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ABSTRACT

This study set out to identify the barriers hindering women's advancement in leadership roles
within Ethiopia’s tech sector by taking Gebeya Inc. as a case study. The aim was to explore the
significance of these barriers on women's advancement to leadership roles and to determine the
extent of women’s advancement in the organization. To this end, a multiple-question Likert scale
questionnaire was prepared and shared with the employees via a Google Docs link. The
research showed that gender bias, glass ceiling, and stereotypes & prejudices were perceived to
occur less frequently within Gebeya Inc. while work-life balance challenges were identified as a
significant barrier affecting women's leadership advancement in the organization. All the
barriers, however, were seen to have a strong but negative relationship with women’s

advancement in Gebeya Inc.

Keywords: Barriers, Gender Bias, Glass Ceiling, Work-Life Balance, Stereotypes & Prejudices,

Women’s Advancement
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CHAPTER ONE

INTRODUCTION

This chapter provides an introduction into the subject matter and into the target organization of
the study. It also describes the statement of the problem, the objectives, significance, and
limitations of this study. Operational definitions of terms are also given here along with a

description on how the research paper is organized.

1.1. Background of the Study

Over the past 50 years, there have been notable advancements for women in the workplace.
Studies reveal, however, that although there are more women working in mid-management roles,
men still hold the majority of executive jobs worldwide. According to Schmidt et al. (2009:49),
media and cultural references celebrate and presume that women have achieved equity by
drawing parallels between the contemporary presence of women in managerial positions and the
housewives of the 1960s. However, this is not the case. This discrepancy between the perceived
equality and the persistent data imbalance causes confusion; women are still underrepresented in
executive leadership, governance, and directorship, despite hopeful perceptions that they have

overcome barriers to high positions.

Research shows that in 2020, women controlled just 29% of senior management posts worldwide.
In a similar vein, women only made up 18% of C-suite roles in Fortune 500 US corporations in
2020, according to a McKinsey & Company analysis. These figures emphasize the ongoing
difficulties women encounter in achieving leadership roles and the necessity of doing research to

pinpoint and remove obstacles preventing women from advancing in corporate environments.



Despite progress made in diversity and gender equality programs globally, women in Ethiopia,
particularly in the tech sector, face unique and significant barriers. Studies such as those by
Alemu and Tekle (2018) indicate that cultural norms and societal expectations in Ethiopia often
hinder women's career advancement. According to Gebre (2019), work-life balance challenges
are particularly noticeable for Ethiopian women, given the traditional gender roles that dominate
household responsibilities. Additionally, the prevalence of gender bias and stereotypes within
Ethiopian tech companies, further limits women's opportunities for leadership (Desta and
Mekonnen, 2020). This study focuses on such barriers within the context of Gebeya Inc., a
prominent Ethiopian tech company, to provide insights specific to the Ethiopian corporate

environment.

1.2.  Background of the Company

Gebeya Inc. is a leading Pan-African tech leadership company that specializes in SaaS-enabled
custom talent cloud innovation. Creating millions of opportunities, Gebeya is skyrocketing

Africa’s potential and global competitiveness with its revolutionary Gebeya Talent Cloud.

Having clients including Microsoft, Safaricom, UNHCR, and being featured in Forbes,
Entrepreneur, BUSINESS INSIDER, BusinessWire, and Bloomberg, Gebeya aims to open
Africa to a world of opportunity. Talents can gain access to digital learning, business, mentorship,
career-growth, membership benefits, and networking in multiple professional ecosystems with

their valued partners based on their field of interest.



1.3. Statement of the Problem

Given the prevalence of women in the workforce, it is still unclear why they are not rising to
positions of leadership. Although explicit bias is decreasing, women's prospects and progress
may still be severely impacted by structural and unconscious biases held by superiors, coworkers,
and business leaders (Carnes et al., 2015). Interpersonal, internalized, and structural barriers to
women's professional achievement can be distinguished (Bismark et al., 2015). Numerous social,
psychological, and occupational obstacles confront women. Social obstacles include, for
example, the possibility of women being excluded from certain social activities, both within and
outside of the workplace (Tariq et al., 2017). Even with all the qualifications and abilities needed
for a position, preconceptions can still present challenges for women. Because women are seen —
and frequently believe — that they are intrinsically less capable of assuming leadership roles,
these stereotypes can result in stereotype threat, which acts as a self-reinforcing barrier. As a
result, women may not actively pursue leadership roles or may not be successful in those that

they do take on (Carnes et al., 2015).

The unfavorable opinions that male coworkers hold about women can hinder women's
advancement in the workplace. According to research by Desai et al. (2014), men who are
married to unemployed women have a negative perception of the women they work with,
compared to men who are single or married to a working woman. Generally speaking, compared
to their male counterparts with comparable qualifications, women are frequently seen as less
credible, capable, and able (Bismark et al., 2015). According to Howard (2018), women
reportedly had to be more conscious of their looks than their male coworkers as they may
encounter unfavorable opinions from their male colleagues because of the way they look. Men

believed that women are not in leadership roles only because they do not seek those positions or
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desire to assume greater professional responsibility, according to research by Bismark et al.
(2015). Though probably not the only issue, this idea deserves investigation. It is necessary to do
research to determine the reasons behind women's lack of persistence in pursuing leadership

roles and the institutional barriers that may deter them from doing so.

Not only do male coworkers provide difficulties, but female coworkers also don't always
encourage one another. It's interesting to note that, according to women interviewed by
Czabanowksa et al. (2017), women stated that they would rather work with men than with
women because men are typically less emotional and make decisions more quickly. Because
there isn't much research on this result or the possible harm that women can do to one other's

careers, it is especially fascinating to examine this point in the study.

Many studies have been done to shed light on the different ways that gender differences exist in
leadership roles; nevertheless, women who want to progress in their careers face a variety of
challenges due to the complex interactions between factors like stereotypes, work-life balance
issues, gender bias, and glass ceilings. Despite the global recognition of gender diversity's
importance in leadership, there is a notable scarcity of research conducted within the context of
Ethiopia's tech companies. This study seeks to build upon previous research and evaluate if these
barriers persist in the modern landscape. By identifying specific challenges and proposing
actionable solutions to promote gender equity and support women's advancement to leadership
positions, this research aims to provide valuable insights and practical recommendations for

creating more inclusive and equitable workplaces in the Ethiopian tech sector.



1.4.  Objectives of the Study

The following objectives guided the conduct of the study:

1.4.1. General Objective

The research aimed to assess the barriers that hinder women's advancement to leadership

positions within Gebeya Inc.

1.4.2. Specific Objectives

The specific objectives of the study are:

To determine the level of women’s advancement in Gebeya Inc.

To identify the significance and the strength of the relationship between gender
bias and women’s advancement in Gebeya Inc.

To identify the significance and the strength of the relationship between gender
bias and women’s advancement in Gebeya Inc.

To identify the significance and the strength of the relationship between work-life
balance challenges and women’s advancement in Gebeya Inc.

To identify the significance and the strength of the relationship between

stereotypes & prejudices and women’s advancement in Gebeya Inc.

1.5. Research Questions

The following research questions have been addressed in the study:

What is the level of women’s advancement in Gebeya Inc.?



e What is the significance and the strength of the relationship between gender bias
and women’s advancement in Gebeya Inc.?

e What is the significance and the strength of the relationship between gender bias
and women’s advancement in Gebeya Inc.?

e What is the significance and the strength of the relationship between work-life
balance challenges and women’s advancement in Gebeya Inc.?

e What is the significance and the strength of the relationship between stereotypes

& prejudices and women’s advancement in Gebeya Inc.?

1.6.  Significance of the Study

This study conducted on the assessment of barriers hindering women’s advancement was to add
to the existing, scarce research on the topic and allow leaders in tech sectors to better understand
their employees. This research has important implications for advancing societal progress,
improving organizational performance, and promoting gender equality. Through tackling these
obstacles and encouraging female representation in leadership roles, the study seeks to facilitate
the development of a society that is more innovative, fair, and inclusive for all. This research will
also add to the existing literature on gender issues and women's participation in various sectors in

Ethiopia.

1.7.  Scope of the Study

This research was only carried out within Gebeya Inc. Because of the time constraints and
project requirements, the study was not done outside of the boundaries of this establishment.

Additionally, it was performed on both its local employees and foreign or expatriate employees.



While there are many obstacles preventing women from rising to positions of leadership, this
study addressed gender bias, glass ceilings, work-life balance challenges, and stereotypes &
prejudices in order to better understand how these obstacles affect women’s advancement in

leadership roles in Gebeya Inc.

1.8. Limitation of the Study

Although the goal of the proposed research project is to shed light on the obstacles that prevent
women from rising to positions of leadership, care should be taken when extrapolating the
findings outside of Gebeya Inc. or Ethiopia's tech industry. In addition, it is crucial to recognize
the possible limits of highly subjective data since this research was carried out in a single

organization and was highly dependent on employee perceptions.

Furthermore, the research was conducted within a specific time frame and resource constraints,
which may limit the depth and scope of the analysis, such as the examination of intersectional

factors or the longitudinal analysis of career trajectories.

Despite these limitations, the proposed research project represents an important step towards
understanding and addressing the barriers to women's advancement in leadership roles within

Ethiopia's tech sector.

1.9. Definitions and Terms

e Barrier: is something that stands in the way of advancement or movement.
e Gender Bias: is the tendency to regard one gender better than another or have prejudices

against particular genders.



1.10.

Glass Ceiling: Perpetuated by organizational structures, practices, and cultures that favor
traditionally dominant groups, glass ceiling concept highlights the systemic and often
subconscious barriers that prevent qualified individuals from reaching their full potential
based on irrelevant factors such as gender or other personal attributes.

Stereotype: is a commonly held, oversimplified, essentialist attitude about a certain
group based on socioeconomic level, language, race and ethnicity, age, gender identity,
sex, or other factors.

