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Abstract
This study was to explore how the gender leadership gap can be closed in Wales. Current media attention surrounding gender inequality, has reenergised a number of campaign groups to become more active in this area. This has resulted in more action from the UK and Welsh government to effect change to address such inequalities, as a result the gender leadership gap has become an area of increasing interest, not only to author but, to the business community and society, resulting in the growing need for more academic research on the issues presented.
This study an epistemological one taking its position from an interpretivist theological perspective as the research paradigm, was to the study and investigate shared meanings and differences between participants points of view and compare these to academic theory in this area, by conducting in-depth semi-structured interviews on the concept of the gender leadership gap informed by academic theory reviewed. This incorporated a phenomenological approach as there were found to be limitations to the secondary research reviewed, particularly regarding the lack of information on the concept of the leadership gap in Wales and how to address it. A sample of respondents were encouraged to reflect on experiences they have had in the past, to identify areas of interest in respect to the objectives of this study.
The research has identified that there is a gender leadership gap in Wales, and differences in the way men and women are perceived to lead, it has demonstrated there are particular cultural barriers that exist in Wales and has recommended ways these barriers can be overcome, considering both academics and respondents’ comments. This report has identified that the unique culture of Wales negatively impacts the gender leadership gap, particularly highlighting prejudices regarding patriarchalism and stereotyping as an issue in Wales. 
It is recommended that to bridge the gap discovered by this report, a change of cultural attitude, is needed to eliminate the gap.
DECLARATION
	
This work has not previously been accepted in substance for any degree and is not being concurrently submitted in candidature for any degree.	


Signed ...................................................................... (candidate)	

Date ........................................................................	


STATEMENT 1	

This dissertation is being submitted in partial fulfilment of the requirements for the degree of MBA.



Signed ..................................................................... (candidate)	

Date ........................................................................	


STATEMENT 2	

This work is the result of my own investigations, except where otherwise stated. 

Other sources are acknowledged by footnotes giving explicit references.  A bibliography is appended.


Signed ..................................................................... (candidate)	

Date ........................................................................	


STATEMENT 3

I hereby give consent for my work, if accepted, to be available for photocopying and for inter-library loan, and for the title and summary to be made available to outside organisations.	


Signed ..................................................................... (candidate)	

Date ........................................................................




ACKNOWLEDGEMENTS
I would like to give a special thanks to my husband and children, for their love and support throughout this research project.

I would also like to thank all the participants in this study, without their generosity of time and effort this research would not have been possible.

And last but not least, I would like to acknowledge the help of Sarah Peasley, my tutor, for her guidance, support and encouragement, throughout the development of this study, without her my work would surely have been of a lesser quality and the process of writing this report far less enjoyable.

Thank you all.








Table of contents
Front Page	1
Abstract	2
Declaration	3
Acknowledgments	4
Contents Page	5 & 6
Chapter 1
1.0 Introduction	7
1.1 Aim/purpose	7 & 8
1.2 Research objectives	8
1.3 Background	8 & 9
1.4 Rationale	9
1.5 Evaluation	9 & 10
1.6 Report Structure	10
Chapter 2
2.0 Literature Review	 
2.1 Introduction	 11
2.2 The gender leadership gap in the UK and Wales 	11 to 13  
    2.3 Gender and leadership	13
    2.4 Men and women’s leadership style	14 to 16
    2.5 Advantages women leaders can bring	16 to 18
    2.6 The barriers women face when seeking leadership positions	18 to 21
    2.7 Bridging the gender leadership gap	21 to 25
    2.5 Literary review conclusion and gaps for further study	25
Chapter 3
3.0 Research Methodology	
    3.1 Introduction	26
    3.2 Background and rationale for research philosophy	26 & 27
    3.3 Research philosophy	27 to 29
    3.4 Secondary sources	30
    3.5 Research methods	30 to 33
    3.6 Data gathering	33 to 34
    3.7 Data analysis	34 to 36
Chapter 4
4.0 Data analysis and findings	
    4.1 Introduction	37
    4.2 Research aim and objectives	38
    4.3 Coding methods	38 & 39
    4.4 Basic background information on participants	39 to 41
    4.5 The gender leadership gap in Wales	41 to 44
    4.6 The differences between men and women’s leadership style	44 to 48
    4.7 The barriers women face	48 to 52
    3.3 Closing the gender leadership gap in Wales	52 to 55
    3.4 Data analysis and findings conclusion	55
Chapter 5
5.0 Conclusions and recommendations	
5.1 Introduction	56
5.2 Conclusions	56 to 61
5.3 Recommendations	61 & 62
5.4 Contribution	62 & 63
5.5 Limitations 	63 & 64
5.6 Further research	64
6.0 References	65 to 76
Appendices	77 to 93 






Chapter 1
1.0 Introduction
This dissertation considers two main leadership concepts; firstly, leadership defined as “a process whereby an individual influences a group of individuals to achieve a common goal” (Northouse, 2016, p. 6), and secondly, the gender leadership gap (in respect of economic participation) which are “gender-based inequalities with respect to…economic participation and opportunity” (Yeganeh & May, 2011). There is an issue regarding gender equality in Wales, despite various legislations and increasing pressure from women’s rights campaigners, the gender leadership gap persists, with Chwarae Teg (2016) quoting “despite the fact that the majority of graduates from UK Higher Education Institutions are female, and women make up over 48% of the workforce in Wales...research … found that almost three quarters of women felt that there were gender barriers preventing them from reaching the highest tier of management”. This problem has negatively impacted women in Wales because they are unable to gain senior positions as readily as their male colleagues. This dissertation investigates and analyses concept of the gender leadership gap by firstly, conducting secondary research on a range of literature on the concept of the leadership gap and secondly, conducting primary research by gathering cross sectional data via a mono method, conducting twenty-eight interviews utilising a phenomenological approach, critically analysing both primary and secondary research, with a view to understanding more about the issue of the concept of the gender leadership gap in Wales.
1.1 Aim/Purpose
The purpose of this study is to consider the problem that women in Wales feel there are too few opportunities for advancement in their workplaces, the primary research question to be considered in this report is; how the gender leadership gap can be closed in Wales? The aim of this study is to make valid suggestions as to how this can be done. This study can be broken down into the following sub questions; 
· What are the differences between male and female leadership?
· What gender leadership gap has emerged?
· What are the advantages of greater female participation in organisations?
· What are the barriers women encounter when trying to move into leadership positions?
· How can the leadership gap be closed in Wales?
1.2 Research Objectives
Objective 1: To critically review primary, current research and advanced scholarship on leadership, investigating the differences between male and female leadership styles.
[bookmark: _Hlk521416109]Objective 2: To collate information on the gender leadership gap and to consider why there is a need to close this gap.
Objective 3: To identify the barriers women face on their journey to becoming leaders in Wales in comparison to around the World.
Objective 4. To generate recommendations on how to bridge the leadership gap in Wales?
1.3 Background
The author has had experience of strong women in her family who have been leaders and have influenced the authors desire to become a leader. The author has also had personal experience, of some the barriers to becoming a leader in an organisation. This led the author to become involved in the NASUWT in Wales and WMAD in Cardiff, who strive to tackle issues such as the gender leadership gap, indicating that this is problem in Wales.  Couple this with current media attention on gender inequality (BBC News at six (2018-a), BBC News at six (2018-b), Binns (2018), BBC 1 – Breakfast, Today (2018), ITV News Weekday Teatime (2018)), and in particular the suffragette movement, as this year is the 100 year anniversary of some women getting the vote in the UK (The Hour – Gender equality in Wales, (2018), ITV News weekday lunchtime (2018) Panorama – Britain’s Equal Pay Scandal (2018), Dispatches – The truth about your pay (2018)), which has led to recent support from government to effect change in this area through the introduction of legislation requiring employers with 250 or more employees (ACAS, 2018) to report details on the gender pay gap in April of this year (gov.uk, 2018), means that it has become an area that is of increasing interest, not only to author but, to the business community and society.
1.4 Rationale
Gender inequality (as detailed in the previous section) has become of particular interest in the UK of late, as a result there have been a number of books written on the subject of leadership, for example, Armstrong (2009), Northouse (2016), Carroll, Ford, Taylor (2015), DuBrin (2013), Powell (1993) and Yukl (2010), and some that touch on gender and leadership and in particular the gender leadership gap, for example, Weiss, Molinaro & Davey’s (2007), Wilson (2007), Sandberg (2013) and Rickards (2015), together with numerous articles, journals and websites on the subject, therefore it is an area that has been extensively studied. However, the author believes there has been little research completed on the gender leadership gap in Wales, which has led to the researchers focus on discovering if Wales has any particular issues surrounding this area. It is hoped that this study can be used to influence policy making in Wales and can be used as a point of reference for businesses seeking advice in this area.
1.5 Evaluation
Current media attention on gender inequality and the recent push from government to effect change in this area, means that it has become an area that is of increasing interest, not only in Wales, but, around the world as a result a number of academics have written about gender and leadership, which highlight this issue. However, the author believes there has been little research completed on the concept of the gender leadership gap in Wales, which has led to the authors phenomenological approach to this study. It is hoped that this study will identify issues pertinent to Wales and identify how to address them. The main limitations of this report were the limited financial resources and limited time that was available to the author.
1.6 Report structure
This report is organised into five chapters; Chapter one is the introductory chapter, containing the rationale and aims and objectives of this report, Chapter two contains the review of the literature pertinent to the aims and objectives of this report, Chapter three is the research methodology, Chapter four is a combination of the findings and discussion of the qualitative study and finally Chapter five contains the conclusions and recommendations of the study.











Chapter 2
2.0 Literature Review
2.1 Introduction
The purpose of this review is to explore the literature pertinent to the closing the gender leadership gap in Wales, investigating definitions, theories and approaches to gender and leadership. Leadership studies had its beginnings with ‘the great man’ theories, as discussed by Northouse (2016), Yukl (2010) and Carroll, Ford & Taylor (2015), because they focused on identifying the innate qualities and characteristics possessed by (male) leaders at the time. These initial studies (it is argued) and others up until the 1960’s was biased towards men as academic researchers ignored issues relating to gender until the 1970’s according to Chemers (1997). It is these patriarchal stereo-typical ideals, it is argued that remain in society. This has led to the emergence of the concept of the gender leadership gap (Chemers, 1997), which encouraged the feminist movement of the 60’s and 70’s (Cochrane, 2013), and (more recently) campaigning against such issues (BBC News at six, 2018-a, Binns, 2018). This literature review has been written gathering a wide range of secondary data from a variety of books, journals, articles, sourced vis the UWTSD library, the internet, and a response from Welsh Government regarding the interview questions. Consideration of the secondary research in these areas will inform the primary research to be conducted to fulfil the aim and objectives of this report.
2.2 The gender leadership gap in the UK and Wales
[bookmark: _Hlk520976065][bookmark: _Hlk520974356][bookmark: _Hlk520973356][bookmark: _Hlk520975715]Chwarae Teg (2016) has said that despite the majority of graduates from Education Institutions being female, with women earning “57% of the bachelor’s degrees, 60% of the masters degrees, and more than half of the doctoral degrees…and they make up make up over 48% of the workforce in Wales, gender inequality is still evident”. Johnson, Thomas and Millet (2018). Yukl (2010) states that “Widespread discrimination is clearly evident in the low number of women who hold important, high-level leadership positions in most types of organizations”, with Catalyst (2017) adding women held only 12% of the world’s board seats in 2015, clearly highlighting the gender leadership gap. It is argued that the situation is improving with Catalyst (2018) stating in the UK, there are now only 8 all-male boards in the FTSE 250 and from 2007 to 2017 women’s board representation in FTSE 100 companies has increased from 11% to 28%, therefore, the gap is slowly closing. This argument is concurred by Yukl (2010) and more recently Theresa May on Womens Hour (2018). However, Sandberg (2010) contends that percentages of women at the very top are currently ‘moving in the wrong direction’. 
[bookmark: _Hlk520976018][bookmark: _Hlk520975149][bookmark: _Hlk520974832]If we look at women in senior positions “the percentage of women in senior leadership roles (in the UK) has remained low, “slightly rising to 22% in 2018” according to Catalyst (2018), of whom “only 7% of employed women in Wales are managers, directors or senior officials Chwarae Teg (2014) has added. “The proportion of female chief executives is just 7%” in the UK less than one in ten (Treanor, 2017), “with only one female CEO in the Wales top 50 companies” (The Hour, 2018) meaning only 2% of women are directors in Wales’s top companies, meaning Wales’s leadership gap is wider than the UK in general. Appendix 1 in the Appendices shows an infographic produced by the Fawcett Society illustrating the extent of the gender leadership gap in the UK across multiple sectors in society, with Barling’s (2014) argument holding true that “One inescapable conclusion is that women are still underrepresented in leadership positions in organizations. This claim is appropriate because historically, women have simply not been welcomed into the upper echelons of organizations”, a link the gap to the stereotypical attitudes mentioned previously. Bullough and de Luque (2015) found there was “A lack of attention to the role of gender in studying leadership…it is essential for academics, policy makers, communities, and organizations around the world to understand the environments that make such moves by women attractive”, the UK was not researched in this study meaning further study needs to be completed in Wales to make direct comparisons, hence this report. This view has been recognised by the Welsh Government and a strategic equality plan and equality objectives have been compiled to make governance in Wales more inclusive (Gov.wales, 2018) , The report which highlighted “female representation has increased from 35% in April 2012 to 38% in April 2015 in Executive Welsh Government Sponsored Bodies, although there is progress towards gender equality on our Public Boards, the pace of change is still slow and not consistent and increases in women’s representation can change from year to year”, meaning that there is still work to be done in this area.
2.3 Gender and leadership
It has been argued that due to the increasing number of women in leadership roles and pressure from society that scholars are becoming interested in gender and leadership and in particular the concept of the gender leadership gap. According to Powell’s (2011) article the questions being asked in these areas have shifted from “Can women lead?” to “Why are women underrepresented in elite leadership roles?”, which is the prime focus of this report and an indication that views on women’s leadership are changing in society, however, his opinion was based on a limited study completed by the New York Times and has not been researched fully, it indicates area of interest for researchers. This view is concurred by Gold, Thorpe & Mumford (2010) in this book when he discusses there has been a move away from the thought that it was more natural for a man to lead. These shift in public perceptions regarding women as leaders and the limited research completed in this arena is the reason why further research is necessary, and hence this study. 

