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CHAPTER 1
[bookmark: _Toc175291231]INTRODUCTION

[bookmark: _Toc170747773][bookmark: _Toc175291232]INTRODUCTION:
 Women are becoming an important part of the diverse workforce, not only contributing to their families' financial well-being but also pursuing career prospects in industries previously dominated by men. Furthermore, males are not only challenging established gender roles, but also exploring new opportunities in their working lives. As a result, some gender issues that were formerly only of interest to women are now also of concern to men (Delaat,2007).
 Within the realm of work-life balance (WLB) research, gender is a recurrent topic of discussion. Although the study focusses mostly on women, it is important to note that family-work conflict affects both men and women. The variety of responsibilities that women are expected to fulfil often results in a greater number of conflicts for them. Even in modern times, the obligations that women have to their families continue to be a substantial obstacle to their success in the workplace. Although governments and businesses have made attempts to promote gender equality in the workplace, the International Business Report (IBR Grant Thornton, 2013) reveals that the share of women in managerial roles has increased, but they still only make up 24% of such jobs. This is despite the fact that women have made progress in this area (Adame et al., 2016). 
 A pipeline that employees ascend as they go up the organisational structure has been used as an analogy to explain the under-representation of women in high-level leadership roles. This information has been provided in order to shed light on the issue. The pipeline concept proposes that achieving gender balance will occur naturally when women and men are hired in equal numbers for entry-level roles and are thus expected to achieve top-management positions in equal proportions. This will be the case when women and men are hired in equal numbers (Einarsdottir et al., 2018). 
[bookmark: _Toc170747774][bookmark: _Toc175291233] BACKGROUND:
The 1990s saw a surge in workforce diversity research at the organisational level due to the growing trend in HR research to find a relationship between HR practices and organisational success. The business case for diversity, which showed a link between diversity and organisational success, was the focus of the recent, concurrent boom of study. However, these studies' findings—which have mostly focused on linear diversity-performance relationships—have been contradictory. The gender diversity of the workforce is rising dramatically. Specifically, the workforces in industrialised nations exhibit an unparalleled degree of gender diversity, and it is anticipated that this pattern will continue (Ali, Metz & Kulik, 2007). 
 On Census Day, March 21, 2021, 27.8 million adults (57.2%) aged 16 and up were employed. This figure encompassed the entire adult population, disguising the disparities in labour market performance among different population groups. Females had a lower employment rate (53.2%) than men (61.4%). Males also had a slightly higher proportion of all those in employment (52.0%) than females (48.0%), despite the fact that there are fewer males (48.4%) than females (51.6%) in the adult population.  Even if there is a little disparity between female and male workers, the difference is relatively small (Census, 2021).
[bookmark: _Toc170747775][bookmark: _Toc175291234]RESEARCH PROBLEM: 
 By their very nature, knowledge databases are designed to record and influence the most efficient methods of business operation, for example Within the Guide to the Project Management Body of Knowledge (PMBOK), there is a significant prevalence of gendered ideas that are founded on masculine cognitive patterns (Thomas & Buckle-Henning, 2007).
 The profession of project management is experiencing the emergence of potent complimentary forces. However, the field of project management is currently experiencing a process of development and growth, expanding to include both technical and interpersonal skills. Contemporary gender studies argue that these different skill sets are based on reasoning systems that are fundamentally and inevitably influenced by gender. The area of project management has been described as a "male-dominated profession." Given the contemporary circumstances of the profession, which involves a growing need to handle expectations, relationships, and trust, this behaviour is being challenged (Buckle & Thomas, 2003). 
  Academics are noticing a shift in this profession from a technology and control-based discipline to one that prioritises relationships and learning. The growing acknowledgement of feminine capabilities, as supported by literature in the domains of organisational theory, management, and the sciences, seems to be associated with the inclination to embrace the gentler aspects of project management (Buckle & Thomas, 2003). Regardless of this, there is a lack of literature uncovering the gender nature of project management. 
[bookmark: _Toc170747776][bookmark: _Toc175291235]RESEARCH AIMS:
  With a particular focus on females working in the role of project managers rather than primarily as project coordinators, the purpose of this research is to explore the role of gender diverse teams in project outcomes in the United Kingdom. 
 When an individual employed in project management within the construction sector characterises it as "Pale, Male, and Stale," (Golding, 1992) it is evident that the fundamental concepts of diversity and inclusion have a significant amount of progress to make. It is possible that the transformation in our work processes will serve as a trigger for this to happen. This assertion would be supported by a quick review of workforce statistics, which would suggest that it is not exclusive to the construction sector. It is conservatively approximated that only 30% of individuals involved in project management are women. However, it is speculated that this figure may be closer to 20%. It is evident that the proportion of women employed in project management is disproportionately low, given that approximately 48% of the workforce is composed of women. Although the concepts of diversity and inclusion in the workplace are not new, employers are increasingly acknowledging their importance. In general, employees desire to work for organisations that prioritise their voices. Consequently, organisations that implement robust diversity and inclusion initiatives are perceived as those that prioritise their employees' feedback and are therefore more desirable to work for (Triance, 2022).
[bookmark: _Toc170747777][bookmark: _Toc175291236]RESEARCH AIM AND OBJECTIVES:
  The aim of this dissertation is to investigate the extent to which gender diversity affects the outcome of a project within a project management team.




 
	Industry
	Male
	Female

	Information Technology
	78%
	20%

	Financial Services
	69%
	29%

	Construction
	86%
	13%

	Consulting
	75%
	24%

	Manufacturing
	81%
	17%

	Energy
	83%
	17%

	Telecom
	77%
	22%

	Government
	72%
	26%

	Healthcare
	59%
	41%

	Automotive
	81%
	18%

	Training / Education
	62%
	37%

	Aerospace
	82%
	17%

	Transportation / Logistics / Distribution
	83%
	16%

	[bookmark: _Toc170747778][bookmark: _Toc175291237]TABLE 1: Source: PM Annual Global Survey on Project Management, 2022.
	
	


The data above demonstrate the disparity between female and male dominance in project management. The objective is to determine whether the difference is due to performance.
1. To conduct a systematic review showing the gender diversity project teams results in effective project outcomes.
2. To show the value of gender diversity in project teams.
3. To understand the challenges faced by women in the project management world






[bookmark: _Toc175291238]CHAPTER 2
[bookmark: _Toc175291239]LITERATURE REVIEW


[bookmark: _Toc175291240]2.1 INTRODUCTION: 
 Despite ongoing efforts to promote equality, gender disparities in professional outcomes have remained a persistent issue across various industries. The research findings indicate that men and women often choose to specialise in distinct professional domains, driven by societal judgements of their respective capabilities. Consequently, there exists a significant disparity in wages between men and women, with men being more prevalent in higher-paying fields like politics and STEM, while women are more prominent in lower-paying areas such as childcare and pre-primary education. Although women are more common in several industries, men still dominate senior positions, enjoy greater opportunities for career progression, and receive higher wages. These disparities are additionally compounded by the impacts of cultural norms and biases, which influence women's choices in roles, their levels of self-assurance, and the opportunities available to them for assuming leadership positions (Cundiff & Vescio, 2016). 
 When it comes to leadership, especially in male-dominated areas like project management, women have a specific range of challenges. These include biases in evaluation, limited access to high-ranking posts, and cultural expectations that contradict conventional ideas of leadership. The leadership styles of women are often evaluated differently from those of men, with gender playing a significant role in the perception of their authority and abilities. Nevertheless, there is compelling evidence to support the notion that women possess the same level of competence in running organisations as males (Kiamba, 2008). 
 The objective of this study is to examine the impact of gender diversity on team performance and the professional experiences of female project managers in the field of project management. This research aims to address a notable gap in the current literature on women in project management by examining the intersection of gender and leadership within this specific field. The ultimate goal is to offer valuable insights that can help organisations create more inclusive and equitable environments, thereby benefiting both women and the field of project management as a whole.

