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Abstract
The purpose of this study was to investigate the significance of the glass ceiling theory for women’s underrepresentation of women on corporate boards within the UK. In order to reach this aim the following objectives were developed;

Objective 1: Identify and critically analyse the various career barriers women face in UK organisations today.
Objective 2: Interpret and analyse how the perceptions of managers differ with regards to the glass ceiling theory.
Objective 3: Identify the recent developments and initiatives that have contributed to improving the representation of women on corporate boards within the UK.

In order to satisfy the research objectives both primary and secondary research was carried out, consisting of an extensive literature review, and the gathering of data through online questionnaires, and semi-structured interviews. 

As a result of this research, it was discovered that there are organisational career barriers, consisting of organisational culture, stereotypes, and maternity, along with personal career barriers, including work-life balance, confidence, and the queen bee syndrome facing women in the UK workforce today, which were all considered to be contributing to the underrepresentation of women on corporate boards. Along with this, primary research highlighted that legislative action would make little to no impact on women’s opportunities, and the removal of barriers may be the only way to increase the representation of women. 

Through the analysis of both primary and secondary research, it was concluded that the glass ceiling was considered to still be present within the UK, however, the acknowledgment of positive change was made. Suggesting that the glass ceiling was no longer the most significant factor in women’s underrepresentation on corporate boards, and the personal career barriers stated are contributing largely to the on-going issue.  
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[bookmark: _Toc292374746]1.0 Introduction 
Arguden (2012) states that board diversity is critical to sustaining performance, and expanding the composition of the board expands perspectives at the top. Research by Catalyst highlighted the importance of gender diverse boards in 2004, when findings revealed companies with higher representation of women on boards had enhanced corporate reputations, and also achieved significantly higher financial performance, which included, return on investment capital, return on equity, and return on sales (Stephenson, 2004). Furthermore FTSE listed companies with more than 20% female representation had both higher operational performance and share price, yet in the UK women continue to be underrepresented on corporate boards, with Owen (2014) and Vinnicombe (2009) attributing the on-going issue to the glass ceiling theory. 

Since 1986 the term ‘glass ceiling’ has been a major topic of discussion, highlighting women’s continual struggle to reach positions, and attain equality with their male counterparts (Pynes, 2013). Morrison et al (1987, p.103) define the glass ceiling as “the artificial barriers based on attitudinal and organisational bias that prevents qualified individuals from advancing upwards into management-level positions”.

In the UK today less than 25% of FTSE100 companies board members are made up of women (Vinnicombe et.al, 2014), and recent reports by the Global Gender Gap have continued to highlight the UK’s lack of improvements in workplace equality. Currently holding 26th place in the ranking league table, the UK has fallen 17 places since 2006, and with significantly less women in senior management than Norway and Sweden, this suggests that other countries are improving, but the UK are not making the same changes needed to improve women’s representation on corporate boards (Barber, 2013). Along with this in 2011 the Equality and Human Rights commission suggested at the current rate of change it will take more than 70 years to achieve gender-balanced boardrooms within UK organisations (Buckalew et al, 2012). 

Therefore determining whether it is in fact a metaphoric glass ceiling or various other barriers preventing women reaching higher success needs to be established. Unless measures are taken to investigate systematic reasons for women’s underrepresentation on corporate boards, the glass ceiling issue will continue to be debated (Heweltt, 2010). The purpose of this dissertation will therefore be to investigate the various barriers facing women in work today, and how these barriers are contributing to the underrepresentation of women on corporate boards.  

[bookmark: _Toc292374747]1.1 Aim and Objectives of Research
The overall aim of the following dissertation will be to investigate if the glass ceiling is still a significant factor for women’s underrepresentation on corporate boards within the UK today. In order to achieve this aim a set of research objectives have been developed in order to focus the research. 

Objective 1: Identify and critically analyse the various career barriers women face in UK organisations today.
Objective 2: Interpret and analyse how the perceptions of managers differ with regards to the glass ceiling theory.
Objective 3: Identify the recent developments and initiatives that have contributed to improving the representation of women on corporate boards within the UK.

[bookmark: _Toc292374748]1.2 Research Methods
In order to achieve the objectives various methods of research will be employed. Greener (2008) believes the most suitable data collection approach combines mixed methods, in which elements of both qualitative and quantitative data will be collected. Therefore research will firstly begin with secondary research in the form of an extensive literature review, which will inform the content of the primary research consisting of both online questionnaires, and semi-structured interviews. 

Online questionnaires were selected to collect quantitative data as this approach allows a quick and inexpensive way of collecting a considerable amount of standardised data, from a wide variety of respondents (Collis & Hussey, 2009). The semi structured interviews will then be designed pertaining to questionnaire results in order to gather qualitative data. This will enable the researcher to expand on reoccurring themes from the questionnaire analysis, and in turn effectively investigate the significance of the glass ceiling theory (Lancaster, 2005). 

The sample deemed most appropriate to the cross sectional study will consist of both male and female middle and senior managers, within private sectors organisations in the UK in order to achieve the overall aim of the dissertation.

[bookmark: _Toc292374749]1.3 Dissertation Structure
The following dissertation will firstly present a literature review, critically analysing the opinions on the glass ceiling theory, and highlighting various career barriers facing women in the workforce presently. It will also consider recent developments contributing to improve women’s representation on corporate boards. Thereafter the research methodology for the study will be outlined and justified, along with the process of data collection and ethical considerations. Following this is the presentation and analysis of results, which will then be compared with the literature in order to make an appropriate conclusion, and answer the research question, along with suggested recommendations for further research. 
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[bookmark: _Toc292374750]2.0 Review of Literature 
An extensive amount of literature has been published regarding the glass ceiling theory over the past 28 years, and within the UK the debate surrounding this issue is ongoing. The following chapter will review critically the relevant published literature surrounding the glass ceiling theory within the UK, including books, journals, reports, and newspaper articles. Although the literature covers a wide variety of information, this review will focus on three main themes.

Theme 1: Theoretical background. 
Theme 2: Critical perspectives.
Theme 3: Gender equality legislation.

[bookmark: _Toc292374751]2.1 The Development of the Glass Ceiling Theory
In 1986 Carol Hymowitz and Timothy D. Schellhardt were the first to coin the phrase ‘glass ceiling’ in a Wall Street Journal article (Quast, 2011). Since then term has been a major topic of discussion around the world, highlighting women’s continual struggle to reach senior management positions, and attain equality with their male counterparts (Pynes, 2013). In 1987 Morrison et al defined the glass ceiling as “the artificial barriers based on attitudinal and organisational bias that prevents qualified individuals from advancing upwards into management-level positions” (Morrison, et al, 1987, p. 103). Browne (2002, p.36) has more recently defined the glass ceiling as “a metaphore intended to describe the invisible barriers to women’s achievement of the highest corporate levels”, suggesting that the glass ceiling has now become a concept directly linked to gender inequality. 

The Office for National Statistics stated in 2014, that although gender equality has steadily improved over the last 40 years in the UK, with significant improvements regarding women’s representation in the workforce, there is continued debate as to the existence of a glass ceiling, and the reason for this is that women continue to be underrepresented in the most senior roles, such as at corporate board level (Hossack, 2014). With little critical reflection on the glass ceiling theory, Heweltt (2010) argued that unless measures are taken to investigate systematic reasons for women’s underrepresentation in management, the glass ceiling issue will continue to be debated. Therefore determining whether it is in fact a metaphoric glass ceiling or various other barriers preventing women reaching higher success needs to be established (Heweltt, 2010).

[bookmark: _Toc292374752]2.1.1 The Business Case for Gender Diverse Boards 
Although steps have been taken to improve female representation on corporate boards, in 2014 the UK fell out of the top 20 Global Gender Gap report since it first began reporting. Falling steadily since 2006 this suggests other countries are improving but the UK are not improving quickly enough (World Economic Forum, 2014). Ann Francke, chief executive of the Chartered Management Institute (CMI) argues that women have continued to surpass their male counterparts academically, and their underrepresentation on corporate boards is draining organisations of a whole talent pool, potentially preventing organisations from greater success (Webb, 2014). This view is supported by a study which examined 215 organisations over a 19 year period, which concluded that companies with a higher number of women executives outperformed competitors with less female representatives (Morrison et al, 1987). Furthermore evidence highlighted that the inclusion of women on boards has a direct and positive impact on a company’s bottom line and risk management (Bilimoria, 2007). Brammer et al (2009) argue that the business case for increased women on boards not only conveys improved performance, but organisations also have the opportunity to access a wider range of talent, and a more diverse board reflects the diversity of their stakeholders. However Reciniello (2011) disputes this, stating that having the right people at board level is imperative to staying competitive regardless of gender.

[bookmark: _Toc292374753]2.1.2 Critical Theories 
During the 21st century, various theories have been developed in order to explain the underrepresentation of women on corporate boards. For example, dismissing the claims that a glass ceiling is still present today, Eagly and Carli (2007) believe an improved metaphor for women’s underrepresentation is a career labyrinth. Developed in 2004 the theory highlights women’s struggle in the workplace by conveying the complexity and variety of barriers that can appear along the way to the top, such as work-life balance, confidence, and culture, emphasising that it requires persistence and analysis but is still achievable. A recent statement from Minister for Women Jenny Willott supports this assumption stating that women face barriers at every stage of their career, nevertheless improvements in representation are becoming apparent (CMI, 2014).
In contrast Hilary Devey, CEO of the Pall-Ex group, indicated that overemphasising a glass ceiling is the real problem, and if women would stop complaining and start aiming, then improvements would ensue (Glennie, 2012). This belief has previously been identified by Schein (2007), affirming that the weight placed upon the rationale of a glass ceiling as a major psychological barrier to women’s advancement, which is also acknowledged by Powell and Butterfield’s (2003) belief that women’s work-related attitude will be affected by the belief in an invisible barrier.

