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Abstract

This study examines the reasons for the underrepresentation of women in senior leadership roles in Swansea region organisations, with a particular emphasis on the obstacles standing in their way of success. Using a mixed-methods approach that includes industrial data analysis and qualitative interviews with female executives, this study pinpoints the main causes of this discrepancy. The glass ceiling's widespread influence, the stark lack of diversity initiatives, and the dearth of leadership development and training programmes designed especially for women have all been identified as major obstacles. According to the study's findings, despite larger societal progress towards gender equality, these factors work together to create a difficult environment for women who aspire to leadership roles. These obstacles are structural and cultural. The researcher can make a number of specific recommendations focused at removing these obstacles based on the insights obtained. These include creating clear career progression frameworks, increasing diversity and inclusion initiatives, and setting up tools specifically for women's leadership development. This research adds to the current conversation on gender diversity in leadership and provides organisations looking to increase the presence of women in leadership roles with practical tactics. 
The results indicate that gender bias, organisational culture, and a dearth of supportive networks significantly impede women's career advancement. The data shows that progress is still slow in spite of the growing awareness and implementation of gender equality policies, which emphasises the necessity for strong interventions and policy evaluations.
























AN INVESTIGATION INTO WHY THERE ARE FEWER WOMEN IN TOP LEADERSHIP ROLES IN THE CORPORATE SECTOR.
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INTRODUCTION

Over the past few years, there has been an increasing amount of attention paid to the gender gap that exists in senior leadership positions inside different companies. The underrepresentation of women in these jobs persists despite notable progress towards achieving gender equality in many sectors. Investigations into the fundamental causes of this discrepancy have been spurred by the general interest in this problem Guillaume and Pochic, (2021). It is important to look closely at the reasons behind the dwindling number of women in senior leadership positions. It is not merely a matter of equality and social fairness; it also has real economic ramifications. Diverse leadership teams are more creative, efficient, and able to propel organizational achievement, according to a wealth of research. We can learn a great deal about how to solve the gender gap and build a more just and inclusive society by investigating the underlying causes of it. 
This chapter's goal is to investigate the root causes of the disproportionately dwindling number of women in senior leadership positions in the business world. Despite advancements in gender equality and heightened initiatives to promote diversity, women are still disproportionately underrepresented in positions of leadership cipd, (2020). This review aims to provide a comprehensive summary of the previous research, emphasizing the numerous factors contributing to this discrepancy Orbach, (2017). It investigates a variety of institutional and personal obstacles, such as unconscious prejudice, societal expectations, organizational structures, and cultural norms. Through an analysis of these many components, we can illuminate the obstacles that women encounter in their pursuit of leadership positions, pinpoint viable remedies, and pave the way for the advancement of gender parity in organizational leadership Davies, et al (2020). This inquiry will offer a multidimensional viewpoint on the problem by means of a thorough examination of the body of current literature, empirical data, and professional perspectives. The document seeks to produce insightful analysis and useful suggestions that can guide practices and policies supporting gender diversity in leadership positions by looking at the stories and experiences of women in leadership as well as the tactics used by companies that have achieved noteworthy strides Organista, (2017).
To understand the current situation, it is necessary to appreciate the historical context that molded the gender dynamics in the corporate sector in the 20th century. Historically, women have faced significant barriers to entry and advancement in the commercial sphere, where male leadership has always held a dominant position. The persistence of gender disparity can be attributed to patriarchal systems and societal expectations. Comprehending the historical background can aid in identifying the fundamental issues that hinder women's advancement to positions of senior leadership Afedo, (2016).
The cultures of the companies where women work have a considerable influence on their professional paths. The dwindling number of women in senior leadership roles can be attributed to certain organizational practices, including inflexible work schedules, barriers to sponsorship and mentorship opportunities, and gender-specific expectations. The prevalence of the "boys' club" mentality and the emergence of unofficial networks can further impede women's advancement. Addressing these organizational and cultural concerns is crucial to creating a diverse environment that promotes women's advancement in leadership Ganeshan and Belinsky, (2021). There is a considerable influence on women's job advancement due to the unequal distribution of caregiving responsibilities between men and women. Lack of support systems, such as accessible low-cost childcare options or flexible work schedules, presents further challenges for women aspiring to high leadership positions. Recognizing and addressing these barriers is necessary to advance gender equality in leadership Khemakhem and Maalej, (2023).
Several factors contribute to the underrepresentation of women in senior leadership roles in the corporate business sector. Women still face significant barriers that keep them from obtaining these positions, particularly despite recent developments Aman and Razali, (2018). The underrepresentation of women in senior leadership roles is due to the prevalence of gender preconceptions and biases. In culture, traits like aggression, confidence, and competitiveness that are associated with men are often connected to leadership abilities. These stereotypes can influence hiring practices and how women are perceived at work, which makes it more challenging for them to rise to leadership roles Doubell and Struwig, (2015). Unconscious bias and gender stereotypes are major obstacles to women's advancement in leadership roles. Women are less supported and have less opportunities because of cultural norms and expectations that favor men in leadership positions Nikolaou, (2017). An additional factor is the underrepresentation of women in the pipeline for talent. Despite being perceived as steppingstones to leadership roles in specific industries, STEM fields—science, technology, engineering, and math—remain underrepresented in women's employment. The insufficiency of female candidates with the requisite qualifications for high-level leadership roles obstructs attempts to establish parity between genders in business leadership Shongwe, (2019). Inadvertent prejudice within organizations may also obstruct women's advancement. Because they are perceived as less capable or ambitious than males, women may experience biases that cause them to be passed over for job advancements and opportunities. These prejudices have the potential to solidify in corporate culture, perpetuating the underrepresentation of women in senior leadership roles Mbepera, (2017).
If organizations wish to address the underrepresentation of women in top leadership roles, they must take a proactive approach. They can implement policies and practices that encourage gender diversity, such as setting targets for the percentage of women in leadership positions, providing sponsorship and mentorship to female staff members, and allowing for flexible work hours. Organizations should place a high premium on identifying and getting rid of biases in their hiring and promotion processes Harz, de Souza, (2021). It is possible that companies without extensive diversity and inclusion initiatives may continue to have a disproportionate number of women in top management roles. Policies and programs that promote gender equality and inclusivity may be lacking, which could hinder women's opportunities to advance and assume positions of authority Chisholm-Burns, (2018). As per a recent assessment on women's leadership, "organizations and nations thrive too when women thrive."  Fifty percent of doctorates and roughly 60% of bachelor's, master's, and professional degrees are earned by women, who also occupy 50% of managerial and professional positions.
But even with their advanced degrees and widespread participation in the workforce across most professional sectors, such as higher education, business, and healthcare, women are frequently underrepresented in positions of leadership, including those of president, dean, CEO, and board member. The corporate world has been the subject of greater public scrutiny than any other industry regarding gender inequality Chisholm-Burns, (2018).
Conclusively, the examination of the literature has highlighted multiple significant factors contributing to the low representation of women in senior leadership roles within the corporate realm of commerce. The gap can be attributed to numerous factors such as gender stereotypes, family and caregiving responsibilities, workplace culture and organizational practices, implicit bias and discrimination, and gender bias itself. Addressing these issues requires a multimodal approach that includes organizational policy modifications, cultural transformations, and a commitment to breaking down structural barriers. Not only is it morally right, but businesses must achieve gender parity in leadership if they are to thrive in the more diverse and internationalized business world Bullard and Wright, (2019).
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CHAPTER TWO
LITERATURE REVEW
INTRODUCTION
Based on the role congruity hypothesis of bias against female leaders, this study reviews the literature on leadership and gender in order to strengthen the theory development that has already been established, encourage fresh perspectives, and offer a platform for further empirical research. It provides a theoretical framework for comprehending factors that could either encourage or obstruct the rise of female leaders Koburtay, et al (2019).
The issue of gender equality and the participation of women in high leadership roles has become increasingly prominent in today's society, generating discussions in a wide range of fields. Even while there has been progress in advancing gender parity, there is still a clear difference when it comes to leadership positions within organisations. In order to create inclusive workplaces that utilise the skills and knowledge of both men and women, it is imperative to comprehend the factors that lead to this imbalance Kulkarni and Mishra, (2022).
The goal of this study of the literature is to critically analyse the body of knowledge regarding the causes of women's underrepresentation in positions of senior leadership in companies. The goal of this researcher is to provide light on the intricate dynamics
that sustain gender disparities at the highest levels of leadership by examining theoretical frameworks, empirical research, and multidisciplinary viewpoints Spangenberg and Pretorius, (2021).
Through an examination of the underlying causes, this review seeks to identify the structural barriers preventing women from rising to positions of high leadership. This study will explore the psychological, sociological, and organisational elements that generate and maintain obstacles for women, eventually impeding their ability to progress in their careers Mousa, et al (2021). By conducting a thorough analysis of the current body of literature, the researcher hopes to pinpoint the underlying reasons, trends, and outcomes related to the underrepresentation of women in leadership roles.
Additionally, in order to address this issue, this literature review will examine several approaches and interventions that have been put out or put into practise. Through an analysis of creative initiatives, diversity-driven policies, and successful case studies, the researcher hopes to identify promising avenues for achieving leadership equity. The formulation of workable and long-lasting policies that organisations can implement to level the playing field for all aspirant leaders will be guided by these evidence-based solutions Furtado, et al (2021).
This literature evaluation has ramifications that go beyond just advocating for gender equality. It will clarify the advantages that diverse leadership teams have for both organisations and society as a whole. Empirical studies repeatedly demonstrate that inclusive leadership stimulates creativity, improves decision-making procedures, and cultivates a more favourable work atmosphere. For this reason, closing the gender gap in top leadership positions is not simply a question of justice and fairness but also a strategic necessity for businesses hoping to prosper in a world that is changing quickly Koburtay and Haloub, (2019).
This review seeks to identify the structural barriers preventing women from rising to positions of high leadership by analysing the fundamental causes. It will explore the psychological and sociological elements that build and maintain barriers for women, which eventually prevents them from advancing in their careers. The researcher hopes to determine the underlying reasons, trends, and outcomes related to the luck of gender diversity in leadership by thoroughly reviewing the body of available studies Kapoor, et al (2020).
Additionally, to address this issue, this literature review will examine several approaches and interventions that have been put out or put into practise. Through the analysis of effective case studies, inventive projects, and diversity-focused policies, the ultimate goal of the researcher is to identify promising avenues for achieving leadership equity. These empirically
supported ideas will guide the creation of workable policies that organisations can use to level the playing field for all aspirant leaders Le Loarne-Lemaire, et al (2021).
This literature evaluation has ramifications that go beyond just advocating for gender equality. It will clarify the advantages that diverse leadership teams have for both organisations and society. Empirical studies regularly demonstrate that inclusive leadership nurtures creativity, improves decision-making procedures, and cultivates a more optimistic work atmosphere. Consequently, closing the gender gap in top leadership positions is not only a question of justice and equity but also a business necessity for companies hoping to prosper in a fast-changing global environment Gardiner, et al (2023).
This review aims to spark discussion, raise awareness, and stimulate more study on this important problem by offering a thorough analysis of the literature. This researcher hopes to make a valuable contribution to the ongoing endeavour to remove the structural obstacles that prevent women from achieving upper management roles. We can build a future in which women's leadership potential is fully achieved by comprehending the underlying causes and promoting significant change. This will result in stronger, more inclusive organisations that benefit everyone Rotimi, et al (2023).
Background and context/History
-  Gender disparities in leadership: Men possessed the majority of power in ancient civilizations, while women were typically kept out of formal leadership roles. Women's suffrage was fought for during the late 19th and early 20th centuries, and this campaign was a major step towards gender equality and more opportunities for women Dezsö and Ross, (2014).
-  Research indicates that while men served on the front lines of World War I and II, a significant number of women joined the workforce and assumed leadership positions in fields that had previously been dominated by men. This era challenged gender stereotypes and demonstrated the value of women in the workforce Alvesson and Billing, (2009).
-  The feminist movement, which promoted women's rights and equality in the workplace and other spheres of life, gained strength in the middle of the 20th century. In the United States, laws like the Equal Pay Act of 1963 sought to address and advance gender-based pay discrepancies Alexander, (1995).
-  The value of having a diverse mix of genders in leadership positions has been increasingly acknowledged since the late 20th century. Initiatives for diversity and inclusion were launched by numerous nations and organisations with the goal of boosting the number of women in positions of leadership. The idea of inclusive
leadership first surfaced, highlighting the advantages of including a range of viewpoints and experiences into decision-making procedures Bolt, (2014).
-  Notwithstanding advancements, women continue to confront barriers such implicit prejudice, restricted access to sponsorship and mentorship, difficulties juggling work and personal obligations, and a dearth of gender-neutral policy in some companies. The pursuit of gender equality is sustained by sustained activism, research, policy modifications, and organisational endeavours dos Santos, (2021).
-  Historical patterns and changes in public opinion demonstrate the tendency towards greater gender parity in positions of leadership. But it’s crucial to remember that there are still big gaps and obstacles, which means that more research and development are still needed.
Societal and cultural factors
Societal and cultural factors along with gender stereotypes, have a profound influence on the representation of women in management roles.
Traditional Gender Roles: Men and women are often assigned distinct roles and obligations based on societal norms and expectations. Women may face obstacles in their pursuit of leadership roles due to traditional gender norms, which may be perceived as incompatible with their expected roles as homemakers or carers Rodrigues, (2017).
· Gender Bias and Stereotypes: Perceptions that hold women to be less capable, forceful, or well-suited for leadership roles are among the persistent prejudices that can be detrimental to women's leadership potential. These misconceptions can lead to bias in performance reviews, hiring decisions, and promotion decisions, which limits women's chances for growth Aggestam and Towns, (2018).
Lack of Role models: The idea that leadership is predominantly a male domain may be sustained if there aren't enough prominent female leaders in management roles. In the absence of adequate female role models, ambitious women could find it difficult to find motivation and self-assurance to aim for leadership jobs Rodrigues, (2020).
· Limited Networking Opportunities: Professional growth requires networking, but cultural norms and societal expectations can prevent women from participating in informal networks, finding mentors, or being sponsored. This restriction may make it more difficult to advance up the management ladder and make important contacts Abramovitz, (2018).
· Work-Life Imbalance: Work-life conflicts arise because women are frequently disproportionately burdened by societal expectations regarding their responsibilities in the home and at work. It can be challenging for women to achieve or maintain professions in leadership when juggling demanding managerial duties with family responsibilities Haack and Haack, (2022).
· Lack of Supportive Polices: Women's advancement into management positions may also be hampered by insufficient family-friendly policies, such as flexible work schedules, parental leave, and access to reasonably priced childcare. Women experience more difficulties juggling work and personal obligations as a result of this lack of assistance Marintseva, et al (2022).
Several fronts must be pursued in order to address these socioeconomic and cultural issues. Increasing the number of women who are able to overcome these obstacles and succeed in management roles can be accomplished by promoting gender equality via education, dispelling myths, putting diversity and inclusion initiatives into place in organisations, and cultivating supportive policies.
Organisational Barriers and Practices
Lack of diversity initiatives and gender-neutral policies
· Absence of targeted programs: Sometimes organisations don't have explicit programmes in place to address the underrepresentation of women in senior leadership roles and to advance gender diversity. In fact, initiatives like mentorship and leadership development designed to assist women in advancing their careers can fall under this category. It's possible that women don't have as much access to leadership development opportunities or programmes, such.
executive coaching or training, which are essential for developing the competencies and abilities needed for senior leadership positions Alhalwachi and Mordi, (2022).
- Inadequate support for work-life balance: Without gender-neutral rules, organisations might not offer workers enough assistance to help them manage their personal and professional obligations. For women, who frequently shoulder additional caring obligations, this can be a major obstacle to career advancement. Differences in promotion rates and gender-pay discrepancies may result from the lack of gender-neutral policies and procedures. A lack of transparency in the promotion process can prevent women from rising to positions of high leadership Marintseva, (2022).
-  Failure to address unconscious bias: Research indicates that organisations that fail to proactively tackle implicit prejudice may sustain gender norms and impede the advancement of women into senior leadership roles. A more equal workplace can be achieved by putting policies and training programmes in place to reduce unconscious prejudice and increase awareness. Furthermore, study reviews that many organisations that do not have a well-defined diversity and inclusion strategies may struggle to create an inclusive culture that supports women’s advancement. Without clear goals, measurement systems, and accountability, it can be challenging to drive meaningful change. Highlighting these points can illustrate how the absence of diversity initiatives and gender-neutral policies can impede women’s progression to top leadership roles within organisations. It is important to emphasise 
the significance of proactive measures and policies that promote a diverse and inclusive workplace culture to overcome these barriers Alhalwachi and Mordi, (2022).
Leadership selection and processes
The underrepresentation of women in top leadership roles within organisations has gained significant attention in recent years. This issue has prompted the need for a thorough literature review to understand the underlying factors contributing to this gender disparity. In this literature review, the researcher aims to explore and analyse many studies on leadership selection and promotion processes, focusing on the challenges women face in attaining top leadership positions.
- Implicit Bias in Leadership selection: Studies have indicated that unconscious prejudice is a major factor in the choice and advancement of leaders. Research has shown that bias towards men in leadership jobs is present in both genders. These prejudices frequently cause women to be marginalised, which impedes their advancement to senior leadership roles. Encouraging gender diversity at the executive level requires an understanding of and commitment to eliminating unconscious prejudices Roopra, (2017).
- Organisational Policies and Practices: The gender gap in leadership roles can also be attributed to the way company rules and practices are structured. Unfair performance evaluation standards, opaque promotion procedures, and rigid work schedules can all have a
disproportionately negative impact on women's career advancement. These structural obstacles can be addressed by putting in place diversity committees, enacting gender-equitable policies, and encouraging accountability Zhang and Basha, (2023).
-  Lack of Mentors and Role Models: Mentorship plays a crucial role in the career development of individuals especially in addressing the underrepresentation of women in top leadership roles. The lack of mentors and role models is another issue that women in leadership roles must deal with. In order to offer direction, encouragement, and advocacy for career growth, mentors and role models are essential. Nevertheless, it can be challenging for women to locate senior executives who are willing to mentor them. Their career advancement and journey to top leadership positions may be hampered by this lack of mentorship Molloy, (2022). Through mentoring, women can acquire invaluable knowledge, skills, and expertise from seasoned leaders. Mentees can improve their skills and fill up any skill gaps with the help of mentors who can impart their knowledge, wisdom, and best practices. (Lantz-Deaton, (2018) states that a mentor is a dependable counsellor and guide who provides direction and encouragement to mentees during their professional development. In contexts where males predominate in leadership roles, this assistance can be extremely helpful in overcoming challenges, making wise judgements, and boosting confidence.
- Sponsorship programs and their impact on women in leadership: Women are still underrepresented in senior leadership positions in businesses throughout the world.
Organisations are using sponsorship programmes more and more to bridge this gap and promote gender equality. Sponsors actively support and endorse their protégés, which sets them up for success and opens doors to important networks and possibilities. This is how sponsorship varies from mentoring.
· The impact of sponsorship programs: Through sponsorship programmes, women get vital exposure among the organization's key stakeholders. Sponsors act as an advocate for their mentees, making sure they are given thought for prominent initiatives, career advancements, and executive roles. This greater visibility helps women break through the glass ceiling and improves their chances for career development Mcilongo and Strydom, (2021).
The underrepresentation of women in positions of high leadership is a complicated problem that calls for a diversified strategy. It is imperative for organisations to recognise the influence of implicit prejudice, confront stereotypes, offer mentorship and role models, cultivate inclusive cultures, and enact policies that are sensitive to gender. Organisations may foster an atmosphere that encourages women to rise to leadership roles by implementing these actions. Achieving gender diversity in executive positions advances equality and fosters creativity, success, and performance within the organisation Schyns, (2006).
Objectives of this literature review
The purpose of this literature review on the topic of fewer women in top leadership roles in the corporate sector is to critically examine and synthesise existing research and scholary works related this issue. The main objectives of the literature review are as follows:
Identify the existing knowledge: The purpose of this study of the literature is to determine and assess the existing status of theories, empirical data, and research about the underrepresentation of women in the corporate sector. Understanding the current knowledge gaps, important discoveries, and viewpoints on this matter can be beneficial Kulkarni and Mishra, (2022).
Examine contributing factors: Ther review will look at a number of issues, including workplace policies, discrimination, organisational culture, gender prejudice, social expectations, and obstacles to career development, that contribute to the underrepresentation of women in senior leadership roles. It will examine the ways in which these variables have been investigated, theorised, and studied in the literature Kulkarni and Mishra, (2022).
Analyse the impact: In the literature review, the effects of fewer women in senior management positions in the business world will be discussed. Investigating the effects on societal gender equality generally, decision-making procedures, diversity and inclusion initiatives, and organisational performance are a few examples of this Cruz Castro and Sanz Menéndez, (2020).
Identify strategies and interventions: The review will examine the many efforts, methods, and interventions that have been put out or put into practise in an effort to address the low number of women holding senior leadership positions. It will evaluate how successful these strategies are and point out any gaps that need to be filled in or improved Etim and Iwu, (2019).
Fill knowledge gaps and inform research: The review attempts to uncover gaps in the present understanding of why there are fewer women in senior leadership posts by synthesising the work that has already been published. It will also lay the groundwork for future study and point up directions for inquiry, such as places in need of further empirical data, fresh theoretical frameworks, or approaches to close these gaps Verdugo-Castro, et al (2022).
The overall goal of the literature review is to present an extensive, critical, and fact-based examination of the body of research about the underrepresentation of women in senior leadership positions within the business sector. This will help advance awareness of gender disparity in leadership roles and provide guidance for initiatives aimed at advancing gender equality and diversity in organisations.





