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Abstract 
The purpose of this study was to analyse the perceptions of the inequality of women of an ethnic minority and senior management roles within the workplace in the UK.  In particular, the business and education sectors were used for this study. Several academic resources were used to conduct a detailed literature review to gain a deeper understanding of the topic. The main aim was to explore the factors that contribute to why many women of an ethnic background do not hold senior roles in the workplace.
The research objectives for this study:
RO1.	To investigate the inequality of women of an ethnic minority within the workplace.
RO2.	To identify and evaluate the main factors that impact why ethnic women are not well represented in senior positions.
RO3.	To develop a set of recommendations for the workplace within the business and education sectors.
The researcher used a quantitative approach to investigate the aims of the research, using primary data collection as a mono method, questionnaires, to collect data. The survey was distributed using online communication platforms, like email and professional social networking tools like LinkedIn. 
The findings revealed to support the literature review conducted that suggests that there is racism perceived and experienced in the workplace,  which is in the form of racism in the workplace, that ethnicity and sexism is a double challenge for ethnic women, that the main barriers for women gaining leadership positions are that there are unequal opportunities which discriminate against women, that bias, racism, white privilege and representation are key reasons for this, and that there are insufficient and inadequate racism policies implemented to eradicate discrimination in the workplace.  Several recommendations have been suggested, the main ones being to improve education and training, to include fairer and appropriate HR policies, practising equality of opportunities and challenging racism when it happens in the workplace. Discrimination has an impact on wellbeing and therefore every person in the workplace should have the equal opportunity to reach their full potential.
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[bookmark: _Toc71652712]Chapter One - Introduction
The purpose of this study is to analyse the inequality of women of an ethnic minority within senior management roles within the workplace in the UK in particular the business and education sectors.
There is a higher percentage of men than women who hold a senior position in the business sector. In the UK there are only 37.7% of women are managers (Catalyst, 2020). Inequality within businesses is a complex phenomenon that can be seen in different aspects of business for example organisational structure, policies, and practices (Stamarski & Hing, 2015). There is still a lot to be done to overcome inequality even in this changing world. Women in general face hardship when it comes to the workplace, but ethnic women have even more challenges. In the UK, the education sector only has 12% of women. In the Higher Education institution (HE) there are a huge number of jobs that allow a university to function, over 300,000 people are working in Higher Education in the UK (Davies, 2019). In 2019 it was shown that Black and minority ethnic (BME) staff are less likely to be offered or take top jobs within the higher education sector as well as will get £7,000 less than their white colleagues. Black academic staff are underrepresented within senior roles like one in 9 academics hold senior positions compared to 1 in 33 black academics (Wealle, 2019). The underrepresentation of BME people within higher education in senior roles is a major crisis so if higher education institutes take issues such as inclusion, equality, and social justice seriously the race equality should be too. 
[bookmark: _Toc63411774][bookmark: _Toc71652713]Research Aims and objectives.
The main aim of the research was to explore the factors that contribute to why women of an ethnic background do not hold senior roles in the workplace.  The research objectives for this project are:
[bookmark: _Toc63411777]RO1:	To investigate the inequality of women of an ethnic minority within the workplace.
RO2:	To identify and evaluate the main factors that impact why ethnic women are not well represented in senior positions.
RO3:	To develop a set of recommendations for the workplace within the business and education sectors.
1.2 [bookmark: _Toc71652714]Research questions 
The research questions for this study are:
RQ1.	What are the current inequality issues that women face in the workplace?
RQ2.	Are the opportunities provided for both women and men the same?
RQ3.	What practices and policies are enforced by the government?
RQ4.	Why are there inequalities of race and gender in the workplace?


[bookmark: _Toc71652715]1.3.  Conclusion
In chapter one, an introduction to the inequality of ethnic minority and senior management roles within the Business and Education sections within the UK is outlined.  Key background information was provided along with the aim and objectives of the research study. Chapter two will provide a discussion of the key themes from the inequality and ethnic minority literature that has been published.



[bookmark: _Toc71652716]Chapter two- literature Review
[bookmark: _Toc71652717]2.0. Introduction 
Chapter One outlined the purpose of the study and provided a set of clear objectives and an aim. The purpose of this chapter is to review academic literature that is current on factors that may contribute to ethnic minority women not holding senior roles especially targeted in the education and business sector. The literature gathered will be sourced from Google Scholar and the online library at the University of Wales of Trinity Saint David’s. This chapter aims to complete the second objective of the study which is ‘To identify and evaluate the main factors why ethnic women are not given senior positions. This literature review will look at the inequality of women of ethnic background. The main inequalities are the pay gap, underrepresentation in senior positions and experiences of discrimination.
[bookmark: _Toc71652718]2.1 Inequality in the workplace in the UK 
In 2019 the ADP workforce view report showed that the reports of discrimination are highest in the UK and even with the changing world there are still issues in the UK. The greatest type of discrimination that was reported was gender and ethnicity (Franklin, 2019). Women, in general, suffer inequality in the workplace and women of an ethnic background suffer even more. Women of an ethnic minority are not only highly underrepresented in senior roles but also face discrimination within the workplace.
[bookmark: _Toc71652719]2.2. Barriers
Two main barriers impacting equality in the workplace: that is gender and race. Gender and race should be separate problems to understand the difficulties women of an ethnic background face. Evidence shows that race barriers are far greater than gender barriers. In  2014 there was a  study by Pifer et al, (2013). 72% of minority women faced ethnic barriers and 26% only on gender. Institutions have policies and procedures in place to tackle diversity but despite this, there are still significant inconsistencies. Understanding the barriers women and women of ethnic minority face will help to understand why they are treated differently.
[bookmark: _Toc71652720]2.2.1. Gender 
Gender inequality can be defined as where males are better positioned in social, economic, and political hierarchies in other words it is the process by which men and women are not treated the same (UNDP, 2015).
There are a few factors that contribute to the difficulties that women face when progressing in their career. One barrier that prevents women from entering a senior role in the environment of the workplace. The culture, attitudes, stereotypes within the organisation can limit women from being successful. Sexist attitudes can result in women not progressing in their career. These attitudes may be a way for men to secure power. Employees tend to avoid promoting women as they are perceived to be absent more than men as they have more responsibilities such as childcare (Rubery et al., 1996), which has an impact on women’s career prospects being obstructed.
[bookmark: _Toc71652721]2.3. Women and senior roles
A senior role is also known as a leadership role which indicates that the person has qualifications, experiences and is team-oriented.
There was a study done that reported on the qualities needed for women to be successful in senior leadership roles. Soffer (2020) suggests that there are five main qualities and or skills that women need to have to outperform men, these are competence, communication, identity, confidence, and commitment. 
Women face many obstacles when it comes to attaining senior roles compared to men and they also struggle to get a fair representation in these roles. This is known as the 'glass ceiling’. Glass ceiling first originated in 1980, it was used to describe barriers that have kept women from promotion in the business world. It evolved to include both male and female from ethnic backgrounds (Johns, 2013)
In the UK there are legislations in place to help organisations with overcoming inequality. The first legislation is the Equal Act (2010). This legislation legally protects people from discrimination not only in the workplace but in society as well. The Equality Act (2010) relates to discrimination based on age, race, gender, disability, religion, and sexual orientation, among others. Legislations are important as it makes a positive contribution to employee relationships and also it increases fairness and trust of people (De Jager, 2000).
[bookmark: _Toc71652722]2.4. Ethnic women and senior roles 
The Commission on Race and Ethnic Disparities report  (Gov, 2021) show that there is a lack of opportunities for ethnic women and that prejudice and discrimination still exist in UK workplaces today.
Lack of opportunities for ethnic women in the workplace could be that they may not have the contacts or network needed to succeed up the career ladder. The Gender and race benchmark (2014) in the UK found that ethnic women are less likely to hold any leadership or senior positions. It was reported in the report that employees who were women and women of ethnic minority are less likely to be identified as high potential and are less likely to be selected for any leadership training.
[bookmark: _Toc71652723]2.5. Race 
[bookmark: _Toc71652724]2.5.1. Institutional racism
Institutional racism can be defined as exploiting individuals who are of non-white ethnic groups (Better, 2008). The Equality and Human Rights Commission stated that not only is there racial harassment within the Education sector, but it is occurring at an alarming rate. There is a lack of diversity among senior leaders and ethnic pay gaps are all evidence of racial harassment (Britten, 2020). Institutional racism involves a set of hidden racist values and practices that go against the organisations' norms (Patel, 2017). Prejudice can be defined as a preconceived opinion based on a stereotype it can be seen positively and negatively but mainly negatively. Discrimination is the behaviour consciously or not that treats people of a different ethnic background negatively  (Stermer, Booke, & Rouse, 2011).
Subtle types of racism such as microaggressions also occur within the business and education sector. Microaggression can be defined as verbal or nonverbal insults which do not mean to intend harm but the impact does (Murray, 2019).
[bookmark: _Toc71652725]2.5.2. Pay Differences 
There is a huge pay difference between gender and ethnicity in the UK in general however it is considerably high within the education sector. In the UK women get paid 17.1% less than men do (Francis-Devine, 2020). People from an ethnic minority earn on average less than white British people (Elliot, 2020).
Women tend to not ask for higher pay in any job. In previous research, women feel negotiating pay can come across as greedy which when asking for their worth in the workplace women hesitate (J. Wilson, 2019).
In 1970 an Equal Pay Act ( 1970) was introduced so that men and women get paid the same for the same line of work. The difference in pay should only be accepted for a few reasons for example one is better qualified and their skills are crucial to the job, location of job and living costs are high and finally work that needs to be done at night so this is classed as unsociable hours. Even with legislation and acts in place, there is still discrimination.
[bookmark: _Toc71652726]2.5.3. Experiences
Schrader & Sedikides (2017) looked at understanding workplace experiences and how they impact wellbeing outcomes. They argue that minority identity status can have consequences on job satisfaction and performance. Discrimination within the workplace has a huge implication on a person’s health and wellbeing and it is common for minority groups to feel discrimination at work (Tariq, 2018).
2.6 [bookmark: _Toc71652727]Conclusion
To conclude, this chapter looked at published literature.  The main inequalities listed in previous studies are the pay gap, underrepresentation in senior positions and experiences of discrimination. This research will add to previous literature and add a recent and up to date perspective of the topic, it will also provide insight to the business and education sector as there are not a lot of studies done with these two combined. Chapter three will discuss the research methods and methodology used to carry out the research.