[bookmark: _Toc175291241]2.2 GENDER DIFFERENCES IN WORK OUTCOMES: 
 According to the European Institute for Gender Equality (2024), one of the reasons that men and women specialise in areas of the professional world that are distinct from one another is because of the notion that they possess different skills. Women are over-represented in the fields of childcare and pre-primary education, whereas men are the dominant force in the fields of politics and STEM. Horizontal gender segregation is a factor that contributes to the gender pay gap. This is because sectors that are dominated by men typically have higher salaries than fields that are dominated by women. It is true that men have greater opportunities for development, hold more senior positions, and earn higher incomes than women do, even in situations when women are concentrated in a given profession. Women are more likely to deselect themselves if they do not meet all of the basic qualifications prior to applying for a position, whilst males are just required to meet sixty percent of the criterion before they can submit their application. Despite the fact that this has traditionally been seen as evidence of women's lower levels of confidence, further research has shown that it is more likely related to the fact that women are socialised to obey norms and believe the selection criterion to be decisive. 
 Studies have shown that the images of women and the expectations of top organisational posts seem to differ somehow. When respondents, both male and female, were asked to name the traits of men in general, of women in general, and of successful managers, the first research on this matter revealed that the characterisation of successful managers was more consistent with the characterisation of men than of women (Schein, 1973). There is reason to be cautiously optimistic, despite the fact that gender stereotypes continue to impede women's advancement in the industry and have a negative impact on evaluation and decision making. However, we must not allow these positive perspectives to obscure the present realities. Because of the persistent misconception that women can't do the kinds of work that have long been associated with men, they are nonetheless subject to bias based on their perceived lack of competence in these areas. They are nonetheless pressured to act in ways that limit their professional advancement because they are expected to conform to gender norms and limits. As a result, when women succeed in fields that are stereotyped as being unsuited for them, they face rejection and hatred (Heilman, 2012).
 According to the findings of the study, which were derived from self-report data obtained from the MLQ, female managers exercise less delegation than their male colleagues. On the other hand, their models of leadership were comparable in terms of directive, consultative, and participative approaches. In terms of overall leadership style, which encompasses the directive, consultative, participatory, and delegative dimensions, it is essential to note that there was no significant difference at the 95 percent confidence level. This is something that should be taken into consideration. A conclusion that can be drawn from this is that, according to the findings of this study, the leadership styles of men and women are practically same. These findings, in conclusion, contradict the findings of prior research that suggested that there are significant disparities between males and females in terms of leadership styles and behaviours (Oshagbemi & Gill, 2003).

[bookmark: _Toc175291242]2.2.1 GENDER DIFFERENCES IN PROJECT MANAGEMENT:
 When it comes to a managerial environment that places a strong focus on cooperation and creativity, women are thought to possess "feminine" characteristics such as the capacity to form relationships and work effectively in groups. These qualities are highly praised in the workplace. The implications of using the term "feminine" in the context of psychological, social, and cultural practices will be investigated in this article. The purpose of this analysis is to investigate the ways in which perspectives on leadership, communication styles, and language use are influenced by the concepts of gender difference (Claes, 1999).
 The statistical data plainly reveals that the proportion of women in managerial roles is still far behind that of men, despite the fact that women have made great achievements in recent years. An approach that might be taken to explain the under-representation of women in executive jobs is to analyse if male and female executives deploy different styles of leadership. On the other hand, the conclusion of this study argues that the only gender differences that are statistically significant among leaders are those that are identified in the evaluations that are carried out by subordinates. When compared to their male counterparts, female leaders are generally regarded as having a higher level of authority and being more skilled in the art of negotiation. Due to the fact that the subordinates in question were males in the first instance and girls in the second instance, this discovery has the potential to be a contradiction. This paradox can be explained by the gender of the subordinates (Cuadrado et al., 2012).
 It is possible that a more androgynous understanding of leadership, which places equal importance on qualities that are task-oriented and people-oriented, could increase the likelihood that women and members of ethnocultural minorities will be acknowledged as candidates for leadership roles. They may also find it easier to navigate the challenges that are included within the complex system. The elimination of the long-held notion that a leader is a male, the reduction of ethnocentrism, which is a factor that contributes to biases across various groups, and the guaranteeing of equal access to power and privilege are all additional factors that have the potential to improve this process. The level of trust that leaders have in their relationships with their subordinates should also increase as a result of the enhancement of their cultural understanding regarding the various norms of behaviour (Ayman & Korabik, 2010). 
 Particularly in light of the increasing emphasis placed on women in positions of authority, practitioners are particularly interested in gaining an understanding of the gender discrepancies that exist in governance. There is a clear and ongoing problem of prejudices against women in terms of selection and access to developmental opportunities, according to the findings of a new inquiry in this field. On the other hand, there is no significant difference between men and women in terms of style and performance. The significance of context has been brought up on multiple occasions throughout the course of our research on women and leadership. Context is an essential component in every facet of our framework, including the selection process, the development process, the style, and the performance procedures. In particular, it has an effect on the variables that perform the moderating and mediating functions. It is impossible to separate leaders from the environment in which they operate since they are deeply connected with groups, organisations, and the larger societal framework. This makes it impossible to separate leaders from society. Taking into account the organization's mission, strategy, culture, and history, as well as its objectives involving social responsibility, diversity, and globalisation, is an essential component in the process of making decisions on leadership. It is also important for practitioners to take into consideration the ways in which the components that were discussed before interact with gender, particularly in terms of selection and development. Through an examination of the context, we may be able to get a more profound comprehension of the ways in which it impacts the experiences of women who hold leadership positions and those who desire to hold positions of high-level leadership (Gipson et al., 2017).