Prejudice: is a preconceived (usually negative) assessment or categorization of another
individual based on that individual's perceived personal attributes, such as political
affiliation, sex, gender, gender identity, beliefs, values, social class, age, disability,
religion, sexual orientation, race, ethnicity, language, nationality, culture, complexion,
beauty, height, body weight, occupation, wealth, education, criminality, sport-team
affiliation, music preferences, or other perceived characteristics (Bethlehem, 2015).
Work-Life Balance: Sustaining a healthy balance between work and personal life by
setting aside time and energy to fulfill obligations on both fronts and giving self-care and

wellbeing first priority.

Organization of the Thesis Report

There are five chapters in this paper. In the first chapter, the topic is briefly discussed and

Gebeya Inc.'s background is provided. The study included a comprehensive overview of its topic

matter, research objectives, underlying research questions, significance, scope, and limitations.

The second chapter provides a thorough explanation of the principles and variables of the study

while critically reviewing the issues of barriers faced by women in leadership roles.



The study methodology used is the main topic of the third chapter. It includes an overview of the

sampling design, data sources, and study design.

The presentation and analysis of the data take up the fourth chapter. It provides information on

the findings and the respondents.

The fifth and final chapter provides conclusions and recommendations.



CHAPTER TWO

LITERATURE REVIEW

The purpose of this literature review is to give an overview of earlier research on the topic and
related studies. In keeping with the research topic, it goes over key ideas and research challenges.
It seeks to add to the growing body of research about the obstacles faced by women in leadership

positions.

2.1. Theoretical Review

2.1.1. Exploring Barriers

In order to start looking at obstacles that women face in the workplace, it's important to
recognize that there have been significant advancements made in the last few decades. For
example, women's labor force participation increased in the United States over the second half of
the 20th century and is currently almost equal to men's at 46.9% (Geiger & Parker, 2018). In
2019, women also made up the majority (50.2%) of the labor force with a college education for
the first time (Fry, 2019). A record-breaking thirty percent of S&P board directors were female
in 2020 (Catalyst, 2021). Furthermore, from only 15% in 2019 to 26% in 2021, the proportion of
women serving as CEOs and managing directors has grown overall (Catalyst, 2022b). Over time,
the gender wage gap has also shrunk. In 2021, women's median weekly earnings surpassed men's
by 83.1%, while in 1979 women's earnings accounted for only 62.3% of men's wages (Catalyst,

2022¢).

While it is evident that there has been significant progress in recent times towards workplace

gender equality, several obstacles still exist. For example, there is an 18.5% difference in median
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weekly salaries between men and women across all occupations, and these differences get larger
in higher-paid occupations (Hegewisch & Barsi, 2020). Women make up just 6.2% of CEO
positions in S&P 500 firms (Catalyst, 2022a). Recent trends, which are made worse by women
quitting their jobs due to the COVID-19 pandemic (Fry, 2022), indicate that there may be fewer
women entering the pipeline for leadership positions in organizations (Utzschneider, 2021).
Additionally, a Pew Research Center survey found that roughly 42% of working women and
22% of working males said they have encountered gender-based workplace discrimination,
which included things like getting paid less for the same task and being treated with less

competence (Parker & Funk, 2017).

In a nutshell, gender disparities in the workplace continue to be wide and complex, and as such,
they have attracted the interest of researchers from a variety of fields, including management,
sociology, economics, and psychology. Scholarly research by psychologists seeking to explore
the effects of gender in companies has mostly concentrated on determining obstacles to gender
equality and examining differences between women and men in the workplace (Eagly et al.,

2012; Joshi et al., 2015).

Using theories of sex roles and stereotypes, one of the most popular social psychology methods
to the study of gender disparities in organizations looks into the hurdles and gender gaps that
women encounter in the workplace (Eagly et al., 2012; Joshi et al., 2015). According to this
viewpoint, sex-typed, normative behavior is enforced by prescriptive standards for men and
women (Eagly, 1987; Heilman, 2001, 2012). In particular, social role theory asserts that the way
men and women are assigned to various social roles in society is the root cause of social
behavior variations between them (Wood & Eagly, 2012). Even though women are now more

likely to participate in the labor force than in the past, historically, women were more likely to

11



hold domestic/nurturer roles and men were more likely to hold employment/provider roles
(Eagly, 1987; Eagly & Wood, 2012). However, recent studies have shown that modern
occupational segregation similarly places women in nurturer roles (e.g., requiring social skills)

and men in provider roles (e.g., using competition and physical strength) (Eagly et al., 2020).

Gender roles and stereotyped sex-typed behavior are linked through a number of societal and
personal processes. The most attention is focused on gender bias, glass ceilings, work-life

balance challenges, and stereotypes & prejudices.

2.1.1.1. Gender Bias

Gender bias refers to the systematic favoritism or discrimination towards individuals based on
their gender. The term "gender bias™ describes the discriminatory attitudes and ideas held by
people or groups that give preference to one gender over another, resulting in unfair
opportunities and treatment (Eagly & Carli, 2007). Gender bias frequently shows itself in
business environments in a variety of ways, including unequal pay, limited access to leadership

positions, and differential expectations depending on gender stereotypes (Eagly, 1987).

One of the most important measures of gender diversity in the organizational structure is the
proportion of women in leadership roles (Eagly & Carli, 2007). Empirical studies emphasize the
significance of diverse leadership teams in promoting enhanced decision-making and overall

performance of organizations.

Pay equity, another essential criterion, assesses whether women are compensated fairly in
relation to males (Blau & Kahn, 2017). Disparities in pay structures must be addressed by

organizations, as seen by the persistence of gender wage discrepancies.
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One important measure that provides insight into how often women move up the corporate
ladder is promotion rates (Lyness & Heilman, 2006). Studies reveal that women are frequently
passed over for promotions, especially in industries where men predominate, which adds to their

low representation in leadership positions.

Lastly, according to Ely et al. (2008), women's job advancement depends on their ability to take
advantage of development options like training and mentorship programs. Ensuring equitable
access to these opportunities serves to both lessen the impact of gender bias and promote an
inclusive culture inside the firm. When taken as a whole, these standards offer a thorough
framework for evaluating gender bias in workplace settings and point out areas that need to be

addressed in order to advance inclusivity and gender equality.

2.1.1.2. Glass Ceiling

According to Cornell University, Nora Frenkiel coined the phrase "glass ceiling” in Adweek in
March 1984 (Catherwood Library, 2005) to describe the invisible barriers that women
encounter after they reach mid-management positions. They get to the top of middle
management, yet this barrier remains unbroken. The glass ceiling is supposedly being broken,
according to the media and modern messaging, but in actuality, it still stands (Schmitt et al.,
2009). Moreover, subtleties surrounding this limitation are emerging in novel ways, prompting
phrases like "cliffs" (Ryan & Haslam, 2005), "glass escalators” (Eagly & Sczesny, 2009), and

"slippers” (Rudman & Heppen, 2003).

A more modern word for these obstacles is the "labyrinth," which refers to the difficult, draining
obstacles that women must overcome in order to advance to senior positions (Guerrero, 2011, p.
382). Despite advancements in most fields of employment, women are still significantly
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underrepresented in positions of authority. Women make up less than 16% of Fortune 500
company corporate officers and board members (Catalyst, 2007, p. 1). The women who do attain
these positions frequently pay a price for them. Stereotyping, racism, sexual harassment,
tokenism, and isolation are among the challenges that these women bear (Barreto, Ryan, &

Schmitt, 2009, p. 9).

In spite of their qualifications and accomplishments, promotion barriers keep competent women
from moving up to more senior leadership roles (Eagly & Carli, 2007). According to Morrison et
al. (1987), these obstacles could be discriminatory promotion practices, limited access to
possibilities for advancement, or evaluation standards that are skewed in favor of male

candidates.

Leadership Development Opportunities are another important factor. These include training,
sponsorship, and mentorship programs that are available to help develop future leaders (Ely &
Meyerson, 2000). Access to these developmental possibilities is often unequal for women, which
can make it more difficult for them to gain the knowledge and experience needed for career

growth (Ibarra, 1992).

Organizational culture also plays a crucial role in the perpetuation of glass ceilings as it impacts
workplace norms, beliefs, and behaviors (Schein, 1990). Women may encounter resistance or
exclusion from informal networks and decision-making processes in settings where masculine

norms predominate, which further restricts their ability to advance in their careers (Powell, 1999).

Another crucial factor is transparency in decision-making procedures, since subjective or opaque
decision-making methods can reinforce prejudices and obstruct potential for progress (Heilman
et al., 1995). Employee trust can be damaged and uncertainty raised by opaque decision-making

14



processes, especially for individuals who feel that there are unfair inequities in promotions

(Konrad et al., 2000).

Employee perceptions offer insightful information on the presence and effects of glass ceilings in
firms. Employee morale, engagement, and commitment are influenced by perceptions of justice,
diversity, and inclusivity in leadership possibilities and promotion processes (Roberson &
Colquitt, 2005). Employee confidence in the organization's commitment to diversity and
meritocracy may be eroded when they believe that systemic impediments are impeding women's
advancement, which can lower motivation and job satisfaction (Kulik, 2004). In order to break
down glass ceilings and provide ways for women to develop into leadership positions, meeting
these requirements calls for a multidimensional strategy that takes into account organizational

rules, practices, and culture.

2.1.1.3. Work-L.ife Balance Challenges

Problems with work-life balance are a big component of the modern workplace, especially in
corporate environments where professional expectations frequently collide with personal and
family commitments (Allen et al., 2013). This intricate relationship can affect a number of
aspects of workers' lives, including their general career advancement, well-being, and level of
job satisfaction. It can be difficult for women to fully participate in their careers and pursue
leadership possibilities since they frequently bear a disproportionate share of the load of

caregiving and household tasks (Grover & Crooker, 2016).

