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ABSTRACT 

The endeavor of study is to manifest extensive matter of gender phenomenon and to 

present diverse definitions. Particular focus is given to those blockades which are 

producing impediments for women progression in career. Whole research is about glass 

ceiling concept, which is certainly the most complex phenomena because it is caused by 

multiple factors. The major objective of the study was to discover the barriers that 

prohibit women from being promoted to higher positions, to find out the effects of glass 

ceiling on career advancement and to evaluate the institutional leadership attitude 

towards men and women. Breaking the glass ceiling requires a major commitment on the 

part of institution to take action in promoting and advancing people regardless of their 

gender or ethnicity. To understand the difficulties that stunt women‟s progression to the 

hierarchy mixed method research was the most compatible. Population of the study 

included female employees functioning in Private Sector of Punjab Province. The target 

population was the female staff belonging to the Private sector of district Faisalabad, 

Rawalpindi and Sargodha of Punjab province. Survey method was adopted for 

quantitative part while the qualitative part was carried out through FGDs. The 

researcher conducted total 06 FGDs, 02 FGD from each district while quantitative data 

was collected through survey method from 300 respondents. Sample of 300 respondents 

was taken from 3 districts of Punjab, Rawalpindi, Faisalabad and Sargodha. Data was 

accumulated from female staff through multistage sampling techniques. SPSS was used to 

draw the analysis. Descriptive and inferential statistics were applied to check the 

association among variables. The study has found that 60.6% of women agreed that 

women experienced “glass ceiling” in their professional carrier. 60.0% of the women 

agreed that women faced intricacy to be promoted to higher-ranking positions.60.0 % of 

the women agreed that gender stereotypes down-graded the capabilities of women. 

Cracking the glass ceiling involved a significant dedication on the part of institutions to 

take acts in progression of people despite of their gender. 

KEY WORDS: Glass Ceiling, Female staff, Gender stereotypes, Women‟s progression   
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Chapter 1 

INTRODUCTION 

1.1 Background 

The glass ceiling is categorized to be the third form of sex discrimination along 

with overt discrimination and sexual harassment (Bell et al., 2002). The phrase "glass 

ceiling" has been described as a symbol of barrier-like barriers that allow a woman to see 

high places but are unable to reach them and are within their reach. These barriers prevent 

the females from gaining influential senior positions. The result of this incident is that 

women assume that they do not have the ability and qualification to get a higher degree of 

employment or that administrators do not trust them as probable contenders for promotion 

and consequently they are able to do so. They do not necessarily contribute to its 

development. (Farhat Shafiq, 2014). 

In 1978 on the BBC panel, Marilyn Loden called an invisible barrier to success 

for women during their careers as the “Glass Ceiling”, 100 Women: Why I invented the 

glass ceiling phrase. The term "glass ceiling" refers to the sometimes-invisible barrier to 

success that many women come up against in their careers. Management consultant 

Marilyn Loden coined the phrase almost 40 years ago but says it is still as relevant as 

ever. I first used the phrase "glass ceiling" in 1978 during a panel discussion about 

women's aspirations. As I listened, I noted how the (female) panelists focused on the 

deficiencies in women's socialization, the self-deprecating ways in which women behaved 

and the poor self-image that many women allegedly carried. (Marilyn Loden, 2017). 

The glass ceiling metaphor as we will use it is thus not simply a description of an 

outcome that there are disproportionately few women at the top of organizations nor is it 

simply a claim that discrimination against women is pervasive at all levels of managerial 

hierarchies. It is a specific claim that the obstacles women face to promotion relative to 

men systematically increase as they move up the hierarchy. Of course, obstacles to 

promotion may also increase for men as they move up the hierarchy, but the idea of a 

glass ceiling implies that barriers to promotion intensify more for women than for men. 

Employers and top managers may be willing to let women occupy the lower reaches of 

the managerial structure but the argument goes they obstruct the access of women to 

positions of “real” power. As a result, women are largely denied promotions to the higher 
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levels of management. Many different concrete mechanisms may be responsible for this 

obstruction: old fashioned sexism, women managers‟ isolation from important informal 

networks, or more subtle sexist attitudes that place women at a disadvantage. But 

whatever the specific mechanism, the glass ceiling hypothesis argues that the relative 

disadvantages women face in getting jobs and promotions are greater in the upper levels 

of managerial hierarchies than at the bottom. (Baxter and Wright, 2000). 

 

Glass Ceiling is a period in which a "hidden, but irreparable barrier" is shown that 

restricts women from climbing to the top level positions. David Cotter and colleagues 

describe four terrible features that must be met. A glass ceiling represents unfairness: A 

gender or ethnic distinction that is not always defined by the other characteristics applied 

to the worker's employment. To a better degree of a final result from a gender or racial 

discrimination, it is more than the limit of the result. It is commonly manifest to the 

similar employment opportunity by all associations however it is accepted that the similar 

privileges and places are not pleasant for females primarily in small states. Researches 

throw light on the details that females face hurdles at place of work due to the 

demographic inequity. Those hindrances and difficulties are recognized like Glass 

Ceiling. Female employees face disappointment in their promotion to high level places 

due to the belief that they are appropriate to a sympathetic position more than a decision 

making position (Jabbar and Imran, 2013). 

Glass ceiling effect refers to the hurdles that prohibit females from reaching to the 

high level positions in their organizations (Al-Manasra, 2013).Conversely; glass ceiling is 

a versatile fact because it is the cause and effect of numerous features. At times the causes 

and effects are noticeable but sometimes they are tough to observe. Though, outcome of 

diverse studies have validated the reimbursements of eliminating the glass ceiling in the 

association to incorporate the bringing in a bigger pool of endowment to make the 

institute additional representative, principled, creative, inventive and economically 

successful. The blockages that direct to the under-representation of females in 

management and high level administration positions are usually depicted in articles as 

glass ceiling (Barreto et al, 2009). 

The perception of professional marginality described as an employee who has an 

arithmetical shortage in his profession.  Illustrations of professional marginalities 

comprise of: male nurses, female construction workers, male teachers, and female 
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surgeons. The idea centers on marginalities at the professional point and does not take 

into relation real gender work of their association. The vision occupies awareness of 

suitable gender responsibilities and communications.  It recommends that gender works 

have unusual impacts on males and females in their place of work.  In agreement with the 

assumption, females are additional liable to obtain community reaction when flourishing 

in a male-dominate profession (Tamkins, 2004). 

The unconstructive reaction comes from societal customs concerning gender 

responsibilities and stereotype mindsets, which has a prospective to generate prejudice in 

assessments of females in their offices (Heilman et al., 2004). Contemporary literature 

demonstrates that females in male-dominated organizations are viewed as fewer skilled in 

their profession while stating orthodox femaleness. Though, after articulating a 

stereotypically manly management approach, females are seen as flourishing but not well 

liked by their colleagues (Bergman, 2008). 

Glass ceiling is explained as the phenomena about females getting an ample 

difference in their salaries and rank like they achieve additional knowledge as compared 

to their male colleagues. Even females who beat the glass ceiling are facing a smaller 

amount of authority and smaller amount of advantages as compared to their male 

colleagues (Forbes, 2009).The expression draws on a trend in which women aspiring to 

higher level positions find themselves hollowed out of these points by the honorable 

unseen (thus the mirror) but with very valid boundaries (resulting ceiling) which work to 

maintain high levels of discipline mainly in male area. A key frame of study has 

documented the spread of dispersal, and now so many scattered boundaries that stand in 

the way of gender equality in the leadership area (Eagly & Carli, 2007). 

Though, it is more and more the case that women hold the position of 

management in organizational and political existence, inviting key critics that the 

metaphor of the glass ceiling is still proportional. With this boost in the amount of 

females in management level, it will no longer be important to take a look at the amount 

of women and men in these roles and capture their stories in these roles as well. One good 

start to such an assessment is to take a quicker look at the opportunities under which 

males and females are appointed or endorsed to management level and the status they 

enjoy (Eagly & Carli, 2007). 
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 As compared to males, females who "crack" the glass ceiling are regularly 

assigned to places that are more dangerous and linked with a better risk of breakdown 

than symbol of glass mounts. (Ryan & Haslam, 2004). Although women are rapidly 

advancing in organizational management positions, the enormous mainstream of these 

positions are still held with the help of men (Catalyst, 2000). Female leaders are some of 

the usual exceptions. Various studies have confirmed that persons who look strange in a 

particular context appeal to extra attention and are more likely to complain without any 

problems (Brescoll, Dawson, & Uhlmann, 2010). 

The concept of a professional minority is defined as an employee who has a 

numerical sophistication in his career. Examples of professional minorities include: male 

nurses, lady creation staff, male instructors, and female surgeons. This idea becomes a 

feature of minorities at the professional level and no longer takes into account the actual 

gender structure in their particular employer. This theory includes impressions of 

appropriate gender roles, interactions, and guidance. This shows that gender recipes have 

unique results for every woman and man in the workplace. According to this assumption, 

females are more likely to experience societal reactions when targeted by male-dominated 

occupations (Heilman, Wallen, Fuchs, & Tamkins, 2004). 

 This pessimistic reaction is due to societal norms concerning gender roles and 

labels which have the courage to discriminate against female critics in place of work 

(Heilman et al., 2004). Because of this unfairness, females may be supposed as having 

less job support than their male colleagues which can hinder access to information and 

help in the office (Taylor, 2008). Unexpectedly, both women and men are vulnerable to 

seeing women who do not like to violate social norms and both will be at enmity with 

women who have male-dominated professions (Taylor, 2010; Heilman et al., 2004).  

Negative assessment of women can affect salaries and promotions as well as 

positive professional rewards (Heilman et al., 2004). Similar research shows that in 

general the condition does not remain the same while the condition is reversed. When 

people succeed in the profession of governing women, it does not create social injustices 

and when it does, it benefits them (Heilman et al., 2004). The current literature 

exemplifies this, for instance, in male-dominated organizations; women rarely appear in a 

career position while expressing stereotypes. However, while expressing the fashion of 
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masculine management in a masculine way, women are seen as successful but are no 

longer preferred by their peers (Bergman, 2002). 

There may be a large representation below the demonstration of females at the top 

positions. This vertical separation is commonly called a glass ceiling. In spite of 

considering a villager with a high diploma of gender fairness, glass ceiling is plainly 

visible. It is not uncommon for women to be exposed to peers and leaders in order to 

change prejudices. In order to develop their skills in the role of prejudice and 

discrimination against glass ceiling, they conducted a test on recruiters within the 

Norwegian Armed Forces. At the end of the 8 weeks of Sales Space Camp, male soldiers 

were asked to assess a contender for the role of Squad Leader. Soldiers were asked to 

evaluate both man and woman candidates, which determined by casual lottery. In addition 

to gender, male and female candidates had equal qualifications (Schwab, 2017). 

 During this period, young men were randomly assigned to rooms; a random 

sample of male squads was "dealt" with Roman squads and female squads as companions. 

Therefore, they are able to take a look at how male soldiers randomly promote young 

female soldiers. They hope that the female candidate is in a inferior ranking than the male 

candidate. Adding strong records to a candidate's experience list improves applicant 

reviews, but it does not diminish gender prejudice. Though, with the recruitment of 

women into the squad, collective accommodation and their work has a strong effect on 

the belief in the leadership of the women in the male squads. After comparing the squad 

leader candidate, they will no longer discriminate against the lady soldiers of their squad. 

In-depth literature on vanguard research, correspondence research, and audit 

examinations is used to observe discrimination (Azmat and Petrongolo, 2014). 

 They have participated in peer-to-peer literature by examining peer-to-peer 

attitudes toward women who want to be leaders. They have observed advertising in a 

perspective that is close to ideal in matters of reduction of prejudice in the principle of 

inter-Muslim communication, especially in the same reputation, common goals, and 

cooperation and implementation options. Once they make equal choices by separating 

men and women according to estimates then they comply with current developments 

(Angrist, 2017). 

Theoretically, the publicity of a discriminating organization may decrease or 

increase, and may rely on the type of advertising and communication in which it is made. 
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If it is advertised in an aggressive atmosphere, the chances of its development are very 

high (Semyonov et al. 2004). The principle of interlinear communication is known to be 

that group collaborators can be exempted, regardless of prejudice and bad stereotypes 

with minorities. People in contact have different popularity according to individuality, if 

they proportion to shared desires, if they are in a supportive environment and if 

communication takes place under some form of influence (Arnfinn & Mari, 2014). Other 

reasons may be related to identity, homosexuality, and significant scale. In normal 

dominance settings the norms about gender are almost prominent in management views 

(Ridgeway and Correll, 2004). 

A qualitative observation of gender-mixed rooms (consisting of military camps in 

their style) was performed after a boot camp period. Let's take a look at the conclusion 

that shared rooms reduce gender stereotypes, and increase feelings of equality among 

different soldiers. Therefore, it is possible that the severely exposed male squads consider 

themselves more similar to the lady squads and therefore have little doubt that they have a 

leader. Studies have originated that having different traits with friends decreases 

prejudices (Boisjoly et al., 2006). 

The glass ceiling extends as far as the glass mountain, stating that women are 

more likely to be found on the mountain than men (indicating the fact that their leadership 

status is extraordinary or given this fact) It is uncertain whether they are more likely to be 

involved in a disaster that could lead to disaster (Haslam & Ryan, 2008). Regardless of 

the phrase, it has been observed so far that women have historically competed with the 

"glass ceiling" and men are extra prone to be promoted to administrative positions 

through the "glass escalator". Glass ceiling literature offers specific theories, describing 

the obstacles that hinder career development for females. Some of these attitudes support 

boundaries, including structural and structural barriers that hinder the career development 

of many women (Smith & Crimes, 1993). 

The initial angle focuses on natural variations between males and females that 

promote the development of fellows in senior control. Some of the characteristics that are 

often considered include men: including managerial ability, competitiveness, confidence, 

competence, aggression, desire, coercion and a desire for responsibility. Another attitude 

is that women's unequal career advancement is largely found because of the attitudes of 

senior male peers who often choose an organization, which includes: recruitment, 
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selection, strategy planning and the results of the promotion, rather than a difference 

(Jogulu & Wood 2011). 

Norwegian state forms have no organizational barriers that prevent women from 

reaching administrative positions, and women managers have no problem connecting 

every worker and family. At a glance, the women's movement needs to gradually shift the 

expected discrimination to a higher control role, rather than discriminate or lack self-

confidence. A study of relatives using the example of females in senior administrative 

positions in UK travel and tourism has confirmed that the mainstream of the respondents 

reported that the birth of newborns, the care of newborns and relatives circles and the 

pressure to work with private affiliations are important problems. Being a broadly 

descriptive factor in addition to the thoughts and behaviors of male administrators, a large 

variety of points have been made towards males civilization and the life of the "old 

males" group (Smith and Crimes, 1993) 

A Malaysian resident has confirmed that female center administrators face a glass 

ceiling of their operating atmosphere that hinders the growth of female administrators and 

hinders career growth prospects for females. Including that the females do not have 

organizational support which includes. : Networking, mentoring and friendly initiatives 

(Storvik & Schone, P, 2008). Maximum Glass Limitations in Singapore Corporations A 

study of aspects of corporate culture, company weather and commercial practices shows 

the general principles of glass ceiling assumption that are supported in the Singapore 

context (Vlado., Skerlavaj, M., & Man, 2010). At some point in their lifestyle careers, all 

women around the world must try to break the "glass ceiling" in order to achieve their 

career ambitions. The ceiling is placed above the center degree administrative positions 

and women from gratifying better management positions (Glass Ceiling Commission, 

1995). 

There is still a daunting dispute, despite the fact that the Arab women take 

significant steps in the meadow of leadership. For example, the presence of women in the 

Bahrain Chamber of Commerce increased from 1985. Chambers of Commerce and 

Industry in Saudi Arabia are providing Lady Rizk to help with business development. In 

Jordan, females are now over-graduating from educational associations and additional 

females are joining the paid workforce and taking on administrative positions regardless 

of the truth that the amount of females in administrative level places in Jordan is 
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particularly high. In these industries, women choose to live up to their unpopularity or are 

considered incapable of fulfilling their responsibilities. In women-dominated 

organizations, men face a particular predicament, due to the fact that participants or 

administrators may feel they are violating societal norms, they are run in senior 

management positions (Taylor, 2008).  

The approach which has been classified as a right to admission and treatment 

discrimination is about women and men when it is decided to go into the traditional 

gender profession through employment. Gender is well excluded from non-traditional 

occupations. Furthermore, any other form of such bias is obvious in the construction of 

social relations in which females in male-dominated industries are negatively influencing 

these relationships within the introduction due to the fact that networking opportunities. 

Similar hobbies and characteristics need to be reflected in the popularity of goals. It is 

tricky for females to contact their male managers with whom they do not share a common 

interest. Men, however, follow the same percentage as their gay peers have and therefore 

they seek additional resources to gain support / statistics than their female counterparts 

(Taylor, 2010). 

In current years, females as well as gender concerns have become the foremost 

source of apprehension. Seminars, workshops are being held around the globe to argue 

female issues and the advancement of females in all walks of existence. This is due to the 

remarkable potential of the worldwide labor market at the end of the second half of the 

20th century, which is growing the contribution of females. Studies have shown that 

women's access to and participation in center degree management positions have 

increased in recent years, leading to a decline in women's movement sports, political 

gadget regulations, and the company's becomes large parts Opportunity projects 

(Meyerson & Fletcher, 2000).  

In the best stages of business however, women are exceptional. They added the 10 

simplest senior administrators in Fortune 500 agencies less than 4% of the top ranks of 

CEO, President, Executive VP, and CEO and less than three percent in the Pankyal 

Company. Most notably, there is strong verification of under-representation of females in 

management level in all international states, including Australia (Davidson, 2004). 

 A 1999 survey using Graham & Welbourne found that women were paid more 

than males, yet women were paid less than men. Furthermore, women generally tend to 
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have lower expectations of their prices than men. This is the end result of feelings of 

alienation and incompetence in the low-expectation workplace that make women 

incapable of seeking economic support for the male-dominated industry. (Bergman, 2008) 

As a result, women may experience little or no compulsion to seek or seek additional 

growth that will affect their capability to proceed in their careers to make an impact on 

glass ceiling. (Cotter, D.A., Hermsen, J.M., Ovadia, S., & Vanneman, R.). 

Incidents of glass ceiling materials in multiple commercial enterprise guides can 

additionally help to accurate this prejudice within the commercial management center 

over the years. It is possible that many of the primary students who are introduced to the 

glass ceiling inside the study room are only close to the top government positions in the 

company from where they promote the preferred bachelor women and the prevailing bias 

through the for-profit source. For many skilled women in senior positions however, their 

desire for adventure, success, and status is still unfulfilled in groups. Persistence with the 

exclusion of women from outside organizations is a clear sign of their lack of 

comprehension and flexibility in large groups. Researchers recommend a general 

inspiration for professional females to quit their occupations at the companies and 

establish their own firms is that self-employment offers them additional manipulation of 

their professions and consequently the trend of glass ceiling. There is a way to break. 

 A survey conducted with the help of the National Foundation for Women 

Business Owners found that 16% of women capitalists identified the glass ceiling as a key 

motivator for turning into a business person. Newcomers to all types (not just women) 

usually cite the need for freedom, the preference to avoid barriers to a formal agency, and 

frustration with the growth of their profession as motives to try to begin their own firm. 

(Carter & Jones-Evans, 2012). Covering the glass ceiling in a business course provides an 

insight into the general disturbances and disappointments practiced by higher executives 

in huge organizations. It also gives students a chance to speculate on corporations' 

approximate costs. The proliferation of glass ceiling materials in multiple business 

publications can also assist to accurate this bias in the company's business over time. It is 

feasible that many of the primary students who had to lift the veil from the glass ceiling in 

the school room are now only close to commercial higher positions from where they can 

sell capable women to senior positions and retaliate for vague bias. For many qualified 

women, however, the need for assignment, success, and status is currently incomplete in 

agencies. Persistence with the exclusion of females from outside groups seems to be a 
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sign of the lack of capabilities that they recognize in large-scale corporations. Probably a 

factor as to why they're doing so poorly is because of the low cost of this alternative. 

Fragile marketers of all kinds (no longer just women) usually cite the desire for 

independence, the choice to avoid formal enterprise boundaries, and the frustrations of 

their occupational advancement are causes to try to begin their own company. (Carter & 

Jones-Evans, 2012) 

This is realistically linked to a more popular finding that women have less self-

confidence than males in many enterprise settings. Women administrators are three times 

more likely than males to underrate their owners' performance appraisal. The fact is that 

women paint better than they understand that which acts as a barrier to gender (Taylor, 

2008).An ongoing study program known as the Diana Project is looking for reasons for 

the lack of women and is looking for scholarship funding for their companies. The notion 

of this application is that broadly held gender biased traditions that the expected desires, 

abilities and behaviors of female marketers successfully prevent them from getting the 

assignment capital fund they want. Women commercial enterprise owners who are 

involved in Diana's superstitions are less likely to insist on plans to accelerate or invite 

large amounts of financial capital. As a result, they no longer regularly submit the 

business records and forecasts that investors want (El Hadary, 2010). 

The second glass ceiling affects the character traders and, overall, the fitness of 

the entire financial system. Individual traders who regularly encounter first-degree 

difficulties in attracting outside capital emphasize bootstrap financing techniques, 

including investing in credit scorecards or investing in the growth of an internal business 

enterprise. Due to the relatively excessive extra cost of this source of capital, the choice 

of funds associated with credit playing cards is on the rise. As compared to outdoor 

sources of capital, the choice to apply internally generated funds additionally restricts the 

growth of the company. Even when women successfully get access to assignment capital 

investment, because of the second glass ceiling, they generally have 40% less capital than 

adult men. After all, it seems to be a logical assumption that another glass ceiling wants to 

value society more than the basic glass ceiling in terms of lost financial capacity and hard 

work. Because gender capital managers are gender sensitive, women can skip 

introductory projects related to the capabilities of entrepreneurs. These managers 

additionally want to showcase the potential, especially for women-owned groups, and to 

review the financial investments made in these agencies. Wells Fargo should be 
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commended for its scheme in setting up a ten billion mortgage fund for females owned 

companies (Alsos, Isaksen, & Ljunggren, 2006). 

Female business owners can also benefit by increasing their specialist 

relationships in particular (which includes men). Women are believed to have a 

comparative energy in the judiciary and protection. Providing mechanisms or activities to 

attract more women entrepreneurs (of all genders) to help them start more effective 

relationships. Another way to quickly tackle a glass ceiling is for women to use this 

functionality in their relations with bankers. Small companies‟ managers who interact 

with a number of bankers and listen to their use of economic services with those bankers 

enjoy benefit from both the right to enter the capital and the price. On the capital facade, 

how encouraging it is from the males that rising the visibility and quantity of female 

enterprise angels will likely appeal to female marketers to raise additional bargains. In a 

way similar to the industry, there is some evidence that despite the fact that women-

owned capitalists no longer actively imprison lady marketers, they are more likely to be 

targeted by women entrepreneurs because of their exposure. Financial options for women 

marketers at the moment are royalty financing and crowd funding networks. It is 

discovered historically in industries such as mining, filmmaking and drug improvement, 

royalty financing is entering the breeding industry and other start-up companies with 

potential. Under this financial association, a business can repay a credit using one percent 

of profits (Cheung, 2001). 

Crowd funding is a way for marketers to tap into their societal media community 

without delay so that they may typically find cash to raise the Americans for less than 

10,000. Buyers are regularly promised payment in name only, which includes coupons or 

non-sampled product samples. As far as the future of mob financing is concerned, the 

vice president of business at the Kaufman Foundation, who is committed to starting a 

study organization, predicts that the movement will disrupt traditional channels for 

business investment. Acknowledging another glass ceiling between the two female 

entrepreneurs and financial capital administrators could eventually initiate to change the 

results. Female entrepreneurs and economic capital administrators need to be expectant to 

have a responsive outlook and do their best so that they may thrive and may not fall prey 

to other glass ceiling or maintain its negative impact. The 2004 Business Week article on 

the effects of glass ceiling continuity, for instance, examines how many people correct 

their surprises by knowing their prejudices. The disappointing slow growth of the first 
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glass ceiling can be extended to the second glass ceiling by introducing almost gender 

biases into the business (Maltby, 2008). 

Among law enforcement officials, women are a separate minority, especially in 

the upper echelons. Traditionally, the police business has been dominated by adult men in 

particular. However, police organizations began recruiting women in the late 19th 

century, not because of the fact that they would be confident that the inclusion of women 

in policing would advance the first tier of police service feature. Alternatively, this has 

changed due to pressure from women's rights companies or perhaps the courts. Fighting 

up the ladder to achieve higher rankings in regulatory enforcement is an attractive story of 

achievement and breakdown. The role of women in the police is limited to works. 

Typically, they were assigned to work with victims of sexual offenses, juveniles, women, 

criminals, missing persons, and children. However, when the problem of discrimination 

against women in the police was resolved, it survived because of the strong resistance of 

the police themselves. According to female police officers, there is strong evidence of 

hostility. As long as women remain legitimate, the traditional roles (i.e. secretary and 

departure) in bullying justice have been commonplace. However, when women were 

trying to erect barriers to these prisoners, significant obstacles emerged (Puschmann, 

2005). 

The effect of the glass ceiling indicates the tendency of women to receive wide-

ranging letters in profit and to stand up as they take advantage of their male counterparts. 

People who cross the glass ceiling still have far less power and less advantage than their 

male counterparts. Another view takes a look at the gender differences in decoration, 

changing the fact that women prefer to be in occupations that may fit with the stereotypes 

of women's gender since they earn more than the male-dominated profession. For 

instance, if they were pursuing a job in the male-dominated profession, they would 

probably receive two-thirds of the value of male's salaries within the similar industry 

(Gabriel and Schmidt, 2006). 

