the participants of the open-ended interview that are at the societal
level (originate from society) can be summarized into two: stereotypes and cultural beliefs.
Stereotypes includes all the responsibility in taking care of the family is women’s responsibility
only (lack of support from family members), they are supposed to focus on taking care of
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family not on personal wishes and dreams (professional careers or aspirations are secondary

things), lack of encouragement for pursuing professional careers, and expectations to take care

of both work and family responsibility (double responsibility). Under cultural beliefs are

limited educational opportunities (educating women considered not beneficial or prioritizing

boys over girls in sending them to school), considering women unfit for leadership roles and

responsibilities, and considering the current roles and responsibilities of men and women as

something dictated by nature. Table 9 presents the limiting factors that are listed out by the

participants of the open-ended interview.

Respondent

Limiting factors at societal level

Lack of support from family members in carrying out family duties
and responsibilities since they consider any household errands
women’s duties.

I do not get the help that | need to improve my academic
qualification from my family members.

I do not get the help that | need from my family members in taking
care of my children since this is considered to be women duties.

I am expected to carry out both work and family responsibility
(double responsibility).

The belief that women are more suited to tasks that are basic and
simple to handle. They are incapable of handling the burdens of
leadership roles.

I do not get the help that I need to improve my academic
qualification from my family members. They think that | have
already achieved enough and should focus more on family matters
than pursuing further education

It is expected of me to focus on the family responsibilities by both
my family and parents.

Lack of support from family members in carrying out family duties
and responsibilities that force me to put pause on my interest for
improving my academic qualification.

My family thinks that my priority should be taking care of my
family and what | have achieved so far is more than enough.
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Table 9 — Open-ended interview result of limiting factors at societal level

Facilitating Factors at Societal Level

Censoring media transmitting content discriminating women have its highest score from
undecided section with a score of 46% (male 8% and female 38%) and the second highest score
coming from the small extent section having a score of 36% (male 10% and female 26%). The
third highest score comes from the very small extent section with a value of 14% (male 6% and
female 8%) and large extent section the remaining 4% (male 4% and female 0%). Very large

extent section got 0% of the respondents score.

Chang family traditions structure in terms of roles have its highest score from undecided section
with a value of 40% (male 10% and female 30%). The second largest value of 38% (male 18%
and 20%) was recorded in the very small extent section and the third highest value comes from
small extent section with a score of 22% (male 0% and female 22%). The remaining sections
(both LE and VLE) have scored 0%.

Equal education opportunities for women have a high score of 64% (male 16% and female
48%) in the large extent section while the second largest score comes from the very large extent
section with a value of 30% (male 10% and female 20%). Undecided section provided the
remaining 6% (male 2% and female 4%) the score and the remaining two section (VSE and

SE) do have a score of 0%.

Influence of successful female leaders in the society have its highest value in the undecided
section with a score of 52% (male 16% and female 36%) and the second highest score of 24%
(male 10% and female 14%) comes from large extent section. A score of 20% (male 2% and
female 18%) is the third largest score from small extent section. Both VSE and VLE sections
each have scored 2% (male 0% and female 2%).

Support programs for child and elders care service got its highest score in undecided section
with a value of 32% (male 10% and female 22%). The second highest score of 30% (male 10%
and female 20%) was from large extent section and very small extent section scored 18% (male
0% and female 18%). A value of 16% (male 8% and female 8%) is fourth largest value scored
in small extent section and the remaining 4% (male 0% and female 4%) was from very large

extent section.
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Awareness programs to change culture towards role and ability of women have the highest

score in the large extent section with a score of 52% (male 18% and female 34%) and the

second highest coming from undecided section with a value of 30% (male 10% and female

20%). A score of 10% (male 0% and female 10%) was recorded in very small extent section

and small extent section scored 6% (male 0% and female 6%). The remaining 2% (male 0%

and female 2%) was scored in very large extent section.