Initiatives like telecommuting, shortened workweeks, and flexible scheduling are examples of
flexible work arrangements that help people better manage their personal and professional life.

Studies reveal that companies that provide flexible work schedules reap advantages like
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heightened employee satisfaction, decreased turnover, and enhanced production (Allen et al.,

2013).

Organizational efforts to support work-life balance, such as wellness programs, childcare
assistance, and parental leave show how dedicated a company is to helping staff members
successfully balance their personal and work life. According to studies, companies with
supporting policies have happier, more engaged, and more retained staff members (Kossek et al.,

2011).

Employee satisfaction is significantly influenced by work-life balance, and research shows that
there is a substantial positive association between the two (Greenhaus & Powell, 2006).
Employee commitment, loyalty, and job satisfaction are all likely to be higher when they believe

their company supports their work-life balance.

Managers that are supportive show flexibility and understanding when it comes to their staff
members' personal obligations, and they actively support work-life balance efforts. Research
indicates that workers who perceive high levels of managerial assistance report feeling more
satisfied with their jobs and experiencing less work-family conflict (Matthews & Williams,

2018).

According to research, companies that place a high priority on work-life balance are better able
to retain people as well as cultivate a culture of growth and development (Grover & Crooker,
2016). Thus, resolving issues related to work-life balance is essential to guaranteeing fair career

advancement and optimizing the capabilities of every worker in the company.
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2.1.1.4. Stereotypes & Prejudices

Prejudices and stereotypes are common social phenomena that have a big impact on both
individual experiences and workplace dynamics. They frequently take the form of biases or
preconceived ideas based on attributes like gender, race, or ethnicity, which affect how people

perceive the skills and actions of other people (Rudman & Glick, 2001).

According to Rudman & Glick (2001), stereotypes about women may be detrimental to their
capacity for leadership, competence, and suitability for particular professions. As a result, they

may experience discrimination and have less prospects for career advancement.

Perceptions of women's leadership competency are skewed because traditional gender
stereotypes frequently equate leadership attributes more strongly with masculine characteristics
(Eagly and Karau, 2002). This bias can take many different forms, including undervaluing
women's leadership ability or casting doubt on their capacity for making strategic decisions

(Heilman, 2001).

Research has indicated that gender prejudices may impact the hiring process, resulting in
discriminatory actions such as the use of gendered language in job postings or the subjective
assessment of applicants according to gender norms (Bielby & Baron, 1986; Swim et al., 2004).
Similar to this, preconceived notions about women's ability to succeed in the workplace may lead
to missed chances or unfair comparisons with male colleagues when it comes to promotion
decisions (Heilman, 1983). According to Moss-Racusin et al. (2012), these biases maintain

inequality in organizational hierarchies and undermine merit-based selection procedures.
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Stereotypes and prejudices are reinforced in the workplace via microaggressions, which are
frequently subtle and inadvertent displays of bias (Sue et al., 2007). Microaggressions can take
many different forms for women in leadership positions, including being talked over or
interrupted during meetings, having their ideas discounted or mistakenly attributed to others, or
hearing negative remarks based on gender stereotypes (Martinez et al., 2019). Even though
microaggressions are little in and of itself, their combined effects can be harmful, causing
women leaders to lose confidence, lose credibility, and face hostile work situations (Nadal et al.,

2011).

In order to combat preconceptions and prejudices in the workplace, organizations can implement
a variety of mitigation strategies that include instituting zero-tolerance policies for
discriminatory behaviors, promoting inclusive leadership practices that value diverse
perspectives, creating transparent and unambiguous evaluation criteria for hiring and promotion
procedures, and offering diversity training programs to increase awareness of unconscious biases

(Kulik et al., 2014; Kalev et al., 2006).

2.2. Empirical Review

2.2.1. Structural Issues in Society and Corporate Settings

Social role theory proposes that people's perceptions of the social groups in their society are
derived from the associations they make between particular acts and their typical social roles
(Koenig and Eagly, 2014). Gender is a particularly prevalent and powerful social group identity
(Tolbert et al., 1999). As a means of setting themselves apart from others, most people do, in
fact, handle information with a certain degree of conscious or unconscious consideration for

their gender (Kottke and Agars, 2005).
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Women's potential is more directly impacted by issues with corporate structures.
Organizational structures have the potential to obstruct and hinder the growth of women and
can frequently be uniform and established over time. They are challenging for women to enter
because they frequently feel uneasy networking in these social contexts and because they have
obligations at home that prevent them from putting in the extra time outside of work hours

(Broughton & Miller, 2009).

One further problem facing the company is that advancement to higher levels need more than
just exceptional abilities and background. It could be impacted by ambiguous rules and
regulations, like friendly connections with influential individuals or other implicit expectations.
Moreover, corporations frequently conceal the methods by which employees can take
advantage of training or travel possibilities for professional advancement. The presence of
female employees increases this ambiguity (Hamel, 2009). Women's limited natural
relationships with men in positions of authority hinder their ability to acquire senior posts when

attempting to negotiate the covert expectations for career promotion.

2.2.2. Prevailing Perceptions of Gender and Leadership

The misconception that the effectiveness of leadership differs across the sexes persists despite
the lack of evidence to support the idea (Guerrero, 2011; Rosener, 2008). In some
organizational cultures, gender biases that hold that male qualities are most closely associated
with leadership qualities stubbornly endure and are challenging to change. Reactions against
women who are thought to possess characteristics more closely linked to men occur (Guerrero,
2011). There are two types of shared knowledge in a culture concerning the characteristics that

men and women possess. Descriptive beliefs are the ways in which society perceives a man or
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a woman to behave (e.g., stern or talkative). Prescriptive ideas refer to the ideal behaviors that
society expects a man or woman to possess (such being brave or kind). Society has attitudes

regarding leadership qualities in addition to gender norms.

2.2.3. Prejudices and Discrimination

According to Collins (2006), prejudices are preconceived notions that are not supported by
logic or experience, and discrimination is the act of treating someone unfairly because of one's
preconceptions. While prejudices and discrimination against women in the workplace have
decreased, they are still very much present for women in positions of authority (Simpson, 1997).
For today's executive woman, these issues are commonplace. They manifest as sexism,
stereotyping, tokenism, and the framing of the current status of gender equality against the even

bigger injustices of the past.

This false sense of gender equality reduces prospects for women collectively by creating false
hope and removing the perceived need to improve things. Studies show that compared to
women who believe that gender discrimination is an unusual occurrence, those who believe that
widespread gender discrimination hinders their potential for progress exhibit stronger
identification with a particular gender group. When discrimination is seen clearly and critically,
women will consciously assist one another. In addition, token women report feeling more alone
and stressed out about their performances. Additionally, studies also show that " token women
are often less successful in their careers, are more likely to face prejudice based on their gender,
and earn lower ratings from male subordinates than women who are more equally represented.
The "Queen Bee Syndrome™ is a prevalent coping strategy used by successful women to

prevent them from imparting knowledge or pushing other women forward. By conforming to
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the views and interests of the males, a woman can use this tactic to keep herself on par with

them (Hamel, 2009).

However, sexism is now harder to find than it formerly was (Barreto et al. 2009).
Subconsciously sexist attitudes can persist even in those who embrace equitable and fair
practices and genuinely agree with them. As a result, even when people firmly believe that they
do not support prejudice or are making a concerted effort to keep it to themselves, prejudice

frequently manifests itself unconsciously.

2.2.4. Work-Life Balance

Along with their career aspirations and obligations, women are more likely to struggle with
managing their familial responsibilities. In addition to the time and effort that women devote to
raising their kids, women who are also raising families may be impacted by additional
unfavorable opinions about men. According to research by Bismark et al. (2015), having a
family is seen as a disadvantage or diversion, and women cannot successfully balance a family
and a profession. Women who pursue careers in addition to raising a family can still feel that
they have achieved a healthy work-life balance, even if taking care of a family can contribute to
the challenges that women confront. Women who successfully balance having children and
fulfilling their job responsibilities experience fulfillment in both their personal and professional
life (Hook et al., 2018). Women may experience inflexibility or less opportunities while
attempting to start or raise a family due to gender bias and male superiors' ignorance of the

extra obstacles women face (Johns et al., 2013).

Conflicting commitments and obligations occur in organizations and society in the fiercely

competitive global environment. Work-life balance has thus grown in importance in the
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workplace. According to Kanwar et al. (2009), work-life balance significantly lowers
organizational expenses and improves employee performance while facilitating job satisfaction
and encouraging a good balance between work and family life. It's interesting that they also
found that achieving work-life balance is hampered by burnout experienced by those who fail

to achieve it.

We should all strive for greater balance in our lives; it's not just a problem for women
(Slaughter, 2012). Few would contest, nevertheless, the fact that women bear the majority of
the responsibility for raising children, grandchildren, and parents while balancing obligations at
work and around the house. Family needs continue to have a greater overall impact on women's
job advancement in the US than on men's (Zhao, 2011). More than men, women view job
flexibility, child care availability, and part-time employment as means of achieving a better

work-life balance (Doble & Supriya, 2010).

2.2.4.1. Work-Life Balance Across Generations

Particularly in the area of technology, the gap between the younger and older generations has
grown. Millennials (those born from 1981 to 1996, currently between 25 and 40 years old) and
Gen Xers (those born from 1965 to 1980, currently between 41-56 years old) have very
different ideas about workplace boundaries than do baby boomers (those born from 1946 to
1964, currently between 57-75 years old). They want their results managed but not their
flexibility, so they are far more likely to favor efficiency over face time. According to Sonier
(2012), in addition to having work-life balance, they want to be able to employ technology to

assist them in doing their professions.
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However, the definition of work-life balance varies depending on the stage of a person's career
and as they get older, new things become more significant to them (Jyothi & Jyothi, 2012). The
balancing of work and life is influenced by intergenerational attitudes and workplace

perceptions (Favero & Heath, 2012).