Feigenbaum and Hafer (2012) would disagree with this notion, stating that despite women’s achievements there is still a glass ceiling preventing advancement into senior positions. In agreement Reeves (2010) states that despite the continued efforts and critical theories the glass ceiling is still prevalent throughout the world in government, academia, and corporate organisations. Williams (2010) also argues that individuals who are not affected by the issue do not recognise that it is a problem, and marginal improvements that are being made are masking the underlining problem that is gender inequality. 

However theorists who dismiss the concept of the glass ceiling include Simpson and Altman (2000) who argue that the glass ceiling concept is time bound due to a lack of women with the appropriate qualifications rather than gender discrimination. Ordinarily senior executive positions require 25 years of continual work experience along with a graduate degree, which many women of working age do not currently possess. In the 1970’s when today’s CEO’s were graduating, fewer than 5% of MBA’s were being awarded to women. In stark contrast today however nearly 35% of MBA graduates are female (Finn, 2012), indicating that in 20 years time gender equal boardrooms may be a reality, hence a time bound glass ceiling (Simpson & Altman, 2000). However the above was stated in 2000, and nearly 15 years later the number of women on boards is still extremely low when taking into consideration that women make up 51% of the population (ONS, 2013). 

In contrast to much of the above Whiston and Bouwkamp (2003) argue that the presence of the glass ceiling phenomenon is still apparent, and there are two ways in which a glass ceiling is created for women in the workplace. Firstly the original attitudinal glass ceiling produced by external ‘organisational’ barriers and secondly a self-imposed glass ceiling caused by internal ‘personal’ barriers, which both contribute to women’s underrepresentation on corporate boards. This theory was also supported by Nicolson (2002) who states that these barriers contribute to the glass ceiling phenomenon, whether it is in fact direct discrimination from organisations or the struggle between balancing work and home life, various barriers negatively affect the progression of female career paths. Suggesting the emphasis previously placed on the ‘attitudinal and organisational bias’ is essentially made up of many varying factors. Others also state there are internal barriers created by women themselves, and external barriers created by the organisation, suggesting that the original glass ceiling is no longer as significant as ‘personal barriers’ facing women (Byrd & Scott, 2014). 

[bookmark: _Toc292374754]2.2 Organisational Barriers
Schein (2010) defines the external barriers Whiston and Bouwkamp discussed as organisational culture, and gender roles and stereotyping. The previously mentioned will be critically discussed below along with the inclusion of maternity and motherhood, which O’Connor and Wright (2013) suggest is still a major workplace barrier facing women today.

[bookmark: _Toc292374755]2.2.1 Organisational Culture
Organisational culture can be defined as “the shared values, principles, traditions and norms that influence the way organisations members act” (Robbins, et al, 2012, p. 97). Additionally Schein states that culture consists of “the way we do things around here” (Schein, 2010, p. 15). 

It could be argued that one of the most resistant barriers facing women regarding organisational culture is ‘the old boys network’ (an informal group of those in power with similar characteristics) (Adams & Ferreira, 2009). Furthermore Vianen and Fischer (2002) reveal that masculine cultures consist of hidden assumptions, and tacit norms that exclude women, with Wood (2009) suggesting that masculine cultures may be a possible explanation for the persistance of the glass ceiling phenomenon.

Hurn (2012) argues that companies themselves maintain they have a duty to their shareholders to appoint the best candidate for the job, regardless of sex. However if male culture is instilled in a company this is more difficult than it seems. Minister for Women Maria Miller (2014) states that companies need to be honest that the culture in Britain is not neutral and it is still "white, male and heterosexual". Furthermore HSBC CEO Stuart Gulliver announced in 2013 Britain is “too male and too pale for our own good”, and discriminating against women is really a poor business decision (Haslett, 2013).

However Rutherford (2011) argues that male dominated cultures are beginning to change, as the lobbying for gender equality in the boardroom is continuing. Although Rutherford does suggest that male cultures remain in certain industries, suggesting that the barrier continues to be an on-going impediment for women’s progression. 

[bookmark: _Toc292374756]2.2.2 Maternity and Motherhood
O’Connor and Wright (2013) identify that organisations still discriminate on the basis of maternity, and this can affect women’s career paths substantially. Daurka (2014) argues that employers refrain from promoting female employees of a certain age due to the conclusion that they are ultimately going to start a family, and their careers will no longer be a priority. Evidence of this was displayed in a study carried out by Slater & Gordon, which identified that 70% of women felt they were taken off their career path by maternity, in many cases with promotions given to a less qualified colleague. Along with this over 500 managers were surveyed anonymously, with results showing 40% admitting they would rather employ a man than a woman of childbearing age, due to fear of them leaving the company for up to a year, or even leaving all together (Rubenstein, 2014).

However it must be noted that 60% of the respondents above did not state that they would refrain from employing women of a certain age, and various companies within the UK now have initiatives in place aimed at women returning to work after pregnancy, in order to introduce them back into the workplace and rebuild confidence, increasing the probability of retaining the employee (Sullivan, 2015). 

[bookmark: _Toc292374757]2.2.3 Gender Roles and Stereotyping
Recent research carried out by Catalyst titled “women take care, men take charge: stereotyping of U.S. business leaders exposed” put a spotlight on how gender stereotyping acts as a barrier in business (Catalyst, 2005). Atewologun and Doldor (2013) state women are deemed to be more dependent and emotional, whereas men are seen as strong and independent, deeming women inappropriate for corporate board positions.  

In 1973, prior to the glass ceiling theory’s initial debate, Virginia Schein developed the Schein descriptive index, in which a study was undertaken wherein both male and female management undergraduates were asked to define the characteristics of a successful manager. Results discovered traits associated with managerial success such as powerful, competitive, and focused were more likely to be held by males, which then developed the notion ‘think manager, think male’ (Schyns & Meindl, 2005). This was further supported by Heilman’s 1983 ‘lack of fit’ theory based on the understanding women do not have the traits needed to become a successful leader (Ostroff & Judge, 2007). 

Although these theories were developed over 30 years ago, in 2003 theorist Sczesny (2003) highlighted that male managers remained sceptical of women’s leadership abilities, affirming a belief that men are superior leaders, due to their natural leadership qualities. However Rubenstein (2014) argues that there is no significant difference in the way men and women lead, and in support of this a UK study found there are no differences in directive, consultative and participative leadership styles between men and women, suggesting this is an outdated stereotype (Oshagbemi & Gill, 2003).

[bookmark: _Toc292374758]2.3 Personal Barriers
However, Whiston and Bouwkamp (2003) argue that the simplistic theory of one definitive glass ceiling facing women today is often more complex. The theorists dispute that the uncontrollable organisational barriers facing women are the only reason for women’s underrepresentation, and propose that there are controllable barriers, which are also a factor of the on-going issue. These internal barriers are defined as work-life balance and confidence (Byrd & Scott, 2014), and furthermore Staines (1973) believes these barriers extend to the queen bee syndrome. 

[bookmark: _Toc292374759]2.3.1 Work-Life Balance
In 2014 Price Waterhouse Cooper developed the 28-40 project, in which 25,000 people were surveyed in order to establish reasons women are not reaching their full potential along their careers. Within the results 69% of respondents stated society expects women to put family before their career, along with 66% believing work needs to be their priority if they are to advance in their career (PWC, 2014). 

Eikhof (2012) has discussed women’s continued battle between work and home life, stating women’s careers are usually put on hold as society deems them to be the primary caregivers. Kumra et al (2012) state that work-life balance is often oversimplified, and the challenges that face women are far more complex. Walsh (2007) even challenges the notion of work-life balance, declaring there is no such thing as work-life balance, there are work-life choices and individuals have to make them.

However the five female CEO’s within the FTSE 100 all have children, suggesting work-life balance may not affect women’s career paths, although they admit returning to work as soon as possible after a very brief maternity leave (Cohen, 2014). Llewellyn states that women are being disingenuous in thinking they can take long career breaks to have children and still reach senior management, and believes women are able to have families but must continue working if their goal of reaching the top is to be achieved (Hodge, 2012). Although the argument may be presented that successful women can afford to pay for increased help, such as nannies, to manage work and home life, therefore suggesting that the work-life balance struggle is present, although there are ways in which this can be managed if a women has the resources (Dines, 2012).  

[bookmark: _Toc292374760]2.3.2 Confidence
In order to explain women’s underrepresentation of women on corporate boards Schuller developed the Paula principle, an evolution of the Peter principle, which denotes that women work below their level of competence, with Schuller stating that women often lack the self confidence to put themselves forward for promotion (Bimrose, et al, 2015). This theory is supported by McGovern (2013) who believes women will only put themselves forward if they meet 80% of the job criteria, whereas men will put themselves forward if the fulfill just 20%. Evidence of this was established by the Institute of Leadership and Management in 2011, in which findings show there are on average, less women applying for senior roles than men, resulting in a higher chance of a male acquiring the position (ILM, 2011). 