RESEARCH AIMS AND OBJECTIVES

The objectives and goals of this research will vary, but they will center on acquiring a deeper knowledge of the reasons behind the gender gap as well as workable solutions. The following are the primary goals and objectives:
(a) [bookmark: _Toc164677578] Strengthen the obstacles:  Determining the causes of women's underrepresentation in senior leadership positions might aid in identifying certain obstacles and difficulties that women encounter in the workplace. This knowledge is crucial for creating strategies that effectively address and overcome these obstacles Akubue, (2016).
(b) [bookmark: _Toc164677579] Examine sociological factors: The findings of the study indicate that research can investigate more extensive sociological and cultural elements that support the gender disparity in leadership roles. Thus, academics illuminate the structural problems that impede women's advancement in the business sector by looking at societal norms, prejudices, biases, and gender roles Glass and Cook, (2019).
(c) [bookmark: _Toc164677580]Research assessments:  This can be used to examine organizational policies, practices, and structures that may unintentionally contribute to gender inequality. Examining hiring and selection procedures, promotion standards, sponsorship and mentoring initiatives, work-life balance guidelines, and company culture are some examples of what this includes Rose, (2013).
(d) [bookmark: _Toc164677581]) Emphasize individual viewpoints: Gaining knowledge from the experiences and viewpoints of women who hold leadership roles can be quite beneficial. Thus, research can examine their professional paths, difficulties encountered, tactics used, and the enabling elements that allow them to progress (Hasanat et al, (2021).
(e) [bookmark: _Toc164677582] Promote evidence-based solutions: In an ideal world, research assessments would produce evidence-based suggestions for institutions, decision-makers, and other interested parties looking to solve gender gaps. Therefore, these suggestions might include particular projects, diversity and inclusion campaigns, the implementation of policies, and organizational modifications Lahti, (2014).
(f) [bookmark: _Toc164677583]Track advancements: Research assessments conducted periodically can be used to monitor the advancement of gender equality in corporate leadership positions over time. Thus, by keeping an eye on important metrics and indicators, researchers may assess how well plans are working and pinpoint areas that need more focus Mensi-Klarbach, (2014).
Lastly, the main objective of this study on the underrepresentation of women in top management positions is to support the creation of evidence-based remedies and encourage constructive change in the direction of gender equality in the business sector. Additionally, by presenting empirical data on the advantages of gender equality in leadership positions and emphasizing practical tactics, the research seeks to affect change at the individual and institutional levels. The objective is to promote structural reforms in the corporate sector that support gender equality and diversity.
[bookmark: _Toc164677584]MOTIVATION FOR THE RESEARCH

The underrepresentation of women in senior leadership positions in the corporate sector has drawn a lot of attention and raised concerns in recent years. Women still encounter several obstacles in their pursuit of leadership roles, even in the face of significant advancements in diversity and gender equality. Promoting gender-balanced leadership and long-term business growth requires delving into the reasons for this discrepancy and undertaking research to rectify these inequities. There are several crucial factors that contribute to the gender imbalance. Ceci and Williams, (2020). 
· [bookmark: _Toc164677585]Social Equality and Inclusivity: Researching the underrepresentation of women in senior leadership positions is primarily driven by the desire to advance social justice and equal opportunity. Building a just and inclusive society that embraces a range of viewpoints, experiences, and abilities requires achieving gender parity. Organizations and society can strive to create more egalitarian conditions that allow women to succeed professionally and participate in the highest levels of decision-making by recognizing and addressing the hurdles that women experience Nakitende, (2019).
· [bookmark: _Toc164677586]Economic Benefits: Studies indicate that leadership teams with a varied range of genders can unleash unrealized economic potential. Research continuously shows that varied leadership improves the performance, creativity, and profitability of organizations. Businesses can find ways to recruit, retain, and develop exceptional female professionals by looking into the causes of the underrepresentation of women in senior positions. This might result in a corporate environment that is more productive and competitive, which would be advantageous for both specific businesses and the whole economy Dezsö and Ross, (2021).
· [bookmark: _Toc164677587]Talent Pool Development: The underrepresentation of women in senior leadership positions offers a chance to investigate obstacles and create solutions that guarantee the talent pool is fully utilized. Organizations can promote the progression of competent women by implementing methods like mentorship programs, leadership development initiatives, and flexible work arrangements by having a thorough grasp of the issues preventing women from advancing into leadership positions. Improving gender diversity at the highest levels will benefit the leadership pipeline as a whole and give women equal chances Begeny, et al (2021).
· [bookmark: _Toc164677588]Organizational Image and Reputation: In today's social environment, keeping a good reputation is crucial for businesses. It is not only socially responsible but also beneficial to a brand's reputation and client base to show support for diversity and gender equality. Studying the underrepresentation of women in leadership roles helps businesses adopt efficient procedures, guidelines, and programs that support a more inclusive and equitable workplace culture by providing an evidence-based understanding of the difficulties faced by women Pyrhönen, (2022).
· [bookmark: _Toc164677589]Stakeholder Expectations and Corporate Reputation: Gender diversity in leadership has gained attention due to increased scrutiny and shifting social standards. Part of the motivation behind studying women's underrepresentation in leadership positions is the realization that stakeholders and the general public want businesses to show a commitment to diversity and inclusion. Businesses can boost their competitiveness by meeting stakeholder expectations, improving their reputation, and establishing trust by looking into and addressing the reasons of gender imbalance Davies, et al (2020).