Facilitating factors at societal VSE UN LE VLE
NO- | Jevel Sex @ SE@| 3 | @ | o
0, 0, 0, 0, 0,
Censoring media transmitting Male | 6.0% |10.0% | 8.0% | 4.0% | 0.0%
1, | content discriminating women | co 10 | 8,006 | 26.0% | 38.0% | 0.0% | 0.0%
Total | 14.0% | 36.0% | 46.0% | 4.0% | 0.0%
p. | Chang family traditions Male | 18.0% | 0.0% | 10.0% | 0.0% | 0.0%
structure in terms of roles
Female | 20.0% | 22.0% | 30.0% | 0.0% | 0.0%
Total | 38.0% | 22.0% | 40.0% | 0.0% | 0.0%
3. Eﬁ“@g‘:ﬁ:ﬁa“on opportunities | \roie | 0.0% | 0.0% | 2.0% | 16.0% | 10.0%
Female | 0.0% | 0.0% | 4.0% |48.0% | 20.0%
Total | 0.0% | 0.0% | 6.0% |64.0% | 30.0%
4. | Influence of successful female | \;o10 | 0,006 | 2.0% | 16.0% | 10.0% | 0.0%
leaders in the society
Female | 2.0% | 18.0% | 36.0% | 14.0% | 2.0%
Total | 2.0% | 20.0% | 52.0% | 24.0% | 2.0%
5. | Support programs for childand | \,oi0 | 0.09% | 8.00% | 10.0% | 10.0% | 0.0%
elders care service
Female | 18.0% | 8.0% |22.0% | 20.0% | 4.0%
Total | 18.0% | 16.0% | 32.0% | 30.0% | 4.0%
6. | Awareness programs to change | \oie | 0.0% | 0.0% | 10.0% | 18.0% | 0.0%
culture towards role and ability
of women Female | 10.0% | 6.0% | 20.0% | 34.0% | 2.0%
Total | 10.0% | 6.0% |30.0% | 52.0% | 2.0%

Source: Survey, 2024

Table 10 — Facilitating factors at societal level
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4.3. Discussions
4.3.1. Based on Factors Impact Level

Based on the impact they have, the limiting factors at the individual level were categorized into
five: VLE (Very Large Extent), LE (Large Extent), UN (Undecided), SE (Small Extent), and
VSE (Very Small Extent). The following discussion presents the most impactful limiting

factors (VLE) identified in the survey considering only the total number of respondents.

Limiting Factors at Individual Level

Out of the seven factors available in the individual level, three of the factors that do have the
most impact on limiting women progress to a higher leadership position are identified.
‘Difficulty in balancing work and family responsibility’ is found out to have an impact that is
very large in extent out of the other factors (32% of the respondents) while the next impactful
factor is ‘Difference in leadership style of women and men’ with a score of 18%. ‘Lack of self-
motivation and ambition’ is the third largest limiting factor with a score of 12%. Table 14

presents the ranking of the factors from highest to the lowest based on their VLE score.

No. | Limiting Factor at Individual Level VLE
1 | Difficulty in balancing work and family responsibility 32.0%
2 | Differences in leadership style of women and men 18.0%
3 | Lack of adequate academic and job qualifications 12.0%
4 | Lack of mentoring/coaching and networking 8.0%
5 | Lack of confidence and fear of failure 0.0%
6 | Lack of ability to handle a crisis 0.0%
7 | Lack of self-motivation and ambition 0.0%

Table 11 — Based on VLE limiting factors impact at individual level

Limiting Factors at Organizational Level

At an organizational level, out of the seven limiting factors, three of the most impactful (VLE)

are listed here. ‘Lack of priority for women during competition and promotion’ having the
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highest score of 40% of the respondents is the most impactful. The next two most impactful
factors are ‘Unfair recruitment practices’ and ‘Lack of fairness in professional development
opportunities’ With 24% of the respondents score. Table 15 presents the ranking of the factors
from highest to the lowest based on their VLE score.