In addition to these findings, there are three different aspects at which the 

reputation of a minority can have a devastating effect on individuals. The first is that 

visibility, in comparison, will be a minority, and more attention will be paid, which can 

lead to better performance pressures. The second is the combination, in which a minority 

member is considered an advisor to their category and as a result, stereotypes are more 
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difficult. The third is the polarization, in which the presence of minority participants is 

sharply examined for similarities between the mainstream of individuals. These factors 

can increase work stress, upload negative effects on fitness, and reduce stimuli, which in 

addition to creating minority barriers and increasing stereotypes, can also lead to poor 

diagnosis. The participation of women in the ranks of the administration has increased in 

almost all countries. In the environment of works, women are disturbing additional 

equality. Gender variations are an important factor to consider if you want to achieve 

equality around works. Gender variations and interactions between women and men may 

additionally vary in international locations and their diverse cultures. In addition, 

collaborating elements, including school education, media imagery, government policies 

and opinions of leaders, can re-align / disable gender dissimilarities and processes. So, the 

proportion of females in junior and core level control positions has improved noticeably, 

even the rate of females getting higher positions or rising in the company ladder has been 

significantly lower (Powell and Graves, 2003) 

 Although more women are running full-time and double-income couples may be 

booming these days, there are still different views in society about the scope of labor and 

family responsibilities from that of traditional gender (Duxbury & Higgins, 1991). This 

vision can generate a completely unique pressure for females who are forced to do job for 

stability and adapt to the family lifestyle in the right way, almost not for possible needs. 

Duxbury and Higgins (1991) consider that, apart from the division of external 

responsibilities in the home, there has been no rearrangement of family duties in the 

home.  
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1.2 Conceptual framework of the study 

Background variables Independent variable Dependent variable 

Age 

Qualification 

Time duration of job 

Monthly Income 

Marital Status 

No. of Children 

Family Type 

Residential Area 

Glass Ceiling Effect 

Gender Discrimination 

Gender Stereotypes 

Gender Differences 

Cultural Factors 

Social Roles 

Organizational Behavior towards 

gender 

Wage Differences 

Workplace Environment 

Institutional Leadership Attitude 

Career 

Advancement 
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1.3 Conceptualization 

Conceptualization is the most application of certain scientific terminologies with the view 

to visibly communication the proposed outcomes. It is vital in social research as 

compared to other disciplines because some concept is used with different meanings by 

the researchers. The need for conceptualization and defining the universal concepts with 

detailed and purified concept is, therefore important. Some of the important concepts used 

regularly during this study have been conceptualized as following; 

1.3.1 Socio economic status 

It means a compound of characteristics that are interconnected but do not form a single 

measurement, on the basis of which people are put in a hierarchical order within a 

society. 

In the present study the dimensions used for identifying socio-economic status of the 

respondents were Age, qualification, income, family type and residential area. 

1.3.2 Age 

Age is the one of the important variables in social research. It refers to the number of 

completed years since birth of the respondents. It affects the attitude and behavior of the 

person at different stage of life. In the present study the respondent‟s age was divided into 

these categories; 

a) 20-25 

b) 26-30 

c) 31-35 

d) 36-40 

e) 41-45 

f) 46-50 

g) Above 50 

1.3.3 Qualification 

In this study, by qualification is meant the formal years of schooling completed by 

respondents in an educational institution. In the present study the qualification of the 

respondents was divided into following categories; 
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a) Graduate 

b) Masters 

c) M.phil 

d) Doctorate 

e) Any other (Specify please) 

1.3.4 Income 

Income means the total monthly income or earning of the respondents‟ received by all 

sources. Income is popularly considered as a factor responsible for creating and 

maintaining behavioural pattern, study of life and for the formation of attitudes. 

The score of the monthly income in rupees has been done as; 

a) 15,000-25,000 

b) 25,001-35,000 

c) 35,001 –45,000 

d) 45,001-55,000 

e) 55,001-65,000 

f) 65,001-75,000 

g) 75,001-85,000 

h) 85,001-95,000 

i) 95,001-105,000 and above 

1.3.5 Glass Ceiling 

A glass ceiling is a term used to describe "the unseen, yet unbreakable obstacle that keeps 

women from rising to the upper rungs of the corporate Ladder, regardless of their 

qualifications or achievement. 

1.3.6 Gender discrimination 

Gender discrimination means discrimination based on a person's gender or sex which 

more often affects women. Due to gender discrimination women do not have the same 

chances as men for education, meaningful careers, political influence, and economic 

progression. 
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1.3.7 Gender Stereotypes  

Gender stereotypes are over-generalizations about the characteristics of an entire group 

based on gender while gender stereotypes have been popularly supposed as having 

negative association. 

1.3.8 Gender Differences 

Gender differences are based on the conception of gender which refers to generally 

defined differences between male and female. 

1.3.9 Cultural Factors 

Culture of an individual's regional area may influence career decisions. Our culture often 

shapes our ethics and outlook as they relate to many parts of our lives including jobs and 

careers.  

1.3.11 Social Roles          

Social roles are a socially defined pattern of behavior that is expected of persons who 

occupy a certain social position or belong to a particular social category. 

1.3.12 Organizational Behavior towards gender 

Males and females typically have different traits. Knowledge of these traits helps 

individuals, particularly those of opposite genders, work together 

effectively in an organization. When genders learn to interact with one another, mixing 

traits of males and females creates a stronger organization. 

1.3.13 Wage Differences      

  A wage differential refers to the difference in wages between people with similar skills 

within organizations or industries. There are also geographical wage differentials where 

people with the same job may be paid different amounts based on where exactly they live 

and the attractiveness of the area. 

1.3.14 Workplace Environment 



18 

In simplest terms the workplace environment is the place in which employees conduct 

their work. Here are some things you might want consider when assessing the workplace 

environment your staff works in and whether it is suitable. 

1.3.15 Institutional Leadership Attitude 

It is vital for the leaders to possess a supportive attitude and make provision of equal 

rights and opportunities to all the members of the organization. 

1.3.16 Career Advancement  

Career advancement refers to the upward progression of one's career. An individual 

can advance by moving from an entry-level job to a management position within the same 

field, for instance, or from one occupation to another. 
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1.4 Statement of the Problem 

“Implications of Glass Ceiling on Women‟s Career Advancements in Punjab, 

Pakistan” 

The glass ceiling phrase is described as an image of boundaries that look like glass from 

which a woman is capable to see higher level positions but she may not be able to get 

them. 

Because a woman appears to be represented in pinky surface positions, it elaborates that 

she may face "glass ceiling". Although women do extra work or paint because they are 

employed by males, they face many limitations in advancing their careers. The current 

view is based on female employees dealing with glass ceiling in Pakistan. The audit is 

designed to shed light on the positive practices and assessments that have encouraged and 

assisted women in access to senior degree management training positions, despite 

acknowledging the limitations. 

SDGs (Sustainable Development Goals): 

The Sustainable Development Goals (SDGs) are a set of global goals for fair 

and sustainable health at every level: from planetary biosphere to local community. There 

is a need for system wide strategic planning to integrate the economic, social and 

environmental dimensions into policy and actions.   
The Sustainable Development Goals (SDGs) otherwise known as the Global Goals are a 

set of objectives within a universal agreement to end poverty, protect all that makes the 

planet habitable and ensure that all people enjoy peace and prosperity, now and in the 

future. The Goals were adopted by all member states of United Nations formally in 2015 

for the period 2016–30 to address the overwhelming empirical and scientific evidence that 

the world needs a radically more sustainable approach. The goals provide a well 

consulted framework that is sufficiently scientifically robust, politically acceptable, and 

publicly intuitive. The goals provide us with our best chance of ensuring the necessary 

collaboration and alignment as we implement global approaches to securing a fair, 

healthy and prosperous future for ourselves, our children and grand children. There would 

be many social, environmental and economic benefits in future by achieving these 17 

goals and 3 of them are linked with this research topic.  
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SDG 5: Enforce Gender Equality 

Sustainable Development Goal No.5 is to achieve gender equality and empower all 

women and girls and researcher wants to find out the factors behind Gender 

discrimination so that we can empower women and eliminate inequalities. Gender 

inequalities are still deep-rooted in every society. Women suffer from lack of access to 

decent work and face occupational segregation and gender wage gaps. In many situations, 

they are denied access to basic education and health care and are victims of violence and 

discrimination. They are under-represented in political and economic decision-making 

processes. 

SDG 8: Create Decent Work and Economic Growth 

Sustainable Development Goal No.8 is to promote sustained, inclusive and sustainable 

economic growth, full and productive employment and decent work for all. Decent work, 

employment creation, social protection, rights at work and social dialogue represent 

integral elements of the new 2030 Agenda for Sustainable Development. Furthermore, 

crucial aspects of decent work are broadly rooted in the targets of many of the other 16 

goals. 

SDG 10: Reduce Inequality 

Sustainable Development Goal 10 is about reduced inequality and is one of the 17 

Sustainable Development Goals established by the United Nations in 2015. The full title 

is: "Reduce inequality within and among countries". The Goal has ten targets to be 

achieved by 2030 to improve the living conditions for everyone. 
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1.5 Rationale of the study 

These days, globally, similar jobs are likely to be found using almost every company, but 

in almost all states, the majority of top positions are held primarily by males. Women 

tend to be in low level positions and have less energy than males and at the same time 

females are usually in the "woman's" service areas. This view fails to promote women to 

higher positions because they are more in a position of empathy rather than a position of 

choice. In the first degree, Asian women are discriminated against on the basis of trade, 

higher pay and fired for odd reasons. While women as a whole may be less important in 

completing their careers than males, there are a large variety of females who strive hard 

for high-ranked positions and attain them. 

There are a lot of biased approaches about females that they cannot perform the tasks 

assigned to an individual, a woman is not able to work long hours because of her teenage 

children, a woman is simply more emotional and does not stand up to strict management 

in a high degree job. It is hard to understand that within the 21st century, the glass ceiling 

continues to prevent females from coming and advancing in administrative and 

managerial positions. Women have managed to move from traditional places to higher-

level jobs where adult males are maneuvering. Women have discovered that it is much 

easier to transport than try to break the glass ceiling. 

The percentage of women in law enforcement companies in Pakistan is below the 

required level. In addition, the judiciary in Lahore has a maximum number of 40 judges 

but 2 of them are the lady judges and there is no lady judge in the Supreme Court. 

In 2018, 312 applicants cleared the competition exam of CSS which included 203 males 

and 109 females but the best males had more degrees than they required and even women 

were bound to a certain degree anyway. There are 36 DCOs serving in Punjab but only 3 

of them are women (Khushab, Sheikhupura and Toba tek singh). Therefore, the plan of 

this research is to confirm whether the glass ceiling still occurs within the 21st century 

and if so then, to find out the reasons behind it. 
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1.6 Objectives of the Study 

The proposed study aims to attain the following objectives: 

1. To explore the socioeconomic characteristics of the respondents. 

2. To discover the barriers those prohibit women from being promoted to higher 

positions. 

3. To discover the aspects of glass ceiling faced by women employees. 

4. To find out the effects of glass ceiling on career advancement. 

5. To evaluate the institutional leadership attitude towards men and women.  

6. To suggest possible recommendations to overcome the issue. 
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1.7 Hypotheses 

Hypothesis 1: The more the effects of glass ceiling are the less will be the career 

advancement 

Hypothesis 2:  The more the gender discrimination is the less will be the career 

advancement 

Hypothesis 3: The more the gender stereotypes are the less will be the career 

advancement 

Hypothesis 4: The more the gender differences are the less will be the career 

advancement 

Hypothesis 5: The more the cultural hindrance is the less will be the career advancement 

Hypothesis 6: The more the social role of the women is the higher will be the career 

advancement 

Hypothesis 7: Organizational behavior towards gender will be influencing career 

advancement of women 

Hypothesis 8: The more the wage differences are the less the career advancement will be 

among women  

Hypothesis 9: Workplace Environment will be influencing career advancement among 

women  

Hypothesis 10: Discriminated institutional leadership attitude leads to glass ceiling 

which directly affects the women career advancement 

1.8 Limitations and delimitations of the Study 

The study is delimited to three Districts (i) Rawalpindi (ii) Faisalabad and (iii) 

Sargodha of Punjab, Pakistan. The data were collected from the female employees. The 

reason for preferring the above mentioned districts and female employees for the study 

was that there were a limited time, energy and resources and it has an easy access for the 

research scholar to study. The study has some limitations as findings of this research 

reflect the condition of Punjab but these results can be generalized over the whole 

population of Pakistan. 
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Chapter 2 

REVIEW OF RELEVANT LITERATURE 

2.1Theoretical Background 

All ideologies have their deniers. George Gilder can serve as an example here; he 

believes that it is not always a problem of the glass ceiling that prevents females from 

advancing in the managerial rankings. He thinks it is a matter of innate traits as an 

alternative. The results are as follows: 

1) In all societies, men are more violent than women, as evidenced by the evidence. 

2) Gender differences initially exist, at a time when there is no evidence that there was 

any social pressure on the individual to provoke sexual aggression in any other way by 

adults. 

3) Similar gender variations are determined in humans and all humans. 

4) Aggression is related to the level of sex hormones, and can be modified by 

experimental administration of these hormones. 

The sex that is more aggressive usually wins the extra contest. Feminists argue that the 

male role in aggression is inappropriate within the current business environment, where 

compromising skills are perceived to be more important. The fact is that from finance to 

economics, from generation to generation market research, the range of employment is 

increasingly based on mathematical reasoning. From the point of view that an increasing 

number of males will retain top degree jobs, due to the fact that they are more likely to 

excel in mathematics. 

However, for the glass-ceilinged debate, the key factor is that men with the highest 

income potential work more efficiently for longer periods of time, and with more 

resources, acquire additional qualifications and certificates. Have Through evaluation, a 

married woman with so many qualifications and certificates, no matter how low the 

chances, she paints full-time for a full 12 months in a very rigorous and rewarding 

process. Women can also find training and certificates to be able to paint, rather than 

more works. For example, female medical doctors see an average of 38% fewer patients 
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than male medical doctors. Female lawyers see fewer clients than male lawyers. Female 

professors write less books and study papers than male professors. It is in the light of 

absolutely commendable choices for women to get the most out of their families. The end 

result is that women who can be high quality are willing to shy away from the glass 

ceiling. Obviously, the Glass ceiling is a very complex problem. It covers a variety of 

aspects that need to be addressed. In order to identify all the special opinions, it is 

necessary to expose the reasons for this trend. 

Concept of social action 

One of the foundations of the rational and existential existence of gender stereotypes is 

the concept of social action. 

1) Under this theory, individuals are expected to adapt to movements and trends that may 

be regulated with their social roles that may be based on gender, financial status, or 

different demographic subjects. 

2) Not surprisingly, these social role expectations remain in the expert settings. 

Candidates who are often portrayed as likely to meet the social expectations of a 

leadership event have a desire for candidates who are unlikely to meet those expectations. 

 

3) Management roles have societal expectations that require strong technical and related 

skills, and at the same time they share a common belief in masculinity. 

4) Research shows that women are less likely to understand masculine type traits, and as a 

result, the theory of social position indicates that there is a gender stereotype against 

women in management roles. 

Women's Career Development 

Career Theories 

The history of career ideas is derived from the improvement of a person's uninterrupted 

career, which occurs within 1 or 2 corporations in permanent employment. Changes in 

organizational structure and international opposition have led to new demands for reading 

profession theories and trends. When defining a career, we should be aware of 3 
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important issues. It depends on which field concept we are separating. It can be mental, 

social, humanitarian, low cost or specific areas of management. Other observations 

include reforms in agencies, communities and people. The third point, which involves 

additional discipline, is the level at which we are looking at a man's or a woman's career. 

It's probably someone's ideology or the organizational element of the ideology or maybe 

everyone. There are five ways to outline career theory: (Hall 1976; Young & Collin, 

2004). 

1. Career as an advancement 

2. Career as a Profession 

 3. Career as a lifetime series of responsibilities 

4. Career as a lifetime series of role experiences 

5. Career as a constructional concept 

Career as advancement 

 In this conventional definition, man is linked to the growth of a great career, which 

means to go up the ladder of ranking in his profession. In addition to this, all promotions 

are being directed and the profession of success is also nominated to break and is at the 

top of the list. 

Career as a Profession 

In this definition, the less recognizable theory is presented that the simplest professions 

improve the career. If the career is described as a vertical improvement, then the various 

professions, including instructors or cleaners, have no profession. 

Career as a lifetime series of responsibilities 

In this description career means individual‟s earlier employment practice, cycle of respon

sibilities in their entire life. Thinking about this explanation is that those who are working 

and still working have a profession. Career is not decided by upright growth; however it 

is a much more career goal. In this way, there is a difference between what one does and 

what one gets upset about, for instance, accepting certain responsibilities or denying 

them. Also, income and location are very important elements here. 
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Career as a lifetime series of role experiences 

 This explanation includes an individual's assessment of the range of responsibilities and 

functions involved in his or her profession. This is the biased aspect of this explanation, 

because the profession is in the non-public betterment of the person and it shapes their 

beliefs, values motivations and changes as they age. In this instance, the achievement or 

disappointment of their profession is decided by an easy right outsider. Career as a 

constructive idea Career as a constructive idea definition means that your career can be 

independently and additionally reviewed with non-public ideas about your profession. 

With a few exceptions to this definition, there were a few most effective techniques. 

Career as a constructional concept 

Women's factors have long been a part of verbal exchanges to enhance or limit one's 

career. There was a lot of research on a topic. Researchers have discovered many 

elements to career barriers, but not many to advance the profession. There were two 

special assessments in this conversation. One communication identifies women as victims 

of organizational and social mechanisms. Another says that if women are truly focused on 

their careers, they can achieve a prominent position in the corporation and therefore it is 

not the fault of any successful woman. 

Justification for career advancement is an element of what the chief organization wants. Is 

the organization equating male and female leaders or differences in androgynous chiefs in 

different words? 

3 specific types for career advancement (Adler &  Izraeli 1988):  

1. Gender - centered perspective  

2. Oanizational practice 

3. Cultural differences 

The glass ceiling effect has been described by the Department of Labour in New York as 

a biased unseen barrier that prevents educated people from advancing to higher positions 

in an organization. Where there is a glass ceiling, women are subordinate. It has a 
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dangerous effect on the spirit and economy of any corporation. The Department of 

Labour has taken the initiative to address this problem. 

According to Insch, McIntyre and Napier (2008) Glass ceiling is explained as hidden 

obstructions that impedes female staff from being promoted to the high level places in 

associations despite of their skills and accomplishments. Jaramillo (2003) The Feminist 

Majority Foundation has completed the apprehension concerning the “Glass ceiling” in 

different articles which express that there are tranquil impediments for females totake 

them the higher level in the mainstream of institutions. Various sources disclosed that 

females are employed in occupations that do not direct to senior level places. Females are 

indomitable for attaining higher education in the few decades. The glass ceiling was 

generated after a culture made females suppose that they should take care of home and 

kids or having easy jobs so they can go their residence earlier for arranging food and to 

spend time with their kids. 

Meyerson and Fletcher (2000) demonstrate regardless of the distended involvement of 

females in labor force and attaining places in management, glass ceiling still subsists. 

Batool et al. (2012) carry out a study with a sample of 120 to find out the factors that 

women are fewer in educational places face obstructions in their occupational progress. 

Shandana (2010) discovered that glass ceiling exist in societal order in shape of sexual 

bias. Many associations favor males at higher management the proportion of females at 

higher management is too small as compare to men. Hyder and Maqsood (2009) carry out 

a research on sticky floors and occupational division 7about Pakistani milieu. The 

research revealed women are engaged in little paid and a smaller amount of skill required 

occupations and gender based division into earnings was significant. 

Uzma (2004) has discovered in her study that character is formed by the traditions, 

environment and relatives. It‟s a reciprocal procedure, the manner people watch you and 

the manner you are watching yourself. Perspective of parents regarding their children 

derives their character. Parents usually suppose that their daughters are delicate, timid, 

and weak. They need to be restricted by the manly part of the globe. Due to certain 

reasons females are not able to instruct or complain. It is the prime step of crush and 

oppression. Still the capable females have the twin character dedicated and delicate. Other 

finding of research was the wages of women are not calculated as main economic source 

however as extra to the salary of their males. Those outcomes are not appropriate for 
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advanced and extremely urbanized families wherever complete independence is given to 

females. 

According to Lockwood (2004) Glass ceiling is a conception that most often refers to 

obstructions faced by females who effort, or desire, to achieve high level positions (as 

well as high earnings levels) in firms, administration, teaching and nonprofit institutions. 

It can as well refer to ethnic and cultural minorities and males when they face blockades 

to development. Öztürk (2011) discussed that glass ceiling is the common name of 

occupational hurdles faced by females in their public life. These difficulties commonly 

can be separated into three categories as personal, governmental and societal. Assuming 

multi-role, function and level of liability woman believe such as mother, spouse and 

being an employee. Function and accountability role level and character preference and 

views, lack of self-confidence, uncertainty, not civilizing themselves, not taking 

challenges in occupation and not preferring endorsement are the impediments from 

personal factors. 

According to Taşkın (2012) Association‟s accessible traditions, lack of political views, 

mentor -counselor, sponsor, guide and incapability to contribute in private 

communication networks are impediments stemming from managerial factors. 

Obstructions happening from societal factors can be supposed occupational division and 

stereotypes. Tomasky (2013) argued that in political affairs, even Hillary Clinton, who is 

considered the “mainly influential woman in American politics” discussed her experience 

of being “kidded, ridged and chided in boardrooms across the nation” just because she 

fortified women‟s problems. Female staff experienced a gendered double bind. Females 

are either more masculine or self-possessed or females are more feminine and stretchy. If 

women presentation seems too self-possessed and masculine they may be seen as 

competent but not charming but if their presentation is too feminine they may be seen as 

attractive but unskillful. 

Whalen (1996) argues that the term "glass ceiling" was first used in 1986 and has been 

around for fifty years. It has been a stumbling block to see the women take control of 

their own families, in World War II, most of the males went to war and females were left 

to look after the youth. After the war finished, more and more females stopped working. 

A large proportion continued this new trend. However, there were many obstacles to 

conquering women and various minorities. 
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According to Jaramillo (2003) the Feminist Majority Foundation has helped her challenge 

almost all of them by publishing a number of articles on "glass ceiling" in which it is 

stated that in any case, women should be promoted among the general public in 

companies. There are barriers to access. For some reason, it has been found that women 

are kept in jobs that do not hold high positions. The way the social system has changed 

over the centuries has created problems, which we are dealing with and trying to 

overcome. For the last thirty years, women have been committed to buying high quality, 

but that is not changing. The "glass ceiling" is formed when women in a society have to 

believe that they should have a domestic job or that their flexible jobs allow you to go 

home early to prepare food and live with your children.  

Jaramillo (2003) further discusses how much has changed. It is recommended that women 

compete with males for higher positions that qualify them and rank them honestly. While 

undeserving women may progress, the problem is certainly not solved. After all, men are 

the ruling organizations, defending their authority from inexplicable and well-organized 

"glass ceiling". 

According to Davidovich (2007) it is an honor to reject authoritative women from 

working permanently, who are eligible for execution. He added that "glass ceiling" 

barriers against females are nothing but a form of gender bias, a violation of principles. 

Meyerson and Fletcher (2000) argued that the inclusion of women in the workforce and 

the expansion of their role and position within the administration was not a matter of 

extension. Batool et al. (2012) with a sample of 120 (ninety academic and 30 

administrative) conducted a study to explore the reasons why so few women face barriers 

to career advancement in terms of education. 

Shandana (2010) pointed out that the ceiling of the cup is ingrained in our social system 

in the face of gender inequality. Most agencies support males in their key management. 

The rate of women in senior management can be very low compared to men. Morrison 

(1987) Men are given a priority promotion at a job opportunity and are given the 

impression of being more successful and skilled. Similarly, Morrison confirmed that the 

role of men in the assessment process was assessed on the basis of abilities, while 

women's opinion was poor due to gender differences. Sexual orientation causes workers 

to stumble into career advancement due to social stigma. 
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Hyder and Maqsood (2009) take a look at sticky flooring and segregation in the 

Pakistani context. This suggests that the woman was under-occupied in low-wage 

disruptive occupations and that the gender gap in wages was noticeable in the public 

sphere. Sharma et al. (2011) observed an analyst to look at the effect of glass ceiling in 

Indian school quarters. Despite the reality of a life of gender equality, respondents' 

perspectives varied on the basis of their gender. But persistent violations of the rules that 

advise a glass ceiling in reverse. According to Horgan (2001) the women were available 

at the administrative center and it was quickly discovered that they were still in the 

second grade. In practice, women seem to have made little progress in expanding their 

operating environment. Clutterbook and Divine (1987) shows that despite the fact that 

women make up 40% (40%) of the staff, the work union remains sexually segregated. 

According to Cheung (2001) many limitations are achievable and the point here is why 

women fail to stop the 'glass ceiling'. By no means do I want to convey that I recommend 

for the mother to be inactive. 

Mainiero  &  Sullivan (2005) reported that women were showing great speed in 

gaining access to groups and in crushing the glass ceiling. Despite such successes, most 

women get stuck in middle management. The problem of glass ceiling is still growing, 

although there is no particular dilemma that deprives women of competing growth and 

gaining positions in modern practice. All agencies claim to be an equivalent opportunity 

organization and have no advertising claims that "minorities or females are not eligible 

for use". 

According to Rai  & Srivastava  (2014) in the communal context that there is no 

such thing as a glass ceiling and they guide their argument because usually females move 

away from their activity at the center of the profession and the component There is a 

tendency towards work at the time. Jobs Risk Furthermore, he says that globalization has 

created a huge number of possibilities for service improvement. 

Mainiero  &  Sullivan  (2005) argued that if women showed full commitment to 

labor pressure, the number of female specialists could more than double the number of 

women in management occupations using 35 manage, and that women could increase the 

number of minor occupations. Can More than 25% reduction and women have gained 

momentum in gaining entry into companies and crushing the glass ceiling? Despite such 

successes, most women get stuck in middle administration. The difficulty of glass ceiling 

continues to grow, although there can be no obvious defect that keeps women from 

opposing growth and gaining higher employment positions. All businesses claim to be an 
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equal opportunities agency and have no advertising claims. "Minorities or women are not 

eligible to apply. 

 Roy & Srivastava (2014) stated that the company's view that there is no glass 

ceiling and that they hold up their disagreement because females usually quit their jobs in 

the mid of their careers, part time Tend to work and give less priority. Risk Jobs 

Moreover, they are saying that globalization has created massive opportunities for service 

development. Blau et al (2006) stated that females prefer their household as they inspect 

males have a more rigid direction of movement for their occupations. That's why 

investing for women, school and schooling are of little use, and the knowledge gained is 

outdated at career intervals. 