[bookmark: _Toc71652728]Chapter Three -Methodology 
[bookmark: _Toc66041220][bookmark: _Toc71652729]3.0. Introduction 
The first research objective was ‘To investigate the history of inequality of women of an ethnic minority within the workplace’, this objective was looked at in the previous chapter where the focus was on the background of the topic and literature review. In this chapter, another objective will be addressed through the primary research and it will try to underpin the research that is being conducted by providing justifications of methods chosen to meet the following objectives. ‘To identify and evaluate the main factors to why ethnic women are not given senior positions.
[bookmark: _Toc66041221][bookmark: _Toc71652730]3.1. Research
Research can be defined by Hussey and Hussey, (1997) as an investigation in a specific field that is completed in a systematic way which increases the researcher's knowledge. The research includes redefining challenges and creates a hypothesis or provides a solution to a problem (Korthari C.R, 2004). The researcher will use the Research onion to explain the methods chosen.
[bookmark: _Toc66041222][bookmark: _Toc71652731]3.1.1 Primary and secondary research
Secondary research can be described as information that has previously been collected from others, it provides essential knowledge around the subject these can be in the form of government reports, journals or dissertations (Stewart & Kamins, 1993). Primary research can be described as information that the researcher has gathered to build on what has been learnt and to add new information surrounding the topic (Rabianski, 2003).
The researcher chose primary research as the researcher is involved in collecting new data and analysing it.
[bookmark: _Toc66041223][bookmark: _Toc71652732]3.1.2. The Research Onion
The research onion was developed by Saunders et al (2016). It helps the research by ensuring they choose the most appropriate methods so that the most successful outcome can be achieved,  this can be done by following the model from the outer to the inner layer just like an onion (Sahay, 2016). It is important that the technique used by the researcher can be capable of meeting the studies objectives however it is vital that the data collected provides the information needed to complete the aim of the research (Opoku, Ahmed, & Akotia, 2016).
[image: Understanding the Research Onion | Writing Guides | 15 Writers]
[bookmark: _Toc66045600][bookmark: _Toc66045622][bookmark: _Toc71652789]Figure 1:The research onion (Saunders et al.,2009) 
The primary data collected will allow the research to get a clear understanding of the factors that contribute to why many women of an ethnic background do not hold senior roles in the business and education workplace.
[bookmark: _Toc66041224][bookmark: _Toc71652733]3.1.3. Qualitative v Quantitative
It is important to understand the difference between qualitative and quantitative research methods. Qualitative research is research that tries to find out about people’s experiences, it helps with understanding what is important to people. Qualitative methods usually are focus groups, case studies and one to one interview. The advantages of qualitative research are that it is great for exploratory purposes as there is depth in the information gathered however the drawback of it is that there are more chances of bias. Quantitative methods include surveys, polls and longitudinal studies (Babbie, 2010). The advantages of quantitative research are that it allows for a specific hypothesis to get tested and allows for generalisation, but the disadvantages of quantitative research are that specific details cannot be achieved like qualitative research. The difference between the two is that one is concerned with subjective meanings whereas the other is concerned with objective facts (Silverman, 2021).
The researcher used quantitative research as it is a strong method that helps to generalise from the sample being studied.
[bookmark: _Toc66041225][bookmark: _Toc71652734]3.1.4.  Philosophies
There are a few different research philosophies that researchers can choose from and it is the first layer of the research onion that will need to be peeled back. According to Easterby-Smith, Thorpe and Loewe, (1994), there are three key reasons to research philosophy; it can clarify research designs, help with which research designs are the best and which suit the research and it can also help with identifying drawbacks. The researcher has chosen the interpretive approach for this study.
[bookmark: _Toc66041226][bookmark: _Toc71652735]3.1.5. Approaches
The researcher has decided to use an inductive approach. The inductive approach allows researchers to get a closer and better understanding of the research context. The researcher is trying to get an understanding of why women of ethnic background do not hold as many senior roles in the business and education sector by collecting data that will add to the knowledge of the subject area.
[bookmark: _Toc66041227][bookmark: _Toc71652736]3.1.6. Strategies and Choice
The researcher has decided to use a questionnaire to collect data for this research study. Questionnaires produce qualitative and quantitative data. Questionnaires are a set of structured questions which are given out to participants to get a better understanding of what people think about a certain topic. Questionnaires will also help address research questions. If questionnaires are poorly developed it can lead to inaccurate data collection (Hartland-Fox, R and Spry, 2003). A benefit of using questionnaires is that the data can be collected quickly and are easily analysed (Debios, 2019) Like anything with benefits there are disadvantages of using questionnaires. A drawback is that as the researcher is not present when the data is being collected, participants are not able to ask for clarification of questions misunderstood, for this not to happen in this research the researcher ensured that questions were clear and understandable and tested with a pilot study. 
To analyse the survey data, descriptive statistics were used to develop an understanding of the respondents and their views on ethnic minority women in the workplace and the perception of inequality.  SPSS was used to analyse the data using frequencies but also using crosstabulations,  which are data tables that present the results of the entire group of respondents as well as results from sub-groups of survey respondents (Franzo, 2021). Cross tabulations enable the examination of relationships within the data that might not be as apparent when analysing the frequencies and survey responses.  The Chi-Square test, which allows the comparison of two categorical variables (when the dataset consists of counts) was tried however, the sample was too small, the expected value of the number of sample observations in each level of the variable was not at least 5. Therefore the Fisher’s Exact Test was used to accommodate the small sample size (BioStats, 2021). A p-value higher than 0.05 (> 0.05) indicates that the outcome or the relationship between the two variables is not statistically significant (Freeman & Campbell, 2007).
For this study, a questionnaire was developed, including 39 questions. Both closed and open-ended questions were used. Close-ended questions offer a set of options to participants allowing for quick and easy response to questions, it also allows the researcher to analyse the data easier. Open-ended questions allow participants to express their own opinion without allowing the researcher to influence them, it allows participants to provide as much detailed information as they would like (Reja et al, 2003). Dichotomous questions and questions using a 5-point Likert scale was also included in the questionnaire to receive different forms of responses. Respondents were not asked to use any personal information, to keep the data anonymous, and to get an honest response to the sensitive questions presented. The questionnaire aimed to answer the following Research Questions (RQ): 
RQ1. What practices and policies are enforced by the government?
RQ2. Why are there inequalities of race and gender in the workplace?
RQ3. What are the current inequality issues that women face in the workplace?
RQ4. Are the opportunities provided for both women and men the same?
[bookmark: _Toc66041228][bookmark: _Toc71652737]3.1.7. Time Horizons
Time horizons refer to how long it takes for the research to be conducted,  either over some time or at one particular time this is known as longitudinal and cross-sectional (Saunders et al., 2016). As there are time constraints to this study the researcher will use cross-sectional. The advantages of using a cross-sectional study are that it can be used to either help prove or disprove assumptions. Another advantage is that it does not require a lot of time. The disadvantages of cross-sectional are that it does not determine cause and effect and the findings may not be representative (M. Wilson & Rivers, 2016).
[bookmark: _Toc66041229][bookmark: _Toc71652738]3.1.8. Sample
For researchers to draw valid conclusions, deciding how to select a sample is vital. There are two types of sampling,  probability sampling which involves random selection and non-probability sampling involves non-random sampling based on the criteria needed for the study (McCombes, 2021). The researcher chose a non-probability sampling method as the study was interested in specific industries, in particular women and men working in Education as well as Business.  Initially, the sample was going to only include ethnic minority women, however, the researcher was interested to understand the perceptions of the inequality of ethnic minority women in the workplace both from a male’s perspective and a non-ethnic minority perspective, besides understanding it from the ethnic minority women’s perspective as well.
[bookmark: _Toc66041230][bookmark: _Toc71652739]3.2. Research design
The questionnaire for this study was created using Qualtrics which is an online tool to create questionnaires. The questionnaire will be distributed to workers both academic and non-academic workers within professionals’ networks such as LinkedIn and social media.