No. | Limiting Factor at Organizational Level VLE
1 | Lack of priority for women during competition and promotion 40.0%
2 | Lack of fairness in professional development opportunities 24.0%
3 | Unfair recruitment practices 24.0%
4 | Top management attitude towards women 14.0%
5 | Lack of opportunities to work on challenging assignments 8.0%
6 | Lack of qualified women for leadership roles 0.0%
7 | Lack of flexible working practices and hours 0.0%

Table 12 — Based on VLE limiting factors impact at organizational level

Limiting Factors at Societal Level

In the societal level, the impactful (VLE) factors out of the six are identified and listed here.
‘Family and work responsibility limit women progress’ the most impactful with a score of 36%
of the respondents. ‘Limited educational opportunity for women’ is the next most impactful
factor having a score of 30%. The third most impactful factor is ‘Negative cultural beliefs and
attitudes towards women role and ability to be leaders’ with a score of 22% of the respondents.

Table 16 presents the ranking of the factors from highest to the lowest based on their VLE

score.
No. | Limiting Factor at Societal Level VLE
1 | Family and work responsibility limit women progress 36.0%
2 | Limited educational opportunity for women 30.0%
3 | Negative cultural beliefs and attitudes towards women role and ability to | 22.0%
be leaders
4 | Lack of encouragement for women to develop themselves for leadership | 6.0%
positions
5 | Lack of support programs for child and elderly care 0.0%
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6 Lack of women role models 0.0%

Table 13 - Based on VLE limiting factors impact at societal level

Facilitating Factors at Individual Level

Out of the six factors that can be done to facilitate the advancement of women to a leadership
positions at the individual level with the most impact of causing change to happen are identified
and listed here. ‘Upgrading academic level through continuous learning’ is found out to be the
most impactful with a score of 64%. The next most impactful thing that can be done at an
individual level is ‘Staying motivated and ambitious’ with a score of 20% while ‘Finding work
life balance’ is the third most impactful thing to do with a score of 14%. Table 17 presents the

ranking of the factors from the highest to the lowest based on their VLE score.

No. | Facilitating Factors at Individual Level VLE
1 Upgrading academic level through continuous learning 64.0%
2 Staying motivated and ambitious 20.0%
3 Finding work life balance 14.0%
4 Building relationships and knowing people 6.0%
5 Being aggressive and fighting for leadership positions 0.0%
6 Making personal sacrifices and hard work 0.0%

Table 14 — Based on VLE facilitating factors impact at individual level

Facilitating Factors at Organizational Level

Not all seven facilitating factors that can be done at an organizational level to enhance the
position of women to a leadership role have the same impact. Out of them the most impactful
that can cause change is ‘Proper performance evaluation and appraisal programs’ with a VLE
score of 48% according to the respondents of the study. ‘Strong mentor and coaching
programs’ the next best thing to do with a VLE score of 20.0%. The third most impactful thing
to do for change to happen is ‘Customized training opportunities for women’ With a VLE score
of 6%. Table 18 presents the ranking of the factors from the highest to the lowest based on their

VLE score.
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No. | Facilitating Factors at Organizational Level

VLE

1 | Proper performance evaluation and appraisal programs 48.0%
2 | Strong mentor and coaching programs 20.0%
3 | Customized training opportunities for women 6.0%
4 | Providing child care support or providing allowance 2.0%
5 | Developing women network in the company 0.0%
6 | Encouraging women to acquire the required qualifications 0.0%
7 | Flexible working hours 0.0%

Table 15 — Based on VLE facilitating factors impact at organizational level

Facilitating Factors at Societal Level

The six facilitating factors listed under the societal level of facilitators have different levels of

impact on the advancement women to the leadership position. Out of them, ‘Equal education

opportunities for women’ is the most impactful that can cause change to occur with a VLE

score of 30%. ‘Support programs for child and elders care service’ is the next most impactful

thing to do at societal level that have a VVLE score of 4.0%. The third most impactful factors

are ‘Influence of successful female leaders in the society’ and ‘Awareness programs to change

culture towards role and ability of women’ with a VLE score of 2%. Table 19 presents the

ranking of the factors from the highest to the lowest based on their VLE score.

No. | Facilitating Factors at Societal Level VLE
1 | Equal education opportunities for women 30.0%
2 | Support programs for child and elders care service 4.0%
3 | Influence of successful female leaders in the society 2.0%
4 | Awareness programs to change culture towards role and ability of women | 2.0%
5 | Censoring media transmitting content discriminating women 0.0%
6 | Chang family traditions structure in terms of roles 0.0%

Table 16 — Based on VLE facilitating factors impact at societal level
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4.3.2. Based on Respondents Gender

Based on the gender of the respondents, each of the limiting and facilitating factors score were
categorized into male and female groups and they were sorted out in descending order and
compared using the score they have in the VLE section. The discussion presented hereafter

shows the observed difference on each factor based on the respondents’ gender.

