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[bookmark: _Toc277512935][bookmark: _Toc277588382]1.0 The Glass Ceiling Theory
Since 1986 the term glass ceiling has been a major topic of discussion, highlighting women’s continual struggle to reach senior management positions, and attain equality with their male counterparts (Pynes, 2013). In 1991 The US department of labour defined the glass ceiling as “the artificial barriers based on attitudinal and organisational bias that prevents qualified individuals from advancing upwards into management-level positions” (The US department of labour (1991) cited in Barreto, et al, 2009). 
[bookmark: _Toc277588383]2.0 Barriers Facing Women in Britain Today
In 2011 the institute of management and leadership published findings, regarding male and females perspectives on the barriers women face when trying to reach higher levels of management. The results are shown in (figure 1) below.

                   Figure 1.
                 [image: Macintosh HD:Users:abigailthomas:Desktop:Screen shot 2014-11-06 at 15.06.48.png]
                       (Institute of Leadership and Management, 2011)

Of nearly 3,000 managers who were questioned 73% of women believe the glass ceiling is still an issue in today’s British workforce, however, only 38% of male respondents agreed, along with only 24% backing quotas for more female executives (Institute of Leadership and Management, 2011). It could be argued the main barrier facing women today, and the reason for such a difference in male and female perceptions, such as above, is maternity leave (Daurka, 2014). For example when competing for senior roles a male perspective may be that they are more entitled to a promotion than a female colleague who has recently taken maternity leave (Ellinor, 2012). Mavin believes there are however a number of barriers facing women when competing for senior roles, such as, lack of role models, support, and training (Mavin, 2000). 

[bookmark: _Toc277588384]2.1 Britain’s Management Diversity
In Great Britain today, 20.7% of the FTSE 100’s senior management is represented by women, proving an 8.2% rise since 2011 (Vinnicombe, et.al, 2014). By stark comparison to the private sector, the NHS have reported that nearly seven out of ten senior roles are now held by women (Doughty, 2011), and Hurn agrees public sector organisations are strides ahead of private organisations with regards to management diversity (Hurn, 2012) However recent reports by the global gender gap have continued to highlight Britain’s decline in workplace equality. Currently holding 26th place Britain have fallen 17 places since 2006, suggesting significantly less women in senior management than countries such as Sweden, and Rwanda (Barber, 2013). Although British companies themselves maintain they have a duty to their shareholders to appoint the best candidate for the job, regardless of sex (Hurn, 2012), Ann Francke, chief executive of the chartered management institute argues that women have continued to surpass their male counterparts academically, and their underrepresentation in senior management is draining organisations of a whole talent pool, potentially preventing organisations from greater success (Webb, 2014). However when it comes to acquiring a senior management role, all candidates considered are surely of similar capability, and findings show, there are on average, less women applying for senior roles than men, resulting in a higher chance of a male acquiring the position (Institute of Leadership and Management, 2011). 
[bookmark: _Toc277588385]3.0 Rationale
Barsh and Branston state in the years since the glass ceiling theory was developed the status of women in management has consistently improved, and although not common, a female CEO is no longer remarkable (Barsh & Cranston, 2009). It may be argued that the last five years has brought about the largest change in women’s representation in senior management in history (Davies, 2014).
The table in figure 1 below shows a rapid increase of 8.5% in representation within the FTSE 100 since 2009.

               Figure 1: 
               [image: Macintosh HD:Users:abigailthomas:Desktop:Screen shot 2014-11-13 at 13.02.30.png]
                (Davies, 2014)

However, at 20.7% female representation in senior management is still limited, and in 2011 the equality and human rights commission suggested at the current rate of change it will still take more than 70 years to achieve gender-balanced boardrooms within Britain’s organisations (Buckalew, et al, 2012). Determining whether it is in fact a metaphoric glass ceiling or various other barriers preventing women reaching higher success needs to be established. Unless measures are taken to investigate systematic reasons for women’s underrepresentation in management, the glass ceiling issue will continue to be debated (Heweltt, 2010). The purpose of this dissertation will therefore be to look beyond the outdated literature, biased reviews, and raw statistics in order to dispel contradicting theories and investigate the relevance of the glass ceiling theory in some of Britain’s largest public and private sector organisations today. 
[bookmark: _Toc277588386]4.0 Research Aim and Objectives  
Aim:
The aim of the proposed study is to investigate the relevance of the glass ceiling theory, within selected public and private sector organisations in Great Britain today. In order to achieve this the following objectives will be attained. 

Objectives:
1. Identify the various career barriers women face in Great Britain’s organisations today.
2. Interpret and analyse how managerial perceptions differ with regards to the glass ceiling theory.
3. Identify potential for future improvement with regards to women’s representation in senior management, and make appropriate recommendations.
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5.0 Research Methodology
Collis and Hussey define research as, “a process of enquiry and investigation, it is systematic, methodical and ethical, and can help solve practical problems and increase knowledge” (Collis & Hussey, 2009, p. 3). When undertaking an investigation it is essential to plan research thoroughly, in order to attain the highest quality data, and effectively achieve the aims of the dissertation. 
Saunders, et al compare the research process to the layers of an onion, shown in figure 2 below. 