Mainiero  &  Sullivan (2005) argued that women have been instrumental in 

gaining entry into corporations and crushing the glass ceiling. Despite such achievements, 

the majority of women are still stuck in center management. The problem with glass 

ceiling is growing, though there is no clear limit to what can be done to keep women out 

of professional growth and to keep them out of high-paying jobs. All companies claim to 

be agencies of the same potential and have no advertising statements. Women are gaining 

momentum in gaining the right to enter corporations and crushing the glass ceiling. 

Despite such successes, most women get stuck in middle management. The problem of 

glass ceiling is on the rise, although it may not have a specific threshold, which keeps 

women out of professional competition and leads to higher employment positions. All 

enterprises claim to have the same potential and no advertising claims. "Minorities or 

women are not eligible to apply. Moreover, he says that globalization has created a lot of 

potential for the betterment of suppliers. 

 Blau et al (2006) noted that women prefer their families to men and develop an 

additional complex course of movement for their professions. That is why investing in 

training and coaching is less effective for women, in addition to gaining knowledge at the 

back of career intervals. Women prefer their families to males and take a more drastic 

step towards their careers. That is why investing in education and training in schools is 

less useful for women, except that knowledge acquires in the intervals of career.   

Schneer &  Reitman (1993) argued that their family structure greatly affects a 

woman's career as youth responsibilities and housewives increase the degree of stress on 

women. If women work hard, the amount of female experts will increase by 35% and the 

amount of females in management jobs may more than twice and females in minor 

professions might be less than 25%. The scope of kinship has a significant impact on 
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women' career success as household responsibilities increase the pressure on women and 

children. If women had to work hard, a wide variety of female specialists would be on the 

rise with the help of 35%, the limits of women in management professions could be more 

than doubled, and women might have to be reduced to menial professions. Their family 

formation has a major impact on women's career fulfillment as women are overwhelmed 

by domestic and domestic responsibilities. If women had to make a full commitment to 

the workforce, the number of female specialists could be increased by 35% so that the 

number of women in management professions could more than double, and the number of 

women in minor occupations could be reduced by using more than 25.  

 

Mainiero  &  Sullivan (2005) reported that women have shown great tempo in 

accessing businesses and crushing glass ceiling. Despite such achievements, the majority 

of women are still stuck in center management. The problem with the glass ceiling is that 

it maintains its growth, although it may not be a major problem for women who oppose 

professional heights and hold high positions. All agencies claim that they are one-time 

corporations and there is no advertising claim that minorities or women are not eligible 

for use. Blau et al (2006) acknowledges that women prioritize their families as a test for 

males and develop a very difficult path to practical action for their careers. That is why 

investing in schooling and education is less beneficial for women, except that the 

knowledge gained is getting older with time from the profession. 

Schneer &  Reitman (1993) argued that the scope of kinship formation greatly 

affects women's success in the profession because of the responsibilities of young people 

and the increased stress on women from home. If women work hard for the pressure of 

hard work, the number of female specialists can be increased by 35%. The number of 

females in administrative jobs will more than twice and in minor professions the number 

of women will be reduced by more than 25%. The Glass Ceiling Trend was written in a 

1986 Wall Street Journal article by Hymowitz & Schellhardt (1986) which explains the 

growing lack of mobility in government ranks for women and minorities in the company's 

jobs today. The street leading to the checkpoint positions was barren due to "business 

injustice and tradition, which resulted in the loss of the support of women and sponsors." 

Vanhala (2010) has taken a long time to recreate organizational methods. 

Businesses have plenty of strategic and structural elements that can be a key concern for 

women's role and prospects in the agency. A small portion of female leaders will be based 

primarily on values, requirements and biases which guide the behavior of females and 
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males and the issues that are actually deep in society. Due to the Equality Board's law, 

public discourse and function model, a small change has been made. Males who were 

members of fiscal unions and they all were top administrators and 87% thought that 

gender was beyond their careers. Observed the similar goal for females in which 15% of 

females felt the similar way. The web of females is broken when the question of age 

arises. At first they are too young to be leaders then they can develop into qualifications 

and take care of the children as well as their homework becomes more important and 

sooner or later they will be used in the field of hard work. They get too old. There are 

many stereotypes towards growing older people. They are no more effective, they are 

tough and they get sick regularly from little humans. Women managers need to be 

younger than their presence. Children and families are definitely the biggest component 

of not hindering your career and low pay. It has even been noted that the guidance of a 

husband, father or someone near to her is a major factor in the growth of the profession. 

In general, women should be absent from their works because of their different careers 

for their mothers and children. The second great component of not interrupting his career 

is the wrong education. 

Vanala (2010) Women lack technical education and should be recommended to 

expand in this field as well. One of the best limits is to enjoy the benefits in a production 

or line supervisor. It is important for an organization that its leaders know all the 

stepladder of their pricing process. It's a must have, for any Affiliate, promoting any 

program. In general, the improvement in the career of a woman is the most advanced in 

the field of a single business enterprise and as a result the reason is thin. This is usually 

due to the wrong training of women. When women leaders are asked which elements are 

motivated for their profession, they identify factors as competent, business surprises, 

make themselves competent and capable. 

Veale & Gold (1998) conducted a variety of studies, investigations and interviews 

to identify the career direction of women. Take a look at one that was made in the UK 

(tells us that many women are no longer given the stage for their career courses. These 

women felt that in no way did they have any organized career plan for degrees in their 

own lives. All these women felt that in any aspect of their lifestyle, career Improving is 

very important. 10 Equally told these 10 female administrators that it is truly difficult to 

be self-motivated because none of them had a guide who could actively guide the 

development of their profession.  
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Thurman (2009) it has recently been on paper what is the form of the first job after 

which you should be allowed to expand your profession. People think that after 

graduation, the basic job is more than enough for your destiny occupation. Based on this 

research, it appears that in times of recession, when college students should take the job 

that is offered to them, they will no longer be able to decide on the occupation that they 

want. The direction of will potentially affect. If career guidance cannot be given this time 

around, many women are driven into these "women' occupations." There are unique 

enterprise fields of exchange and generation, developed and manufacturing where many 

women cannot be seen as skeletal administrators. Yet these associations are also known 

as men's associations and of course it is extremely difficult for females to crack this 

deadlock. 

Gumbus & Grodzinsky (2004) stated that some females have preferred not to have 

children or get marital while focusing on their careers. They don't think that it's essential 

to have young people in their early on twenties when hospital therapy has advanced and 

lifestyle expectations are expected. Insch, McIntyre & Napier (2008) stated that Working 

together on sustainability and family existence is not always a clean job. Many females 

really feel responsible if their homework is missing as of the argument for occupation 

improvement. He also states that these females have previously made many give ups, 

worked solid and has been eliminated to attained the position of center management. The 

research was conducted on 10 woman managers in center degree and most of them felt 

that they could not reach higher positions in any way due to their age, one person wants to 

retire soon, the loss of positions and the ultimate goal was that each of the senior 

managers has been men. 

According to Vanhala (2010) anyone working, studying or having an internship in 

a foreign style. S. A and its duration will be from 6 months to five years. The trivial 

matter of relocating to a foreign country is not only a journey to a landing country. A man 

or woman who travels the easiest does not live abroad however, creates large-scale and 

important relationships. The company is growing exponentially due to global networking. 

From the point of view of business enterprise, an immigrant is a person who is still on his 

paycheck and will go back to his old ways after becoming a foreigner in the foreign states 

of the United States. 
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Ansh, McIntyre and Napier (2008) stated that in the fast-paced international 

world, humans desire international experience. Many women feel that they are not 

noticed as of the prejudices and manners in the commercial existence when concerned for 

jobs. Even females find it more difficult to disclose their functionality and abilities as 

they compete for the ingredients, yet they do not choose to be foreigners. (The reasons 

behind this are within the company's lifestyle, male dominance and other responsibilities 

of women, which means housework, caring for children and becoming a responsible 

mother as society expects. Senior managers to women are also terrified to be sent to states 

where manliness and energy detachment is better than their domestic household. Females 

who go overseas face sexual harassment. It can be unseen like Japan, Beltium or 

Germany. Unlike China, if there is a job in abroad, a man is usually sent to the 

assignments of an overseas manager. Such a mission has proved to be more important in 

promoting the positions of upper managers. Occasionally females are more submissive in 

their field of job and they almost do not make much noise. They act on their values, 

abilities and beliefs and basically on that basis. The surface is also searched. The results 

show that they have more stress. You will be a foreigner. They will be at work and at 

home. Stress from work. Men don't have this dilemma because usually the wife calls after 

housework and males around the world can gain a more effective understanding of their 

new caretaker role. It‟s proven that males whose wives are at house are most affected in 

their employment. The next area is for males whose wives work, a male is downgraded. 

In their education, they found that if women were to grow up in a way that comforted the 

males and made them run and control themselves, they would do more when breaking the 

pitcher's ceiling. ۔ As mentioned earlier, the top managers are the people. They have 

membership cards for clubs or health clubs in the United States. These places are often 

limited to male companions. Global networking is almost as clear as getting a foreign 

position. When you are assigned oversight responsibilities globally, the concept of 

women is more important than international networking at home. If you can't contribute 

in males‟ interest, how do you imagine building your association? The communal 

connections created in these links play out regularly while promotional chances happen as 

high level administrators often look for people they can easily agree with and accept the 

truth with them. 

According to Adler (1994), the paradigm of women's dislike is no longer 

supported by research where men were measured and women were willing to be 



37 

foreigners. But empirical studies in the United States and Austria reveal overwhelming 

facts. The ultimate prejudice towards women is misunderstanding. When female aliens 

were calculated, researchers found that females performed better than their male 

counterparts in global tasks. It has been observed that females are not perceived as a 

threat or a suspect, but they have been remembered, approached with interest and are 

additional noticeable than males. In addition, they are perceived to have improved 

language talents and to be responsive enough to develop distinct traditions and to 

consider humans more than their contradictory components. 

Harvey and Buckley (1998) stated that from foreign literature we understand how 

difficult the situation of a family is when a family is sent out of the country. Double 

career couples go to a couple in which each party is professionally focused and borrowed. 

Adopting a subculture has its ups and downs, and it has its ups and downs. This is more 

of a luxury for an enterprise than a person who is playing an equal role in our home. 

According to Adler (1991) there was outrage at the lack of training and tuition for 

women. No one was there Female executives have announced that the support of teachers 

with the highest degree is a key to their completion. This form of the final result proves 

that there is still discrimination and prejudice in the company tradition and when there are 

no women in the top supervisory role, the center stage managers get no support from 

anywhere. "Increasing self and social focus can also lead to improved social network 

relationships, which are often necessary to take on foreign responsibilities. Finding and 

using mentors in better relationships, as well as recommending and Women can also 

engage in correspondence with foreigners for guidance, and improving these relationships 

can guide to extra favorable assessments and assessments, which can boost administrators 

self-confidence in transfer women on overseas assignments. Women seek advice and seek 

help from every other woman who has long gone through equal boundaries and 

challenges. Immigrants generally declare that the full amount will be equal to the amount 

of money they need to return to their home countries abroad. I'm not used to it. Women 

who are re-employed and the corporation has not used their understanding, they intend to 

do something else. Companies can no longer afford to choose foreign women in addition 

to women. They must use their aptitudes and potential to the fullest extent possible. 

Globally, where organizations are fighting for manipulation, women should be given 

extra consideration under the guise of aspirations and aspirations. 
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Tallberg (2009) stated that the method of networking is the social interaction 

between human beings which involves some kind of exchange. It is about changing facts, 

goods, and offerings or recognizing and guiding people inside, which may be within your 

budget, religious or something else. Social relationships can take many forms. 

Matrimony, companionship and commerce partnerships are all societal connections but it 

is significant to understand and comprehend that trade is not equally organized or fulfilled 

for both events. In society, those societal associations and affiliations have grown. The 

development of these structures has almost started people talking on networks. Social 

networks and relationships are forming chains in networks that could be departments in 

fresh series. There are new areas to study networking, including networking agency, 

network control and organizational networking. A lot of research has proven the notion 

that there is a distance of 6 contacts for someone internationally. Most people find that 

their own network is within people they can easily understand. It's called the Ego Centric 

Community. Societal systems for all time involve control and assets. Being a component 

of some networks allows you to reach people and has many benefits and issues. In the 

recruitment process for senior supervisors, there are social relations, networks and social 

capital, important and fee-increasing factors. 

Tallberg (2009) described that it takes power from social capital not only in its 

role but also in its sphere of friends and in the company. Networking is an opportunity to 

acquire and spread energy but there is as well an exchange of power with the participants 

in the network. Individuals within the network can decide who can take input and who is 

not. Such behavior and interrogation usually creates unique organizations in the operating 

entity. Gender is a record in which set of connections can be imperfect. Usually in the 

males association there are mostly males and opponents around. This has had detrimental 

consequences for females who are badly looking for input for males' connections, trying 

to be endorsed to government boards or senior level administrators. Networks will change 

radically at different levels of existence. Lifestyle women have specific networks and 

connections, estimating that they remove the height of their children while they are in 

motherhood. Men no longer experience this phase of their lifestyle, at least not many of 

them anymore, thus their societal networks can grow deeper and deeper into their 

working lives and help them develop and can allow the success of the profession. It has 

also been researched that managers employ citizens like themselves. Joint interest and 

joint reviews are generally with males and that is why they take more males to senior 
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executives than women. Organizations are networking and looking for ways to 

collaborate. In the main and management tradition, human beings need to create a 

flattering organizational form, fewer forms and additional coordination with networks 

increasing rapidly in court. If this indicates that the "proper brother" is making all of his 

sleepy choices, then we are really taking a step back in improving equality. There is a lot 

of research going on right now about career and how it affects a person's lifestyle. One 

thing to keep in mind is that everyone asks about their profession individually compared 

to others. Many of us are capable of merely one aspect of this profession while others 

think it is to make a profit and survive. Careers can be categorized for 5 unique classes 

based on the elements mentioned above. A lot of research has told us that there is 

something to be done about gender when talking about occupations. Yet females are 

being discarded as a marginal when they choose a top manager or are willing to promote 

them. This is one of the first results in improving women's careers. When it comes to 

learning females generally have additional business qualification than males. It has been 

argued that if females can get maximum technological learning and gain knowledge in a 

particular ground in manufacturing and communication skills then females should have 

more occupational prospects in their lives. 

Nea Kontoniemi (2009) researched this trend based on the subsequent questions. 

Are there significant changes in the personality, behavior, and reports of male and female 

managers, and do their subordinates have the same views and the way they have come to 

terms with the matter? International research shows that there is not a lot difference 

between a man and a woman as a pace setter and as a supervisor. This statement may be 

the consequence of the truth that there are not as a lot of female administrators as there 

are male managers, thus it will not be thoroughly researched. Controlling behavior 

includes ideologies, values and gender diversity. Females are commonly called expressive 

leaders and they need human associations. 

Siljanen and Lamsa (2009) Women are generally devoted to raising and helping 

others whereas people are extra aware of struggle, threats, control and governance. If the 

number of women in manager positions increases, they will bring more movement and 

mind to women and women. They can also find new behaviors to resolve the ever-present 

difficulty of females, family planning and careers. To catch a kind of controlling 

behavior, we should go back to the stage in college where one of these characters learned 

a lot. College students' ideas vary during university research. Manliness values  that 
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include economic dominance, the chance to make more capital, struggle with other 

college students, and common overall presentation. They recognize desire and 

accomplishment. Surprising femininity embodies values such as human thought, 

empathy, sectarianism, and people's participation.  

Siljanen and Lamsa (2009) stated that they recognize the factor that includes 

lifestyle, quality human ship and quality of dealing with the underprivileged. Based on 

the view of Siljanen and Lamsa  (2009) students' values exchange over the duration of 

their education. Men have more masculine values than ever before and women begin to 

understand touch butt like males, however their values are not substituted that this is a 

good deal. So the big difference in the behavior, values and beliefs of women and males 

is coming from the university stage to the working being. The important thing is to put 

the unique talents of women in the agencies when it comes to performance. Women's 

control fashion is high performance, a hit and annoying. If this fashion is better than 

males, then they have to adopt the same style. 

Rohmann & Rowold (2009) Leadership models can be classified into 2 categories; 

Transactional and Transformational. The leadership of the transaction emphasizes the 

intended exchange between a leader and the follower. In the management of change, 

leaders rely on stimulus development and high-quality emotions while developing and in 

place of an inspirational idea for the upcoming years. Females score better in change 

management. Women leaders have the added benefit of making their followers feel 

appreciated and happy while running with them rather than their counterparts. Also, they 

show extra joy in dreaming about the future and keep a close eye on the wishes of their 

co-workers. It is better to classify women at a glance while it is a lucrative matter. If their 

colleagues are behaving fine, females tend to offer additional benefits for their 

achievements. Leaders, who are praised by men for being more aware of mistakes and 

worries, and waiting for issues to be resolved before intervening, are no longer there and 

are concerned in significant periods. As change survivors, women seem to be extra 

humane than males as leaders. This makes it additional complex for females to show the 

method of agent management. All guidance patterns affect behavior. Therefore, gender 

differences within an equal control role may be little. Females were declared to be extra 

powerful and enjoyable in order to work and make the most of their subordinates. Lady 

leaders seem to have a slight advantage over male leaders when it comes to managing 
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change. Other aspects of the coin have proved to us that the transactional management 

fashion related to men's training is negatively related to avoiding uncertainty. 

Anderson (2004) However, women are probably dealing with losses in terms of 

large deliveries. There is a lot of bias in his leadership skills. When leadership is almost 

leadership and mental influence, human beings are considered leaders. In the 

organizational tradition, however, all prejudices and attitudes are present. Further learning 

and proper direction is important subject. The major impediment that stops woman 

administrators from getting higher level positions is the failure to produce and utilize 

extraordinary authority in organizations that are generally conquered by masculine 

lifestyles.  

Gumbus & Grodzinsky (2004) Women are still seen as mothers and they take care 

of the women of the family. These stereotypes are hurting women who want to climb the 

ladder of corporate globalism. If women are leaders, they are understood to work more 

and prove their competitiveness and strength as leaders. Therefore, they are starting out as 

permanent plaintiffs, as citizens have these biases that almost all females not able to deal 

with difficult situations make the desired decision or take on responsibilities such as a 

Senior Supervisor or as a member of the Government Board Room. People should not 

forget the past which has influenced most of the decisions of the society. People do not 

have power, but women usually had power inside the home and many males who had 

been leaders at the time sought facilitation from their life partners and families. 

According to Meyerson and Fletcher (2000), it doesn't matter that there is a better 

number of women joining the working group and gaining control positions, yet there is a 

'glass ceiling'. However, Sturges (1999) observed that both men and women may have 

some degree of career success. Men are aware of external standards, including status and 

fabric success, while women focus on internal standards, which lead to personal 

popularity, success and stability in their lives. According to Linehan (2002) women 

managers in every state are a small part of their senior positions. Female managers 

document that missing out on career advancement opportunities has led to difficulties in 

their careers. They also feel that they are less likely than men to promote senior control. 

In addition, two-thirds of female executives surveyed by Russel Reynolds Associates 

(1990) said they were no longer keenly endorsed to contribute in professional growth 

sports. The loss of a occupation has been described as a difficulty by Australian women' 
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administrators. As a result of this high level of gender segregation, women end up at the 

end of the occupational hierarchy, even in areas that are conventionally ruled by women. 

Linehan, Scullion and Walsh (2001) point out that woman around the world have 

to defeat many other and hidden obstacles before they can be developed to work around 

the world. The display n data, examined by David (2001), suggests that a curved ceiling 

may be evidence for females. David (2001) used random results and statistics from the 

Panel Study of Income Dynamics, and experimented with gender bias in the twenty-fifth, 

fiftieth, and seventy-fifth percentages of white profits. There is verification of a curved 

ceiling for females but racial inequality in males no longer observes a comparable pattern. 

Mavin (2000) further points out that the problem of glass ceiling has a significant 

impact on the careers of women globally. In addition, Chenevert and Tremblay (2002) 

also discussed that even if woman administrators have a higher learning and aspire to 

advance their occupations, the issue remains that, like some male opposite numbers, 

merely get status or income. Its triggers are known as 'glass ceiling'. Meyerson and 

Fletcher (2000) point out that despite the wide variety of women within the workplace 

and for administrative positions, the data suggests that, for most people, extreme High-

level development is exceptional, and the glass ceiling still exists. 

Cooper (2001) suggests that opportunities for growth include increasing women' 

access to key enterprise areas and numerous development studies, including the 

assignment of a rotating and unconventional process. It is sustained by the observation of 

Gordon and Whelan (1998), where 65% of the females interviewed expressed a desire for 

perseverance, success and supposed fees to the agency. Furthermore, he suggested that 

corporations should be prepared to take risks for capable females who no longer have the 

necessary occupations but have a place certificate. 

Ragins, Townsend and Mattis (1998) also noted that 94% of the respondents 

found it hard to view projects as essential to their completion. What's more, a look at 

them shows that they want to find more assignments than their male counterparts. Ragins, 

Townsend and Mattis (1998) further stated that ninety-nine percent of lady managers take 

a look at 'always exceeding performance expectations', repeatedly seeking to prove their 

worth. Perform the form to counter your negative assumptions. 
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Hiillos & Lamsa (2009) certainly have stereotypes about ladies, women and men. 

If citizens in companies are trying about the above actions and building their views about 

males and females as stereotypes, they may come up with the erroneous choice. That is 

why it is incomprehensible to trade human stereotypes and allow everyone to do justice 

personally. Wright (1990) described women as "nurturers", "employees", and 

"housewives". However, women's family duties are rarely given the credit score they 

deserve and are regularly reviewed. Blumberg (1987) discussed that "those who employ 

the" color blind "or" sexually blind "and guide the loom to employment and promotion 

disregard the truth that general racial and gender bias is maintained with intervention." 

will be." 

Davidson and Burke (2004) noted that over the previous century there has been a 

boost in research and community discourse on barriers to women's empowerment. 

Although women have been promoted to management positions, this indicates that a 

'glass ceiling' prevents women from being transferred to central level management 

positions. This effect of the glass ceiling occurs when women and minorities have the 

same abilities as white males i.e. People who usually discuss authority positions within 

organizations are in fact prevented from accessing high-level jobs as women. 

Royster (2003) argues that job; employment and job promotion is the approach to 

finding the most suitable workers for positive jobs. From the point of view of managers, 

explain the gender and ethnic moderation of the personnel provided which is appropriate. 

The reflection of appropriate genders controls feedback and recruitment. Men are often 

chosen because they observe. Women's systems are appropriate for numerous careers and 

males' systems are suitable for other types of careers. Kanter (1977) discusses that at the 

selection level, the employment, staffing and verification processes are agreed upon with 

the help of a defining manager. Representation is completely masculine. A thriving and 

thriving director has the same qualities as power, coercion and feasibility. Such 

stereotypes have been known for decades and yet are a major obstacle in this century, 

from the entry of women to the top-rated stage, especially within the private segment but 

as well in the public field. The woman is no longer in the image of the manager. 

Catalyst (2007) stated that female officers faced gender double restrictions. They 

are both very masculine and self-confident or they are very masculine and beautiful. If a 

woman's overall performance looks too self-confident or masculine she may look 
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successful but now it is not attractive and if her overall performance is more than just a 

woman then she looks unattractively attractive. Brown and Misra, (2003) argued that 

gender and racial stereotypes help influence gender and racial segregation of jobs in the 

rankings. In the ranks of management, there are consequences for a woman's chances of 

returning to higher-level jobs. Gender method of allocating men to higher degree 

positions and women to center stage positions. Advanced positions drive the key practices 

of an organization and managers are usually judged by those who have the greatest 

knowledge of the job. Such as reviewing mid-level positions and assisting in costly 

processes. 

Susan et al (1998) focus on the concept of gender discrimination in the workplace. 

In principle, policy makers may also decide to make a difference if they take into account 

the expectations and support of their elders and others in their careers. The results of the 

observation shows that the woman ranked by the directors and those in high positions 

around the work face more prejudice against the woman than the top organization. The 

research also established that the administration supports it, despite the fact that this bias 

has been less than the results of the previous look. During his observation, he was also 

careful that inequality is greater due to external forces than internal forces. Habib (2000) 

calculated the computer graphics of brick walls and glass ceiling in government agencies. 

The results show that women are recognized in Pakistan's civil service from entry to 

senior positions. Traditional components are the main temporary barriers to women's 

entry into Pakistan's civil service. His masterful passing was captured by the limits of the 

purposes of common sense. Rules and regulations are failing. Alternatively, that prejudice 

is not for women who belong to high beauty. The unequal treatment of the woman was 

due to his sincerity, inspiration and suggestions of offer. 

Uzma (2004) found out that this personality was formed with the help of 

subculture, ecosystem and his family. It is a reciprocal process. The way you look at 

others and the way you look at yourself. Moving from parents to their children is the 

beginning of their character. Parents normally agree that their daughters are weak, 

introverted and dependent. They should try to be limited by the male part of the globe. 

For those reasons, females cannot recommend or criticize. That is the first step to 

oppression. Even educated females have twin personalities. The second finding of this 

investigation was that the income of women could not be measured because the basic 
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financial resources of the family members but also the income of their husbands was 

extra. These results are not conducive to better and incredibly developed households with 

full autonomy given to their women. 

Duehr and Bono (2006) discussed that gender biases are uncomplicated ideas 

about the traits that make people sexually inclined. He treats the friends of the private 

organization as his ideas of progress and manners. Gender is meant to define the 

traditional, societal and emotional characteristics of persons as human beings usually 

stand for their gender but this is probably due to the sexual characteristics of herbs. 

Gender and managerial biases of men and women administrators to test the concept of 

increasing the amount of females in administrative positions and changing the perception 

of women as leaders in the range of companies Occur. The consequences advocate that 

biases about the woman should be changed. Male directors appear to present women as 

less subservient and reactive and more self-satisfied, strong-minded, rational and hostile. 

Men usually lean on their female counterparts because of the lack of characteristics of 

flourishing administrators. Impact advocates that female directors see women as more 

effective directors than men. 