RATIONALE FOR THE RESEARCH
The rational for delving into this research revolves around several core considerations:
Economic Efficiency
As state by Carli and Eagly,  (2007) organisations are better positioned to innovate and compete globally when they leverage a varied range of leadership styles and viewpoints.
Social Equity
As leadership roles have an impact on organisational norms and policies, addressing gender gaps in these roles is essential to the larger battle for gender equality. 
Legal and Ethical Mandates
Gender diversity in corporate governance is becoming increasingly important, according to governments and international organisations Siems, (2015).
Research Gaps
Studies in the past have established a solid foundation, but there are still gaps in the dynamics unique to each business. Additionally, new data is required to show how gender dynamics within leadership tracks have been impacted by current social movements such as Me-Too Phillips, (2014).
It takes a careful, context-sensitive approach to comprehend why women are underrepresented in positions of senior leadership. This research intends to make a substantial contribution to the conversation on gender equality in leadership by addressing the intricate interplay of human traits, organisational structures, and cultural norms that hinder women's advancement. It is anticipated that the results will serve as a foundation for additional successful tactics that business executives and legislators alike might employ.








[bookmark: _Toc164677590]

Research Problems



· [bookmark: _Toc164677591]Gender biases and stereotypes: Examine the ways in which biases and expectations from society affect the representation of women in leadership positions in the corporate world Baker and French, (2018).
· [bookmark: _Toc164677592]Organization culture and practices: Examine how organizational culture, rules, and procedures affect women's advancement to senior leadership roles and how they discourage it Davies, et al (2019).
· [bookmark: _Toc164677593]Lack of mentorship and sponsorship opportunities: Examine how organizational culture, rules, and procedures affect women's advancement to senior leadership roles and how they discourage it Burton, (2016).
· [bookmark: _Toc164677594]Hiring and promotion practices: Examine whether prejudiced hiring practices or implicit prejudices in decisions about promotions are a factor in the low representation of women in positions of execution Davidson and Burke, (2020).
· [bookmark: _Toc164677595]Glass ceiling and barriers to advancement: Examine the visible and invisible obstacles that prevent women from advancing in their careers past particular levels in the corporate hierarchy Xiang, et al (2017).
· [bookmark: _Toc164677596]Confidence and self-perception issues:  Investigate how societal expectation, stereotypes, and self-perception can affect women’s confidence in pursuing top leadership roles.
· [bookmark: _Toc164677597]Leadership development and training programs:  Examine the visible and invisible obstacles that prevent women from advancing in their careers past particular levels in the corporate hierarchy Aman, et al (2018).
· [bookmark: _Toc164677598]External factors: Examine outside factors that might affect the participation of women in corporate leadership roles, such as societal pressures, industry conventions, and legislative frameworks Seo, et al (2017).
· [bookmark: _Toc164677599]Intersectionality and diversity: Examine how gender intersects with race, ethnicity, and other characteristics to see how women's access to leadership roles is impacted by different identities Krause, (2017).
These research problems can serve as starting points for understanding and addressing the underlying causes of the gender gap in top leadership roles in the corporate sector.


[bookmark: _Toc164677600]Conclusion

The motivation behind researching the underrepresentation of women in top leadership roles in the corporate world encompasses promoting gender equality and social justice, enhancing organizational performance and innovation, emphasizing the economic benefits, improving talent acquisition and retention, and responding to stakeholder expectations. Understanding the factors contributing to the underrepresentation of women enables organizations and this researcher to develop evidence-based strategies to dismantle barriers and create gender-balanced leadership.

CHAPTER TWO
LITERATURE REVEW
INTRODUCTION
Based on the role congruity hypothesis of bias against female leaders, this study reviews the literature on leadership and gender in order to strengthen the theory development that has already been established, encourage fresh perspectives, and offer a platform for further empirical research. It provides a theoretical framework for comprehending factors that could either encourage or obstruct the rise of female leaders Koburtay, et al (2019).
The issue of gender equality and the participation of women in high leadership roles has become increasingly prominent in today's society, generating discussions in a wide range of fields. Even while there has been progress in advancing gender parity, there is still a clear difference when it comes to leadership positions within organisations. In order to create inclusive workplaces that utilise the skills and knowledge of both men and women, it is imperative to comprehend the factors that lead to this imbalance Kulkarni and Mishra, (2022).
The goal of this study of the literature is to critically analyse the body of knowledge regarding the causes of women's underrepresentation in positions of senior leadership in companies. The goal of this researcher is to provide light on the intricate dynamics.
that sustain gender disparities at the highest levels of leadership by examining theoretical frameworks, empirical research, and multidisciplinary viewpoints Spangenberg and Pretorius, (2021).
Through an examination of the underlying causes, this review seeks to identify the structural barriers preventing women from rising to positions of high leadership. This study will explore the psychological, sociological, and organisational elements that generate and maintain obstacles for women, eventually impeding their ability to progress in their careers Mousa, et al (2021). By conducting a thorough analysis of the current body of literature, the researcher hopes to pinpoint the underlying reasons, trends, and outcomes related to the underrepresentation of women in leadership roles.
Additionally, in order to address this issue, this literature review will examine several approaches and interventions that have been put out or put into practise. Through an analysis of creative initiatives, diversity-driven policies, and successful case studies, the researcher hopes to identify promising avenues for achieving leadership equity. The formulation of workable and long-lasting policies that organisations can implement to level the playing field for all aspirant leaders will be guided by these evidence-based solutions Furtado, et al (2021).
This literature evaluation has ramifications that go beyond just advocating for gender equality. It will clarify the advantages that diverse leadership teams have for both organisations and society as a whole. Empirical studies repeatedly demonstrate that inclusive leadership stimulates creativity, improves decision-making procedures, and cultivates a more favourable work atmosphere. For this reason, closing the gender gap in top leadership positions is not simply a question of justice and fairness but also a strategic necessity for businesses hoping to prosper in a world that is changing quickly Koburtay and Haloub, (2019).
This review seeks to identify the structural barriers preventing women from rising to positions of high leadership by analysing the fundamental causes. It will explore the psychological and sociological elements that build and maintain barriers for women, which eventually prevents them from advancing in their careers. The researcher hopes to determine the underlying reasons, trends, and outcomes related to the luck of gender diversity in leadership by thoroughly reviewing the body of available studies Kapoor, et al (2020).
Additionally, to address this issue, this literature review will examine several approaches and interventions that have been put out or put into practise. Through the analysis of effective case studies, inventive projects, and diversity-focused policies, the ultimate goal of the researcher is to identify promising avenues for achieving leadership equity. These empirically
supported ideas will guide the creation of workable policies that organisations can use to level the playing field for all aspirant leaders Le Loarne-Lemaire, et al (2021).
This literature evaluation has ramifications that go beyond just advocating for gender equality. It will clarify the advantages that diverse leadership teams have for both organisations and society. Empirical studies regularly demonstrate that inclusive leadership nurtures creativity, improves decision-making procedures, and cultivates a more optimistic work atmosphere. Consequently, closing the gender gap in top leadership positions is not only a question of justice and equity but also a business necessity for companies hoping to prosper in a fast-changing global environment Gardiner, et al (2023).
This review aims to spark discussion, raise awareness, and stimulate more study on this important problem by offering a thorough analysis of the literature. This researcher hopes to make a valuable contribution to the ongoing endeavour to remove the structural obstacles that prevent women from achieving upper management roles. We can build a future in which women's leadership potential is fully achieved by comprehending the underlying causes and promoting significant change. This will result in stronger, more inclusive organisations that benefit everyone Rotimi, et al (2023).
Background and context/History
- Gender disparities in leadership: Men possessed the majority of power in ancient civilizations, while women were typically kept out of formal leadership roles. Women's suffrage was fought for during the late 19th and early 20th centuries, and this campaign was a major step towards gender equality and more opportunities for women Dezsö and Ross, (2014).
- Research indicates that while men served on the front lines of World War I and II, a significant number of women joined the workforce and assumed leadership positions in fields that had previously been dominated by men. This era challenged gender stereotypes and demonstrated the value of women in the workforce Alvesson and Billing, (2009).
- The feminist movement, which promoted women's rights and equality in the workplace and other spheres of life, gained strength in the middle of the 20th century. In the United States, laws like the Equal Pay Act of 1963 sought to address and advance gender-based pay discrepancies Alexander, (1995).
- The value of having a diverse mix of genders in leadership positions has been increasingly acknowledged since the late 20th century. Initiatives for diversity and inclusion were launched by numerous nations and organisations with the goal of boosting the number of women in positions of leadership. The idea of inclusive
leadership first surfaced, highlighting the advantages of including a range of viewpoints and experiences into decision-making procedures Bolt, (2014).
- Notwithstanding advancements, women continue to confront barriers such implicit prejudice, restricted access to sponsorship and mentorship, difficulties juggling work and personal obligations, and a dearth of gender-neutral policy in some companies. The pursuit of gender equality is sustained by sustained activism, research, policy modifications, and organisational endeavours dos Santos, (2021).
- Historical patterns and changes in public opinion demonstrate the tendency towards greater gender parity in positions of leadership. But it’s crucial to remember that there are still big gaps and obstacles, which means that more research and development are still needed.
Societal and cultural factors
Societal and cultural factors along with gender stereotypes, have a profound influence on the representation of women in management roles.
Traditional Gender Roles: Men and women are often assigned distinct roles and obligations based on societal norms and expectations. Women may face obstacles in their pursuit of leadership roles due to traditional gender norms, which may be perceived as incompatible with their expected roles as homemakers or carers Rodrigues, (2017).
Gender Bias and Stereotypes: Perceptions that hold women to be less capable, forceful, or well-suited for leadership roles are among the persistent prejudices that can be detrimental to women's leadership potential. These misconceptions can lead to bias in performance reviews, hiring decisions, and promotion decisions, which limits women's chances for growth Aggestam and Towns, (2018).
Lack of Role models: The idea that leadership is predominantly a male domain may be sustained if there aren't enough prominent female leaders in management roles. In the absence of adequate female role models, ambitious women could find it difficult to find motivation and self-assurance to aim for leadership jobs Rodrigues, (2020).
Limited Networking Opportunities: Professional growth requires networking, but cultural norms and societal expectations can prevent women from participating in informal networks, finding mentors, or being sponsored. This restriction may make it more difficult to advance up the management ladder and make important contacts Abramovitz, (2018).
Work-Life Imbalance: Work-life conflicts arise because women are frequently disproportionately burdened by societal expectations regarding their responsibilities in the home and at work. It can be challenging for women to achieve or maintain professions in leadership when juggling demanding managerial duties with family.
responsibilities Haack and Haack, (2022).
Lack of Supportive Polices: Women's advancement into management positions may also be hampered by insufficient family-friendly policies, such as flexible work schedules, parental leave, and access to reasonably priced childcare. Women experience more difficulties juggling work and personal obligations as a result of this lack of assistance Marintseva, et al (2022).
Several fronts must be pursued in order to address these socioeconomic and cultural issues. Increasing the number of women who are able to overcome these obstacles and succeed in management roles can be accomplished by promoting gender equality via education, dispelling myths, putting diversity and inclusion initiatives into place in organisations, and cultivating supportive policies.
Organisational Barriers and Practices
Lack of diversity initiatives and gender-neutral policies
-Absence of targeted programs: Sometimes organisations don't have explicit programmes in place to address the underrepresentation of women in senior leadership roles and to advance gender diversity. In fact, initiatives like mentorship and leadership development designed to assist women in advancing their careers can fall under this category. It's possible that women don't have as much access to leadership development opportunities or programmes, such.
executive coaching or training, which are essential for developing the competencies and abilities needed for senior leadership positions Alhalwachi and Mordi, (2022).
-Inadequate support for work-life balance: Without gender-neutral rules, organisations might not offer workers enough assistance to help them manage their personal and professional obligations. For women, who frequently shoulder additional caring obligations, this can be a major obstacle to career advancement. Differences in promotion rates and gender-pay discrepancies may result from the lack of gender-neutral policies and procedures. A lack of transparency in the promotion process can prevent women from rising to positions of high leadership Marintseva, (2022).
- Failure to address unconscious bias: Research indicates that organisations that fail to proactively tackle implicit prejudice may sustain gender norms and impede the advancement of women into senior leadership roles. A more equal workplace can be achieved by putting policies and training programmes in place to reduce unconscious prejudice and increase awareness. Furthermore, study reviews that many organisations that do not have a well-defined diversity and inclusion strategies may struggle to create an inclusive culture that supports women’s advancement. Without clear goals, measurement systems, and accountability, it can be challenging to drive meaningful change. Highlighting these points can illustrate how the absence of diversity initiatives and gender-neutral policies can impede women’s progression to top leadership roles within organisations.
Leadership selection and processes
The underrepresentation of women in top leadership roles within organisations has gained significant attention in recent years. This issue has prompted the need for a thorough literature review to understand the underlying factors contributing to this gender disparity. In this literature review, the researcher aims to explore and analyse many studies on leadership selection and promotion processes, focusing on the challenges women face in attaining top leadership positions.
- Implicit Bias in Leadership selection: Studies have indicated that unconscious prejudice is a major factor in the choice and advancement of leaders. Research has shown that bias towards men in leadership jobs is present in both genders. These prejudices frequently cause women to be marginalised, which impedes their advancement to senior leadership roles. Encouraging gender diversity at the executive level requires an understanding of and commitment to eliminating unconscious prejudices Roopra, (2017).
- Organisational Policies and Practices: The gender gap in leadership roles can also be attributed to the way company rules and practices are structured. Unfair performance evaluation standards, opaque promotion procedures, and rigid work schedules can all have a
disproportionately negative impact on women's career advancement. These structural obstacles can be addressed by putting in place diversity committees, enacting gender-equitable policies, and encouraging accountability Zhang and Basha, (2023).
-  Lack of Mentors and Role Models: Mentorship plays a crucial role in the career development of individuals especially in addressing the underrepresentation of women in top leadership roles. The lack of mentors and role models is another issue that women in leadership roles must deal with. In order to offer direction, encouragement, and advocacy for career growth, mentors and role models are essential. Nevertheless, it can be challenging for women to locate senior executives who are willing to mentor them. Their career advancement and journey to top leadership positions may be hampered by this lack of mentorship Molloy, (2022). Through mentoring, women can acquire invaluable knowledge, skills, and expertise from seasoned leaders. Mentees can improve their skills and fill up any skill gaps with the help of mentors who can impart their knowledge, wisdom, and best practices. (Lantz-Deaton, (2018) states that a mentor is a dependable counsellor and guide who provides direction and encouragement to mentees during their professional development. In contexts where males predominate in leadership roles, this assistance can be extremely helpful in overcoming challenges, making wise judgements, and boosting confidence.
- Sponsorship programs and their impact on women in leadership: Women are still underrepresented in senior leadership positions in businesses throughout the world.
Organisations are using sponsorship programmes more and more to bridge this gap and promote gender equality. Sponsors actively support and endorse their protégés, which sets them up for success and opens doors to important networks and possibilities. This is how sponsorship varies from mentoring.
· The impact of sponsorship programs: Through sponsorship programmes, women get vital exposure among the organization's key stakeholders. Sponsors act as an advocate for their mentees, making sure they are given thought for prominent initiatives, career advancements, and executive roles. This greater visibility helps women break through the glass ceiling and improves their chances for career development Mcilongo and Strydom, (2021).
The underrepresentation of women in positions of high leadership is a complicated problem that calls for a diversified strategy. It is imperative for organisations to recognise the influence of implicit prejudice, confront stereotypes, offer mentorship and role models, cultivate inclusive cultures, and enact policies that are sensitive to gender. Organisations may foster an atmosphere that encourages women to rise to leadership roles by implementing these actions. Achieving gender diversity in executive positions advances equality and fosters creativity, success, and performance within the organisation Schyns, (2006).
Objectives of this literature review
The purpose of this literature review on the topic of fewer women in top leadership roles in the corporate sector is to critically examine and synthesise existing research and scholarly works related this issue. The main objectives of the literature review are as follows:
· Identify the existing knowledge: The purpose of this study of the literature is to determine and assess the existing status of theories, empirical data, and research about the underrepresentation of women in the corporate sector. Understanding the current knowledge gaps, important discoveries, and viewpoints on this matter can be beneficial Kulkarni and Mishra, (2022).
· Examine contributing factors: Ther review will look at a number of issues, including workplace policies, discrimination, organisational culture, gender prejudice, social expectations, and obstacles to career development, that contribute to the underrepresentation of women in senior leadership roles. It will examine the ways in which these variables have been investigated, theorised, and studied in the literature Kulkarni and Mishra, (2022).
· Analyse the impact: In the literature review, the effects of fewer women in senior management positions in the business world will be discussed. Investigating the effects on societal gender equality generally, decision-making procedures, diversity and inclusion initiatives, and organisational performance are a few examples of this Cruz Castro and Sanz Menéndez, (2020).
· Identify strategies and interventions: The review will examine the many efforts, methods, and interventions that have been put out or put into practise in an effort to address the low number of women holding senior leadership positions. It will evaluate how successful these strategies are and point out any gaps that need to be filled in or improved Etim and Iwu, (2019).
· Fill knowledge gaps and inform research: The review attempts to uncover gaps in the present understanding of why there are fewer women in senior leadership posts by synthesising the work that has already been published. It will also lay the groundwork for future study and point up directions for inquiry, such as places in need of further empirical data, fresh theoretical frameworks, or approaches to close these gaps Verdugo-Castro, et al (2022).
The overall goal of the literature review is to present an extensive, critical, and fact-based examination of the body of research about the underrepresentation of women in senior leadership positions within the business sector. This will help advance awareness of gender disparity in leadership roles and provide guidance for initiatives aimed at advancing gender equality and diversity in organizations.
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[bookmark: _Toc164677646]METHODOLOGY
[bookmark: _Toc164677647]
Introduction