However, according to Sonier (2012), Baby Boomers are frequently viewed as passionate
workaholics who have long criticized the concept of a work-life balance. Therefore, it is not
surprising that Gen X and Millennial employees, who want greater accommodations to better
balance work and leisure, cause conflict in the workplace (Favero & Heath, 2012). However,
Sonier notes that there is a certain agreement among the generations. All generations appear to
be working increasingly long hours and sacrificing a great deal in terms of their personal lives.
According to a recent survey conducted by the Society of Human Resource Management, 89%

of American workers, across all generations, believe that work-life balance is currently an issue.

2.2.4.2. Work-life Balance for Women of Color

Furthermore, studies have been conducted on topics pertaining to women in the workplace,
including their experiences with work-life balance (Doyle & Hind 1998; Madsen 2012;
Philipsen 2008; Thompson, 1999). Role conflict, gender bias, and maternity leave are only a
few of the topics that have only been supported by White women or women in non-educational
sectors (Sundaresan 2014; Tajlili 2014; Guillaume & Pochic, 2009). Full-time job-holding
women may bring work-related obligations home, creating tension with the demands of their
familial responsibilities (Griffeth and Hom, 2001; Sudha & Karthikeyan, 2014). Married
women's lifestyles, especially those with children, are typically not compatible with the time

demands of leadership roles in education.
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Research indicates that barriers that specifically affect African American women's ability to
pursue leadership positions include lower wages and a lack of paternal support for their
children, even though Black women face similar challenges to White women (Roxburg et al.,
2001; Jean-Marie & Martinez, 2007; Gardiner et al., 2000). Research studies that exclusively
focus on the experiences of Black females are made possible by the differences between these
two groups' experiences with role conflict—a situation in which an individual is expected to
perform in two or more roles with nonreciprocal responsibilities—despite the fact that gender

issues in the workplace affect both Black and White females (Williams & Dewey, 2014).

Due to their dual marginalization as members of racial and gender intersections, Black women
experience racism in their professions as well as sexism in the workplace. Historically, this
racism has been embedded in organizational politics (Coleman, 2005; Sanchez-Hucles & Dauvis,
2010). Ethnic and cultural issues have mostly been left out of conversations about work-life
balance debates and initiatives, according to Kamenou (2008) and Blair-Loy (2003), despite
evidence that women of color face work-life balance challenges. To fully comprehend how
intersectionality creates distinct experiences with balancing professional and personal
obligations, it is imperative to examine the work-life balance issues that Black female leaders
face. Examining Black women's experiences with work-life balance is crucial because it has the
potential to broaden the current discourse on the topic, which currently leaves out the

perspectives of Black women.
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2.3. Conceptual Framework

Significant obstacles that prevent women from rising to leadership positions in corporate settings
include gender bias, glass ceilings, work-life balance challenges, and stereotypes. These
obstacles have larger effects on organizational dynamics and performance in addition to affecting
the experiences of specific women employees. In this conceptual framework, how these
obstacles affect women's advancement to leadership roles will be examined, emphasizing the

interdependence of gender-related workplace difficulties.

Independent Variables Dependent Variable

\ 4

Gender Bias

\ 4

Glass Ceiling

Women’s advancement to
leadership roles

Work-L.ife Balance Challenges

v

Stereotypes & Prejudices

v

Figure 1. Conceptual Framework

Adapted from Eagly, A. H., & Carli, L. L. (2007), Morrison, A. M., White, R. P., & Van Velsor,
E. (1987), Greenhaus, J. H., & Beutell, N. J. (1985), and Heilman, M. E. (2012)
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The above framework shows that gender bias, glass ceiling, work-life balance challenges, and
stereotypes have an effect on women's advancement in leadership roles. Through an analysis of
the aforesaid barriers, the research provided a thorough knowledge of the obstacles preventing

women from advancing into leadership roles.
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CHAPTER THREE

RESEARCH METHODOLOGY

This chapter provides an outline of the methodologies that are applied to address the research
questions and accomplish the study's objectives. It describes the intended research design
strategy, the data collection tool, the target population, the data sources, and methods for data

analysis, presentation, and interpretation.

3.1. Research Design

A research design is a plan that offers the general structure for gathering data for a study (Leedy,
1995:195). A well-designed research study aims to provide reliable results by using either
Exploratory, explanatory or descriptive types of researches. An exploratory study is one that
studies a topic at different depths without trying to come up with definitive solutions because it
doesn't know enough about a phenomenon or have a clearly defined problem (Saunders et al.,

2007).

On the other hand, explanatory research aims to elucidate by providing answers to the questions
"why" and "how". It evolves from exploratory research and looks for causes and explanations to

offer proof that either confirms or refutes a prediction (Grey, 2014).

Along with the aforementioned, a descriptive study in research focuses on giving an in-depth
description of the current state of affairs, such as demographic profiles, attitudes, opinions, or
behaviors, without attempting to establish causal relationships or make predictions. It aims to

comprehensively describe and summarize characteristics, behaviors, or phenomena within a
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particular population or sample without manipulating or influencing the variables under

investigation (Neuman, 2014).

In this study, the student researcher looked to uncover and understand an observed problem by
identifying and describing the significance of the various obstacles that prevent women from
taking on leadership responsibilities. Consequently, an exploratory research design was

employed.

3.2. Research Approach

According to Schwardt (2007), a research approach is a theoretical framework that outlines the
steps that an investigation should take and entails analyzing the techniques, assumptions, and
guiding principles. Either a qualitative or quantitative research approach is used. Van der Merwe
(1996) asserts that whereas quantitative research aims to test ideas, determine acts, show
correlations between variables, and forecast results, qualitative research focuses on the formation

of theories and knowledge.

In qualitative research, a researcher examines and interprets events in their natural environments,
utilizing non-experimental, non-measured methods (Denzin & Lincoln, 2005:10). In contrast,
quantitative research usesa standardized questionnaire to gather data and uses a random

selection process to pick study participants from the target population in an impartial manner.

Using a standardized questionnaire, the student researcher used this study to evaluate
relationships from a sample drawn from the target population. Additionally, the researcher was
knowledgeable in what to look for, and every component of the data was carefully laid out prior

to data collection. Consequently, a quantitative research approach was applied.
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3.3. Sampling Design

3.3.1. Target Population Size

The study was carried out by the student researcher on Gebeya Inc., with a target population of

95 employees in total.

3.3.2. Sampling Technique

The researcher employed simple random sampling within Gebeya Inc., where every member of

the population has an equal chance of being selected.

3.3.3. Sample Size Determination

Even though male respondents were included in the data in order to reduce bias resulting from
selecting female respondents only, after performing an Independent-Samples Mann-Whitney U
Test, the null hypothesis stating “The distribution of gender barriers is the same across categories
of gender” was rejected, as can be seen in Table 3-1. This led to removing the male respondents

and keeping female respondents only, which determined the sample size to be 61.

Table 3-1 Hypothesis Test Summary for Gender Inclusion

Hypothesis Test Summary

Mull Hypothesis Test Sig.™ Decision

1 The distribution of GB is the same  Independent-Samples Mann- 001 Rejectthe null hypothesis.
across categories of Gender. Whitney U Test

2 The distribution of GC is the Independent-Samples Mann- 012 Rejectthe null hypothesis.
same across categories of Whitney L) Test
Gender.

3 The distribution of WLE is the Independent-Samples Mann- 004 Rejectthe null hypothesis.
same across categories of Whitney U Test
Gender.

4 The distribution of SP is the same  Independent-Samples Mann- 044 Rejectthe null hypothesis.
across categories of Gender. Whitney U Test

5 The distribution of WA is the Independent-Samples Mann- =001 Rejectthe null hypothesis.
same across categories of Whitney ) Test
Gender.

a. The significance level is .050.
b. Asymptotic significance is displayed.
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3.4. Data Source and Method of Collection

3.4.1. Source and Types of Data

All the data was gathered from reliable sources. The respondents were given questionnaires to
complete in order to gather primary data, and literature reviews and previous research were used

to gather secondary data to support and guide the primary data.

3.4.2. Data Collection Method

Questionnaires were used by the student researcher to gather data on the various obstacles that
the respondents encounter. Other researchers in disciplines connected to gender have used the
questions to address these barriers, and they have been shown to be reliable when used to assess

the aforementioned barriers.

Researchers created the Gender Bias Scale (GBS) as one tool to gauge people's attitudes and
views of gender bias in a variety of settings, including the workplace (Glick & Fiske, 1996).
Likert scales are used by respondents to rate statements or items on the GBS, stating how much
they agree or disagree with each statement (Heilman, 2012). These statements could address
things like perceived gender stereotypes, discrimination on the basis of gender, and biases in

leadership, hiring, and promotion (Swim, 1995).

Other standardized questionnaires or scales might concentrate on particular facets of gender bias.
For example, the Modern Sexism Scale (MSS) measures subtle instances of sexism or gender-
based prejudices (Swim, 1995), while the Work-Life Balance Scale (WLBS) evaluates an
individual's perception of their capacity to manage work obligations with personal demands

(Carlson et al., 2006; Greenhaus et al., 2006; Netemeyer et al., 1996). These tools have been
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used in studies to measure and examine gender bias in various contexts, offering important new

perspectives on the occurrence and consequences of this phenomenon (Swim, 1999).

Though there isn't a single, accepted scale known as the "Glass Ceiling Scale," researchers have
created a number of tools to gauge how people perceive obstacles to progress in their workplaces.
These surveys frequently center on people's opinions of obstacles to job progression, especially

as they relate to racial, gender, or other demographic traits.

