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1. [bookmark: _Toc150696686]Introduction

Some argue that progress has been made in recent years with regards to female leadership in the workplace. However, the existence of barriers in this regard is well discussed with some evidence highlighting that prominent challenges remain. This can inhibit further meaningful improvements which then promotes the subsequent impacts of these barriers. This report will explore female leadership in the workplace: The barriers to this, and their impact. 
Women continue to be outnumbered by the number of men in senior positions and with that men are more likely to be in leadership positions compared to women (Hill et al., (2016). This work will discuss relevant research in this space drawing on findings which provide an indication of what the barriers are (if any) and their subsequent impact. 
Females occupying leadership and management roles are a common occurrence today across every sector and industry, however, this hasn’t always been the case and there are still instances whereby there are noticeable disparities. Males have historically dominated the workplace, resulting in women having to make an active effort to be treated equally. A notable example of such activity was the passing of a motion on equal pay for equal work in 1888 (Berkovitch, 1999). 
A further significant change happened during the First World War whereby women had to undertake jobs that were originally done by men (Braybon, 2012). Their competence in these roles meant that the perceptions of women in the workplace started to shift. A similar trend was seen during the 2nd World War, whereby once again women took on roles in traditionally male dominated sectors such as the industrial and weapons industries (Summerfield, 2013). However, women were paid less than men for doing the same roles, despite having the same skill set and productivity. 
1970 marked the passing of the Equal pay Act (Brown et al., 1970) and 1975 the Sex Discrimination Act (Atkins, 1986), meaning women were not to be treated less favourably to men. These are the main steps in the historic growth of women continuing to fight for equal rights and it shows the direction in which women are moving. However, despite the progression there are many barriers that exist to women in the workplace and for those progressing to leadership. Some of these barriers have always existed whilst others have become more current in recent times, with technology and the digital transformation of the way in which the workplace has evolved. However, what has changed since these historical and monumental moments in history which have by all accounts paved a way for women to forge careers based on their own abilities, competencies, drive and ambition. 
A key element of this work is to understand the gender leadership gap, extending to whether it exists and to what degree it exists. Furthermore, this allows for the exploration of how the gap materialises itself in certain sectors of the workplace, predominantly the public sector which is a key employment industry in Wales (Farrell & Law, 2020). A specific focus will be the University of Wales Trinity Saint David (UWTSD) from an organisational context, with comparisons made across the wider Welsh higher education sector and other recognisable and significant public sector employers. 
To better understand these issues the research conducted includes a desk-based review (Guerin et al., 2018) and subsequent analysis of gender pay gap reports that organisations across the public sector (employing over 250 people) are statutorily obliged to publish (Government Equalities Office, 2023). This allowed for a trend analysis over time indicating whether improvements are being made and at what pace. Furthermore, data across all Welsh Universities was analysed to help provide more insight into what other institutes are reporting and their subsequent comparison with UWTSD. 
There are common issues and barriers in society that impact on women’s abilities to be treated and represented equally in the workplace, some of these factors include gender bias, discrimination, stereotyping and sexism. These factors are explored to understand how severe these issues are in the workplace and also in society, and the interdependency between them. Not only do these factors make it more difficult for women to gain promotion but it also becomes a bigger issue from a moral perspective, in that why do organisations allow these behaviours and opinions to be accepted, when it could be argued that it’s fundamentally wrong and an inhibitor to growth and progress. 
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[bookmark: _Toc150696688]2.1 Leadership gap 