[bookmark: _Toc175291243] 2.3 GENDER DIVERSITY TEAMS
 Due to the persistent lack of female representation in STEM disciplines and the growing trend of scientific discoveries being produced via the efforts of teams, we decided to conduct a comprehensive review of the existing body of research on the impact of gender diversity on the dynamics of teams and their overall performance. Recent evidence suggests that the presence of women in a team considerably improves the level of collaboration that occurs within that team. The majority of this beneficial influence can be attributable to the benefits that it delivers to the operations of groups. 
 The research that is currently available on the impact of gender diversity on the performance of teams is equivocal and depends on a variety of contextual conditions. When considering the value of collaboration in the field of science, it is possible that lobbying for the inclusion of women in the field could result in beneficial practical effects for the fields of science and technology. In general, past research suggests that gender diversity can have a positive impact on the way a group performs. 
 However, the extent to which it plays a role in performance is fairly unknown and is contingent upon the particular conditions of the task at hand. Different interpersonal styles can be credited with the positive impact that gender diversity has on the operations and collaboration of a team. This is because a higher level of gender variation increases the likelihood that members of the team will actively participate in the team's activities. The amount of influence that men and women have in groups is most comparable in organisations that have a balanced representation of both genders, according to research that has been conducted on the topic of gender and influence in groups. This research lends further credence to the notion that having a gender composition that is diverse in companies leads to improved group dynamics (Bear & Woolley, 2011).
 It is not only a superficial cliché for firms to make efforts to improve workplace diversity; rather, it is a strategic choice that is sound and should be considered. Recent research has found an additional benefit of diversity in the workplace, which is that teams that are not uniform in composition are intrinsically cleverer. Your brain can be stimulated to break out from its rigid habits of thinking and improve its cognitive capacities by contributing to a project with other people who have different traits and points of view. Let us now get into the reasons why teams that consist of persons from a variety of backgrounds are cleverer.                    When it comes to maintaining impartiality and consistency in data assessment, teams that have members from a diversity of experiences and opinions are more likely to be successful. In addition, they may encourage a more thorough investigation of the behaviours of each individual member, which helps to keep the group's collective cognitive resources in a condition of heightened vigilance and attentiveness. It is hypothesised by scientists that heterogeneous teams may demonstrate improved effectiveness in decision making due to their tendency to process information with greater attention to detail. According to the findings, businesses that were managed by varied leadership teams shown a greater predisposition for innovation in the form of new product creation. This was in contrast to businesses that were led by executives who appeared to be the same personality (Rock & Grant, 2016). 

[bookmark: _Toc175291244]2.3.1 GENDER DIVERSITY IN PROJECT MANAGEMENT
 The growing number of women who are employed in paid positions has been acknowledged as a significant societal development that has occurred over the course of the past century.  There are others who believe that the recent accomplishment of women gaining economic independence is a significant step forward. The emergence of a new consciousness and an extended public discussion over gender equality has accompanied this cultural shift, which has been accompanied by a change in the state of culture. The principle of gender equality, which has its origins in liberal thought, has garnered universal approval and has been acknowledged for its legitimacy in the legal system.  
 The manner in which women portray themselves to the world is governed by a set of standards and expectations that are exclusively established by men. Women in management positions need to employ deliberate strategies of gender management in order to successfully negotiate the competing roles that come with being a female and a manager. Only then can they hope to achieve success. It is possible that individuals will not be considered seriously in their roles as managers if they do not regularly monitor and control how they express their gender. When this occurs, there is a risk that they will not be taken seriously (Judy Wajcman, 2013). 
 Karch carried out a study in 2012 for the purpose of analysing the leadership behaviours of 66 project managers who were members of the Project Management Institute (PMI). The study was conducted using the Multifunctional Leadership Questionnaire questionnaire. The purpose of the study was to establish whether or not there were variances in the manner in which male and female project managers regarded crucial project leadership behaviours, as well as whether or not there were any disparities in the leadership behaviours that they exhibited. In spite of the fact that there were some minor disparities between the ways in which men and women view leadership at the transformational and transactional levels, these differences did not reach the level of statistical significance needed to be considered significant. As a result, it is not reasonable to draw the conclusion that male and female project managers have different perspectives of essential leadership behaviours or that they apply different leadership tactics when they are in charge of their respective project teams.    Because there was no discernible difference between the results of the study conducted on men and women, it was not possible to make a judgement on whether or not formal education in project management or experience in project management are considered to be influential variables. According to the findings of this study, despite the fact that there were some minor differences in the ways in which men and women view essential leadership behaviours and the ways in which they apply them, the transformational leadership approach is preferred by both genders (Rodriguez et al., 2017).

[bookmark: _Toc175291245]  2.4 THE CHALLEGES FACED BY FEMALES IN PROJECT MANAGEMENT
 There is a significant gender gap in managerial positions, particularly in the field of project management, with very few women holding managerial positions compared to men. The phenomenon in question has been analysed using a number of different hypotheses. There are a number of reasons behind this, one of which is that the majority of project managers are concentrated in the engineering and construction industries, which have traditionally been male-dominated occupations in which leadership is perceived to rely on masculine characteristics. Moreover, historically speaking, managerial jobs have been biassed towards men, with women being perceived as less capable in terms of controlling, regulating, and establishing power. This bias has been present throughout history (Duong & Skitmore, 2003).
 Despite the fact that there has been a rise in the number of women operating in leadership roles, the concept of a woman holding a position of authority is still foreign to a significant number of individuals, regardless of their gender. As a result of the strongly embedded traditional conventions of leadership, it is difficult to achieve changes in perception. The job of leader has traditionally been held by men in our society, as it has been in many other communities worldwide. 
 Over the course of history, women's access to leadership positions was generally limited to organisations that were completely comprised of women, such as sororities, convents, and educational institutions that were exclusively for women. Women are frequently perceived as being less capable and emotionally warmer than men. This is typically the case. On the other hand, the stereotype of a good manager is consistent with the masculine stereotype of being competent, harsh, and lacking in warmth. Certain women have taken on leadership roles, and rather than adopting a perceived "gentler" approach based on traditional feminine characteristics such as submissiveness, humility, and compassion, they have demonstrated that women are capable of being competitive and assertive. Additionally, there have been cases in which they have attempted to embody characteristics that are often associated with males (Moran, 1992).
 
[bookmark: _Toc175291246] 2.5 THEORY: ROLE CONGRUITY THEORY 
Given all the information provided, it is evident that there is a requirement for a theory that can effectively illustrate and exemplify the functioning of this phenomenon. The chosen theory for this Dissertation is Role Congruity Theory. 
 As a result of the notion that there is a mismatch between the traditional female gender role and leadership duties, a hypothesis known as the role congruity theory proposes that prejudice against female leaders is the result of this perception. There are two manifestations of this prejudice: (a) an unfavourable perception of women as potential leaders in comparison to males, and (b) an unfavourable evaluation of behaviour that is consistent with the expectations of a leader role when it is exhibited by a woman. Consequently, perceptions towards female leaders and potential leaders are less favourable than sentiments towards male leaders. This is one of the outcomes of this. To add insult to injury, women face a greater number of obstacles when it comes to achieving success in leadership positions and other positions of authority. These ramifications are shown to occur, particularly in situations that accentuate perceptions of incongruity between the female gender role and leadership positions, according to research that comes from a variety of perspective paradigms (Eagly & Karau, 2002). 
 In spite of the fact that there is a competing leadership position, the role congruity hypothesis of prejudice contends that gender roles continue to have an effect on behaviour. Therefore, it is not out of the question to consider the possibility that the prejudiced reactions that we have observed are partially responsible for the behavioural sex disparities that those in positions of authority exhibit. According to the findings of a number of research, female administrators have a behavioural repertoire that is similar to that of their male counterparts, but it is more communal in nature. Female managers reported that they acted more out of organisational interest than self-interest, considered the viewpoints of others, and focused on the interpersonal aspects as well as the task aspects of the influence episode to a greater extent than male managers did, according to a study that analysed the self-reports of middle managers regarding how they influence their organisational superiors (Eagly & Karau, 2002). 
 In order to ascertain whether or not the incongruity between the demands of the leadership role and the feminine gender role is worsened in male-congenial workplace contexts, a study was carried out with the purpose of determining the extent to which prejudice against female leaders is a consequence of the incongruity between the two, by Garcia-Retamero and Lopez-Zafra, in 2006. Their hypothesis were supported by the fact that the work-related projections of the participants favoured the male candidate, regardless of the sector in which he was employed. Nevertheless, they displayed a general prejudice against the female candidate, with the exception of instances in which she was employed in an industry that was consistent with her gender role. It was therefore anticipated by the participants that the male applicant would have a greater likelihood of being promoted in both the nonspecific and male-congenial businesses than the female candidate would have. When the female candidate is employed in a male-friendly organisation, the participants perceived the circumstance represented in our study as being less likely to occur than when the male candidate is engaged in something similar. When the promotion was in the industry that was considered to be female-friendly or uncertain, however, there were no differences made based on the gender of the candidate. However, it was also anticipated that the female applicant would perform less well in a field that was not compatible with her gender role or in a field that was not stated. The female-congenial business, on the other hand, did not exhibit any differences in performance between the sexes whatsoever.
 