Limiting Factors at Individual Level

‘Difficulty in balancing work and family responsibility” and ‘Lack of adequate academic and
job qualifications’ each got a score of 4% from male respondents. Female respondents result
shows that ‘Difficulty in balancing work and family responsibility* scored 28%, ‘Differences
in leadership style of women and men’ got 18%, ‘Lack of adequate academic and job
qualifications’ do have a score of 8% and ‘Lack of mentoring/coaching and networking’ got
8%. Even though both male and female respondents selected ‘Difficulty in balancing work and
family responsibility” as the primary factor, there is a considerable gap of 24% in the score
received between the genders. ‘Lack of adequate academic and job qualifications is the second
and third most impactful factor in male and female respondents respectively where there is a
margin of 4% in the score given. Table 20 presents the difference in ranking of the limiting

factors at individual level from highest to the lowest based on their VLE score and respondents

gender.
No. Male Respondents VLE Female Respondents VLE
1 | Difficulty in balancing work and 4% | Difficulty in balancing work and | 28%
family responsibility family responsibility
2 | Lack of adequate academic and 4% | Differences in leadership style of | 18%
job qualifications women and men
3 ____ | Lack of adequate academic and 8%

job qualifications

4 Lack of mentoring/coaching and | 8%
networking

Table 17 — VLE limiting factors at individual level based on respondents gender
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Limiting Factors at Organizational Level

Male respondents score shows that ‘Unfair recruitment practices’ scored 12% and the
remaining four factors (‘Lack of fairness in professional development opportunities’, ‘Lack of
opportunities to work on challenging assignments’, ‘Lack of priority for women during
competition and promotion’and Top management attitude towards women’) each got 8%. For
female respondents, ‘Lack of priority for women during competition and promotion ’is the first
factor with a score of 32% followed by ‘Lack of fairness in professional development
opportunities” with 16% score. ‘Unfair recruitment practices’ and Top management attitude
towards women’ factors each scored 12% and 6% respectively. There is a margin of 24% in
the score given to the ‘Lack of priority for women during competition and promotion’ factor
where it is the primary factor among women respondents and the fourth highest among male
respondents. ‘Lack of fairness in professional development opportunities’ is the second most
impactful factor for both male and female respondents where there is a margin of 8% in the
score received in favor of female respondents. Table 21 presents the difference in ranking of
the limiting factors at organizational level from highest to the lowest based on their VLE score

and respondents gender.

No. Male Respondents VLE Female Respondents VLE
1 | Unfair recruitment practices 12% | Lack of priority for women 32%
during competition and
promotion
2 | Lack of fairness in professional 8% | Lack of fairness in professional | 16%
development opportunities development opportunities
3 | Lack of opportunities to work on | 8% | Unfair recruitment practices 12%
challenging assignments
4 | Lack of priority for women 8% | Top management attitude 6%
during competition and towards women
promotion
5 | Top management attitude 8% o

towards women

Table 18 — VLE limiting factors at organizational level based on respondents gender

Limiting Factors at Societal Level
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‘Family and work responsibility limit women progress is the first impactful factor with a score
of 24% for female respondents and the second most impactful factor for male respondents
having 12% score. ‘Limited educational opportunity for women is the second most impactful
factor for female respondents having a score of 18% while this is the first impactful factor for
male respondents with a score of 12%. ‘Negative cultural beliefs and attitudes towards women
role and ability to be leaders’ is the third most impactful factor for both male and female
respondents scoring 10% and 12% respectively. There is a margin that varies from 2% to 12%
between male and female respondents score where female respondents considered them to be
most impactful than men respondents. Table 22 presents the difference in ranking of the
limiting factors at societal level from highest to the lowest based on their VLE score and

respondents gender.