The student researcher collected data on the various obstacles faced by the female employees of
Gebeya Inc. using closed-ended, Likert scaled questionnaires using the aforementioned scales as
basis. From strongly disagree to strongly agree, the respondents were asked to rate their answers.
Five sections made up the questionnaire. Part | covered demographics; Part Il addressed issues
about "Gender Bias"; Part Il addressed questions about "Glass Ceiling"; Part 1V addressed
questions about "Work-Life Balance Challenge”; and Part V covered questions about

"Stereotype & Prejudice.”

3.4.3. Data Collection Procedures

Questionnaires that were given to respondents sampled through stratified sampling were used to
gather data. The respondents received a link to the Google Docs questionnaire after it was
prepared. Since the student researcher did not receive the addresses of all the respondents, the
student researcher forwarded the link to a representative who then shared the link with others.

The completed questionnaire then came directly to the student researcher through the system.
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3.5. Method of Data Analysis

Using SPSS and Microsoft Excel, the student researcher presented the data analysis and
interpretation. The data distribution was presented using descriptive analysis, and the effects of
gender barriers on women’s advancement were investigated using regression analysis. The
significance or strength of the barrier was indicated by the standardized beta coefficients of each

barrier.

By using this method, the student researcher prioritized the barriers based on their perceived
significance, helping to identify key areas for intervention or improvement in promoting gender

equality and diversity in leadership roles.

3.6. Validity and Reliability

Validity generally refers to a research measurement's accuracy. Among the different types of
validity that exist, such as Content Validity, Criterion-Related Validity, and Construct Validity,
the student researcher prioritized Content Validity, which is the degree to which a measurement

tool represents the measured construct.

The degree to which a measurement of a phenomenon yields steady and consistent results is
known as reliability. Internal Consistency Reliability, that uses reliability coefficients such as
Cronbach's Alpha, was used to validate this. The student researcher used this to assess the extent
to which items within the same scale or construct are correlated with each other, indicating the

reliability of the measure.
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3.7. Ethical Considerations

The study was carried out with the utmost ethical standards by the student researcher. Only
voluntary responses were included in the data. The student researcher provided advance notice of
the study's objectives before sending out the questionnaire link and also within the questionnaire.
No private information was requested, and respondents' anonymity was maintained. To the best

of the student researcher's skills, an impartial and objective study was carried out.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS & INTERPRETATION

The data findings and analysis for the study "Assessment of Barriers Hindering Women's
Advancement in Leadership Roles Within Ethiopia's Tech Sector" are presented in this chapter.
It includes information on respondent demographics, response rate, and descriptive analysis of
the several obstacles that women encounter while assuming leadership positions. Simple linear
regression analysis was conducted towards the end of the chapter to demonstrate the significance

and strength of the barriers towards women’s advancement in the organization.

4.1. Respondents Response Rate

The questionnaire on the “Assessment of Barriers Hindering Women's Advancement in
Leadership Roles Within Ethiopia's Tech Sector” was distributed via a Google Docs link to 61
female Gebeya Inc. employees. Out of those, 61 were submitted back, bringing the response rate

to 100%.

Table 4-1 Respondents’ Response Rate

TOTAL
SAMPLE SIZE | QUESTIONNAIRE QUELSJ;:\(A):E:_'}:_AE::I;ES DIFFERENCE RE;Z?I_ESE
DISTRIBUTED
61 61 61 0 100%

Source: Own Survey, 2024
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4.2. Respondent Demographics

The below table, Table 4-2, depicts the respondents’ demographics in terms of gender, age and

number of years worked at Gebeya Inc.

Table 4-2 Respondents’ Demographics

DESCRIPTION | FREQUENCY PERCENT VALID CUMULATIVE
PERCENT PERCENT
GENDER
Female | 61 | 100.00% | 100.00% | 100.00%
AGE
2224 14 22.95% 22.95% 22.95%
25— 29 25 36.07% 36.07% 59.02%
3037 22 40.98% 40.98% 100.00%
NUMBER OF YEARS WITH THE ORGANIZATION
0— 1 year 17 27.87% 27.87% 27.87%
1-3years 26 42.62% 42.62% 70.49%
4 — 6 years 18 29.51% 29.51% 100.00%

Source: Own Survey, 2024

Table 4-2 shows that the respondents are all women since the study is being carried out on

women’s advancement to leadership positions.

Based on the data shown in Table 4-2, it can be deduced that most of the respondents,
incorporating 59.02% of the workforce, are in their twenties. Specifically, 22.95% of the
respondents are in their early twenties, while 36.07% are in their late twenties. 40.98% of the

responders are in their thirties. This may indicate that the workforce of Gebeya Inc. is youthful.

In addition, Table 4-2 suggests that the majority of employees had worked for the organization
for one to three years. 42.62% of the respondents are made up of these individuals. The second
greatest frequency of responses, 29.51%, have been employed by Gebeya Inc. for four to six
years. With 27.87% of the respondents, individuals who have worked there for O to 1 year have

the third-highest frequency.
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4.3. Descriptive Analysis of Barriers in Gebeya Inc.

In order to understand the respondents’ thoughts towards each barrier in Gebeya Inc., a

questionnaire in a Likert format was prepared, and was later analyzed by the use of descriptive

statistics, where “Strongly Agree” = 5, “Agree” = 4, “Neutral” = 3, “Disagree” = 2, and

“Strongly Disagree” = 1. The results of the analysis on this are shown in tabular form below,

however, in order to understand what each mean rating means, the below table, referenced from

the Oxford Writing Criterion Scale will serve as a guide.

Table 4-3 Criterion Referenced Scales

MEAN RATING SCALE LEVEL EXISTENCE OF BARRIERS
1.00-1.49 Strongly Disagree Very Low
1.50-2.49 Disagree Low
2.50-3.49 Neutral Medium
3.50-4.49 Agree High
4.50-5.00 Strongly Agree Very High

Source: Oxford Writing Criterion Scale

4.3.1. Gender Bias in Gebeya Inc.
This section discusses the occurrence of Gender Bias in Gebeya Inc.

tabular form in Table 4-4.

Table 4-4 Gender Bias in Gebeya Inc.

The result is shown in

“GENDER BIAS” QUESTIONS MEAN
Women don’t hold leadership positions in this organization. 2.07
Women don’t have equal opportunities for leadership roles as men. 2.21
Women don’t receive fair pay for their work. 2.13
Women don’t have equal opportunities for advancement & promotion compared 1.90
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fo men.

Performance evaluations are not conducted fairly and without bias based on gender. 2.20
Qualifications are not valued over appearance when evaluating women employees. 2.18
Women don’t have equal access to training and development opportunities as men. 1.93

“GENDER BIAS” AVERAGE | 2.09

Source: Own Survey, 2024

As can be seen from Table 4-4, having a low mean value of 2.09, gender bias is perceived to
occur less frequently among women employees of Gebeya Inc. This relatively high disagreement

value implies that gender bias is not a significant barrier within the organization.

4.3.2. Glass Ceiling in Gebeya Inc.

This section discusses the occurrence of Glass Ceiling in Gebeya Inc. The result is shown in

tabular form in Table 4-5.

Table 4-5 Glass Ceiling in Gebeya Inc.

“GLASS CEILING” QUESTIONS MEAN
Women feel their contributions are undervalued, as they are not equally qualified as 198
men.
Women are not equally assigned to high-profile projects or assignments that could 193
enhance their visibility and advancement opportunities. '
The workplace culture does not support women's leadership. 1.93
Biases against women exist in how leaders are chosen or evaluated. 1.85
Women don’t take part in important discussions about leadership roles. 2.07
Women feel like there's an invisible barrier stopping them from moving up in their 518
careers.
Women don’t get equal chances to move ahead in their careers as compared to 184

men.

Women don’t feel like they're appreciated or supported. 1.97

There is discrepancy between what the company says about diversity and what is 208

actually happening.
“GLASS CEILING” AVERAGE | 1.98

Source: Own Survey, 2024

As can be seen from Table 4-5, the “Glass Ceiling” barrier has a low mean value of 1.98, which

is slightly lower than that of gender bias. This value reflects a high disagreement, indicating that
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the glass ceiling effect is perceived to be minimal among women employees. Therefore, it

appears that women at Gebeya Inc. do not view the glass ceiling as a major hindrance to their

career progression.

4.3.3. Work-Life Balance Challenges in Gebeya Inc.

This section discusses the occurrence of Work-Life Balance Challenges in Gebeya Inc. The

result is shown in tabular form in Table 4-6.

Table 4-6 Work-Life Balance Challenges in Gebeya Inc.

“WORK-LIFE BALANCE CHALLENGES” QUESTIONS MEAN
Women can’t adjust their work hours or work from home when they need to. 2.67
Women don’t have enough flexibility in their work schedule to accommodate personal 269
or family needs. '
The organization doesn’t offer supportive policies such as parental leave and flexible 2 64
working hours. '
The organization doesn’t offer wellness programs and initiatives aimed at
promoting general well-being among employees, including physical, mental, and 2.62
emotional health.
Managers don’t encourage open dialogue with women about work-life balance
: . ) 2.66
concerns and collaborate to find mutually beneficial solutions.
Balancing work and life affect women in their career progression. 3.36
:Nomen feel stressed or burnt out as a result of trying to balance work and personal 354
ife. '
“WORK-LIFE BALANCE CHALLENGES” AVERAGE | 2.88

Source: Own Survey, 2024

As can be seen from Table 4-6, in contrast to gender bias and glass ceiling barriers, the "Work-

Life Balance Challenge” barrier has a neutral scale level with mean value of 2.88. This value

indicates a questionable existence, highlighting that work-life balance challenges are perceived

as more significant obstacles to women’s advancement to leadership positions in Gebeya Inc.
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4.3.4. Stereotypes & Prejudices in Gebeya Inc.

This section discusses the occurrence of Stereotypes & Prejudices in Gebeya Inc. The result is

shown in tabular form in Table 4-7.