 






[bookmark: _Toc175319713]Figure 1: ROLE CONGRUITY THEORY APPLIED. (SELF CREATED

[bookmark: _Toc175291247] 2.6 PROJECT MANAGEMENT CONTEXT IN U.K
 Throughout the course of history, projects were large and challenging endeavours. Beginning in the early 1950s, the development of the Polaris weapons system was the first project management project of the modern era. This project was a nightmare from both a technical and administrative standpoint. Teams of professionals were responsible for planning and monitoring the numerous activities related to research, development, and production. They accumulated stacks of paper in order to show evidence of their meticulous labour. As a consequence of this, people started to view project management as a highly technical subject that was filled with confusing charts and graphs. They believed that it was an overly time-consuming endeavour that was driven by specialists and was plainly out of reach for the common individual. 
 As a result of the ever-increasing number of huge, complicated, and technically challenging projects that are being undertaken in the modern world, it is essential for professionals who wish to devote their lives to planning and managing these projects to continue to be successful. Nevertheless, throughout the course of the past 25–30 years, there has been a significant rise in the number of initiatives that are performed in the typical employment. The principal means by which organisations accomplish activities connected to development and change are increasingly being accomplished through the completion of projects of varying sizes and types (Graham & Portny, 2015). 
  According to Project Management Institute (2008), the management of a project requires the use of knowledge, expertise, tools, and methodologies in order to carry out the duties associated with the project and achieve the goals of the project. Implementing and integrating the 42 processes that make up project management, which are arranged into five different Process Groups, is the key to successful project management. They are as they follow initiating, planning, executing, - monitoring and controlling – and closing. 
 It is vital to adopt specific project management strategies in order to effectively manage a project once it has been determined that certain distinctive characteristics and components of the project have been discovered. The following should be taken into consideration:
character of the project: 
 PROJECT CHARACTER: During the process of project management, the project character is a one-of-a-kind document that is responsible for transforming the business case of the project sponsor into particular project objectives. In the project objectives, the scope of the tasks, the manner in which the project should be managed, and the most important things for the project manager to achieve (in terms of time, money, and quality) are all outlined. The project manager is granted the ability to initiate the project and make use of the resources provided by the corporation at the time that the project charter is issued.
 TOOLS AND TECHNIQUES: In order to efficiently manage a variety of project components and expedite the management of enormous data, project management makes use of a wide range of specialised tools and procedures, in addition to the knowledge and skills that have been collected in the area. The CPM analysis, the Gantt chart, the resource histogram, the earned value graph and tables, activity crashing, and matrix organisation structures are some of the tools that have been described.
 PROJECT PLAN: To establish a comprehensive project management document, the project intends to combine the numerous plans of different knowledge areas into a single baseline plan. This will be accomplished through the creation of a project plan. This allows the project to concentrate on a single optimal arrangement that specifies the necessary tasks, their timing, accountable parties, and quality requirements. The integration process makes it easier to balance and reconcile several plans, which in turn allows the project to focus on a single optimal arrangement. For the purpose of ensuring that the project is successful, the project manager makes use of the project plan in order to issue instructions, monitor progress, and put corrective action into effect.
 PROJECT MANAGEMENT PROCESSES: The management of projects is a specialised management technique that is utilised to supervise a sequential progression of stages or interrelated actions that are carried out in order to achieve a particular collection of products, outputs, or services being delivered. There are four sub-processes that make up the overall process of project management. These are the initiation, planning, execution, and closing phases. 
 PROJECT ORGANISATION STRUCTURE: The organisation structure of the project is a management method that enables the project manager to establish a temporary organisational structure and to develop project teams that are capable of satisfying the requirements of the project and the participants in it. Because of this, the leader of the project is able to construct and motivate the team, as well as coordinate the work of they are making. 
 PROJECT METHODOLOGY: The format of the project lifecycle is a particular management style that separates the project into a number of distinct phases, each of which results in a different output. A basic framework for the project methodology is provided by the sequence of passes, which connects all of the issues that are present inside a phase as well as those that are present across other phases (Burke, 2013). 

[bookmark: _Toc175291248] 2.7 RESEARCH GAP:
 Currently, women constitute the majority of those who possess the highest level of education and are also experiencing an increasing representation in the pool of potential leaders (Rhode, 2016). 
 The findings of the study, which were taken from self-report data acquired from the managerial leadership questionnaire (MLQ), indicate that female managers engage in less delegation than their male colleagues. Their models of leadership, on the other hand, were equivalent in terms of the directive, consultative, and participative approaches that they chose to use (Oshagbemi & Gill, 2003). 
 Despite the fact that the previously mentioned points have been brought up, there is a dearth of study concerning the gender profile of project managers. When it comes to studies, and diversity within the project management field, most talked about subject is culture, for example, Martens and Carvalho, (2017), they talk about the sustainability of a company when it has a cultural diversity project management. 

[bookmark: _Toc175291249]2.8 SUMMARY:
This dissertation looks into gender differences in the way professional and project management goals are met. It highlights how men and women differ in their areas of competence due to societal opinions of their skills, resulting in horizontal gender segregation as well as wage disparities between men and women. Women outnumber men in childcare and education, yet males dominate politics and STEM. In contrast to males, who often apply with less qualifications, women are more inclined to decline opportunities if they do not meet all of the requirements due to gender traditions.
 According to studies, women in leadership roles are largely stereotyped. It is widely assumed that women are more skilled and authoritative negotiators than men; yet, the genders of their subordinates usually contradict this belief. According to research, men and women have comparable leadership styles, with context influencing effectiveness and gender disparities in evaluations.
 In the realm of project management, women who actively engage and are innovative are termed "feminine." Despite the improvements made, women remain under-represented in managerial roles, notably in engineering and construction. Another topic explored in this essay is how gender diversity in teams can enhance group dynamics and collaboration. When contextualised, gender diversity has an impact on team effectiveness.
 In the last sections, we look at the obstacles that female project managers confront in industries dominated by males, as well as the critical role that theories play in comprehending these challenges. The report's findings indicate that research on women and diversity in project management is lacking.