Although, as previously mentioned by Powell and Butterfield (2003), the lack of confidence presented by women may be due to their belief in a glass ceiling, which suggests that women will not be successful despite their continued efforts, therefore having an adverse affect on confidence. 
[bookmark: _Toc292374761] 2.3.3 Queen Bee Syndrome
The queen bee syndrome was first defined by Staines in 1973 which suggests women who have reached senior positions do not empower others to do the same, particularly in male-dominated boardrooms where a female executive feels the need to present a masculine persona (Staines, 1973). The theory is also supported by Baumgartner and Schneider, who believe females who hold senior positions are threatened by other women, and fail to acknowledge the barriers facing them, blaming subordinates for their own shortcomings (Baumgartner & Schnider, 2010). Suggesting that when women finally make it to the top, they themselves become barriers for other women attempting to progress (Mavin, 2008). Evidence of this may be apparent from the numerous critical perceptions of the glass ceiling theory from female CEO’s. For example Dame Carla Furse, former CEO of the London Stock Exchange stated in 2003 that gender was no longer an issue in the City (Watts, 2003), and more recently Dame Stephanie Shirley (2014), CEO of Xansa IT company agreed that women have nothing to complain about in todays workforce, stating, a strong will may be required but equality has never been as prominent. 

Wells (2015) however disagrees with this theory stating that the queen bee syndrome is just another way in which women are judged more critically than men, and there are both male and female CEO’s who do not actively encourage subordinates to further their careers. 

[bookmark: _Toc292374762]2.4 Legislative Measures for Gender Equality on Corporate Boards 
Both social and legal arguments regarding the glass ceiling are based on the principle that job appointments should be made on merit, not gender, and this belief extends right up to corporate boards (Fagan, 2012). Governments around the world have the ability to address the various barriers and effectively act as a catalyst for promoting gender equality, and in the UK various steps have been taken throughout the course of history in order to enable this change (Price, 2007).

In 1970 the first major breakthrough regarding equal opportunities in the workplace was established through the implementation of the Equal Pay Act, in which women were to be paid the same amount as men for the same work (Walsh, 2010). Subsequently in 1975 the Sex Discrimination Act was introduced, making it illegal to directly or indirectly discriminate against women in the workplace, and the following year the Equality and Human Rights Commission came into effect, in order to oversee the Act (Daniels & Macdonald, 2005). 

Since then, as discussed, women’s representation in the workplace has improved greatly with 47% of the workforce now represented by women (ONS, 2013). Another factor for this increase may be the 1975 Employment Protection Act, which made dismissing females due to pregnancy illegal, and the national and European acts, which prohibit gender discrimination in recruitment and redundancy decisions and establish rights to, for instance, part-time work, flexible working or maternity leave (Schütze, 2015). 

More recently the 2010 Equality Act was introduced in order to ensure organisations were treating individuals equally with regards to job applications, terms and conditions of employment, flexible working arrangements, training and promotion opportunities, and dismissal or redundancy (Wadham, et al, 2010). Along with this the updated UK corporate governance code included the principle explicitly stating “the search for candidates should be conducted and appointments made on merit, against objective criteria and with due regard for the benefits of diversity on the board, including gender” (FRC, 2014). 

[bookmark: _Toc292374763]2.4.1 Lord Davies’ Women on Boards Review
However despite the Government effort to increase women’s representation over the last 40 years, the lack of women on corporate boards is still an issue, with just 12.5% of FTSE100 companies board seats occupied by women in 2010 the male-dominated companies were still, just that. More recent government initiatives however brought a spotlight on gender equality in corporate boardrooms within Britain, when David Cameron became Prime Minister in 2010, in which the coalition Government agreement contained a pledge to promote gender equality on the boards of listed companies (Cameron & Clegg, 2010). In order to fulfil this Lord Mervyn Davies, former Standard Chartered CEO, was appointed in 2010 to review the number of women on FTSE250 executive boards. 

The annual reviews firstly began in 2011 in order to present practical recommendations to organisations to tackle the underrepresentation of women on boards, and the adverse affect this had on performance, reputation, and the governance of companies (Davies, 2011). 
2.4.1.2 Lord Davies’ Progress Reports
When the reports first began women made up just 12.5% of the members of boards within the FTSE 100 companies, along with 18 companies having no women on their corporate boards at all. However since then women’s representation has increased to 22.8%, along with all 100 companies having at least one female board member (Davies, 2015). The figure overleaf shows the rapid rate of change within FTSE100 boards since Lord Davies set targets in 2011.
     
[bookmark: _Toc292465551]Figure 1  (Adapted from; Davies, 2015)

It could be argued that the last four years has brought about the largest change in women’s representation on corporate boards in history (Davies, 2014). However, at 23.5%, female representation on corporate boards is still limited, and as an average of all 100 companies, closer analysis by Moss (2015) shows just 41 of the listed companies are exceeding the 25% target, leaving 59 companies below the target, with some, such as Coca Cola proving as little as 7.7%. Evidence to suggest this outcome was predicted came in 2012, after a year reviewing women on boards, Lord Davies stated, ‘some men in charge of Britain’s largest companies are prehistoric monsters who don’t understand the importance of equality’ (Peacock, 2012), suggesting a lengthy journey in breaking the supposed glass ceiling, and possibly proving the Equality and Human Rights Commission prediction that at the current rate of change it will still take more than 70 years to achieve gender-balanced boardrooms within Britain’s organisations (Buckalew, et al, 2012).

[bookmark: _Toc292374764]2.4.2 European Fixed Quotas
Despite the evident lack of female board members in 2011, Davies rejected the recommendation of fixed quotas, adopted in countries such as Norway, Finland, and France. Along with this the 30% club, which is run by business leaders committed to achieving gender balance in organisations, also believe strongly that business-led change is the only way to achieve sustainable change, and state that quotas do not ultimately lead to this (30% Club, 2010). However Anna Bird, Chief Executive of the Fawcett Society critisised this decision, arguing that if companies are left to voluntarily improve women’s representation, another generation will be excluded from the top table of business (Fagan, 2012). In contrast Lombardo (2014) believes the introduction of quotas undermine women’s credibility and furthermore would result in tokenism. The Chief Executive of Newton Investment Management and founder of the 30% club, Helena Morrissey (2011) further supports this reasoning, stating that quotas are demeaning to women and can quickly backfire. Additionally if quotas are introduced Morrissey believes women’s board position will be continually questioned as to whether they are there on merit or simply because they are female (Morrissey, 2011). Evidence of this is highlighted through Norway’s quota introduction, in which female board members became known as ‘golden skirts’, which suggests there may be a long journey to true equality in the boardroom (Lynn, 2015).

[bookmark: _Toc292374765]2.4.3 Non Executive Appointments 
Although the introduction of quotas and targets has seen to greatly improve women’s representation on boards, Davies expressed his concern in the recent review over the number of executive positions held by women, with figures highlighting that the majority of new appointments within the FTSE 100, much like Norway, and France have been to non-executive positions (Smith A. , 2014), highlighted in the figure overleaf.                                   

                 







               FTSE100 Board Composition 

[image: Macintosh HD:Users:abigailthomas:Desktop:Screen shot 2015-04-12 at 22.54.52.png]
[bookmark: _Toc292465552]Figure 2 (Davies, 2015)

Currently there are just 8.6% female executive board members within the FTSE100, with 28.5% non-executives (Davies, 2015). Peacock (2013) states that increasing the number of women in non-executive roles is a short-term fix to satisfy the voluntary changes Davies has set, and the diversity issue will not be solved by these actions. Although improvements regarding women’s representation in board rooms is apparent, and continued effort has been made regarding gender equality, Francke believes that in order to achieve sustainable change, and improve executive representation barriers must be overcome (Webb, 2014), with Goldsmith (2014) reinforcing that women do not need special treatment, just an equal playing field. 

Whereas executive board member run the day-to-day operations of the business, and can influence the strategic direction of the organisation outside of board meetings, non-executives only have influence during board meeting (Moschandreas, 2009), which the Chartered Institute of Personnel and Development stated may only be attended a few times a year (CIPD, 2015). In 2013 the financial times defined the role of a non-executive as an individual who has to consider, advise, and support, suggesting that non-executive members have minimum influence (Whitehead, 2013).  Connor (2010) states that women have a long way to go to equal representation and responsibility on corporate boards, suggesting that the non-legislative action has little influence on corporate decision-makers, and poses the argument that the glass ceiling phenomenon may still be an issue. 

[bookmark: _Toc292374766]2.5 Conclusion
Extensive research has highlighted that the glass ceiling debate is still on-going, and the few critical theories that have been developed by Eagly and Carli (2007), Schein (2007), and Nicholson (2002) demonstrate that there are still barriers facing women today.  

Theorists Whiston and Bouwkamp (2003) presented that there is an on-going glass ceiling presence, however although once a definitive barrier, the glass ceiling is no longer the only barrier facing women today. Evidence highlights that there are both external organisational barriers, such as organisational culture, and stereotypes, and internal self-imposed barriers, such as work-life balance and confidence contributing to the underrepresentation of women on corporate boards. 

Governmental legislation and initiatives have been introduced in order to improve women’s representation on corporate boards, and a recent initiative that has a great impact is the women on boards review. However the improvements that are being made are proving slow and uneven, with many women seen as tokens, promoted to powerless non-executive positions in order to increase numbers. 