2.4 Men and women’s leadership style
To identify reasons for the leadership gap we must first consider if women lead differently to men and if this is a causal factor of the of the gap. Torres, R. (2013) talks about a move from a command and control type of leadership to a new type of leadership that encompasses diversity with leaders having to build a relationship with more diverse groups in order to understand that some people think differently than each other. This reasoning is concurred by Rosener (1990) and discussed as another kind of diversity, Rosener wrote her well respected article in the Harvard Business Review that has been cited many times, in several books such as Carroll, Ford and Taylor (2015) and Rickards (2015) who describe this shift as a ‘second wave’ of women leaders who no longer had to mimic the masculine occupation of leadership. Research by Bullough and de Luque (2015) has suggested that “women are socially penalized when behaving in ways that are attributed to men (e.g. decisive, driven, and aggressive) and face problems with likeability when they are perceived to deviate from qualities attributed to women (e.g., gentle, sensitive, communal, and kind)”, therefore they have had to find a different way to lead. Wilson’s (2007) book similarly describes this as a difference in leadership of male self-centred, self-preservation perspective to a female other-centred perspective. Roseners’ (1990) survey of eminent women leaders who were members of the International Women’s Forum, illustrated that women rather than emulating men were beginning to lead in their own transformative or participative way and is concurred by a more recent paper written by the AAUW in 2016 and also been conveyed by several other female leaders in the UK such as Moya Greene in her recent interview with McKinsey & Company, a well-respected consulting agency (2017) and Theresa May in Womens Hour (2018) and also discussed by Rickards (2015) when he bases his thoughts on Eagly and Carli’s study of 2003. Bullough and de Luque (2015) research found that “Women score higher than men on social and emotional skills, both of which are components of charismatic leadership”. Therefore, there are discernible differences between how men and women lead cited by many secondary sources. It is these differences in leadership style that has contributed to the discrimination of women and caused the gender leadership gap to emerge Yukl (2010) has argued.
It has been argued by various authors that man and women also possess different personal characteristics, which could explain why men have been reluctant to promote women as their leadership style is different to their own as discovered by Bullough & De Luque (2015). Powell (2011) states that “personal characteristics associated with men (‘‘masculine’’ traits such as independence, decisiveness, and aggressiveness) rather than those associated with women (‘‘feminine’’ traits such as nurturance, compassion, and sensitivity to the needs of others)” is a difference cited by many academics and is also described as hard and soft leadership respectively Regine (2011). Yukl (2010) & Carroll, Ford and Taylor (2015) agrees discussing the theory of feminine advantage where it is said that women are more transformational in their approach (Rickards, 2015), because as a result of life experiences particular to women certain ‘feminine or soft’ values emerge, such as interpersonal skills, sharing of power and empathy.  “This more charismatic style was later proved to be more…likely in women” and was found in Eagly and Carli (2003) research. However, various, researchers have since argued against this, stating that claims were based on weak assumptions and exaggerated stereotypes (Yukl, 2010). However, other authors such as Bullough and de Luque (2015) state that “Researchers have argued that female leaders in particular display authentic (genuine/honest) behaviors”, which is a new area of leadership research borne of transformational leadership research, which focuses on whether leadership is genuine and ‘real’, and that these leaders are the product of critical life events as discussed in Luthans and Avolio (2003) research. Therefore, whether a typical male and female leader exists is a debated area and widely discussed area, to be explored in this study. 
Bem introduces us to the term androgyny, back in 1975, which implies that an individual can be both masculine and feminine in their behaviour depending on the situation they find themselves in, this view was discussed and corroborated more recently in Powell’s (2011) article. Therefore, we should consider that men and women possess the same qualities, however, in differing amounts between men and women. It was discovered that traditional gender roles are blurring between men and women and these attributes are often shared between men and women, with typical stereotypes being rejected by younger generations, therefore, typical male and female leaders could become a thing of the past (Eu.clarionledger.com, 2014). It is the intention of this study to identify whether there is indeed a difference between male and female leadership styles in Wales.
Therefore, to conclude this argument, according to Northouse, 2016, Gold, Thorpe & Mumford, 2010, Yukl, 2010, Wilson, 2007, Davidson, 1997, it is this notion that women are different from men that is causing a major barrier to women moving into leadership positions in organisations. However, in a recent study by Paustian-Underdahl, Walker & Woehr (2014) it found that across all types of organisations and all leadership levels, there was no significant difference between male and female leaders and researchers’ preoccupation with difference should be forgotten as it has little bearing on leadership effectiveness. This was a comprehensive paper, however, this was based on data generated in America, therefore further investigations would need to be completed in Wales to make definitive comparisons as we are not as forward thinking in our culture. One of the objectives of this study is to consider whether there is a difference between male and female leadership in Wales and make comparisons to secondary research gathered in this area. 
2.5 Advantages women leaders bring to organisations
[bookmark: _Hlk520987801]A partial objective of this report is to consider what benefits women can bring organisations. The arguments are many and cited as follows; Sandberg (2010) believes as do others (WEN, 2015, Chwarae Teg, 2016-a, Britishcouncil.org, 2018, Emerging Women, 2018) that more women on boards would mean a fairer world as women would be better represented in society. “Companies with a significant bloc of women on their boards of directors tend to outperform those with few women at the helm, boasting 65% higher returns on invested capital”  a McKinsey Global Survey (2010) found, also discovered was that “Companies that had the highest levels of gender diversity also had higher returns on equity, operating results and growth in market valuation than the averages in their respective sectors” (Regine, 2011), these arguments are concurred by Hinds (2015), the AAUW (2016) and the Welsh Government (gov.wales, 2016). This has been ascribed to a phenomenon that has come to be known as collective or integrated intelligence, which is a measure of how smart a group is as a whole and the idea that more diversity leads to better group performance and decision making, this has been concurred by a variety of academics (Javidan, Bullough & Dibble, 2016, Wilson, 2007, Marre, 2018 Buechel, 2015 & AAUW, 2016, gov.wales, 2016). Javidan, Bullough & Dibble’s (2016) research found that women in particular demonstrated stronger global leadership profiles in regard to passion for diversity, intercultural empathy, and diplomacy, and conversely, men tended to show strong global leadership self-efficacies regarding global business savvy, cosmopolitan outlook, and interpersonal impact, and discusses the concept of ‘Shared leadership’ as “senior leaders in organizations are increasingly hard-pressed to have all of the knowledge and skills required to guide complex organizations in a global context”, this strengthens the case for more women on boards, as they bring something different to the table. However, it could be contended this research was based on private sector organisations, limiting its applicability to other sectors. Regardless of this weakness other authors such as Wilson (2007) concurs with this view and also discusses the need for “fresh eyes and fresh solutions applied to old and abiding problems, unique skills honed through family and community service, the opportunity for true democracy, transforming business and politics” which are the advantages of the leadership of women. However, Hinds (2015) states that “achieving gender-balanced leadership within the private sector remains a challenge for all countries”. Therefore, considering the benefits that gender balance can bring to organisations and society, and the challenges of obtaining that balance, there is a need to investigate reasons for the gap and how to address it.
2.6 The barriers women face when seeking leadership positions
[bookmark: _Hlk521316793]The Welsh Government’ presiding officer in 2012 identified the main barriers in Wales to be; a lack of confidence, a lack of role models, insufficient training and mentoring provision, a perceived lack of opportunity and male dominated networks (gov.wales, 2016). Upon further research the barriers were discovered to be similar however, more extensive than this dated list. A number of authors argue that the gender leadership gap is caused by a variety of barriers women face on their journey to becoming leaders. Yukl (2010) discusses the barriers women face by looking at sex-based discrimination, arguing anti-discrimination laws have led to a slow but steady change in ensuring greater equality for women, however, issues still remain surrounding the commonly held patriarchal viewpoints in society also discussed in Gold, Thorpe & Mumford (2010) and Carroll, Ford & Taylor (2015) and stereotypical views  cited by Northouse (2016), Powell (2014), Gold, Thorpe & Mumford (2010), Yukl (2010), Wilson (2007) and the AUUW (2016), making both these barriers significant. Also discussed in Yukl (2010) and the AUUW (2016) is the belief that “men are more qualified to be leaders still persists in segments of the population and businesses and remains strong in countries where it is supported by cultural values”. Williams (1978) described Wales as a country with a strong traditional culture, with figures of women in senior leadership roles in the UK being 22% as compared to Wales at 7%, (Catalyst, 2018 & Chwarae Teg, 2014), this would seem to be the case, this will be investigated further in this report. Therefore, despite various policies and protection, sex-based discrimination still remains a contributor to the gender leadership gap. However, Barling’s article (2014) takes the view that sex-based discrimination is occurring less over time. Therefore, this report must consider if more anti-discrimination laws are necessary as a method of closing the gender leadership gap.
Yukl (2010), Wilson (2007), Gold, Thorpe & Mumford (2010), Davidson (1997) also discusses what has commonly been termed the glass ceiling which The Economist (2009) has described as “the persistent failure of women to climb as far up the corporate ladder… a transparent barrier, a glass ceiling, blocked them. Invisible from the bottom, when women started their careers, it was steely strong in stopping them attaining equality with men later on”, this has also been called the glass cliff (Barling, 2014), concrete ceiling (Davidson, 1997) and sometimes the sticky floor (Wilson, 2007), all of which glean their names from the causes of the ceiling, cliff or floor. A comprehensive list of reasons for the ceiling are cited in Yukl (2010) as;
“(1) a lack of opportunity to gain experience and visibility in types of position that would facilitate advancement, 
(2) higher standards of performance for women than for men, 
(3) exclusion of women from informal networks that aid advancement, 
(4) lack of encouragement and opportunity for developmental activities, 
(5) lack of opportunity for effective mentoring, 
(6) lack of strong efforts to gain access to leadership positions, 
(7) difficulties created by competing family demands, 
(8) a lack of strong action from by top management to ensure equal opportunity, 
(9) bias to select and promote individuals who are similar to the managers who make the decision, 
(10) intentional efforts by some men to retain control of the most powerful positions for themselves”.
[bookmark: _Hlk520979930]This is a comprehensive list and is concurred by Gold, Thorpe & Mumford (2010), Barling, 2014 and Carroll, Ford & Taylor (2015). This list will be used as a comparison for primary research gathered around objective three. Lewis’s (2018) found that “In industries where men have dominated career paths as within engineering, it becomes particularly difficult for woman to navigate an upward path in an environment where men have traditionally collaborated, socialized, and supported one another”, meaning that in traditional male dominated industries barriers are more pronounced, as Wales is a country born of traditional industry, therefore, this would apply. 
Northouse (2016) encapsulates the barriers women face in his leadership labyrinth, similarly called a ‘jungle gym’ by Sandberg (2013):
[image: ]
(Northouse, 2016)
Clear links between the causes of the glass ceiling are evident in the labyrinth, showing that this is a movement on from the causes of the ceiling across the three arms of the diagram, such as; commitment and motivation previously discussed by Yukl (2010) and Barling, (2014), gender stereotyping previously researched by Sadler & Linenberger (2017),  and discussed by Gold, Thorpe & Mumford (2010), Yukl (2010), Wilson (2007) and the AUUW, (2016) and work-home conflicts (Yukl, 2010, Sandberg, 2010, Wilson, 2007, Davidson, 1997, Sadler & Linenberger, 2017) making this a comprehensive, up-to-date and informative diagram, spoken of by multiple authors, to be referred to in the section four of this report to address objective three.
2.7 Bridging the gender leadership gap
Finally, to generate recommendations it is necessary to begin with reviewing the literature regarding bridging the leadership gap. “Bridging the gender gap in the United Kingdom could increase GDP by billions of pounds over the next decade” (McKinsey, 2018), which is the justification for closing the gap in Wales, this can be done by utilising voluntary measures or enforcing statutory change.
2.71 Voluntary initiatives
The Welsh Government has signed up to a number of voluntary initiatives namely the 50:50 by 2020 campaign, displaying the Welsh Governments’ commitment to addressing the gender leadership gap, this initiated its Gender Rapid Review in March 2018, which has identified a need for further research of this area (Appendix 5). Chwarae Teg (2016-b) has stated “Women face a number of structural barriers to achieving executive positions to do with recruitment processes, working culture and structural disincentives. Companies need to invest in initiatives … and open a pathway into executive positions for more women” this is concurred by the Welsh Government (gov.wales, 2016) and has led to the Equality and Inclusion Programme of 2016-2020, which encompasses a mentoring scheme ran by the Welsh Government (Gov.wales, 2016-a) and WEN Wales which is outlined in their manifesto (WEN Wales, 2018). This is voluntary method of bridging the gap also discussed by Wilson (2007), Northouse (2016), and Carroll, Ford & Taylor (2016), making it a contemporary and widely advocated way of addressing the gap, however, its effectiveness is arguable as organisations do not have to comply with such policies. 
Encouraging employees and organisations to overcome stereotypical behaviours, bias and prejudice is also discussed by a number of authors; Yukl (2010), Carroll, Ford & Taylor (2016), Gold, Thorpe & Mumford (2010) and Sandberg (2013) with some suggestions on overcoming these barriers including; developing more women by educating them in how to ‘navigate the labyrinth’ through mentoring and coaching programmes by female role models such as the one ran by Dame Rosemary Butler (Davidson, 1997, Gold, Thorpe & Mumford, 2010, Yukl, 2010, Sandberg, 2013, Chwarae Teg, 2016-c).  Encouraging women to find their own authentic style of leadership, changing the attitudes of organisations to embrace a more female-friendly leadership styles (Sadler & Linenberger (2017) & Marre (2018)), as “think manager-think male behaviors are still fondly embraced” as discovered by Sadler & Lindenberger, (2017), acknowledging the fact that certain masculine attitudes of leadership still exist in society today. Other more practical suggestions for women regarding work home balance discussed by Marre (2018 and Sandberg (2013) include negotiating flexible hours and creating pathways that protect their family priorities. Organisations also have a role in helping women to ascend to senior roles, scaffolding the process, offer flexibility of hours, working locations, or working days, and support female talent. They can also increase female representation by evaluating processes that traditionally bias female behaviours. “Recruiters can be trained, and processes can be improved to reduce prejudice and bias against female candidates. Interventions can be deployed to address different ways women and men lead to raise awareness in the legitimacy of behaviours inherent in both genders and, more formal sponsor programs can be created for mid-level leaders to help women create pathways to effective leadership” as recently quoted by Marre (2018). These changes needed to negotiate the labyrinth is termed a ‘confluence of factors’ that contribute to more female leaders discussed in Northouse (2016) and encapsulated by the following diagram:
[image: ]
(Northouse, 2016)
This comprehensive diagram is concurred by Davidson (1997), and therefore will be a model used to make comparisons to primary research gathered on Wales. Davidson (1997) also considers a change in culture is needed in organisations to enable women to feel comfortable in leadership roles, this is concurred by Yeganeh & May’s (2011) research who looked at cultural values and the gender gap in fifty countries including the UK, although it admits culture is a complex area and requires more study. McKinsey’s recent 2018 article also discusses “key actions grouped into three types of action essential to drive change: stakeholders will need to understand the drivers of inequality to a sufficient degree, carry out targeted intervention programmes to address the specific issues holding back women, and track the progress and impact of current and future efforts to ensure that they are having a material effect”, which looks at the issues more holistically, by investigating why the inequality is occurring and then intervening to change this and a process of monitoring such efforts. 
2.72 Statutory legislation
It is worth noting that even though some organisations are making the above changes voluntarily. Ross (2018) considers the Equality Acts of 2006 and 2010 and found that legislation was increasingly significant and argued “the Gender Equality Duty has had a standardising effect on the work taking place”. If this is the case increasing use of legislation regarding the issues mentioned previously could create a model of leadership that addresses issues of gender, creating gender equality. Recently, businesses have been required to report their gender pay gap to the government (gov.uk, 2018) in attempt to name and shame businesses into complying with Equality legislation (Swinford, 2018), a similar system could be used for reporting gender leadership gaps in organisations, which could compel businesses to improve their practices.
Chwarae Teg (2016-c) supports quotas and All Women Shortlists as a method of ensuring more women acquire senior posts in Wales, although they remain a contentious area, as this can cause discrimination against men as they can be omitted from the process of applying for positions as a result. (Nugent & Krook, 2016, gov.wales, 2016). However, the Welsh Government does see the merit in statutory quotas as they have proved very successful in speeding up the process of achieving gender equality in organisations the public and private sector in Norway, Finland, Belgium and Ireland (gov.wales, 2016), such measures are still under consideration. It is argued by Yukl (2010) and Gold, Thorpe & Mumford (2010) until organisations are legally required to address these issues, they will remain in our society as such issues will remain unethical but not illegal and some organisations will only do the minimum to save on costs. This is an important point which has been considered by Welsh Government (gov.wales, 2016) and will be also be considered further in this report. 
2.11 Literary review conclusion and gaps for further study
[bookmark: _Hlk520809405]This chapter has reviewed all the appropriate and, as far as reasonably practicable, up to date material on leadership and the concept of the leadership gap. There is much data available around the world, with many academics advocating the benefits of increasing women’s participation in senior ranks of organisations, thus indicating a need for addressing such issues. Although there is a lack of attention to this particular issue in Wales, this gap has been identified as greater in Wales, possibly due to its traditional culture. This review has highlighted a gap in our knowledge which this study will attempt to address. The next chapter explains the methods that will be used to address this by means of undertaking a phenomenological approach, by qualitative targeted interviews, questioning respondents towards the aim and objectives of this study.