The gender leadership gap can be defined as the difference in representation and share between men and women who occupy leadership and management roles Eckel (2021). A leader can be defined in many ways, however, a common trait of a leader is someone who has followers and is able to successfully influence those followers. According to Bolden (2004) ‘Leadership is a process of social influence, which maximizes the efforts of others, towards the achievement of a goal.’ Kempster (2011) addresses that the purpose of a leader is to provide vision for the organisation and employees. 
Notable theories by Herzberg (2005), McGregor (1960) and Mintzberg (1989), describe the characteristics and traits successful leaders possess. However, none of these traditional theorists focus on the role that gender plays in creating a leader. It is thought that women and men possess different skillsets and traits (Gipson, 2017), therefore exploring the role that gender plays in successful leadership seems an interesting concept. This is a clear gap, indicating the lack of specific research and thinking on gender and leadership and the nuances that may bring. Furthermore, it highlights a further gap in terms of the female experience and successful leadership traits, which is perhaps indicative of a wider cultural phenomenon whereby women and leadership are not naturally considered together (Helgesen, 2017). With this in mind, the degree to which this transcends beyond the literature and into the real-life workplace will be explored further. Further research alludes to the gender gap in the workplace through Growe & Montgomery (1999) which addressed the under representation of qualified women in leadership positions in the workplace.
Appendix 1 provides an indication of employment status by gender and ethnicity. The data is stark and indicates that on the whole, employment levels are lower for women than men, and they are even lower again for women from an ethnic minority. However, what is even more notable is the level of economic inactivity for women compared with men. Economic inactivity is defined as ‘People not in employment who have not been seeking work within the last 4 weeks and/or are unable to start work within the next 2 weeks.’ (Office for National Statistics, 2021). The reasons someone may be economically inactive are numerous however, one such reason is ‘looking after family/home’ (Office for National Statistics, 2021). The degree to which this could be one the contributory factors to the unequal employment status between men and women will be explored further. However, it is already fair to say that to achieve gender parity in this area, women need to enjoy the same access to meaningful employment as men. They first need to be in the workplace to progress and thus this contributes to what is known as the leadership gap. 
Furthermore, recent research indicates that 61.3% of those who occupy a manager, director or senior official occupation in the UK are men (appendix 2), 50.1% of those who work in professional occupations are men (GOV.WALES, 2022). Professional occupations tend to offer higher pay and more secure employment. Comparably women tend to be employed in ‘Caring, leisure and other service occupations’ and ‘administrative and secretarial occupations’ as indicated (appendix 3). These sectors tend to offer lower pay and less secure employment. This substantiates the existence of a leadership gap.  
Research which first addressed the challenges women faced in the workplace developed the glass ceiling reference, which refers to the barriers and challenges women face in the workplace which are seemingly invisible (Loden, 1987). Weyer (2007), further complements this research by addressing the glass ceiling, a term that was popular during the height of the Wall Street boom. Hill et al., (2016) continues to address the gap and highlights that women are less likely to be considered as leaders. This further emphasises how these barriers exist through all sectors of the workforce for women. 
Furthermore, research highlights that Asian, black and Hispanic women experience further barriers, making the issue that much more acute. This can be seen as a common theme in data previously noted and extends to the research by Essed (2000). Essed (2000) identified the lack of non-white women representation in leadership and management roles and how it contributes to a larger cultural issue, such as the lack of role models available for future aspiring non-white women starting their careers. Furthermore, according to Hanek and Garcia (2022) these barriers result from the constrictive and regressive social expectations of women’s behaviour, external social sanctions, and their individual preferences. 
The focus on the gender leadership gap highlights one of the most widely recognised consequences of this phenomenon and that is the gender pay gap, with cultural biases and social pressures also contributing. This will be explored further. 
There is an assumption that leadership and management roles require full time working hours and require an individual’s full attention to be successful. The option to work flexibly in these senior roles are almost unimaginable. It could be argued that this ‘typical’ pattern of work culture has been embedded into society and the idea of a CEO working part-time or flexible working hours would simply not work. It is argued that to be successful leader they must be present for their employees and organisation, with full commitment and dedication to the role in order to be successful (McDonald et al., 2009). However, in Wales, 80% of those working part time are women (GOV, 2022). Therefore, when the data proves that women are more likely to work less hours or undertake part time work, these roles are more likely to be lower skilled and lower paid. It also suggests that people in these roles are less likely to be considered for promotion or with a fair opportunity to be offered clear and meaningful career progression routes. This therefore identifies that the negative perception towards part time workers affect women at a higher rate than men, exacerbating the gender leadership gap and contributing to the gender pay gap.  
[bookmark: _Toc150696689]2.2 Why does it exist 

The leadership gap between men and women is a historic phenomenon which has long been inherent in the workplace Helgesen (2017). The reasons for its existence are numerous and manifest themselves due to many factors which are embedded in everyday life for women. These factors are explored as follows.
[bookmark: _Toc150696690]2.2.1 Gender Bias

Gender bias can be defined as the prejudice against women and the belief that men are more superior to women (Kretschmer et al., 2012). Gender bias is one of the main contributory factors to the lack of women pressing into leadership roles (Sadker & Zittleman, 2005). Gender bias and its effects are wide-reaching, influencing access to the labour market for women as previously evidenced, their contract type and subsequent employment terms and conditions, as well as the sector they are likely to work in, thus making it inequal. 
A study conducted by Zinc (2013) identified that the perception of people on the suitability of men and women for certain job roles relates to a stereotyped view of gender roles. As an example, from the report, 40% of the 2,000 men and women between the age of 20-30 surveyed, agreed that men should not be in roles such as midwifery, nurses, nanny’s or beauticians. The research also identified that 38% were against women working as soldiers, mechanics or surgeons. However, whilst this study provides evidence for the biases in society, the lack of a control group limited the ability to establish answers that represent all men and women and moreover, the age group of those surveyed range between 20-30, therefore the findings are not representative of other age groups outside of this bracket. This is something to consider in the wider interpretation of the results. 
Although organisations promote that they’re trying to mitigate gender bias and work toward equality in the workplace, the problems persist, highlighting how ineffective some organisations are at mitigating these issues. A key issue is that women continue to be paid less than men for doing the same job roles (Murphy & Graff, 2006). (Appendix 3) highlights the variability across Welsh counties. It is positive to see that national averages are showing slight signs of improvement, however, it is clear that in some counties the gap is worsening. 
Bobbitt-Zeher (2011) explores that in order for change to occur and for women to be treated fairer, it involves the organisation structure and culture to shift. When interventions are introduced, it is evident in some instances that women are viewed as being the problem. (Burkinshaw and White 2017; O’Connor 2014). It can be a way of organisations trying to avoid addressing the problem by blaming women for the barrier and issues that they face. 
[bookmark: _Toc150696691]2.2.2 Discrimination 