With many contrasting theories the glass ceiling debate has been supported, dispelled, and further developed by various theorists. However despite the critical theories, legislation, and the business case for gender diverse boards, the underrepresentation of women on executive boards is still apparent, and reasons for this, whether a definitive glass ceiling, or various other factors needs to be established. 
[bookmark: _Toc292374767]3.0 Research Methods 
The following chapter defines and justifies the research methods employed to achieve the following research objectives;

Objective 1: Identify and critically analyse the various career barriers women face in UK organisations today.
Objective 2: Interpret and analyse how the perceptions of managers differ with regards to the glass ceiling theory.
Objective 3: Identify the recent developments and initiatives that have contributed to improving the representation of women on corporate boards within the UK.

Included is a rational highlighting the reason for conducting research, followed by the research philosophy and approach. The strategy and sample selected in order to collect data is outlined and justified, and finally the research process and application is explained along with both limitations and ethical considerations. 

[bookmark: _Toc292374768]3.1 Rationale
It may be argued that the last five years has brought about the largest change in women’s representation on corporate boards in history (Davies, Women on boards Davies Review Annual Report 2014, 2014). However, at 22.8% female representation on corporate boards within the FTSE100 companies is still limited, and in 2011 the Equality and Human Rights Commission suggested at the current rate of change it will still take more than 70 years to achieve gender-balanced boardrooms within UK organisations (Buckalew, et al, 2012). Unless measures are taken to investigate systematic reasons for women’s underrepresentation on corporate boards within the UK, the glass ceiling issue will continue to be debated, and determining whether it is in fact a metaphoric glass ceiling or various other barriers preventing women reaching higher success needs to be established (Heweltt, 2010). The purpose of this dissertation will therefore be to carry out both primary and secondary research, in order to investigate the significance of the glass ceiling theory for women’s underrepresentation on UK corporate boards.   


[bookmark: _Toc292374769]3.2 Research Methodology
Research can be defined as, “a process of enquiry and investigation, it is systematic, methodical and ethical, and can help solve practical problems and increase knowledge” (Collis & Hussey, 2009, p. 3). When undertaking an investigation it is essential to plan research thoroughly, in order to attain the highest quality data, and effectively achieve the aims and objectives of the dissertation. Saunders, et al compare the research process to the layers of an onion, shown below, in which research is carried out in a systematic manner.

The Research Onion
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[bookmark: _Toc292465553]Figure 3 (Saunders, Lewis, & Thornhill, 2012)
[bookmark: _Toc292374770]
3.2.1 Research Philosophy 
As the dissertation is ultimately an investigation, the research paradigm that was used was a phenomenological approach. Delicath and Buckley (2013, p.92) describe the approach as, “extensive studies of small groups exploring their lived experiences of a selected phenomenon”, in this case the presence of a glass ceiling. Although, due to the subjective nature of the phenomenological approach, it may be argued a positivistic approach could be used. However the highly structured research design would be inappropriate in this instance when taking into consideration the complexity of the glass ceiling, discovered within the literature review (Bryman & Bell, 2011). Easterby et al (2012) argue that researchers should try to understand and appreciate the different experiences that people have rather than search for fundamental laws to explain a phenomenon. Saunders et al (2012) also believe business situations are complex and often unique, and would argue a phenomenological approach is highly appropriate in the case of business and management research. 

According to Bryant (2011), reality is socially constructed, and in order to investigate this phenomenon it needs to be understood, therefore taking on an explanatory study. This approach enables the researcher to explore various types of data in order to critically analyse the theory, allowing a wider scope of knowledge to be gathered, and in turn produce a high quality investigation (Saunders, et al, 2012). 

[bookmark: _Toc292374771]3.2.2 Research Approach
The logic of the research approach was primarily deductive, although frequently paired with positivism Blaikie (2010) informs deductive research explores a phenomenon and tests if a theory is valid, therefore most relevant for this study. Crowther and Lancaster (2008) also state that deductive studies begin with a broad spectrum of information, which becomes clearer through the process of research. However, Bryman and Bell (2011) criticise deductive research on the basis of the tendency to construct such rigid methodology, resulting in no alternative explanations for various situations. Nevertheless, although considered, inductive research works by reason of generating and building theory, which in this investigative study was deemed inappropriate, as this study is ultimately testing the significance of the glass ceiling theory (Cooper & Schindler, 2014).

Finally due to the limited time available to complete the study a cross-sectional approach was adopted to ensure sufficient results. This allows the study of a particular phenomenon at a particular time (Saunders, et al, 2012).
[bookmark: _Toc292374772]
3.2.3 Research Strategy
Greener (2008) believes the most suitable data collection approach combines various methods to ensure reliability and validity. In order to achieve each objective, mixed method research was carried out to obtain a selection of both quantitative and qualitative data, which is also known as triangulation. Quantitative research is usually associated with a deductive approach, and examines relationships between variables, principally carried out through the implementation of surveys (Crowther & Lancaster, 2008). Following this, qualitative research develops a wider perspective on issues possibly highlighted within the surveys (Myers, 2013). Saunders et al (2012) state, mixed research methods should be combined in a complementary way, in which data is collected, analysed, and presented separately in order to support the conclusion and establish the generalisability of a study, this approach is also known as sequential mixed methods research.

[bookmark: _Toc292374773]3.2.4 Data Collection Methods 
In terms of quantitative research, online self-completed questionnaires were selected as this approach allows a quick and inexpensive way of collecting a considerable amount of standardised data, from a wide variety of respondents (Collis & Hussey, 2009). Brace (2013) states as well as providing a wealth of data questionnaires also allow for easy comparisons with the reduced possibility of bias. Along with Sekaran and Bougie (2010) stating that when questionnaires are designed correctly they can be representative of a population, in which respondents provide thoughts on a particular issue, enabling the researcher to gain a further insight, and gather valid responses. Finally by making the questionnaires anonymous Walker (2010) believes answers tend to be more reliable, in particular when dealing with sensitive subjects, allowing the researcher to collect valuable data. 

Saunders et al (2012) argue questionnaires are enhanced when paired with other methods of research, and although considered, focus groups were deemed unsuitable to this study as Bryman and Bell (2011) state respondents may be hesitant to express their opinions on sensitive matters, especially if the opinion opposed that of another respondent. Therefore qualitative data was collected through the process of semi-structured interviews, of which were carried out pertaining to the questionnaire results. This enabled the researcher to expand on reoccurring themes from the questionnaire analysis, and in turn investigate the significance of the glass ceiling theory and add richness to the study (Lancaster, 2005). This method also enabled the researcher to ask additional questions based on respondents answers, providing increased knowledge on general views or opinions (Albright & Winston, 2011). Klenke (2008) states the use of interviews also increases research validity, provided the researcher ensures to remain objective during the process of the interview. 

[bookmark: _Toc292374774]3.2.5 Limitations of Methods
Although the methods have proved advantageous there are certain limitations, as with any method of research (Denscombe, 2014). When using a triangulation approach, for example, Best (2012) highlights that time constraints could jeopardies the quality of the data, and Cameron (2009) argues questionnaire development takes a considerable amount of time, with the added risk of response rates being low due to the sensitivity of the subject. Along with this Denscombe (2014) states, findings from a quantitative method may not corroborate with findings from a qualitative method, which was a threat when dealing with a sensitive subject such as gender discrimination. In order to overcome this and encourage honest response the anonymity in both quantitative and qualitative research was guaranteed. However although the interviews were anonymous there was a risk of respondents giving what they deemed to be acceptable answers when faced with difficult questions, therefore Bryant (2011) suggests the researcher should avoid leading questions and prepare unambiguous questions in advance to ensure valid answers. 

Although there are drawbacks when using triangulation Bryman believes utilising a mixed method approach enables a researcher to overcome weaknesses connected with a single method approach, along with providing richer data collection, analysis, and interpretation (Bryman, 2006). Therefore both questionnaires and interviews were deemed appropriate as each overcomes the limitations of the other, and enabled the researcher to effectively achieve all objectives, ensuring validity and reliability.

[bookmark: _Toc292374775]3.2.6 Sample Selected
Healey (2014) believes selecting the correct sample is crucial to the validity of research, and disregarding this fact could affect the entire outcome of the study. Therefore, when taking into consideration the aims and objectives of the study, as mentioned, both qualitative and quantitative data was collected in the form of online questionnaires, followed by semi structured interviews, in order to produce significant analysis. Both sample groups were selected based on their position in the workforce in order to answer the research question, which is based on a select group of professionals. 

The online questionnaire respondent sample consisted of self-selection sampling, in which the researcher publicises the questionnaire through various channels. By selecting said volunteer technique, Rose et al (2015) believe respondents are likely to have an interest in the topic, therefore data collected could provide valuable insight.

The interview respondent sample was selected on a non-random basis, which allowed the researcher to achieve set objectives, and in turn answer the research question (Bryman & Bell, 2011). In particular this study adopted homogeneous sampling, wherein respondents were selected based on similar characteristics, such as position in the workforce to ensure valid data (Saunders, et al, 2012). Therefore the sample deemed most appropriate to the study consisted of 4 male and female managers within some of Britain’s private sector organisations in order to meet objectives 1 and 2. Patton (2014) considers samples of this size as a strength, as patterns that emerge are likely to be of particular interest. However Sekaran and Bougie (2010) argue that such a small sample may not represent the population, jeopardising the validity of the study, nevertheless when carrying out mixed methods of research this would not be a concern, ensuring generalisability (Biber, 2010).
[bookmark: _Toc292374776]
3.2.7 Data Collection Process
Important to the success of the research is the design and successful implementation of research methods (Sekaran & Bougie, 2010), therefore the process of research began with a review of relevant literature in order to inform the content of the questionnaire to ensure validity. However, Mitchell and Jolley (2010) argue written questions can often be misinterpreted, and in order to collect reliable and valid data, questions must be carefully designed and easy to interpret. Therefore to ensure this the questionnaire was piloted on 2 respondents prior to being published guaranteeing that accurate data would be collected (Collis & Hussey, 2009). 