Chapter 3
3.0 Research methodology

3.1 Introduction
This chapter identifies the research methodology used in this dissertation. It considers and justifies the research philosophy that was deemed most appropriate to collect and analyse primary data which addresses some of the limitations of the secondary data collected on the concept of the gender leadership gap discovered.
Primary data has been collected to explore differences in theory reviewed and to compare, understand and interpret the lived experiences of respondents in the study, to include people’s perceptions, perspectives and understanding of the gender leadership gap in Wales. The data was collected to fulfil the research question and objectives in sections 1.1 and 1.2.
Included in this chapter will be sections on; the background and rationale for the research philosophy chosen, details of the theoretical perspective taken and an application of the research philosophy chosen (utilising Saunders, Lewis and Thornhill’s (2010) research onion as a framework for discussion), the secondary research undertaken, the research methods chosen, the sample chosen, how data will be gathered, and how data will be analysed. The justification and limitations of the research to be undertaken will be discussed within the sections where appropriate.
3.2 Background and rationale for research philosophy
The reasons for the researcher choosing to address the gender leadership gap in Wales are as follows:
1. The researcher has had experience of strong women in her family who have been leaders and have influenced her desire to become a leader. The researcher has also been involved in several organisations who strive to address these types of issues, highlighting how big an issue the gender leadership gap has become in Wales today. 
2. Current media attention on gender inequality and recent support from government to affect change in this area through the introduction of legislation to report details on the gender pay gap in April of this year, means that it has become an area that is of increasing interest, not only to the researcher but, to the business community and society.
3. A number of academics have written about the subject of leadership, that talk about gender and leadership and in particular the gender leadership gap, therefore it is an area that has been extensively studied. However, the author believes there has been little research completed on the gender leadership gap in Wales, which has led to the researchers focus on discovering if Wales has any particular issues surrounding this concept.
3.3 Research Philosophy
[bookmark: _Hlk521502481]This study an epistemological one taking its position from an interpretivist theological perspective (Bryman & Bell, 2015 & Creswell, 2014) as the research paradigm, studies and investigates shared meanings and differences between respondent’s points of view and compares these to the theory that has been reviewed in this area, by conducting in-depth semi-structured interviews. This will incorporate a phenomenological approach as there were limitations to secondary research reviewed, particularly regarding the lack of information on the concept of the leadership gap in Wales and how to address it, which has been collected in the primary research sample by encouraging respondents to reflect on experiences they have had in the past as discussed in Silverman (2017) and Patton (2015).
Saunders, Lewis & Thornhill (2012) have stated that a research philosophy that “relates to the development of knowledge and the nature of that knowledge”, meaning a research project should add to knowledge we already know about an area. It is for this reason that the issue that there is little data on areas regarding the gender leadership gap in Wales that will be explored in this study. Primary data will be gathered using a qualitative theoretical perspective, after some deductive secondary research has been completed, this will take a critical theory perspective concerning how society can break down the barriers women face. Saunders, Lewis & Thornhill (2012) recommend the use of their ‘research onion’ below as a research philosophy and has been applied to the authors methodology:
[image: ]
(Saunders, Lewis & Thornhill, 2012)
The research approach taken in this study was exploratory, descriptive and deductive (Bryman & Bell, 2015) in nature. Initially, secondary research was explored and described, this consisted of a review of previous studies relating to the research question and objectives. This has allowed the author to analyse data into categories, allowing a conceptual and theoretical framework to be built around the research objectives, which allows for the collection of further (primary) data. This was followed by the collection of primary data where the concepts discovered will be explored with respondents. Findings and recommendations will be based on the primary and secondary research collected. 
The overall strategy chosen was qualitative as the aim of the survey was to allow candidates to reflect on their own experiences and beliefs, collecting information on the values, attitudes and perceptions of these Welsh residents (Creswell, 2014). Cresswell (2014) also discusses an applied research approach which was also chosen as there was a body of research collected on this area previously (Cresswell, 2014). However, there is a lack of research on applying these conclusions to Wales, therefore, this applied approach allows the author to investigate the assumptions already made and apply them to issues discovered in Wales. 
The author will analyse the data collected by; categorising the material that has been collected to draw out key themes, filtering the material collected to make it more manageable and sort out useable information, the author will identify patterns and relationships in the data to enable relevant conclusions to be made and compare and contrast findings from the authors primary and secondary sources.
This was a mono method study utilising the results of two organisations and twenty-six phenomenological interviews (focusing on capturing lived experience (Patton, 2015)) of respondents taken from a range of ages and positions in multiple sectors in Wales to increase the reliability of data generated and to obtain a consensus of opinion on the objectives of this report. 
The study was cross-sectional due to the time constraints imposed on the author. 