No. Male Respondents VLE Female Respondents VLE

1 | Limited educational opportunity | 12% | Family and work responsibility | 24%
for women limit women progress

2 | Family and work responsibility 12% | Limited educational opportunity | 18%

limit women progress for women

3 | Negative cultural beliefs and 10% | Negative cultural beliefs and 12%
attitudes towards women role and attitudes towards women role
ability to be leaders and ability to be leaders

4 ___ | Lack of encouragement for 6%

women to develop themselves
for leadership positions

Table 19 — VLE limiting factors at societal level based on respondents gender

Facilitating Factors at Individual Level

‘Upgrading academic level through continuous learning ’ considered by both male and female
respondents as the first most impactful factor where it scored 46% and 18% in female and male
respondents respectively, a considerable margin of 28%. ‘Staying motivated and ambitious” is
the second most impactful factor for female respondents (12%) and the third for male
respondents (8%) where is a margin of 4% in favor of female respondents. The third most
impactful factor for female (6%) and the second for male respondents (8%) is ‘Finding work

life balance ” where there is a margin of 2% in favor of male respondents. Table 23 presents the
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difference in ranking of the facilitating factors at the individual level from highest to the lowest

based on their VLE score and respondents gender.

No. Male Respondents VLE Female Respondents VLE
1 | Upgrading academic level 18% | Upgrading academic level 46%
through continuous learning through continuous learning
2 | Finding work life balance 8% | Staying motivated and ambitious | 12%
3 | Staying motivated and ambitious | 8% | Finding work life balance 6%
4 | Building relationships and 4% | Building relationships and 2%
knowing people knowing people

Table 20 — VLE facilitating factors at individual level based on respondents gender

Facilitating Factors at Organizational Level

Both male and female respondents chose ‘Proper performance evaluation and appraisal
programs’ as the first most impactful factor scoring 14% and 34% respectively, a margin of
20% in favor of female respondents. ‘Strong mentor and coaching programs’ also considered
by both male and female respondents as the second most impactful factor with a score of 10%.
Table 24 presents the difference in ranking of the facilitating factors at the organizational level

from highest to the lowest based on their VLE score and respondents gender.

No. Male Respondents VLE Female Respondents VLE
1 | Proper performance evaluation 14% | Proper performance evaluation 34%
and appraisal programs and appraisal programs
2 | Strong mentor and coaching 10% | Strong mentor and coaching 10%
programs programs
3 ____ | Customized training 6%
opportunities for women
4 ____ | Providing child care support or 2%
providing allowance

Table 21 — VLE facilitating factors at organization level based on respondents gender
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Facilitating Factors at Societal Level

‘Support programs for child and elders care service’ is the second most impactful factor with
a score of 4% followed by ‘Influence of successful female leaders in the society’ and
‘Awareness programs to change culture towards role and ability of women’ where each of
these factors scored 2% score. ‘Equal education opportunities for women’ is the first most
impactful factor for both male and female respondents where there is a margin of 10%
difference in favor of female respondents. Table 23 presents the difference in ranking of the
facilitating factors at the societal level from highest to the lowest based on their VLE score and

respondents gender.

No. Male Respondents VLE Female Respondents VLE

1 | Equal education opportunities for | 10% | Equal education opportunities 20%
women for women

2 ____ | Support programs for child and 4%

elders care service

3 Influence of successful female 2%
leaders in the society

4 Awareness programs to change 2%
culture towards role and ability
of women

Table 22 — VLE facilitating factors at societal level based on respondents gender

4.4. Comparison of Findings with other Studies

The study of Gebre Mariam (2019), focused on finding the factors limiting women’s
participation in leadership positions at Bank of Abyssinia, shows that educational gap between
men and women (76% of respondents), lack of recommendation (72% of respondents), socio-
cultural and lack of confidence are the main factors. The findings of this study on the societal
limiting factors that have a significant impact as being ‘Limited educational opportunity’ is

similar to Gebre Mariam (2019) finding of ‘Educational gap between men and women’.