Upon the completion of piloting the questionnaire small changes such as the wording of questions 10,13, and 14 were made, along with the inclusion of more comment boxes. The questionnaires then consisted of 14 various types of questions, including open-ended, ranking, rating, and list questions, which Brace believes is important to maximise response rate (Brace, 2013). The survey contained mostly closed questions, however some allowed for ‘further comments’ to gain an increased understanding of attitudes. The questionnaires were then published on the SurveyMonkey website, and questions were structured into a logical order recognised by Azzara (2010) as an effective structure. Upon completion respondents were able to contact the researcher to offer further information or pass on any queries regarding the questions.

As the survey was targeted at middle and senior managers an introduction to the questionnaire included information regarding this, along with question 3 requesting the title of the respondents current job role to ensure accurate and valid data. With regards to contacting respondents various UK PLC companies were made aware of the survey via email invitation in order to collect the most appropriate data, along with the survey link posted on discussion forum ‘mumsnet’. With 1.5 million registered users, the discussion forum provided a free advertisement for the questionnaires, which yielded 43 responses from middle and senior managers alone. 

Once questionnaires were complete an initial analysis was carried out in order to inform the content of semi-structured interviews. Throughout the analysis themes were presented which enabled the researcher to produce several key questions in order to elaborate and expand on the initial findings, ensuring reliability and validity (Cameron, 2009). 

In terms of respondents various senior managers from UK PLC companies were contacted via email to fulfill objectives 1-3, with 1 male and 3 female managers agreeing to be interviewed anonymously. Prior to interviews the respondent’s company information was researched, and respondents were sent an information sheet ensuring they were prepared for all questions and themes that were presented. Along with this the researcher developed principal questions to ensure sufficient data was collected based on the respondents available time.  

Finally throughout the interviews the researcher ensured any further questions asked were unbiased and remained objective to ensure that reliable and valid data was collected (Fisher, 2010). 
[bookmark: _Toc277588391]
[bookmark: _Toc292374777]3.2.8 Ethical Considerations 
When conducting research ethical considerations were taken into account, as the glass ceiling is a not only a controversial subject, but it is also illegal to discriminate in the workplace (Fisher, 2010). In order to avoid bias and encourage honest response questionnaires and interviews were anonymous, and data collected was treated in a way that protects the anonymity of respondents. 
[bookmark: _Toc277588390]This information was given to respondents within the consent form at the beginning of both questionnaires and interviews, of which can be found in the ethics approval form in the appendix. Before interviews were carried out an information sheet was also sent to participants with a sample of interview subjects, to ensure participants were comfortable to answer a variety of questions. Finally it was imperative that the researcher remained objective throughout the research process, in order to produce a valid investigation of the highest quality.
[bookmark: _Toc292374778]3.2.9 Data Analysis 
It is important to effectively analyse all data collected, in order to structure the findings into relevant information, and explain causal relationships between variables and concepts (Albright & Winston, 2011). As SurveyMonkey was used to distribute questionnaires, all data was collated by the company and produced in the form of XLS exports, of which included, graphs, data tables, and frequency tables. This saved valuable time and produced high quality analysis, which was of great importance when designing the interview questions. Interview transcripts were then analysed by the researcher, in this case, themes, relationships, and differences were established and explored further in order to answer the research question. 


[bookmark: _Toc292374779]4.0 Data Analysis 
The following chapter will provide details of the primary research findings. The chapter will outline both quantitative and qualitative methods using charts, tables, figures, and quotations. 

The objectives the research aims to achieve are provided below. 

Objective 1: Identify and critically analyse the various career barriers women face in UK organisations today.
Objective 2: Interpret and analyse how the perceptions of managers differ with regards to the glass ceiling theory.
Objective 3: Identify the recent developments and initiatives that have contributed to improving the representation of women on corporate boards within the UK.

The following will display and analyse the data collected from the research, of which will be arranged by the themes presented in the literature review. All figures were generated and imported from SurveyMonkey.

Literature Themes:
Theme 1: Theoretical background. 
Theme 2: Critical perspectives.
Theme 3: Gender equality legislation.


[bookmark: _Toc292374780]4.1 Questionnaire Respondents 
Primary research began with online questionnaires, which were completed by 92 middle and senior managers, of whom 65% were female and 34% were male. The age of respondents ranged from 24-67, all of whom were required to state their current job title. Respondent gender, age, and select job titles are displayed below. 


[bookmark: _Toc292374781]4.1.1 Questionnaire Respondents Gender
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[bookmark: _Toc292374782]4.1.2. Questionnaire Respondents Age
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[bookmark: _Toc292465555]Figure 5
[bookmark: _Toc292374783]4.1.3 Questionnaire Respondents Current Job Titles
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[bookmark: _Toc292465556]Figure 6

[bookmark: _Toc292374784]4.2 Interview Respondents 
Once questionnaire data had been collected interviews were carried out with 4 senior managers. As interviews were anonymous the following will provide select information regarding respondents. 

Interviewee 1: Female, Managing Director, age 51.
Interviewee 2: Male, CFO, age 43.
Interviewee 3: Female, CEO, age 49.
Interviewee 4: Female, Advertising Manager, age 36.  

Throughout the analysis respondent comments from questionnaires will be labelled FQR (female questionnaire respondent), and MQR (male questionnaire respondent), with interview respondents referred to as I1, I2, I3, and I4.


[bookmark: _Toc292374785]4.3 Theme 1: Theoretical Background 
Questions 8, 7, and 10 from the questionnaires relate to this theme and are analysed below, along with interview comments regarding the theoretical background.
[bookmark: _Toc292374786]4.3.1 Organisational Barriers Facing Women in the Workplace Today
[image: Macintosh HD:Users:abigailthomas:Desktop:Screen shot 2015-04-18 at 14.14.40.png]
[image: Macintosh HD:Users:abigailthomas:Desktop:Screen shot 2015-04-18 at 14.15.04.png]
[bookmark: _Toc292465557]Figure 7
Evaluation
Both organisational and personal barriers were put together within the questionnaire in order to evaluate which barriers were most prevalent. However it may have been beneficial to put the barriers into separate questions also in order to gauge the significance of them individually. 

The data presented shows that organisational culture was most frequently stated as the most significant barrier facing women in the workplace today. 

The comments below show both questionnaire and interview respondent’s opinions regarding organisational culture, highlighting that organisational barriers are contributing vastly to the on-going issue, and suggesting women need to work harder to gain equality with male counterparts. 

“Culture is the main issue for women’s underrepresentation, and until attitudes change this will continue” (I4)

“Initially I was often ignored in meetings, my opinions were dismissed, you need to be strong willed to succeed. I think this will change though, as more women come through the pipeline attitudes towards female leaders will begin to change” (I1)

“There are certain industries where the old boys network is prevalent creating an unacceptable barrier for females” FQR

Although organisational culture was ranked as the most prevalent barrier, comments regarding maternity were frequent, with various respondents suggesting they have witnessed or been passed over for promotion due to the opinion that women will no longer be committed to their career after having children. The comments below display both male and female responses highlighting that the barrier is widely acknowledged both genders.

“The main issue I see is that senior management want 100% commitment, and are concerned about women having children” (I2)

“Assumptions are always that women will reduce hours after children” (I3)

“I know plenty of women who have been passed over for senior roles, as unfortunately males are of the opinion that women need more time off than men” MQR

Interestingly leadership traits were ranked as the most significant by just 6% of respondents, suggesting that the underrepresentation of women is based on organisations attitudinal bias, and the opinion that men and women possess different leadership traits is not a significant barrier facing women today.

It is clear to see from the data above that although organisational culture is most significant, maternity is considered to be contributing to the issue, with almost half of respondents commenting on the female barrier. This suggests that organisational barriers are still a predominant factor facing women in management presently. 


[bookmark: _Toc292374787]



















4.3.2 Gender Stereotyping
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[bookmark: _Toc292465558]Figure 8                                                                        35.96% (32)

Evaluation
The question above yielded a positive response rate, as just 3 respondents failed to answer the question, providing a large amount of data. 

The pie chart presented shows that the majority of respondents believe gender stereotypes have a significant impact on career paths. 

Interestingly, comments made on the subject focused on women feeling they have to display ‘masculine’ behaviour in order to progress in the workplace, suggesting women are still not seen as equals regarding workplace authority, and in order to progress women need to mirror male behaviour in order to be seen as an equal. 

“Women who are successful in non caring roles are often perceived as being hard or bitchy” (I1)

“Women believe they have to work harder and longer hours, this affected their personality and made them difficult to work with” (I20

“Women often feel they have to demonstrate more masculine behaviour in order to gain promotion” MQR

Further comments also stated that women are seen as emotional and inferior;

“Men are under the impression that women are too emotional” FQR

“I have experienced gender stereotyping, and in my opinion this is the main reason women are struggling to reach the top. Certain men are under the impression that women are inferior” FQR

This highlights the above, in that women may need to display masculine behaviour in order to progress in the workplace, again placing a barrier to progression. 
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4.3.3 Women’s Gender Influence on Progression 

     My gender does not influence 
     my progression
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Evaluation
The question above proved successful as all female respondents provided a response.

The chart clearly highlights women’s belief that their gender influences their progression in the workplace. 