Discrimination can be defined as the way people or groups of people are treated based on characteristics, such as gender, age, race or sexual orientation that is unjust or unfair, Moreau (2010). Women are discriminated against at every level, in the community, workplace and socially, (De Clercq & Brieger, 2021), due to a male dominated society and the distinct roles and behaviours assumed and perceived by society which give discrimination a platform (Shastri, 2014).
Workplace discrimination continues to be an impediment to gender equality with gender stereotyping and workplace structure acting as promoters to workplace discrimination (Bobbitt-Zeher 2011). This discrimination causes women to be traditionally segregated within sectors in the workplace as well as being underrepresented in senior positions. Women continue to disproportionately carry out caring duties, with maternity being one of the main elements that contribute. Although it should not be, it is a disadvantage to women as it postpones their opportunity to progress in the workplace. This results in women having no choice but to put their career on hold despite it being a natural process, women are forced in some situations to scale back their hours and to take unpaid leave. 
However, there is the element of uncontrollable factors such as women having children, which is a biological phenomenon which triggers a maternal response. Arguably, according to Flood et al., (2017) if men were given the opportunity, they would take on a more active role in the primary care duties which so often falls to the women purely due to science and a societal assumption that women are best placed to be primary caregivers and will therefore want to assume that role. 
However, arguably these barriers extend to the fact that women are more likely to be domestic and provide care for their family (Global Gender Gap Report, 2023). Although it is argued that men should be given more time in terms of paternity and childcare leave, with data suggesting that even with this shared parental scheme, women will still be more likely to take advantage of this. On average, ‘women carry out 60% more unpaid work than men and earn 43% less than men’ (Office for National Statistics, 2016). This is often overlooked with unpaid work including childcare or caring for family members, the annual population survey identified that one of the core reasons for women being economically inactive is that 24.7% are looking after family/home compared to 8.6% of men in the same category. 
Anecdotal evidence suggests that women who are of child-bearing age may be discriminated against during the recruitment process, which has been the case for some organisations. This is substantiated by work by GOV.UK (2016) which highlighted ‘that 3 in 4 mothers said they had negative or a possibly discriminatory experience during pregnancy, maternity leave, and or on return from maternity’. The public sector in Wales has a better representation of policy for maternity, however this does not stop women being hindered in their career progression. A survey conducted by YouGov (2014) highlighted that men hold a negative view on the level of ambition of women working flexible hours or those who take career breaks for caring.
In addition, culture adds to the complexity of the issue and that ‘ethnic minority mothers are more likely than white British mothers to report on financial loss’ as well as a ‘negative impact on opportunity, job security’ (GOV.UK, 2016). 
[bookmark: _Toc150696692]2.2.3 Stereotype