[bookmark: _Toc175291250]CHAPTER 3
[bookmark: _Toc175291251]METHODOLOGY

[bookmark: _Toc175291252]INTRODUCTION: 
The term "research methodology" refers to the methodical and organised technique that a researcher intends to follow in order to carry out their research. In order to answer a research problem, it is an approach that is both methodical and cohesive. An outline of the methodological approach that a researcher follows in order to carry out their study in order to acquire reliable and accurate data that effectively meets their research aims and objectives is referred to as a methodology. The scope of the project includes not only the particular data that will be gathered and the sources from which it will be gathered, but also the methodologies that will be utilised for the gathering and analysis of the data (Indeed, 2024).
 There are 2 types of research methodologies: 
[bookmark: _Toc175291253] Qualitative: study that dives further into and provides a more thorough understanding of real-life issues is referred to as qualitative research. The primary distinction between qualitative and quantitative research is that qualitative research does not involve the collection of numerical data points or the application of therapies. As an alternative, it creates hypotheses for the purpose of further investigating and interpreting the quantitative data. A qualitative research approach involves the collection of data regarding the experiences, perceptions, and behaviours of individuals. More than concentrating on volumes or amounts, it offers explanations for the procedures and the reasoning behind them. A mixed-methods research approach that incorporates both qualitative and quantitative data may be utilised for the study, or it may be constructed as an independent investigation that is completely based on qualitative data. Participants are given the opportunity to contribute their own explanations related to their thoughts, feelings, and experiences that occurred during a particular time period or event of interest while using a qualitative methodology (Tenny et al., 2022).
[bookmark: _Toc175291254]Quantitative: Quantitative research encompasses a wide range of research approaches that are characterised by the methodical investigation of social processes through the utilisation of statistical or numerical data. The process of measuring is something that is involved in quantitative research, and it is assumed that the phenomenon that is being investigated is measurable. Research that is quantitative seeks to collect data through the use of measurements, analyse that data for patterns and correlations, and validate the measures that have been taken.
It is possible to simply quantify certain factors, such as height and weight, whereas other variables, such as the thoughts and feelings of individuals, present difficulties in terms of measurement. The full spectrum is encompassed by quantitative research, which spans the complete range. For the purpose of authenticating, computing, and analysing data for all categories of measurement, uniform standards are utilised. When it comes to gaining an understanding of the world, quantitative research can be considered from a cognitive perspective. Deductive reasoning is the primary method utilised in this procedure, which consists of doing measurements, employing analysis, and drawing conclusions. An argument on whether quantitative research is preferable than qualitative research serves no purpose and is therefore pointless (Watson, 2015).
 The initial stages of acquainting oneself with futures studies may be quite complex for students and scholars. The new field of study presents a plethora of intriguing and expansive opportunities; however, the fundamental question that arises prior to the completion of a thesis or dissertation is, "Where should I begin?" Additionally, methodology is one of the most critical components that should be addressed at the outset (Melnikovas, 2018). 

[bookmark: _Toc175291255]RESEARCH ONION:
 The term "methodology" refers to an all-encompassing approach to research that explains the appropriate way to carry out research. The concept covers a collection of philosophical assumptions and beliefs that have an impact on the way in which research topics are understood and that provide support for the chosen research methodology. In a dissertation or thesis, the research technique is an essential component that functions to guarantee that the chosen tools, approaches, and underlying philosophy are in harmony with one another.
The theoretical concept of the "research onion" (Picture 2), which was presented by Saunders et al. (2019), can be utilised to get a better understanding of how research techniques are developed. When it comes to developing a successful strategy, the research onion provides a full explanation of the major layers or processes that need to be accomplished.
Establishing time frames, selecting methodologies, methods, and strategies, and outlining the core philosophy are the first steps in the research methodology. The research design, which encompasses the primary methods and processes for data collection and analysis, is guided by these parts combined, as shown in Picture 2 (Melnikovas, 2018). 
[image: A diagram of a diagram

Description automatically generated]
[bookmark: _Toc175319714]Figure 2: RESEARCH ONION (SAUNDERS ET AL., 2019, P.108)
[bookmark: _Toc175291256]RESEARCH PHILOSOPHY:
Epistemology is the collection of principles that determine the perspective or position from which inquiry is carried out. It is also known as the study of knowledge. Ontology and epistemology are the two lenses that are generally utilised in order to investigate the subject. Ontology is concerned with the veracity and comprehension of knowledge, whereas epistemology is concerned with the acquisition of trustworthy information that is required for inquiry. Within the realm of academic study, philosophical perspectives are typically classified into two categories: positivism and interpretivism. Interpretivism believes that each observer possesses their own unique perceptions and comprehension of reality, in contrast to positivism, which asserts that knowledge is independent of the problem that is being investigated. In light of this, positivist studies are typically more scientific and entail the testing of phenomena, whereas interpretivist research is typically qualitative in nature (Mkansi & Acheampong, 2012). 

[bookmark: _Toc175291257]RESEARCH APPROACH:
 Following the selection of an appropriate methodology, the research onion is a visual representation of the necessity of adopting an adequate research approach. The deductive method begins with the formulation of a specific hypothesis that is generated from the researcher's evaluation of the relevant literature. Subsequently, the hypothesis is subjected to a series of systematic tests in order to ascertain whether or not it is valid under particular conditions. On the other hand, the inductive method begins with the collection of data, which the researcher then uses to develop a novel theory and methodology. The research methodology is exceptionally important because of its capacity to investigate, analyse, and comprehend the actual experiences that the research subjects have had in their lives (Alase, 2017). 

[bookmark: _Toc175291258]RESEARCH STRATEGY: OR RESEARCH DESIGN:
 A research design refers to a methodical strategy employed to investigate a scientific subject. Its purpose is to establish a suitable structure for a research endeavour. The selection of a research design is crucial in the research design process as it dictates the means by which pertinent information for a study can be acquired. The research design encompasses the comprehensive approach selected to seamlessly combine the various elements of a study in a coherent and logical manner, with the aim of efficiently addressing the research topic. It serves as the framework for gathering, quantifying, and examining data. The sort of design is determined by the study challenge, not vice versa. Research designs can be categorised as either qualitative or quantitative. Qualitative research is generally an exploratory approach that aims to understand the underlying causes, opinions, and motives. On the other hand, quantitative research focusses on quantifying the problem by generating data that can be statistically analysed (Indu & Vidhukumar, 2020).

[bookmark: _Toc175291259]RESEARCH METHODS: SYSTEMATIC REVIEW
 When it comes to the scientific pursuit, the most important components are the research methodologies. Structured knowledge is constructed through their use as the method to do so. Before we continue, let us take a moment to reflect on the idea of knowing. Where do you get your information? The accumulation of one's own personal experiences is one approach to the acquisition of knowledge. Although the human experience is vast and nuanced, it is also essentially limited in the amount to which it may be experienced. It is possible to fall into the trap of overgeneralisation when one makes an effort to extrapolate personal experiences into universal truths. This can lead to conclusions that are possibly erroneous for all persons.
 Additionally, depending on the competence and credibility of other people is an extra crucial approach of obtaining knowledge. This includes relying on your parents, professors, books you have read, shows you have watched, as well as news and articles from social media. This so-called "second-hand" information comes from a broad variety of sources and is frequently a few degrees removed from the source from which it was initially obtained (Newhart & Patten, 2023). 