The study of Kemiso (2022) on the factors limiting women’s participation in Bunna Bank

shows that the major limiting factors of ‘Adequate academic qualification’ (40%), ‘ambition
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to be leader’ (35%), and ‘having the right communication skill’ (24%) are the most impactful
at the individual level where as ‘Lack of delegation’ (36%) and ‘Lack of training and adequate
education’ (23%) were the major ones at organizational level. At societal level, the findings
show that ‘Cultural beliefs & attitudes’ (33%) and ‘Gender Stereo type’ (27%) are the major
factors. Out of the main factors of Kemiso (2022), ‘Lack of training and adequate education’
and ‘Cultural beliefs & attitudes’ are also the major factors that are in common with the findings

of this study.
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Chapter Five — Conclusion and Recommendation

5.1. Introduction

This chapter presents the conclusion drawn from the discoveries that are the results of the
analysis conducted. Recommendation is also made based on the findings that are obtained.
Both the Conclusion and Recommendation in this chapter are put together to respond to the

Research Question as well as the Objective of the Research.

5.2. Summary of Major Findings

The study focused on finding the limiting factors that originate from the individual,
organization and society which have the power to determine the participation of women in
leadership positions at G. Global Gas & Chemicals Plc by gathering data using a structured
questionnaire from employees of the company.

The major findings of the study show that

®  The company have 150 employees; 99 female (66%) and 51 male (34%).

" Atindividual level, 32% of the respondents think that ‘Difficulty in balancing work and
family responsibility” is the most impactful followed by ‘Differences in leadership style

of women and men’ with 18% of the respondents points.

" Inregard to factors at the organization level, 40% of the respondents believe that ‘Lack
of priority for women during competition and promotion’ is the major factor while
‘Lack of fairness in professional development opportunities’ was considered the most
impactful by 24% of the respondents.

" Qut of all the limiting factors that originate from society, 36% of the respondents
considered ‘Family and work responsibility limit women progress’ to be the most
impactful while 30% of the respondents considered ‘Limited educational opportunity

for women’ to be the most impactful.
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" 64% of the respondents considered ‘Upgrading academic level through continuous
learning’ and 20% of the respondents believe that ‘Staying motivated and ambitious’
are the most impactful facilitating factors to change the situation at the individual level.

® At organizational level, the respondents 48% of the respondents believe that ‘Proper
performance evaluation and appraisal programs’ have the most impact to cause change
while 20% of the respondents considered ‘Strong mentor and coaching programs’ to

be the most impactful.

® At society level, efforts in ‘Equal education opportunities for women’ got 30% of the
respondent most impactful factor point while providing ‘Support programs for child

and elders care service’ got 4% of the respondents points as the most impactful factor.

®  Comparison of the scores based on the respondents gender show a considerable
difference in the score awarded. In the limiting factors category, the women
respondent’s scores are higher than that of men respondents from 2% up to 24%. The
same behavior is also observed in the facilitating factors category where there is still

from 2% up to 28% difference in the score awarded by women respondents than men.

5.3. Conclusion

The under-representation of women in leadership positions is the result of a variety of causes
that have contributed their own influence in a negative way. One way of categorizing these
causes to facilitate the study of their impact women can be done using the GOS framework that

categorize them into three: individual, organizational and societal.

The individual category consists of all the problem that are directly related to the individual
and they can be solved by the individual having the problems assuming the inputs needed are
available to the individual. In this regard the study found that out of all the limiting issues, the
most impactful are ‘Difficulty in balancing work and family responsibility’, ‘Differences in

leadership style of women and men’, and ‘Lack of adequate academic and job qualifications’.

The second category is all about the limiting issues that exist in the organization that female
employees have to endure every day. Modifications of the rules, regulations and culture of the
company that have negative impact on women advancement in leadership positions can remedy
the issue. According to the findings of the study, the most impactful things that can be done to

to solve issues related to the organization are ‘Lack of priority for women during competition
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and promotion’, ‘Lack of fairness in professional development opportunities’ and ‘Unfair

recruitment practices’.

The third category deals with issues that originate from society and have the power to limit the
advancement of women in leadership positions. The issues most of the time are one-way or
another related the negative cultural beliefs in society and the multiple roles women are
expected to play, both in the workplace and at home. The findings of the research shows that
out of all the limiting issues society have on the subject matter, the most impactful issues are
‘Family and work responsibility’, ‘Limited educational opportunity for women’, and ‘Negative

cultural beliefs and attitudes towards women role and ability to be leaders’.