Figure 2: The Research Onion
[image: Macintosh HD:Users:abigailthomas:Desktop:Screen shot 2014-11-05 at 16.32.18.png]
(Saunders, Lewis, & Thornhill, 2009) 

The research onion enables research to be carried out in a systematic manner, ensuring the most successful outcome when gathering data. 

[bookmark: _Toc277588388]5.1 Research Design
As the dissertation is ultimately an investigation, the research paradigm that will be used is a phenomenological approach. Delicath and Buckley describe the approach as, “extensive studies of small groups exploring their lived experiences of a selected phenomenon” in this case the presence of a glass ceiling (Buckley & Delicath, 2013). According to Saunders et al, reality is socially constructed, in order to investigate this phenomenon it needs to be understood, therefore taking on an explanatory study. This approach enables the researcher to explore various types of data in order to critically analyse the theory, allowing a wider scope of knowledge to be gathered, and in turn produce a high quality investigation (Saunders, et al, 2009).
The logic of the research approach will be primarily deductive, although frequently paired with positivism Blaikie informs deductive research explores a phenomenon and tests if that theory is valid (Blaikie, 2010), therefore most relevant for this study. Crowther and Lancaster also state that deductive studies begin with a broad spectrum of information, which becomes clearer through the process of research (Crowther & Lancaster, 2008), in this case, the glass ceiling theory will result in a move from the general to the particular.  

[bookmark: _Toc277588389]5.2 Data Collection Methods
In order to achieve each objective, various methods of research will be carried out to obtain a wide selection of both quantitative and qualitative data. Greener believes the most suitable data collection approach combines various methods, such as, reviewing literature, questionnaires, and interviews (Greener, 2008). Therefore the process of research will begin with a literature review of academic texts, published reports, and journals in order to inform the content of the questionnaire. 
Questionnaires will include a limited amount of open-ended questions, and after review will be uploaded to SurveyMonkey in order to gain a wider scope of knowledge into individual perceptions of the glass ceiling theory. This approach allows a quick and inexpensive way of collecting quantitative data (Collis & Hussey, 2009), however, written questions can often be misinterpreted, in order to collect reliable and valid data, questions must be carefully designed, unbiased and easy to interpret (Mitchell & Jolley, 2010). Finally semi-structured interviews will be carried out pertaining to questionnaire results. This will enable the researcher to expand on reoccurring themes from the questionnaire analysis, and in turn gain a further understanding of the current relevance of the glass ceiling theory (Lancaster, 2005). Klenke states the use of interviews also increase research validity, however the researcher must ensure to be objective during the process of the interview, and not try to influence answers (Klenke, 2008). 
The sample deemed most appropriate to the cross sectional study will consist of both male and female managers, within some of the public and private sectors organisations in Britain. With regards to the questionnaires the quantity of respondents is variable, interview respondents however will consist of between 4-8 people, this quantity will ensure an appropriate amount of qualitative data is collected, in order to produce significant analysis. 

[bookmark: _Toc277588390]5.3 Data Analysis 
It is important to effectively analyse all data collected, in order to structure the findings into relevant information (Albright & Winston, 2011). 
As SurveyMonkey will be used to distribute questionnaires, all data will be collated by the company and produced in the form of XLS exports, of which will include, graphs, data tables, and frequency tables. This will save valuable time and produce high quality analysis, which will be of great importance when designing the interview questions.
Interview transcripts will then undergo a content analysis by the researcher, in this case, themes, relationships, and differences will be established and explored further. All data collected will then be evaluated in order to draw an informed conclusion. 
[bookmark: _Toc277588391]6.0 Ethical Considerations and Limitations
When conducting research ethical considerations and limitations must be taken into account, as the glass ceiling is a not only a controversial subject, but it is also illegal to discriminate in the workplace (Collins, 2010). In order to avoid bias and encourage honest response questionnaires and interviews will be anonymous, and data collected will be treated in a way that protects the anonymity of respondents. This information will be given to respondents within the consent form at the beginning of both questionnaires and interviews, of which can be found in the ethics approval form in the appendix. Before interviews are carried out an information sheet will also be sent to participants with a sample of interview subjects, to ensure participants are comfortable to answer a variety of questions. 
Finally it is imperative that the researcher remains objective throughout the research process, in order to produce a valid investigation, of the highest quality.  
[bookmark: _Toc277588392]7.0 Resources and Planning
The project begins in October 2014, and ends in May 2015. In terms of time management over this period, a detailed gantt chart has been produced overleaf, (see figure 3). 
In addition, the following resources will be required in order to provide an effective and efficient dissertation. Firstly the process of the literature review will require a suitable PC with access to the internet, and various library sources. 
A SurveyMonkey account will be required in order to distribute questionnaires and analyse all data collected, and finally a dictaphone is essential to record the interviews, in order to transcribe them during the process of analysis. As most of the interviews held will take place in London, five days will be taken to collect research, this will also require travel to London and accommodation, at an estimated cost of £300. 
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9.0 Appendices 
Figure 3. Gantt Chart
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