  Vinnicombe and Singh (2002) argued that high-ranking women are in high 

positions in male-run corporations. The glass ceiling may be shaking but its still miles 

away, manipulating the woman's control features as she looks at the males successfully. 

As the woman aspires for a superior place, she has to remember how her overall 

presentation and ideology match those who have developed places in her business. Many 

people remember that the movement of women will be reduced in the gender stereotypes 

of the administration. Cortis and Cassar (2005) discussed that gender biases are restricting 

women from reaching to higher-ranked positions. It is a dangerous approach that could 

lead to the presumption of "limit energy". He explained that women in administrative jobs 

in the region of works are not provided impartially because they are exceptional. As a 

result, women in management positions are generally seen as tokens. This shows that they 

have fewer friends, less advisers and less fashion to help. However, they are extra 

important and that they are considered more important than stereotypes. In addition, a 

stereotyped theoretical approach can lead individuals within the expected behavior. Next, 

make a self-explanatory prediction. 
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Sczesny and Stahlberg (2002) argued that gender biases consistently reflect that 

men generally appear to be more mediating and extra successful than women, while 

women appear to be more communicative and more visible than women. ۔ Stereotypes 

about women in higher positions give rise to the notion that possessing the traditional 

male trait is an enhanced forecaster of success and, in turn, strengthens the notion of 

"understanding the supervisory thinking man." Therefore, stereotypes point to women 

who have attained a high ranking position, because they are developing traits because it is 

entirely as being around a person. Erik et al., (2006) observed whether women are 

discriminated against at any stage under the influence of sticky floors or glass ceiling. 

They recognize that women are struggling with a glass ceiling rather than a sticky ground. 

Their study also confirms that women with children face the greatest gender unfairness in 

their careers. Gender unfairness is higher for marital women and lower for single females. 

There is no sensible data from their study that women have less opportunities to examine 

a male. 

Wayne (1995) argued that no rule has tried to define it permanently because it 

should contain the phrase 'inequality' within the workplace perspective. It can be defined 

as a permanent acquisition of members of a single organization belonging to any other 

group of people. Concerning the decisions of the judges, Ivancevich (2003) stated that in 

consideration label VII of the 1964 Civil Rights Act and other laws, the USA‟ courts have 

detained that similarly purposeful and unintentional actions of enclosed entities may 

contain illegal employment discrimination. Rana (2007) explored the opinion of 100 

female employees of specialized female agencies on the glass ceiling, which is part of a 

benevolent organization. Her critiques were analyzed on the basis of the different ways in 

which women treat their male counterparts, including the role of their domestic partners 

in their professional development, their professional growth, and the removal of roles. It 

is a part of feeling and their desire. 
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2.2 Summary 

George Gilder should serve as an example here, believing that this is not a glass ceiling 

incident that prevents women from rising in the organizational rankings. He thinks that 

this can be considered as an alternative to the initial characteristics of women that prevent 

them from holding office. The effect of the glass ceiling has been interpreted primarily on 

the perceived barriers of prejudice that target educated people in higher level positions in 

an employer. Where there is a glass ceiling, females get inferior positions. It has a 

dangerous end result on the economic gadgets of any association. The Feminist Majority 

Foundation has published their concerns on the almost "Glass Ceiling" with a number of 

articles showing that there are still obstacles to females dominance in the majority group. 

 There are a number of reasons why females are located in positions that do not direct to ۔

higher level. The manner in which the societal system has evolved over the centuries has 

formed the problems we are facing and demanding to rise above. Females are firmed to 

buy better qualifications in the next 30 years, which is not usually the case. The "glass 

ceiling" is formed when a society allows women to take care of their children whether 

they want domestic or flexible jobs. So, that they can prepare food quickly and stay with 

their children. It has put an end to the routine exercise of rejecting qualified women for 

high-ranking jobs, whose executions qualify them. Personality is formed through 

lifestyle, environment and circle of relatives. It is a mutual system. The way others see 

you and the way you see yourself. Turning to parents and parents to their children 

develops their character. Parents normally think that their daughters are weak, introverted 

and dependent. They need to be limited by the male part of the globe. For these reasons, 

females cannot recommend or complain. It is the first step to oppression. Even certified 

females have special and personal status as twins. Other findings of this investigation 

turned out to be that women's incomes could not be measured because the most important 

financial resource for relatives but their men's income surplus. Gender stereotypes 

consistently show that males generally appear to be more mediating and extra successful 

than females while females are extra communicative and generally visible than adult men. 

The stereotypes about women in high-ranking positions create the notion that success is 

characterized by the traditional male character, so the principle is to promote "assuming a 

supervisor to be a man." Therefore, stereotypes choose women who have achieved the 

position of excessive classification, because they are developing traits as if they are 

considered to be entirely human territory. The glass ceiling no longer embarrasses only 
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men and women except humanity as a whole. It cuts our ponds in every possible way by 

removing 1/2 of our population. It then separates our monetary machine from the latest 

managers and new sources of imagination. In order to fight successfully in international 

markets, we must liberate our work force completely. Now it's time to break the "glass 

ceiling." 
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Chapter 3 

MATERIALS AND METHODS 

The study was designed to illustrate the methodological features of data collection and 

analysis. The material and techniques showed a pathway to the researcher to complete the 

procedure of compilation, analyzing and interpretation. In this research, the researcher 

wanted to categorize the main individual, institutional and social impediments that 

influence the development of females. According to Nachmias (1992) “Scientific 

methodology is a system of explicit rules and procedures upon which research is based 

and against which the claims for knowledge are evaluated”.To perform this study, some 

procedures and steps were designed starting from the selection of population and sample 

to the data analysis. Thus, the main purpose of this chapter was to enlighten the various 

tools and strategies used to collect data, analysis and to interpret the statistics. This 

chapter was divided into 2 segments. The first segment was based primarily on a 

quantitative approach and the second segment contained a qualitative approach. 

Quantitative methods had a leaning to focus on the behavior while qualitative techniques 

had ability to focus on meaning (Bryman, 2004). This chapter also explained the universe 

and population of the study, sample size, sampling technique, tool for data collection, 

question wording, question ordering, pilot study and data analysis procedure. This chapter 

explicated the procedures and methods which had been used in this study. For this study, 

the researcher used mixed method approach which included quantitative and qualitative 

methods. In quantitative portion it employed to gather the numerical data while in 

qualitative portion the researcher used Focus Group Discussion (FGDs) to understand the 

new dimensions or area of the problems. Survey method was adopted as an instrument for 

data collection and the major aim of this survey is to discover the aspects which are 

accountable for Glass Ceiling.  

3.1 Universe and Population of the Study 

The universe of the study was selected from Punjab province. Punjab is the most 

developed and crowded province of Pakistan which is about fifty six percent of the total 

population of the country. Punjab is the second largest province of Pakistan in terms of 

land area of 205,344 km. All persons or things  that fall under the umbrella of the 

research topic to be examined are referred to as the population of the study (Ohaja, 2003). 
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The study was conducted in the three divisions of Punjab, Pakistan namely (i) Faisalabad 

(ii) Rawalpindi and (iii) Sargodha. These three divisions were mostly based on the 

nuclear family system and majority of them were living in urban area. The data was 

collected from the female employees working in private sector of Punjab. For the purpose 

of survey and Focus Group Discussion, employees were requested to cooperate in the 

data collection process. Before data collection the enumerators requested the employees 

for their suitable time for interview.  

3.2 Sample Size 

Sr.No.      Name of district                    Population                Selected proportion 

(Respondents) 

 

1               Faisalabad                               7,873,910                                            100 

 

2               Rawalpindi                             5,405,633                                             100 

 

3              Sargodha                                    659,862                                             100 

                                                                                   

             Total                                        2345678                                               300 

   

 

 

Total a number of 300 female employees were selected for quantitative study. The 

rationale behind the selection of only female employees was that the females were the 

main gender that was facing glass ceiling effect. Whereas  the qualitative research was 

done by selecting only the participants of the (FDGs) from the districts of (i) Faisalabad 

(ii) Rawalpindi and (iii) Sargodha. The researcher selected the (N=42) total sample and 

(n=14) participants from each district for conducting the Focus Group Discussion 

(FGDs). The researcher conducted the 06 Focus Group Discussions (FGDs) 2 from each 

district. 
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3.3 Sampling Technique 

Sampling is a process or technique of selecting a suitable sample of the population 

for the study (Tejumaiye, 2003). The present study adopted the mixed method approach 

quantitative as well as qualitative. For the quantitative approach a total numbers of 300 

female employees were targeted. In this study multistage random sampling technique was 

employed. Multi-stage example: it became the one in which each model has the equal 

opportunity of individual chosen. 

At the first stage three Divisions (Faisalabad, Rawalpindi and Sargodha) were 

selected. At the second stages 2 tehsils from each district were randomly selected and at 

the third stage different institutions were randomly selected from each Tehsils of each 

district for the given population size. 

3.4 Tool for Data Collection 

The research instruments for data collection mean the tools which will be used to 

collect data for the purpose of testing hypotheses or answering research questions (Ojo, 

2003).  For the procedure of data collection, the researcher decided to construct the 

questionnaire for quantitative data because it was appropriate to get information from the 

respondents. The majority of the respondents were educated and able to fill the 

questionnaire themselves that‟s why the researcher constructed the questionnaire for 

gathering the quantitative data from the female employees. After construction of the 

questionnaire it was approved by the experts of quantitative data.  

The researcher used the questionnaire to cover the quantitative characteristics and 

the sequence of the questionnaire was decided with the coordination of the supervisor. In 

construction of the questionnaire, the demographic characteristics were placed first then 

the questions related to the glass ceiling effect were placed. For gathering the qualitative 

data the researcher used the Focus Group Discussions (FGDs). 

3.4.1 Criteria for the Selection of Sample  

The sample is a subset of population that represents the entire population.In non-

probability sampling the actual method was adopted is convenient sampling to reach the 

respondents. The sample of study was 300 female employees of Punjab province. 
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3.5 Question Wording  

The wording of the questionnaire does matter because if the wording of the 

questions is easy then there is a probability of good response from the respondents. The 

researcher also avoided difficult terms for the purpose to make it easier and 

understandable and to remove the ambiguity.  There is a great importance of the usage of 

clear and easy language of the research in the construction of the questionnaire. The 

researcher avoided the abbreviations and jargons in the questionnaire for the purpose of 

getting most reliable data.  

3.6 Question Ordering 

Bradburn et al. (2004) argued that questions should be in such a sequence as to 

reduce the result of the respondents‟ response to the following questions. In construction 

of the questionnaire, the demographic characteristics were placed first then the factors 

related to glass ceiling effect were addressed. The researcher also used the simple and 

clear wording in the Focus Group Discussion and even avoided using terms and jargons. 

3.7 Pilot Study/ Pre-Testing 

It is very necessary to do pilot study for the reliability of the questionnaire. The 

researcher did the pilot study in each district (Faisalabad, Rawalpindi and Sargodha). The 

questionnaire of pilot study was discussed with subject specialists; one of the experts of 

Sociology had more than twenty years working in this field. There are 2 types of validity 

the face validity and content validity. The subject specialist could give expert opinion 

about the face validity. The experts examined the questionnaire and highlighted the 

deficiencies and gave expert opinion how to tackle the deficiencies. Few relevant 

questions were also added in the questionnaire with the collaboration of the experts.   

3.8 Quantitative Data Collection Procedures 

Six months were spent in collection of the quantitative data. Quantitative data 

were collected from April 2019 to September 2019. The researcher himself visited the 

fields and gathered the data from the targeted population. Before data collection the 

respondents were briefed that their confidentiality and anonymity of information would 

be secured.  
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3.9 Data Analysis  

Quantitative data were analyzed by using the (SPSS) Statistical Package for Social 

Sciences version 21. The researcher used the descriptive statistics which included 

frequency, percentage and inferential statistics while Qualitative data analysis was done 

through thematic content analysis. 

3.10 Research Methods for Qualitative Approach 

The qualitative research ensured the quality and in-depth research in which the 

researcher collected the detailed information about the subject which was going to be 

studied. There were different tools of data collection like case study, observation etc. but 

the most influential was Focus Group Discussion. Focus Group Discussion was an 

appropriate method in which the researcher arranged a discussion on specific issue which 

was the common issue of all the participants. There were certain rules and regulations that 

the researcher must have to take in account (Greenbaum, 1987, 1988).  It was mentioned 

by (Quinn, 1990) that the participants of FGDs should be (4-12) members in which the 

duration of the interview should be of at least ninety to 120 minutes. Purposive sampling 

was used for collecting the data. The researcher selected only those participants who met 

the criteria of the study. The selection criteria of the respondents for qualitative study 

were that the researcher selected only those female employees who were working in 

private organizations of Punjab. The sample for the qualitative study was (N=42) and 

participants/members were divided correspondingly (n=14) from 3 districts. The 

researcher conducted 06 FGDs divided equally into 3 districts and in each focus group 

discussion there were 7 participants.  

3.11 Advantages of Focus Group Discussion 

There were countless advantages of focus group study. Focus group discussion 

was an efficient qualitative method of data collection that ensured the quality of data. The 

role of moderator had great importance in the FDG because he had to collect a lot of data 

from the participants within limited time.  The moderate could have a control on the data 

of Focus Group Discussion in which he did not add the irrelevant and fake data. The 

participants of FDGs have the freedom to discuss their opinion and information related to 

the discussion. If the focus group discussion was conducted carefully then there was a 

probability of getting new and rich qualitative data. 
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3.12 Selection Process of FGDs Participants and Location 

There were different questions that were to be under consideration like how the 

members of focus group discussions should be selected for the study,  how to manage the 

different groups of discussions, In the opening of the discussion who will break the ice. 

The size and composition of group members should be kept in mind. Usually the 

members of focus group discussion consisted of 4-12 members but it could be enhanced if 

there was some verification of the response. The researcher took it in his mind that the 

place of the focus group research should be easily accessible to all participants. The round 

table was appropriate for conducting the focus group discussion because in the round 

table the participants could easily maintain the eye contact with one another.   

3.13 Precession of Focus Group Discussions 

Primarily the assistant moderator welcomed the entire honorable participants of 

focus group discussion. Before starting the formal session the assistant moderator 

introduced the participants to one another.  The informal discussion was also started 

before starting the formal session that made the participants calm, friendly and 

comfortable.  This session helped the researcher to understand the feeling and 

understanding of the participants. 

3.14 Recording the Focus Group Discussion and Written Notes 

The moderator recorded the focus group discussion in two ways; The first, tape 

recording and the second, taking notes. The key phrases were used for notes and the 

important points were also written down. For getting the more reliable and real data the 

researcher also took care of the importance of local languages. The moderator discussed 

the terms and questions in local languages as well. The researcher wrote short notes 

during the focus group discussion for ensuring the quality of data. Tape recorder was used 

to listen to the discussion because it was very helpful in the compiling process of the data.  

3.15 Measures Adopted to Improve the Quality of Data 

The researcher adopted the measures to get rich data from the respondents. The 

following stages were adopted for collecting appropriate data.  

1. The researcher performed the role of moderator himself. 
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2. The researcher selected the neutral and peaceful places for the participants for 

conducting focus group discussion. 

3. The researcher arranged the sitting arrangement in the U shape around the table 

because this pattern is helpful for ensuring the eye contact of the participants. 

4. The instruments were checked for ensuring to collect the quality of data. 

5. The researcher arranged the question in a sequence for ensuring to gather 

maximum data within time. 

6. A brief introduction of the research was conducted in order to take the 

respondents in confidence 

7. The researcher also got the maximum knowledge about the participants for the 

purpose to ask the question to the respondents regarding keeping in view his 

background.  

8. Proper techniques were used for controlling the discussion. The participants who 

became aggressive were controlled and the silent participants were motivated for 

participation. 

3.16 Ethical Consideration 

There were different ethics of research among them some were going to be 

discussed in the following lines. The researcher ensured the confidentiality and secrecy of 

the respondents. Consent of the participants was obtained. In the initial stage of the data 

collection the researcher briefed about the objectives of the research. It was two processes 

in which the researcher also involved the participants and if they asked any question the 

researcher answered calmly. All the respondents were encouraged to participate, give 

their opinion and shared their experience. The researcher also gave space to the 

participants to ask the additional questions. 
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Chapter 4 

ANALYSIS & INTERPRETATION OF DATA 

This chapter consists of two portions; first one is comprised of on the analysis of 

quantitative data and second is the analysis of qualitative data. The quantitative data was 

collected by using the survey method and analyzed by using (SPSS) Statistical Package of 

Social Science 21 version. The statistical analysis included percentage, Frequency 

Distribution and One Way ANOVA, Cross Tabulation and Pearson Correlation.  
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Analysis of Quantitative Data 

4.1 Univariate Analysis  

Socio-demographic information of the respondents: 

Table 4.1.1: Regarding their Age 

Response                                                 Frequency                                         Percentage 

 

20-25      25      8.3 

26-30      87     29.0 

31-35      42     14.0 

36-40      52     17.3 

41-45      53     17.7 

46-50      37     12.3 

Above 50     4      1.3 

Total                                                             300                                                       100.0 

 

Table 1 shows that majority of the respondents 29.0% were in the age group of 26-30 

years. 17.7% of the respondents were between 41-45 years old and the 17.3% respondents 

belonged to the 36-40 years age cluster while the 14.0% respondents were 31-35 years 

older and 12.3% respondents were 46-50 year old. 8.3% respondents belonged to 20-25 

years age cluster and the 1.3% respondents belonged to 50 years age group.  
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Table 4.1.2: Qualification of the respondents 

Response                                      Frequency                                           Percentage 

 

Graduate    42             14.0 

Masters    211              70.3 

M.phil     45              15.0 

Doctorate    1                .3 

Any other    1                .3 

Total                                                             300                                                       100.0 

 

Table 2 signifies the distribution of respondents about their qualification. Data depicted 

that the mainstream of the respondents 70.3% had the education of masters and the 15.0% 

respondents were M.phil and the 14.0% respondents had done graduation and merely the 

.3% respondents were doctors and .3% respondents had other degrees. 
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Table 4.1.3: Time duration of job 

Response                                                 Frequency                                         Percentage 

 

1-5 years     26         8.7 

6-10 years     88                     29.3 

11-15 years     94                    31.3  

Above 15 years    92                    30.7  

Total                                                             300                                                       100.0 

 

Table 3 depicts that greater part of the respondents 31.3% had 11-15 years of experience 

and 30.0% had above 15 years of experience. 29.3% of the respondents had 6 to 10 years 

of experience and 8.7% had 1 to 5 years of experience. 
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Table 4.1.4: Monthly Income of the respondents 

Response                                                 Frequency                                         Percentage 

 

15,000-25,000     11     3.7 

25,001-35,000     30     10.0 

35,001-45,000     131     43.7 

45,001-55,000     55     18.3 

55,001-65,000     36     12.0 

65,001-75,000     25     8.3 

75,001-85,000     9     3.0 

85,001-95,000     3     1.0 

Total                                                             300                                                       100.0 

 

Table 4 demonstrates the monthly earnings of respondents. It was originated that 43.7% 

greater part of respondents stated that their monthly income was 35,001-45,000 rupees 

and 18.3% of respondents stated that their earning was 45,001-55,000 rupees. 12.0% 

respondents had their income 55,001-65,000 rupees and 10.0% respondents had their 

income 25,001-35,000 rupees. 8.3% respondents stated that their income was 65,001-

75,000 rupees whereas 3.7% respondents earned 15,000-25,000 rupees and 3.0% 

respondents mentioned that they earned 75,001-85,000 rupees. Only 1.0% respondents 

had their income 85,001-95,000 rupees.  
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Table 4.1.5: Marital Status of the Respondents 

Response                                                  Frequency                                         Percentage 

 

Single     24             8.0 

Married    256             85.3 

Divorced    10              3.3 

Widowed    10             3.3 

Total                                                             300                                                       100.0 

 

Table 5 data showed that the mainstream of the respondents 85.3% was married whereas 

8.0% respondents were single and merely 3.3% respondents were divorced and 3.3% 

respondents were widowed. A considerable majority of the respondents i.e. (N=256) were 

married. 
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Table 4.1.6: No. of Children 

Response                                                 Frequency                                         Percentage 

No child     36        12.0 

1-2     79        26.3 

2-3     107        35.7 

3-4     50        16.7 

4-5     23         7.7 

Above 5     5         1.7 

Total                                                             300                                                       100.0 

 

Table 6 characterizes the distribution of respondents about their no. of children and the 

data depicted that the mainstream of respondents 35.7% had 2-3 children. 26.3% 

respondents had 1-2 children and 16.7% respondents had 3-4 children whereas 12.0% of 

the respondents had no children and 7.7% respondents had 4-5 children and merely 1.7% 

respondents had more than 5 children. 
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Table 4.1.7: Family Type 

Response                                                 Frequency                                         Percentage 

 

Nuclear     181            60.3 

Joint     119     39.7 

Total                                                             300                                                       100.0 

 

Table 7 represents the division of the respondents concerning their family type and data 

revealed that the mainstream of the respondents 60.3% was having nuclear family and 

39.7% respondents were having joint family. 
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Table 4.1.8: Residential Area  

Response                                                  Frequency                                         Percentage 

 

Rural                                                45   15.0 

Urban     255      85.0 

Total                                                             300                                                       100.0 
 

 

Table 8 characterizes the division of respondents concerning their residential area and 

data demonstrated that the mainstream of the respondents 85.0% was living in urban area 

and merely 15.0% respondents were living in rural area. 
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Table 4.1.9: Women experience „Glass Ceiling‟ in Their Professional Carrier. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    45     15.0 

Disagree     72     24.0 

Neutral     1     .3 

Agree     127     42.3 

Strongly agree     55     18.3 

Total                                                             300                                                       100.0 

 

Table 9 demonstrates that 42.3% respondents were agreed that women experienced glass 

ceiling in their professional carrier while 24.0% of the respondents were disagreed to the 

statement. 18.3% respondents were strongly agreed and 15.0% were strongly disagreed to 

the statement. Merely .3% respondents were neutral. Data illustrated that the mainstream 

of the respondents agreed that women have face Glass Ceiling in their occupation. 

Shandana (2010) discussed that glass ceiling exist in our communal order in shape of 

gender discrimination. Organizations support men at the high level positions and the 

proportion of women at the top administration is less than men. 
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Table 4.1.10: It is Easier for Women to Succeed than Men 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    57     19.0 

Disagree     228     76.0 

Neutral     12     4.0 

Agree     3     1.0 

Strongly agree     0     0.0 

Total                                                             300                                                       100.0 

 

Table 10 represents that it was effortless for women to thrive than men. Data 

demonstrated that majority of the respondents 76.0% were disagreed and 19.0% 

respondents strongly disagreed to the statement while 4.0% respondents were neutral. 

Merely 1.0% respondents agreed to the statement. The mainstream of the respondents had 

the observation that it was not easier for women to be successful than men. 
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Table 4.1.11: At Work Place, Women are given Equal Participation in Important 

Decisions. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    49     16.3 

Disagree     119     39.7 

Neutral     16     5.3 

Agree     83     27.7 

Strongly agree     33     11.0 

Total                                                             300                                                       100.0 

 

Table 11 demonstrates that at occupational place, women were given contribution in 

significant decisions and data explained that 39.7% respondents disagreed to statement 

whereas 27.7% respondents were agreed. 16.3% respondents were strongly disagreed to 

the statement whereas 11.0% were strongly agreed. Merely 5.3% respondents were 

neutral. The mainstream of the respondents disagreed that women were given 

contribution in significant decisions. 
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Table 4.1.12: Women Face Intricacy to be promoted to Senior Positions. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    37     12.3 

Disagree     77     25.7 

Neutral     4     1.3 

Agree     119     39.7 

Strongly agree     63     21.0 

Total                                                             300                                                       100.0 

 

Table 12 specifies that women faced disappointment to be promoted to higher positions 

and data illustrated that 39.7% of respondents agreed to the statement whereas 25.7% 

disagreed to the statement. 21.0% respondents strongly agreed to the statement whereas 

12.3% respondents were strongly disagreed. Merely 1.3% respondents were neutral. The 

mainstream of respondents agreed that women faced difficulty to be promoted to higher 

positions. 
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Table 14.1.3: Are you satisfied with your tasks and responsibilities of current 

position? 

Response                                                  Frequency                                         Percentage 

 

Yes     122     40.7 

No     176     58.7 

Don't know     2     .7  

Total                                                             300                                                       100.0 

 

Table 13 represents the satisfaction of present place, tasks and responsibilities and data 

illustrated that the mainstream of the respondents 58.7% was not satisfied with its 

occupation whereas 40.7% respondents were satisfied with their place and .7% of 

respondents don‟t know about that. 
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Table 4.1.14: If no then Why? 

Response                                               Frequency                                         Percentage 

 

Due to position of job    96     32.0 

Due to lack of interest    14     4.7 

Due to workload    50     16.7 

None of these     140     46.7 

Total                                                             300                                                       100.0 

 

Table 14 corresponds to that 16.7% respondents were not pleased with their occupation 

due to work load and 32.0% respondents were not satisfied with the position of 

employment. The rest of the respondents 4.7% were not satisfied with their job due to 

their lack of concern and the mainstream of the respondents 46.7% mentioned none of 

these. 
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Table 4.1.15: In case of not satisfaction with this job then, what do you want to do 

the next? 

Response                                                 Frequency                                         Percentage 

 

To quit the job            0     0.0 

To change the job    180     60.0 

Will go with the same    120     40.0  

Total                                                             300                                                       100.0 

 

Table 15 illustrates that 60.0% of respondents were required to amend their occupation as 

they were not satisfied with their profession and 40.0% of respondents wanted to carry on 

their profession and no one was in favour of quitting her job. 
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Table 4.1.16: Where do you see yourself in coming years? 

Response                                                 Frequency                                         Percentage 

 

Still at the same level            0     0.0  

Higher than the previous level  178     59.3  

Top level      122     40.7 

Total                                                             300                                                       100.0 

 

Table 16 shows where they saw themselves in coming time and data explained that the 

mainstream of the respondents 59.3% saw itself in the higher stage than the previous one 

in the coming years and 40.7% of the respondents saw themselves at the top point. 0% of 

the respondents saw themselves still at the same level. 
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Table 4.1.17: How do you plan to achieve this goal? 