3.4 Secondary Sources
Secondary data was gathered into the literature review from a variety of books, articles and websites to gather as much data as possible on the subject area. As the author has access to UWTSD’s library of resources this information is readily available and reasonably and up-to-date. However, some of the books written on this subject area were older than desired, articles, journals and web-based information used provided more up-to-date information. Literature was not specifically written towards the aim and the objectives of this report, with many of the secondary resources written in respect of different countries, therefore, generalised comments were made. 
Quantitative data was collected for this part of the report from various bodies that had collected up-to-date data on the extent of the gender leadership gap in Wales and the UK, as the extent of the gap could be deduced from the data, it also provided an objective view of the concept of the leadership gap. Qualitative research was collected via a variety of authors who have written about this phenomenon in books, articles, journals and spoken of this concept on various other mediums. This allowed the author to gain an insight into the personal experiences of some of the authors such as Sandberg (2013), but also to explore key areas of research pertinent to this report.
3.5 Research Method
[bookmark: _Hlk521500039]Upon review of the feminist research approach via Matthews & Ross (2010), this was deemed not appropriate as it was beyond the scope of this study to produce a social change, a phenomenological stance was chosen by the researcher as discussed in Saunders, Lewis & Thornhill (2012), as the researcher is attempting to make sense of the world of gender equality in the workplace. The researcher has decided upon a qualitative method of data collection which is suitable to the deductive approach (Cresswell, 2014), this will allow for thoughts and opinions on the concept of the gender leadership gap to be explored via in-depth interviews with participants. This will allow the researcher to develop a deeper understanding of the issues surrounding the leadership gap in Wales. This was preferable to a quantitative study, via questionnaires, as the researcher wanted to explore the “why’s” rather than the “how many’s”, as discussed by Milena, Dainora & Alin (2006) in their article. There was found to be a prevalence of data on the gender leadership gap available, however, limited research was discovered on the reasons for and the concept of the gap and why it differs in magnitude in Wales. Therefore, indicating a limitation in the research. Milena, Dainora & Alin (2006) and Bryman and Bell (2015) discuss the disadvantages of qualitative data collection, particularly its time-consuming nature and the difficulty of the collecting the data in the correct way, the researcher was mindful of this throughout the research project, and extensive research was completed on the correct way to conduct the research, research was also completed in a timely fashion, to ensure completion to deadline. 

3.51 The Pilot Interview
Pilot studies are “a pre-testing or ‘trying out’ of a particular research instruments” (Hunderly, 2002), this was deemed a necessary part of this research process to increase the likelihood of success of the study to be undertaken, and as Hunderly (2002) discusses, it allows the researcher to gain valuable insights into the interview questions asked and their appropriateness to the objectives of the study, allowing for amendment of the questions asked if necessary. 
A pilot study was also useful as a method of identifying where potential problems in following the research procedure may be encountered, these could then be planned for and completion of the study could be ensured to deadline.
The pilot interview, utilising the questions contained in the interview schedule (Appendix 4), was undertaken with the researcher’s dissertation supervisor and a contact the researcher had with extensive experience in looking at equality issues in her role. This enabled feedback to be gained on the appropriateness of the questions in respect of the aims and objectives of the study and the quality of the questions themselves and to increase validity of the questions.
After discussion regarding the draft questionnaire in Appendix 3 the final draft in Appendix 4 was agreed upon. There were a number of changes including; omitting, reordering and rewording of some of the questions to aid clarity, suggested by Creswell (2014) in his interview protocol. Question 11 was omitted as it was felt it was leading, with question 5 was also omitted as it was deemed unnecessary to the research objectives, and Question 4 and question 12 were reworded for simplicity. It was also discussed that some general probing questions also suggested in Bryman and Bell (2015) could be used, this will be done, where necessary, to carefully encourage more detail whilst not leading the respondent. Prompting was deemed not necessary on this occasion as it was necessary to keep the questions as open as possible, also the researcher did not want to bias the results of the survey.
3.52 The Interviews
This survey will involve a series of semi structured interviews, which will focus on capturing lived experience (Patton, 2015), with the following sample:
· The two main organisations in Wales who campaign for and support the Welsh Government to achieve gender equality in the workplace; Chwarae Teg and WEN Wales.  
· Six senior (expert) leaders, two from the public sector, two from the private sector, one from the voluntary sector and one former government minister.
· Eight middle managers, both male and female of varying ages, two employed in the public, private and voluntary sector and two self-employed participants.
· Twelve respondents from the general population, both male and female, four from the private sector, four from the public sector, two students and two retired participants.
Silverman (2017) discusses the merits of purposive sampling taking the view that researchers for qualitative study should seek out individuals where the subject being studied is most likely to occur. This was the stance taken by the researcher as respondents have been chosen due to their link to leadership or dealing with gender issues, their occupational status or sector of employment. This has resulted in a greater percentage (69%) of respondents aged forty-two and above, which was unavoidable.
Research was conducted to gain a cross sectional range of society; a quota sample based on age, gender, position and sector of employment (as advocated by Bryman and Bell, 2015) to obtain a variety of opinions. The advantage of using interviews (discussed in Matthews & Ross, 2010) is that the quality of respondent’s answers can be ensured as the interviewer will be available to explain the questions to the respondent, therefore, ensuring greater precision of answers. It will also allow for personal experiences to be recorded. The disadvantage of interviewing is it is a more time-consuming method than questionnaires and it limits the number of respondents that can be interviewed in the time allowed, reducing the reliability of the conclusions that can be drawn from the results. 
3.6 Data gathering
The interview schedule (following appropriate interview protocol (Cresswell, 2014)) was provided to respondents and consisted of two parts; the first part provided information on the study in the form of an introductory statement, the second part contained a total of eleven questions which were written with the limitations of research discovered. These were placed in order of the objectives written for this report to ensure increased validity of the survey. Bryman and Bell (2015) discusses the importance of standardisation of asking questions to keep variation due to error to a minimum and increase reliability of the results. Thus, a standardised set of interview questions will be delivered to respondents as advocated by Cresswell (2014) to ensure that “each respondent receives exactly the same interview stimulus as any other” (Bryman & Bell, 2015). The preferred method of survey was email interviews as this enabled the replies to be aggregated more easily and virtually eliminated intra-interviewer variability (Cresswell, 2014), increasing the reliability of the study. This also reduced the time taken to collate the data produced as respondent are transcribing their answers into a word document provided. Respondents were also given the opportunity of a telephone or face-to-face interview (which was recorded and later transcribed) if that was preferred, however, more care had to be taken to deliver the questions in a professional standardised manner, to reduce variance of answers. This was found to be the less popular method of interview. The main issue tackled was that the researcher has a limited amount of time to complete the research, therefore, the interviews had to be carefully planned and scheduled to ensure completion to deadline. Reliability of data produced will also be adversely affected as the variation due to error will be higher in this study as respondents are recalling details from memory. This being said, the size of the survey will increase reliability of data produced, as answers will be thematically analysed. However, if time allowed a more extensive sample would have been desirable, across the whole of the UK, this was beyond the scope of this study. 
3.7 Data analysis
[bookmark: _Hlk520886575][bookmark: _Hlk520888977]Creswell (2014) advocates taking the following stepped approach to data analysis; after reading all of the interviews to gain a general sense of the information gathered, a cross case-analysis (Patton, 2015) and categorisation of the data will initially be completed by manually indexing of the data provided firstly into colour coded categories based on gender, generation and hierarchy of respondent. A content analysis as suggested by Patton (2015) was then conducted identifying patterns and themes in the primary and secondary data by a process of winnowing (Creswell, 2014), this will provide the basis of a thematic analysis using charts (in Excel) as described by Matthews and Ross (2010), these have been based on the ideas collected via the secondary research gathered under the headings of research objectives. The themes were then be applied to the transcripts from the primary research which were categorised with colour coding in the margins, to visualise and develop meaningful findings and conclusions and to identify key ideas and interrelationships. A qualitative deductive analysis was conducted to determine “the extent to which qualitative data in a particular study support(s) existing general conceptualisations, explanations, results, and or theories” (Patton, 2015), this allowed the researcher to identify if the data collected via the interviews that supported the arguments collated in chapter 2, or if any new themes emerged. The phenomenological approach requires the development of essence description (Moustakas, 1994) involving the generation of meaning units, which will be the basis of recommendations made in this report.
Diener and Crandall’s (1978) cited in Bryman and Bell (2015) ethical framework, discusses four ethical principles to consider when completing business research; “whether there is harm to participants, whether there is a lack of informed consent, whether there is an invasion of privacy and whether deception is involved”. If we consider each of these for this research proposal the main ethical considerations for the researcher will be as follows; 
· In respect of harm to participants, maintaining confidentiality of the data collected and the anonymity of accounts, together with being respectful to participants was considered vital.
· Regarding informed consent, this included the respondents being of informed the purpose of the study and the research process, including the right to withdraw at any time. 
· Considering invasion of privacy, participants in the study have been made aware that they can refuse to answer questions if they so wish, the researcher avoided deception completely. 
Respondents will be provided with a study information sheet and consent form which will cover all of the above areas.
Other ethical considerations relevant were; participants must be informed of how data will be managed and allowing access to results of individual respondent’s information provided if desired.










Chapter 4
4.0 Data Analysis and findings
4.1 Introduction
This chapter has been written to discuss the findings from both the interviews and the literature gathered, this will tell an analytical story (Silverman, 2017, Patton, 2015) of what has been discovered, considering three key areas;
· “what are the key concepts that I have used in this study?,
· how do my “findings” shed light on these concepts and, through them, on the substantive topics I studied?, 
· and what, therefore, has become of my original research problem and the literature regarding it?” (Silverman, 2017) 
It will be organised under the four objectives stated in this report (illuminating the key issues identified, with the responses of interview organised by questions relevant to those sections as suggested by Patton, 2015), incorporating a discussion of each section taking into consideration differing views of groups of participants to identify similarities or differences of opinions between them. Interview excerpts will be identified by the coding R1, etc (where necessary) to classify each respondent of organisations opinions (Appendix 6 and 7). This report has been written to consider the gender leadership gap in Wales. This chapter will highlight the following; that the issue of the gender leadership gap exists in Wales, that there are reasons for this gap (some of which may be particular to Wales in comparison to the UK in general), there are differences in the way men and women lead, there are barriers women face in Wales when looking to gain leadership positions (that may differ from the UK in general) and finally, the ways that Wales can bridge the leadership gap.
4.2 The research aim and objectives
The main aim of this study was to consider the research question; how the gender leadership gap can be closed in Wales and was broken down into the research objectives in section 1.2. The following sections will discuss the findings of the primary and secondary research undertaken for this study in order of these objectives.
4.3 Coding methods
A qualitative deductive analysis was conducted to determine “the extent to which qualitative data in a particular study support(s) existing general conceptualisations, explanations, results, and or theories” (Patton, 2015), this allowed the researcher to identify if the data collected via the interviews supported the arguments collated in Chapter 2. The researcher has used multiple methods to help with the coding of data, the qualitative software programme Nvivo was considered and initially used as suggested by Qsrinternational.com (2018), however, due to the nuances of the software that were discovered, meaning data was being missed upon setting up of nodes and queries, it was decided that a manual method was to be used to ensure that nothing was missed. Hand coding was more time consuming and laborious (Cresswell, 2014) however, the researcher felt that this allowed for a familiarity with the data collected, this meant that more reliable analysis and conclusions could be made as the researcher was familiar with all the data. Creswell (2014) suggests a linear approach to qualitative analysis which the researcher has taken; after reading all of the interviews to gain a general sense of the information gathered allowing preliminary thoughts to be noted, categorising of the data will firstly be completed by manually coding the data provided into colour coded categories based on gender, generation and seniority of respondent, with organisations responses being abbreviated as seen in Appendix 7.
Secondly, a content analysis was conducted as suggested by Patton (2015), where patterns and themes were identified in the primary and secondary data by a process of winnowing (Creswell, 2014). This provided the basis of a thematic analysis using charts (in excel) as described by Matthews and Ross (2010), these have been based on the ideas collected via initially the secondary and then the primary research gathered under the headings of the objectives of the report. Both the literature review and the transcripts were then indexed and coded under headings that were identified, this meant that the development of themes and visualisation of meaningful findings and conclusions could be mapped as suggested by Qsrinternational.com (2018), Creswell (2014) and Matthew and Ross (2010).
4.4 Basic background information on participants	 
The sample was designed to provide information from an equal balance and variety of males and females as seen in Appendix 8. A number of male respondents in the general population dropped out of the study, upon discovery of the title. Therefore, there is a slight discrepancy between male and female participants in this category, indicating a certain amount of apathy on this issue from men approached.
The first three questions provided background data on the participants in the survey to ensure a variety of people were interviewed, which also served to identify characteristics of the persons interviewed, and enable comparisons to be made between groupings. The first question on gender will be used to compare results to the various questions posed to assess whether particular viewpoints were held by men or women. The second question on age was asked to ensure that the survey was representative of society and a number of age bands were interviewed, and to assess whether the opinions are different across different generations, the split is shown below:

Therefore, a range of generations were interviewed, however, a number of the approached 18-22 years olds dropped out of the study as they felt they did could not contribute fully due to their lack of life experience, this reduced respondents in this band. 
The generational bands were taken from GEN HQ (2016) and are as follows:
· Generation Z: Born 1996 and later, aged 18-22
· Generation Y: Born 1977 to 1995, aged 23 - 41
· Generation X: Born 1965 to 1976, aged 42 - 53
· Baby Boomers: Born 1946 to 1964, aged 54 +
The third question categorised respondents into industrial sectors to ensure there was a good mix of views across the sectors of Wales. The sectors and numbers of respondents in each were as follows:

All the main sectors of employment were interviewed with a male and a female representative at least in each sector providing a balanced view. 
A comparison of this data showed that all of the respondents interviewed who were Generation Z fell under the general population category, meaning none of them had leadership roles, this was to be expected, however, it was discovered that they were none-the-less knowledgeable in this area, through observing their parents or having worked under a leader, at school, college or work. Most of the Generation Y respondents were middle managers leading to a better depth of answer to most questions. The majority of Generation X respondents were managers, with more than half being experts in their field, offering some very insightful comments on the questions asked. All baby boomers had had leadership positions in organisations.
4.5 The gender leadership gap in Wales
[bookmark: _Hlk521490221][bookmark: _Hlk520974091]The second objective of this study was; to collate information on the gender leadership gap and to consider why there is a need to close this gap. Secondary research documented in Chapters two found that despite the majority of graduates from Education Institutions being female and making up over 48% of the workforce in Wales gender inequality is still evident (Chwarae Teg, 2016 & Johnson, Thomas and Millet, 2018), with lower percentages of women holding leadership positions across the sectors in comparison. This issue persists across nearly all sectors in the UK (Jewell & Bazeley, 2018), despite various statutory and voluntary measures to correct this inequality (Barling’s, 2014)). Only 7% of employed women in Wales (who) are managers, directors or senior officials (Chwarae Teg, 2014), compared to 22% in the UK (Catalyst, 2018), meaning the gap in Wales is larger than UK in general. To investigate whether the gap was felt by respondents to be worse in Wales than the UK in general the following question was asked: Do you think that the gender leadership gap (in terms of women in senior in leadership positions) is more, less evident or the same in Wales in comparison to UK in general? 
61% of all the interviewees felt that the gap was more evident in Wales, with the percentage of males feeling this being 58% in comparison to 76% of females, indicating more females than males felt that the gap was more evident. 85% of generation Z felt it was more evident in Wales in comparison with 57% of generation Y, 63% of generation X and 28% of baby boomers which would indicate that the younger generation is seeing this as more of an issue than previous generations have done in the past. However, 21% of all interviewees including Chwarae Teg thought the situation was as bad in Wales as the UK. 
[bookmark: _Hlk521586991]The following question in the interview asked; Can you explain your reasons for this opinion? 
This question was asked to find out why interviewees felt that in Wales the position was worse than in the UK or not, notable responses regarding the interviewees who thought the position was worse are contained in Appendix 9. Barling, 2014 and Carroll, Ford & Taylor (2015) talked about a socialisation and patriarchalism that still exists in organisations, comments in the table would seem to corroborate this is the case in Wales, particular when we consider comments such the “as old boys networks” mentioned and the comment that:
“There are many more deprived areas in Wales based on valley community ideals, male leadership has been historically entrenched in these communities”. 
This dominance of men quoted by respondents was discussed in Chapter 2 where Lewis (2018) argues that it difficult for woman to navigate an upward path where men have traditionally collaborated, socialized, and supported one another, meaning that in traditional male dominated countries it is more difficult to advance, would seem to be the case in Wales, resulting in comments like:
 “I still find there are more males in charge than women”,
common in the survey, this view was corroborated by the Welsh Governments (gov.wales, 2016). The idea that Wales is more deprived, and more opportunities were available in England was also mentioned, by men and women across all groupings as a factor for the larger gap, meaning there remains the perception amongst some interviewees that Wales is “worse off” and “behind” the rest of the UK, whereas, Chwarae Teg stated in their organisational response that “Wales seems to be doing slightly better than the UK overall, in certain sectors”, and WENW stating the gap is “About the same, although it varies across sectors”, therefore this survey would suggest, there is a disconnect between what the organisations working in this area perceive and what the respondents in the study felt. The study has indicated that the culture of Wales does indeed impact the leadership gap in Wales to a certain extent with some of interviewees feeling that this is the case. There is a need to challenge these views in Wales, as this is also having a wider impact on people’s perceptions of such things as the leadership gap. It is also worth noting that academics and some of the interviewees felt that the situation was improving with comments such as “I believe woman are becoming more equally represented” being quoted many times throughout the interviews, by a variety of groupings. 
Sandberg (2010) believes as do others (WEN, 2015, Chwarae Teg, 2016-a, Britishcouncil.org, 2018, Emerging Women, 2018) that more women on boards would mean a fairer world as women would be better represented in society, and companies with a significant numbers of women on their boards of directors tend to outperform those with few women in top jobs, resulting in higher returns for companies, better performance and growth in market valuation (Regine, 2011), this is concurred by Hinds (2015) in his discussion paper, the AAUW (2016) and the Welsh Government (gov.wales, 2016). Javidan, Bullough & Dibble’s (2016) discussed the concept of shared leadership and the benefits it provides, with other authors such as Wilson (2007) concurring and also discussing the need for “fresh eyes and fresh solutions applied to old and abiding problems”. However, Hinds (2015) states that “achieving gender-balanced leadership within the private sector remains a challenge for all countries”. Therefore, considering the gap that Wales has presented with in this report and the benefits that having a gender balance can bring to organisations and society, there is a clear argument supporting the further investigation of the reasons for the gap and how to address it in Wales today.
4.6 The differences between men and women’s leadership style
[bookmark: _Hlk521413297]The first objective of this report was to critically review primary, current research and advanced scholarship on leadership, investigating the differences between male and female leadership styles. This was considered in Chapter Two and upon collating responses to Question 4 and 5. 
Question 4. How would you describe your leadership style? 
[bookmark: _Hlk521414708]Literature argued some males and females were ascribed typical masculine and feminine ways of leading, particularly Powell (2011) stating decisiveness as a particularly male trait. 31% of all interviewees described themselves as decisive and the spilt between male and females being 31% and 29% respectively, corroborating this view to a certain extent, as more men than though of themselves as decisive, however, corroborating the view by Bem (1975), that these typical traits can be displayed in both males and females. Bullough and de Luque (2015) also added driven to this and interestingly only one interviewee a female, an expert in the private sector, described herself as such, again agreeing with Bem’s (1975) concept of androgyny.
Transformative leadership behaviours as described by Rickards (2015) and Rosener (1990) as a particularly female behaviour were quoted by half the interviewees with slightly more men citing themselves as transformative than women, seemingly going against their findings, that it is a typically female trait. Consultative and empathetic behaviours seen as more female described by Bullough and de Luque (2015) were also in evidence from the survey in both males and female surveyed as seen in Appendix 10. Indicating that more females than males thought of themselves as consultative, which was to be expected from academic research reviewed and interestingly more males than females thought of themselves though of themselves as empathetic, which is a typically a female behaviour in leaders. This again would indicate that androgyny occurs (Bem, 1975, Powell, 2011). 23% of interviewees thought of themselves as authentic, with the percentage of females greater at 29% compared to 17% of men, corroborating the research that it may indeed be a more female trait as researched previously by Luthans and Avolio (2003). 
Question 5a Are these qualities the same or different for men and women in your experience? 
62% of interviewees stated they thought the qualities men and women displayed should be the same, meaning most people felt that leadership behaviours are the same for both men and women. However, the remainder of the respondents did observe that men and women lead in different ways, as did CT when asked ascribing to the view that men are more assertive and confrontational and less compromising, whereas, women can be more collaborative, open minded and perceptive. The following question in the survey asked for an explanation of these answers, with responses ranging from seeing managers from both genders displaying the same qualities or working towards the same responsibilities or goals which meant their behaviour was seen as the same regardless of gender, with one respondent stating women become just as ruthless as men at senior levels, a view recognised by Carroll, Ford and Taylor (2015) and Rickards (2015) in previous chapters. An interesting insight gathered here was even though respondents thought the qualities were the same there was the view:
“these qualities do not occur in equal measure in men and women”,
or similar was suggested. Therefore, based on these findings I would argue that the qualities were deemed the same, but were however, found in differing amounts in males and females, therefore it can be argued that respondents felt that men and women do indeed lead differently, as argued in an earlier chapter. 
Differences the study documented amongst respondents demonstrated the views that men were more:
 “tell”,
 “command and control”,
 “authoritarian”.
There was also the observation that men were more suited to more masculine organisations such as engineering and the forces and women to more female roles, such as the voluntary sector and teaching where emotional intelligence or a caring or nurturing nature is required, whereas one respondent did state:
 “I once had a male boss who was very caring”,
indicating male bosses also display this behaviour on occasion. This was a common theme amongst respondents who stated there was no difference between male and female leaders, meaning they saw no differences in the way men and women lead.
The study also showed that female leaders were also seen as more:   
“more sell”
 	“consultative”, 
“inclusive”, 
“approachable”,
where differences were noted, which supports Rosener’s (1990) and Bullough and De Luques (2015) viewpoint. An interesting comment from one respondent was women:
“try harder to learn and give 100%”
a view earlier discussed by Sandberg (2010), that women have to try harder than men and:
“overcompensate” 
to get positions of authority as men seem to be naturally be seen as leaders, a stereotypical view of leaders that to a certain extent still prevails amongst respondents interviewed. One expert respondent thought that differences in leadership might be more pronounced across generations rather than across genders. This was investigated further in the data; 92% of men surveyed thought that men and women led in the same way, whereas, 57% of women thought they led differently, this demonstrates a strong difference of opinion amongst respondents on this point, and as one respondent put it:
 “men and women see the world in a different way, and therefore lead differently”, which the data and Torres (2013) argued in an earlier chapter would seem to suggest, a disagreement with part of the expert interviewees point of view. However, looking at the percentages of generations that thought that leadership behaviours were the same across genders results were in Appendix 11. This expert opinion proved to be the case amongst respondents, with 75% of generation Z believing so. This would corroborate the view discovered in chapter two that traditional gender roles are being rejected by younger generations (eu.clarionledger.com, 2014) and the typical male and female leader will eventually become a thing of the past. However, to redress the gender imbalance in a more timely manner the barriers women face needs to be explored, as achieved gender equality within leadership (particularly in the private sector) remains a challenge for all countries (Hinds, 2015).
4.7 The barriers women face in Wales
[bookmark: _Hlk521491716]The third objective of this report was to identify the barriers women face on their journey to becoming leaders in Wales in comparison to around the world. Chapter two of this report discovered that issues still remain surrounding the commonly held patriarchal viewpoints in society discussed in Gold, Thorpe & Mumford (2010) and Carroll, Ford & Taylor (2015) and stereotypical views still held by many cited by Northouse (2016), Powell (2014), Gold, Thorpe & Mumford (2010), Yukl (2010), Wilson (2007) and the AUUW (2016), making both these barriers significant. This was concurred by the respondents in the survey and highlighted in the responses to:
Question 7 - What are the barriers (if any), in your opinion, to women gaining promotions in Wales?
CT stated the following:
“industries such as STEM, which offer stable, high-paid work with opportunities to progress are male dominated”,
Wales is a country of:
“gender stereotypes”,
and women being seen as the:
“carers first and earners second – women bearing the brunt of childcare responsibilities”.
Four of the interviewees agreed with this argument stating the lack of opportunity for women to progress was an issue, with two women out of the three with this opinion stating this was worse in Wales that the UK in general, with funding stated as the main issue. Linked to this was four respondents view that it was women’s confidence that was a barrier as they do not put themselves forward, as also argued by Sandberg (2013), Northouse (2016) and Yukl (2010) and gov.wales (2016). Many more respondents agreed with the male domination argument as a barrier to women, with four men and six women stating this was an issue. This was a view held across the age bands and levels of responsibility, with responses such as “traditional valley attitudes” or similar being mentioned frequently in relation to Wales. This was described by Northouse (2016) as prejudice, suggesting that stereotypical attitudes are more pronounced in Wales that the UK in general, that was argued previously by Lewis (2018), which has caused challenges in Wales around education with girls being told to go into certain roles and career paths, according to some respondents. Therefore, based on the findings it could be argued that Wales’s stereotypical culture is a significant barrier to the women of Wales. 
Linked to this stereotypical argument was a patriarchal one given with comments similar to:
“men in Wales being old school”,
being cited by men and women of all ages and seniority, suggesting a view amongst respondents that men are seen as the heads of the household and dominate Welsh society. B
Based on these findings it could be argued that this is another significant barrier causing the gap. It can be argued that both these stereotypical and patriarchal issues need to be addressed in Wales for us to move on from this prejudicial culture and the “stigma” that is attached to female leaders as some respondents suggested. 
Discrimination as talked of by Yukl (2010) was only cited directly by four of the respondents two men and two women, which means that the legislation surrounding equal opportunity would seem to be working, however, it could be argued they need strengthening to eliminate discrimination entirely. Discrimination was attributed to taking career breaks to have children, with all groupings stating this was a barrier they were aware of. Yukl (2010) states one of the barriers as “difficulties created by competing family demands”, which very clearly came out as the top barrier of the respondents interviewed. Both organisations stated that this was an issue for women, with 58% of respondents stating so across the groupings, with some linking this directly to Wales and its traditional culture, with women still being seen as the primary caregivers in Wales. However, it was stated by some respondents that this is slowly changing. This would suggest that there is a lot of work to be done in Wales to overcome this significant barrier particularly when it comes to access arrangements to childcare to remove this barrier initially and then to challenge these traditional assumptions of caregiving in Wales. 
Question 8. What would you say are the reasons for these barriers in Wales?
CT stated that there was a:
“lack of understanding about how diversity can benefit the economy of Wales and the UK more widely, and sometimes a reluctance or lack of awareness to implement measures that could accelerate equality, or improve diversity in the workforce”,
This demonstrates that there is not only a need to investigate the gap in Wales, but, to publicise this and why this needs to change in Wales, to encourage a change in attitudes and push for policy changes in Wales to address the barriers as mentioned earlier in this chapter. A number of respondents agreed that a change in patriarchal and stereotypical attitudes held by men, women and organisations was important in Wales, changing the view that certain jobs were for girls and some for boys, with the lack of role models also cited by a number of respondents as a barrier as cited by Welsh Government (gov.wales, 2016), meaning that sexism is still a barrier particularly for the women of Wales, this was a view put across by all groupings which could explain women’s lack of ambition and confidence also identified in the survey. 
The lack of suitable jobs and working conditions was also cited a significant number of times as a barrier, this would suggest work needs to be done by the businesses in Wales to invest in such practices to increase diversity of their workforce. This is an area the welsh government need to be more active in, increasing voluntary policies and statutory legislation.
Question 9 have you (or someone you are aware of) had personal experience of the barriers women face when trying to attain more senior positions in organisations? If so, please share this experience with me below
The question was asked to gain an insight into if the interviewees have experienced any of the barrier cited above personally, and to gain an understanding of the types of barriers and the extent of such issues in Wales. 38% of the men and women surveyed did have a personal account of the barriers that women have to overcome, which is a disappointing proportion, However, some of the 62% who had no experiences responded with not personally, but, I have heard of it many times or similar,  meaning they had no specific story to tell, but had none-the-less heard stories. Eight of the respondents, across the generations and hierarchy cited stories where they had experienced discrimination as discussed by Yukl (2010) as a result of having a family, which was a particualrly worrying trend which needs to be addressed in Wales, with the remainder seeing jobs going to males rather over more competent females, meaning that these types of  discrimination are experienced by both men and women in the study and this needs to be addressed. Interestingly, is was discovered that some people surveyed have seen the reverse happen and men are overlooked as a result of positive discrimination measures at organisations, due to quotas. However, it was positive that 62% of interviewees cited they had no personal account of the barriers to tell.
4.7 Closing the gender leadership gap in Wales
[bookmark: _Hlk521493438]The final objective of this report was to generate recommendations on how to bridge the leadership gap in Wales. One of the questions asked towards this objective was:
[bookmark: _Hlk521592041]Could you tell me if you think that organisations in Wales support women to become leaders? (If so in what ways have you observed?)
This was to gain indication if respondents had observed schemes directed towards encouraging more women to put themselves forward for leadership positions. The responses are in Appendix 12. These results show that the just over half the respondents thought that organisations in Wales supported women to become leaders and there was an identification of a number of organisations that did so such as, Welsh government, Cardiff University, Chwarae Teg, WEN, Sport Wales and The Welsh Assembly. This demonstrates that the work done by these organisations is being noticed by the respondents in the survey, based on these findings it can be argued that there is a lot of work already being done by organisations in Wales to bridge the gap. Observations that organisations they had experience of had offered schemes, suggested that organisations across the sectors are changing their policies and practices to address the diversity issue also mentioned by CT, with 12% of them offering equal opportunities it was found. This is in agreement with the gender equality duty that is felt be firms stated by Ross (2088). However, it was also discovered that:
“Some organisations acknowledge and encourage women’s achievements, however, not enough”,
 “Most organisations pay lip service to it, however, some have embedded into their culture, some businesses are more forward thinking”.
This would indicate as does the 4% of respondents who said no and the 35% that said they were unsure, that is still work to be done in this area. It was suggested by Ross (2018) that increasing use of legislation in this area could compel the remaining organisations who do not address the issue of the leadership gap to do so.
The final question on the survey was:
How do you think we could close the gender leadership gap in Wales? 
This was to gauge what respondents thought would work in Wales to address this issue. CT stated:
“More needs to be done to change perceptions of parenting and childcare as the woman’s job”,
With WENW agreeing stating:
“A big ask of WEN is that we equalise maternity and paternity leave so men can take exactly the same time off as women are encouraged to do”,
This change of perceptions and attitude across Wales was deemed very important across the groupings, encouraging employees and  all organisations to overcome stereotypical behaviours, bias and prejudices as argued earlier by Yukl (2010), Carroll, Ford and Taylor (2016), Gold, Thorpe and Mumford (2010) and Sandberg (2010 & 2013) and agreed with by many of the respondents as a key way to bridge the leadership gap, with many comments on this area. Therefore, based on these findings it is recommend that education of Wales’s young people in schools, of society and organisations, against such attitudes is a key way to bridge the gender leadership gap in Wales, agreeing in part with the confluence of factors, particularly on an interpersonal and societal level discussed by Northouse (2016) in Chapter two of this report. 
Role models and mentoring and shadowing schemes were also felt to be important by many generations and levels of respondents, and key to bridging the gap particularly amongst the older females in the study, this was also something that CT and WENW also cited in the survey, with the Welsh Government also believing this will encourage more women into leadership positions (Appendix, 5) and was also advocated by academics Davidson (1997), Gold, Thorpe & Mumford (2010), Yukl (2010) and Sandberg (2013). 
Marre (2018) argued that “recruiters can be trained and processes can be improved to reduce prejudice and bias against female candidates”, this view was reiterated by some respondents, and based on these findings it is recommend that there is a need in Wales to put into place more voluntary and statutory codes of recruitment practices to ensure that discrimination is eliminated against women, together with the statutory use of quotas as suggested by CT in the survey to compel organisations to reduce the gender leadership gap. However, a number of male respondents did express a concern of having a law to compel organisations to create a gender balance, as this could cause able men to be overlooked, because the organisation will need a women for the job to comply with such measures, this was a contentious area previously discussed by Nugent & Krook (2016), making this is a difficult area for Welsh government to tackle.
This education argues Davidson (1997) and Yeganeh & May (2011) will help to change the culture across a society, a key issue identified earlier in this report for Wales and by WENW in the survey where they stated:
“cultural changes need to take place to break down gender stereotypes and demystify leadership”,
Another practical change needed in organisations was regarding flexible working practices with CT arguing the need for:
“outcome based working, job sharing, career planning and in work development opportunities, and more flexible and part time roles in senior levels need to be promoted and become commonplace in Wales”.
Two of the respondents, a male and a female, in addition to this felt that the requirement to work excessive hours to become a leader in an organisation was an issue and needed to be addressed for both men and women to have a better work/life balance an argument previously put forward by Marre (2018) and Sandberg (2013). Therefore, organisations need to consider different ways of working and reducing the hours required of leaders to perform their role.
4.8 Data analysis and findings conclusion
This chapter has addressed each objective of this report in a comprehensive and structured manner, taking into account primary and secondary research methods, to discuss and analyse said objectives. The research has identified that there is a gender leadership gap in Wales, and there are differences in the way men and women are perceived to lead, it has demonstrated there are particular barriers that exist in Wales and has suggested ways these barriers can be overcome. New questions this chapter has identified are surrounding the extent the unique culture of Wales negatively impacts the gender leadership gap, across regions, particularly surrounding prejudices regarding patriarchalism and gender stereotyping and how much of an impact this has in Wales in comparison to the UK in general.