Gender stereotyping is defined as the way someone is viewed based on their gender or the perception of the characterises of a specific role performed by a man or woman (McCauley et al.,1980). This can be considered harmful as it limits an individual’s ability to develop, especially in their career. Furthermore, women being stereotyped against is another barrier that limits their ability to progress in the workplace, common examples include, being told that they aren’t as good as men and that women are more emotive therefore don’t possess the acquired skills to be an effective and strong leader (Tabassum & Nayak, 2021). 
A study by (Williams et al., 1975) showed how gender stereotypes stem from a young age and although there are female role models who can be identified such as Amelia Earhart as a pilot or Valentina Tereshkova as the first female astronaut (Dunlop, 1999), the misconception is that these roles are male dominated. This reaction is almost involuntary and one that is embedded in and fostered by society. This is substantiated by a leading report co-authored by Education and Employers (2021), which states that the patterns of jobs chosen by 7-year-olds mirror those selected by 17-year-olds which indicates that career aspirations are embedded from a very young age and show little change over the life course of young people. 
Fast forward to the modern day and these stereotype behaviours persist, with constant pressures from digital media and social platforms (Want & Saiphoo, 2017). As the world has shifted to being always digitally connected, this has resulted in young girls and women being exposed to these stereotypes more often, making it difficult to escape (Oberst et al., 2016). Body image, gender roles and opinion formation are all common themes amongst these stereotypes. 
On the other hand, groups of people depending on gender are also stereotyped in society and the workplace. For example, men are encouraged to be independent, strong and assertive in society and the workplace, to make decisions and have the final word (Wolfe & Fodor 1975). This form of culture conditions affects male’s as well as females, however looking at leadership barriers in particular, to be assertive and confident are both traits that creates a successful and efficient leader (Goleman, 2017), therefore it can be said that these factors promote men to become leaders more so than women.  
Focussing on the workplace, these issues in society bleed through to the corporate world, with ideology that women are seen in a less favourable light. Falkenburg (1990) explains that humans are dependent on stereotyping which further creates issues in the workplace, stereotyping leads to narrow thinking, which can cause inefficient decision making and build barriers, particularly for minorities. This creates an unfair advantage for those who are deemed by society to be the accepted and the typical, which hinders everybody else’s workplace potential Heilman (1995).
Heilman (2012) further extends their research to explore the workplace consequences to women, focusing on descriptive gender stereotypes as well as prescriptive and how this influences women’s careers. It suggests that descriptive stereotypes, which is what women and men are like, creates a negative impact on women, by promoting gender bias through biased judgements and decisions. In addition, prescriptive stereotyping is what women and men should be like, which creates a certain standard, as it suggests which behaviours are appropriate or inappropriate depending on the gender. 
[bookmark: _Toc150696693]2.2.4 Sexism

Sexism can be defined as ‘the perception that women and men have different skills is part of the reason they are concentrated in different professional fields’ (European Institute for Gender Equality, 2023). Sexist behaviours and remarks have proven to dampen and effect an individual’s performance in the workplace. The issues women face in society and in the workplace continues to cause issues, to highlight this, 50% of women aged 16-34 experienced at least one form of harassment in the past year according to the (Office of National Statistics, 2022).
Arguably as Hanek and Garcia (2022) describes, in order for female leaders to gain continued success in their role, they will opt to align themselves towards a more masculine energy in order to lead. To expand, the typical characteristics associated with strong male leaders are being direct, charismatic and assertive with women being viewed as typically more generous than men Eckel et al., (2021). As Hanek and Garcia (2022) allude to, women will adopt this style as an easier way to be liked and respected by their peers and to succeed in their role. Because of the perceived incongruity between gender and leadership, this causes the lack of diversity in roles and causes an unfair representation. Growe & Montgomery (1999) states that because of the vision of the typical white male leader, this becomes a hindrance for women who then start to consider trying to lead in the same way that men lead, meaning this becomes the ‘norm’ in the workplace.
[bookmark: _Toc150696694]2.3 The impact and why does it matter 

As discussed, some of the barriers outlined are those that are visible and quantifiable with statistics and research, however as Valian (1999) outlines, there are invisible barriers that even now continue to effect women in leadership Diehl and Dzubinski (2016). Power & Butterfield (2022) conducted a study on the aspirations of women to gain management roles, indicating that women’s aspirations are lower than those of men, thus suggesting the existence of a gender imbalance. 
Furthermore, a recent study showed that gender equality stimulates growth and creates jobs (European Institute for Gender Equality, 2023). As discovered by Shannon et al., (2019) gender inequality stagnates social progress. Without the fair representation of women in roles, it inhibits progress, which means a lack of skills in the labour market and limited opportunities.
However, Barnett & Hyde (2001) suggested that women’s equality has come a long way over the last few decades, with more women being represented in senior positions, such as congress, prime minister and executives. However, Schwanke (2013) and Haile et al., (2016) point out that barriers continue to impede women’s advancement in the workplace in terms of quality, despite the achievement of some women in industry, and the impact of these barriers undermines women and their aspirations and desire to excel. A shift in culture needs to happen, policies and strategies alone will not tackle the issue. By seeking equality and empowering women, it becomes more than a goal but is crucial for sustainability, economic growth and security. 
[bookmark: _Toc150696695]2.4 Conclusion 

To conclude, it is evident that there are many issues which contribute to the challenges that women face not only in the workplace but also in society. The data suggests that women are at a disadvantage in the workplace and the lack of representation in senior, high paid and skilful roles needs to be addressed and drastically improved. It shows a regression in the workplace with women with children and families and those of ethnicity, being more acutely affected. 
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[bookmark: _Toc150696697]3.1 Research aims and objectives

The primary aim of this work is to explore female leadership in the workplace, as well as the barriers to this (if any), and their subsequent impact. This main theme can be split into further research questions to be addressed, these are; 
· Is there a gender leadership gap?
· Do barriers to female leadership in the workplace exist?
· If yes, what are the barriers? 
· What are the impacts of these barriers and why does it matter?
In answering these questions, it allows for the exploration of these themes in the context some key sectors and industries. A notable industry to explore is the higher education sector which would be inclusive of University of Wales Trinity Saint David and other Welsh higher education institutions. For completeness it is pertinent to explore other public sector organisations which are recognised as key employers.  
[bookmark: _Toc150696698]3.2 Planning 

The basis and focus of the report was first explored through an initial project proposal to help understand how, why and what would be considered. The proposal outlined the key questions to be addressed which allowed for the identification of a suitable research methodology as well as the scope of empirical evidence required. In addition, regular meetings with the lecturer were utilised to discuss progress which proved very beneficial.    