Response                                                  Frequency                                         Percentage 

 

Through special skill development training  28    9.3 

Through Promotion     97    32.3 

By joining another department   162    54.0 

Through shortcuts     13    4.3  

Total                                                             300                                                       100.0 

 

Table 17 represents that 54.0% of the respondents wanted to attain their ambition by 

joining another department and 32.3%of the respondents stated that through promotion. 

9.3% respondents manifested that by joining other sector and 9.3% respondents stated 

that through special skill development training and only 4.3% respondents wanted to 

attain their ambition by adopting shortcuts. 
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Table 4.1.18: Are you aware of harassment issues at your workplace? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    47     15.7 

Disagree     206     68.7 

Neutral     16     5.3 

Agree     27     9.0 

Strongly agree     4     1.3 

Total                                                             300                                                       100.0 

 

Table 18 depicts that 68.7% respondents were not conscious of any harassment matters at 

their occupational place whereas 15.7% respondents did strongly disagree. 9.0% of the 

respondents were alert about harassment matters at their places of work and 1.3% 

respondents were strongly agreed. 5.3% of the respondents were neutral about the 

statement. Therefore, the data illustrated that the mainstream of the respondents was not 

alert about harassment matters. 
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Table 4.1.19: Your organization is sensitive to gender issues. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    32     10.7 

Disagree     116     38.7 

Neutral     17     5.7 

Agree     104     34.7 

Strongly agree     31     10.3 

 

Total                                                             300                                                       100.0 

 

Table 19 shows that the mainstream of the respondents 38.7% stated that its association 

was not responsive towards gender issues. 34.7% of respondents stated that their 

association was responsive towards gender issues. Hence, 10.7% respondents strongly 

disagreed to the statement whereas 10.3% respondents were strongly agreed. Merely 

5.7% were neutral. 
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Table 4.1.20: Do you think that male heads give offers for some sort of relation to 

females for their promotion or other incentives? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    66     22.0 

Disagree     123     41.0 

Neutral     6     2.0 

Agree     80     26.7 

Strongly agree     25     8.3 

Total                                                             300                                                       100.0 

 

Table 20 demonstrates that male heads provided offers for several sort of relation to 

females for their endorsement or other benefits and the data explained that 41.0% of the 

respondents disagreed to the statement whereas 26.7% respondents agreed to the 

statement. 22.0% of the respondents strongly disagreed to the statement and 8.3% 

respondents were strongly agreed. Merely 2.0% respondents were neutral. 
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Table 4.1.21: Men prefer men‟ in the process of selection if it is so, how do you feel? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    32     10.7 

Disagree     80     26.7 

Neutral     5     1.7 

Agree     119     39.7 

Strongly agree     64     21.3 

Total                                                             300                                                       100.0 

 

Table 21 demonstrates that though it had not been written in black and white in the 

selection measures for either employment or endorsement but it was usually a tendency 

that 'Men favour Men' and data explained that the mainstream of respondents 39.7% 

agreed to the statement and 26.7% respondents disagreed to the statement. 21.3% 

respondents strongly agreed to the statement whereas.7% respondents were strongly 

disagreed. Merely 1.7% respondents were neutral. Schein (2007) also confirmed in his 

study that probably the single most important hurdle for women in all countries is the 

persistent stereotype that associates management with being male. 

  



78 

Table 4.1.22: Your organization provides equal opportunity to grow in the 

organization. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    9     3.0 

Disagree     95     31.7 

Neutral     2     .7 

Agree     133     44.3 

Strongly agree     61     20.3 

 

Total                                                             300                                                       100.0 

 

Table 22 explains for the responses about the same chance to grow in the association and 

the data illustrated that the mainstream of the respondents 44.3% agreed that their 

association provided equivalent chance to grow in the organization and 31.7% 

respondents disagreed to the statement. 20.3% of respondents were strongly agreed while 

3.0% strongly disagreed to the statement. Merely .7% respondents were neutral. 
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Table 4.1.23: More good looking women get better chances than those who are less 

attractive. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    67     22.3 

Disagree     142     47.3 

Neutral     5     1.7 

Agree     65     21.7 

Strongly agree     21     7.0 

Total                                                             300                                                       100.0 

 

Table 23 shows that more good looking women obtain better opportunities than those 

who were less pretty and data illustrated that 47.3% respondents disagreed to the 

statement and 22.3% of respondents strongly disagreed to the statement. 21.7% of the 

respondents were agreed and 7.0% respondents strongly agreed to the statement. Merely 

1.7% respondents were neutral. The mainstream of the respondents disagreed that extra 

good looking women got better opportunities. 
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Table 4.1.24: If all genders are treated equally then discrimination would be reduced 

in the country. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     5     1.7 

Neutral     3     1.0 

Agree     179     59.7 

Strongly agree     113     37.7 

Total                                                             300                                                       100.0 

 

Table 24 shows that if people were treated more similarly they would have less troubles 

in their country and the data illustrated that an important the mainstream 59.7% of 

respondents agreed to statement and 37.7% respondents strongly agreed to the statement 

whereas 1.7% of the respondents disagreed to the statement and 1.0% respondents were 

neutral. 
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Table 4.1.25: Do you feel that on the basis of equal education and skills, you were 

given an equal responsibility as your male colleagues have? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    22     7.3 

Disagree     121     40.3 

Neutral     28     9.3 

Agree     70     23.3 

Strongly agree     59     19.7 

Total                                                             300                                                       100.0 
 

 

Table 25 explains that the mainstream of respondents 40.3% stated that it was not given 

equivalent task and 23.3% respondents stated that they were given equivalent liability. 

19.7% strongly agreed to the statement and 9.3% respondents were neutral. 7.3% of the 

respondents strongly disagreed to the statement. 
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Table 4.1.26: Do you feel that on the basis of equal education and skills, you are 

given an equally important area of job as your male colleagues have? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    35     11.7 

Disagree     112     37.3 

Neutral     25     8.3 

Agree     93     31.0 

Strongly agree     35     11.7 

Total                                                             300                                                       100.0 

 

Table 26 illustrates that the mainstream of the respondents 37.3% stated that they were 

not given similarly vital area of employment as their male colleagues had and 31.0% 

respondents stated that they were given similarly significant area of job. 11.7% of the 

respondents strongly agreed to the statement and 11.7% respondents were strongly 

disagreed. 8.3% respondents were neutral. 
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Table 4.1.27: Gender stereotypes are downgrading the abilities of women. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    31     10.3 

Disagree     73     24.3 

Neutral     16     5.3 

Agree     87     29.0  

Strongly agree     93     31.0 

Total                                                             300                                                       100.0 

 

Table 27 shows that gender stereotypes reduced the skills of women and the data 

explained that 31.0% respondents strongly agreed to the statement and 29.0% were 

agreed.24.3% respondents disagreed to the statement and 10.3% respondents were 

strongly disagreed. 5.3% respondents were neutral. The mainstream of the respondents 

agreed that gender stereotypes reduced the skills of women. Stahlberg (2002) also 

confirmed that gender stereotypes has constantly depicted that male are usually appear as 

extra mediators and extra capable than females, whereas females are appear as more 

communicative than males. 
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Table 4.1.28: Women face failure to be promoted to senior position due to 

perception that they are suited to compassionate role more than decision making 

role. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    40     13.3 

Disagree     74     24.7 

Neutral     3     1.0 

Agree     101     33.7 

Strongly agree     82     27.3 

Total                                                             300                                                       100.0 
 

 

Table 28 signifies that women faced disappointment to be promoted to higher positions 

due to opinion that they were suited to empathetic position more than decision making 

position and the data explained that 33.7% respondents agreed to the statement and 27.3% 

respondents strongly agreed to the statement whereas 24.7% of the respondents were 

disagreed and 13.3% were strongly disagreed. 1.0% of the respondents were neutral. 
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Table 4.1.29: Gender stereotypes have consistently demonstrated that men are 

generally seen as more agent and more competent than women. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    62     20.7 

Disagree     90     30.0 

Neutral     10     3.3 

Agree     69     23.0 

Strongly agree     69     23.0 

 

Total                                                             300                                                       100.0 
 

 

Table 29 demonstrates that gender stereotypes had constantly revealed that men were 

more capable than women and the data explained that 30.0% of respondents disagreed to 

the statement whereas 23.0% respondents were strongly agreed and 23.0% agreed to the 

statement. 20.7% respondents strongly disagreed and 3.3% respondents were neutral. 

Cortis and Cassar (2005) elaborates that gender stereotypes are putting a stop to female 

staff from getting senior positios. They elucidates that females in senior level positions 

are not fairly presented in offices and they are in an inclined position as they are minor. 
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Table 4.1.30: Gender stereotypes have consistently demonstrated that women are 

seen as more expressive than men. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    76     25.3 

Disagree     63     21.0 

Neutral     17     5.7 

Agree     76     25.3 

Strongly agree     68     22.7 

 

Total                                                             300                                                       100.0 

 

Table 30 explains that gender stereotypes had constantly revealed that women were more 

communicative than men and the data explained that 25.3% of the respondents stated that 

they agreed to the statement whereas 25.3% respondents strongly disagreed to the 

statement. 22.7% of the respondents strongly agreed to the statement and 21.0% 

respondents were disagreed. Merely 5.7% respondents were neutral. 
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Table 4.1.31: Gender stereotypes are considered as one of the reasons of 

discrimination at work place. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    72     24.0 

Disagree     72     24.0 

Neutral     10     3.3 

Agree     79     26.3 

Strongly agree     67     22.3 

Total                                                             300                                                       100.0 
 

 

Table 31 illustrates that gender stereotypes were measured as one of the motives of 

prejudice at place of work and the data explained that 26.3% respondents agreed and 

22.3% strongly agreed to the statement whereas 24.0% of the respondents were strongly 

disagreed and 24.0% respondents disagreed. Merely 3.3% respondents were neutral. 

Shandana (2010) also confirmed in his study that glass ceiling subsist in our social order 

in form of gender inequity. Organizations favor men at the top administration and the 

percentage of women at the top administration is less than men. 
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Table 4.1.32: Women face restriction from entering, promoting and training in the 

workplace. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    70     23.3 

Disagree     44     14.7 

Neutral     12     4.0 

Agree     92     30.7 

Strongly agree     82     27.3 

Total                                                             300                                                       100.0 
 

 

Table 32 demonstrates that gender stereotypes confined women from incoming, 

promoting and preparation in the place of work and the data explained that the 

mainstream of the respondents 30.7% agreed and 27.3% respondents strongly agreed to 

the statement. 23.3% of respondents were strongly disagreed and 14.7% respondents 

disagreed to the statement. 4.0% respondents were neutral. The mainstream of the 

respondents agreed to the statement. 
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Table 4.1.33: Your organization provides the transport facility for female 

employees. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    17 5.7 

Disagree     153          51.0 

Neutral     3           1.0 

Agree     88          29.3 

Strongly agree     39          13.0 

Total                                                             300                                                       100.0 
 

 

Table 33 characterizes respondents that mainstream of the respondents 51.0% disagreed 

to the statement whereas 29.3% respondents agreed to the statement. 13.0% of the 

respondents strongly agreed and 5.7% strongly disagreed. Merely 1.0% respondents were 

neutral. 
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Table 4.1.34: Your organization provides the compensatory leaves for female 

employees. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     23     7.7 

Neutral     2     .7 

Agree     207     69.0 

Strongly agree     68     22.7 

Total                                                             300                                                       100.0 
 

 

Table 34 demonstrates that mainstream of respondents 69.0% agreed to the statement and 

22.7% respondents strongly agreed to the statement. 7.7% of the respondents disagreed 

and .7% respondents were neutral. 
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Table 4.1.35: Is there any training organized by your organization? (If “Not” then 

skip the next question) 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    12     4.0 

Disagree     46     15.3 

Neutral     78     26.0 

Agree     107     35.7 

Strongly agree     57     19.0 

Total                                                             300                                                       100.0 
 

 

Table 35 asks the respondents if there was any training organized by their organization. 

35.7% of respondents agreed that their organization did and 19.0% of respondents 

strongly agreed that their organization did. 15.3% respondents disagreed and 4.0% 

respondents strongly disagreed to it while 26.0% respondents were neutral. 
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Table 4.1.36: If yes, women are encouraged to participate in the trainings organized 

by the organization. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    11     3.7 

Disagree     48     16.0 

Neutral     81     27.0 

Agree     110     36.7 

Strongly agree     50     16.7 

Total                                                             300                                                       100.0 
 

 

Table 36 illustrates that the mainstream of the respondents 36.7% agreed to the statement 

and 16.7% respondents strongly disagreed. 16.0% respondents disagreed and 3.7% 

respondents strongly disagreed while 27.0% respondents were neutral. 
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Table 4.1.37: There is a mindset which tends to accept only the conservative role of 

the women. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    18     6.0 

Disagree     47     15.7 

Neutral     14     4.7 

Agree     147     49.0 

Strongly agree     74     24.7 

Total                                                            300                                                       100.0 
 

 

Table 37 shows that there was a state of mind which tended to recognize only the 

conventional position of the women. Mainstream of the respondents 49.0% agreed to the 

statement and 24.7% respondents strongly agreed to the statement. 15.7% respondents 

disagreed to the statement and 6.0% respondents strongly disagreed. 4.7% respondents 

were neutral. The mainstream of the respondents agreed to this statement. 
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Table 4.1.38: Is there any difficulty in accepting the capabilities and abilities of the 

women? 

Response                                                Frequency                                         Percentage 

 

Strongly disagree    23     7.7 

Disagree     73     24.3 

Neutral     11     3.7 

Agree     96     32.0 

Strongly agree     97     32.3 

Total                                                             300                                                       100.0 

 

Table 38 represents the distribution of respondents that there was a frame of mind which 

leaned to distinguish only the traditional position of the women and consequently had a 

trouble in accepting the potential and aptitude of women and data illustrated that the 

mainstream of the respondents 32.3% strongly agreed to the statement and 32.0% 

respondents agreed to the statement. 24.3% of the respondents disagreed to the statement 

and 7.7% respondents strongly disagreed. Merely 3.7% respondents were neutral. 
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Table 4.1.39: Patriarchal system deprives women of getting equal opportunities even 

having higher education and skills. 

Response                                                Frequency                                         Percentage 

 

Strongly disagree    26     8.7 

Disagree     57     19.0 

Neutral     28     9.3 

Agree     107     35.7 

Strongly agree     82     27.3 

Total                                                             300                                                       100.0 
 

 

Table 39 shows the division of the respondents about patriarchal system that it divested 

women from getting equivalent opportunities even having higher education and skills and 

the data illustrated that the mainstream of the respondents 35.7% agreed to the statement 

and 27.3% respondents strongly agreed to the statement. 19.0% of the respondents 

disagreed and 8.7% respondents strongly disagreed. 9.3% respondents were neutral. 
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Table 4.1.40: In socio cultural setup of Pakistan women are not given participation 

in important decisions. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    42     14.0 

Disagree     39     13.0 

Neutral     23      7.7 

Agree     127     42.3 

Strongly agree     69     23.0 

Total                                                             300                                                       100.0 
 

 

Table 40 represents that in socio cultural system of Pakistan women were not given 

contribution in vital choice and data explained that the mainstream of the respondents 

42.3% agreed to the statement and 23.0% respondents strongly agreed to the statement. 

14.0% respondents strongly disagreed and 13.0% respondents disagreed to the statement. 

Merely 7.7% respondents were neutral. 
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Table 4.1.41: Due to pressure of having prime responsibility of looking after their 

home and children, the Pakistani women at first place avoid doing jobs. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    21     7.0 

Disagree     62     20.7 

Neutral       9     3.0 

Agree     104     34.7 

Strongly agree     104     34.7 

Total                                                             300                                                       100.0 
 

 

Table 41 symbolizes that due to demands of having major liability of looking after their 

home and children the Pakistani women at first place evaded doing jobs and the data 

explained that mainstream of the respondents 34.7% agreed to the statement and 34.7% 

respondents strongly agreed to the statement. 20.7% respondents disagreed to the 

statement and 7.0% respondents were strongly disagreed. Merely 3.0% respondents were 

neutral. 
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Table 4.1.42: Women prefer those jobs which match their personal needs like 

flexible time, day care facility and jobs with relatively less responsibility. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    53     17.7 

Disagree     129     43.0 

Neutral     4     1.3 

Agree     85     28.3 

Strongly agree     29     9.7 

Total                                                             300                                                       100.0 
 

 

Table 42 depicts that women preferred those jobs which matched their individual desires 

like supple time, day care ability and jobs with comparatively fewer liability and the data 

explained that the mainstream of respondents 43.0% disagreed to the statement and 

17.7% respondents were strongly disagreed to the statement. 28.3% respondents agreed to 

the statement and 9.7% respondents strongly agreed to the statement. Merely 1.3% 

respondents were neutral. 
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Table 4.1.43: Our culture makes it easier for men to succeed than women. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    22      7.3 

Disagree     39     13.0 

Neutral     24     8.0 

Agree     125     41.7 

Strongly agree     90     30.0 

Total                                                             300                                                       100.0 
 

 

Table 43 shows that civilization of Pakistan and made it easier for men to thrive than 

women and the data explained 41.7% of respondents agreed to the statement and 30.0% 

respondents strongly agreed 13.0% respondents disagreed and 7.3% strongly disagreed to 

the statement. Only 8.0% respondents were neutral. The mainstream of the respondents 

agreed to the statement. 
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Table 4.1.44: Our social roles are affected by our cultural expectations. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    12     4.0 

Disagree     48     16.0 

Neutral     10     3.3 

Agree     138     46.0 

Strongly agree     92     30.7 

Total                                                             300                                                       100.0 
 

 

Table 44 illustrates that social functions of Pakistan were affected by its civilizing 

expectations and the data illustrated that 46.0% respondents agreed to the statement and 

30.7% respondents strongly agreed. 16.0% of the respondents disagreed and 4.0% 

respondents strongly disagreed. Merely 3.3% respondents were neutral. The mainstream 

of the respondents agreed to this statement. 
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Table 4.1.45: Women should be more concerned with becoming good wives and 

mothers rather than desiring a professional or business career. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    61     20.3 

Disagree     188     62.7 

Neutral     12     4.0 

Agree     29     9.7 

Strongly agree     10     3.3 

Total                                                             300                                                       100.0 
 

 

Table 45 shows that women should be more worried with becoming good wives and 

mothers rather than desiring a trained or business occupation and the data explained that 

mainstream of the respondents 62.7% disagreed to the statement and 20.3% respondents 

strongly disagreed to the statement. 9.7% respondents agreed to the statement and 3.3% 

respondents strongly agreed whereas 4.0% respondents were neutral. The mainstream of 

the respondents disagreed to the statement. 
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Table 4.1.46: A father's job is to earn money for the family, and a mother's job is to 

look after family. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    36     12.0 

Disagree     47     15.7 

Neutral     11     3.7 

Agree     131     43.7 

Strongly agree     75     25.0 

Total                                                             300                                                       100.0 
 

 

Table 46 shows father's job was to get money for the children, and a mother's job was to 

look after the children and the data illustrated that mainstream of the respondents 43.7% 

agreed to the statement and 25.0% respondents strongly agreed to the statement. 15.7% of 

the respondents disagreed and 12.0% respondents strongly disagreed whereas 3.7% 

respondents were neutral. The mainstream of the respondents agreed to the statement. 
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Table 4.1.47: World will be a better place when women become leaders. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     2     .7 

Neutral     6     2.0 

Agree     163     54.3  

Strongly agree     129     43.0 

Total                                                             300                                                       100.0 

 

Table 47 demonstrates that the world would be a better place when women became 

leaders and the data illustrated that mainstream of respondents 54.3% agreed to the 

statement and 43.0% respondents strongly agreed to the statement. 2.0% respondents 

were neutral and only .7% respondents disagreed to the statement. The mainstream of the 

respondents agreed to the statement. 
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Table 4.1.48: Different standards are used for the male and the female while 

evaluating performance. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    26     8.7 

Disagree     90     30.0 

Neutral     0     0.0 

Agree     121     40.3 

Strongly agree     63     21.0 

Total                                                             300                                                       100.0 
 

 

Table 48 describes division of the respondents about different standards that these were 

used for the male and the female while evaluating performance and data explained that 

mainstream of the respondents 40.3% agreed to the statement and 21.0% respondents 

strongly agreed to the statement. 30.0% of the respondents disagreed to the statement and 

8.7% respondents strongly disagreed. The mainstream of the respondents agreed that 

diverse principles were used while evaluating the performance. 
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Table 4.1.49: Decisions in the organization/department are made by the person with 

the higher power and authority. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    6     2.0 

Disagree     49     16.3 

Neutral     52     17.3 

Agree     98     32.7 

Strongly agree     95     31.7 

Total                                                             300                                                       100.0 
 

 

Table 49 illustrates that decisions in the organization/department were taken by the 

person with the high influence and ability and the data illustrated that the mainstream of 

the respondents 32.7% agreed to the statement and 31.7% respondents strongly agreed. 

16.3% of the respondents disagreed to the statement and 2.0% respondents strongly 

disagreed. 17.3% of the respondents were neutral. 
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Table 4.1.50: Decisions in the organization/department are made by the person 

whose job description carries the responsibility. 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    9     3.0 

Disagree     58     19.3 

Neutral     94     31.3 

Agree     90     30.0 

Strongly agree     49     16.3 

Total                                                             300                                                       100.0 
 

 

Table 50 indicates that decisions in the organization/department were made by the person 

whose job description carried the responsibility and the data showed that 31.3% 

respondents were neutral with the statement though 30.0% respondents were agreed. 

16.3% of the respondents strongly agreed to the statement and 19.3% respondents were 

disagreed. Merely 3.0% strongly disagreed. 
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Table 4.1.51: Private sector is more favourable to women. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    40     13.3 

Disagree     149     49.7 

Neutral     76     25.3 

Agree     25     8.3 

Strongly agree     10     3.3 

Total                                                             300                                                       100.0 

 

Table 51 represents which sector was more constructive to women and data explained 

that 49.7% of the respondents disagreed to the statement whereas 25.3% respondents 

were neutral. 13.3% respondents strongly disagreed to the statement and 8.3% 

respondents were agreed. 3.3% of the respondents strongly agreed to the statement. The 

mainstream of the respondents were not in favour of the statement. 
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Table 4.1.52: Did the office environment affect your attitude concerning your career 

choices? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     2     .7 

Neutral     3     1.0 

Agree     210     70.0 

Strongly agree     85     28.3 

Total                                                             300                                                       100.0 
 

 

Table 52 shows how office environment exaggerated the respondent‟s stance and 

viewpoint regarding her occupational choices and the data illustrated that the mainstream 

of the respondents 70.0% agreed to the statement and 28.3% respondents strongly 

disagreed to the statement. 1.0% respondents were neutral and .7% respondents disagreed 

to the statement. 

  



109 

Table 4.1.53: In today‟s world, networking, communication and collaborations are 

crucial for professional development. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    1     .3 

Disagree     4     1.3 

Neutral     1     .3 

Agree     129     43.0 

Strongly agree     165     55.0 

Total                                                             300                                                       100.0 
 

 

Table 53 signifies in today's globe networking, contacts and cooperation were vital for 

specialized growth and the data explained that 55.0% respondents strongly agreed to the 

statement and 43.0% respondents were agreed. 1.3% of the respondents disagreed to the 

statement and .3% respondents strongly disagreed whereas .3% respondents were neutral. 

The mainstream of the respondents agreed to the statement. 
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Table 4.1.54: Males have a better chance for promotion to senior level. 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    28     9.3 

Disagree     40     13.3 

Neutral     35     11.7 

Agree     137     45.7 

Strongly agree     60     20.0 

Total                                                             300                                                       100.0 
 

 

Table 54 describes that males have a better opportunity for endorsement to top level and 

the data illustrated that 45.7% of the respondents agreed to the statement and 20.0% 

respondents strongly agreed to the statement. 13.3% respondents disagreed to the 

statement and 9.3% respondents strongly disagreed. 11.7% respondents were neutral. The 

mainstream of the respondents agreed to the statement. 
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Table 4.1.55: Have you ever heard of the gender wage gap or gender pay gap? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     2     .7 

Neutral     6     2.0 

Agree     215     71.7 

Strongly agree     77     25.7 

Total                                                             300                                                       100.0 
 

 

Table 55 indicates that the participants were asked if they had ever heard of the gender 

wage gap or gender pay gap. The data demonstrated that mainstream of the respondents 

71.7% agreed to the statement and 25.7% respondents strongly agreed. 2.0% respondents 

were neutral whereas .7% respondents disagreed to the statement. The mainstream of the 

respondents agreed to the statement. 
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Table 4.1.56: Do you face wage difference or wage gap based on gender in your 

organization? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    27     9.0 

Disagree     69     23.0 

Neutral     24     8.0 

Agree     99     33.0 

Strongly agree     81     27.0 

Total                                                             300                                                       100.0 
 

 

Table 56 illustrates that the participants were asked if they faced wage difference or wage 

gap based on gender in their organization. 33.0% of the respondents agreed to the 

statement and 27.0% participants strongly agreed to the statement. 23.0% respondents 

disagreed to the statement and 9.0% respondents strongly disagreed. 8.0% respondents 

were neutral. 
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Table 4.1.57: Is the wage gap limited to women only? 