Chapter 5
5.0 Conclusions and recommendations
5.1 Introduction
The literature reviewed in Chapter two and the interviews of CT, WENW and the twenty-six male and female interviewees has informed this phenomenological research report. The extensive and interesting empirical research has, studied leadership, gender and leadership, the leadership gap, the benefits of a more diverse workforce, the barriers facing women when looking to advance and the ways these barriers can be overcome, in Wales and around the world, which is an area of particular interest to the researcher. The researcher recognises the limitations of this study as it was completed with no funds, by an MBA student under particular time constraints in South Wales, and at a time when particular attention has been made to this area in the media, all of these factors has meant that some limited generalisations have been made. 
The purpose of this study is to consider how the gender leadership gap can be closed in Wales. To achieve this purpose, all objectives have been achieved with conclusions drawn as follows.
5.2 Conclusions
5.21 Research Objective 1
To critically review primary, current research and advanced scholarship on leadership, investigating the differences between male and female leadership styles.
The study discovered that there are gender differences between males and females and typical masculine and feminine ways of leading. Consultative behaviours seen as more female were cited by more females than males, which could be expected from academic research. More women thought of themselves as authentic also corroborating academic research on this area. However, atypical behaviours in relation to gender and leadership discovered in the survey was decisiveness, seen as a particularly male trait by academics, was more often expressed by females in the study. Another typical feminine type of leadership behaviour cited by academics researched was transformative leadership with more men citing themselves as transformative than women in the study. Also, more males than females studied described themselves as empathetic, which is another typically female behaviour seen in leaders, this corroborates the conclusion found be some academics that androgyny exists.
Considering the experiences of respondents on whether men and women lead differently, the majority of interviewees thought the qualities and leadership behaviours men and women displayed were the same, as this is what they have seen, however, these qualities it was felt do not occur equally in men and women, suggesting there are differences in leadership style evident on occasion. Of the respondents that did observe that men and women lead in different ways, it was concluded that men are more authoritarian, assertive and less compromising, however, not exclusively, whereas, women were observed to be more participative, collaborative, approachable and open minded. Therefore, based on these findings I would argue that the qualities found in leaders were deemed the same, but were however, found to differing degrees in males and females. It can be argued that men and women do indeed see the world differently and therefore lead differently as a result. Interestingly, the greatest percentage of participants who felt men and women led the same, were the youngest generation leading to the conclusion that attitudes are changing in Wales and that differences in men and women’s leadership style will eventually become a thing of the past.