5.4. Recommendation

Based on the findings of the study, there are things that can be done to solve the limiting issues
posing hindrance to advancement of women to leadership positions. The recommendations are

to be done at different levels: individual, organizational and societal.

At an individual level the most impactful facilitating factors that an individual can do are
‘Upgrading academic level through continuous learning’, ‘Staying motivated and ambitious’
and ‘Finding work life balance’. Individuals should keep upgrading their level of
academic/technical capability through continuous learning in order to stay relevant in the field
of occupation and keep competitive advantage for upcoming leadership positions. Learning
and utilizing the leadership style of men wherever required is also another point related to
upgrading oneself. Staying motivated and ambitious a very essential element for upgrading
ones academic achievement and to aim for more challenging job positions. Interacting with
material (books, seminars, audio-video content) that have motivational and/or technical
element related to occupation is very helpful in staying motivated and ambitious. Consistently
doing things that enable an individual to save time and energy and reduce stress are vital to
find work life balance (delegating tasks that can be done by others, taking adequate rest/break,

setting boundaries between work & personal life, wise time management, etc.).

At an organizational level the most impactful facilitating factors that an organization can do
are ‘Proper performance evaluation and appraisal programs’, ‘Strong mentor and coaching

programs’ and ‘Customized training opportunities for women’. An organization that have
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transparency and fairness in its conduct of doing performance evaluation and appraise
individual’s contribution lifts one of the main impediment women face since it greatly reduce
the chance of favoritism or nepotism in its business process. Coaching and mentoring programs
enable an organization to have employees that are capable of taking responsibility in a short
period of time since they have already passed through the phase of familiarizing themselves
with the tasks in the line of work they are assigned on. Customized training opportunities for
women on the line of work they are engaged in helps to bridge the gap they have against their
male counterparts (gap created by inherent issues in the society) and make them competitive

in a relatively short period of time that would otherwise took a very long time.

At societal level the most impactful facilitating factors that society can carry out to enable
women have a level playground are ‘Equal education opportunities for women’, ‘Support
programs for child and elders care service’ and ‘Influence of successful female leaders in the
society’. A society that provide equal access to education opportunities in all levels of provision
will eventually fill the existing gap created from centuries of negative cultural beliefs and
practices. This will remove one of the basic barriers that keep women out of the positions that
require a considerable amount of academic qualification. The other facilitating factor is
reducing or removing the responsibilities that women do have to carry-out at home in providing
care and support for the children and elders living with them besides the responsibility they
have at their workplace. Support programs in different forms (flexible work schedule, day care
facility, extra leave for family emergency, etc.) can greatly help them to achieve work life

balance and be more productive.
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Appendices

Annex 1: Questionnaire

Dear respondent,

My name is Samrawit Bogale and I’m a graduate student in Executive MBA program at Addis
Ababa University College of Business & Economics, Department of Management. For the
purpose of completing my studies, I’'m conducting a research under the title ‘Women

Leadership in Organizational Success: The case of G. Global Gas & Chemical Plc.’.

I’m looking for people who are willing to participate in this study and can give me information
that is genuine and helpful to complete my research and | believe you do have the capacity to

do so by answering the questions listed in this questionnaire.

In filling out this questionnaire, there is no need to write your name, use v~ sign to indicate
your choice in part one of this questionnaire and you can use the back side of the questionnaire
paper to provide answers for open ended questions in case the space provided under the

question is not sufficient.

The information that you share with me will be kept confidential and only used for the academic
purpose and you can contact me for any difficulty in filling out this questionnaire through email
() and telephone ().

Thank you for your consideration and cooperation.

Part One: Respondent’s Demographic Information (Please use v' mark.)