The comments below demonstrate various ways women believe their gender has affected their career. This suggests that the glass ceiling is in fact still present, however not only is organisational bias demonstrated, but also outside influences such as clients. This may suggest that along with organisational barriers women also face the influence of external forces, demonstrated below;

“Clients sometimes do not want to work with me because I’m a woman, I therefore need to work hard to gain customers respect, which male colleagues do not have to contend with” (I1)

It may also be highlighted that further comments stated that gender has affected careers from early stages, not just corporate board level, suggesting that the issue is affecting women from the very beginning of their careers.

“I believe early on in my career my gender did influence my position in various organisations, but this drove me to work harder to succeed” (I3)

“From very early on in my career men have been promoted above me, which in my opinion was based on my gender” (I4)

“Male colleagues less able but promoted above me” FQR


[bookmark: _Toc292374789]


















4.3.4 Women’s Encouragement in Work 

         I feel encouraged and supported to
      further my career
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Evaluation
The question above proved successful as again, all female respondents provided a response.

Surprisingly the results displayed show that almost 90% of female respondents feel supported and encouraged to seek promotion. Interview responses supported this suggesting that both women and men are given support from organisations to progress. 

“I’ve always worked extremely hard to get to where I wanted to be, I think my superiors recognised this and always encouraged me” (I1)

However responses varied in that the belief was generally that male colleagues receive more support, along with various comments suggesting that although women were encouraged to seek promotion, the majority of outcomes ended in a male candidate receiving said promotion. 
“I have been supported by both male and female seniors throughout my career, although I generally think male colleagues are encouraged further than females” (I4)

“Feedback from a promotion interview where the recruiting manager told me I had plenty of time to get promotions and should concentrate on my family, ended up in a male receiving the promotion” FQR

This may suggest organisations are demonstrating that female staff are being encouraged and supported, however when promotions are being made, male candidates are receiving the promotions, which is supported by the current number of women on corporate boards.
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4.3.5 Women’s perceptions that both sexes can perform the same work

Men and women can perform the
same work equally well
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[bookmark: _Toc292465561]Figure 11
[bookmark: _Toc292374791]4.3.6 Men’s perceptions that both sexes can perform the same work

Men and women can perform the
same work equally well
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Evaluation
On reflection the question above may have been better interpreted if the question incorporated the phrase ‘leadership traits’, in order to provide improved analytical results, as different respondents may have interpreted the question in different ways. 

Although the charts displayed show that both men and women agree that both sexes can perform the same work as well, interestingly almost 90% of women strongly agreed, with over 90% of men just agreeing. The subtle differentiation between the two gender responses may give rise to many assumptions, although, this may suggest men are of the opinion that one sex is in fact superior with regards to workplace performance, possibly contributing to the on-going issue, as men are predominantly the decision makers in the majority of UK companies. 

Interview comments however displayed that both male and female participants believed that both sexes are equally as good or bad.

“Men and women can be equally as good, or bad” (I1)

“I think both men and women have different ways of leading but neither is necessarily superior” (I4)

“Of course, I don’t think this is a significant factor contributing to the issue, this may have been the opinion years ago, but women are now continually proving that opinion wrong” (I2)

The interview comment above also displays that these attitudes are now beginning to change as more women progress through to senior management, suggesting the more women who reach board level the more likely that opinions will begin to change. 

[bookmark: _Toc292374792]4.3.7 Theme 1 Summary
Throughout the theme analysis various data has suggested that organisational barriers are still a factor contributing to the glass ceiling within the UK at present. Many comments from both the questionnaires and interviews provided similar views ensuring that the questions have been correctly interpreted, providing reliable and valid data. 
With organisational culture proving to be the most significant barrier facing women today, along with maternity being exceedingly commented on it may be suggested that the on-going matter of male biased attitudes is having a significant impact on women progressing further in their careers. Interestingly, the view that women had to change behaviour in order to be seen as equals with male colleagues was presented by various respondents, possibly implying that in order to gain promotion women must mirror male behaviour in order to be seen as true equivalents. Along with this, the disparity between male and female opinions of gender ability was displayed, again presenting that male and females are not perceived as equals. 

Although the analysis suggested that women are not perceived or may be treated as equal to their male counterparts, interestingly when asked about encouragement to further careers both male and female responses were similar, however through further analysis it became clear that women believe that although encouragement is given to both genders male colleagues are predominantly given promotions ahead of female candidates. 

[bookmark: _Toc292374793]4.4 Theme 2: Critical Perspectives
Questions 8, 5, 10, 11, and 9 from the questionnaire relate to this theme and are analysed below, along with interview comments regarding critical perspectives. 
[bookmark: _Toc292374794]4.4.1 Personal Barriers Facing Women in the Workplace Today
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Evaluation
As previously mentioned both personal and organisational barriers were put together in order to ascertain which barriers are regarded as the most significant. Although, it may have been beneficial to put the barriers into separate questions also in order to gauge the significance of them individually. 

As the data presented highlights, work-life balance was stated as the second most prevalent barrier facing women in work today, with 14 comments stating that work-life balance is a major factor inhibiting women’s progression in the workplace, for example;

“In my experience successful women with children either outsource all their domestic commitments or have husbands who take on the burden” FQR

“Work-life balance is a major factor affecting women today, lack of paternity leave isn’t helping either” FQR

Interestingly select comments made regarding personal barriers disputed that there were organisational barriers facing women, and that today the most influential barriers are personal. For example;

“Today the barriers that limit and inhibit progression of women are less to do with prejudice than practicality and family conflicts” MQR

“I don’t believe there are gender issue, the issue affecting women is often the gap taken to bring up children and the change in attitudes after they have had children” (I1) 

“The glass ceiling is really within the home, although in my experience women who value their career often overcome this” (I2)

“The barriers I faced were mostly my own, I sacrificed quality time with my children when they were young. I regret this now and realise it was avoidable” (I3)

This suggests that the theory of two glass ceilings may be correct, and the reason for women’s underrepresentation may well be, in some cases, ‘self-imposed’. Although it must be highlighted that the majority of these comments were made by men or women who have reached the top of their profession. 

Although there was a general consensus that work-life balance is affecting women’s progression one outlyer refuted this suggestion, stating that organisational barriers are still as present as ever before, suggesting that, personal barriers are being used to deflect focus from the true underlining issue of organisational barriers. 

“I do not agree that women are creating their own glass ceiling, if a women has ambition and wants to further her career she will. I believe the only real reason women are so underrepresented in the highest management positions is due to male attitudes and the resistance to change” (I4)

[bookmark: _Toc292374795]















4.4.2 Women’s Confidence

I am confident to seek promotions
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[bookmark: _Toc292374796]4.4.3 Men’s Confidence

I am confident to seek promotions
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Evaluation
The above question yielded a positive response as every respondent answered the stated question. 

The charts presented clearly demonstrate that male confidence is higher than women’s, with no male respondents stating they lacked confidence as opposed to 20% of female respondents. This was also demonstrated within the interview responses with the male participant responding; 

“I have always been confident to seek promotion, I wouldn’t be where I am today If that were not the case” (I2)

The questionnaire results clearly suggest that in general the lack of female confidence when seeking promotion within the workplace may contribute to less female candidates achieving senior positions. Therefore the conclusion may be made that personal barriers have a significant impact on female career progression. However a comment from a female CEO may also provide a counter argument that lack of confidence can be overcome during the course of women’s career, and success can be achieved. 
“I had substantially less confidence than my male colleagues when I was younger therefore felt I had to work much harder” (I3)

[bookmark: _Toc292374797]4.4.4 Women’s recognition of positive change
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Evaluation
The question above yielded a positive response rate, as just 3 respondents failed to answer the question, providing a large amount of data to analyse. 

Although the responses above are almost equally split, respondent’s comments provided further insight regarding positive change, and although change is regarded as slow this may suggest organisations are taking steps to improve women’s career opportunities. Although these positive changes have been recognised over a significant period of time. 

“There is definitely more opportunity for women now and believe this has shifted only in the last 10 years” FQR
“More opportunities for women now than 40 years ago when I started” FQR
“There are far more opportunities for women now” (I1) 

“The changes that are being made are too slow, as long as the old boys club continues, the progress we need for sustainable change will not be made” (I4)
“There has been significant progress made, and I think this is down to the continued efforts made by women to gain equality” (I3)

However it must be highlighted that 46% of respondents believe there has been no positive changes made, which may suggest there is still a significant amount of females whos perception is that their career opportunities are restricted. Although it may be argued that this provides further evidence that personal barriers are restricting women from progressing, as organisational changes are being made.
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4.4.5 Women’s belief that career has been affected by their gender 
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Evaluation
The presented question was successful as 42 out of 56 respondents provided a further comment, which provided the researcher with essential qualitative data, in order to improve overall analysis. 

The data presented shows that 75% of female respondents believe their career path has been affected by their gender. Some comments below provide evidence of this, interestingly with a wide range of comments stating personal factors, such as work-life balance and confidence being the contributing factor. This supports the earlier findings that personal barriers are greatly affecting women’s progression. For example;

“Not because of the company I work for but personally as a mum, you are torn between work/home life balance. This can be a challenge in itself” FQR

“Indirectly. I do think there is a choice between going 100% career or aiming for a true balance. I cannot see anyone who does both. Sacrifices need to be made” (I1)

“I think women are affected by the belief that they should be at home caring for their children, in my opinion women are often made to feel bad for being ambitious” FQR

“Early on in my career I believe I was held back, partly due to my own confidence but also because of my gender. In my opinion ive had to work harder than my male counterparts to succeed” (I3)

“There was definitely a pause for a period when coming back from maternity leave” (I4)

“Not in my current organisation, previously though I was continually passed over for promotions forcing me to leave” FQR

An outlyer from one female respondent, shown overleaf, stated that career progression was not affected, although the recognition that sacrifices had to be made was presented, suggesting that personal barriers cannot be avoided.