Response                                                      Frequency                                         

Percentage 

 

Strongly disagree    20     6.7 

Disagree     54     18.0 

Neutral     89     29.7 

Agree     81     27.0 

Strongly agree     56     18.7 

Total                                                             300                                                       100.0 
 

 

Table 57 depicts that the participants were asked if the wage gap was limited to females 

only. The data explained that 29.7% of the respondents were neutral. 27.0% of 

respondents agreed to the statement and 18.7% respondents strongly agreed. 18.0% 

respondents disagreed to the statement and 6.7% respondents strongly disagreed to the 

statement. 
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Table 4.1.58: Do you believe that the wage gap can or will affect in future 

employment? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    2     .7 

Disagree     10     3.3 

Neutral     17     5.7 

Agree     175     58.3 

Strongly agree     96     32.0 

Total                                                             300                                                       100.0 
 

 

Table 58 represents that the participants were asked if they believed that the wage gap 

could or would affect in future employment. The data demonstrated that the mainstream 

of the respondents 58.3% agreed to the statement whereas 32.0% respondents strongly 

agreed to the statement. 5.7% respondents were neutral. 3.3% respondents disagreed to 

the statement and .7% respondents strongly disagreed. 
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Table 4.1.59: Do you feel that wage differences impacts the women‟s career 

advancement? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    2     .7 

Disagree     2     .7 

Neutral     16     5.3 

Agree     141     47.0 

Strongly agree     139     46.3 

Total                                                             300                                                       100.0 

 

Table 59 depicts that the participants were asked if they felt that wage differences 

impacted the women‟s career advancement. The data showed that 47.0% respondents 

agreed to the statement and 46.3% respondents strongly agreed. 5.3% respondents were 

neutral. Merely .7% respondents disagreed to the statement and .7% respondents strongly 

disagreed. The mainstream of the respondents agreed to the statement. 
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Table 4.1.60: Does your organization have a gender policy/code of conduct? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    31     10.3 

Disagree     94     31.3 

Neutral     27     9.0 

Agree     95     31.7 

Strongly agree     53     17.7 

Total                                                             300                                                       100.0 

 

Table 60 shows that the respondents were asked if their organization had a gender 

policy/code of conduct and the data illustrated that 31.7% respondents agreed to the 

statement and 17.7% respondents strongly agreed to the statement. 31.3% respondents 

disagreed whereas 10.3% respondents strongly disagreed to the statement. 9.0% 

respondents were neutral. The mainstream of the respondents agreed to the statement. 
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Table 4.1.61: Is there any measures undertaken by your organization to support 

women issues/policies in employment of women employees? 

Response                                                      Frequency                                     Percentage 

 

Strongly disagree    32     10.7 

Disagree     98     32.7 

Neutral     37     12.3 

Agree     91     30.3 

Strongly agree     42     14.0 

Total                                                             300                                                       100.0 

 

Table 61 demonstrates the measures undertaken by the respondents‟ organization to 

sustain women concerns/policies in service of female employees and data illustrated that 

32.7% of the respondents disagreed to the statement whereas 30.3% respondents agreed. 

14.0% of the respondents strongly agreed to the statement and 10.7% respondents 

strongly disagreed. 12.3% respondents were neutral. 
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Table 4.1.62: Are there any measures undertaken by your organization to support 

women issues/policies in promotion of women employees? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    39     13.0 

Disagree     91     30.3 

Neutral     24     8.0 

Agree     93     31.0 

Strongly agree     53     17.7 

Total                                                             300                                                       100.0 

 

Table 62 demonstrates that the respondents were asked if there were the procedures 

undertaken by their organization to support women concerns/policies in endorsement 

female employees and the data explained that 31.0% of the respondents agreed to the 

statement whereas 30.3% respondents disagreed. 17.7% of respondents strongly agreed to 

the statement and 13.0% respondents strongly disagreed. 8.0% respondents were neutral. 
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Table 4.1.63: Do you think poor implementation of initiatives and policies on equal 

opportunities can be identified as the main barriers for prevailing glass ceiling? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree 37     12.3 

Disagree     77     25.7 

Neutral     7     2.3 

Agree     128     42.7 

Strongly agree     51     17.0 

Total                                                             300                                                       100.0 

 

Table 63 represents that the respondents were asked if they thought that weak 

implementation of plans and policies on equivalent opportunities can be recognized as the 

major obstacles for prevailing glass ceiling. The data explained that the mainstream of 

respondents 42.7% agreed whereas 17.0% respondents disagreed to the statement. 25.7% 

respondents disagreed to the statement and 12.3% respondents strongly disagreed. 2.3% 

respondents were neutral. The mainstream of the respondents agreed to the statement. 
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Table 4.1.64: Have you felt the soft leadership attitude towards the women 

employees? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    66     22.0 

Disagree     206     68.7 

Neutral     19     6.3 

Agree     9     3.0 

Strongly agree     0     0.0 

Total                                                             300                                                       100.0 

 

Table 64 represents that the respondents were asked if they had felt that the soft 

leadership attitude towards the women employees. The data demonstrated that the 

mainstream of the respondents 68.7% disagreed to the statement whereas 22.0% 

respondents strongly disagreed. 6.3% respondents were neutral and 3.0% respondents 

agreed to the statement. 
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Table 4.1.65: Does the leadership attitude impact the future of employee? 

Response                                                  Frequency                                         Percentage 

 

Strongly disagree    2     .7 

Disagree     1     .3 

Neutral     8     2.7 

Agree     211     70.3 

Strongly agree     78     26.0 

Total                                                             300                                                       100.0 

 

Table 65 illustrates that the respondents were asked if the leadership attitude impacted the 

future of employee. The data explained that the mainstream of the respondents 70.3% 

agreed to the statement whereas 26.0% respondents strongly agreed. 2.7% respondents 

were neutral. .7% respondents strongly disagreed and .3% respondents disagreed to the 

statement. 
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Table 4.1.66: Do you feel/seen the gender biased inequality among the leadership 

attitude towards the employees? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    23     7.7 

Disagree     89     29.7 

Neutral     3     1.0 

Agree     78     26.0 

Strongly agree     107     35.7 

 

Total                                                             300                                                       100.0 
 

 

Table 66 indicates that the respondents were asked if they felt/saw the gender biased 

inequality among the leadership attitude towards the employees. The data illustrated that 

35.7% of respondents strongly agreed to the statement and 26.0% respondents agreed. 

29.7% respondents disagreed to the statement while 7.7% respondents strongly disagreed. 

Only 1.0% respondents were neutral. 
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Table 4.1.67: Do you feel that leadership attitude impacts the women‟s career 

advancement? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     1     .3 

Neutral     4     1.3 

Agree     182     60.7 

Strongly agree     113     37.7 

Total                                                             300                                                       100.0 
 

 

Table 67 represents that the respondents were asked if they felt that leadership attitude 

impacted the women‟s career advancement. The data illustrated that the mainstream of 

the respondents 60.7% agreed to the statement and 37.7% respondents strongly agreed. 

1.3% respondents were neutral whereas only .3% respondents disagreed to the statement. 

The mainstream of the respondents agreed to the statement. 
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Table 4.1.68: Does glass ceiling impact the women career advancement? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    26     8.7 

Disagree     58     19.3 

Neutral     24     8.0 

Agree     86     28.7 

Strongly agree     106     35.3 

Total                                                             300                                                       100.0 

 

Table 68 demonstrates that the respondents were asked if glass ceiling impacted the 

women career advancement and the data explained that 35.3% respondents strongly 

agreed to the statement and 28.7% respondents agreed. 19.3% of the respondents 

disagreed to the statement and 8.7% respondents strongly disagreed. Merely 8.0% 

respondents were neutral. 
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Table 4.1.69: Do you agree that women career advancement can play an important 

role in the economy of the country? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     0     0.0 

Neutral     2     .7 

Agree     132     44.0 

Strongly agree     166     55.3 

Total                                                             300                                                       100.0 
 

 

Table 69 indicates that the respondents were asked if they agreed that women career 

advancement could play a vital role in the financial system of the country. The data 

showed that 55.3% respondents strongly agreed to the statement and 44.0% respondents 

agreed. Merely .7% respondents were neutral. The mainstream of the respondents agreed 

to the statement. 
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Table 4.1.70: Do you agree that career advancement is important for women as 

important for men? 

Response                                                 Frequency                                         Percentage 

 

Strongly disagree    0     0.0 

Disagree     0     0.0 

Neutral     2     .7 

Agree     150     50.0 

Strongly agree     148     49.3 

Total                                                             300                                                       100.0 
 

 

Table 70 represents that the respondents were asked if they agreed that career 

advancement was as important for women as for men. The data explained that 50.0% 

respondents agreed to the statement whereas 49.3% respondents strongly agreed. Merely 

.7% respondents were neutral. The mainstream of the respondents agreed to the 

statement. 
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4.2 BI-VARIATE ANALYSIS 

Index Variable Construction 

To find out the united outcome of all the variables in forecasting the response 

variables, all the statements in matrix questions are united together to shape a single main 

or foremost variables known as index variables. Though, prior to the development of 

index variables, it is precondition to make sure the aspect of reliability among all the 

objects in the matrix question. For this reason, a reliability test is carried out and the value 

of Cronbatch Alpha is firmed. 

 The Statistical Package for Social Sciences (SPSS) was used to discover 

Cronbatch Alpha values. During the reliability test, if the values of Alpha remains in the 

range 0.7 to 1.0, as all objects or statements or matrix questions are extremely 

interconnected and representing one thought. This assists the study of united result that 

otherwise is not feasible. 

 On evidence of constituent of constancy, the score on all the items in matrix 

question documentation through response group is summed up. The least amount and the 

highest value are resolute through sub-menu descriptive statistics followed by 

frequencies. The next step is the highest and the residue is separated with the numeral of 

described level or groups in index variables.  

Example 

 This process can be explicated, it‟s the aim is to study the implications of glass 

ceiling on women‟s career advancements in Punjab, Pakistan. To computing the glass 

ceiling effect asked during field assessment contains of a set of four statements with five 

response categories. It is feasible to study the responses recorded on all of the characters 

statement in the variable presenting the glass ceiling effect by using descriptive statistics 

and manipulating the percentages but in order to discover united affect of all the four 

proportions of glass ceiling effect, an index variable is mandatory to be created after 

ensuring the element of reliability among all the four aspects through reliability analysis. 

 To create index variable, the scores on all the objects in the matrix question 

presenting glass ceiling effect was summed up and the lowest and the highest score, mean 

score and value of standard deviation are firmed. The subtraction of the lowest score from 

the highest and by dividing, the remnants with the required levels or categories. This 
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value will be used to compute the range of score in each stage or category of the index 

variable. In fact this value is added to the lowest point of category and similarly the 

categories of index variable are created. 

For example, the index variable “glass ceiling effect” has the lowest and the 

highest score 6 and 20 relatively. The dissimilarity between the highest and the lowest 

score is 14. It is preferred to have three groups of index variable “glass ceiling effect” 14 

is divided by 3 (the level of categories) yielding the class interval of all categories which 

is almost 5. The first category of glass ceiling effect index variable is ranging from 6-10 

demonstrating low level of glass ceiling effect and the second category is ranging from 

11-15 reflecting medium level of glass ceiling effect while the third category of the 

response variable is ranging from  16-20 representing the high level of glass ceiling effect 

index variable. 

 By implementing the rule as discussed above, the index variables were 

consequently used during bivariate analysis. 
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Indexation 

Variables No. of 

Items in 

Matrix 

Questions 

No. of 

Categories 

in Index 

Variable 

Min. 

Score 

Max. 

Score 

Mean 

Score 

Standard 

Dev. 

Alpha 

Value 

Glass Ceiling 

Effect 
4 5 6 20 13.92 3.98 .845 

Gender 

Discrimination 
9 5 19 34 27.25 2.98 .768 

Gender 

Stereotypes 
6 5 6 30 19.03 8.00 .947 

Gender 

Differences 
4 5 6 20 13.97 3.19 .760 

Cultural Factors 7 5 11 35 24.40 5.59 .732 

Social Roles 3 5 3 15 9.50 2.72 .708 

Organizational 

Behavior towards 

Gender 

8 5 21 36 29.57 2.41 .741 

Wage Differences 5 5 13 25 19.57 2.72 .706 

Workplace 

Environment 
4 5 7 19 12.56 2.35 .760 

Institutional 

Leadership 

Attitude 

4 5 10 17 13.99 1.56 .810 

Career 

Advancement 
3 5 10 15 12.66 1.55 .765 
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Categorize  

Variables Low Medium High 

Glass Ceiling Effect 6-10 11-15 16-20 

Gender Discrimination 19-.4 25-29 30-34 

Gender Stereotypes 6-14 15-22 23-30 

Gender Differences 6-10 11-15 16-20 

Cultural Factors 11-19 20-27 28-35 

Social Roles 3-7 8-11 12-15 

Organizational Behavior towards Gender 21-26 27-31 32-36 

Wage Differences 13-17 18-21 22-25 

Workplace Environment 7-11 12-15 16-19 

Institutional Leadership Attitude 10-12 13-15 16-17 

Career Advancement 10-11 12-13 14-15 
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TESTING OF HYPOTHESES 

Hypothesis 1: The more the effects of glass ceiling are the less will be the career 

advancement 

Table 4.2.1: Relation between effect of glass ceiling and career advancement  

Effect of glass 

ceiling 

Career advancement  Total 

Low Medium High 

Low 5 78 85 168 

3.0% 46.4% 50.6% 100.0% 

Medium 7 23 8 38 

18.4% 60.5% 21.1% 100.0% 

High  61 27 6 94 

64.9% 28.7% 6.4% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 149.10 p = 0.000**  

Gamma (λ) value = -0.830 p = 0.000**  

** = Highly significant   

The above mentioned table shows the significant relationship (χ
2
= 149.10, p = 

.000) between the effect of glass ceiling and career advancement. Gamma statistic 

declared a negative and significant (λ = -.0830, p = .000) relation between the above 

discussed variables. It means glass ceiling had negative effects on women‟ career 

advancement.  Data in the above mentioned table showed that if the women were facing 

low level effect of glass ceiling they had low (3.0%), medium (46.4%) and high (50.6%) 

level career advancement and if the women were facing higher level effect of glass 

ceiling they had low (64.9%), medium (28.7%) and high (6.4%) level career 
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advancement. Hence, the hypothesis “The more the effects of glass ceiling are the less 

will be the career advancement” was accepted. According to Lockwood (2004) Glass 

ceiling was a notion that referred to hindrance faced by female staff who tried to attain the 

high level positions in different organizations. 
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Hypothesis 2:  The more the gender discrimination is the less will be the career 

advancement 

Table 4.2.2: Relation between gender discrimination and career advancement  

Gender 

discrimination  

Career advancement  Total 

Low Medium High 

Low 5 27 21 53 

9.4% 50.9% 39.6% 100.0% 

Medium 49 69 61 179 

27.4% 38.5% 34.1% 100.0% 

High  19 32 17 68 

27.9% 47.1% 25.0% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 17.42 p = 0.002**  

Gamma (λ) value = -0.224 p = 0.003**  

** = Highly significant   

The above mentioned table shows the significant relationship (χ
2
= 17.42, p = .002) 

between gender discrimination and women‟s career advancement. Gamma statistic 

declared a negative and significant (λ = -.224, p = .003) relation between the above 

discussed variables. It means gender discrimination had negative effects on women‟ 

career advancement. The data in the above mentioned table depicted that if the women 

were facing gender discrimination, they had low (9.4%), medium (50.9%) and high 

(39.6%) level career advancement. If the women were facing higher level of gender 

discrimination they had low (27.9%), medium (47.1%) and high (25.0%) level career 

advancement. Therefore, the hypothesis “The more the gender discrimination is the less 
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will be the career advancement” was accepted. Erik (2006) also validate that females 

were discriminated through glass ceiling effect and they bear more from glass ceiling 

effect.  
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Hypothesis 3: The more the gender stereotypes are the less will be the career 

advancement 

Table 4.2.3: Relation between gender stereotypes and career advancement  

Gender 

Stereotypes 

Career advancement  Total 

Low Medium High 

Low 5 75 60 140 

3.6% 53.6% 42.9% 100.0% 

Medium 5 9 33 47 

10.6% 19.1% 70.2% 100.0% 

High  63 44 6 113 

55.7% 38.9% 5.3% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 183.79 p = 0.000**  

Gamma (λ) value = -0.693 p = 0.000**  

** = Highly significant   

 

Table 3 shows a significant relationship (χ
2
= 183.79, p = .000) between gender 

stereotypes and women‟s career advancement. Gamma statistic declared a negative and 

significant (λ = -.693, p = .000) relation between the above discussed variables. It means 

gender stereotypes had negative effects on women career advancement. The data in the 

above mentioned table clearly showed that if the women were having gender stereotypes, 

they had low (3.6%), medium (53.6%) and high (42.9%) level career advancement. If the 

women were having high level gender stereotypes, they had low (55.7%), medium 

(38.9%) and high (5.3%) level career advancement. Hence, the hypothesis “The more the 
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gender stereotypes are the less will be the career advancement” was accepted. Cortis and 

Cassar (2005) elaborates that gender stereotypes are putting a stop to female staff from 

getting senior positions. They elucidates that females in senior level positions are not 

fairly presented in offices and they are in an inclined position as they are minor. 
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Hypothesis 4: The more the gender differences are the less will be the career 

advancement 

Table 4.2.4: Relation between Gender Differences and career advancement  

Gender 

Differences 

Career advancement  Total 

Low Medium High 

Low 5 49 23 67 

7.4% 73.1% 34.3% 100.0% 

Medium 11 42 64 117 

9.4% 35.9% 54.7% 100.0% 

High  57 47 12 116 

49.1% 40.5% 10.3% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 112.90 p = 0.000**  

Gamma (λ) value = -0.567 p = 0.000**  

** = Highly significant 

 

  

Table 4 reflects a significant relationship (χ
2
= 112.90, p = .000) between gender 

differences and women‟s career advancement. Gamma statistic declared a negative and 

significant (λ = -.567, p = .000) relation between the above discussed variables. It means 

gender differences had negative effects on women career advancement. The data in the 

above mentioned table clearly showed that if the women were having gender differences 

then they had low (7.4%), medium (73.1%) and high (34.3%) level career advancement. 

If the women were having high level gender differences, they had low (49.1%), medium 

(40.5%) and high (10.3%) level career advancement. Therefore, the hypothesis “The 



138 

more the gender differences are the less will be the career advancement” was accepted. 

Stahlberg (2002) also confirmed that gender differences has constantly depicted that male 

are usually appear as extra mediators and extra capable than females whereas females are 

appear as more communicative than males. 

  



139 

Hypothesis 5: The more the cultural hindrance is the less will be the career 

advancement 

Table 4.2.5: Relation between cultural hindrance and career advancement  

Cultural Factors Career advancement  Total 

Low Medium High 

Low 6 44 43 93 

6.5% 47.3% 46.2% 100.0% 

Medium 26 61 51 138 

18.8% 44.2% 37.0% 100.0% 

High  41 23 5 69 

59.4% 33.3% 7.2% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 81.42 p = 0.000**  

Gamma (λ) value = -0.595 p = 0.000**  

** = Highly significant 

 

  

Table 5 reflects a significant relationship (χ
2
= 81.42, p = .000) between gender cultural 

factors and women‟s career advancement. Gamma statistic declared a negative and 

significant (λ = -.595, p = .000) relation between the above discussed variables. It means 

cultural factors had negative effects on women career advancement. The data in the above 

mentioned table clearly revealed that if the women were facing more cultural hindrance 

then they had low (6.5%), medium (47.3%) and high (46.2%) level career advancement. 

If the women were facing high level cultural hindrance, they had low (59.4%), medium 

(33.3%) and high (7.2%) level career advancement. Hence, the hypothesis “The more the 
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cultural hindrance is the less will be the career advancement” was accepted. Shandana 

(2010) also confirmed in his study that glass ceiling subsist in our social order in form of 

gender inequity. Organizations favor men at the top administration and the percentage of 

women at the top administration is less than men. 
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Hypothesis 6: The more the social role of the women is the higher will be the career 

advancement 

Table 4.2.6: Relation between social role and career advancement  

Social role Career advancement  Total 

Low Medium High 

Low 56 21 4 81 

69.1% 25.9% 4.9% 100.0% 

Medium 14 74 70 158 

8.9% 46.8% 44.3% 100.0% 

High  3 33 25 61 

4.9% 54.1% 41.0% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 126.26 p = 0.000**  

Gamma (λ) value = 0.636 p = 0.000**  

** = Highly significant 

 

  

Table 6 reflects a significant relationship (χ
2
= 126.26, p = .000) between social role and 

women‟s career advancement. Gamma statistic declared a positive and significant (λ = 

.636, p = .000) relation between the above discussed variables. It means if the women 

were having more social role, they had more career advancement. The data in the above 

mentioned table clearly presented that if the women were having less social role, they had 

low (69.1%), medium (25.9%) and high (4.9%) level career advancement. If the women 

were having high social role, they had also low (4.9%), medium (54.1%) and high 
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(41.0%) level career advancement. Hence, the hypothesis “The more the social role of the 

women is the higher will be the career advancement” was accepted.  
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Hypothesis 7: Organizational behavior towards gender will be influencing career 

advancement of women 

Table 4.2.7: Relation between organizational behavior towards gender and career 

advancement  

Organizational 

Behavior 

towards gender 

Career advancement  Total 

Low Medium High 

Low 21 16 6 43 

48.8% 37.2% 14.0% 100.0% 

Medium 48 84 71 203 

23.6% 41.4% 35.0% 100.0% 

High  4 28 22 54 

7.4% 51.9% 40.7% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 24.40 p = 0.000**  

Gamma (λ) value = 0.388 p = 0.000**  

** = Highly significant   

Table 7 reveals a significant relationship (χ
2
= 24.40, p = .000) between organizational 

behavior towards gender and women‟s career advancement. Gamma statistic declared a 

positive and significant (λ = .388, p = .000) relation between the above discussed 

variables. It means, if the organization had positive role towards gender role, the women 

had more career advancement. Data clearly represented that if the women had lower level 

organizational behavior towards gender then they had low (48.8%), medium (37.2%) and 

high (14.0%) level career advancement. If the organization had more positive behavior 
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towards gender, the women had low (7.4%), medium (51.9%) and high (40.7%) level 

career advancement. Therefore, the hypothesis “Organizational behavior towards gender 

will be influencing career advancement of women” was accepted.  
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Hypothesis 8: The more the wage differences are the less the career advancement 

will be among women  

Table 4.2.8: Relation between Wage Differences and career advancement of women 

Wage 

Differences 

Career advancement  Total 

Low Medium High 

Low 6 33 47 86 

6.9% 38.4% 54.7% 100.0% 

Medium 15 77 47 139 

10.8% 55.4% 33.8% 100.0% 

High  52 18 5 75 

69.3% 24.0% 6.7% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 124.78 p = 0.000**  

Gamma (λ) value = -0.718 p = 0.000**  

** = Highly significant   

Table 8 reveals a significant relationship (χ
2
= 124.78, p = .000) between wage 

differences and women‟s career advancement. Gamma statistic declared a negative and 

significant (λ = -.718, p = .000) relation between the above discussed variables. It means, 

wages difference negatively affected women‟s career advancement. The data in the above 

mentioned table clearly presented that if the women were facing low level wage 

difference, they had low (6.9%), medium (38.4%) and high (54.7%) level career 

advancement. If the women had high level wage differences, the women had low 

(69.3%), medium (24.0%) and high (6.7%) level career advancement. Hence, the 
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hypothesis “The more the wage differences are the less the career advancement will be 

among women” was accepted.  
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Hypothesis 9: Workplace Environment will be influencing career advancement 

among women  

Table 4.2.9:R elation between Workplace Environment and career advancement  

Workplace 

Environment 

Career advancement  Total 

Low Medium High 

Low 16 11 7 34 

47.1% 32.4% 20.6% 100.0% 

Medium 52 71 62 185 

28.1% 38.4% 33.5% 100.0% 

High  5 46 30 81 

6.2% 56.8% 37.0% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 48.91 p = 0.000**  

Gamma (λ) value = 0.489 p = 0.000**  

** = Highly significant   

Table 9 depicts a significant relationship (χ
2
= 48.91, p = .000) between workplace 

environment and women‟s career advancement. Gamma statistic declared a positive and 

significant (λ = .489, p = .000) relation between the above discussed variables. It means, 

workplace environment was positively associated with women‟s career advancement. The 

data in the above presented table clearly showed that if the women had lower level 

workplace environment, they had low (47.1%), medium (32.4%) and high (20.6%) level 

career advancement. If the women had high level workplace environment, they had low 

(6.2%), medium (56.8%) and high (37.0%) level career advancement. Hence, the 
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hypothesis “Workplace Environment will be influencing career advancement among 

women” was accepted.  
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Hypothesis 10: Discriminated institutional leadership attitude leads to glass ceiling 

which directly affects the women career advancement 

Table 4.2.10:  Relation between Workplace Environment and career advancement  

Institutional 

Leadership 

Attitude 

Career advancement  Total 

Low Medium High 

Low 39 25 8 72 

54.2% 34.7% 11.1% 100.0% 

Medium 29 85 64 178 

16.3% 47.8% 36.0% 100.0% 

High  5 18 27 50 

10.0% 36.0% 54.0% 100.0% 

Total 73 128 99 300 

24.3% 42.7% 33.0% 100.0% 

χ
2
 value = 92.75 p = 0.000**  

Gamma (λ) value = 0.742 p = 0.000**  

** = Highly significant 

 

  

Table 10 depicts a significant relationship (χ
2
= 92.751, p = .000) between 

institutional leadership attitude and women‟s career advancement. Gamma statistic 

declared a positive and significant (λ = .742, p = .000) relation between the above 

discussed variables. It means, Institutional Leadership Attitude was positively associated 

with women‟s career advancement. The data in the above presented table clearly showed 

that if the women had low level Institutional Leadership Attitude, they had low (54.2%), 

medium (34.7%) and high (11.1%) level career advancement. If the women had high 
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level Institutional Leadership Attitude, they had low (10.0%), medium (36.0%) and high 

(54.0%) level career advancement. Therefore, the hypothesis “Discriminated institutional 

leadership attitude leads to glass ceiling which directly affects the women career 

advancement” was accepted.  
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Correlation Analysis 

Table 4.2.11:Pearson Correlation Coefficient Values display relationship between 

predicting (glass ceiling factor) and response (Career advancement) variables 

Variables Pearson correlation 

coefficients 

P-value 

Glass Ceiling Effect -.657
**

 .000 

Gender Discrimination -.156
**

 .007 

Gender Stereotypes -.604
**

 .000 

Gender Differences -.448
**

 .000 

Cultural Factors -.467
**

 .000 

Social Roles .490
**

 .000 

Organizational Behavior towards 

Gender 
.250

**
 .000 

Wage Differences -.564
**

 .000 

Workplace Environment .340
**

 .000 

Institutional Leadership Attitude .524
**

 .000 

 

NS = Non-Significant 

** = Highly-Significant 

It is a suitable and appropriate advance to use diverse statistical techniques to 

examine the data composed to validate the consequences and eliminate the effect of 

irrelevant aspects which assist to recognize non-spurious connection. This is the vital 

point of each systematic research to turn up at decisive conclusion for formulating 

coherent policy to deal with the problem. Initially cross-table examinations along with 

diverse tests for significance were used to discover the connection between predicting and 

response variables. The association or amount of relationship is further established by the 

evaluation of Pearson Correlation Coefficient values.  