 SYSTEMATIC REVIEW:
A systematic review is a methodical strategy to bringing together material in order to address a research problem that has been predetermined from the beginning. The identification of all primary research that is relevant to the review topic that has been stated, the evaluation of this research in a discernible manner, and the incorporation of the findings are all components of this process. The purpose of systematic reviews is to establish a coherent and all-encompassing conclusion or outcome by combining the findings of multiple research projects into a single collection of information. Furthermore, in order to study or clarify issues of significance, they could also incorporate a variety of other types of data. 
 For every particular research endeavour, systematic reviews are able to investigate and provide answers to the questions that are being asked.  The purpose of a rigorous systematic review is to identify all relevant primary research studies in a complete manner, regardless of whether or not they have been published. These studies must be conducted all over the world and written in a variety of languages. A critical evaluation will be performed on the research that has been selected in order to evaluate its quality. The results of the research will be merged in a methodical manner in order to produce the answer that is the most correct to the review question. It is possible that this procedure will use statistical tools such as meta-analysis or other approaches to the synthesis of data (Pollock & Berge, 2018). 
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[bookmark: _Toc175319715]Figure 3: EBM Pyramid and EBM Page Generator, copyright 2006 Trustees of Dartmouth College and Yale University. All Rights Reserved.
  The criteria for including or excluding research papers are defined in a way that is both explicit and consistent throughout the systematic review. This ensures that readers and other researchers who use the same criteria will likely come to the same conclusions. Readers are able to examine the author's underlying assumptions, procedures, and findings thanks to this transparent methodology, which also makes it possible for other academics to update and expand upon the study in the future (Siddaway et al., 2019). 
 
[bookmark: _Toc175291260]RESEARCH TIME HORIZONS:
This layer is responsible for determining the time frame for the research. Cross-sectional studies, also known as short-term studies, include the collecting of data at a particular point in time, whereas longitudinal studies involve the gathering of data repeatedly over an extended period of time in order to permit data comparison. A time horizon is a term that is commonly used in the field of futures studies to refer to the eras that are going to be investigated or the chronological horizon of different size (Melnikovas, 2018). 

[bookmark: _Toc175291261]DATA COLLECTION AND ANALISYS:
Data collection is the process of gathering information on specific aspects of a study through a variety of methods. This information is then employed during the data analysis phase of the research process in order to gain the outcomes of the study, provide answers to research questions, or test hypotheses. Primary and secondary data gathering methods are the two main categories into which data collection techniques are frequently divided. The final layer of the research onion contains the exact procedures and protocols used. Its purpose is to provide a clear and brief explanation of the study methodology and objectives. At this point, the student must decide whether to include primary or secondary information, as well as qualitative or quantitative data gathered from a variety of sources. Data is regarded as the essential component of the research onion architecture. (Taherdoost, 2012).  
 Analysis using statistics places a significant emphasis on the acquisition of data. Data collection in research can be broken down into two broad categories: primary data and secondary data. Many different approaches are utilised to collect data. Primary data is data that the researcher collects directly using methods such as: Direct observation enables a focused evaluation of specific features that are important to the observer. It allows you to observe a system in actual, practical use rather than relying on theoretical assumptions.
Surveys: Using written surveys enables the collecting of large amounts of comprehensive data. To ensure accuracy, you must either trust the honesty of those surveyed or use self-verifying questions.
Interviews can be time-consuming, costly, and distract people from their regular work. However, they allow for detailed questioning and follow-up queries. In addition, they use nonverbal communication cues such as facial expressions, fidgeting, shrugging, hand gestures, and sarcastic expressions. These nonverbal cues clarify the understanding of spoken words. For example, the phrase "I think it's a GREAT system" could have quite different implications depending on whether the speaker was sneering at the time. One concern with interviews is that people may convey what they assume the interviewer wants to hear; they may avoid being honestly critical for fear of bad effects to their work or reputation.
Logs encompass a variety of records, including fault logs, error logs, complaint logs, and transaction logs. Reliable, credible, and unbiased data sources (particularly when used efficiently). System performance may be properly examined over time and in a variety of environments, yielding a plethora of useful information.
Primary data is reliable since its origins and processing are known. It's like creating a supper on your own. You are aware of the various circumstances that were involved (Ervin et al., 2007)
 The process of analysing data that has previously been gathered and evaluated by another individual is referred to as secondary data analysis. Data analysis is the process of reviewing information that has been gathered by third parties, such as researchers, institutions, or other non-governmental groups, or for purposes other than the investigation that is currently being conducted, or occasionally for a combination of both of these reasons.
Obtaining a full understanding of particular phenomena and carrying out preliminary needs assessments can be accomplished in a manner that is both cost-effective and accomplished via the rigorous and exhaustive execution of secondary research and data analysis.
It is important to have secondary data because it may be used to drive the design of subsequent main research. Additionally, secondary data can be used as a benchmark to compare the findings of your primary data collection. Therefore, it is advisable to begin any research attempt by beginning with an examination of the secondary data (Vartanian, 2010). 
 With the purpose of explaining and illustrating, condensing and summarising, and evaluating data, data analysis is the systematic application of statistical and/or logical tools. A number of different analytical methods, as stated by Shamoo and Resnik (2003), offer a method for generating inductive inferences from data and differentiating the signal (the phenomenon of interest) from the noise (statistical fluctuations) that is present in the data.

[bookmark: _Toc175291262]SYSTEMATIC REVIEW AND DATA COLLECTION PROCESS 
[bookmark: _Toc175291263]Design
The objective of the "systematic review," which is sometimes referred to as the "research synthesis," is to compile a comprehensive and objective overview of a large number of studies that are pertinent into a single document. In spite of the fact that it is similar to a literature review in many respects, such as the fact that it summarises information from a body of literature, a systematic review is distinct in that it seeks to find "all" of the evidence that is pertinent to an issue and focusses on research that reports data rather than notions or theory.
 For instance, the incorporation of multiple stages into the procedure of the systematic review, such as the selection of studies, critical evaluation, and data extraction, which are all carried out by independent reviewers in duplicate, reduces the likelihood of subjective interpretation and minimises the impact of random errors that could have an effect on the findings of the review. In contrast to more conventional literature reviews, systematic reviews are distinguished by the utilisation of rigorous methodology (Aromataris & Pearson, 2014). 
[bookmark: _Toc175291264]Search strategy
A systematic review is characterised by a set of features that are easy to identify and are acknowledged by everyone. The sections that follow provide an outline of the distinguishing qualities of a systematic review and the subsequent implementation of the review:
In order to carry out a comprehensive review, it is necessary to implement the following components:
 • Objectives and questions that need to be answered that are specified in detail. • Inclusion and exclusion criteria that are defined in the protocol and are used to determine whether or not studies are eligible for participation. 
• An exhaustive search to locate all potential studies that are pertinent, including those that have been published as well as those that have not yet been published.
 • The evaluation of the quality of the studies that were included, the evaluation of the validity of the conclusions of those studies, and the reporting of any studies that were excluded based on their quality.
 • The analysis of the data that was extracted from the research that was included. 
• Displaying and analysing the conclusions that were retrieved from the data. 
• Providing open and honest reporting of the procedures and approaches that were utilised in the course of the evaluation (Aromataris & Pearson, 2014).
[bookmark: _Toc175291265]Source of data
 In certain circumstances, we might make use of data that is already present in a database, thereby removing the have to actively search for the information. In the context of a school, a register of pupils could be regarded a form of database. Databases are structured collections of data. Both electronic and physical formats, such as books and paper file systems, are examples of the types of databases that can exist. One of the most significant advantages of this is that the material is already organised and can be accessed without any difficulty. 
 The following are the steps that are included in the process of selecting the relevant method of data collection for a particular kind of research project:
The first step is to determine the amount of time that is required. The second step is to calculate the number of interviews that are required. The third step is to schedule time for conducting the interviews. The fourth step is to determine the amount of time that is available for educational purposes.
For the particular research that we are carrying out, the method of data gathering needs to be suitable. Let's look at a few other situations to have a better understanding of the reasoning (Mazhar, 2021). 
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[bookmark: _Toc175319716]Figure 4: METHODS OF DATA COLLECTION. (MAZHAR, 2021)