[bookmark: _Toc71098177]Table 1: Matrix mapping the research objectives, research questions and survey questions.
	Research Objectives
	Research Questions
	Survey Questions

	Demographics
	The demographic questions allow the researcher to get a better understanding of characteristics of the participants, the information includes age, race, ethnicity, and Employment
	Q2, Q3, Q4, Q5, Q6, Q7 

	RO1. To investigate the inequality of women of an ethnic minority within the workplace and leadership.
	RQ3. What practices and policies are enforced by the government?
	Q34, Q35, Q36

	
	RQ4.Why are there inequalities of race and gender in the workplace?
	Q37, Q38, Q39, Q40

	RO2. To identify and evaluate the main factors that impact why ethnic women are not well represented in senior positions
	RQ1. What are the current inequality issues that women face in the workplace? 
	Q8, Q9, Q10, Q11, Q12, Q13, Q14
Q15, Q16, Q17, Q18 Q27, Q28

	
	RQ2. Are the opportunities provided for both women and men the same? 
	Q26, Q29, Q30, Q31, Q32, Q33 

	RO3. To develop a set of recommendations for the workplace within the business and education sectors.
	Q39



The matrix map shows which questions relate to the research questions and which survey questions aim to answer each research objective. The full questionnaire can be found in Appendix 1. The questionnaire helped to collect data to meet the objectives of this research study.
[bookmark: _Toc66041231][bookmark: _Toc71652740]3.2.1. Pilot Study 
Pilot studies can be described in two different ways in research. It can be used as a feasibility study which is a trial run of the major study or it can be seen as a pre-testing to see if the research instrument is the right choice for the study (Teijlingen & Hundley, 2001). A benefit of using a pilot study is that it can establish the validity of the research and provides feedback to allow researchers time to improve before collecting data. For this study, it will be used as a test run to see if any problems will arise. This will allow the researcher to find alternatives and make changes. It will be carried out with academic peers.
[bookmark: _Toc66041232][bookmark: _Toc71652741]3.2.2. Validity and Reliability
For any results to be significant, they must be high in validity and reliability. Reliability refers to the consistency and quality of methods used (Gidron, 2013) whereas validity is if it measures what it claims to measure and the quality of the data collected (Colliver, Conlee, & Verhulst, 2012).
[bookmark: _Toc66041233][bookmark: _Toc71652742]3.2.3. Limitations
Reporting limitations are important as it has an impact on the validity of the research and systematic biases affecting results in a negative way (Price & Murnan, 2004). The first limitation of the study was that the sample size was quite small, which may not be representative but provide some themes and thoughts provided by the respondents. One possible limitation is that the researcher falls in the ethnic minority category, it is possible for researcher bias however every effort was made to ensure the data was analysed objectively and hence one of the reasons for choosing the questionnaire.
The time needed to collect the data and analyse it. The researcher created a Gant chart to keep up with dates and improve time management. This can be seen in Appendix 2.
[bookmark: _Toc66041234][bookmark: _Toc71652743]3.3. Ethical considerations 
Ethical principles have been broken down by Diener and Crandall, (1978) into four areas, harm to participants, lack of informed choice, invasion of privacy and whether deception has been involved. The researcher has considered these areas and made sure that no ethical issues arose.
The researcher has completed an ethics form that has been submitted to the university, which will ensure that all steps to protect participants are followed. Participant’s consent was required before participating in the questionnaires which were all freely given. All participants were over the age of 18 and confidentially were upheld. All data collected has been stored on a password protected device and not shared with anyone else. The researcher explained to all participants what the study was and why it was being completed before the questionnaire could start.
3.4 [bookmark: _Toc66041235][bookmark: _Toc71652744]Conclusion
To conclude, this chapter has identified and outlined the research methodology of this study which includes quantitative approaches, using a survey to answer the research objectives.  The next chapter is the Data Analysis chapter which presents the results of the data collected after using SPSS (for the quantitative questions) and NVIVO (for the open-ended questions) to analyse the data.



[bookmark: _Toc71652745]Chapter four – Data analysis
The previous chapter focused on the methodology of the research and in this chapter, the data and findings will be presented and analysed.
[bookmark: _Toc71652746]4.1. Data Analysis
The goal of data analysis is to show underlying patterns, trends, and relationships of a study. In the case of this research study, the researcher aimed to investigate the inequality of women of an ethnic minority within senior management roles (Albers, 2017), looking at the practices and perceptions of the inequality of ethnic minority women in the Business and Education sectors in particular. Descriptive analysis was used to understand the frequencies within each question, and some crosstabs using chi-square tests were used to understand relationships between groups.  The Statistical Package for the Social Sciences (SPSS) software was used to analyse the data, together with Microsoft Excel. NVIVO was also used to analyse the qualitative data collected from the questionnaire to create word clouds. An online tool Qualtrics was used to create the survey and the link used to invite participants. The survey was distributed using online communication platforms (email) as well as professional social networking tools (LinkedIn), as well as social media tools, and community groups. The survey received sixty-four participants (n=64). 
[bookmark: _Toc71652747]4.2. Descriptive statistics
[bookmark: _Toc71652748]4.2.1. Demographics
Several demographic questions were asked to understand the background of the participant, for example, gender, age, ethnicity, industry, employee role, and nationality questions were asked.  The results for each of these are presented below.
Gender 

[bookmark: _Toc71652790]                   Figure 2: Respondents by Gender
Overall, more women completed the questionnaire with 63% of the respondents being women and 38% being men. This suits the study well as the study is mainly about women and the study receives perspectives of men as well.
Age 

[bookmark: _Toc71652791]                           Figure 3 Age of respondents

More of the respondents (38%) were in the 21-29 age range, with a good number of respondents being in the age range 30-39 (22%) and 40-49 (12%). 
Ethnicity
The majority (77%) of the respondents identified as “white British”, while 14% of the respondents identified as an ethnic minority, which allows for some perspectives from ethnic minority respondents, but also gives a good indication of the perspectives of the “white British” respondents and the perceptions of reasons for the underrepresentation of ethnic minority women in leadership positions.

[bookmark: _Toc71652792]                        Figure 4 Ethnicity
Employment
The number of respondents in the Business and Education sectors were very similar (35% and 33% respectively), with 33% falling into the “other category”.

[bookmark: _Toc71652793]Figure 5 Type of industry
Role
Only 3% of participants were in a senior management role and 3% indicated that they were in an executive role.  Most of the respondents (53%) were in entry-level positions which could explain the underrepresentation perhaps of more senior roles.

[bookmark: _Toc71652794]Figure 6 Roles held by respondents.



Nationality
Most of the respondents (92%) identified as British, while 1.6% identified as European and American.  No respondents identified as Asian, African, or Canadian. 
[bookmark: _Toc71098178] Table 2 Nationality (n=64)
	Nationality
	Percent

	British
	92.2

	European
	1.6

	American
	1.6

	Other
	4.7



[bookmark: _Toc71652749]4.3. Crosstabs and Chi-square tests / Fisher’s Exact Test
Cross tabs were used in this study to find any relationships between two or more variables. As the sample was quite small, the Chi-Square test could not be used on its own as errors kept coming up and responses were not more than 5 for some questions. 
[bookmark: _Toc71652750]4.3.1 Inequality issues in the workplace
Racism in the workplace
A large majority of the respondents (78%) which included white male and females as well as ethnic minority respondents, responded that there was racism in the workplace in the UK. A few (16%) indicated that they were unsure and still fewer (6%) indicated that there was no racism in the workplace.

[bookmark: _Toc71652796]Figure 8 Racism in the workplace in the UK

A crosstabulation and chi-square test of the gender variable and racism in the workplace variable indicated that the perception of males and females were similar (67% and 73% respectively) in their response to the question “do you think there is racism in the workplace”.  This test was not significant.