Table 11 illustrates the value of association coefficients demonstrating amount of 

inter association among the main predictor variables and result variables. The outcome of 
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association coefficients helped to verify the association acquired through chi-square test 

between the predictor and result variable i.e. Career advancement. The value of 

correlation coefficients for independent variables such as Glass Ceiling Effect, Gender 

Discrimination, Gender Stereotypes, Gender Differences, Cultural Factors, and Wage 

Differences were negatively associated with the dependent variable. However, Social 

Roles, Organizational Behavior towards Gender, Workplace Environment and 

Institutional Leadership Attitude were positively linked with the dependent variables. The 

above all variables were important at one percent level of significance (0.01 percent). A 

similar type of relationship had been identified in bivariate analysis. 

4.3 Multivariate Analysis 

For discovering association between two variables, the bivariate analysis was 

carried out. The significance of association between two variables is discovered through 

chi-square, gamma test, and Pearson correlation coefficient. It is well-known information 

in bivariate analysis, the association between variables which appeared sometimes false 

association because of confusing outcome of other variables. To recognize whether the 

association is false or non spurious, the multivariate analysis is carried out. The 

multivariate analysis also permits the researcher to discover the virtual significance of all 

independent variable in shaping the dependent variable. The multivariate analysis also 

informs about the correctness of the independent variables in discovering the dependent 

variable.  

Diverse multivariate analysis approaches are accessible to learn the effect of the 

predictor variables in predicting the retort variable. The appropriateness of these methods 

depends upon the sample of data. The disperse plots of the data are find to know the 

sample of data. The scattered plots designates that the data meets the postulation of 

homogeneity of variances because the disperse plots did not show any tendency or 

sample. The postulation of ordinariness of data is observes through drawing histogram of 

residuals. The histogram of the residuals is like a normal curve demonstrating the data 

satisfies the postulations of normality.  
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Table 4.3.1: Results of Regression Analysis: unstandardized, standardized 

regression coefficient, and level of significance of the predictor variables 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .734
a
 .538 .524 1.07028 

a. Predictors: (Constant), Institutional Leadership Attitude, Gender Discrimination, 

Workplace Environment, Organizational Behavior towards gender, Wage Differences, 

Gender Differences, Cultural Factors, Social Roles, Glass Ceiling Effect 

ANOVA
a
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 387.123 9 43.014 37.550 .000
b
 

Residual 332.197 290 1.146   

Total 719.320 299    

a. Dependent Variable: Career Development  

b. Predictors: (Constant), Institutional Leadership Attitude, Gender Discrimination, 

Workplace Environment, Organizational Behavior towards gender, Wage Differences, 

Gender Differences, Cultural Factors, Social Roles, Glass Ceiling Effect 

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) 11.743 .773  15.195 .000** 

Glass Ceiling Effect -.587 .134 -.342 -4.372 .000** 
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Gender Discrimination -.262 .110 -.107 -2.372 .018* 

Gender Differences -.277 .117 -.135 -2.366 .019* 

Cultural Factors .065 .124 .030 .521 .603
NS 

Social Roles .374 .138 .164 2.703 .007** 

Organizational 

Behavior towards 

Gender 

.160 .133 .059 1.205 .229
NS 

Wage Differences -.367 .124 -.173 -2.950 .003** 

Workplace 

Environment 
.243 .133 .095 1.852 .056* 

Institutional Leadership 

Attitude 
.475 .128 .194 3.715 .000** 

a. Dependent Variable: Career Development 

 

The value of R-Square in the model summary was 0.538. This illustrated that the 54 % 

change in career development was explained by the nine variables associated with glass 

ceiling variables such as glass ceiling effect, gender discrimination, gender differences, 

cultural factors, social roles, organizational behavior towards gender, wage differences, 

workplace environment, and institutional leadership attitude in the model. The overall 

model was statistically important according to the findings of the research results. To 

judge the significance of the model F-test was applied. The F-value was 37.55 that were 

major at less than 1% level of significant. The value obtained advocates that the model is 

highly significant.  The effect of each individual variable is prescribed as:   
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Glass Ceiling Effect 

 The beta value (0.587) indicated a negative and significant relation of Glass 

Ceiling Effect with career development. It showed that glass ceiling had a negative effect 

on women‟s career development. 

Gender Discrimination 

 The beta value (0.262) indicated a negative and significant relation of gender 

discrimination with career development. It showed that gender discrimination had a 

negative effect on women‟s career development. 

Gender Differences  

 The beta value (0.277) indicated a negative and significant relation of gender 

differences with career development. It showed that gender differences had a negative 

effect on women‟s career development. 

Cultural factors  

 The beta value (0.065) indicated a non-significant relation of cultural factors with 

career development. It showed that cultural factors had no effect on women‟s career 

development. 

Social roles  

 The beta value (0.374) indicated a positive and significant relation of social roles 

with career development. It showed that women‟s social role had a positive effect on their 

career development. 

Organizational Behavior towards gender 

 The beta value (0.160) indicated a positive and non-significant relation of 

Organizational Behavior towards gender with career development. It showed that 

Organizational Behavior towards gender had no effect on their career development. 

Wage Differences  

 The beta value (0.367) indicated a negative and significant relation of Wage 

Differences with career development. It showed that Wage Differences had a negative 

effect on their career development. 
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Workplace Environment 

 The beta value (0.243) indicated a positive and significant relation of Workplace 

Environment with career development. It showed that Workplace Environment had a 

positive effect on their career development. 

Institutional Leadership Attitude 

 The beta value (0.475) indicated a positive and significant relation of Institutional 

Leadership Attitude with career development. It showed that Institutional Leadership 

Attitude had a positive effect on women‟s career development. 
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Analysis of Qualitative Data 

4.4 Focus Group Discussions: 

4.4.1 Execution of First Focus Group Discussion:  

First Focus Group Discussion (FGD) was conducted with 7 female employees working in 

private sector of Punjab belonging to academics. This focus group discussion was 

conducted at District Faisalabad. Before this, researcher took one meeting with them and 

shared the objectives and aims of this research; they took interest in this discussion and 

helped the researcher to conduct the discussion with all requirements. All the participants 

expressed their views politely and discussed all dimensions of the Glass Ceiling effect 

and how they are affecting women career advancement in depth. 

4.4.2 Results of First FGD; 

It was a very meaningful debate with the all the participants. During the discussion, all 

the participants took interest and shared their clear opinions regarding every aspect of the 

discussion. Collectively, they all agreed upon that women are facing Glass Ceiling and 

many other impediments in their professional lives. They highlighted the different factors 

which are creating hurdles in women career advancement. 

One of the female employees told: 

I felt that being married and having children hinder our careers which became almost 

invincible due to deep-seated cultural attitudes in corporations. Another major hurdle is 

the mindset of older male employers who represented the previous generation of 

paternalistic management and “boys for jobs” and no longer had a new environment for 

“dealing with their personal profession” and merit-based endorsement. Both of these 

elements created an organizational climate that was no longer conducive to women or 

their career aspirations.  

Another participant shared her views: 

Other challenges included overcoming the lack of professional pathways (primarily when 

they understood this reorganization) bringing girls into management and control. 

Occasional hassle of being released to play new roles, competition with personnel 

assigned to “outside” business enterprise or industry, long work (especially for people 
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with children), part-time personnel career system lack, lack of maternity leave to take 

part-time paintings, lack of enterprise-oriented child care centers, the need for more 

schooling to helped girls make background career movements. 

One of the participants also expressed her views as:  

The Glass Partition was born out of the division between the ranking of comparative 

ranking positions for women, the death of Revel in the career factor, the call for the third 

qualification, and the desire for guidance / networking preparations. Women could not be 

aware of the practical steps to move beyond this scenario, signaling their desire for 

professional guidance and planning and the provision of more career opportunities. 

Identifiers got admission for the following professional step to get better training, more 

handshake hours, more paintings and work with their family, more chances to participate 

in the job, the introduction of child-care centers entirely on an employer-based basis, 

switching between barriers and distribution between enterprise units, eliminating 

“barriers”, “male-easiest” jobs eliminate, implemented the benefit tool and are clear to 

everyone, guide applicants for girls, provided better positions than the profession provide 

better career prospects for part-time personnel and an organization eliminated 

restrictions on speed permitting. 
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4.4.3 Execution of Second Focus Group Discussion: 

Second Focus Group Discussion (FGD) was managed with 7 participants working in 

private sector of Punjab belonging to Non Governmental Organizations and Banking 

Sector. It was very difficult to bring all these members at one forum together because of 

their own different types of assignments at different locations. This focus group 

discussion was arranged at District Faisalabad. All the participants expressed their views 

politely and discussed all dimensions of the community in depth. 

4.4.4 Results of Second FGD; 

In the beginning it was very difficult to convince the participants on the topic of 

discussion but the researcher described the purpose of the research and explained all the 

aspects. All the participants from Banks and NGOs participated in the discussion with full 

energy and shared their views.  

One of the NGO employees told; 

Women were focused on positive professional groups and were represented in 

management. However, while some areas had improved the growing number of women 

was neither reaching its peak nor overcoming their professional separation within the 

personnel. Studies on women‟s career development had identified some of the structural 

and behavioral barriers that hindered women‟s advancement in agencies. Some of these 

barriers were metaphorically called “glass ceiling”. 

One of the employees from banking sector told; 

There was not a single foundation within a career that had many cultural, organizational 

and masculine dimensions. Any technique designed to improve women‟s entrepreneurial 

space should take into account a number of factors to make it powerful. Examining the 

popular modern scenario, it was well known that despite this, women were under-

represented in the administration. There was an ample evidence to suggest that many 

organizations had a “glass ceiling”. Generally it was examined that the employment 

scenario of women in the group of workers was also known as the “glass ceiling” and 

“sticky floor” lifestyle.  
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Another employ from banking sector shared her views: 

Women were segregated in a handful of professions and industries in which many women 

worked part-time. It showed a similar professional distinction for the overall picture even 

to the extent that some limitations hindered women‟s professional development. The 

partners outlined their internal techniques and policies for staff recruitment, selection, 

advertising and switches, service conditions, and education and development while 

agencies had appropriate policies in place to help create the right business environment. 

There was a significant difference between the development and implementation of 

personnel coverage. Relevantly weekly gains for men and women within the business 

community were obtained using a special survey and also found that girls in terms of 

managers and directors and income and provider professional groupings. It made a lot of 

money from their male counterparts.  

Another employ from NGO sector shared her views: 

While men and women had very similar jobs in professional salaries, the women workers 

earned much less than men. Therefore, there were gender income disparities within 

organizations, which reinforced the perception of female employees that their competition 

was far less than in an equal environment. The barriers to professional development were 

received through a close look at the operating environment. There were different views 

among male and female employees on the definition of recruitment, selection, promotion 

and switch. Career conditions and Personal Features Overall, women felt 'deprived' 

unlike men in these areas. If the job was to avoid the worries of family members in order 

to avoid the fate of family members in the job, the difference in feedback on many issues 

was quite noticeable. The discourse of the institution of consciousness expanded on the 

stimuli found in different states of perception. 
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4.4.5 Execution of Third Focus Group Discussion: 

Third Focus Group Discussion (FGD) was conducted with 7 female employees working 

in private sector of Punjab belonging to academics. This focus group discussion was 

conducted at District Rawalpindi. Before this, researcher took one meeting with them and 

shared the objectives and aims of this research; they took interest in this discussion and 

helped the researcher to conduct the discussion with all requirements. All the participants 

expressed their views politely and discussed all dimensions of the Glass Ceiling effect 

and how they are affecting women career advancement in depth. 

4.4.6 Results of Third FGD; 

It was a very meaningful debate with the all the participants. During the discussion, all 

the participants took interest and shared their clear opinions regarding every aspect of the 

discussion. Collectively, they all agreed upon that women are facing Glass Ceiling and 

many other impediments in their professional lives. They highlighted the different factors 

which are creating hurdles in women career advancement. 

One of the female employees told: 

Obstacles or “Ceiling” to access appeared to be present in some areas. For example, at 

times women found it difficult to control especially in senior management. As more and 

more girls were unable to look beyond this stage, they also became a perceived barrier 

between the academic level and the basic stage of administration. 

One of the participants also expressed her views as:  

A number of other limitations also hindered the advancement of women's careers. Even a 

few of the above mentioned barriers were very much related. Whether the barrier 

operated within or outside the organizational the context depended on it. That made a 

difference. The most important of these were: stereotypes and ideas about women‟s 

breakdown and suitability for careers in groups, lack of access to line positions in girls‟ 

agencies, lack of careful career planning and every organization and girl‟s deliberate 

lack of job responsibilities. 
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Another participant shared her views: 

Negative treatment by male co-workers made it difficult for women to perform in an 

organization and to be highly credible in electoral roles. Women's own career aspirations 

and career styles had been adopted by women as their other competitive needs, such as 

pre-career, simultaneous career and circle of relatives, career-related family careers. 

The stereotypes, cultural stereotypes and cultural expectations in their family regarding 

the layout, the layout of then family profession, and career, the status of the function of 

girls in society in general, the importance of a clear position in the pursuit of positions, 

for example, belonged to the right circle. Yes, these belonged to the “appropriate” social 

monetary class and the issue of gaining the right to enter. 

One of the participants expressed her views as:  

Strengthening and managing financial assets, there were 4 unique reasons why so few 

girls had gained so much formal authority: individual deficits, structural factors, 

sexuality and intergroup phenomena. Participants also had found that the interventions of 

the 4 models developed to address male and female deficits were the most feasible and 

achievable. Structural interventions were so complex that even adjustments in sexual 

roles and inter-organizational events were societal in nature and mean a fundamental 

reconstruction of society. It explained why much attention had been paid to overcoming 

the “shortcomings” associated with the alleged paintings of girls before much of the 

work around improving the girls' profession. It also explained why women were urged to 

„fit in‟ according to the system and faced it regularly in corporations while women 

advocated for meeting their needs. The above analysis showed that the professional 

development of women was not without difficulties. Some ambitious boundaries in their 

path were not very effective but the elements that find a suitable place to work against 

girls are many and varied. There are no easy boundaries, no foundations: they had 

cultural, organizational, and male and female dimensions. Yet women ended up building 

and gaining more space than they needed. 
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4.4.7 Execution of Fourth Focus Group Discussion: 

Fourth Focus Group Discussion (FGD) was managed with 7 participants working in 

private sector of Punjab belonging to Non Governmental Organizations and Banking 

Sector. It was very difficult to bring all these members at one forum together because of 

their own different types of assignments at different locations. This focus group 

discussion was arranged at District Rawalpindi. All the participants expressed their views 

politely and discussed all dimensions of the community in depth. 

4.4.8 Results of Fourth FGD; 

In the beginning it was very difficult to convince the participants on the topic of 

discussion but the researcher described the purpose of the research and explained all the 

aspects. All the participants from Banks and NGOs participated in the discussion with full 

energy and shared their views.  

One of the NGO employees told; 

There was some resentment towards graduates who had managed to move from being a 

graduate clerk to an assistant manager without any hassle as women felt that the 

graduates were „interfering‟ between them and the administration. Strong sentiments had 

also been expressed about almost extra-certified and skilled „outsiders‟ who were being 

recruited from abroad to fill senior roles and future agency constitutions. 

One of the employees from banking sector told; 

Jobs such as loans were considered limited to boys and jobs such as the low degree were 

usually performed by girls and many women also felt that with the restructuring, career 

advancement was now horizontal. There were boundaries to the scene. In most of these 

organizations, girls had difficulty in reaching higher levels. 

Another employ from banking sector expressed her views: 

It became such a well-known reputation that officials had to „know‟ or have a „song 

document‟ in the region because employers now had the right to hire and firefighters, 

they considered it an important criterion to develop their experience within the area and 

were considered for everyone‟s dam transfer inside and outside the profession while some 

organizations had acknowledged the rightness in hiring „outsiders‟, the general 
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consensus was that there were barriers in companies. However, the women felt that they 

had suffered an additional loss as they were no longer encouraged on these rare 

occasions when appropriate applicants were questioned. 

Another employ from NGO sector shared her views: 

Despite the fact that the environment for women in agencies had changed, only a handful 

of women had expressed their primary career goals. Usually they saw that they reached a 

supervisory or a junior management role. The effect of winning organizational 

discussions had turned out to be that many girls were offering their careers a good way to 

overcome the various competitive needs of their time. 
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4.4.9 Execution of Fifth Focus Group Discussion: 

Fifth Focus Group Discussion (FGD) was conducted with 7 female employees working in 

private sector of Punjab belonging to academics. This focus group discussion was 

conducted at District Sargodha. Before this, researcher took one meeting with them and 

shared the objectives and aims of this research; they took interest in this discussion and 

helped the researcher to conduct the discussion with all requirements. All the participants 

expressed their views politely and discussed all dimensions of the Glass Ceiling effect 

and how they are affecting women career advancement in depth. 

4.4.10 Results of Fifth FGD; 

It was a very meaningful debate with the all the participants. During the discussion, all 

the participants took interest and shared their clear opinions regarding every aspect of the 

discussion. Collectively, they all agreed upon that women are facing Glass Ceiling and 

many other impediments in their professional lives. They highlighted the different factors 

which are creating hurdles in women career advancement. 

One of the female employees told: 

The preferential loss of professional identity turned out to be seen in the presence of 

female members, while some women were openly ambitious. The whole nature of the 

masculine lifestyle maximized an inspiring mission. There was a feeling that the groups 

could not put money into preparing the girls for the senior roles once they assumed that 

they were going to the jungle and would feature the children. There was more 

competition for promotional positions in all groups, at the same time it was thought that 

many such jobs had been downgraded or recommended that personnel did not feel that 

they were the basis of a profession. 

One of the participants also expressed her views as:  

The graduates were also given private property in as many operational areas as possible, 

which could lead to their promotion. For example, it pointed out that corporations had 

decent job prospects because they made money and could justify their lives while many 

women were attracted to personal or human resource management. It assessed that there 

was a serious reluctance to see the official as an important branch. It's about 1/2 way. 

Graduates had also come to realize that this role in their abilities could limit their career 
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development: some were no longer in „sweet‟ areas like finance and could not compete 

with peers who had two grips. There was a degree and at the same time there were 

important areas to enjoy. 

Another participant shared her views: 

Women found their “career” to be the easiest part of the technique especially the tour 

and the technique of trying to “match everything” in their family. The other girls once 

again brazenly admitted that women themselves could be their “worst enemy” because of 

the fact that they offered domestic and family preference. 
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4.4.11 Execution of Sixth Focus Group Discussion: 

Sixth Focus Group Discussion (FGD) was managed with 7 participants working in private 

sector of Punjab belonging to Non Governmental Organizations and Banking Sector. It 

was very difficult to bring all these members at one forum together because of their own 

different types of assignments at different locations. This focus group discussion was 

arranged at District Sargodha. All the participants expressed their views politely and 

discussed all dimensions of the community in depth. 

4.4.12 Results of Sixth FGD; 

In the beginning it was very difficult to convince the participants on the topic of 

discussion but the researcher described the purpose of the research and explained all the 

aspects. All the participants from Banks and NGOs participated in the discussion with full 

energy and shared their views.  

One of the NGO employees told; 

Male and female personnel viewed the operating environment and their career prospects 

in a different way, several suggestions were made for the advent of a more appropriate 

business environment. It was felt that programs should be introduced to teach women 

about careers. Women each needed to be careful about their career prospects and career 

opportunities. A complete career counseling / training software must include written 

package and interview skills education, recommendation of possible career paths, arrival 

of potential „transitional‟ places where women want to get higher assurance and more.  

Another employ from banking sector expressed her views: 

Gender awareness applications also need to be included, focusing for the first time on the 

old technology of male employees who have not transitioned into a financing enterprise. 

Employers need to be close to women in the workforce and promote their positions and 

inform them of women‟s reactions to these attitudes. It was important to strengthen the 

tradition of work that reaffirmed the partnership between men and women in order to 

maximize the benefits of working together. 
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Another employ from NGO sector shared her views: 

Organizations had to be sensitive to the possibility of introducing structural boundaries 

through restructuring while policies designed to improve women‟s working conditions 

needed to be implemented at all levels at some stage in corporations. Other indicators 

include the improvement of female employees in employers‟ performance appraisals, the 

introduction of development projects for managerial and non-managerial female 

employees in equipment and divisions, as well as „background‟ career paths as opposed 

to traditional vertical career paths. It also turned out to be troubling that efforts had to be 

made to address the conceptual differences between male and female employees 

regarding the running environment. The fact was that most employees‟ understanding of 

the working environment in all organizations had implications for their arrangements 

and their organizational policies. When it became clear that organizations could not cure 

all social conditions, they could do more to help girls integrate into the economic world 

through appropriate techniques, keeping in mind the issues surrounding their work. 

Another participant from NGO sector expressed her views: 

It is suggested to consider introducing packages to educate employees about the changing 

nature of work, long-term job loss and the desire to increase employee skills portfolios. 

Each of the technicians and workers in the group had an important place in introducing 

the change. This included better use of component employees later. It was felt that the 

employees, however, were keeping in mind a previous generation, including „seniority‟ 

and „long-term‟ careers and wanted to help adjust to the changing dynamics of the 

finance enterprise. It was recognized that no smooth solution had been found to the above 

issues. Long-term strategies were sought to become alternatives. They will be looking for 

large organizational reflections on procedures and operational feasibility as well as 

resource costs and time investment. It was also pointed out that the organizations need to 

address these issues in the face of additional reorganization, national and global 

competition as well as various related adjustments. However, it was felt that if companies 

were to achieve their commercial enterprise dreams, they would also have to be aware of 

the attitudes and views of the general public in their personnel.   
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Chapter 5 

SUMMARY, MAJOR FINDINGS & RECOMMENDATIONS 

Summary 

Obstacles or “Ceiling” to access appeared to be present in some areas. For example, at 

times women found it difficult to control especially in senior management. As more and 

more girls were unable to look beyond this stage, they also became a perceived barrier 

between the academic level and the basic stage of administration. There was not a single 

foundation within a career that had many cultural, organizational and masculine 

dimensions. Any technique designed to improve women‟s entrepreneurial space should 

take into account a number of factors to make it powerful. Examining the popular modern 

scenario, it was well known that despite this, women were under-represented in the 

administration. There was an ample evidence to suggest that many organizations had a 

“glass ceiling”. Generally it was examined that the employment scenario of women in the 

group of workers was also known as the “glass ceiling” and “sticky floor” lifestyle. 

Women were focused on positive professional groups and were represented in 

management. However, while some areas had improved the growing number of women 

was neither reaching its peak nor overcoming their professional separation within the 

personnel. Studies on women‟s career development had identified some of the structural 

and behavioral barriers that hindered women‟s advancement in organizations. Some of 

these barriers were metaphorically called “glass ceiling”. The main factor for the 

discussion on the glass ceiling is that the male with the highest income is able to use it to 

the best of his ability, he works more time and cleverly, the qualifications and credentials 

he accumulates. When a woman's qualifications and credentials are checked, she has done 

fewer works in a highly challenging and compensable career. George Gilder should serve 

as an example here, believing that this is not a glass ceiling incident that prevents women 

from rising in the organizational rankings. He thinks that this can be considered as an 

alternative to the initial characteristics of women that prevent them from holding office. 

The effect of the glass ceiling has been interpreted primarily on the perceived barriers of 

prejudice that target educated people in high level positions in an employer. Where there 

is a glass ceiling, females get low level positions. It has a dangerous end result on the 

spirits and economic gadgets of any organization. The Feminist Majority Foundation has 
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published its concerns on the almost "Glass Ceiling" with a number of articles showing 

that there are still barriers to women's dominance in the majority group. ۔ There are a 

number of reasons why females are placed in positions that do not direct to higher 

positions. The way in which the societal system has evolved over the centuries has shaped 

the problems they are facing and trying to tackle. Females are determined to buy better 

qualifications in the next 30 years, which is not usually the case. The "glass ceiling" is 

formed when a society allows women to take care of their children whether they want 

domestic or flexible jobs, so that they may prepare food quickly and stay with their 

children. It has put an end to the routine exercise of rejecting qualified women for high-

ranking jobs, whose executions qualify them. Personality is formed through lifestyle, 

environment and circle of relatives. It is a mutual system. The way others see you and the 

way you see yourself. Turning to parents and parents to their children develops their 

character. Parents usually think that their daughters are weak, introverted and powerless. 

They need to be limited by the male part of the world. For these reasons, females cannot 

recommend or complain. This is the first step to defeat oppression. Even certified females 

have special and personal status as twins. Other findings of this investigation turn out to 

be that women's incomes could not be measured because the most important financial 

resource for relatives but their men's income gets surplus. Gender stereotypes consistently 

show that males generally appear to be more mediating and more successful than women 

whereas females are extra communicative and generally visible than adult men. The 

stereotypes about women in high-ranking positions create the notion that success is 

characterized by the traditional male character, so the principle is to promote "assuming a 

supervisor to be a man." Therefore, stereotypes choose women who have achieved the 

position of excessive classification, because they are developing traits as if they are 

considered to be entirely human territory. The glass ceiling no longer embarrasses only 

men and women except humanity as a whole. It cuts their ponds in every possible way by 

removing 1/2 of their population. It then separates their monetary machine from the latest 

managers and new sources of imagination. In order to fight successfully in international 

markets, they must liberate their work force completely. Now it's time to break the “glass 

ceiling”. 