1. Sex 0 Male O Female

2. Age [118-25 [126-35 [J136-45 (146-55 [156 & above
3. Marital status L] Single [ Married [ Widowed L] Divorced

4. # of children 01-3 0 4-6 00 Above 6 O None
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5. Educational Level [ Diploma/TVET COBA/BSc Degree COMA/MSc & Above
6. Years of Service [d<3Years [03-7 08-12 [113-20 21 & Above

7. Experience in

.. O<3Years O3-7 08-12 13- 20 O 21 & Above
Current Position

Part Two: Assessment of factors limiting women’s participation in leadership positions

This part of the questionnaire uses a five point scale (Very Small Extent (VSE), Small Extent
(SE), Undecided (UN), Large Extent (LE), and Very large Extent (VLE)) for assigning a value
you think each question deserve according to your opinion. Please show your answer by putting

a tick mark (v) on one of the five boxes given next to the question.

2.1. Individual Level

VSE | SE [UN | LE | VLE
ORNAORNOREQRNS)

No. | Limiting factors at individual level

1 | Differences in leadership style of women and men

2 | Difficulty in balancing work and family responsibility

3 | Lack of adequate academic and job qualification

4 | Lack of confidence and fear of failure

5 | Lack of ability to handle a crisis

6 | Lack of mentoring/coaching and networking

7 | Lack of self-motivation and ambition

2.2. Organizational Level

VSE | SE [UN | LE | VLE
D@ @ |® 6

No. | Limiting factors at organizational level

1 | Lack of flexible working practices and hours

Lack of fairness in professional development
2 | opportunities
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Lack of opportunities to work on challenging
3 | assignments

4 | Lack of qualified women for leadership roles

Lack of priority for women during competition and
5 | promotion

6 | Top Management attitude towards women

7 | Unfair recruitment practices

2.3. Societal Level

VSE | SE|UN | LE | VLE
D@ @E @ 6

No. | Limiting factors at societal level

Negative cultural beliefs and attitudes towards women
role and ability to be leaders

Lack of encouragement for women to develop
themselves for leadership positions

3 | Family & work responsibility limit women progress

4 | Lack of support programs for child and elderly care

5 | Lack of women role models

6 | Limited educational opportunity for women

Part Three: Assessment of factors that facilitate women’s participation in leadership

positions

This part of the questionnaire uses a five point scale (Very Small Extent (VSE), Small Extent
(SE), Undecided (UN), Large Extent (LE), and Very large Extent (VLE)) for assigning a value
you think each question deserve according to your opinion. Please show your answer by putting

a tick mark (v) on one of the five boxes given next to the question.

3.1. Individual Level
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SE | UN
No. | Facilitating factors at individual level VSE LE | VLE
Ol @ @ 6
1 | Finding work life balance
2 | Building relationships and knowing People
3 | Making personal sacrifices and hard work
4 | Staying motivated and ambitious
5 Being aggressive and fighting for leadership
positions
6 Upgrading academic level through continuous
learning
3.2. Organizational Level
SE | UN
No. | Facilitating factors at organizational level VSE LE | VLE
D@ e @ 6
1 | Customized training opportunities for women
2 | Developing women network in the company
3 Encouraging women to acquire the required
qualifications
4 | Flexible working hours
5 Proper performance evaluation and appraisal
programs
6 | Strong mentor and coaching programs
7 Providing child care support or providing
allowance
3.3. Societal Level
SE | UN
No. | Facilitating factors at societal level VSE LE | VLE
D@ E|®@] 06

66



Censoring media transmitting content discriminating
women

Change family traditional structure in terms of roles

Equal education opportunity for women

Influence of successful female leaders in the society

Support programs for child and elders care service

awareness program to change culture towards role &
ability of women
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Annex 2: Interview Questions

Interview Date

1. Personal Data: sex, age, marital status, education level, years of service, service in current

position.

2. What is the current position you are working on and for how long?

3. What do you think are the limiting issues for women to advance in leadership positions

a.At an individual level

b. At organizational level

c. At societal level

4. What does the promotion and appraisal program of the company look like?

5. Have you witnessed or heard about discrimination of women in recruitment?
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6. What is your perception of women representation in the company? Do you believe

women have a fair representation in the company?

7. What was your role model for you to reach the position you are today? Your thoughts on

the significance of role models.

8. What is your thoughts on leadership styles? Do you have your preference?

9. What do you think women leaders contribute to leadership roles?

10. What career advice do have for people who aspire to become a leader?

11. What does the support you received to reach to this position look like?
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