	
[bookmark: _Toc71098179]Table 3 Inequalities in the workplace – by gender


	Q4 Gender * Racism_in_workplace Crosstabulation
	Racism_in_workplace
	Total

	
	Yes
	No
	Unsure
	

	Q4Gender
	Male
	Count
	16
	5
	3
	24

	
	
	% within Q4Gender
	66.7%
	20.8%
	12.5%
	100.0%

	
	Female
	Count
	29
	3
	8
	40

	
	
	% within Q4Gender
	72.5%
	7.5%
	20.0%
	100.0%

	Total
	Count
	45
	8
	11
	64

	
	% within Q4Gender
	70.3%
	12.5%
	17.2%
	100.0%


(Fisher’s exact test = 3.432, P-Value = .171, therefore not significant)

Forms of inequality
The forms of inequality that could be evident in the workplace suggests that “Stereotyping and Bias” was the most agreed form of inequality (91%), with “Not heard or taken seriously” (82%), is the second form of inequality indicated.  “Not enough opportunities to lead “(78%) was listed as the third form of inequality in the workplace.

[bookmark: _Toc71652797] Figure 9 Forms of inequality in the workplace

Experienced Racism and sexism in the workplace
More males indicated that they had experienced racism in the workplace (37.5%) compared to the females (15%).  The same number of males and females were unsure whether they experienced any racism in the workplace.  A large proportion of the respondents (73%) indicated that they did not experience racism in the workplace, which is in keeping with the large representation of white men and women in this sample of respondents.

[bookmark: _Toc71652798]Figure 10 Experienced racism in the workplace

Only 33% of those respondents identifying as ethnic minority indicated that they had experienced racism.  An equal percentage of respondents (33%) were neutral about experiencing racism and indicated that they did not experience racism (33%). 

[bookmark: _Toc71652799]Figure 11. Those experiencing racism in the workplace.
(note: Fisher’s exact test =9.942, P-Value = .065, therefore not significant)

Witnessed racism and responses.
Almost half of the respondents agreed (see figure 12 below) that they had witnessed racism in the workplace (47%).  Although not significant, it is interesting to note that almost the same number of respondents in the Business and Education sectors (16% and 17% respectively) witnessed racism in the workplace (Fisher’s exact test = 0.454 and P-value=.860).

[bookmark: _Toc71652800]Figure 13 Respondents witnessing racism in the workplace.
After witnessing the racism, 39% of the respondents indicated that they responded that they took no action, while only 17% reported it, with 26% confronting the perpetrator, 17% spoke to the victim and 2% filed a complaint with an authority. 

[bookmark: _Toc71652801]Figure 14 Individual’s response to racism witnessed in the workplace.

In terms of understanding, if there was any difference between the responses and respondents working in the different industries, the results indicate that there was a similar response in three of the five responses in both Education and Business. Only male respondents in the Business sector filed a complaint against a witnessed racism act.

[bookmark: _Toc71652802]Figure 15 Response to racism by industry
                   				    (Fisher’s Exact Test = 3.868, P-value=.949).

In terms of responses by gender it can be seen from the graph below that more of the females (42%) took no action compared to the males (35%), while more males reported it (20%) compared to the females (15%), more males confronted the perpetrator (35%) compared to the females (26%), however more females spoke to the victim (24%) compared to the males (5%).  Only males in the Business sector filed a complaint (5%) 

[bookmark: _Toc71652803]Figure 16 Response to witnessed racism by gender.




Experienced Sexism in the workplace
72% of the respondents indicated that they had experienced sexism in the workplace. When cross tabulating the gender variable with experienced sexism in the workplace, 75% of the female respondents indicated that they had experienced sexism in the workplace (Fisher’s Exact Test =.820, P-Value = .764, not significant).

[bookmark: _Toc71652804]          Figure 17 Sexism in the workplace

When cross tabulating the ethnicity variable and sexism in the workplace variable and using the Fisher’s, test revealed that this relationship was significant (Fisher’s Exact Test = 14.864, P-Value = 0.007). An equal number of ethnic minority respondents agreed and disagreed (44% respectively) that there is sexism in the workplace, while a few were neutral (11%). 

[bookmark: _Toc71652805]Figure 18 Ethnic minority vs sexism
(Fisher’s Exact Test = 14.864, P-Value = 0.007* significant)

Obstacles for females to obtain leadership roles.
A cross-tabulation of the gender variable and the different forms of obstacles females could face accessing leadership roles is presented below.  The obstacle that female respondents agreed with the most is “Organisations are not ready to hire or promote females” (79% of females), the second obstacle perceived by women was “Women are less likely to ask for a promotion and raises” (64%), and the third obstacle viewed by men this time as the next important is “Women are held to higher standards than men” (62%), with “Women being held to a higher standard than men” being the fourth most popular perceived obstacle (62%).
Obstacles for ethnic minority women to obtain leadership roles.
Seven obstacles were listed and participants were asked to agree or disagree with the statements around obstacles for ethnic minority women and obtaining leadership roles.  The seven obstacles listed in order of popularity were Organisations are not ready to hire or promote (68%), Women are less likely to get promotion and ask for raises (61%), Women held to a higher standard (57%), Do not have access to connections as men (51%), Family responsibilities, no time (35%), Women do not make good managers as men (5%), Other (21%). 

[bookmark: _Toc71652806]Figure 19 Most popular obstacles perceived by all respondents.

[bookmark: _Toc71652751]4.2.3. Opportunities for Senior roles
Access to opportunities and rewards
It was important to understand whether the respondents viewed women as being less likely to be given opportunities or rewards. 65% of the respondents agreed with the statement.  There was no difference between the male and female respondents (63% and 67% respectively) in their agreement with the statement.

[bookmark: _Toc71652807]Figure 20 Leadership opportunities

Access to leadership positions by gender
77% of all the respondents agreed that it was easier for men to access leadership positions, with more females (83%) agreeing with this statement than males (67%).

[bookmark: _Toc71652808]Figure 21 Access for men to get leadership positions.

Of the ethnic minority group, 78% agreed that it was easier for white women to access leadership positions than ethnic minority women. More than half of the white women (57%) agreed that it was easier for them to access leadership positions within the workplace than ethnic minority women. 

[bookmark: _Toc71652809]Figure 22 Access to leadership positions for white women
     
Reasons it is easier for white women to access leadership.
Respondents were asked to provide reasons why they perceived white women to achieve leadership roles easier than ethnic minority women.  This question was open-ended, and NVIVO was used to analyse it to create a word cloud as well as creating nodes and categories for each of the reasons why white women are perceived to have access to leadership roles more easily than ethnic minority women.
[image: ]
[bookmark: _Hlk70959405][bookmark: _Toc71652810]Figure 23 NVIVO word cloud for why ethnic minority women are not in leadership positions.

The codes below show that bias, double obstacles, racism, white privilege, and under-representation in the workplace of ethnic minority women are perceived reasons why white women could find it easier to have access to leadership roles, and why ethnic minority women are not well represented in leadership roles.
[image: ]
[bookmark: _Toc71652811]Figure 24 NVIVO nodes for word cloud “why ethnic minority women are not in leadership positions”.

The perception was that as more women move into leadership roles, it is only a matter of time before there are as many women as there are men in leadership positions (62%).
[bookmark: _Toc71652752]4.2.4. Practices and Policies
Policies
The question of whether there were enough government policies in place to eradicate workplace racism against ethnic minority women was posed. Cross-tabulation between gender and government policies was run and due to the small sample size, Fisher's exact test was used.  From the graph on the next page, more females disagreed (43%) and strongly disagreed (23%) compared to males (38% and 0% respectively), while more males strongly agreed (17%) and agreed (21%) with this statement than females (3% and 13% respectively).  This is a significant finding (Fishers Exact Test = 10.528, P-value = 0.026).

[bookmark: _Toc71652812]Figure 25 Enough government policies in the workplace to eradicate racism by gender.

Quite a large proportion of the respondents were neutral (39%) about whether they were happy with the equal opportunities and the enforcement of government policies around racism in their workplace.

[bookmark: _Toc71652813]Figure 26 Government policies in place to eradicate. 

[bookmark: _Toc71652753]4.2.5. Perceived reasons for inequalities in the workplace
Awareness of inequality
A large majority of the respondents (78%) indicated that ethnic minority women are conscious of the unequal treatment based on race and gender in the workplace.

[bookmark: _Toc71652814]Figure 27 Awareness of unequal treatment

Unconscious bias
When asked the question “do you think ethnic minority women will always be treated differently and that unconscious bias will always be in the workplace”, 67% of the ethnic minority group agreed with this statement, while 49% of the white-British group of respondents also agreed with this statement.  Fisher's exact test (FET) comparing the ethnicity variable and the unconscious bias variable, and the results suggest that these two variables are significant and related (Fisher’s Exact Test = 23.941, and P-value = 0.003)

[bookmark: _Toc71652815]Figure 28 Ethnic minority women and unconscious bias

Suggested practices to improve equality practices.
Most respondents highlight the importance of ‘Education’ to improve practices in the workplace (as can be seen in the NVIVO codes below, sorted in descending order of frequency of code). ‘Fairer and appropriate HR processes’ was the next highest, with ‘Equality of opportunities’.  Some of the other themes coming out of this question were that there should be ‘consequences’ for racism behaviour, that as an issue it should be ‘taken seriously, ‘equality of pay’ should be enforced, that racism should be challenged in the workplace and not left unchallenged or without consequence.  The remaining themes can be seen in the Nodes and codes diagram (see Figure 30).
[image: ]
[bookmark: _Toc71652816]Figure 29 Word cloud of respondent’s opinion of improving inequality in the workplace.