Table 4-7 Stereotypes & Prejudices Challenges in Gebeya Inc.

“STEREOTYPES & PREJUDICES” QUESTIONS MEAN
There is a perception that men are inherently better leaders than women. 2.18
Recruitment and promotion decisions are made in consideration of gender. 2.10

Women experience frequent microaggressions related to their gender, such as being

interrupted or undermined in meetings. 2.05

Comments about women's appearance or communication style largely manifest in the 595
organizational culture. '

The work environment is inclusive of gender stereotypes. 1.92

The organization doesn’t actively address and challenge gender stereotypes through 198

training and awareness programs.
“STEREOTYPES & PREJUDICES” AVERAGE | 2.08

Source: Own Survey, 2024

As can be seen from Table 4-7, the barrier of "Stereotypes & Prejudices” has a mean value of
2.08, indicating a lower existence closer to that of gender bias and glass ceiling. This shows that
stereotypes & prejudices are also perceived to occur less frequently, suggesting that these are not

major barriers to women's career advancement within the organization.
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4.4. Descriptive Analysis on Women’s Advancement

In this section, the respondents’ responses to women’s advancement to leadership roles is
summarized. Table 4-8 shows the respondents mean scores to each of the questions drafted to
assess Gebeya Inc.’s female employees’ advancement. These statements were presented to the

respondents in a Likert scale format.

Table 4-8 Descriptive Analysis on Women'’s Advancement

“WOMEN’S ADVANCEMENT” QUESTIONS MEAN

| feel confident in my ability to advance to a leadership position within this

o 3.69
organization.

| have received adequate support and mentorship to prepare me for leadership roles. 3.57

My organization provides clear and accessible pathways for women to move into 3.97
leadership positions. '

There are visible role models of women in leadership positions in my organization. 3.92

| believe that my contributions are recognized and valued, which supports my career

3.97
advancement.
| am aware of the promotion criteria and feel that they are applied fairly in my 3.95
organization. '
II?‘TIVe access to professional development opportunities that enhance my leadership 3.65
skills.
| feel that | have equal opportunities for career advancement as my male colleagues. 3.74

“WOMEN’S ADVANCEMENT” AVERAGE | 381

Source: Own Survey, 2024

Overall, the women’s advancement level in Gebeya Inc., as perceived by the sampled employees,
is at a mean level of 3.81, which is a high level of agreement. This indicates that there is a high

level of women’s advancement for Gebeya Inc.’s female employees.
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4.5. Normality Testing

In order to see whether a sample data has been drawn from a normally distributed population,

normality testing has been employed and the results are depicted in Table 4-9 below.

Table 4-9 Tests of Normality

Kolmogorov-Smirnov® Shapiro-Wilk
Statistic df =i, Statistic df Sig.
GB 188 61 =.001 935 61 003
GC 206 61 =.001 918 61 =.001
WLB 208 61 =.001 915 61 =.001
SP 162 61 =.001 955 61 026
WA 114 61 046 955 61 025

a. Lilliefors Significance Correction

SPSS Normality Test Output, 2024

For a normal distribution, the significance value will need to be >0.05. As per the above table,
Table 4-9, it can be seen that, from the significance levels, that both barriers as well as women’s
advancement are not normally distributed with a significance level of <0.05, therefore, these

values are not normally distributed.

4.6. Simple Linear Regression Analysis for the Effect of Gender Barriers on

Women’s Advancement to Leadership Roles

Regression analysis is a statistical technique used to analyze relationships / associations between
variables. When taking into account one dependent variable and one independent variable, the
regression analysis used is a simple linear regression. However, when it involves two or more

independent variable, multiple regression is deployed (Gulden & Nese, 2013).
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This study seeks to analyze each barrier individually in order to provide detailed insights into the
impact of each specific barrier (independent variable) on women's advancement (dependent

variable). Therefore, simple linear regression analysis was used.

In addition, since the data is not normally distributed, the relationship between the independent
and dependent variables is assumed to be linear and observations are also assumed to be

independent of each other.

4.6.1 Model Summary

Table 4-10 Regression Analysis Model Summaries for Barriers
Adjusted R Std. Error ofthe
Maodel [ R Square Square Estimate Durkin-Watson
1 6637 440 430 32521 1.9449

a. Predictors: (Constant), GB
b, DependentVariable: WA

1 B47? 718 713 23088 1.838

a. Predictors: (Constant), GC
b. Dependent Variable: WA

1 .Bgz?® 796 792 19645 1.874
a. Predictors: (Constant), WLE
b. Dependent Variable: WA

1 a4 415 405 33234 2.055

a. Predictors: (Constant), SP
b, Dependent Variable: WA

SPSS Regression Analysis Output, 2024

As can be seen from Table 4-10, the R values equal 0.663, 0.847, 0.892 & 0.644. These indicate
a medium linear relationship between the independent variables (Gender Bias and Stereotypes &

Prejudices) and the dependent variable (Women’s Advancement). It also shows a strong linear
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relationship between the independent variables (Glass Ceiling and Work-Life Balance

Challenges) and the dependent variable (Women’s Advancement).

Because this study analyzed the independent variables individually, the R Square will be used to
understand how the values fit the model. As can be seen from the above tables, the R Square
values are computed to be 0.440, 0.718, 0.796 & 0.415. That implies that 44%, 71.8%, 79.6%
and 41.5% of the variation of women’s advancement can be predicted by the independent
variables (Gender Bias, Glass Ceiling, Work-Life Balance Challenges, and Stereotypes &
Prejudices, respectively). That is, Gender Bias, Glass Ceiling, Work-Life Balance Challenges,
and Stereotypes & Prejudices at Gebeya Inc. have 44%, 71.8%, 79.6% and 41.5% influence on
women’s advancement, respectively. The remaining 56%, 28.2%, 20.4% and 58.5% of the

variation on women advancement, respectively, can be explained by other variables.

Looking at the Standard Error of Estimates, i.e. 0.325, 0.231, 0.196, and 0.332, it is concluded
that the precision of the regression coefficient is good. This implies that leadership should take a
closer look at the gender differences of its female employees because it is a major factor in
determining their advancement level. When the advancement of the female employees increases,
it means that their commitment to the organization, to the job and to serving the organizations’
needs becomes better. Therefore, this analysis indicates that leaders should attentively look at the

existence of gender barriers with more focus on glass ceilings and work-life balance challenges.

4.6.2. Coefficients
Table 4-11 below shows the standardized and unstandardized coefficients. The Unstandardized
Beta Coefficient explains the effect a change in an independent variable has on the dependent

variable, while the Standardized Beta Coefficient compares the strength of each individual
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independent variable to the dependent variable. This means, the higher the value of the

standardized beta, the stronger the effect.

Table 4-11 Coefficients Summaries for Barriers

Standardized
nstandardized Coefficients Coeflicients

Model B Std. Error Eeta t Sig.

1 (Constant) 52498 222 23824 =.001
GE -714 05 -.663 -6.808 =.001

1 (Constant) 5338 128 41 654 =.001
GC - 766 063 -.847 -12.248 =.001

1 (Constant) 4826 071 67.504 =.001
WLEB -.351 023 -.892 -15.156 =001

1 (Constant) 5365 244 22.008 =.001
SP -.T745 18 -.644 -6.471 =.001

a. Dependent Variable: WA

SPSS Regression Output, 2024

As can be seen from Table 4-11, the significance level is <0.001 which is much lower than the p-
value of 5%, being statistically significant at the 0.1% level. Therefore, this indicates a very
strong existence of association between the dependent and independent variables, indicating that

the observed effect or relationship is highly unlikely to be due to random chance.

Based on the standardized coefficients for the barriers affecting women's advancement in
leadership positions, the data reveals significant negative impacts from each barrier. Specifically,
gender bias has a standardized coefficient of -0.663, indicating that for every standard deviation
increase in gender bias, women's advancement decreases by 66.3%. Similarly, the glass ceiling
effect shows a standardized coefficient of -0.847, suggesting an 84.7% decrease in women's
advancement for each standard deviation increase in this barrier. Work-life balance challenges

have the most substantial impact with a standardized coefficient of -0.892, translating to an
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89.2% decrease in women's advancement for each standard deviation increase in these
challenges. Lastly, stereotypes and prejudices have a standardized coefficient of -0.644,
indicating a 64.4% decrease in women's advancement for each standard deviation increase in this
barrier. These findings highlight the critical need for Gebeya Inc. and similar organizations to

address these barriers to promote gender diversity in leadership roles effectively.

4.6.3. Collinearity
In simple linear regression, since the relationship between one dependent variable and one
independent variable is being modelled, there is no possibility of collinearity as there are no

other independent variables to be correlated with.

4.6.4. ANOVA

Given the primary objective of this research, which is to study the level of impact of various
barriers on women's advancement using regression analysis, ANOVA is not deemed necessary.
By focusing on regression analysis, the study can more precisely quantify the impact of each
barrier, facilitating targeted recommendations for addressing these issues within the organization.
Therefore, ANOVA is not utilized in this research, as it is more suited for comparing group

means rather than assessing the strength of relationships between variables.
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4.7. Reliability Testing

In order to measure reliability, or internal consistency, the student researcher employed the test
most often used in multiple question Likert scale surveys - Cronbach’s Alpha. This test will

show whether the test designed has accurately measured the variable of interest, using the below

formula.

K 552,
K—-1

X =

I
[
[En

Where, K = Number of items (questions)

> Szy = Sum of the item variance

$2,. = Variance of total score

o« = Cronbach’s alpha
The range of possible outcomes and their interpretation can be seen in Table 4-12.

Table 4-12 Cronbach’s Alpha Coefficients and Interpretation

CRONBACH’S ALPHA INTERNAL CONSISTENCY
a>09 Excellent
09>a02>0.8 Good
08>02>0.7 Acceptable
0.7>02>0.6 Questionable
06>a0>05 Poor
0.5> a Unacceptable

Source: Claire et Al. (2000)




With regards to the effect of barriers on women’s advancement to leadership roles, Table 4-13

shows the reliability analysis.