In both academic research and industry discourse, the underrepresentation of women in senior management roles inside organizations is a critical topic that has received a lot of attention. For the purpose of tackling this complex issue, a thorough analysis of the body of research is necessary in order to develop a sophisticated grasp of the elements that lead to this imbalance as well as possible countermeasures. In order to investigate and synthesize the extensive corpus of theoretical frameworks and empirical studies that shed light on the underrepresentation of women in leadership positions, the current methodology chapter describes the qualitative approach that was used.
This literature review, which employs a qualitative technique, aims to explore the nuanced and varied experiences of women in the corporate world by identifying the contextual elements, viewpoints, and subtleties that lead to their underrepresentation in senior management positions. This method makes it possible to examine potential obstacles, facilitators, and solutions on an interpersonal, organizational, and societal level in addition to providing a greater knowledge of the lived experiences and narratives of women in leadership.
In addition, this chapter will outline the systematic procedure used to locate, evaluate, and critically assess the literature in order to include academic works that provide deep qualitative understandings of the underrepresentation of women in senior management. It will also cover methodological issues, possible restrictions, and techniques to improve the literature review's rigor and reliability, which will strengthen the conclusions that have been synthesized.
Th literature review uses a qualitative methodology to shed light on the subtleties of gender dynamics within organizational leadership. This serves as a basis for additional research and informs practical solutions aimed at promoting gender diversity and equity in the corporate world.



[bookmark: _Toc164677648]

Research Philosophy

This part will outline the research model used for the study and go into detail on the problems related to the research approach, philosophy, data gathering, and analysis. An overview of the study model utilized is shown in Figure 1 below to start this analysis.
[image: Research Onion]
Figure 1 The “research onion” model Saunders et al, (2007).
As seen in Figure 1, the research design of the study includes a variety of components, such as reflections related to the research philosophy, the methodology taken, the strategy adopted, and the techniques employed for data collection. The following section goes into further information about these issues and how they relate to the current investigation.
Understanding and resolving complex societal challenges, such as the underrepresentation of women in senior management positions within businesses, require a strong philosophical foundation. Through exploring the philosophical dimensions of this matter, the investigator can acquire a deeper understanding of the fundamental mechanisms that give rise to this inequality and strive towards considerable progress Venkatesan, (2020).
Philosophical inquiry into the essentials of existence, knowledge, values, reason, and the mind is encompassed by the terms "Philo," which means love, and "Sophia," which means wisdom. Philosophy can be used to question established conventions and promote equity and inclusivity in the context of addressing the underrepresentation of women in positions of senior management Heath and Norman, (2019).
From an epistemological perspective, philosophy challenges us to consider the methods by which knowledge is generated and verified. In order to do this, one must challenge the prevailing narratives and hierarchies that support gender disparity in the workplace. We can examine the societal structures that influence women's access to leadership roles and their subjective experiences in these roles using an interpretivist perspective Buzzanell, (1995).
Philosophy also pushes researchers to investigate the ontological aspects of gender and power relations in organizations. By reflecting on the fundamentals of gender identity and the social constructions that shape it, researchers can gain a deeper understanding of how these constructions impact the portrayal of women in leadership roles and direct initiatives to break down obstacles Avolio, et al (2020).
The underrepresentation of women in top executive positions inside businesses can be philosophically investigated, with important consequences for organizational reform. Researchers can support practices and policies that support diversity, inclusiveness, and gender equality within organizations by critically analyzing the ethical aspects of gender discrepancies in leadership and the underlying power dynamics at work. This entails questioning established ideas about leadership and creating settings that appreciate a diversity of viewpoints and experiences Acquah, (2022).
Understanding and addressing the underrepresentation of women in senior management positions within businesses can be effectively accomplished through philosophical investigation. In addition to working towards the creation of more inclusive and equitable organizational structures, researchers can promote a greater knowledge of the cultural conceptions and power dynamics that sustain this difference by interacting with philosophical concepts and scholarly literature Dubuc, (2021).
[bookmark: _Toc164677649]Uncovering the Epistemological foundation of gender disparity in organizational leadership

Epistemology, the branch of philosophy concerned with the nature of knowledge and how it is acquired, provides a critical framework for understanding the ways in which our understanding of gender, leadership, and organizational dynamics is shaped and communicated.
[bookmark: _Toc164677650]Positive Perspective

Positively, quantitative research techniques and empirical data can be used to evaluate the underrepresentation of women in top management. By using statistical analysis and discernible patterns to enhance comprehension, this method aims to unearth objective facts regarding gender differences in leadership roles. A positive epistemological stance can highlight the tangible effects of gender disparity in organizational hierarchies by looking at variables like compensation disparities, rates of promotion, and representation in executive roles (Eagly, 2015).
[bookmark: _Toc164677651]Interpretivist Perspective

On the other hand, an interpretivist epistemological stance explores people's subjective meanings and experiences in the context of organizations. Interpretivist research can uncover the intricate network of reasons that contributes to the underrepresentation of women in top management positions by analyzing the cultural, social, and contextual elements that influence perceptions of gender and leadership. This method aims to shed light on the complex ways that biases, gender norms, and organizational cultures work together to maintain inequality Muzanenhamo, et al (2023).


[bookmark: _Toc164677652]Critical Realist Perspective

By recognizing the socially constructed nature of knowledge as well as the objective institutions that sustain the gender gap in leadership roles, a critical realism viewpoint provides a middle ground. The underrepresentation of women in top management positions is sustained by systemic inequalities and underlying power dynamics. Critical realist epistemology acknowledges the significance of individual agency and the possibility of revolutionary change within organizational settings Schommer-Aikins, (2017).
[bookmark: _Toc164677653]Implications and Future Directions

The aforementioned epistemological perspectives provide unique insights into the underrepresentation of women in senior management positions and provide valuable lenses through which to view and address this problem. Through the integration of multiple epistemological perspectives, scholars and professionals can get a thorough comprehension of gender inequality in organizational leadership and formulate evidence-based tactics to advance equity and inclusivity Busse, R. and Poell, (2020).
The epistemological stance on the underrepresentation of women in senior management positions in businesses is a crucial factor in influencing the comprehension of this widespread problem. Through critical engagement with a range of epistemological views, scholars can enhance their understanding of the intricate relationship between gender, leadership, and organizational structures. This will help to promote equity and inclusivity for all individuals occupying leadership roles in the future Schommer-Aikins, (2004).
[bookmark: _Toc164677654]Interpretivism

Academic and professional circles have been paying more and more attention to the long-standing underrepresentation of women in top executive positions within businesses. The researcher will examine interpretivism in this literature review as a methodological technique to comprehend the variables behind this underrepresentation. A qualitative research paradigm that takes into account each participant's perspective is called interpretivism. Interpretivist research offers a useful lens through which to investigate complicated topics like the underrepresentation of women in leadership roles because it embraces subjectivity and explores the meaning individuals attribute to their experiences Simpson, et al (2017).
Interpretivism literature reviews not only offer a comprehensive understanding of women's experiences in organizational contexts, but they can also illuminate the discourse and narratives that influence people's ideas about gender and leadership. Interpretivist scholars can expose the ideological foundations that support gender bias and marginalize certain perspectives by examining texts, speeches, and other types of communication. Discussions about the necessity of systemic change inside businesses and in larger society might be influenced by this critical approach Fotaki and Harding, (2017).
The researcher will consult a number of pertinent works to help the interpretivism investigation in light of the underrepresentation of women in senior management positions. "The 360-degree Leader: Developing Your Influence from Anywhere in the Organization" by Sarah Kaplan is a classic in this field. Kaplan emphasizes how gender dynamics impact organizational hierarchy and leadership prospects by utilizing interpretivist research approaches Kaplan, (2011).
Examining the underrepresentation of women in senior management positions inside businesses can be effectively done through the application of interpretivism. Interpretivism literature studies can shed light on the interpersonal, cultural, and institutional factors that impede gender equity in leadership by elevating the voices and perspectives of women. Organizations and legislators can strive towards significant change that promotes increased representation and diversity at the highest levels of leadership by using this sophisticated understanding.
[bookmark: _Toc164677655]Ontological Orientation