[image: ]
[bookmark: _Toc71652817]Figure 30 NVIVO Nodes and codes for the word cloud

Changes needed in the workplace.
81% of the respondents agreed that more changes were needed in the workplace to create an equitable workplace for ethnic minority women, while some of the respondents (19%) responded that enough changes had been made in the workplace.

[bookmark: _Toc71652818]Figure 31 More changes needed in the workplace.
A cross-tabulation comparing ethnicity and whether changes were viewed to be needed in the workplace to bring about gender and racial equality in the workplace was conducted.  All the ethnic minority respondents indicated that changes are needed, while 80% of the white-British group indicated that changes were needed (Fishers Exact Test = 5.514, and P-value = .216).

[bookmark: _Toc71652819]Figure 32 Perception of changes needed in the workplace.

[bookmark: _Toc71652754]4.2. Main findings
The main findings found in this research are.
· Inequality exists within the workplace. 
· Covert forms of racism within the workplace.
· There is bias in the workplace.
· Experienced racism, linked to the forms of racism.
· An improved and consistent response to racism within the workplace is needed.
· Several barriers impact the representation of ethnic women in senior positions (unequal access to opportunities and leadership positions, racism, sexism, an attitude of white privilege).
· Insufficient and inadequate policies to eradicate discrimination. 
4.2.1 Significant Findings 
The following lists the significance with ethnicity and gender:
· Unequal access to opportunities (ethnicity)
· Unconscious bias in the workplace (ethnicity)
· Not enough government policies (gender)
· Experienced sexism (ethnicity)

[bookmark: _Toc71652755]4.3. Conclusion
This chapter analysed the data, using descriptive statistics, crosstabulations using the Chi-square test and the Fishers Exact test to compare subgroups. The main findings were highlighted in this chapter but will be discussed in more detail in the next chapter.


[bookmark: _Toc71652756]Chapter Five -Main Findings and recommendation
The previous chapter included the analysis of the data. In this chapter, the main findings will be discussed against the research objectives, and several recommendations presented to achieve the last objective: RO3: To develop a set of recommendations for the workplace within the business and education sectors.
The recommendations presented have been developed based on the findings of the data as well as the literature review in chapter 2. This chapter will also explore the limitations of the study and discuss any improvements for future studies.
5.1 [bookmark: _Toc71652757]Main Findings
The main findings of this study are discussed against each of the objectives using the research questions.  
RO1	To investigate the inequality of women of an ethnic minority within the workplace.
Racism in the workplace: The research found that most of the respondents (78%) agreed that there was racism in the workplace in the UK.  This finding is backed up by several sources, to name a few ‘The Commission on Race and Ethnic Disparities’ report  (Gov, 2021),  and the ‘McGregor-Smith’ report (2018).   Efforts have been made to change the inequalities experienced by ethnic minorities within the UK, however, despite the progress and pressure placed by the government for example to promote equal opportunities through new race relations legislation in 2000 (Pilkington, 2015), in a survey done by YouGov and cited in Diep (2021), it was reported that 84% of BAME Britons think the UK is still very or somewhat racist, with the type of racism has changed over time.  Daniel Kaluuya (2018), an actor once said in an interview about racism in America and Britain:
“British culture is more reserved and so it's [racism is] more systemic. [Racism is] not seen in England, but it is felt. And it is oppressive, and it stops you from becoming the best you, at times”.
Covert forms of racism:  The respondents agreed the 3 top forms of racism are: ‘Stereotyping and Bias’, ‘Not taken seriously’, ‘Lack of opportunities to lead’.  Other forms of racism included “unequal pay”, ‘fear to ask for a salary increase’, ‘Lack of development opportunities.  In the McGregor-Smith review on ‘Racism in the workplace’ conducted in 2018, it is suggested that “in the UK today, there is a structural, historical bias that favours certain individuals” (The McGregor-Smith Review, 2017, p2).  The report continues to add that overt racism was associated with the earlier decades, however, it is the unconscious bias which “is more pervasive and potentially more insidious because of the difficulty in identifying it or calling it out”(The McGregor-Smith Review, 2017, p2), and that the result of conscious or unconscious bias is racial discrimination, which should not be accepted in the workplace (The McGregor-Smith Review, 2017, p3). This research study also suggests that unconscious bias acts as a barrier to women of an ethnic minority which can make the work environment unpleasant and uncomfortable, with several of the participants indicating that improving work and organisation culture would allow for some improvements when it comes to inequality. Racism is still active in the work environment, and the perception from the participants is that it is not taken as seriously as it should be. 
Experienced racism and sexism: Less than half of the respondents reported to have experienced racism in the workplace (37.5%), which could be explained by the representation of more white respondents in the survey however, of the ethnic minority group, only 33% acknowledged that they had experienced racism.  This finding could be linked to the nature or form of covert racism that exists in the UK. Diep (2021) agrees that racism takes on several forms and that in the UK, racism often is hidden, everyday incidents that sit out of plain sight, away from the public eye. Identifying racism is a complex and sensitive issue and can be a form of bullying that nobody would willingly want to acknowledge openly or may not recognise.  Schrader & Sedikides (2017) suggest that discrimination can have an impact on wellbeing outcomes and job satisfaction and performance.
Ethnic minorities who are also women will often be vulnerable to both sexism and racism in the workplace.  A significant finding was obtained when cross tabulating the ethnicity variable and sexism variable, showing a significant relationship between these two variables. 
The next theme relates to individual responses and how respondents responded to witnessed racism.
Individual response to witnessed racism not consistent and clear: Almost half of the respondents agreed that they had witnessed racism in the workplace (47%), however, the majority of these did nothing in response to the racism that was witnessed, a small number reported it (17%), with 26% of the respondents confronting the culprit, some spoke to the victim (17%), and only 2% field a complaint with an authority.  The responses throughout does mean that an attempt to deal with the witnessed racism was made, however, possibly clear guidance on how this should be done, or practices and policies followed for this was not clear.  Even though it was not significant, it was interesting to see the gender differences in how responses were assumed, for example, more of the females (42%) took no action compared to the males (35%), while more males reported it (20%) compared to the females (15%), more males confronted the perpetrator (35%) compared to the females (26%), however, more females spoke to the victim (24%) compared to the males (5%).  Only males filed a complaint (5%).  The males were more prone to more severe hostile reactions with consequences, than the females who looked to speak to the victim and report it.

RO2	To identify and evaluate the main factors that impact why ethnic women are not well represented in senior positions.

Several reasons, barriers and challenges exist for ethnic minority women, as perceived the group of respondents for this research study, on access to leadership roles and have a higher representation in senior roles:
Barriers:
1. Unequal access to opportunities: A large proportion of the respondents agreed that compared to men, women were less likely to be given opportunities or rewards. The reasons for this include the perceived obstacles identified in this study: i.e., Organisations are not ready to hire or promote ethnic women, women do not have access to the connections that men, that women were less likely to ask or receive promotion and raise, that women are held to higher standards than men, family responsibilities as well as being considered by a few as not being as good a manager as men.  This finding was found to be significant (12%, Fishers Exact Test = 5.464, P-value= .509)
2. Access to leadership positions:  A very large proportion of the respondents also agreed that it was easier for men to access leadership position, and easier for white women to access leadership positions compared to ethnic minority women.  Several reasons were given to why it was easier for white women to access leadership positions than ethnic minority women, including:
· Bias in the workplace- both unconscious and conscious, comments received were “white people do not want an ethnic minority leader”, “white women are favoured by management”, some fear of putting ethnic minorities in leadership positions. Unconscious bias presented as a significant finding when compared with ethnicity (Fisher’s Exact Test = 23.941, and P-value = 0.003)
· Racism – cultural, institutional, systemic, and socio-economic upbringings which include racism.
· Double obstacles of racism and sexism as they are both women and women of ethnic background.
· White privilege- unequal opportunities of education, and access to networking 
· Representation – there is more representation of men and white women in leadership in the workplace than from ethnic minority groups.

3. Insufficient and inadequate policies to eradicate discrimination – A significant relationship between gender and whether there were enough policies in place to eliminate discrimination based on race, suggests that more females felt more policies were needed in the workplace to eliminate racism than males. 