[bookmark: _Toc150696699]3.3 Research Overview

The nature of the research topic lends itself well to a mixed methods approach focussing on secondary research (Vartanian, 2010). This provided a certain degree of flexibility allowing for the identification and subsequent analysis of both qualitative and quantitative data and information. 
The drive to include qualitative data came from the appreciation that the topic to be discussed is deeply rooted in society, culture and the human experience. By definition qualitative data is non-numerical data which is intended to provide a more holistic view of concepts, ideas and experiences (Halfpenny, 1979). There are many different approaches to qualitative research, however the most appropriate for this study was the grounded theory approach whereby the research was formalised on a clear topic of interest (Health & Cowley, 2004). Qualitative research focussed on such themes as the barriers and challenges to women with regards to leadership in the workplace. As well as gaining an understanding of the wider cultural and societal factors and phenomena which contribute to the existence of the leadership gap. It was also an important element to understanding the subsequent impact of barriers. 
In order to gain an understanding of the leadership gap and to set the scene with regards to the landscape around the theme of women in leadership, the barriers and their impact, it was imperative to draw on secondary analysis of quantitative data. 
One of the main aims of the work is to understand whether a leadership gap exists and to what extent this exists in certain workplace industries, in this case the focus was on the public sector in Wales. This formed the foundation of the work with evidence being sourced and analysed at a quartile level from gender pay gap reports for UWTSD and its competitors across Wales. 
To further extend the research to find out how severe the leadership gap really is and what organisations are trying to do about it to mitigate. By understanding the patterns that arose from each gender pay gap report, it allowed a further understanding into each organisation and to understand what important developments are being done and to decipher what (if any) improvements have been made over a period of time.  
Further secondary data was sourced regarding the labour market which provided a clear and valuable view of how the labour market landscape differs for women and men. This was an important element to include as all other evidence should be viewed against the backdrop of the landscape that women operate in with regards to their professional development and labour market opportunities. Secondary data (Glass, 1975) was researched through google scholar and UWTSD’s library. The office of national statistics (ONS) and data from the population survey and census data was utilised from gov.uk. In addition, data was accessed for UWTSD’s gender pay gap report along with other higher education institutions through their external website. 
[bookmark: _Toc150696700]3.5 Logistical and ethical considerations 

The logistical and ethical considerations in undertaking a piece of work of this nature were numerous. The first consideration was the topic to be discussed, in that it was essential to ensure that the topic was not to broad nor too focussed whilst developing a piece of work that was meaningful and complimentary of the works already in existence. Logistics allowing, the work has focussed on the main themes of the gender leadership gap and the themes surrounding that. 
Ethically it was important to ensure that research conducted remained in the parameters of good research methodology. The sources utilised throughout are robust, reliable, representative and relevant. It was necessary in some cases to utilise research and evidence which might be considered older and less up to date, however, where these have been included it has been to paint a picture of experience and change over time. Data from 2022 was utilised, due to the more recent report available for each organisation, this enabled a fair  and consistent approach for each organisation. 
Labour market information on the other hand has been sourced from the most recently available sources with older data referred to in order to highlight trends over time. 
Further ethical considerations include ensuring that the data utilised was representative of all, and not marginalised to give data that doesn’t reflect any one emerging theme. In doing so this reflected a true, non-biased result based on the findings. As an example, identifying organisations across the wider public sector to focus on was done in a considered way.  Each organisation is a large employer (employing more than 250 employees) which meant public data was accessible, verified and comparable. This allowed an impartial representation across the wider sector, with each organisation providing a different service and therefore a workforce with slightly different skill sets. Looking at a cross section of these key organisations enabled an opportunity to cover a suitable sample size offering a fair representation.  
[bookmark: _Toc150696701]3.6 Reflection 

Upon reflection, it is clear that there was an instance whereby data quality fell below par. Most notably this was the case for data in relation to the gender pay gap of the University of South Wales. However, the use of secondary data has enabled efficient analyses into the factors discussed, making it a much more efficient process. The findings of this data will be analysed below.  






