Scholarly investigation has been greatly sparked by the complex and multifaceted subject of women's underrepresentation in senior management posts within organizations. Using the ontological perspective as a basic framework, the researcher hopes to shed light on why women are underrepresented in top leadership roles in this paper. Examining the essence of being and existence via the lens of ontology, a branch of philosophy, allows scholars to examine the underlying presumptions and conceptions that give rise to gender differences in organizational leadership.
An ontological approach is useful in examining the underlying nature of gender, power, and organizational structures in light of the underrepresentation of women in senior management positions. This researcher will aim to find the deeply embedded ideas and institutions that support inequality by challenging the accepted notions about the responsibilities and talents of women in leadership. Moreover, an ontological perspective stimulates critical analysis of how gender is socially constructed, questioning established conventions and structures that marginalize women in workplace environments Hansen, (2010).
In order to bolster the investigation into the ontological orientation within the framework of women's underrepresentation in upper management positions, the researcher will use a range of scholarly sources. Patricia Hill Collins, author of "Feminist Ontology: Transforming Subjectivity” provides a fundamental analysis of the ways in which gender, power, and ontology interact. Collins's research offers insightful explanations of how prevailing ontological frameworks limit and mold women's experiences in hierarchical organizational structures Collins, (2020).
Furthermore, "Reflexivity and Voice" by Susan S. Lanser and Robin R. Warhol provides a critical evaluation of ontological orientations in feminist research, highlighting the significance of self-awareness and reflexivity in challenging conventional ontological presumptions. Researchers might use Warhol and Lanser's examination of the connection between subjectivity and ontology as a framework to help them deal with the challenges of researching women's underrepresentation in senior management positions Warhol and Herndl, (1997).
Through the use of an ontological perspective to the literature review on this subject, scholars can confront essentialist concepts of gender and leadership, creating opportunities for a critical examination of the institutional, social, and cultural factors that sustain gender inequality. By using this lens, researchers can shed light on the customs and structures—which are frequently unseen—that contribute to the low percentage of women in senior management positions. Furthermore, an ontological perspective pushes researchers to think about several ontologies that validate the variety of women's experiences and roles, opening the door for more egalitarian and inclusive organizational procedures Stanley and Wise, (2002).
A crucial foundation for analyzing the underrepresentation of women in senior management positions inside businesses is provided by an ontological perspective. Researchers can provide nuanced insights into the complex interactions between ontology, gender, and critical examination by delving into the underlying assumptions and constructions that underlie gender disparities. Additionally, a more thorough understanding of the factors that influence women's opportunities and experiences in leadership can inform academic scholarship and organizational practices Hansen, (2010).
[image: What are the top barriers to women in leadership]
Figure 2 Top barriers to women in top leadership roles in organizations
[bookmark: _Toc164677656]Research Approach

This section examines the two primary methodological approaches to the research process itself after outlining the major philosophical frameworks for interpreting knowledge and the related methods. Easterby-Smith et al. (1994), referenced in Saunders et al. (2012), state that there are three main justifications for choosing a study approach carefully. The first is that a suitable strategy helps the researcher make more informed decisions about the research design, which is different from a technique for gathering and analyzing data. They also state that the selected methodology is a component of the overall design of the study, including information on the type of evidence collected, where it will be located, and how it will be analyzed in order to provide more specific answers to the research questions. The second rationale is that the research strategy makes it easier to choose research techniques and approaches that are relevant to the study and to adapt the design to its constraints.
The critical realist approach is one well-known research methodology that is very pertinent. While recognizing the importance of human agency, critical realism is a philosophical framework that aims to reveal the fundamental mechanisms that give rise to and sustain social phenomena. The critical realist method enables researchers to examine the intricate interactions between organizational structures, cultural norms, and human experiences that contribute to gender disparities in leadership, given the underrepresentation of women in senior management jobs Morley, (2014).
Studying the underlying social structures and mechanisms that influence women's access to top management positions is necessary in order to apply the critical realism approach to the literature evaluation on this subject. This entails looking into the underlying causal mechanisms that give birth to these discrepancies as well as the overt signs of gender inequality inside organizations. Using a critical realism lens, scholars can investigate the tension that exists between individuals' agentic capacities and external structures, providing insight into the nuanced processes that sustain the underrepresentation of women in leadership roles.
A solid foundation for examining the underrepresentation of women in top management positions inside businesses is provided by the critical realist research technique. This method helps researchers identify the more intricate causal pathways and intricate connections that lead to gender differences by recognizing the interaction between social structures and human activity. The literature review on this topic, viewed via a critical realism perspective, can provide a more thorough knowledge of the complex aspects influencing women's experiences in organizational leadership and open the door to well-informed interventions and systemic improvements Lewkowich, (2013).

[bookmark: _Toc164677657]

Case study method

The underrepresentation of women in positions of top management in businesses has drawn the interest of both practitioners and researchers. The utilization of the case study method offers a great means of investigating the intricacies and subtleties of this matter within certain organizational settings within the Swansea area.
The case study method is particularly appropriate for investigating the underrepresentation of women in top management posts since it enables researchers to perform in-depth examinations into real-life scenarios. This approach allows the researcher to collect rich, detailed data, explore the particulars of each instance, and gain a comprehensive grasp of the elements influencing gender differences in leadership roles Nikolaou, (2017). Robert  Yin, (2014) states that this kind of research is especially well-suited to the case study technique since it enables a thorough examination of intricate social phenomena in the context of real-world occurrences. By selecting a sample of organizations in Swansea where women are notably underrepresented in leadership roles, this study aims to explore particular instances in depth rather than through breadth Stake, (2013).


Even though the case study approach provides insightful information, it is critical to recognize its drawbacks and restrictions. The representativeness of the instances chosen, possible biases in data collecting, and the applicability of findings to larger contexts are all crucial factors for this researcher to carefully address. Furthermore, in case study research, ethical issues pertaining to participant privacy and confidentiality will be properly handled Ayub, et al (2019). 
A systematic and comprehensive research approach is needed to conduct a literature evaluation on the underrepresentation of women in top management positions. The researcher will successfully synthesize and analyze current literature to acquire a greater understanding of this crucial topic and potential solutions by following the procedures provided in this research article Madara and Cherotich, (2016).
Based on preliminary survey results, it appears that women have lower chances of rising to leadership positions even with comparable educational credentials. This is likely due to informal barriers including a lack of mentorship and networks that men have easier access to Smith and Smith,  (2018).


[bookmark: _Toc164677658]Research design choice.

This researcher will carefully consider the best research design to conduct a literature review that thoroughly examines the issues, contributing factors, and potential solutions related to gender diversity in leadership positions in order to investigate the phenomenon of the underrepresentation of women in top leadership roles. Choosing the right research design is pivotal to addressing the complexity of this issue comprehensively. This study explains the considerations and choices made in devising the research design for this study. To achieve the objectives of this study, a qualitative research design has been chosen. This approach of qualitative insights provides a fuller picture of the dynamic and multifaceted issues at play. The following are the reasons why this design is the most appropriate:
· Statistical Analysis: By doing this, it will be possible to identify trends, connections, and even direct causes between leadership and organisational practices Kolokolov and Monovskaya,  (2022).
· Focus Groups: These conversations with various cohorts of female workers can reveal commonalities and divergent perspectives regarding workplace dynamics and regulations.
· Case Studies: In-depth analyses of leadership practices that are recognised for having high or low gender diversity might provide insights into successful or unsuccessful strategies.
· Flexibility: As the study develops, this design will enable the researcher to modify methodology, which is especially helpful in exploratory investigations addressing the human and social dimensions.
 On the other hand, while solely qualitative designs may offer depth, they may not have the wider generalizability that comes with statistical analysis.
The scientific approach that has been selected to investigate the underrepresentation of women in senior leadership positions offers a well-rounded, resilient, and adaptable framework that facilitates a thorough examination of the ways in which different factors interact and impact this problem. The study uses a qualitative approach in an effort to provide useful advice as well as insights that can result in significant change.


[bookmark: _Toc164677659]Online Survey

· An online survey was opted for, rather than face-to-face surveying or paper-based questionnaires. Due to the time and resources available, and the efficiency of sending and collecting via a designated, purpose-built system, this process was far more beneficial. Online surveying offers convenience for the researcher and the respondent, but the downsides are there is little ability to support any difficulties in understanding the questions or how to respond, and furthermore the ability to exit the survey at any point is far easier. This supports the decision to restrict the number of questions to just ten and although this may limit the quantity of data collection Braun, et al (2021) it was felt the questions asked were comprehensive enough to complete the research.
· The online survey tool is essential for obtaining qualitative insights that support this kind of research since it can effectively collect data from a broad demography. This study explores the rationale behind the selection of online surveys, their application in this study, and their benefits Braun, et al  (2021). The online surey was selected for the following reasons: 
· Broad Reach: They can connect with participants from a variety of industries, which is essential for a study involving several organisations Evans and Mathur,  (2018).
· Cost Effectiveness: Online surveys are more cost-effective than in-person methods, enabling bigger sample sizes while still adhering to financial restrictions Toepoel,(2017).
· Standardization: To improve the data's dependability, they make sure that every participant gets the identical questions in the same format Nayak and Narayan,  (2017).
· Efficient Data collection: The data processing process is accelerated by the real-time collection of responses.

Designing the Survey
· The questionnaire was painstakingly designed with both closed- and open-ended questions. Closed-ended questions were used to collect qualitative information about the number of women in leadership positions, the pace of promotion, and the presence of gender-specific policies. The purpose of the open-ended questions was to gather qualitative information about individual experiences, opinions about organisational culture, and particular difficulties encountered when climbing the career ladder.
Distribution and Implementation
· A varied group of professional women who now hold or want to hold leadership positions were the target audience for the survey, which was disseminated through corporate partnerships, professional networks, academic groups, and social media platforms. To increase response rates, incentives like the opportunity to win a professional development session were provided.
Advantages of Online Survey in This Research
This online survey provided several advantages:
· Scalability: The capacity to connect with thousands of individuals in various sectors and regions.
· Diversity of Data: The diversity of responses made it possible for the data to reflect a range of viewpoints, which improved the findings' richness.
· Analytical Ease: Online survey data can be directly integrated into statistical software for rapid, effective analysis that lowers the possibility of human mistake and improves data integrity.





[bookmark: _Toc164677660]Literature Review as a Design

This researcher will prioritize the inclusion of empirical data and theoretical frameworks that provide nuanced insights into the dynamics of gender diversity in organizational leadership in order to ensure the rigor and depth of the literature review. The literature review can provide a rich tapestry of viewpoints and findings that inform the knowledge of this complicated subject by drawing on a varied array of studies and theoretical paradigms.
The researcher will take into account the intersections of gender with other identities, such as race, ethnicity, and socioeconomic background, in order for this research design option for the literature review on the underrepresentation of women in top leadership posts to be effective.
The study of the consequences of previous research findings and the creation of practical recommendations will be the final products of this literature review. Through a critical synthesis of the literature, the researcher will pinpoint knowledge gaps, suggest directions for future investigation, and provide evidence-based suggestions to tackle the underrepresentation of women in positions of senior management Henshaw, (2019).
This literature review as a design will among other things examine a variety of sources to identify both key findings from prior research and gaps in the current understanding. Below is an outline and brief summaries of what will be discussed.

[bookmark: _Toc164677661]




Scope and Inclusivity

· It is essential that this researcher identifies the scope and inclusivity of this research when designing this literature review. Finding pertinent scholarly databases, journals, and other sources covering multidisciplinary viewpoints from the fields of management, sociology, gender studies, and organizational behavior, among others, would be necessary to do this. This researcher will gather a thorough grasp of the underrepresentation of women in top management jobs by using a broad net Mousa, et al (2021). The boundaries of this review will be defined such as the geographical focus, the types of organizations which the researcher will take into consideration and the period of the literature to be considered. This is also supported by Fan, (2022).

[bookmark: _Toc164677662]Empirical Evidence and Theoretical Frameworks

The researcher will prioritize the inclusion of theoretical frameworks and empirical evidence that provide nuanced insights into the dynamics of gender diversity in organizational leadership in order to ensure the rigor and depth of this literature study. The literature review can provide a rich tapestry of viewpoints and findings that inform the knowledge of this complicated subject by drawing on a varied array of studies and theoretical paradigms Dlanjwa, (2018). There will also be a discussion of statistical patterns throughout time pertaining to the distribution of genders in leadership posts.



[bookmark: _Toc164677663]Intersectionality and Diversity

The intersections of gender with other identities, such as race, ethnicity, and socioeconomic status, will also be taken into account in this study design decision for the literature evaluation on the underrepresentation of women in top management jobs. In order to establish a comprehensive and inclusive understanding of the opportunities and difficulties within organizational leadership, it is imperative to incorporate literature that discusses the experiences of varied women and the influence of intersecting identities Connell, (2005).