RO3	To develop a set of recommendations for the workplace within the Business and Education sectors.
Many participants believed that the workplace needed more changes to improve the workplace environment. Strong recommendations will provide insights into ways in which to improve the workplace for all staff regardless of ethnicity and gender. The common theme that arose from participants was that more education and training was needed to inform everyone about the seriousness of discrimination, and what forms it can take. Employers need to develop and put into practice stronger policies using education and training to raise awareness of the effects of inequality of ethnic minority women in the workplace.  Recommendations suggested by this study include:
1. Improved education and training – education was considered very important to change hearts and minds around the issues of race and to raise awareness of cultural and ethnic differences.  It was noted that socioeconomic backgrounds would have had an impact on an ethnic minority from birth and that society can make it harder to improve racism in the workplace.
2. Fairer and appropriate HR processes, including recruits to be judged on merit and not ethnicity, open and fair recruitment processes, fairer processes for promotion.  
3. Practising equality of opportunities – by ensuring that all these recommendations are implemented.
4. Ensuring that consequences are imposed out if incidents occur. 
5. Racism to be challenged – Employees should challenge staff who display any racism.
6. Improving the representation of ethnic minority women in senior roles - it is important to increase the representation of ethnic minority women in senior leadership roles to better reflect the society we live in, within the UK.
7. Ensuring equality of salary 
8. Racism to be taken seriously and backed up by appropriate responsibility and monitoring of incidents processes this recommendation is also supported by Ahmed (2015) who shows even when policies are in place in the workplace they may not be implemented. Racism should also be seen as a priority. 
9. More open and honest discussions – Workplaces should create spaces where any issues or racism issues can be talked about.

[bookmark: _Toc71652758]5.2 Research Limitations
Reporting limitations are important as it has an impact on the validity of the research and systematic biases affecting results in a negative way (Price and Murnan, 2004). The first limitation of the study was that the sample size could be seen as quite small which therefore may not be representative. Another limitation is that the researcher is of a mixed background, so it is possible for the researcher unconscious bias. Every effort was made to ensure that as much objectivity as possible was applied to the research.

5.3 [bookmark: _Toc71652759]Further research 
It would be beneficial for any future research studies to include a larger sample.  Interviews could be used to understand some of the reasons behind the factors that are considered to be barriers and the experiences of racism.  Further research could follow this research by investigating the impact that discrimination has on ethnic minority women generally and on their health and wellbeing.
5.4 [bookmark: _Toc71652760]Conclusion
We should live in a country where every person, regardless of their ethnicity or background, can fulfil their potential at work (The McGregor-Smith Review, 2017).  Discrimination has an impact on wellbeing so every workplace should make sure that all staff are provided with a working environment that promotes progression and provides enough support to all staff to meet their needs.  Although this study suggests that racism is still evident in the workplace recommendations have been made by respondents of this study, both male and females, and white and ethnic minority groups.  Perceptions of inequality exist, and maybe future studies could follow this up by looking into the impact that discrimination has on ethnic minority women.

[bookmark: _Toc71652761]References
Albers, M. J. (2017). Quantitative Data Analysis—In the Graduate Curriculum. Journal of Technical Writing and Communication, 47(2). Retrieved from https://journals.sagepub.com/doi/abs/10.1177/0047281617692067
Babbie, R. E. (2010). The Practice of Social Research (12th ed.). London: SAGE.
Better, S. (2008). Institutional racism. In A primer on theory and strategies for social change (2nd ed.).
BioStats. (2021). Comparing two variables – Chi-square test and Fisher’s exact test. Retrieved May 4, 2021, from BioStats website: https://biostats.w.uib.no/comparing-two-variables-chi-square-test/
Britten, A. (2020). UK higher education -perpetuates institutional racism. University Business. Retrieved from https://universitybusiness.co.uk/headlines/uk-higher-education-perpetuates-institutional-racism-uuk/
Catalyst. (2020). Women in Management: Quick Take. Retrieved from https://www.catalyst.org/research/women-in-management/
Colliver, J. A., Conlee, M. J., & Verhulst, S. J. (2012). From the test, validity to construct validity … and back? Blackwell Publishers.
Davies, B. (2019). Working in Higher Education. Retrieved from Careerjob website: https://career-advice.jobs.ac.uk/academic/working-in-higher-education-faq/
De Jager, H. (2000). Importance of legislation. Auditing.
Debios, S. (2019). Questionnaires.
Diener, E., & Crandall, R. (1978). Ethics in Social and Behavioral Research. Chicago: University of Chicago Press.
Diep, C. (2021). Is racism in the UK as bad as in the US? Retrieved May 4, 2021, from HIveLearning website: https://www.hivelearning.com/site/resource/diversity-inclusion/racism-in-uk-vs-us/
Easterby-Smith, M., Thorpe, R., & Loewe, A. (1994). Management Research, and Introduction. Scholarly Journals.
Elliot, L. (2020). Pay gap between ethnic minority and white staff. Office for National Statistics.
Francis-Devine, B. (2020). How much less were women paid in 2019? Retrieved February 1, 2021, from UK parliament website: https://commonslibrary.parliament.uk/how-much-less-were-women-paid-in-2019/#:~:text=For full-time employees%2C the highest-paid 10%25 of, earners has decreased since 1997.
Franzo, S. De. (2021). The benefits of Cross tabulation in survey analysis. Retrieved May 4, 2021, from SnapSurveys website: https://www.snapsurveys.com/blog/benefits-cross-tabulations-survey-analysis/#:~:text=Cross tabulations are simply data when analyzing total survey responses.
Freeman, J. V, & Campbell, M. (2007). THE ANALYSIS OF CATEGORICAL DATA: FISHER’S EXACT TEST.
Gidron, Y. (2013). Reliability and Validity. New York: Springer.
Gov. (2021). Commission on Race and Ethnic Disparities: The Report. Retrieved from https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/974507/20210331_-_CRED_Report_-_FINAL_-_Web_Accessible.pdf
Hartland-Fox, R and Spry, J. (2003. (2003). Evaluation toolkit.
Hussey, R., & Hussey, J. (1997). Business Research: A Practical Guide for Undergraduate and Postgraduate Students. London: Macmillian.
Johns, M. L. (2013). Breaking the Glass Ceiling: Structural, Cultural, and Organizational Barriers Preventing Women from Achieving Senior and Executive Positions. Perspect Health Inf Manag., 10(1). Retrieved from https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3544145/
Korthari C.R. (2004). Research methodology (2nd ed.).
Legislation. (1970). Equal Pay Act. Retrieved from Uk Public General acts website: https://www.legislation.gov.uk/ukpga/1970/41/enacted
McCombes, S. (2021). An introduction to sampling methods.
Murray, R. (2019). The importance of understanding microaggressions at work.
Opoku, A., Ahmed, V., & Akotia, J. (2016). Research Methodology.
Patel, T. (2017). Race and Society (Sage, Ed.). London.
Pifer, K., Knowles, M. M., McMillen, J. S., Taylor, L. C., DeRosier, M. E., & Kameny, R. R. (2013). Barriers to Career Success for Minority Researchers in the Behavioral Sciences. Journal of Career Development, 41(1).
Pilkington, A. (2015). The Declining Salience of Race Equality in Higher Education Policy. In C. Alexander & J. Arday (Eds.), Aiming Higher Race, Inequality and Diversity in the Academy. Retrieved from https://www.runnymedetrust.org/uploads/Aiming Higher.pdf
Price, J. H., & Murnan, J. (2004). Research Limitations and the Necessity Of reporting them. American Journal of Health Education, 35(2). Retrieved from https://search.proquest.com/openview/b6991f124333fca111dfbc6ef96d080c/1?pq-origsite=gscholar&cbl=44607
Rabianski, J. S. (2003). Primary and secondary data: Concepts, concerns, errors, and issues. The Appraisal Journal, 71(1), 43–55.
Reja, U., Manfreda, K. L., & Manfreda, K. L. (2003). Open-ended vs. Close-ended Questions in Web Questionnaires. Retrieved from Developments in Applied Statistics website: https://www.researchgate.net/profile/Valentina-Hlebec/publication/242672718_Open-ended_vs_Close-ended_Questions_in_Web_Questionnaires/links/53f481c10cf2fceacc6e85ee/Open-ended-vs-Close-ended-Questions-in-Web-Questionnaires.pdf
Rubery, J., Roberts, C., Pahl, J., Moss, P., Elias, P., Dale, A., … Ginn, J. (1996). Feminist Fallacies: A Reply to Hakim on Women’s Employment. He British Journal of Sociology, 47(1).
Sahay, A. (2016). Peeling Saunders Research Onion. Research Gate.
Saunders, M., Phillip, L., & Thornhil, A. (2016). Research Methods for Business Students (7th ed.). Pearson.
Silverman, D. (2021). Qualitative Research (5th ed.). London: SAGE.
Soffer, D. (2020). Important Qualities Found in Successful Female Leaders. Techround. Retrieved from https://techround.co.uk/business/important-qualities-successful-female-leaders/
Stamarski, C. S., & Hing, L. S. S. (2015). Gender inequalities in the workplace. Frontiers Psychology. Retrieved from https://www.frontiersin.org/articles/10.3389/fpsyg.2015.01400/full
Stermer, S. P., Booke, K., & Rouse, L. (2011). Encyclopedia of Child Behavior and Development.
Stewart, D. W., & Kamins, M. A. (1993). Secondary Research Information Sources and Methods (3rd ed.). Retrieved from https://www.google.co.uk/books/edition/Secondary_Research/Oe3MrNsOjkkC?hl=en&gbpv=0
Tariq, M. (2018). An intersectional perspective. Gender, Work and Organisation, 25(5).
Teijlingen, E. R. va., & Hundley, V. (2001). The importance of pilot studies. Research at Surrey, (35).
The McGregor-Smith Review. (2017). Race in the workplace. Retrieved from https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/race-in-workplace-mcgregor-smith-review.pdf
UNDP. (2015). Humanity Divided: Confronting Inequality in Developing Countries. Retrieved from https://www.undp.org/content/undp/en/home/librarypage/poverty-reduction/humanity-divided--confronting-inequality-in-developing-countries.html
Wealle, S. (2019). UK universities’ BME staff is less likely to hold top jobs. Guardian. Retrieved from https://www.theguardian.com/education/2019/oct/15/uk-universities-bme-staff-less-likely-to-hold-top-jobs
Wilson, J. (2019). Top Issues Fueling Gender Inequality in the Workplace. As You Sow.
Wilson, M., & Rivers, J. (2016). Cross-Sectional Study: Definition, Advantages, Disadvantages & Example.




