Female doctors see fewer patients than male medical doctors; female lawyers review 

fewer clients than to male lawyers' reviews. This is due to the absolutely admirable desire 

of the women to spend more time with their family members. The result is a woman who 
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is reluctant to try and is ready to break the glass ceiling. Clearly, glass ceiling can be very 

complex. It requires a variety of factors that have to be tackled. In order to understand all 

the theories, it is necessary to discover the motives of this problem. Nationwide and 

globally, women offer a relatively unstable foundation for positions in groups. Although 

the field has improved, there are still limitations to the woman's well-being with family 

issues, gender prejudice, gender biases and traditional elements. As the well-known 

economist Lester Thurow, Lemelson, Professor of Management and Economics at the 

Massachusetts Institute of Technology, Lemelson, puts it, “we have great conflicts and 

our economy is in danger”. Organizations are incapable of fighting in a global 

environment because they do not have a lady. Despite current legal guidelines and 

barriers, gender discrimination persists. It is obvious that laws cannot solve the whole 

thing completely. Gender practices are deep within the lifestyle and it takes a long time to 

change the mindset of human beings. The reasons for glass ceiling are different and 

removing them will have a composite answer. Of course, appropriate action cannot be 

taken if we do not understand what we are doing. 
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Major Findings 

 The data confirmed that 29.0% of respondents were in the age group of 26-30 

years and 1.3% respondents were older than 50 years. 

 Statistics showed that the mainstream of respondents considered 70.3% Masters 

Qualification as the most effective. 3% have done doctorate. 

 31.3% of respondents experienced 11 to 15 years, 30.7% experienced more than 

15 years and 8.7% enjoyed 1-5 years. 

 It was found that 43.7% of the respondents mentioned their monthly earning as 

Rs. 45,001-55,000 and only 1.0% of the respondents earned Rs. 85,001-95,000. 

 An observant majority 85.3% of the respondents were married whereas 8.0% 

were unmarried. 

 A non-ignoring majority 35.7% of respondents had 2 to 3 children and 1.7% of 

respondents had more than five children. 

 Statistics revealed that the mainstream of respondents 60.3% was in the nuclear 

family whereas 39.7% belonged to joint family system. 

 The mainstream 85% of the respondents was living in the urban area and merely 

15% respondents were living in rural area. 

 The mainstream of the respondents 42.3% agreed to the statement that they had 

faced the glass ceiling whereas 24.0% of the respondents did not agree to the 

statement. 

 76.0% of respondents did not agree that it is easier for women to succeed than 

men whereas the less proportion agreed to this claim. 

 Statistics revealed that 39.7% respondents did not agree to the statement that 

they were given participation in vital decisions whereas 27.7% agreed. 

 39.7% respondents agreed to the declaration that they faced difficulty to 

promotion to senior positions whereas 25.7% disagreed to the statement. 

 Statistics showed that mainstream of the respondents 58.7% were not happy 

with their current jobs whereas 40.7% of the respondents were happy with their 

work. 

 32.0% respondents were not happy with their work because of the place of 

employment and 16.7% of respondents were no longer happy because of the 

workload. 
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 60.0% respondents wanted to change their occupation as they were not satisfied 

with their occupations and 40.0% respondents wanted to go together. 

 59.3% of the respondents saw themselves at a higher level than the previous one 

and 40.7% of respondents saw themselves at a top level in the years to come. 

 The data revealed that 54.0% of the respondents wanted to achieve their goal by 

becoming a member of another branch and 32.3% wanted to achieve their goal 

through endorsement. 

 Statistics showed that 68.7% percent of respondents were unaware of any 

problems regarding harassment occurring around their work. 

 Majority of respondents 38.7% stated that their association was responsive to 

gender issues whereas 34.7% respondents stated that their organization was not 

responsive to gender concerns. 

 41.0% respondents did not agree to the claim that the offers of males in some 

way related to women for their promotion or other incentives whereas 26.7% of 

the respondents agreed. 

 Mainstream 39.7% of the respondents agreed that 'man chooses man' and 26.7% 

disagreed to the statement. 

  Statistics showed that 44.3% respondents were agreed that their organization 

offered the same potential for growth within the organization and 31.7% 

disagreed to the statement. 

 47.3% of respondents no longer agreed that women who look extra good had 

more chances than those who were less attractive at the same time whereas 

21.7% agreed to the statement. 

 59.7% of the respondents agreed that if human beings were treated equally, they 

would have less trouble in the state and 37.7% strongly agreed to this claim. 

 40.3% of respondents do not agree with the claim that they feel that in view of 

the same education and skills, they were given the same duty as their male 

colleagues whereas 23.3% were agreed to the statement. 

 31.0% respondents agreed to the declaration that they experienced that on the 

basis of the same qualification and its abilities; they were given the same 

mandatory environment as their male peers whereas 37.3% disagreed to the 

statement. 

 60.0% of respondents reported that gender stereotypes downgraded women's 

abilities. 
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 Mainstream of the respondents 33.7% agreed to the statement whereas 27.3% 

respondents strongly agreed to the statement that they faced failure to promotion 

because they were considered more suitable for a empathetic role than decision 

making position. 

 30.0% of respondents did not agree to the statement that gender stereotypes had 

always shown that males were generally considered to be more agents and extra 

competent than women whereas 23.0% agreed to the statement. 

 The mainstream of the respondents 48.3% were agreed that gender stereotypes 

had consistently established that females were more communicative than males. 

 48.6% of respondents agreed that gender stereotypes are considered an object of 

prejudice in employment. 

 58.0% respondents agreed gender stereotypes prevented females from entering, 

endorsing and training in the employment. 

 56.7% respondents disagreed to the statement that their association facilitated 

transportation for female employees. 

 69.0% respondents agreed to the claim that their organization provided 

compensation for female employees. 

 54.7% of the study partners mentioned that the trainings were organized by their 

association. 

 53.4% respondents were agreed that females were endorsed to contribute in 

trainings organized by their organizations. 

 Statistics revealed that 73.7% of respondents were agreed that there was a 

mindset in their society that merely tended to accept the conservative stance of 

women. ۔ 

 64.3% respondents agreed to the statement that it was difficult to accept the 

abilities and talents of women whereas 24.3% were disagreed. 

 Mainstream of respondents 63.0% agreed to the statement that the patriarchal 

system deprived women of equivalent opportunities regardless of higher training 

and abilities. 

 Statistics found that the mainstream of respondents 65.3% agreed that due to 

Pakistan's socio-cultural order women were not allowed to contribute in vital 

decisions. 
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 The vast majority of the respondents 69.4% agreed that Pakistani women were 

reluctant to work in the first place due to the pressure of the primary 

responsibility of their home. 

 60.7% of respondents did not agree that women chose jobs that were healthier 

than their non-public needs such as healthy time, day care facilities and jobs 

with much less responsibility whereas 38.0% of the respondents agreed to the 

statement. 

 The mainstream of the respondents 71.7% agreed that its everyday life made it 

less difficult for men to succeed than women. 

 Statistics showed that the mainstream 76.7% of respondents noted that its social 

roles met its cultural expectations. 

 The mainstream of respondents 83.0% did not agree to the statement that 

women needed to be more concerned with turning into the rightly better parts 

and mothers rather than an expert or business career. 

 68.7% respondents agreed that a father's responsibility was to earn money for 

his family and a mother's responsibility was to take care of her family. 

 97.3% respondents agreed to the statement that world would be a better place 

when females became leaders and whereas only .7% respondents disagreed to 

this statement. 

 The mainstream of respondents 61.3% agreed that different requirements were 

used for men and women when reviewing their performance. 

 A mainstream of respondents 64.4% agreed that decisions in the organization 

were made by the person with the advanced influence and power. 

 46.3% of respondents agreed that decisions within the organization were made 

through the person whose responsibility was related to the task. 

 The vast majority 63.0% of respondents disagreed to the statement that the 

private sector was more beneficial for women. 

 98.3% mainstream of the respondents agreed to the statement that the workplace 

environment affected its mindset about its career choices whereas merely .7% 

respondents rejected this statement. 

 The mainstream of the respondents 98.0% agreed that in modern global 

networking, communication and collaboration were essential for professional 

development at the same time merely 1.6% respondents disagreed to the 

statement. 
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 The mainstream of respondents 65.7% agreed that men were in a better chance 

for advancement in the higher level. 

 97.4% of respondents agreed to the statement that they had never heard of a 

gender pay gap whereas merely .7% respondents disagreed to the statement. 

 60.0% of respondents stated that they had experienced a gender discrimination 

or pay gap primarily at their workplace. 

 45.7% of respondents stated that the pay gap was limited to women at the same 

time 18.0% of the respondents did not agree to the statement. 

 The mainstream 90.3% respondents agreed that the pay gap could have an effect 

on future employment whereas 4.0% did not agree to this statement. 

 93.3% of respondents agreed that the pay gap affected the professional 

development of women whereas .7% respondents disagreed to the statement. 

 49.4% of respondents agreed that their employer had a gender plan / code of 

conduct while 41.6% disagreed to the statement. 

 44.3% of respondents agreed that steps had been taken by their organization to 

address women's concerns / policies in employment of females. 

 48.7% of respondents agreed that steps had been taken by their organization to 

help women' concerns / rules in promoting female employees. 

 Statistics showed that 90.7% respondents agreed to the statement that weak 

execution of policies on equivalent opportunities could be acknowledged as an 

obstacle for prevailing glass ceiling. 

 96.3% of respondents agreed that management behavior affected an employee's 

future. 

 The mainstream of the respondents 61.7% agreed with the claim that it had seen 

the different mentality of the administration around the officials and the gender 

bias inequality. 

 98.4% of respondents agreed that a leadership mindset affected women's 

professional development at the same time whereas merely .3% respondents did 

not agree to this statement. 

 The mainstream of the respondents 64.3% agreed that the glass ceiling affected 

the career development of women whereas 19.3% respondents disagreed to the 

statement. 
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 The mainstream of the respondents 99.3% agreed to the statement that women's 

career development could play a considerable role in the economy of the state 

whereas merely .7% respondents were neutral. 

 The mainstream of the respondents 99.3% agreed to the statement that 

professional development for women was very important for women whereas 

merely .7% respondents disagreed to the statement. 
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Conclusion 

It was concluded that 60.6% of females agreed that women experienced “glass ceiling” 

in their occupational carrier. 60.0% of the women agreed that women faced intricacy to 

be promoted to higher-ranking positions.60.0 % of the women agreed that gender 

stereotypes down-graded the abilities of females. Shattering the glass ceiling involved 

a vital devotion on the part of institutions to take acts in development of people 

regardless of their gender. Females‟ professional passage inclines to be additional 

winding and the females are interrupted as compared to males who unsurprisingly 

make it longer and this object obstructs females‟ progress to high ranking places. At 

times they have to do compromise which reduces their advancement. Females having 

children often appear to be less productive and devoted as compared to those with no 

kids. Since due to these factors females are mostly placed in center parts comparatively 

the conditions appoint decision making places. Females‟ representation on senior 

positions is minute as compared to those of males. There should be several changes 

regarding cheering competent females to overcome the impediments that women face 

in their careers. Smashing the glass ceiling requires a foremost devotion on the branch 

of organizations to take action in encouraging females regardless of their gender or 

conditions and for males to take a dynamic element as associates in executing this 

transformation. Glass ceiling hinders not just females but also entire civilization. This 

ultimately deprives the economic system of innovative experts, fresh resources of 

creative talent. To struggle efficiently in this era they should discharge the absolute 

competence of their occupational force. The time has arrived to smash the Glass 

Ceiling. 

There are many reasons, for the private sector including the glass ceiling which are 

simply complex and numerous. There are more twists and turns in a woman's professional 

career because the male is clearly tall and this factor hinders the advancement of women 

in higher jobs. Women often have to covenant with the complexities of a dual roles as a 

working woman and mother and sometimes have to deal with issues that reduce their 

career advancement. Women officers carry the primary burden of domestic duties in 

testing a man and offer a few moments for additional authentic and unofficial oral 

exchanges that are important for their career advancement. Failure to stay late at work 

and reluctance to travel and relocate were noted. Personality is formed with the help of 
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subculture and family. It is a reciprocal process and the way they look at others and the 

way they look at themselves. Moving from parents to their children is the beginning of 

their qualities. Parents usually agree that their daughters are weak, timid and dependent. 

They need to be limited by the male part of the globe. For these reasons, females cannot 

recommend or criticize. This is the first step to defeat the oppression. Even educated 

females have twin personalities and the income of women could not be measured as the 

basic financial resources of the family members. Policy makers may also decide to make 

a difference if they take into account the expectations and support of their elders and 

others in their careers. The result of the observation shows that woman ranked by the 

directors and those in high positions around the work face more prejudice. The research 

also establishes that the administration supports it, despite the fact that this bias has been 

less than the results of the previous look. 

Gender stereotypes are uncomplicated ideas about the traits that make people sexually 

inclined. Gender and managerial stereotypes of male and female administrators to test the 

concept of increasing the amount of females in management positions and changing the 

perception of women as leaders in the range of companies. The findings suggest that 

stereotypes about the woman may change. Male directors appear to present women as less 

submissive and passive and more self-satisfied, strong-minded, rational and hostile. Main 

administrators are the ones who serve because the doormen of the most management 

companies are classifying women as more important than they were 20 to 35 years ago. 

Men usually lean on their female counterparts because of the lack of characteristics of 

flourishing administrators. Impact advocates that female directors see women as more 

effective directors than men. Gender stereotypes are preventing women from getting 

higher-ranked jobs. This is a dangerous approach that could lead to the presumption of 

"limit energy". As a result, women in management positions are generally seen as tokens. 

This shows that they have fewer friends, less advisers and less fashion to help. However, 

they are extra important and that they are considered more important than stereotypes. In 

addition, a stereotyped theoretical approach can lead individuals within the expected 

behavior.  

For these reasons, women are placed exclusively in areas that are particularly vulnerable 

to choices. The reflection of a woman in the upper stage is significantly smaller than that 

of a male. Here is the glass ceiling of a company that is supplied and she opposes the 
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development of a male, high ranking in his professional direction. It is recommended that 

people make some changes in the way they encourage capable women to conquer the 

boundaries of their careers. Breaking the glass ceiling involves a vital dedication on the 

part of organizations to advance human beings, leaving human beings in their heritage 

and for males to play their part as partners in bringing about this change. It saves half of 

the population. It ultimately removes the new assets of its new expert financial machine, 

creativity. In order to compete effectively in today's era, people must launch the full 

potential of their employment force. Now it's time to crack the "glass ceiling." 
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Recommendations 

In the current scenario, some elements have been found that are accountable for 

prevailing the glass ceiling. It also reveals some of the ingredients that help women 

develop their careers. Therefore, the following points are organized: 

 Once you have faced the glass ceiling, spark conversations with others. Help them 

understand what the glass ceiling is, why it exists and how they can help break it.  

 Women workers should avoid role barriers such as not being self-reliant and being 

overly emotional. 

 Women employees who have suffered even in the face of balancing work and 

their family issues have argued that they have a lot of work and household duties 

and they have less time to finish everything professionally, time management is 

the most important task for them. 

 People views about female staff as emotional or less proficient must be changed. 

 Organizations should be clear regarding policies associated to employment and 

promotion. 

 Harassment strategy must be executed by associations. Proper complaint centers 

must be formed for female staff to account their issues. 

 Every association should conduct gender audit on annual basis. 

 Organizations should be obvious about the policies related to recruitment and 

endorsement. 

 Policies should be implemented regarding Gender discrimination. 

 Every government organization must have awareness plan to change the attitude 

of its officials about the females group of workers. The mainstream of respondents 

feels that as females they should do their part to express themselves in every class. 

 Promotion should not be related to migration as in private sector. There needs to 

be a fundamental change. The woman, who is ready to relocate, must have the 

agency's neighborhood office in the area where the person wants to move. 

 Women need to have clear goals and objectives in life. Goals need to be clearly 

defined from the preliminary line therefore the lady does not leave concentration 

at the center of her profession. 
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  To actually walk the walk, you need to set diversity hiring and promoting goals. 

Start by assessing how diverse your company is and identifying which 

demographics are noticeably absent from your company. Document this by 

department, team and seniority levels to help you set goals based on the facts. 

Bringing in a diversity and inclusion expert or implementing unconscious bias 

training will help ensure that your team is on the same page. 

 Support Sexual Harassment Survivors; this is a very challenging especially when 

you look back at the statistics. It‟s no surprise that women would rather quit their 

job than bring up such a topic with a leader at their company or even HR. As a 

company, you should have readily available resources for anyone at your 

company to anonymously file a complaint. Not only is this a moral expectation, 

but if you don‟t, you will continue to lose great employees and potentially keep 

offenders on your team until someone is brave enough to come forward.  

 Consider providing additional training for managers and executives because they 

are the people who are hiring and promoting individuals. You want ensure your 

leadership team is able to support individual contributors in all aspects of their 

career. 

 In order to reduce unconscious bias when hiring and promoting employees, 

consider making your application and screening processes blind. Blind screenings 

exclude information about candidates, like their name, interests and experiences 

(unrelated to the role), that may reveal their assumed gender, race or ethnicity. 

 The intersection between work and family is perhaps the biggest challenge for 

women aiming for the top. Employers have responded with a host of “family-

friendly” programs, including flexible scheduling, job shares, sabbaticals and on-

site early education. Yet resentment festers as single, childless colleagues may be 

asked to absorb the increased workload. 
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APPENDIX 

Questionnaire 

Respected Madam,  

 I am intended to explore the “Implications of Glass Ceiling on Women’s Career 

Advancements in Punjab, Pakistan” therefore this questionnaire is designed to serve the 

purpose. Your concerned participation in my research will be highly appreciated. 

Moreover, I assure you that your responses will be kept confidential and anonymous. The 

findings of the study will not be disclosed referring to any participants by name or 

personal identity. However, the conclusive results will represent the overall population 

and will only be used for academic purpose. I am very thankful to you for your 

cooperation. 

Moazzama Naseer   

PhD Scholar (Sociology)  

Govt. College University, 

Faisalabad 

You are requested to tick a mark under the appropriate column. 
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Name of the employee __________   (Optional)  Name of the institution __________ 

1. Demographic information of the respondents 

1.1 Age of the respondent? h) 20-25 

i) 26-30 

j) 31-35 

k) 36-40 

l) 41-45 

m) 46-50 

n) Above 50 

 1.2 Qualification 

 

f) Graduate 

g) Masters 

h) M.phil 

i) Doctorate 

j) Any other (Specify please) 

1.3 Time duration of job 

 

________     years 

1.4 Monthly income 

 

j) 15,000-25,000 

k) 25,001-35,000 

l) 35,001 –45,000 

m) 45,001-55,000 

n) 55,001-65,000 

o) 65,001-75,000 

p) 75,001-85,000 

q) 85,001-95,000 

r) 95,001-105,000 and above 

1.5 Marital status 

 

a) Single 

b) Married 
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c) Divorced 

d) Widowed 

1.6 No. of children a) No child 

b) 1-2 

c) 2-3 

d) 3-4 

e) 4-5 

f) Above 5 

1.7 Family type a)  Nuclear 

b) Joint 

1.8 Residential area a) Rural 

b) Urban 

 

2 Glass Ceiling Effect  

(Independent Variable) 

Strongly 

agree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

2.1 Women experience 

„glass ceiling‟ in their 

professional carrier. 

   

 

  

2.2 It is easier for women 

to succeed than men. 

     

2.3 At the workplace, 

women are given equal 

participation in important 

decisions. 

     

2.4 Women face intricacy 

to be promoted to senior 

positions. 
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2.5 Are you satisfied with your tasks and responsibilities of current position?  

a) Yes          b) No      c) Don‟t know 

2.6 If no then why? 

a) Due to position of job b) Due to lack of interest  c) Due to workload 

d) None of these 

2.7 In case of having no satisfaction with this job then, what do you want to do next? 

a) To quit the job         b) To change the job       c) To go with the same 

2.8 Where do you see yourself in coming years? 

a) Still at the same level         b)Higher than the previous one      c)Top level 

2.9  How do you plan to achieve this goal? 

a) Through special skill development training        b)Through promotion                              

c) By joining another department                        d) Through shortcuts 

3. Gender Discrimination 

(Independent Variable) 

Strongly 

agree=5 

Agree=4 Neutral=3 Disagree=2 Strongly 

disagree=1 

3.1 Are you aware of 

harassment issues at your 

workplace? 

     

3.2 Your organization is 

sensitive to gender issues. 

     

3.3 Do you think that 

male heads give offers for 

some sort of relation to 

females for their 

promotion or other 

incentives? 

     

3.4 Men prefer men in the 

process of selection? If it 

is so how do you feel? 

     

3.5 Your organization 

provides equal 

opportunity to grow in the 

organization. 

     

3.6 More good looking 

women get better chances 

than those who are less 

attractive. 
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3.7 If all genders are 

treated equally then 

discrimination would be 

reduced in the country. 

     

3.8 Do you feel that on 

the basis of equal 

education and skills, you 

are given an equal 

responsibility as your 

male colleagues have? 

     

3.9 Do you feel that on 

the basis of equal 

education and skills, you 

are given an equally 

important area of job as 

your male colleagues 

have? 

     

 

4.Gender Stereotypes 

(Independent Variable) 

Strongly 

agree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

4.1 Gender stereotypes 

are downgrading the 

abilities of women. 

     

4.2 Women face failure to 

be promoted to senior 

position due to 

perception that they 

are suited to 

compassionate role 

than decision making 

role. 

     

4.3 Gender stereotypes 

have consistently 

demonstrated that men 

are generally seen as 

more agent and more 

competent than women. 

     

4.4 Gender stereotypes 

have consistently 

demonstrated that women 

are seen as more 
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expressive than men. 

4.5 Gender stereotypes 

are considered as one of 

the reasons of 

discrimination at work 

place. 

     

4.6 Women face 

restriction from entering, 

promoting and training in 

the workplace. 

     

 

5. Gender Differences 

(Independent Variable) 

Strongly 

agree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

5.1 Your organization 

provides the transport 

facility for female 

employees. 

     

5.2 Your organization 

provides the 

compensatory leaves for 

female employees. 

     

5.3 Is there any training 

organized by your 

organization? 

(If “Not” then skip the 

next question) 

     

5.4 If yes, women are 

encouraged to participate 

in the trainings organized 

by the organization. 

     

 

6. Cultural Factors 

(Independent Variable) 

Strongly 

disagree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

6.1 There is a mindset 

which tends to accept 

only the conservative 

role of the women. 

     

6.2 Is there any 

difficulty in accepting 

the capabilities and 

abilities of the women? 
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6.3 Patriarchal system 

deprives women of 

getting equal 

opportunities even 

having higher 

education and skills. 

     

6.4 In socio cultural 

setup of Pakistan 

women are not given 

participation in 

important decisions. 

     

6.5 Due to pressure of 

having prime 

responsibility of look 

after their home and 

children, the Pakistani 

women at first place 

avoid doing jobs. 

     

6.6 Women prefer 

those jobs which match 

their personal needs 

like flexible time, day 

care facility and jobs 

with relatively less 

responsibility. 

     

6.7 Our culture makes 

it easier for men to 

succeed than women. 

     

 

7. Social Roles 

(Independent Variable) 

Strongly 

disagree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

7.1 Our social roles are 

affected by our cultural 

expectations. 

     

7.2 Girls should be 

more concerned with 

becoming good wives 

and mothers rather than 

desiring to have a 

profession or business 
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career. 

7.3 A father's job is to 

earn money for the 

family, and a mother's 

job is to look after 

family. 

     

 

8 . Organizational 

Behavior towards 

gender 

(Independent Variable) 

Strongly 

disagree=

5 

Agree=

4 

Neutral=

3 

Disagree=

2 

Strongly 

disagree=

1 

8.1 World will be a 

better place when 

women become leaders. 

     

8.2 Different standards 

are used for male and 

female while evaluating 

performance. 

     

8.3 Decisions in the 

organization/departmen

t are made by the 

person with the higher 

power and authority. 

     

8.4 Decisions in the 

organization/departmen

t are made by the 

person whose job 

description carries the 

responsibility. 

     

8.5 Private sector is 

more favourable to 

women. 

     

8.6 Did the office 

environment affect your 

attitude concerning 

your career choices? 
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8.7 In today‟s world, 

networking, 

communication and 

collaborations are 

crucial for professional 

development. 

     

8.8 Males stand on a 

better chance for having 

promotion to senior 

level. 

     

 

9. Wage Differences 

(Independent Variable) 

Strongly 

agree=5 
Agree=4 

Neutral=3 

 

Disagree=2 

 

Strongly 

disagree=1 

9.1 Have you ever heard 

of the gender wage gap or 

gender pay gap? 

     

9.2 Do you face wage 

difference or wage gap 

based on gender in your 

organization? 

     

9.3 Is the wage gap 

limited to women only? 

     

9.4 Do you believe that 

the wage gap can or will 

affect in future 

employment? 

     

9.5 Do you feel that wage 

differences impacts the 

women‟s career 

advancement? 

     

 

10. Workplace 

Environment 

(Independent Variable) 

Strongly 

agree=5 

Agree=4 

 

Neutral=3 

 

Disagree=2 

 

Strongly 

disagree=1 

10.1 Does your 

organization have a 

gender policy/code of 

conduct?  

     

10.2 Are there any 

measures undertaken by 

your organization to 

support women 

issues/policies in 
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employment of women 

employees? 

10.3 Are there any 

measures undertaken by 

your organization to 

support women 

issues/policies in 

promotion of women 

employees? 

     

10.4 Do you think poor 

implementation of 

initiatives and policies on 

equal opportunities can be 

identified as the main 

barriers for prevailing 

glass ceiling? 

     

 

11. Institutional 

Leadership Attitude 

(Independent Variable) 

Strongly 

agree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

11.1 Have you felt the 

soft leadership attitude 

towards the women 

employees? 

     

11.2 Does the leadership 

attitude impact the future 

of employee? 

     

11.3 Do you feel/see the 

gender biased inequality 

among the leadership 

attitude towards the 

employees? 

     

11.4 Do you feel that 

leadership attitude 

impacts the women‟s 

career advancement? 
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12. Career 

Advancement 

(Dependent Variable) 

Strongly 

agree=5 
Agree=4 Neutral=3 Disagree=2 

Strongly 

disagree=1 

12.1 Does glass ceiling 

impact the women career 

advancement?  

     

12.2 Do you agree that 

women career 

advancement can play an 

important role in the 

economy of the country? 

     

12.3 Do you agree that 

career advancement is as 

important for women as 

important for men? 

     

 