Table 4-13 Reliability Analysis Summary

VARIABLES VALUES | INTERNAL CONSISTENCY
K 37
> s 24.763
EXCELLENT
52, 476.255
x 0.97

Note: Of the observations, 61 were used, 0 were excluded list wise, and 61 were provided.
Reliability Analysis Output, 2024

As can be seen from Table 4-13 the Cronbach’s Alpha is 0.97, which is an excellent internal

consistency. From this, it can be concluded that the test has accurately measured the variable of

interest.

4.8. Validity Testing

In order to ensure the overall validity of the questionnaire, the student researcher employed a

systematic approach to quantify content validity in the form of content validity index based on

the range of possible outcomes and their interpretation as can be seen in Table 4-14.
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Table 4-14 Number of Experts and Acceptable CVI Cut-Off Score

Number of Experts Acceptable CVI Values

Source of Recommendation

Two experts At least 0.80 Davis (1992)

Three to five experts Should be 1 Polit & Beck (2006), Polit et al., (2007)
At least six experts At least 0.83 Polit & Beck (2006), Polit et al., (2007)
Six to eight experts At least 0.83 Lynn (1986)

At least nine experts At least 0.78 Lynn (1986)

Source: Yusoff MSB (2019)

With regards to the questions on the effect of barriers on women’s advancement to leadership

roles, Table 4-15 shows the validity analysis.

Table 4-15 Validity Analysis

ITEM EXPERT

EXPERT | EXPERT IN I-CVI
AGREEMENT

(=
>
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[ER
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Q25

[E=Y

Q26

o
ol

Q27

Q28

Q29

Q30

Q31

Q32

Q33

Q34

Q35

Q36

S R e

Q37

RRRRrRrRRR R RROR

NININININININININDINDIN LN

[ RN =Y [N N R Yy [ =

RRRRPrRrRRR R RROR

PR=0.92

PR=0.95

S-CVI (PR) = 0.93

Validity Analysis Output, 2024

S-CVI/Ave = 0.93

S-CVI/UA =0.86

As can be seen from Table 4-15, it can be concluded that S-CVI/Ave, S-CVI/UA and S-CVI/PR

meet satisfactory level by having values of 0.93, 0.86, and 0.93 respectively in the case of using

two experts, and thus the scale of questionnaire has achieved satisfactory level of content validity.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

The study's findings and results are summed up in this chapter. Conclusions derived from these

data and recommendations are provided in this section as well.

The study revolved around the assessment of barriers hindering women’s advancement in
leadership roles in the case of Gebeya Inc. with specific objectives designed along this issue to
assess the significance of the barriers (gender bias, glass ceiling, work-life balance challenges,

stereotypes & prejudices) and their effect on women's advancement in leadership roles.

5.1. Summary of Findings

This section presents the findings of the study:

Of the 61 respondents reached through the questionnaire link, all 61 of the questionnaires

were submitted bringing the response rate to 100%.

e The study revealed that all of the respondents are female, since the study seeks out to find
what hinders women’s advancement within the organization.

e The study also discovered that the majority of the respondents are in their twenties, with
59.02% of the respondents falling within this age range, while the remaining 40.98% of
the respondents are in their thirties.

e Additionally, it was found that 42.62% of people have been with the company for one to

three years, while 29.51% have worked at Gebeya Inc. for four to six years. The third

highest frequency can be seen with those that have worked there for a year and less

coming in at 27.87% of the respondents.
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With regards to the existence of gender barriers in Gebeya Inc., the study has found that
gender bias, glass ceiling, and stereotypes & prejudices are perceived to occur less
frequently among women employees of the organization due to their low mean value of
2.09, 1.98 and 2.08, respectively, suggesting that these are not major barriers to women's
career advancement within the organization.

However, the study highlighted that work-life balance challenges are perceived as more
significant obstacles to women’s advancement to leadership positions in Gebeya Inc. due
to its relatively neutral scale level with mean value of 2.88.

Overall, the women’s advancement level in Gebeya Inc. is at a mean level of 3.81
indicating that there is a high level of women’s advancement for Gebeya Inc.’s female
employees.

Through the further assessment of the effect of gender barriers on women’s advancement
by employing Simple Linear Regression Analysis, the R value of 0.663 & 0.644
indicated a medium linear relationship between the independent variables (Gender Bias
and Stereotypes & Prejudices) and the dependent variable (Women’s Advancement). In
contrast, the R value of 0.847 & 0.892 indicated a strong linear relationship between the
independent variables (Glass Ceiling and Work-Life Balance Challenges) and the
dependent variable (Women’s Advancement).

In addition, the R square showed that with values of 0.440, 0.718, 0.796 & 0.415, the
independent variables (Gender Bias, Glass Ceiling, Work-Life Balance Challenges, and
Stereotypes & Prejudices, respectively) predict 44%, 71.8%, 79.6% and 41.5% of the

variation of the dependent variable (women’s advancement).
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e Given the above, the standardized coefficient data reveals significant negative impacts
from each barrier, indicating that for every standard deviation increase in Gender Bias,
Glass Ceiling, Work-Life Balance Challenges, and Stereotypes & Prejudices, women's
advancement decreases by 66.3%, 84.7%, 89.2%, and 64.4%, respectively.

e The internal consistency of the study has been checked with Cronbach’s Alpha. The
value of 0.97 showed that it has an excellent internal consistency and that the test has
accurately measured the variable of interest.

e Regarding validity testing, having satisfactory values more than 0.80, S-CVI/Ave, S-
CVI/UA and S-CVI/PR show that the scale of questionnaire has achieved satisfactory

level of content validity.

5.2. Conclusion

This section gives the conclusions to the above findings on the assessment of barriers hindering
women’s advancement in leadership roles. The study has proven the existence of work-life
balance challenges as a significant barrier that impedes women’s advancement in leadership

roles in Gebeya Inc.

Based on the analysis of the data collected, the study concludes that the occurrence of various
barriers to women's advancement in leadership positions at Gebeya Inc. shows varying levels of
significance but strong relationships between each independent variables and the dependent

variable.

The mean value for the "Gender Bias" barrier is 2.09, indicating that gender bias is perceived to
occur less frequently among women employees. This suggests a high disagreement on the
questionnaire, implying that gender bias is not a significant barrier within the organization.
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Despite this, the data shows that a marked increase in gender bias, equivalent to a standard
deviation change in its measurement, results in a 66.3% reduction in the likelihood or rate of
women advancing to leadership positions. According to previous researches done by Heilman, M.
E. (2012), some situations have substantial impacts on women's advancement to leadership
positions by discouraging ambition, reducing visibility and representation, and undermining
merit-based evaluations. Addressing these issues requires concerted efforts to promote equal
opportunities, increase female representation in leadership, and ensure that qualifications are the

primary criteria for performance evaluations (Blau et al., 2017).

Similarly, the "Glass Ceiling" barrier has a mean value of 1.98. This value also reflects a high
disagreement on the questionnaire, indicating that the glass ceiling effect is perceived to be
minimal among women employees. Therefore, it appears that women at Gebeya Inc. do not view
the glass ceiling as a major hindrance to their career progression. Despite this, the data shows
that a marked increase in glass ceiling, equivalent to a standard deviation change in its
measurement, results in an 84.7% reduction in the likelihood or rate of women advancing to
leadership positions. Researches done by Oakley (2000) & Cotter et al. (2001) show that the
perception of inconsistency between what the company says about diversity and what is actually
happening can significantly impact women's advancement to leadership positions by bringing
about mistrust, undermining diversity initiatives, creating an unsupportive work environment,
and damaging the organization's reputation. To address this issue, the company needs to ensure
that its actions align with its diversity statements, demonstrating a genuine commitment to

creating an inclusive and equitable workplace.

The barrier of "Stereotypes & Prejudices” has a mean value of 2.08, indicating a disagreement

level on the questionnaire closer to that of gender bias. This shows that stereotypes and
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prejudices are also perceived to occur less frequently, suggesting that these are not major barriers
to women's career advancement within the organization. Despite this, the data shows that a
marked increase in stereotypes & prejudices, equivalent to a standard deviation change in its
measurement, results in an 64.4% reduction in the likelihood or rate of women advancing to
leadership positions. Even though stereotypes & prejudices are not perceived as a significant
barrier within the organization, when comments about women's appearance or communication
style are prevalent, it perpetuates a culture that values superficial traits over professional
qualifications and performance (Fiske et al., 2002). This can undermine women's confidence and
professional identity, discouraging them from aspiring to or pursuing leadership roles. Similarly,
according to previous researches by Rudman et al. (2008), the perception that men are inherently
better leaders than women, reinforces harmful gender stereotypes and biases that can influence
promotion decisions, mentorship opportunities, and the overall evaluation of women's
capabilities. Such biases can lead to women being overlooked for leadership positions, creating a
self-fulfilling cycle that limits their career growth and perpetuates gender inequality in leadership
within the organization. Therefore, addressing these issues is crucial for creating a more
equitable and supportive environment that allows women to fully realize their leadership

potential.