[bookmark: _Toc150696702]4. Analysis

To begin, quantitative data from the Global Gender Report (2022) indicates the state of the workplace across the world, inclusive of 146 countries and regions including the UK. Drawing on this data provides an understanding of the problem on a wider scale. The report states that the global gender gap as of 2023 stands at 68.4%, which is a 0.3% improvement from the 2022 report. Based on these findings, it is thought that it will take 132 years to reach total parity, which suggests that the world is moving in the right progressive direction, but not at a particularly fast pace. 
From this work the issues which are thought to impact women in the workplace are categorised as follows; gender gaps in the global labour market, skills of the future, political leadership and economic and recovery and transformation, all of which are further analysed to smaller groups. The findings showed that since 2009 there has been a gradual decline in the participation of women in the global labour force (appendix 4). This is aligned to previous data on labour market participation from the annual population survey. The data shows a gradual decline from 2009 until 2022, with an increase from 63% to 64% in 2023. 
The data highlights that the factors that contribute to this decline are unemployment, working conditions and the lack of representation of women in senior leadership. In addition, there was a notable gap in the number of women in particular fields such as manufacturing, agriculture, supply chain and transportation and infrastructure, which aligns with previous research highlighting gender stereotypes within key employment sectors. This is substantiated by the fact that there are some sectors where leadership positions are more likely to be held by women, these are healthcare, education, consumer services and the public sector where evidence suggests that women make up 33% to 50% of leadership roles.   
As outlined by CIPD (2022) leadership positions are paid the highest salaries in organisations, therefore further analysis was conducted to identify the state at which the gender pay gap is shown across the higher education sector in Wales. Organisations of more than 250 employees must report on their gender pay gap, with this report indicating the percentage of women and men employed in four quartiles. The upper being the highest paid and the lower quartile representing the lowest paid employees (GOV, 2023). 
Initially focusing on UWTSD’s 2022 gender pay gap report, it is indicated that women’s mean hourly wage is 9.7% lower than men’s and their median hourly wage is 2.9% lower than men’s (UWTSD, 2022). In addition, women occupy 48.3% of the highest paid jobs compared to men and 62.4% of the lower paid jobs at UWTSD (Appendix 5), highlighting the gender pay gap and more over the gender leadership gap at UWTSD. This has seen a slight improvement over four years, the latest report of 2022 states that women occupy 49% of the highest paid jobs and 59.7% of the lowest, this is an improvement of 0.7% since 2019 which is the first reporting year. It also highlights that more women have possibly moved into intermediary positions from the lowest paid jobs or it could also mean that more men are now employed in the lowest paid occupations. This is positive and is showing that the gap is improving. 
To further analyse how UWTSD compare alongside their competitors in Wales, the gender pay gap report for 2022 was analysed for all Welsh Universities. Swansea, Cardiff, Bangor, Wrexham and Aberystwyth were the institutes analysed (Table 1), the University of South Wales was also taken into consideration, however this report was difficult to obtain. This data is the most up recently available. The analysis shows that Glyndwr University is the clear leader with regards to gender parity, with 58.5% women in the upper quartile compared to 41.5% men. UWTSD rank second with 49% women in the upper quartile. Both Cardiff and Swansea have a distinct gap in their upper quartile with Cardiff having 42% and Swansea 42.2% women. However, the worst performance of female representation in the upper quartile is Aberystwyth University with only 41.83% of women in the upper quartile (Appendix 6). 
To consider a wider perspective further data was analysed to take into account the comparison between higher education institutions in Wales and other key public sector employers. The gender pay gap figures for 2022 across several public sector organisations, which include DVLA, Swansea Council, Hywel Dda University Health Board, Dyfed Powys Police (DPP) and Mid & West Wales Fire Service (MWWFS) (Appendix 7). The results show that Swansea Council and Hywel Dda have the best results, with Hywel Dda showing an even distribution at 50/50 whilst Swansea Council has 58% women in the upper quartile. However, the traditional public service organisations such as DPP and MWWFS show a trajectory in the opposite direction with only 25% and 13% of women in the upper quartiles respectively. Arguably, and in comparison, this represents a poor result, with much improvement to be made. 
To refine the research and focus on the UK, a report published by GOV (2022) drawing on research from 175 academic papers, emphasised that there is a steady upward trajectory for men in career progression, compared to a plateau in their late 20’s for women (Appendix 8). Furthermore, it was shown that men’s wage progression continues to rise, with gender differences in part-time employment an important factor that contributes to the issue. 
[bookmark: _Toc150696703]4.1 What are the barriers.