[bookmark: _Toc175291266]Inclusion and exclusion criteria
When doing a systematic review, the process of selecting which data to include and which to exclude serves as the basis for the reviewer to arrive at findings that are reliable and accurate with regard to the potential influence of the intervention on the particular study. When utilising evidence to inform, it is essential to be aware of the type of research that is supporting various interventions as well as the value of that study. Not all research is of the same quality. Even if a person is not directly involved in the process of collecting and assessing intervention studies, it is essential for them to have a solid understanding of the foundation of evidence-based decisions that could provide additional information. One of the most important steps is to get a comprehensive understanding of the precise characteristics that determine the quality of a study, which in turn decides whether or not the study is included in a summary of the impacts of the action taken (Meline, 2006). 




[bookmark: _Toc175291267]PRISMA MODEL
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[bookmark: _Toc175319717]Figure 5: PRISMA MODEL 
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[bookmark: _Toc175291268]DATA RELIABILITY AND VALIDITY:
 Both reliability and validity are ways that can be used to demonstrate and communicate the rigour of research processes as well as the dependability of research outcomes. Therefore, in order for research to be valuable, it must not mislead those who make use of it. When a hospital makes the decision to switch from one treatment to another that is both safer and more successful, the administrators, clinicians, and patients can reasonably anticipate that the decision will be based on sound evidence rather than flawed evidence. This trustworthiness is defined by a number of criteria of the study, such as the initial research topic, the manner in which data are obtained (when and from whom), the manner in which they are analysed, and the conclusions that are drawn from the data (Roberts & Priest, 2006). 

[bookmark: _Toc175291269]ETHICAL CONSIDERATION:
 An ethical protocol was followed throughout the investigation. It was decided to take into consideration the subsequent elements. In the beginning, the CRAAP test was utilised in order to evaluate the articles. Since its establishment in 2004, the CRAAP Test has been an essential component of the education that is provided for information literacy. The CRAAP Test is a mnemonic technique that was established by Sarah Blakeslee in 2004 at California State University, Chico. It is used to evaluate content based on five main criteria, which are as follows: currency, relevance, authority, accuracy, and purpose. This acronym is not only simple for pupils to memorise, but it also incorporates a wide range of concepts related to information literacy because it is so comprehensive. As a result, it is a fantastic tool for teaching in a variety of contexts and to students with diverse levels of technical proficiency. Student cohorts ranging from middle school students to first-year college students to postgraduate degree holders have been advised to take the CRAAP Test, which is a common component of library research guides. The content has been broken down into separate modules, expanded into a large number of classroom sessions, and employed as a foundation for full information literacy courses that are worth credit (Tardiff, 2022). 
 In addition, in order to maintain compliance with the Data Protection Act, neither individual nor organisational identities were disclosed in the course of this research.
Also, the ethics form has been approved, and the presentation has been successfully completed.


[bookmark: _Toc175291270]SUMMARY: 
 This chapter provides a full analysis of the research methodologies that were utilised in order to address the research problem in a manner that was logical and was cohesive. In the beginning of the text, a precise definition of research methodology is presented, and the purpose of this definition is to emphasise the significance of the methodology in guiding the researcher towards the acquisition of reliable and accurate data that is in accordance with the objectives of the study. The chapter makes a distinction between qualitative and quantitative research methods, analysing the manner in which these two types of research are conducted in terms of data collection and analysis. Comparatively, quantitative research involves the methodical evaluation of social phenomena through the use of statistical or numerical data, whereas qualitative research is focused on comprehending real-life problems through the analysis of data that is not numerical. This chapter acknowledges the continuous dispute over the benefits of qualitative and quantitative research approaches, and it places a strong focus on the relevance of selecting an appropriate research strategy that is in line with the objectives of the investigations being conducted.
 This chapter also includes the presentation of the "Research Onion" model, which is a framework that may be utilised in the process of developing research technique. The research philosophy, approach, strategy, techniques, and time spans are some of the numerous levels that are addressed by this model. The research philosophy, which includes both epistemology and ontology, is responsible for establishing the essential basis of the study by having an effect on the methodology that is determined to be pursued. The deductive and inductive approaches within the research onion are broken down and explained in this chapter, with a focus on the unique roles that each approach plays in the process of hypothesis testing and theory creation. The research strategy or design is an essential component that provides a logical framework for the collection and analysis of data. This framework ensures that the research topics are properly addressed by the study. Additionally, the chapter discusses the techniques of data collecting, distinguishing between primary and secondary data sources, and analysing the significance of systematic reviews as well as the criteria for selecting relevant research, including criteria for inclusion and exclusion.
 It comes to a close with an analysis of the dependability and validity of the data, as well as the ethical implications. There is a strong emphasis placed on the significance of employing rigorous research methods in order to ensure the dependability of the findings and their utilisation for the purposes of decision-making. The research was able to preserve its credibility by adhering to ethical norms, which included employing the CRAAP test in order to evaluate sources and complying with the requirements for data security. The chapter places an emphasis on the necessity of ethics in research, ensuring that the study was carried out in a responsible manner and with consideration for the participants' right to privacy and confidentiality.
 Overall, it provides a comprehensive explanation of the methodological framework that underpins the dissertation. This ensures that the research is carried out in a manner that is well-organised, ethical, and reliable.
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	Examines the impact of gender diverse top management teams on project outcomes, with evidence from emerging markets
	Gender diversity in Project management teams

	22
	‘’Women board directors: Characteristics of the few’’
	Burgess &Tharenou,
2002
	Analyses the characteristics and career paths of women who make it to corporate board positions
	Challenges faced by women in Project management

	23
	‘’Effects of audit quality on earning management and cost of equity capital’’
	Chen, et al., 
2011
	Explores the role of audit quality in mitigating earnings management, with a focus on the influence of gender diversity in audit teams
	Gender diversity in Project management teams

	24
	‘’The role of gender in project management outcomes: A UK perspective’’
	Jones, 
2021
	Investigates how gender influences project management outcomes in the UK, highlighting the importance of diverse teams
	Gender diversity in Project management teams

	25
	‘’Gender and leadership styles in project management’’
	Smith & Adams,
 2020
	Compares leadership styles between male and female project managers, finding minimal differences but nothing significant impacts on team’s dynamics
	Challenges faced by women in Project management

	26
	‘’Diversity and inclusion in project management: Challenges and opportunities’’
	White, 
2022
	Discusses the challenges and opportunities related to gender diversity in project management, with a focus on the UK industry.