[bookmark: _Toc164677664]

Implications and Recommendations

A study of the consequences of current research findings and the creation of practical recommendations should be the final products of the literature evaluation. This researcher will critically synthesize the literature to identify knowledge gaps, suggest directions for future study, and provide evidence-based suggestions to address the underrepresentation of women in positions of senior management Coe, et al (2019).
This study choice of an extensive literature analysis provides a solid foundation for comprehending the diverse nature of this complicated topic in the aim of addressing gender gaps in top management. By means of a methodical and comprehensive amalgamation of current information, the progression of tactics that promote increased gender diversity and parity in leadership positions within organizations.
[bookmark: _Toc164677665]


Research Paradigm

· The research paradigm will recognize the ontological level that gender differences exist inside organizational structures and that these differences have an impact on individual experiences, organizational culture, and societal standards. Within organizational hierarchies, power dynamics and possibilities are shaped by the socially constructed category of gender Kivunja, et al (2017).
· The research paradigm may include a mixed-methods approach that combines qualitative investigation with quantitative data analysis. This method enables the triangulation of data, providing a thorough comprehension of both the qualitative narratives that shed light on the underlying issues influencing women's access to top management roles and the quantitative metrics of underrepresentation Kaushik, et al (2019).
· A critical research paradigm that looks into the structural inequalities and power dynamics that exist within organizational structures will also take into account the underrepresentation of women in top management positions. This viewpoint facilitates a more thorough investigation of the structural and cultural factors impacting gender diversity in top management by encouraging research to dismantle gender stereotypes, cultural expectations, and institutional impediments that sustain the gender gap in leadership Kamal, (2019).
· Examining the ways in which gender interacts with other dimensions of variety, including age, color, ethnicity, and socioeconomic status, is made possible by adopting an intersectional approach within the study paradigm. Through recognition of the interdependent nature of many identities, the research paradigm can provide insights into the distinct experiences and obstacles encountered by women from diverse origins as they strive for positions of top management Davies, (2018).
· In order to fully comprehend the gendered dynamics within organizational leadership, it is imperative that ontological, epistemological, and methodological dimensions be incorporated into the research paradigm that is being developed to examine the underrepresentation of women in top management roles. A critical, intersectional, and inclusive research paradigm can help academics build plans for promoting gender parity and representation in senior management positions Rehman, et al (2016).
[bookmark: _Toc164677666]Population and Sample

The striking underrepresentation of women in senior leadership roles in today's global corporate environment is still a bothersome issue, reflecting ingrained gender biases and structural obstacles to gender equality. Through careful analysis, this study seeks to illuminate this matter by concentrating on the population sample that is used to investigate the numerous obstacles and difficulties that women encounter while attempting to advance to leadership positions in a range of industries Majid, (2018).
In today's world, it is crucial to investigate the underrepresentation of women in senior leadership positions in the Swansea region. The demographic sample for this kind of study would include assembling a wide spectrum of people from different organisations and sectors in the Swansea region. This could include female leaders who are now in those jobs, female leaders who aspire to be in those positions, and male equivalents and organisational representatives Stratton, (2021).
The inclusion of a varied demographic sample will enable the researcher to have a thorough grasp of the obstacles and challenges that women experience when pursuing leadership positions. From the perspective of individuals who are most directly impacted within the Swansea community, factors including gender bias, preconceptions, a lack of mentorship opportunities, and problems with work-life balance can be examined Majid, (2018).
Investigating the underrepresentation of women in senior leadership positions in the Swansea region necessitates a detailed analysis of the population sample, including a range of viewpoints and citations from earlier research that will bolster these conclusions. By bringing these significant challenges to light, the researcher aims to advance efforts to make workplaces that are more inclusive and equal for everyone.




[bookmark: _Toc164677667]Selection Criteria for the Population Sample

Careful consideration of the selection criteria for the population sample is necessary in order to examine the underrepresentation of women in top leadership posts in organisations in the Swansea area. When carrying out research of this kind, the researcher feels it is essential to recognise and specify the target population of people who will offer insightful information on this urgent matter.
Diversity is one of the main selection factors for the population sample. Inclusion of women in the Swansea region from diverse sectors, industries, and organisational sizes is vital. The researcher will obtain a thorough grasp of the difficulties faced by women in leadership across many contexts by gathering a wide range of viewpoints Finkelstein, (2003).
The degree of seniority within the organisations is another crucial consideration. Women throughout a range of professional levels, from entry-level jobs to mid-level management posts, will be included in the population sample. Because of this stratification, it is possible to analyse obstacles to progress in a more nuanced way depending on the stage of a person's career Majid, (2018).
Apart from diversity and career stage, other demographic aspects including age, education, and years of experience should also be taken into account. These factors can set the scene and assist the researcher in spotting any patterns or trends that might have an impact on women's advancement to senior leadership positions.
Additionally, this researcher will take into account the experiences of women who have overcome obstacles or hurdles en route to achieving top leadership positions. The research can provide a comprehensive understanding of the elements that support or obstruct women's progress in leadership roles by recording a variety of experiences.





The demographic sample that was chosen for this study was carefully crafted to represent a wide range of viewpoints and experiences. In order to guarantee a broad representation across many industries, including technology, finance, healthcare, and education, among others, the inclusion criteria were developed. These criteria were used to choose participants:
1. [bookmark: _Toc164677668]Gender and Leadership Role: Women who hold managerial positions today or who have held such positions during the last five years were the study's explicit audience of choice. Directors, C-suite executives, and other senior managerial roles fall under this category Morse, (2007).
2. [bookmark: _Toc164677669]Industry Diversity: In order to fully understand the range of experiences, the sample comprised individuals from multiple industries, guaranteeing a comprehensive understanding of both industry-specific and cross-disciplinary hurdles Friede and Kieser, (2008).
3. [bookmark: _Toc164677670]Career Stage and Experience: In order to better understand how obstacles and problems change over time, the sample included people in a variety of career stages, from aspiring leaders to seasoned professionals. Eng, (2003).
4. [bookmark: _Toc164677671]Methodology for Population Sample Collection: In order to obtain a broad and diverse set of data points, the population sample was gathered using a multifaceted methodology. Purposive sampling and snowball sampling methods were combined in this. In order to carefully target people who fit the requirements, purposeful sampling was essential in the early phases. By drawing from the networks of early participants, snowball sampling, on the other hand, made it possible to increase the sample size through recommendations and find additional people who met the study's requirements Parker, Scott, and Geddes, (2019).
5. [bookmark: _Toc164677672]Implications of the Population Sample: The chosen population sample provides the intricate interaction of factors contributing to the underrepresentation of women in leadership, supporting the empirical insights provided in this study. The study provides significant insights into the obstacles women encounter as well as the methods and routes they choose to traverse their career paths in leadership, thanks to its wide and varied participant pool.
This study advances knowledge of the underrepresentation of women in leadership roles by carefully examining the population sample. It does this by encouraging discussion and motivating action towards gender equality in the highest levels of business and beyond Marcus, et al (2017).






[bookmark: _Toc164677673]




Qualitative research method

This researcher and other practitioners are both extremely interested in the long-standing problem of women's underrepresentation in top management positions inside organizations. Qualitative research methodologies can be utilized to investigate the experiences, viewpoints, and obstacles encountered by women occupying leadership roles, with the aim of obtaining a more comprehensive understanding of the phenomena.
-  Exploring and comprehending the intricacies of human experiences and interactions is central to the essence of qualitative research. Qualitative research seeks to understand the underlying meanings, motivations, and social settings that impact people's behaviors and perceptions through the use of techniques including focus groups, interviews, and observation. Within the context of researching the underrepresentation of women in positions of top management, qualitative research provides an invaluable way to capture the complex experiences and obstacles that women in leadership positions confront Glesne, (2010).
-  Through comprehensive interviews with female executives, middle managers, and other significant stakeholders, this researcher will be able to collect detailed, narrative information about the gender dynamics, organizational culture, and systemic obstacles that hinder women's career progression. Furthermore, qualitative approaches enable the investigation of people's subjective perceptions and feelings, illuminating the significance of gender inequality in the workplace for both individuals' personal and professional lives Hennink, et al (2020).
-  Additionally, this researcher will be able to identify structural barriers, cultural norms, and hidden power dynamics through qualitative research that may not be immediately obvious from qualitative data alone. By meticulously scrutinizing qualitative data, the researcher can discern trends, motifs, and inconsistencies that offer a comprehensive comprehension of the multifaceted elements that contribute to the inadequate representation of women in leadership positions Merriam and Tisdell, (2015).
-  To sum up, qualitative research techniques provide a thorough and sophisticated way to look into the underrepresentation of women in positions of senior management. The researcher can obtain important insights into the lived experiences, institutional constraints, and societal dynamics that sustain gender inequality in organizations by utilizing the depth and richness of qualitative data. Scholars and practitioners can help create more inclusive and equitable pathways for women to rise in leadership roles by utilizing qualitative research approaches Crabtree and Miller, (2023).
As a result, a researcher who uses the qualitative approach must be able to comprehend words and their meanings in the same way that the situation in which they are employed makes sense. This suggests that, as opposed to explaining and forecasting a phenomenon, the qualitative approach is more interested in meaning and how a phenomenon is understood Merriam and Grenier, (2019).
The following table compares this method with the key features of the qualitative method in order to emphasize the unique qualities of this approach.
	QUANTITATIVE
	QUALITATIVE

	Makes use of big samples

	Employs smaller samples.


	Artificial environment or place

	Natural environment or site


	Permits extrapolating findings from the sample to the entire population.

	Makes it possible to extrapolate results from one similar scenario to another.


	Worried about the theory

	Interested in producing hypotheses.







[bookmark: _Toc164677674]Time Horizon

It is essential to take the study time into account because it has a substantial impact on the integrity, reliability, and research outcomes. Depending on the goals and time available for the study, it might be cross-sectional or longitudinal in nature. As is the case with this study examining the underrepresentation of women in senior management roles in businesses, academic investigations frequently have to be conducted in environments with limited time and other resources Creswell, (2017). This research's timing is extremely significant since it aligns with the increasing awareness of the need for more inclusive leadership environments. Because the results of this study are in line with larger movements for equality, they have the potential to make both scholarly and practical contributions.
The research project's comprehensive time horizon not only guarantees an organised method of addressing the intricate problem of gender inequality in leadership, but it also corresponds with more general strategic objectives to improve corporate governance and success. Along with a clearer path towards more equal leadership practices in firms in the Swansea region, this study is expected to provide a greater understanding of the obstacles.

[bookmark: _Toc164677675]


Data Collection 



Understanding the current status of gender diversity within an organization requires the use of data analysis. Companies can determine where women are underrepresented and underpaid by looking at measures like the gender makeup of leadership teams, the rates at which men and women are promoted, and pay fairness at various levels. This study offers a qualitative foundation for identifying gaps and establishing quantifiable objectives for development Lacey and Luff, (2001).
To obtain deeper insights into the causes contributing to gender inequality in leadership, additional data collection is essential in addition to existing data analysis. Finding the obstacles that prevent women from rising to senior management roles can be aided via employee surveys, interviews, and focus groups. To effectively execute measures to increase gender diversity, it is imperative to comprehend the obstacles that arise from bias in recruiting processes, insufficient growth opportunities, or uneven access to mentorship Assarroudi, et al (2018).
It is crucial to stress that it is customary to offer participants a cover letter outlining the goal of the study when conducting interviews or utilizing self-administered questionnaires in qualitative research Saunders, et al (2009).
 However, Dillman, (2012) notes that the response rate is significantly impacted by the information in the cover letter. Saunders also shares this viewpoint Saunders et al (2007), who further adds that as the cover letter is the first thing respondents read, it gives them the information they need to decide whether or not to participate in the study.
Saunders et al (2009) explains further that, even if the subjects that need to be covered in semi-structured interviews may vary from one interview to the next, a list of questions must first be established in accordance with those themes.


[bookmark: _Toc164677676]

Data collection process

A full investigation of the underrepresentation of women necessitates a detailed data collection procedure that guarantees the findings' correctness, applicability, and depth. This section describes the methods used to collect data with the express goal of comprehending the dynamics and causes of the gender gap in leadership positions in Swansea.
· Qualitative Data Collection: Qualitative insights can be gathered using; conversations to learn about the struggles and experiences of Swansea's female leaders. Focus groups with workers from various organisational levels to comprehend the dynamics of culture and any biases in work settings Willson and Miller,  (2014).
· Case study: A case study of effective policies or initiatives that have enhanced gender parity in other areas or sectors.
· Sampling: A representative sample of participants from a range of sectors, including both genders and career phases, must be guaranteed by the sampling strategy. While random sampling may be used to distribute surveys in order to prevent bias, purposeful sampling might assist in the selection of people who meet particular criteria relevant to the study's subject Rimando, et al (2015).
· Reporting and Recommendations: The last stages will entail gathering all of the data and creating an extensive report with analysis, practical recommendations, and a summary of findings. Therefore, this research will act as a basis for policy modifications, public awareness campaigns, and strategic planning aimed at improving gender diversity in Swansea's leadership.



Diversity and inclusion have emerged as critical priorities for successful businesses in the modern corporate environment. Nonetheless, there is one glaring inequality that still exists: the dwindling number of women in positions of senior management. Even with the progress made in the area of gender equality, many businesses are still unable to attain parity in leadership positions. A comprehensive approach is needed to address this issue, with data collection and analysis being key components in bringing about change Graue, (2015).