It was identified in the Gov report, that the UK Government launched a flagship policy in 2018 with the intention of increasing transparency and accountability amongst employers with regards to the gender pay gap. The purpose was to emphasise the importance of equality and trying to reduce the gender pay gap through understanding the drivers and barriers that create the gender pay gap. Despite some research highlighting the perceived narrowing of the gender gap, the launch of the flagship policy as recent as 2018 indicates that a problem remains. 
The research shows that there were four key groupings to the main drivers that create barriers to progression. These included processes for progressions that open up space for bias, hostile or isolating organisational cultures, the conflict between external responsibilities and current models of working and alternative ways of working which do not currently offer parity. 
To elaborate on each point, starting with the processes for progression, this is drawn upon from the absence of transparency in decision making and policies in salary and promotion. The barriers that arise from the data are those of long-standing structural barriers, socioeconomic and technological transformation. Women are more likely to be at a disadvantage by organisations that aren’t transparent or lack formality, which impacts recruitment criteria, promotion opportunity and salary negotiation. Informality is one of the barriers that arise in leadership progression for women, the study reveals that many public sectors lack a structured system in which this allows salary to be determined subjectively. 
The study response identified that some organisational decisions made put women at a disadvantage, for example a common barrier is social cloning (Joslyn, 2018), which relates to the promotion of people who look like their leaders, which gives women an unfair opportunity, if the leader is male. Women are therefore disadvantaged when those in positions of power seek others who look similar to them. Therefore, in a male dominated organisation, this created a significant barrier for women to advance, making them less seen. 
Furthermore, the types of jobs women have are more likely to be less well paid than men, the sectors women work in are lower paid with discrimination, harassment, preference and choices al playing a detrimental role. Evidence from around 1,000 employees across the UK were gathered for a report by the Equality and Human Rights Commission (2018), which identified that those who had been experienced sexual harassment at work were more likely to be women and that four in ten of women in the UK have experienced some form of unwanted sexual behaviour in the workplace (GOV, 2022). 
Further factors highlighted were the years women spent out of the labour market and women also have a less full-time work experience, as identified by data collected from the Office for National Statistics (2021) population survey. As established 80% of those working part-time in Wales are women. The issue to address is that part time jobs are not associated with higher skills, grades and pay. Office for National Statistics (2021) data highlights an insignificant difference in the rate of employment between men women without children over their working lifetime. However, women with children are less likely to work than men with children (Office for National Statistics, 2013). Therefore, creating a barrier for women who have little or no choice to reduce working hours to balance work-life commitments, thus stunting career progression.
To further analyse these barriers to women in leadership and to understand if these barriers are limited to the UK, it is pertinent to draw on a survey of 319 women & 46 interviews conducted in the Asia Pacific Region. This work reported on the fact that society expects women to have more familial responsibilities, with men being unaware of the bias they hold against women and organisations lacking formal programs that support women’s leadership development, all of which received a score of over 80% from the respondents. 
Furthermore, a study in the USA & Canada identified that hybrid or flexible working is something more women would welcome their employer to provide, as this removes barriers to flexible and hybrid working. This allows women a greater freedom to work, face less microaggression from managers and offers a level of psychological safety. Both also reported, that compared to men, women were more likely to have self-limiting thoughts to ask for more money, although women reported to want a pay increase more than men. 
[bookmark: _Toc150696704]4.2 Why does it matter

The data shows that these barriers exist and the next step is to understand why this matters. There are several reasons as to why gender parity is important, according to academic research (Smith & Sinkford, 2022) inequality inhibits organisational growth and sustainability, which are the core fundamentals to successful business performance. 
With the addition of technology, it enables women to be relieved of some barriers, for example being able to work remotely and more flexibly through technological advancements, it allows workers to transition to new employment easier and allows time to complete tasks that may require extra attention. These factors would increase productivity of employees but also promote innovation, making it an advantage to organisations. These factors would not only allow organisations to grow, but to be more inclusive and diverse, giving people of all background and gender to have an equal opportunity. 
However, more importantly the reason this matters is that barriers such as discrimination and harassment in the workplace are morally not acceptable and regardless of gender or culture, these barriers should not exist, especially when they disproportionately affect women. Having more women in leadership roles allows this to become the norm and gives younger generations role models to associate with and attempts to remove unconscious biases within the workplace as well as wider society. 
Organisations leading with a more gender equal approach instil trust and not only gain from a forward-thinking organisational perspective but will also build a way of working that is welcomed and sought after by prospective employees. This is an important part of continued organisational success and workforce sustainability. Organisations are already reporting on their gender pay gap and the insights provided by this on an annual basis, will inevitably foster change due to increased accountability. However, in order for change to occur at the level it needs to inclusive policies and strategies are required (CIPD, 2022). Without buy-in from employers and government to help implicate these changes, reporting on the figures alone will not be enough. This shift in culture would help those who need it most. Hanek and Garcia (2022), states that workplace gender gaps have improved over the years, yet there is a long way to go for equilibrium and for barriers to be broken down.
To expand as an example, Iceland is a true leader in this field and are the highest ranking country in terms of gender equality (Global Gender Gap Report, 2023) with 91% parity. Despite not being completely equal, it’s the closest to 100% than any other country, which means other countries can review best practice and understand the degree to which interventions are able to be applied at a more localised level. How they’ve achieved this is by changing the way in which the traditional workforce structure is implemented. Compared to Wales and the UK, they are much more advanced towards equality, yet at 91% this continues to not be enough for the country, showing that the UK has a long way to go. To make this point clear, in a more recent event, tens of thousands of women including the prime minister protested for gender pay equality. Their mentality is forward thinking and the data suggests that as a more equal country, their government also focuses on gender equality perspectives with a clear policy driven approach.