“I have had a successful career, yes I’ve made sacrifices, but that was my choice” FQR
[bookmark: _Toc292374799]







4.5.4 Female respondents belief that a Glass Ceiling is present within the UK today
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4.5.5 Male respondents belief that a Glass Ceiling is present within the UK today
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Evaluation
The question above proved successful as just one respondent failed to provide a response, along with 47 respondents providing comment on the subject. However it may be argued when considering the comments below, a rating scale to show the extent to which the respondent agrees that there is a glass ceiling presence within the UK may have been more beneficial. 

The results from the questionnaires above clearly demonstrate a divide in male and female opinions regarding the glass ceiling, with 94% of women stating there is a glass ceiling present within the UK today, and 65% of men stating the same. Select comments from female managers stated;

“Women still need to be better and brighter than their male colleagues to make any impression” FQR 

“I have been a manager for 30 years in a male-dominated corporate environment and have experienced it often” FQR

Although the vast majority of women believe there is a glass ceiling, 36 comments made suggest that things are improving;

“There will always be barriers such as work-life balance, facing women, but how we learn to mange this will be a major factor in women reaching higher levels in the workplace, I believe it will take time and persistence to embed change” (I3)

“In my last job there was a significant impact on my ability to progress and perceptions of my wish to progress, the glass ceiling issue is still there, yes it has changed, but I think this change has been driven by legislation, not changes in how women are perceived” (I4)

“In previous years maybe, not so much presently. I have worked with a number of women throughout my career in finance which is generally viewed as a male industry, all of which have been extremely successful” (I2)

“In some industries yes” MQR

“My direct bosses have been women for the last 8 years” MQR

“There are far more women in senior roles today, I think improvements have been significant, and will continue to improve further” (I1)

“There are more women in higher level jobs than when I started work 40 years ago” MQR

This would suggest that although there are barriers facing women attempting to advance in their careers positive changes are being made. 

It should be highlighted that although 94% of women believe there is a glass ceiling present within the UK, various comments regarding work-life balance and confidence would suggest that women regard personal barriers as part of the glass ceiling, whereas male comments largely regard only the external organisational barriers as a part of the phenomenon, hence a possible reason the lower percentage of male’s that believe that the glass ceiling is still present within the UK. Although the argument must be presented that individuals who are not directly impacted by the glass ceiling, for example, men, female board members, and CEO’s are therefore not aware of it. 

[bookmark: _Toc292374801]4.4.7 Theme 2 Summary
It is clear from findings above that the continued struggle to balance personal and work life is affecting women’s career path, demonstrating that it is not only the glass ceiling contributing to women’s underrepresentation but also personal barriers. Again, many comments from both the questionnaires and interviews provided similar views ensuring that the questions have been correctly interpreted, providing reliable and valid data.

As work-life balance was stated as the second most prevalent barrier affecting women’s career progression, it is suggested that the issues surrounding women’s underrepresentation on corporate boards are more complex than just attitudinal and organisational bias. Along with this findings proved that women lack the confidence that male colleagues possess to seek promotion, placing an additional barrier between females and board positions. Although personal barriers are affecting women, with respondents stating sacrifices have to be made to reach the top, it was recognised that positive change is being made slowly by organisations, in turn providing more opportunities for women. 

However, data provided evidence that women had a mixed opinion on their gender affecting their career, with various comments regarding work-life balance and confidence affecting their progression, and numerous comments stating organisational barriers has influenced progression. 

Finally, the responses regarding participants belief in the glass ceiling uncovered interesting findings, with nearly all women agreeing that there is a glass ceiling within the UK, and 65% of males believing the same. Although there was a divide in opinion regarding the glass ceiling presence, the majority of respondents commented that improvements are being made, suggesting that the on-going issue is slowly beginning to be resolved. 

[bookmark: _Toc292374802]4.5 Theme 3: Gender Equality Legislation 
Questions 13, 11, 12, and 6 from the questionnaire relate to this theme and are analysed below, along with interview comments regarding legislation. 

[bookmark: _Toc292374803]4.5.1 Current Legislation
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Evaluation
The above question was answered by 87% of respondents, which can be considered as a positive response rate. 

Almost 73% of respondents agreed that the current legislation is sufficient in providing opportunities for women to progress in the workplace. However one male respondent commented;

“Companies will always find a way to demonstrate fair play if challenged” MQR
12 respondents supported this claim, suggesting that the legislation is in place however organisations are continually using methods to avoid them. For example;

“I have witnessed fair play in a number of scenarios, for example, interview questions would be restructured to favour the desired persons skills, legally this would be extremely hard to prove” (I1)

“It’s companies themselves that need to change, I don’t think legislation has a great impact regarding women in management” FQR

“It’s not a legislative problem, it’s a societal problem, the legal framework is there but there are other issues affecting women’s advancement such as organisational culture, and work-life balance” (I2)

“There is sufficient legislation, although this is clearly not improving women’s chances of reaching the top, there are underlining issues that need to be resolved if women are to ever be at a level playing field with their male counterparts” (I4)

The above suggests that there are sufficient initiatives in place for women to progress to board level, although various organisational and personal barriers are still preventing women from advancement. Implying that further action needs to be taken to change attitudes, not impose further laws and regulations.













[bookmark: _Toc292374804]4.5.2 Recommendations for further change 
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Evaluation
The above question was not completed by 16% of respondents, and the reason for this may be due to the request for further comment, although the response rate was considered successful. 

56% of respondents believe that further change is necessary with some of the suggestions shown below;

“Attitudes and cultures” FQR

“Mentoring and role models” FQR

“I think further impetus put behind voluntary change, and organisations working together and committing to ensuring it works” (I4)

“There should be change of attitudes perhaps driven by shareholders who should be looking at the best management to protect and grow their investment” (I1)

“Equal parental leave” MQR

“It is difficult so suggest further initiatives which will be fair to both male and females” (I2)

“There is enough in place to help women, it should be the skill and knowledge considered not gender” MQR

The comments above display various changes that may be imposed to make a positive impact regarding opportunities for women to progress to board level, with the majority of the 49 comments suggesting that no further legislation needs to be imposed, but attitudes and opinions of women need to be altered, along with role models and equal parental leave. Suggesting, much like the previous findings, further legislative action is not widely recommended. 

[bookmark: _Toc292374805]














4.5.3 European Quotas
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Evaluation
The question above regarding quotas yielded a positive response rate, although with 18 respondents failing to complete the question it may be argued that, much like the above, the request for a comment may have deterred answers, and on reflection, a yes or no answer should have been required, along with the option to further comment, in order to gather a definitive answer. 
62 comments regarding the introduction of quotas from both male and female respondents widely stated that they would not benefit the ongoing issue within the UK. For example;

“Women must be seen to succeed on merit, quotas would undermine them” (I1)

“This would stoke resentment against women” MQR

“True equality will only be achieved over time” FQR
“I do not ever want to receive such an opportunity based on my gender rather than being the best person for the job, I consider this to be extremely undermining” FQR

“Forcing situations rarely creates the required culture change, this could result in inappropriate appointments which end up making perceptions worse” (I2)

“I think a more balanced mix will soon occur for the right reasons” MQR

“Women will be seen as tokens if this becomes reality” FQR

“This will undoubtedly lead to tokenism” MQR

“Attitudes and culture need to change, I don’t believe imposing quotas will make a positive long-term impact” (I4)

“Board appointments should be made on merit not based on gender” MQR

The above clearly displays that quotas would undermine women’s positions on corporate boards, and attitudes need to change in order for any sustainable changes to be made. This again suggests that legislative acts would make no impact and the barriers facing women need to be addressed in order for true equality to be achieved. 

Although the vast majority of respondents disagreed with the introduction of quotas, interestingly a comment from a female CEO stated that quotas would make a positive impact, suggesting this would be the only solution to break a male dominated culture, and an increase in female board members would create sustainable change. 

“Unfortunately I believe this is the only solution to break a male dominated culture. “More women are needed in the boardroom to make a positive impact. Legislative action such as quotas could make a positive impact” (I3)

Along with this 10 other comments suggested quotas would positively impact women’s representation, 8 of which were made by women, suggesting that this may be the only way to instill positive long-term improvements.

[bookmark: _Toc292374806]4.4.6 Theme 3 Summary
Throughout the analysis it was made clear that the legislation that has been introduced in order to improved women’s representation on corporate boards is abundant, however various comments stated that organisations demonstrate fair play (compliance) if challenged, proving that there are underlining issues regarding women’s progression, such as organisational culture, and work-life balance. When questioned about further change the majority of respondents agreed that a change in attitudes would greatly improve the current underrepresentation of women in management. Again, many comments from both the questionnaires and interviews provided similar views ensuring that the questions have been correctly interpreted, providing reliable and valid data.

Respondents were for the majority opposed to the implementation of quotas, with both male and female participants deeming them to be undermining, along with the implementation undoubtedly leading to tokenism, therefore the conclusion may be made that assisting in removing barriers facing women aspiring to progress to higher levels of management would make a greater impact than increased legislation. 