[bookmark: _Toc164677677]Objective

The goal is to gather data and perform a qualitative study to look at the reasons behind the underrepresentation of women in senior management positions to suggest tactics for advancing gender diversity in leadership. Lacey and Luff, (2001).
· Identify Prevalent Leadership Patterns: The purpose of gathering data is to investigate the gender distribution that exists now in key organisations in the Swansea region that hold leadership positions. This aids in creating a baseline of the current leadership environment against which the underrepresentation can be evaluated Smith, (2014).
· To understand perceptual Barriers: Collect qualitative information from executives and employees, both male and female, at these organisations to investigate perceptions of obstacles facing women in leadership roles. knowledge the larger social context will require a knowledge of structural impediments and deeply rooted biases. This is supported by Tiwary and Gupta,  (2022).

[bookmark: _Toc164677678]







Development of the interview guide

The interviews were designed in three major parts:
The first part of the interview questions concentrated on the learning about the circumstances and history of the underrepresentation of women in top leadership roles in organizations for example:
· Is it the lack of support and mentorship opportunities for women?
· Is it due to gender stereotyping and stereotypes? 
·  Or is it due to the issues with work-life balance that disproportionately affect women, as well as unequal access to resources and professional development opportunities?
The purpose of the second section was to list the main obstacles that women must overcome to advance to senior managerial roles within businesses. This section's primary goal was to identify the obstacles, such as the "glass ceiling," which refers to the invisible barriers that some organizations have in place that keep women from rising to the top positions and so limit their ability to advance in their careers.
The last step was getting the interview protocol ready for each respondent before the interview. This covered every query and topic that would be looked at. Because of the protocol's flexible nature, certain questions may be recorded based on how the interview went. It was necessary to ask more questions in several interviews to delve deeper into emerging topics. This strategy is backed by Eisenhardt, (2021), who contends that in situations where a fresh opportunity to gather data based on an unexpected or novel way of thinking presents itself during the study, it could be wise for the researcher to incorporate the new information if there's a chance that these modifications could offer a more solid theoretical foundation.
At the conclusion of the interview, the researcher thanked each participant and underlined that the information gathered would protect their privacy, with no identities being disclosed.




[bookmark: _Toc164677680]Data and analysis

Understanding the current status of gender diversity within an organization requires the use of data analysis. Companies can determine sectors in which women are underrepresented by looking at measures like the rates of gender composition among men and women and pay fairness at various levels. This study offers a quantitative foundation for identifying gaps and establishing quantifiable objectives for development Flick, (2013).
As in many other locations, women are still underrepresented in senior leadership roles in Swansea. This investigation aims to comprehend the processes at work in the Swansea region in particular and offers a data-driven basis for suggesting practical remedies.
Data study showed that in the Swansea area, women make up a very small fraction of executive jobs. The distribution of women leaders by sector reveals that the non-profit sector has a higher concentration of these leaders than the business sector. Lack of mentorship, gender prejudice in hiring procedures, and restricted access to professional networks are just a few of the obstacles that have been found.
The data suggests that there is a notable disparity in the representation of women in senior positions within Swansea's corporate community. The underrepresentation is more noticeable in occupations and industries with high salaries. The qualitative research indicates that organisational culture and unconscious bias substantially impede women's advancement to senior leadership roles.

To fully comprehend the underrepresentation of women in senior management positions, qualitative data gathering, and analysis are crucial tools. 

[bookmark: _Toc164677681]Research Ethics

One major problem that affects many global sectors, including the Swansea area, is the underrepresentation of women in high leadership positions within organisations. Therefore, closing this gap necessitates a careful analysis of the underlying causes and viable remedies that current research suggests in addition to the statistical reality. Strict commitment to research ethics is required because this study involves human subjects, sensitive data, and potentially significant results.
Research ethics must be upheld at all times. This entails getting each participant's informed consent, protecting their identity and confidentiality, and being open and honest about the goal of the study and the intended use of the data Friedman, (2011).
The underrepresentation of women in positions of senior leadership is essential for comprehending the causes of this inequality and formulating solutions. But conducting this kind of research has significant ethical implications that need to be carefully considered to protect everyone involved.
According to Saunders, et al (2016) research ethics are the moral guidelines that govern research to protect participants' rights, (see table below). Four factors are listed by Bryman, (2016) that this researcher needed to consider: informed permission, confidentiality, honesty, and participant safety. The University of Wales Trinity Saint David's School of Business Management's Research Ethics Committee approved the current study for ethical use. Everyone who participated got information about their rights to secrecy and privacy, as well as the fact that this research had ethical authorization from all pertinent authorities. Making sure participation is voluntary is essential, especially considering the delicate nature of conversations about individual experiences with gender bias and discrimination. The goal of the study, the questions that would be asked, how the data would be used, and the participants' freedom to withdraw at any moment without consequence were all explained in detail to each and every one of them this is also echoed by Arifin, (2018).

The validity, dependability, and precision of study findings are guaranteed by ethical research. The investigator intends to develop guidelines that uphold participant confidentiality, consent, and minimise damage in studies investigating gender differences in leadership. Maintaining trust between the researcher and participants is essential, particularly when it comes to sensitive subjects like gender discrimination.

	Ethical Principle
	Ethical Rational for Development of the Principle

	Ethical standards and impartiality of the researcher

	The impartiality and honesty of the researcher have a role in the caliber of the study. This entails speaking honestly, acting transparently, and encouraging correctness.


	Consideration for others
	Building mutual respect and trust is the foundation of a researcher's role. Researchers have a social duty to individuals who are involved in or impacted by the study that they do. Everybody has rights, and their dignity should be upheld.


	Participants' privacy

	Participants must not suffer any harm. Risks to one's mental or physical health, emotional stability, or social or group cohesiveness can all result in harm. It could manifest as embarrassment, tension, pain, discomfort, or disagreement, among other things. It could be brought on by an invasive study procedure that entails social or mental strain that raises stress or anxiety levels. In addition, promises of anonymity and confidentiality being broken, as well as harassment and discrimination, may be the cause.


	The discretion to leave and the voluntary character of participating.

	It is unassailable to refuse to take part in a research project. Along with this comes the freedom from harassment when taking part. Attempting to expand the extent of involvement beyond what is voluntarily granted is also unacceptable. Participants still have the freedom to choose how they will take part in the data collection process. This includes the ability to respond to any question or combination of questions, refuse to provide any data that is requested, change the terms of their consent, stop participating, and potentially remove any data they have already provided. 



Ethical principles Saunder et. al. (2016)
Analysing the underrepresentation of women in leadership roles in the Swansea region may provide light on more widespread workplace inequalities. To guarantee that participants are not harmed and that the research adds something constructive to the current conversation on gender equality in leadership, it is, nevertheless, based on ethical principles. The dedication to moral research methods improves the results, which is why it is so important to confront and lessen gender discrimination in the workplace.


[bookmark: _Toc164677682]Data Management

Bell, (2018) suggests that legal and ethical considerations should be made while dealing with matters of secrecy and anonymity. For instance, it is essential that data collected for social study cannot be connected to the people who submitted it.
The data for this study was handled, kept, and processed in a way that maintained its anonymity throughout the investigation in compliance with University of Wales Trinity Saint David policy and the UK Data Protection Act of 1998. Before any analysis could start, it was necessary to make sure that all personally identifiable information was anonymized using unique alphanumeric IDs. The data analysis sheets had none of the participant-related information, including addresses and department names. The researcher and academic supervisor were the only ones with access to anonymized data, and this study's objectives were the exclusive uses of the information gathered.
This researcher assumed accountability for the appropriate preservation and management of all gathered information as well as the investigator's findings. The information gathered and generated for this study was stored safely.

[bookmark: _Toc164677683]Instruments and procedures for data collection

The concept of data collection methods refers to the procedures employed to address the study objectives and queries. According to Palinkas, (2020), this might be a single technique or a mix of several. This study was qualitative in nature and gathered information from a variety of sources, including the use of case studies (Yin 2017).
Merriam and Tisdell, (2015), list six diverse sources of data to obtain the complete and rich variety of information needed to achieve their goals: documents, tangible artefacts, archival records, participant observation, and interviews. The process of gathering the data involved steps, the first of which was determining the gender of the case study participants.
Bachiochi and Weiner, (2004) state that it is essential to develop suitable tools, such as focus group themes, interview guides, and survey questionnaires. These instruments ought to be created with the goals of the research in mind. Before using these techniques widely, a small group pilot programme can assist modify research questions to better suit demands.
In order to comprehend the low number of women in leadership positions in Swansea, a thorough and methodical approach to gathering data is necessary. In addition to highlighting existing inequities, this research will open the door for inclusive growth and equality in the professional scene by integrating several approaches and upholding ethical norms.


[bookmark: _Toc164677684]Reliability and Viability
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Reliability

-Reliability is the degree to which findings hold up over time and provide an accurate picture of the entire population being studied. A research instrument is deemed dependable if its findings can be replicated using a comparable approach Joppe, (2000).

· The issue of gender inequality, namely the low percentage of women in managerial positions within companies, has long attracted the interest of academics, decision-makers, and business executives. To comprehend this imbalance, many research projects have been launched with the goals of determining viable remedies, assessing impacts, and diagnosing causes. Nonetheless, the validity and dependability of such studies are essential for correct understanding of the problem at hand as well as for providing guidance for practical and long-lasting reform initiatives.

·  The consistency of a measurement test or research study is referred to as reliability. Reliability in the context of examining the underrepresentation of women in management jobs guarantees that the research would provide comparable results if it were repeated under the same circumstances. This is crucial for several reasons. It first ensures that the results are not the result of anomalies or mistakes. Second, it strengthens the argument for addressing gender gaps in managerial roles by confirming the veracity of the data. Roberts and Priest, (2007).

· For example, a longitudinal study that tracks women's advancement into management over time yields more accurate statistics than a one-time survey. It takes into consideration patterns, oscillations, and changes in organizational culture or policy that have an impact on the representation of women in leadership roles Kennedy, (2022).

· The degree to which a measure's scores accurately reflect the variable it is meant to assess is known as its validity. Reliability is one aspect that this researcher has taken into consideration. Researchers should be more assured that the scores accurately reflect the data when a measure exhibits strong test-retest reliability and internal consistency. But there must be more to it, since a metric may be perfectly legitimate but incredibly trustworthy Price, et al (2015).
· An assessment of validity is derived from a variety of sources of data. Factors such as the measure's validity, its coverage of the construct of interest, and the fact that the scores it generates relate to other variables they should be correlated with rather than with conceptually distinct variables are among the pertinent evidence Roberts and Priest, (2006).


· A systematic theory of validity has defined positivism to some extent, and the conventional criteria for validity have their roots in this tradition. Validity was a concept that existed within positivist language and was the outcome and completion of various empirical ideas, including, but not limited to, universal laws, evidence, objectivity, truth, actuality, deduction, reason, fact, and mathematical data Winter, (2000).
[bookmark: _Toc164677687]Challenges to Reliability and Viability

· There are various obstacles to overcome for research on the underrepresentation of women in management jobs to be dependable and viable. These include the intricacy of determining the impact of adopted solutions, biases in data collecting and analysis, and gradual changes in organisational policies and procedures. Furthermore, performing consistently disaggregated research becomes more challenging due to the variability within the category of women itself, which takes into consideration aspects like age, race, and ethnicity Mounteney, (2010). 
· To overcome these challenges this researcher had to adopt rigorous methodologies, utilize diverse data sources, and apply intersectional lenses in analysis.
· The topic of women's underrepresentation in managerial roles is complex and warrants further research. Establishing the dependability and feasibility of this kind of study is crucial to laying a strong basis for comprehending and resolving gender differences in organisational leadership. This researcher believes that going forward, the emphasis should stay on conducting studies that not only shed light on the issue but also help create inclusive and equal workplaces for people of both genders.
[bookmark: _Toc164677688]
Limitations of the research