[bookmark: _Toc71652762]Appendix 1 - Questionnaire
Ethnic minority women and leadership 



Dear Participants,

Thank you for agreeing to take part in this survey.  I am a third-year Business Student and am researching Ethnic minority women and leadership within the UK. If at any time, you feel uncomfortable and do not want to continue with the survey, you can leave the survey. 
This survey is anonymous, and therefore no personal information is used that could link you to the results.  The results of the survey are only used for this research purposes. The survey should not take longer than 10 minutes to complete.

Thank you. Your participation is highly valued.
Sasha-Lee Cranfield
(Business Student)



Q2 What industry do you work in? 
Higher Education 
Primary Education 
Further Education 
Business 
Other 

Q3, you identify as someone.
who is an ethnic minority?
who is white-British?
who is white-other?
other ________________________________________________

Q4 What gender do you identify with (male, female, non-binary, other)
Male 
Female 
Non-binary.
Prefer not to say. 


Q5 What role do you currently hold?
Entry-level role 
Middle management role 
Senior management role  
Executive role  

Q6 What is your age?
18-20  
21-29  
30-39  
40-49 
50-59  
60 or older 

Q7 What is your nationality. 
British.
European.
American.
Chinese.
Asian.
African.
Canadian.
Other ________________________________________________
Q8, do you think ethnic minority women face any inequality in the workplace? 
Yes.
No.
Unsure.
	Q9 If you answered yes to the previous question, what form has it taken
	Strongly agree 
	Somewhat agree 
	Neither agree nor disagree 
	Somewhat disagree 
	Strongly disagree 

	a.	Unequal pay 
	
	
	
	
	

	b. Stereotyping and biases towards ethnic minority women 
	
	
	
	
	

	c. Ethnic women not given the opportunity to be heard or taken seriously  
	
	
	
	
	

	d. Fear asking to be paid what they worth  
	
	
	
	
	

	f. Lack of access to opportunities within the workplace for development 
	
	
	
	
	

	g. Ethnic women not given opportunities to lead 
	
	
	
	
	





Q10, Do you consider racism to be a problem within the workplace? 
Yes.
No.
Unsure.

Q11 Have you ever witnessed someone being racist to someone else at the workplace?
Yes.
No.



Q12 How did you respond after witnessing this event?
I took no action.
I reported the incident to a manager or the HR department.
I confronted the perpetrator.
I spoke to the victim of the event.
I filed a complaint with an authority.


Q13 What was the outcome of this action.
The action led to appropriate outcomes and the situation was dealt with.
The issue was not resolved.
The complaint was ignored, or no action was taken.
The action worsened the situation.

Q14 Have you ever experienced racism in the workplace?
Yes.
Probably yes,
Unsure.
Probably not.
Not.
Q15 Have you ever experienced sexism in the workplace?
Yes  
probably yes.
unsure.
probably not.
Not.

Q16, Have you experienced any of the following situations -
	
	STRONGLY AGREE 
	Somewhat agree 
	Neither agree nor disagree 
	Somewhat disagree 
	Strongly disagree 

	a. I have been intentionally excluded from work or social events because of my race 
	
	
	
	
	

	b. I have been verbally or physically abused because of my race by other colleagues 
	
	
	
	
	

	c. I have been falsely accused or criticized by colleagues because of my race 
	
	
	
	
	

	d. Colleagues have made assumptions about my ability, character or behavior based on stereotypes of my race 
	
	
	
	
	

	e. I have sometimes felt that because of my race, I am not always actively included by my colleagues
	
	
	
	
	

	f. I sometimes feel that because of my race, colleagues treat me differently (6) 
	
	
	
	
	

	g. None of the above 
	
	
	
	
	




Q17 Answer the following question.
	
	Extremely comfortable
	Somewhat comfortable
	Neither comfortable nor uncomfortable
	Somewhat uncomfortable
	Extremely uncomfortable
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	When you are at work, how comfortable do you feel discussing racism? ()
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Q18 Answer the following questions:
	
	strongly agree 
	Somewhat agree 
	Neither agree nor disagree 
	Somewhat disagree 
	Strongly disagree

	17. have you ever experienced racism or unconscious bias within the workplace  
	
	
	
	
	

	18.	In your opinion, you have always been fairly treated as other white women within the workplace 
	
	
	
	
	

	19.	In your opinion, you have missed several opportunities for progression due to your ethnicity  
	
	
	
	
	

	20. In your opinion your progression or lack thereof was in your control and based on decisions you made? 
	
	
	
	
	





	. If you identify as a non-ethnic minority woman or are a male, please answer the following questions:
	strongly agree 
	Somewhat agree 
	Neither agree nor disagree 
	Somewhat disagree 
	Strongly disagree 

	21. There is racism or unconscious bias against ethnic minority women in your workplace? 
	
	
	
	
	

	22. In your opinion, there is no unfairness, all women are treated fairly in your workplace 
	
	
	
	
	

	23. In your opinion, ethnic minority women miss opportunities for progression due to ethnicity?  
	
	
	
	
	

	24. In your opinion, the progression of ethnic minority women are always and only about competency and nothing else. 
	
	
	
	
	

	25.	In your opinion, ethnic minority women do not always prove their competency to management to get promoted 
	
	
	
	
	



Q26 Compared to men, women are least likely to be given opportunities or rewards.
Strongly agree.
Somewhat agree.
Neither agree nor disagree.
Somewhat disagree.
Strongly disagree.

	Q27 What do you think are the obstacles for females in leadership
	STRONGLY AGREE 
	Somewhat agree 
	Neither agree nor disagree 
	Somewhat disagree 
	Strongly disagree 

	a.	Women are held to higher standards than men 
	
	
	
	
	

	b.	Organisations not ready to hire/promote women to top executive positions 
	
	
	
	
	

	c.	Family responsibilities do not leave time for running a major corporation 
	
	
	
	
	

	d.	Women do not have the same access to connections as men 
	
	
	
	
	

	e.	Women are less likely to ask for promotions and raises 
	
	
	
	
	

	f.	Women do not make as good managers as men 
	
	
	
	
	

	g.	Other  
	
	
	
	
	





	Q28 What are the obstacles for female ethnic minority workers and leadership
	STRONGLY AGREE 
	Somewhat agree 
	Neither agree nor disagree 
	Somewhat disagree 
	Strongly disagree 

	a.	Women are held to higher standards than men  
	
	
	
	
	

	b. Organisations not ready to hire/promote ethnic women to top executive positions  
	
	
	
	
	

	c. Family responsibilities do not leave time for running a major corporation  
	
	
	
	
	

	d. Ethnic women do not have the same access to connections as men  
	
	
	
	
	

	e. Ethnic women are less likely to ask for promotions and raises 
	
	
	
	
	

	f. Ethnic women do not make as good managers as men  
	
	
	
	
	

	g.	Other 
	
	
	
	
	




Q29, Do you think it is easier for men to get leadership positions?
Strongly agree. 
Agree.
Unsure.
Disagree.
Strongly disagree.

Q30, Do you think it is easier for white women to get leadership positions than ethnic minority women? 
Strongly Agree.
Somewhat agree.
Neither agree nor disagree.
Somewhat disagree.
Strongly disagree.

Q31 If you answered yes to the previous question, can you explain?
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________


Q32 In your opinion, why do you think there are not more ethnic minority women in leadership positions?
________________________________________________________________
________________________________________________________________
________________________________________________________________

Q33 As More Women Move into leadership Roles (choose the statement you agree with below)
a. Men will continue to hold the top executive positions.
b. Only a matter of time before there are as many women in top positions as there as women.  