5.22 Research Objective 2
[bookmark: _Hlk521497834]To collate information on the gender leadership gap, and to consider why there is a need to close this gap.
Secondary research documented in previous chapters found that despite the majority of graduates from Educational Institutions being female, there were lower percentages of women holding leadership positions across the sectors in comparison, and gender inequality is still evident, this issue persists across nearly all sectors in the UK, despite various statutory and voluntary measures to correct this inequality, with women underrepresented in leadership positions in organisations. It was discovered that the position in Wales is most certainly worse than in the UK in general. Primary data was also gathered to investigate whether the gap was felt by respondents to be worse in Wales than the UK in general, with a majority believing this to be the case, with the largest percentage who thought so being the youngest generation in the survey, this would suggest that the younger generation is seeing this as more of an issue than previous generations have done, and goes against the view commonly held that things are improving. Reasons given for this opinion were a socialisation and patriarchalism that still exists in Wales with ‘old boys clubs’ having a negative impact on the leadership gap, this dominance of men in Wales quoted repeatedly by respondents, is a direct result of Wales’s culture influenced by the traditional industries which dominated in the past. The idea that Wales is more deprived, and more opportunities were available in England was also a factor making Wales financially worse off than the rest of the UK, affecting opportunities for advancement in Wales.  However, it was found that the organisations studied did not feel that Wales was doing worse than the UK in general, meaning there is a disconnect between what the organisations working in this area perceive and what the respondents in the study felt, an issue regarding educating the public on this fact. There also needs to be work done in the media regarding the view that Wales is seen as behind the UK as this is also having a wider impact on people’s perceptions of such things as the leadership gap. However, it must be considered that the current media attention on this area could be causing the perception that things are worse than they are, and this may be having an influence on the respondent’s responses. This study has indicated that the culture of Wales does indeed impact the leadership gap in Wales, this would indicate that further research needed to be done to understand this issue and to address it.
It was discovered by empirical research that there are many advantages to more women on boards, aside from a fairer world as women would be better represented. Companies tend to outperform those with few women in top jobs, in term of higher returns on capital and equity invested and have better operating results and growth in market valuation than the averages in their respective sectors. Therefore, considering the issues that Wales has presented with in this report and the benefits that having a gender balance can bring to organisations and society, there was a need for further investigation of the reasons for the gap and how to address it in Wales today.
5.23 Research Objective 3
To identify the barriers women face on their journey to becoming leaders in Wales in comparison to around the World.
Secondary research has highlighted that issues still remain surrounding the commonly held patriarchal and stereotypical viewpoints held by society, both of these barriers are seen as significant to women. This was concurred in the survey and specifically highlighted by a large number of respondents in the survey, with many more respondents agreeing that the male domination in society was a barrier to women. The study indicated that stereotypical attitudes are more pronounced in Wales that the UK in general. Therefore, based on the findings is could be argued that Wales’s stereotypical culture is a significant barrier to overcome.  Connected to these attitudes discrimination was also talked of in the survey, which would indicate that the legislation surrounding equal opportunities would seem to need strengthening. Discrimination experienced was attributed to taking career breaks to have children, and the pressures of caring for others, with men and women stating this was a significant barrier they were aware of. However, women are still seen as the primary caregivers in Wales, making this a particular issue for Wales to address, however, this study would suggest that these views are slowly changing. These sexist views were discovered surprisingly across the generations and negatively affected women’s confidence and as a result they are unlikely to put themselves forward for advancement for fear of exposing themselves to such prejudicial attitudes. This highlights the need to encourage a change in these sexist attitudes in Wales to ensure more women put themselves forward for leadership positions, to address the gap. Other notable findings were the lack of opportunity for women to progress and this was felt to be more pronounced in Wales that the UK in general. The lack of suitable jobs and working conditions was also cited a significant number of times as a barrier and would suggest work needs to be done by Welsh Government and businesses in Wales to invest in such jobs and practices to increase the diversity of their workforce, this is an area the Welsh Government need to be more active in to enforce change more quickly.
5.24 Research Objective 4
Generate recommendations on how to bridge the leadership gap in Wales.
[bookmark: _Hlk521503132]Just over half the respondents thought that organisations in Wales supported women to become leaders, with a number of organisations (including their own) schemes and initiatives identified by respondents. This demonstrates that the work done by these organisations is being noticed by the respondents in the survey, however, it can be argued that there is a lot of work still to be done by organisations here. There was one main area discovered to bridge the leadership gap that was discovered by this report which involved changing these attitudes.
Education and training on changing of perceptions and attitude was deemed important across the primary and secondary research conducted. Encouraging schools, employees and organisations to overcome stereotypical behaviours, bias and prejudices was seen by many as a key way to bridge the leadership gap. Organisational training via role models and mentoring and shadowing schemes it is argued was key to bridging the gap in the survey. Increasing the funding of this education by the Welsh Government it is suggested will help to change the culture in Wales, a key barrier to women advancement identified. Recruiters can be trained and processes can be improved to, firstly, reduce prejudice and bias against female candidates and put into place more voluntary and statutory codes of practices to ensure no discrimination occurs against women,  to reduce the gender leadership gap, as the current measures, it can be argued, do not go far enough to address the gap in an expedite manner, meaning future generations of girls will still have to endure such prejudice, which is unacceptable in today’s Western world. Secondly, a change is needed across organisations regarding flexible working practices to make leadership positions more accessible, with the requirement to work excessive hours as a leader in an organisation to be removed, this will encourage more women with caring commitments to apply for such positions. All of these measures will mean that organisations can then achieve a diverse workforce and reap the rewards of doing so.
5.3 Recommendations
In the short term, I recommend:
· More funding from Welsh Government to attract more businesses to Wales, creating more opportunities in Wales for women.
· Statutory reporting of organisations gender leadership gap, to identify problem organisations.
· Statutory enforcement of quotas on organisations, to create gender balance.
In the longer term, I recommend:
· Raising awareness of the patriarchal and stereotypical attitudes held by men, women and organisations in Wales is necessary. To change the view that men are the more natural choice for leaders, decreasing gender inequality.
· The re-education of Wales, particularly by schools and the media, challenging traditional Welsh ideas that woman and men perform certain stereotypical roles in society, decreasing perceived gender inequalities.
· Increasing use of statutory measures to ensure that sexist and discriminatory practices are eliminated from Welsh society, to enforce change on organisations.
· [bookmark: _GoBack]Shadowing and mentoring schemes (such as the ones ran by CT and WEN) need to be funded more extensively to become common practice by organisations in Wales, to increase women’s applications for leadership posts.
· Celebrating women’s achievement, across organisations and the media, to showcase role models for women of all ages to aspire to, regardless of roles women played in the past, demonstrating to women the way into leadership.
5.4 Contribution
The author has discovered there has been extensive media attention placed on the issues surrounding gender equality of late and this has led to resurgence of campaigners pushing for change in society today. Academics have widely written about the gender and leadership, around the world however, none that could be discovered applied this theory directly to Wales and its unique culture, particularly on the reasons for and the concept of the gap and how it differs in magnitude in Wales.  This led to the authors focus on gathering data on the people of Wales’s perceptions, perspectives and understanding of the gender leadership gap in Wales and its impact on the women of Wales, which was completed in a through manner. Another, strength of this report is that it will raise people’s interest and awareness of this issue and encourage further study to be conducted by other researchers on this area. The implications of the findings of this report are that Wales is indeed a unique culture with unique issues in comparison to the UK these issues need to be investigated further to better understand how we can tackle the deep-rooted prejudices and biases that have become embedded in Welsh culture. This is important as Wales is often seen a ‘one step behind’ the UK when it comes to issues such as the gender leadership gap, this needs to change if the country is to prosper into the future. If we can tackle issues such as the gender leadership gap in imaginative and timely ways, this will make Wales a more attractive country to live in, resulting in the economic benefits that a happier society attracts. Implications of this study for the field of business and management, is the argument, that unique societies do not always fall into the academic research so readily as they have issues particular to them, meaning care should be taken when talking about countries on the basis of generalised academic theory as all countries are culturally unique, this becomes particularly important when looking at the behaviours of that society, its issues and how to address them. This is a further support to the argument that more research needs to be done on Wales before action is taken on the gender leadership gap. 
5.5 Limitations of research completed
Limitations of my research were: 
· The researcher felt that there was a need for further training on interviewing as this was learned on-the-job and mistakes were made that could have been avoided in the study initially, it was noted as time went on that the researcher became proficient in interviewing, which meant this lack of initial experience had little impact on the reliability of the study.
· It was felt by the researcher, on occasion, that the validity of the study was called into question with some respondents, as they felt there was not an issue with the gender leadership gap in Wales, however, this served to only add to the findings of the report.
· The qualitative sample was limited by the time allowed to complete the dissertation, the study could have been more reliable if a longer period was allowed for the research, as more interviews could take place to a larger sample of respondents across a greater geographical area. 
· If more financial resources were available a larger sample of from leaders around the UK could have been interviewed to gain a greater reliability and variety of results. However, the researcher felt that considering the lack of financial resources a good number of organisations and experts in Wales took part in the study.
5.6 Further research
The results of this study could be used as a basis to study further:
· All regions of Wales and the UK to gain a more reliable sense of what is felt around the whole of the Britain.
· BME or disabled women as the issues these groups in society endured were found to be exacerbated as they were part of a minority grouping, however, this was beyond the remit of this study.
· The linkages between leadership, change and human resource management to gain a more holistic view on how to solve the gender leadership gap, as practical solutions that work for organisations need to be developed to address such issues. 
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7.3 Appendix 3 – Interview Questions First Draft
Title of study: A study to explore how the gender leadership gap can be closed in Wales.
Study information
You are being invited to consider taking part in the research title above. This study is being undertaken by Tammy Laugharne. Before you decide whether or not you wish to take part, it is important for you to understand why this research is being done and what it will involve. Please ask if there is anything that is unclear or if you would like more information.
You have been invited to participate because you hold a particular position in your organisation and are within certain age parameters. The study will involve answering in as much detail as possible a series of twelve questions. You are free to decide whether you wish to take part or not. You are free to withdraw from this study at any time and without giving reasons. Should you decide to withdraw from the study, your data will not be used and will be destroyed. This study is the dissertation part of a modular programme which forms part of Tammy Laugharne’s MBA qualification at UWTSD.
I you agree to take part you will be interviewed by the researcher involved in this study; the interview will take approximately one hour and responses will be typed into a Word document for research purposes. The data will be anonymised and will not be used in any way which would enable identification of your individual responses. Data will be stored securely on a password-protected computer, by the research investigators for a period of not exceeding one year after which point it will be disposed of securely. The data will not by shared with any third parties.
If you have any questions about the study, please feel free to contact me at: tlaugharne.033535@student.uwtsd.ac.uk. Alternatively, if you are concerned about any aspect of this study you may contact Richard Dunstan at UWTSD. 
Thank you for your time and consideration.
Interview questions 
The following questions and responses will be used to consider how the gender leadership gap can be closed in Wales.
1. What is your gender?
2. What is your age?
3. What is your current job title(s)?
4. Do you think that the gender leadership gap is more, less evident in Wales in comparison to the UK? What are your reasons for this opinion?
5. Are these qualities the same or different for men and women in your opinion? Please could you explain your answer.
6. How would you describe your leadership style?
7. What are the barriers (if any), in your opinion, to women gaining promotions in Wales?
8. What would you say are the reasons for these barriers existing in Wales?
9. Have you (or someone you are aware of) had personal experience of the barriers women face when trying to attain more senior positions in organisations? If so, please share this experience with me below.
10. Do you think that the culture in Wales has an influence on the gender leadership gap? If that is this case, why do you think that is?
11. Do you believe organisations in Wales support women to become leaders? (If so how?)
12.  How would you propose to close the leadership gap in Wales?  
Thank You. Your answers will be kept confidential at all times.
7.3 Appendix 4 – Interview Questions Final Draft
Title of study: A study to explore how the gender leadership gap can be closed in Wales.
Study information
You are being invited to consider taking part in the research title above. This study is being undertaken by Tammy Laugharne. Before you decide whether or not you wish to take part, it is important for you to understand why this research is being done and what it will involve. Please ask if there is anything that is unclear or if you would like more information.
You have been invited to participate because you hold a particular position in your organisation and are within certain age parameters. The study will involve answering in as much detail as possible a series of twelve questions. You are free to decide whether you wish to take part or not. You are free to withdraw from this study at any time and without giving reasons. Should you decide to withdraw from the study, your data will not be used and will be destroyed. This study is the dissertation part of a modular programme which forms part of Tammy Laugharne’s MBA qualification at UWTSD.
If you agree to take part you will be interviewed by the researcher involved in this study; the interview will take approximately one hour and responses will be typed into a Word document for research purposes. The data will be anonymised and will not be used in any way which would enable identification of your individual responses. Data will be stored securely on a password-protected computer, by the research investigators for a period of not exceeding one year after which point it will be disposed of securely. The data will not by shared with any third parties. The researcher may have additional questions on responses given and contact you after interview answer have been reviewed.
If you have any questions about the study, please feel free to contact me at: tlaugharne.033535@student.uwtsd.ac.uk. Alternatively, if you are concerned about any aspect of this study you may contact Richard Dunstan at UWTSD. 
Thank you for your time and consideration.
Interview questions 
The following questions and responses will be used to consider how the gender leadership gap can be closed in Wales. 
1. What is your gender?
2. What is your age?
3. What is your current job title(s)?
4. How would you describe your leadership style?
5a. Thinking about the qualities that make a leader. Do men and women lead the same or differently in your experience?
5b. Please could you explain your answer with examples if possible.
6a. Do you think that the gender leadership gap (in terms of women in senior in leadership positions) is more, less evident or the same in Wales in comparison to UK in general? 
6b. Can you explain your reasons for this opinion?
7. What are the barriers (if any), in your opinion, to women gaining promotions in Wales?
8. What would you say are the reasons for these barriers existing in Wales?
9. Have you (or someone you are aware of) had personal experience of the barriers women face when trying to attain more senior positions in organisations? If so, please share this experience with me below.
10. Could you tell me if you think that organisations in Wales support women to become leaders? (If so in what ways have you observed).
11.  How do you think we could close the leadership gap in Wales?  
Thank You. Your answers will be kept anonymous at all times.


