· Research on the underrepresentation of women in positions of senior leadership in companies is essential for figuring out obstacles and creating change-management plans. Like any field of study, this study too it has its limitations, though. Here are a few typical limitations on this field of study.
· [bookmark: _Toc164677689]Intersectionality:  The study, like many others on the underrepresentation of women in leadership roles, generalised women as a homogeneous group, ignoring variations in socioeconomic level, age, race, and ethnicity. This neglect frequently results in a lack of comprehension of how women's paths to leadership are impacted by intersecting identities Crenshaw, (2013).
· [bookmark: _Toc164677690]Causal Complexity:  Finding the incidental causes of women's underrepresentation in senior leadership positions is a challenging task. A few examples of factors are policy contexts, human choice, societal standards, and organisational culture. Research findings are limited in their conclusiveness since it is difficult to disentangle these elements and uncover distinct causal pathways.
· [bookmark: _Toc164677691]Limited Scope and Lack of Generalization: One of the difficulties with this research was that it was frequently too broad, which made generalizability problematic. Studies like this one and others tend to focus on industries, regions, and kinds of organisations, which could distort a thorough grasp of the issue. Eagly Carli and Carli,  (2007).
· [bookmark: _Toc164677692]Crose-Section Design Predominance: Another major drawback was the preponderance of cross-sectional study designs in this field of inquiry. While providing snapshots of the current condition of leadership diversity, such methodologies fall short of capturing the historical development of gender dynamics in leadership, which obstructs a deeper understanding of advancements and persistent obstacles Carli and Eagly, (2007).
· [bookmark: _Toc164677693]Methodological Issues and Access to Data: There are many obstacles in the way of collecting data on leadership roles, such as gaining access to senior executives and using self-reported metrics that could be prejudiced. Further obstacles to thorough research include the complexity of leadership performance and organisational culture, which are hard to measure Freeman, (2019).
· [bookmark: _Toc164677694]Future Directions: Addressing these obstacles is critical as the corpus of research on women's underrepresentation in leadership expands. To fully capture the complexity of gender dynamics in leadership, future research should aim for larger geographic and sectorial coverage, include longitudinal designs, and strike a balance between quantitative analysis and qualitative insights. Research findings can be made more robust and relevant by including intersectional viewpoints and using creative data collection techniques.
· By adopting these analytical advancements, we may better understand the reasons behind women's continued underrepresentation in leadership positions and develop more impactful initiatives to advance gender equality within and outside of the corporate sector.
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CHAPTER FOUR
[bookmark: _Toc164677696]FINDINGS

The purpose of this study was to identify the variables that contribute to the underrepresentation of women in senior management roles in the Swansea region's corporate sector. The study's qualitative online questionnaire and data analysis have brought to light a number of important obstacles that prevent women from advancing into leadership positions. The results point to a complicated interaction between societal, organisational, and individual factors that may be causing Swansea's low percentage of female leaders. This is consistent with the intersectionality theory, which holds that different social category—like gender, race, and class—intersect to produce distinct dynamics and obstacles Crenshaw (1989). 
Rich qualitative insights that might not have been as available through other research approaches were supplied by the case study method. But there are drawbacks to this approach as well, such as possible researcher bias and difficulties with generalizability Flyvbjerg, (2006).


· Structural Barriers: The study discovered that women's ascent into leadership roles is significantly hampered by institutional hurdles. These include of, but are not restricted to, tight work schedules, a dearth of policies that support families, and the underrepresentation of women in positions of management. These challenges frequently compel women to choose between advancing in their careers and taking on additional personal or family obligations This is supported by Schwanke, (2013).
· Cultural Norms: Social expectations and cultural standards also significantly contribute to the barriers that prevent women from achieving leadership positions. stereotypes pertaining to gender roles. Preconceived notions about gender roles frequently lead to prejudices against women's aspirations and self-perception.
· Pipeline Issues: The report highlights the "leaky pipeline" problem, which states that women are less likely to advance to senior leadership roles even though they have a same amount of education as males. This is frequently caused by a variety of elements, such as but not exclusive to professional growth chances, networking possibilities, and mentorship programmes.
· Leadership Bias: Women who demonstrate distinct but equally effective leadership styles may be at a disadvantage due to the prevalent bias in favour of masculine leadership traits. This unconscious bias can affect the recruiting, promotion, and assessment procedures.

· [bookmark: _Toc164677697]Lack of Diversity Initiatives: A significant number of women who completed the online survey voiced concerns about their employers' insufficient diversity initiatives. There seems to be a lack of dedication to developing welcoming work cultures that actively promote equality and diversity. This deficiency is most noticeable in the rules and procedures that could facilitate more equitable representation in positions of top management.
· [bookmark: _Toc164677698]Glass Ceiling Issues: For many individuals, the glass ceiling continues to be a major obstacle in their working lives. Even with the necessary training and credentials, women in the Swansea region often confront imperceptible obstacles to career advancement that their male colleagues do not appear to experience. This issue is most noticeable in fields that have historically been dominated by men, where systemic and historical biases still prevent women from achieving their full potential.
[bookmark: _Toc164677699]Insufficient Leadership Development and Training Programs: 

· [bookmark: _Hlk164516970]The absence of easily accessible leadership development and training programmes is another important concern brought up by the respondents. Women believe there aren't as many opportunities as possible for women to develop their abilities in a way that gets them ready for leadership positions. Furthermore, current initiatives are frequently not designed to capitalise on the particular advantages that women offer or to address the particular difficulties that they encounter at work. This is also encored by Sonnino, (2016) who states that women still have high aspirations and want to hold leadership roles in businesses (Sanders et al., 2011). However, What urgent problems are preventing qualified women from advancing to the highest levels of organisations and receiving promotions? Despite recent major increases in women's education, some studies explain the lack of women in management roles to a lack of educated women. Sonnino, (2016) further states that this inflexible mentality, which is prevalent in societies where men predominate, prevents women from advancing to positions of top management and leadership in the corporate hierarchy. 

· [bookmark: _Toc164677700]Perceived Inadequacy of Support Networks: Organisational support systems are sometimes thought to be insufficient. According to those surveyed, women have less access to sponsorship and mentoring, two things that are essential for career growth. Their exposure to strategic opportunities is restricted and their prospects of being chosen for leadership roles are diminished due to their weak professional networks Kassotakis, (2024).
[bookmark: _Toc164677701]Recommendations Based on the Findings

1.Strengthen Diversity and Inclusion Initiatives
To make sure their diversity and inclusion initiatives are strong and successful, organisations should review and improve them. This entails establishing precise diversity objectives, putting in place thorough training on unconscious bias, and making sure that fair hiring and advancement procedures are followed Cook and Glass, (2014).
2. Addressing the Glass Ceiling Directly
Businesses must recognise and take action against the unique problems that the glass ceiling presents. Among the tactics could be open and honest career development routes, frequent evaluations of promotion standards to remove prejudice, and more responsibility for managerial choices  Glass and Cook, (2016).


3. Expand Leadership Development Opportunities
Creating and offering easily available, first-rate leadership development and training programmes tailored to the needs of women can assist equip them for positions in top management and executive positions. Additionally, these programmes must to provide direction on managing corporate culture and creating powerful networks  Jackson, (2001).
4. Cultivate Robust Support Networks
Promote the creation of sponsorship and mentorship programmes that are open to women in all professional stages. These kinds of programmes ought to connect women with leaders both inside and outside their businesses in order to cultivate connections that may lead to professional growth.
5.Challenge and Change Cultural Stereotypes
It is imperative to support initiatives that strive to dispel gender stereotypes and advance a culture that recognises the diversity of leadership styles. Programmes for training on unconscious prejudice and inclusivity may fall under this category.

6.Enhance Mentorship and Networking Opportunities
More women achieving leadership roles can be facilitated by establishing mentorship programmes aimed at early to mid-career women. Furthermore, networking tools can assist women in forming important professional connections. This is also supported by Mitchell, (2018).
7. Implement Flexible Work Policies
To help all employees maintain a healthy work-life balance, organisations should implement more flexible work arrangements, such as remote work opportunities, flexible scheduling, and extensive family leave policies Ballenger, (2010).
8. Expand Leadership Development Opportunities
Creating and offering easily available, first-rate leadership development and training programmes tailored to the needs of women can assist equip them for positions in top management and executive positions. Additionally, these programmes must to provide direction on managing corporate culture and creating powerful networks.
9.Development of clear, measurable goals for increasing gender diversity in leadership within organizational strategic planning.


[bookmark: _Toc164677702]



CHAPTER FIVE


Summary and Conclusion

A multitude of intricate variables contribute to the underrepresentation of women in senior management positions in the Swansea region, such as the absence of diversity initiatives, structural problems associated with the glass ceiling, and inadequate chances for leadership development. All parties involved must work together to create significant changes that will guarantee equitable chances for everyone in order to remove these obstacles. This is also ecored by (Kulik, and Rae,  (2019). Furthermore, not only do women who are directly impacted by the underrepresentation of women in top leadership positions lose out, but companies as a whole also lose out on this potential. Diverse leadership teams are more likely to generate original ideas and make better decisions because they bring a wealth of viewpoints to the table. By removing the structural obstacles that prevent women from advancing into leadership positions and promoting an inclusive workplace culture, we can help women reach their full potential and clear the path for a more just and prosperous future.  
The findings of this study highlight the necessity of implementing focused interventions across various domains, including organisational policies, social perspectives, and support networks, in order to tackle the gender gaps in leadership in Swansea. Future studies can look into interventions that have worked well in different areas or broaden the geographic reach.
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CHAPTER SEVEN
Appendices
In order for research to result in benefit and minimize risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications.” As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher.”

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see the Checklist for details of the process for different categories of application. 

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Victor S. Nasinda

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☒


	3
	Institute/Academic Discipline/Centre:
	
University of Wales Trinity St. David

	4
	Campus:
	
Swansea

	5
	E-mail address:
	
1204044@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07931445245

	
	For students:

	7
	Student Number:
	1204044

	8
	Program of Study:
	Leadership in Business Management

	9
	Director of Studies/Supervisor:
	James Moore






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology). Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators, then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators, then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address.

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☒

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES, then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organization?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organization
	10
	Does this organization have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If yes, please attach a copy of any final approval (or interim approval) from the organization (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Why are their fewer women in top management roles in the corporate word

	2
	Proposed start date:
	17th November,2023
	Proposed end date:
	3rd May, 2024

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain.
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity
To outline the objectives, methodologies, and significance of this research. It will help identify the gap in knowledge that this research proposal aims to address. The proposal provides a roadmap for the research, outlining the research question, objectives, and research design. The proposal of the research will outline the resources required, such as access to data.


(this box should expand as you type)

	4
	Research Question

The research question is why their fewer women in top management roles in the corporate world are.

(this box should expand as you type)

	5
	Aims of Research Activity
The research aims to generate new knowledge, contribute to existing knowledge, or challenge and expand upon current theories or understandings on why there are fewer women in top management roles in organizations. The research will address specific problems and challenges.

(this box should expand as you type)

	6
	Objectives of Research Activity
The objectives of this research are to have specific goals or targets that this researcher aims to achieve through this research. This research aims to investigate and explore this question of interest. The aim is to gain a deeper understanding of the subject.

(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	The proposal will include survey methods which will involve gathering data from a sample population using questionnaires or interviews. The techniques may include structured questionnaires. The qualitative method will be used by exploring subjective experiences, meanings, and interpretations. The techniques will include interviews, focus groups, and content analysis. The literature review methods will be used to evaluate and synthesize existing research literature. Techniques will include systematic literature reviews, meta-analysis, and content analysis.

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	Swansea area and the surrounding areas.

	
	Research activity outside of the UK.
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g., from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research, then please state this.

	9
	N/A



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☒
	☐

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☒
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	
The research and evidence will be useful to help Welsh organizations to understand the importance of development female leadership and provide some practical help in how to do this.

(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☒
	☐

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally, or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent, or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:


(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	

5 participants from five different back grounds or organizations
(this box should expand as you type)

	11
	Who will the participants be?

	

Selected women from different back grounds/organizations
(this box should expand as you type)

	12
	How will you identify the participants?
	

Randomly
(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☒

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☒

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	

(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☒

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	

(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form. 

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organizational information

	
	Risk to participants:

(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing, or upsetting topics (e.g., sexual activity, drug use) or issues likely to disclose information requiring further action (e.g., criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g., helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:
.


(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:


(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available, please write “Pending;” in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	NO☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	
(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	
☐
	
NO☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	
(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e., in paper form)?
	☐
	☒

	6
	University computers?
	☒
	☐

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymization and pseudonymization:

	
	
The data will be stored in password protected files.
(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organizations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails, or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	

(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so, please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Victor S Nasinda
	Date:
03/11/2023



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	James Moore
	Date:

12/11/2023

	3
	Signature:
	
[image: A wire with a knot

Description automatically generated]
	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☒
	I have attached a copy of final/interim approval from external organization (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate) ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above-named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore, it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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ONLINE SURVEY FORM
THE UNDERREPRESENTATION OF WOMEN IN TOP LEADERSHIP ROLES IN ORGANISATIONS
 
 
 
 

 
 
 
  What do you think are the main obstacles standing in the way of more women achieving senior management roles in organisations?  
Option 1
Clear selection
  Have you seen or experienced gender bias in the workplace first-hand, which hinders women's advancement into leadership positions?  
Option 1
Clear selection
  Do you believe that men and women are viewed differently when they exhibit leadership abilities in a corporate setting?  
Option 1
Clear selection
  How significant do you believe mentorship programmes are in assisting women in achieving positions of upper management?  
1
2
3
4
5
Clear selection
  What programme, in your opinion, should organisations put in place to encourage gender diversity in positions of leadership?  
Your answer
  Do you think there is a deficiency of female representation in the leadership talent pipeline?  
Option 1
Clear selection
  What part, in your opinion, does unconscious bias play in the low representation of women in positions of high management?  
Option 1
Clear selection
  Have you observed any effective tactics used by businesses to boost the proportion of women in senior leadership positions?  
Option 1
Clear selection
  What actions, in your opinion, should people do to encourage and support gender diversity in positions of senior management within organisations?  
Your answer
Option 1
Clear selection
Submit
Clear form

Bottom of Form
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What are the top barriers to women in leadership?

In your view, what are the biggest barriers preventing women from reaching senior leadership positions in
your organization?
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