[bookmark: _Toc150696705]5. Conclusions and recommendations 

To conclude, the findings from this report highlight a leadership gender gap across the higher education sector and the wider public sector in Wales and the UK. The reasons are numerous, complex and in many ways entrenched. This is made more complicated by the visible and obvious nature of some of these factors and then the many less visible barriers in existence both in the workplace and in wider society. 
Despite the gap between men and women in leadership and management roles, some organisations are clearly making strides to improve and lessen that gap, with some already achieving this, Hywel Dda University Health Board being a notable example. The fact that organisations are starting to identify, understand and address these issues, is of course progress. Nonetheless, these gaps persist due to the limitations and barriers women face in relation to progression with their careers. These issues are due to systemic barriers in the workplace, which as discussed reach wider into society with deep routed biases, opinions and structures. Women face discrimination, bias, sexism and stereotyping at work which inhibits their growth and as research alludes, women in some instances need to work harder than men to gain trust, loyalty and respect as leaders. 
Recommendations from this report would firstly suggest, based on the evidence that there are lessons to be learnt from the Icelandic approach. This includes the development of clear, evidence based policy making but also extends to ensuring that this policy is made visible, understandable and relevant to everyone. Their progressive way of working has clearly reduced the leadership gap and also on a bigger picture, the gender pay gap as a whole. However changing systems, polices and decision making in organisations alone won’t change some of these barriers, there needs to be a change for both men and women and for people to understand why these issues persists and what can be done to change. This is a cultural and societal issue that extends far further than what can be deemed as the traditional workplace. It is unfortunately the case that the effects of these cultural and societal nuances have manifested and embedded themselves so deeply into the workplace. 












[bookmark: _Toc150696706]6. Evaluation

Upon evaluation, the evidence gathered has provided a sound understanding of female leadership in the workplace, the barriers to this and their impact. This has been viewed in a local context and then placed in a wider perspective by drawing on national and international experiences. 
The four sub-questions have been addressed within the parameters and scope of the work. 
As expected with any such piece of work reliant on secondary research there were some gaps in data availability, however, these were addressed with the identification of alternative qualitative and quantitative data. 
The broad and highly relevant nature of the topic suggests that there is scope to undertake further work, especially with regards to exploring further interventions for addressing the barriers identified.  
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Upper Quartile 
	University 
	Women %
	Men %

	Swansea University
	42.4
	57.6

	Cardiff University
	42
	58

	University South Wales 
	n/a
	n/a

	Glyndwr Wrexham
	58.5
	41.5

	Bangor
	48.3
	54.7

	Aberystwyth
	41.83
	58.17

	UWTSD
	49
	51


 
Upper middle quartile 
	University 
	Women %
	Men %

	Swansea University
	57.1
	42.9

	Cardiff University
	53
	47

	University South Wales 
	n/a
	n/a

	Glyndwr Wrexham
	60.8
	39.2

	Bangor
	67.2
	54.7

	Aberystwyth
	63.09
	36.91

	UWTSD
	60.1
	39.9



Lower middle 
	University 
	Women %
	Men %

	Swansea University
	59
	41

	Cardiff University
	60
	40

	University South Wales 
	n/a
	n/a

	Glyndwr Wrexham
	66.2	
	33.8

	Bangor
	64.1
	35.9

	Aberystwyth
	56.83
	43.17

	UWTSD
	58.7
	41.3



Lower quartile 
	University 
	Women %
	Men %

	Swansea University
	57
	43

	Cardiff University
	63
	37

	University South Wales 
	
	

	Glyndwr Wrexham
	59.8
	40.2

	Bangor (2021)
	62.8
	37.2

	Aberystwyth
	51.42
	48.58

	UWTSD
	59.7
	40.3


Table 1: Welsh university quartile comparison, 2022
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Organisation
	Upper Quartile Women
	Upper Quartile Men

	DVLA 
	45.3
	54.7

	Swansea Council
	58
	42

	Hywel Dda
	50
	50

	Dyfed Powys
	25
	75

	Mid & West Wales Fire Service
	13
	87


Table 2: Data of public sector upper quartile percentages, 2022
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GRAPH 2: EMPLOYMENT STATUS BY GENDER AND ETHNICITY
Source: Annual Population Survey, July 2020-June 2021 and July 2021-June 2022
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Figure 1: Gender wage gap by time to/since birth of first child
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