7.5 Appendix 5 – Welsh Government response to interview request
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Appendix 6 – Table of organisations
	Respondent
	Organisation

	R1
	Chwarae Teg

	R2
	WEN Wales



Appendix 7 – Table of respondents
	Respondent
	Gender
	Age
	Occupation

	R3
	Male
	21
	Student

	R4
	Male
	24
	Quality Control Analyst

	R5
	Male
	26
	Small Theatre Company Director

	R6
	Male
	36
	Deputy Director of Learning ICT/Computer Science

	R7
	Male
	39
	Sourcing Leader

	R8
	Male
	52
	Managing Director

	R9
	Male
	53
	Self-employed business-man

	R10
	Male
	58
	Property Valuer

	R11
	Male
	59
	Union Caseworker

	R12
	Male
	60
	Professor (Former Minister)

	R13
	Male
	61
	Retired

	R14
	Male
	62
	Deputy Vice Chancellor UWTSD Malaya

	R15
	Female
	18
	Student

	R16
	Female
	20
	Head Waitress 

	R17
	Female
	22
	Home Shopping Picker

	R18
	Female
	29
	Self employed business-woman

	R19
	Female
	38
	Production Administration Supervisor

	R20
	Female
	41
	Specialist teacher of ASC

	R21
	Female
	43
	Detective Constable

	R22
	Female
	44
	Hospital Account Executive, personal trainer, motivational speaker and presenter

	R23
	Female 
	44
	Director Voluntary Sector

	R24
	Female 
	46
	Locality Development Manager and Community Councillor

	R25
	Female
	51
	Head of school

	R26
	Female
	52
	Head of department

	R27
	Female
	60
	Innovations Director

	R28
	Female
	68
	Retired



Appendix 7 – Table of colour coding
	Category
	Colour / Abbreviation

	Male
	No colour / M

	Female
	Blue / F

	Generation Z
	Grey / Z

	Generation Y
	Red / Y

	Generation X
	Green / X

	Baby Boomers
	Black / BB

	Organisations
	Chwarae Teg – CT
WEN Wales - WENW

	Expert
	Yellow - E

	Middle Manager
	Orange - MM

	General population 
	Pink - GP




	 


Appendix 8 – Table of respondent’s position in organisations
	Organisations

	Wen Wales 
Chwarae Teg

	Experts

	Male 
	Female

	3
	3

	Middle Managers

	Male
	Female

	4
	4

	General population

	Male 
	Female

	5
	7



Appendix 9 - Question 6b - Can you explain your reasons for this opinion? Notable responses 
	R3
	Male
	GP
	Very few senior roles are given to female candidates….most of the work carried out by females is…low income jobs with not much opportunity for advancement.

	R12
	Male 
	E
	The dominance of men in major public sector roles in Wales affecting women’s advancement.

	R14
	Male
	E
	Wales is more traditional and behind England in a business and social sense … women are more self-censored in Wales and think they can’t make it to the top or they didn’t choose to because of other priorities.

	R15
	Male
	GP
	I think that the culture in Wales is a bit more backward in comparison to the UK, we always seem to be one step behind

	R17
	Female
	GP
	I still find there are more males in charge than women

	R19
	Female
	MM
	There are more opportunities in England in general than in Wales

	R21
	Female 
	GP
	There are many more deprived areas in Wales based on valley community ideals, male leadership has been historically entrenched in these communities, with high unemployment, coupled with distinct underfunding in Wales compared to England.

	R22
	Female
	GP
	Not enough Welsh female role models in the media.

	R23
	Female
	E
	I have found that public and private companies still recruit more traditional through “old boy’s networks”.

	R23 
	Female 
	GP
	The boys club, the extent to which in Wales it’s about as much who you know as what you know.

	R26
	Female 
	MM
	Wales tends to follow the UK, policy and process wise, so we always seem to be on the catch up in most areas.



Appendix 10 - Consultative and Empathetic leadership style results table
	Position
	Consultative
	Empathic

	Overall percentage
	31%
	19%

	Percentage of males
	25%
	25%

	Percentage of females
	36%
	14%



Appendix 11 - Percentages who though leadership behaviours were the same in men and women
	Percentage of Generation Z
	75%

	Percentage of Generation Y
	57%

	Percentage of Generation X
	50%

	Baby boomers
	72%



Appendix 12 – Could you tell me if you think that organisations in Wales support women to become leaders?
	 
	Yes 
	No
	Equal opportunities 
	Unaware

	Overall percentage
	54%
	4%
	12%
	35%





Number of respondents	

18-22	23-41	42-53	54+	4	7	8	7	

Sectors of employment


Government	Private	Public	Voluntary	Student	Retired	2	11	6	5	2	2	
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Third, | helped Julie master the 5 Habits of SMART-Power Leaders, which follows the leadership model below.

SMART Leadership Habits

Set Direction: Align your Motivate Commitment:

values & vision with clear, Connect winning &
relevant ‘SWOT’ based goals. achieving with creating
\ unique customer value.

[ (@@=
M

(
\
\

Transform — Creative . Agile Collaboration:
Grit: Promote individual , \ Ask everyone, take
excellence and growth, ° notes, vote on

use data & evidence, initiatives, organize
upgrade talent. task teams.

Results Driven: Attend work
sessions; ask "What's
working,” "What's not,”
SMART POWER "What's next.”

This model is the culmination of a multiyear leadership study | led called "Apple to Zappos" focuses on discovering @

what today's successful leaders are doing that no one else is. It is based on an in-depth examination of leadership

of 21 of today's most successful companies as measured by seven criteria. It also incorporates Hershey and
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18 July 2018

Dear Tammy
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Thank you for your mail of 27 June o Julie James AM, Leader ofhe House and Crief
Whip, regarcing your csseriation explorng how he gender eadership gap can be cosed in
Wales.  have been asked {0 repy

The Welsh Government is committed to improving the diversity of decision makers in Wales. It Convert to
is one of our Equalty Objectves 2016-2020 and Incuded n our Programme for Govemment
Taking Wales Forward 2016-2021 (both documents can be accessed via links below).
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I have outiined below some of the action taken, and being taken, by Welsh Government to
increase the number of women and other under-represented groups into public and political
life.

Equality and Inclusion Programme 2017-2020

‘Our Equality and Inclusion Programme 2017-2020 provides funding to third sector
organisations, working in collaboration with each other and other pariners, which represent
‘and actively promote equality in relation to Gender: Disabilty; Race; and Gender Identity
and Sexual Orientation (LGBT+). The programme also supports work with Gypsies, Roma
and Travellers; Refugees and Asylum Seekers, and in tackiing hate criime

One of the strategic aims of the funding programme is to help to deliver a more diverse pool
of decision-makers in public ife. All of the lead agencies have committed to supporting this
work.
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‘The Women's Equalty Network Wales (WEN Wales) is taking forward the programme of
work relating to gender equality. As a part of tis work, they launched a mentoring scheme
in March for 25 diverse women from across Wales. The aim is to provide women with the
tools and confidence to put themselves forward for roles in public and poliical lfe. The
programme will conclude in December with a further scheme due {0 take place next year.
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Diversity In Democracy Programme &
The Diversity in Democracy programme ran from 2014 and closed in March 2017. There Adobe Export PDF 0
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A tull evaluation of the programme is being carried out which will inform future Welsh
‘Govemment policy on increasing the representation of under-represented groups in local y
‘government. Select PDF File
Work with Public Sector Boards
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We worked with health boards and trusts on the defivery of the ‘All Aboard’ pilot
development programme for under-represented groups to test the value of different training
and development interventions. It concluded in 2016 and the evaluation has been published
to share the lessons leamed:

Convert to
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We have also held a number of seminars for Chairs of Public Sector Boards where we have
shared good practice case studies, shared the evaluation of the All Aboard programme and
highiighted the benefits that increased diversity can bring to boards.
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Officials are also working to help shape a public appointments process that can atiract a wider
and more diverse range of applicants

Action within Welsh Government
‘The Welsh Govemment has signed up to the 50:50 by 2020 campaign. Signing up to the
‘campaign shows employers' public commitment to working towards equal gender
representation in decision-making and infuencing roles in Wales

We have also signed up to be the following

« Chwarae Teg's Faimlay Employer Benchmark which supports organisations o
deliver equaliy in the workplace.

« The Equalty and Human Rights Commission's Working Forward Campaign, pledging
to make our organisation the best it can be for pregnant women and new mothers.

Public Appointments Data Store and share files in the

‘The data shows progress is being made. In 2016/17, 47.8% of new appointments and 50% Document Cloud
of reappointments to regulated boards were female. The 2017/18 report is due to be

published in the autumn. Learn More
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Gender Rapid Review

In March, the First Minister announced that a Rapid Review of our gender and equality
policies would take place {o bring a new impetus to our work in this area We have
worked closely with Chwarae Teg and other partners such as the Wales Centre for
Public Policy on the first phase of the review.

‘Our approach involves working across different equality strands, including rac, disabily
and age, aiming to ensure that no one is left behind. We recognise that women and giris
who experience multiple and intersecting forms of discrimination are often excluded from
progress.

“The aim of the first phase of the review was to assess what we already do well, identify
what we can improve, and look at examples from governments around the world to leam
from their models and practices.

‘The Phase 1 report was published on 10 July and the Leader of the House provided an
update to Assembly Members. The Chwarae Teg report identifies the under-representation
‘of women in pubiic lfe as an important issue and recommends a review of the public
‘appointments process o ensure it delivers diverse appointments. It also recommends that
local govemment reform includes measures to increase the representation of diverse
‘women as elected members.

‘The Leader of the House will be publishing a response to the recommendations in the
‘autumn. Phase two of the review will begin as soon as possible, will be shaped by the
findings from phase one and will be completed by June 2019,

Please find attached below links from which you can access the Chwarae Teg and WCPP
reports and the oral statement made by the Leader of the House on 10 July

We are committed to buiding a society in which girs and boys, women and men are treated
equally, have the same opportunities and chance to live their lives to their full potential. Itis
vital that we continue to address the barrers to equality and inclusion, so that everyone in
Wales has the opportunity to aspire, achieve and prosper — iespecive of their gender.

1 hope this information is of use to you and wish you well with your dissertation and the
remainder of your studies.

Yours sincerely

Sian Lewis
Equality and Prosperity Division
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