[bookmark: _Toc292374807]4.3 Conclusion
In summary, it is evident that both the quantitative and qualitative research carried out has revealed interesting and useful information, such as the attitudes and opinions of the various barriers facing women in the workplace today, and the different thoughts with regards to further legislative action, which has provided an informed perspective on the current significance of the glass ceiling theory. The following chapter will discuss the how each research objectives was achieved, and the findings from said objectives, along with the limitations of the study, recommendation for further research, and finally a brief conclusion of the study.  


[bookmark: _Toc292374808]5.0 Conclusion 
The purpose of this study was to investigate the significance of the glass ceiling theory for women’s underrepresentation of women on corporate boards within the UK.

The glass ceiling in the UK is continually debated, and reports from the Equality and Human Rights Commission suggested at the current rate of change it will take more than 70 years to achieve gender-balanced boardrooms within UK organisations. Determining whether it is in fact a metaphoric glass ceiling or various other barriers preventing women from progressing is important to establish in order to investigate systematic reasons for women’s underrepresentation on corporate boards, and attempt to improve these statistics. This dissertation has therefore sought to investigate the various reasons for this ongoing issue. 

[bookmark: _Toc292374809]5.1 Objective 1: Identify and critically analyse the various career barriers women face in UK organisations today
In order to achieve the first objective an extensive literature review was undertaken, which discussed the glass ceiling theory and the attitudinal and organisational bias causing the artificial ceiling and posing barriers for women. Further research however revealed Whiston and Bouwkamp’s (2003) argument that the glass ceiling is not the only barrier facing women today, and an internal ‘self imposed’ glass ceiling was also preventing women from reaching corporate board positions. Within the literature various organisational and personal barriers were defined with theorists Eagly and Carli (2007) stating that unlike the glass ceiling theory, today women can overcome barriers and reach the top of organisations, although it takes hard work to do so. In order to establish which barriers were most prevalent questionnaires were carried out, which revealed that much like Whiston and Bouwkamp’s theory, the glass ceiling was still intact with regards to organisational barriers, although respondents highlighting that personal barriers such as work-life balance and confidence were also greatly contributing to the underrepresentation of women on corporate boards. Furthermore this may also prove Kumra (2012) and Schuller’s (2015) theories that personal barriers are often oversimplified, and sacrifices need to be made in order for women to succeed. Along with this participants stated that improvements are being made, therefore it may be argued that the once definitive glass ceiling may be overcome by effectively managing internal barriers. 

Although this may be the case, Adams and Ferreira (2009) argued that organisational culture is the main barrier facing women today, which unlike personal barriers cannot be controlled. As organisational culture was ranked as the most significant barrier facing women today within the questionnaires, it may also be argued that there are still significant external forces facing women today, possibly proving a glass ceiling presence is still existent within the UK. Along with this, as previously stated maternity comments were abundant, asserting that organisations believe women will no longer be committed to their career after having children, proving Daurka’s (2014) statement that employers refrain from promoting women of a certain age due to commitment concerns.

Interestingly, organisational barrier stereotyping, and personal barrier queen bee syndrome were often combined in both questionnaires and interviews, with respondents stating women need to adopt masculine behaviour in order to be seen as equals and gain promotion, proving Atewologun and Doldor’s (2013) theory. However respondents also stated that women in senior roles are often seen as hard and are difficult to work for, mirroring Staines’ (1973) queen bee theory, which may suggest that stereotypes are contributing to women’s personal barriers as well as organisational barriers. 

[bookmark: _Toc292374810]5.2 Objective 2: Interpret and analyse how the perceptions of managers differ with regards to the glass ceiling theory
Important to the research study was the difference in male and female perceptions regarding the glass ceiling theory, along with the opinion of different levels of management. In order to achieve this questionnaires were completed by 92 middle and senior managers, of whom 60 were female and 32 were male. Along with this interviews were carried out with a female CEO, male CFO, female advertising manager, and a female managing director. 

Throughout the literature review various perceptions of the glass ceiling were highlighted with theorists supporting, dispelling, and developing the phenomenon. It was clear to see throughout the process of primary research that different genders, and also managerial positions have different attitudes and opinions regarding the glass ceiling. For example, the female advertising participant believe much like Reeves (2010) that there is still a glass ceiling presence within UK companies today, and mirroring Woods (2009) suggestion the participant stated that personal barriers have no affect on women’s progression, and that masculine cultures is the main factor contributing to the obstruction for women in management. However, interestingly the female CEO interviewed agreed that there are both internal and external barriers facing women in work, and how women learn to manage these barriers will greatly affect their careers, suggesting Powell and Butterfield’s (2003) belief that women’s work related attitudes are affected by the belief in a glass ceiling. 

The main difference discovered within the findings from the primary research however was the contrast in male and female answers. Unlike the findings from the literature review, both male and female respondents agreed that both genders could perform the same work equally well. Although, male respondents simply agreed, with female respondents strongly agreeing, suggesting that Sczesny’s (2003) belief that male managers are still skeptical of women leaders, may still be noteworthy. Along with this the difference in male and female’s belief that a glass ceiling is present within the UK was significant, although with further analysis Williams (2010) belief that people who are not affected by the glass ceiling cannot see it was made apparent. For instance the respondents who stated that the glass ceiling was no longer an issue are not directly affected by the phenomenon, for example, female CEO’s and men. 

[bookmark: _Toc292374811]5.3 Objective 3: Identify the recent developments and initiatives that have contributed to improving the representation of women on corporate boards within the UK.
When undertaking the research it was important to include recent developments in order to produce a relevant study, therefore when conducting the literature review various legislation and Government initiatives set to improve women’s representation on corporate boards were highlighted. Most significantly however was the recent initiative headed by Davies (2015), which has overseen arguably the greatest improvements in women’s representation on FTSE100 companies boards in history, with an 11% increase in just 4 years the voluntary targets have put a spotlight on gender equality in work, further encouraging positive change. Although as discussed in the literature just 8.6% of board executives are women, proving there still may be a long way to go to gain true equality. Within the responses of both questionnaires and interviews the improvements made during the last 4 years were recognised, however many participants claimed the changes being made are too slow, and further improvements should be made through the breaking down of barriers facing women, mirroring Francke and Goldsmith’s (2014) arguments that sustainable change will only be made through addressing the barriers facing women and working towards removing them. Along with this respondents agreed with Lombardo’s argument that legislative action such as quotas would undermine women and eventually lead to tokenism, further suggesting that legislation is easily overcome by organisations, and again that impetus needs to be put behind changing attitudes towards women in boardrooms (Lombardo, 2014). 

[bookmark: _Toc292374812]5.4 Limitations of the Study
Throughout the dissertation the glass ceiling was critically analysed, with various perspectives considered along with the researcher maintaining an objective viewpoint in order to produce a valid dissertation and draw an appropriate conclusion. However throughout the completion of the study certain limitations became apparent. For example, the topic area proved to be vast, which for a single researcher was difficult to manage along with the strict time constraint. To improve overall research and analysis, having a group work on the project would have helped overcome this limitation. 

With regards to gathering data, on reflection, more answer choices would have improved the analysis, along with increased time available to interview managers. Having a larger range of managerial perceptions in order to further compare various industries would also have improved the study, as only considering senior management for interviews may have limited the range of opinions that might have been gathered.  

[bookmark: _Toc292374813]5.5 Recommendations 
It can be concluded that this investigation is open for further exploration, and the following recommendations are made pertaining to research findings, in order to suggest how further research may be conducted. 

[bookmark: _Toc292374814]5.5.1 Further Exploration of Career Barriers
As research could only provided an overview of the various barriers facing women in work, it is recommended that further exploration of both external organisational barriers, and internal personal barriers be conducted, as to further investigate the leading reasons for women’s underrepresentation on corporate boards throughout the UK. In doing so this research may provide valuable information on how to overcome said barriers in order to enable women to progress, and develop sustainable change.

[bookmark: _Toc292374815]5.5.2 Continuation of the Women on Boards Review 
As the Davies women on boards review is only in place until 2015, it is recommended that the review continues. The initiative has overseen the largest improvement in women’s representation in history, although with 59 companies still below the 25% target, with listed companies Coca Cola, Schroders, Standard Chartered, and Persimmon proving to have less than 12% female reputation, improvements still need to be made (Davies, 2015). This recommendation is made in order to further improve female executive board members and promote change across the UK. 

[bookmark: _Toc292374816]5.5.3 Implementation of Organisational Schemes
As suggested by respondents further voluntary change is necessary to improve women’s representation, therefore it is recommended that organisations implement practical and efficient schemes to tackle the barriers facing women. These may include, the implementation of diversity policies, and term limits for directors in order to facilitate board succession planning. Along with this, training and development opportunities should be available for women to ensure there are female employees advancing through the pipeline, to executive as well as non-executive roles. As currently, the limited amount of female executives is being masked by the excessive appointments of female non-executives. Therefore in order to make a positive sustainable change female executive appointments need to be assured. 

[bookmark: _Toc292374817]5.6 Conclusions of the Study 
From the extensive literature review, questionnaires, and interviews it can be concluded that women are still underrepresented on corporate boards within the UK. It was established that the glass ceiling is still considered to be present within the UK, however both primary and secondary research provided evidence that the glass ceiling is not the only factor affecting women’s progression, and that internal barriers such as work-life balance and confidence are also greatly affecting female career paths. With findings presenting that changes are being made by organisations, it may therefore be argued that the organisational barriers that create the glass ceiling are no longer the most significant factors in women’s underrepresentation on corporate boards, but rather a variety of both internal controllable barriers and external uncontrollable barriers.
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