In contrast to the above, the "Work-Life Balance Challenge™ barrier has a neutral scale level with
a mean value of 2.88. This value indicates a more questionable agreement, highlighting that
work-life balance challenges are perceived as more significant obstacles to women’s
advancement to leadership positions. In addition, the data shows that a marked increase in work-
life balance challenges, equivalent to a standard deviation change in its measurement, results in

an 89.2% reduction in the likelihood or rate of women advancing to leadership positions.
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According to Greenhaus et al. (1985), the lack of effective work-life balance support impacts
women’s advancement to leadership positions by causing stress and burnout, negatively affecting
career progression, limiting flexible work arrangements, and preventing women from effectively
managing their personal and professional responsibilities. These challenges can lead to decreased
productivity, health issues, and a reluctance to pursue leadership roles due to the perceived
penalty on career growth and the struggle to manage dual responsibilities. Consequently, women
may feel demotivated and unfairly treated, resulting in a potential loss of talented female leaders,
according to Kossek et al. (2018). Addressing these issues requires Gebeya Inc. to implement
more robust work-life balance policies, such as flexible work hours, remote work options, and
supportive resources, thereby fostering an inclusive environment that enables women to thrive
and advance in their careers. This finding suggests that Gebeya Inc. may need to address work-

life balance issues more effectively to support women's career growth.

With regards to the relative significance among the different barriers examined, the findings
indicate that work-life balance challenges are the most significant obstacle faced by women
employees at Gebeya Inc. by feeling stressed or burnt out, having their career progression
affected while trying to balance work and personal life, not being able to adjust their work hours,
or not having enough flexibility in their work schedule to accommodate personal or family needs.
Whereas, gender bias, glass ceilings, and stereotypes & prejudices are perceived to be less
problematic. Addressing work-life balance challenges could be crucial in fostering a more

supportive environment for women's leadership advancement roles at Gebeya Inc.
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5.3. Recommendation

5.3.1. Recommendation for Gebeya Inc. and Other Businesses

Based on the data indicating that work-life balance challenges are the most significant barrier
faced by women employees at Gebeya Inc., while gender bias, glass ceilings, and stereotypes &
prejudices are less problematic, the following recommendations can help Gebeya Inc. and other

similar companies enhance efficiency and effectiveness in the workplace.

Firstly, to address the significant challenges of work-life balance, Gebeya Inc. should implement
more flexible work arrangements, such as remote working options, flexible hours, and job-
sharing opportunities. This will help employees manage their personal and professional
responsibilities more effectively, reducing stress and burnout, and leading to higher job

satisfaction and productivity.

Additionally, Gebeya Inc. should enhance support systems such as on-site childcare, eldercare
assistance, and wellness programs. Providing resources that help employees balance work and
personal life can alleviate the pressures that contribute to work-life balance challenges. Moreover,
offering counseling services and employee assistance programs can support employees' mental

health and overall well-being.

Even though gender bias, glass ceilings, and stereotypes & prejudices are not perceived as
significant barriers, continuous efforts should be made to promote gender diversity and inclusion.
This includes setting clear diversity goals, providing unconscious bias training, and establishing
mentorship programs to support women in leadership roles. Encouraging an inclusive culture can

help prevent the subtle forms of bias that might still exist.
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Furthermore, to ensure that all employees, especially women, have equal opportunities for
advancement, Gebeya Inc. should enhance career development programs. This includes offering
leadership training, professional development workshops, and clear pathways for promotion.
Regular performance reviews with constructive feedback and career planning sessions can help

employees understand their career trajectory and the steps needed to achieve their goals.

By implementing these recommendations, Gebeya Inc. and similar organizations can create a
more supportive and equitable work environment, leading to increased -efficiency and

effectiveness in the workplace.

5.3.2. Recommendation for Further Studies

It is recommended that further studies be conducted in this area. Even though these days women
are facing less and less barriers in their workplace according to Carnes et al. (2015), there is a
scarcity of research in the case of Ethiopia and the more these studies are done, the more they

can be understood.

Besides conducting the studies on barriers in aggregation, it is also recommended that studies for
each of the barriers be conducted in order to deeply understand the extent of each barrier’s
impact on women’s career progression, for example, “Work-Life Balance Challenges and Their

Impact on Career Progression for Women in Ethiopia.”

In addition to this, it is recommended that studies be conducted on how to mitigate each barrier

to improve women’s advancement to leadership roles.
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In totality, it is recommended that more studies that focus on other business sectors be conducted
in order to have an understanding of women’s advancement in all areas of work, instead of

simply focusing on the tech sector. Some examples are:

e “Breaking the Glass Ceiling: Strategies for Enhancing Women's Access to Senior
Leadership Positions in Ethiopian Companies”

e "The Role of Organizational Culture in Perpetuating or Mitigating Stereotypes and
Prejudices in Ethiopian Workplaces™

e "Exploring the Relationship Between Flexible Work Arrangements and Job Satisfaction
Among Female Employees in Ethiopia™

e "Gender Bias and Its Influence on Performance Evaluations in Ethiopian Organizations™

e "The Effectiveness of Gender Diversity Initiatives in Reducing the Glass Ceiling in
Ethiopian Corporations”

e "Perceptions of Work-Life Balance Policies and Their Impact on Employee Retention in
Ethiopia"

e "Addressing Stereotypes: How Leadership Training Programs Can Change Gender
Perceptions in Ethiopian Companies"

e "Barriers to Career Advancement for Women in Male-Dominated Industries in Ethiopia:
A Comparative Study"

e "Evaluating the Impact of Mentorship Programs on Reducing Gender Stereotypes and
Promoting Female Leadership in Ethiopia"

e "Analyzing the Influence of Gender Bias on Job Satisfaction and Organizational

Commitment Among Women in Ethiopian Workplaces™"
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ANNEX



Questionnaire Form

Thesis Survey: Addis Ababa University, School of Commerce (Department of Business
Leadership)

Dear Sir/ Miss/ Madam,

| appreciate your consent to participate in this research. I'm Nolawi Dereje, and | study at Addis
Ababa University's School of Commerce as a graduate student. | am working on my thesis
project entitled "Assessment of Barriers Hindering Women's Advancement in Leadership Roles
Within Ethiopia's Tech Sector: The Case of Gebeya Inc.".

In order to do this, | have created this questionnaire (which should only take 20 minutes to
complete) and sent it to you since | believe your feedback will be crucial in helping to gather
data from which to make conclusions. I will only use this study for educational purposes, and all

information you contribute will remain completely anonymous.

| appreciate your cooperation ahead of time. Please use nolawidereje322@gmail.com to contact

me with any more questions.
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PART I: Demographics

Gender:

Age:

No. of years with the company:

PART 11

STRONGLY STRONGLY
GENDER BIAS DISAGREE DISAGREE | NEUTRAL | AGREE AGREE

Women don’t hold
leadership positions in this
organlzatlon

Women don’t have equal

opportunities for leadership [ ] [ ] ]
roles as men.
Women don’t receive fair O = 0 0 0

pay for their work.
Women don’t have equal
opportunities for
advancement & promotion
compared to men.
Performance evaluations
are not conducted fairly
and without bias based on
gender.

Qualifications are not
valued over appearance
when evaluating women
employees.

Women don’t have equal
access to training and
development opportunities
as men.
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PART IlI

STRONGLY STRONGLY
GLASS CEILING DISAGREE DISAGREE | NEUTRAL | AGREE AGREE

Women feel their
contributions are
undervalued, as they are
not equally qualified as
men.

Women are not equally
assigned to high-profile
projects or assignments
that could enhance their
visibility and advancement
opportunities.

The workplace culture does
not support women's
leadership.

Biases against women exist
in how leaders are chosen
or evaluated.

Women don’t take part in
important discussions
about leadership roles.
Women feel like there's an
invisible barrier stopping
them from moving up in
their careers.

Women don’t get equal
chances to move ahead in
their careers as compared
to men.

Women don’t feel like
they're appreciated or
supported.

There is discrepancy
between what the company
says about diversity and
what is actually happening.

O

[

O

[

O
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PART IV

WORK-LIFE BALANCE

CHALLENGES

Women can’t adjust their
work hours or work from
home when they need to.
Women don’t have enough
flexibility in their work
schedule to accommodate
personal or family needs.
The organization doesn’t
offer supportive policies
such as parental leave and
flexible working hours.
The organization doesn’t
offer wellness programs
and initiatives aimed at
promoting general well-
being among employees,
including physical, mental,
and emotional health.
Managers don’t encourage
open dialogue with women
about work-life balance
concerns and collaborate to
find mutually beneficial
solutions.

Balancing work and life
affect women in their
career progression.
Women feel stressed or
burnt out as a result of
trying to balance work and
personal life.

STRONGLY
DISAGREE

DISAGREE | NEUTRAL | AGREE

[ 0 O
[ ([l 0
[ 0 0
[ U 0
[ 0 0
0 0 0
[ U [

STRONGLY

AGREE
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PART V

STEREOTYPES &

PREJUDICES

There is a perception that
men are inherently better
leaders than women.
Recruitment and promotion
decisions are made in
consideration of gender.
Women experience
frequent microaggressions
related to their gender,
such as being interrupted
or undermined in meetings.
Comments about women's
appearance or
communication style
largely manifest in the
organizational culture.
The work environment is
inclusive of gender
stereotypes.

The organization doesn’t
actively address and
challenge gender
stereotypes through
training and awareness
programs.

STRONGLY
DISAGREE

DISAGREE | NEUTRAL | AGREE

[ 0 O
[ ([l 0
[ O [
0 0 0
[ 0 0
[ O 0

STRONGLY

AGREE
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PART VI

WOMEN’S

ADVANCEMENT TO
LEADERSHIP ROLES

| feel confident in my
ability to advance to a
leadership position within
this organization.

| have received adequate
support and mentorship to
prepare me for leadership
roles.

My organization provides
clear and accessible
pathways for women to
move into leadership
positions.

There are visible role
models of women in
leadership positions in my
organization.

| believe that my
contributions are
recognized and valued,
which supports my career
advancement.

| am aware of the
promotion criteria and feel
that they are applied fairly
in my organization.

| have access to
professional development
opportunities that enhance
my leadership skills.

| feel that | have equal
opportunities for career
advancement as my male
colleagues.

STRONGLY
DISAGREE

DISAGREE | NEUTRAL | AGREE

O [
0 0
O [
O [
0 [
0 0
0 [
0 [

STRONGLY
AGREE
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