Q34, Do you think there are enough government policies in place to eliminate workplace racism against ethnic monitory women?
strongly agree.
Somewhat agree.
Neither agree nor disagree.
Somewhat disagree.
Strongly disagree.

Q35 In your opinion, the government workplace racism policies especially against ethnic minority women have not practised appropriately in the workplace.
strongly agree.  
Somewhat agree.  
Neither agree nor disagree.
Somewhat disagree.
Strongly disagree.  

Q36 In your opinion, you are happy with the equality of opportunities and the enforcement of government policies around racism in your workplace.
Extremely happy  
Somewhat happy
Neither happy nor unhappy  
Somewhat unhappy 
Extremely unhappy 

Q37, Do you think ethnic minority women are conscious of being treated differently because of their gender and ethnicity?
strongly agree.  
Somewhat agree.  
Neither agree nor disagree  
Somewhat disagree.  
Strongly disagree.  

Q38, Do you think ethnic minority women will always be treated differently and that unconscious bias will always be in the workplace?
strongly agree.  
Somewhat agree.  
Neither agree nor disagree  
Somewhat disagree.  
Strongly disagree. 

Q39 What are some of the practices that you think can be used to improve workplace racism generally but towards ethnic minority women.
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________

Q40 More Changes are Needed to Bring about Gender and racial Equality in the Workplace.
a. More changes needed.  
b. Enough changes in the workplace 
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Gender?

1	Male	
What gender do you identify with 	0.375	2	Female	
What gender do you identify with 	0.625	3	Non-binary	What gender do you identify with 	0	4	Prefer not  to say	What gender do you identify with 	0	




18-20	21-29	30-39	40-49	50-59	60	>	1	2	3	4	5	6	What is your age?	
18-20	21-29	30-39	40-49	50-59	60	>	1	2	3	4	5	6	3.1	38	22	12	8	8	



Ethnic Minority	White British	White Other	Other	1	2	3	4	Ethnic Minority	White British	White Other	Other	1	2	3	4	You identify as someone who is…	
Ethnic Minority	White British	White Other	Other	1	2	3	4	0.140625	0.765625	7.8125E-2	1.5625E-2	


Industry

Education	
Valid Percent	33	Business	
Valid Percent	35	other	
Valid Percent	33	




Entry level	Middle management	Senior management	Executive role	1	2	3	4	What role do you currently hold	
Entry level	Middle management	Senior management	Executive role	1	2	3	4	0.53125	0.390625	3.125E-2	3.125E-2	


Racism in the workplace

Racism-WP	Valid Percent	
Yes	No	Unsure	0.78125	6.25E-2	0.15625	

Agree	
Unequal Pay	Stereotypying and bias	Not heard or taken seriously	Fear to ask for increase	Opportunities for development	Opportunities to lead	62.068965517241381	90.740740740740748	81.481481481481481	72.222222222222214	59.259259259259252	77.777777777777786	Neutral	Unequal Pay	Stereotypying and bias	Not heard or taken seriously	Fear to ask for increase	Opportunities for development	Opportunities to lead	22.413793103448278	5.5555555555555554	11.111111111111111	20.37037037037037	16.666666666666664	12.962962962962962	Disagree	Unequal Pay	Stereotypying and bias	Not heard or taken seriously	Fear to ask for increase	Opportunities for development	Opportunities to lead	15.517241379310345	3.7037037037037033	7.4074074074074066	7.4074074074074066	24.074074074074073	9.2592592592592595	



Experienced racism in the workplace

male	
yes	neutral	no	0.375	0.125	0.5	Female	
yes	neutral	no	0.15	0.125	0.72499999999999998	



Experienced racism by ethnicity

Experienced_Racism	Yes	
ethnic minority	white british	white other	other	0.33300000000000002	0.184	0.4	1	Experienced_Racism	Neutral	
ethnic minority	white british	white other	other	0.33300000000000002	0.10199999999999999	0	0	Experienced_Racism	No	
ethnic minority	white british	white other	other	0.33300000000000002	0.71399999999999997	0.6	0	



Witnessed racism


Yes	No	0.47	0.53	Yes	No	0	

Response to Racism

Valid Percent	
Took no action	reported it	Confronted the perpertrator	Spoke to victim	Filed complaint	0.39	0.17	0.26	0.17	0.02	

Industry vs Response to racism 

Education	
took no action	resported it	confronted the perpetrator	spoke to victim	filed complaint	0.36842105263157893	0.21052631578947367	0.21052631578947367	0.21052631578947367	0	Business	
took no action	resported it	confronted the perpetrator	spoke to victim	filed complaint	0.31578947368421051	0.15789473684210525	0.31578947368421051	0.15789473684210525	5.2631578947368418E-2	Other	
took no action	resported it	confronted the perpetrator	spoke to victim	filed complaint	0.5	0.125	0.25	0.125	0	



Response to witnessed racism by Gender

Males	
took no action	reported it	confronted the perpetrator	spoke to victim	filed complaint	0.35	0.2	0.35	0.05	0.05	Female	
took no action	reported it	confronted the perpetrator	spoke to victim	filed complaint	0.41176470588235292	0.14705882352941177	0.20588235294117646	0.23529411764705879	0	



Sexism in the workplace

Frequency	Yes	Neutral	No	Percent	Yes	Neutral	No	Valid Percent	
Yes	Neutral	No	0.72	0.09	0.19	


Ethnicity and experiencing sexism

yes	
ethnic minority	white-british	white-other	other	0.44444444444444442	0.81632653061224492	0.2	1	Neutral	
ethnic minority	white-british	white-other	other	0.1111111111111111	6.1224489795918366E-2	0.4	0	No	
ethnic minority	white-british	white-other	other	0.44444444444444442	0.12244897959183673	0.4	0	



Perceived obstacles for ethnic minority women and leadership 

Agree	
1. Women held to a higher standard	2. Orgs not ready to hire or promote	3. Family responsibilities, no time	4. Don’t have access to connections as men	5. Women are less likely for promotion and raises	6. Women don’t make good managers as men	7. Other	0.56999999999999995	0.68	0.35	0.51	0.61	0.05	0.21	Neutral	
1. Women held to a higher standard	2. Orgs not ready to hire or promote	3. Family responsibilities, no time	4. Don’t have access to connections as men	5. Women are less likely for promotion and raises	6. Women don’t make good managers as men	7. Other	0.25	0.13	0.24	0.22	0.24	0.06	0.57999999999999996	Disagree	
1. Women held to a higher standard	2. Orgs not ready to hire or promote	3. Family responsibilities, no time	4. Don’t have access to connections as men	5. Women are less likely for promotion and raises	6. Women don’t make good managers as men	7. Other	0.18	0.19	0.41	0.27	0.16	0.87	0.21	



Access to opportunities and rewards

Percent	
Agree 	Neutral	Disagree	0.65	0.18	0.18	

Easier access for men to leadership

Male	
Agree	Neutral	Disagree	0.66666666666666652	0.20833333333333337	0.125	Female	
Agree	Neutral	Disagree	0.82499999999999996	0.125	0.05	



Easier leadership access for white women

Agree	
ethnic minority	white-british	white-other	other	0.7777777777777779	0.5714285714285714	0.2	1	Neutral	
ethnic minority	white-british	white-other	other	0.22222222222222221	0.30612244897959184	0.8	0	Disagree	ethnic minority	white-british	white-other	other	0	0.12244897959183673	0	0	



Enough government policies in place to eradicate racism

Male	
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.16666666666666663	0.20833333333333337	0.25	0.375	0	Female	
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	2.5000000000000001E-2	0.125	0.2	0.42499999999999999	0.22500000000000001	



Happy with the equality of opportunities and enforcement of government policies around racism

Valid Percent	
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.11	0.23	0.39	0.25	0.16	

Ethnic women being consious of different treatment

Valid Percent	
Strongly Agree	Agree	Neutral	Disagree	0.38	0.41	0.2	0.16	

Ethnic minority women will always be treated differently-unconcious bias always present

ethnic minority	
strongly agree	agree	neutral	disagree	strongly disagree	0.44444444444444442	0.22222222222222221	0.1111111111111111	0.22222222222222221	0	white-british	
strongly agree	agree	neutral	disagree	strongly disagree	2.0408163265306124E-2	0.48979591836734693	0.18367346938775511	0.24489795918367346	6.1224489795918366E-2	white-other	strongly agree	agree	neutral	disagree	strongly disagree	0	0	0.2	0.8	0	other	
strongly agree	agree	neutral	disagree	strongly disagree	0	0	1	0	0	



More changes needed in the workplace

Valid Percent	
More changes needed	Enough changes in the workplace	0.81	0.19	

Changes needed in the workplace

More changes needed	
ethnic minority	white-british	white-other	other	1	0.79591836734693866	0.6	1	Enough changes in the workplace	
ethnic minority	white-british	white-other	other	0	0.20408163265306123	0.4	0	
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