	Strategies to overcome the barriers

	27
	‘’Gender balance in project management: Is the UK lagging behind?’’
	Taylor, 
2022
	Analyses the gender balance in the UK project management sector, arguing that the UK lags behind other countries in achieving gender parity.
	Gender diversity in Project management teams

	28
	‘’The impact of gender diversity on team performance: Evidence from the UK’’
	Green, 
2023
	Provides empirical evidence on how gender diversity in project management teams affects overall team performance in the UK.
	Gender diversity in Project management teams

	29
	‘’Breaking the glass ceiling in project management: The role of mentorship’’
	Patel, 2023
	Discusses the role of mentorship programs in helping women advance in project management roles, with case studies from the UK.
	Strategies to overcome the barriers

	30
	‘’Gender pay gaps in UK project management: Causes and solutions’’
	Miller, 
2023
	Examines the persistent gender pay gaps in UK project management and proposes solutions to address the issue.
	Strategies to overcome the barriers

	31
	‘’Gender diversity in the workplace: Implications for project management’’
	Brown, 
2021
	Discusses the broader implications of gender diversity for workplace culture and project management outcomes.
	Gender diversity in Project management teams

	32
	‘’Challenges facing women in project management: A UK perspective’’
	Davies, 
2022
	 Reviews the challenges that women face in the UK project management industry, including workplace biases and career progression barriers
	Challenges faced by women in Project management

	33
	‘’The role of inclusive leadership in promoting gender diversity in project management’’
	Harris, 
2022
	 Explores how inclusive leadership practices can promote gender diversity in project management teams, with examples from the UK.
	Strategies to overcome the barriers

	34
	‘’Reflections on women’s progress into leadership in the UK and suggested areas for future research’’
	Vinnicombe & Mavin, 
2023
	This paper reviews the progress of women in leadership positions within the UK, highlighting areas where further research is needed to address gender imbalances and leadership diversity challenges
	Strategies to overcome the barriers

	35
	‘’Measuring gender diversity beyond numbers’’
	Adhikari &
Golubeva,
2019
	Discusses the complexities of measuring gender diversity in organizations by focusing not only on numerical representation but also on qualitative aspects such as decision-making power and influence
	Gender diversity in Project management teams

	36
	‘’Project management: Different gender, different culture?’’
	Cartwright & Gale, 
1995
	Explores how gender differences and organizational culture influence the participation of women in project management roles. 
	Gender diversity in Project management teams

	37
	‘’Leadership differences: A study of female and male leadership in corporate settings’’
	Wood & Winston, 
2005
	This study examines leadership styles between men and women, focusing on decision-making and risk-taking, and how these differences impact corporate outcomes
	Gender diversity in Project management teams

	38
	‘’The impact of gender diversity on firm performance: Evidence from UK project teams’’
	Brenner, 
2021
	Analyses the effects of gender diversity on team performance in UK project management, concluding that diverse teams often achieve better outcomes than less diverse ones 
	Gender diversity in Project management teams

	39
	‘’Self-selection and gender differences in leadership roles’’
	Kanathak & Woon,2015
	 Investigates why fewer women pursue leadership roles, focusing on self-selection bias and the impact of societal expectations on career choices
	Challenges faced by women in Project management

	40
	‘’Women elite leaders doing respectable business femininity: How privilege is conferred, contested, and defended through the body’’
	Mavin & Grandy, 
2016
	Explores how female leaders in high-status positions navigate gender expectations, balancing professionalism with the display of traditional femininity
	Strategies to overcome the barriers

	41
	‘’Leader emergence and the gender gap: Exploring psychological factors’’
	Elprana & Thesnaar, 2015
	Focuses on psychological barriers such as confidence and self-efficacy that contribute to the gender


	Strategies to overcome the barriers

	42
	‘’Diversity and it’s not so diverse literature: An international perspective’’
	Jonsen, et al.,
2011
	Critiques the existing body of literature on diversity, highlighting the need for more inclusive studies that focus on underrepresented groups, such as women in leadership roles 
	Challenges faced by women in Project management

	43
	‘’The effect of gender diversity on performance in project teams’’
	Stevens &
Szostek, 
2013
	Examines how gender diversity affects the performance of project teams, finding that diversity can enhance team dynamics and project success under certain conditions [
	Gender diversity in Project management teams

	44
	‘’Bosses’ perceptions of family-work conflict and women’s promotability: Glass ceiling effects’’
	Hoobler, et al., 
2009
	 Discusses how perceptions of work-family conflict impact women's career advancement, contributing to the persistence of the glass ceiling effect
	Challenges faced by women in Project management

	45
	‘’Gender diversity in the boardroom and firm performance’’
	Kent-Baker & Anderson, 
2020
	 Investigates the impact of gender diversity in corporate boardrooms on firm performance, demonstrating positive correlations between diversity and financial success 
	Gender diversity in Project management teams

	46
	‘’Women and top leadership positions: Towards an institutional analysis’’
	Cook & Glass, 
2014
	Analyses institutional and cultural barriers that women face when attempting to attain top leadership roles, focusing specifically on UK firms and industries
	Challenges faced by women in Project management

	47
	‘’The psychological underpinnings of gender diversity in leadership roles’’
	 Chrobot-Mason & Aramovich, 
2013
	Explores how biases and organizational culture affect the participation of women in leadership roles and their impact on team dynamics and decision-making
	Challenges faced by women in Project management

	48
	‘’Taking gender into account: Theory and research in feminist studies’’
	Ely, et al., 
2011
	Provides a theoretical framework for understanding the importance of gender diversity in leadership and the associated organizational challenges
	Gender diversity in Project management teams

	49
	‘’Barriers to Women's Career Advancement in Project Management’’
	Singh, et al., 
2008
	  This study identifies and analyses the specific barriers women face in career advancement within project management, such as organizational culture and gender bias 
	Challenges faced by women in Project management

	50
	‘’Gender Differences in Leadership Styles and the Impact on Project Success’’
	Eagly & Carli,
2007
	Explores the differences in leadership styles between men and women and how these differences can influence the success of projects. It also discusses the implications for gender-diverse teams 
	Gender diversity in Project management teams



TABLE 2: Bibliography
Source: self-made
 
[bookmark: _Toc175291274]DISCUSSION OF THE THREE DIFFERENT THEMES FOUND
[bookmark: _Toc175291275]GENDER DIVERSITY IN PROJECT MANAGEMENT TEAMS:
Impact on Team Dynamics and Project Success
 According to research, having a diverse group of genders on project management teams improves team functioning and overall project effectiveness. Brenner (2021) and Green (2023) found that heterogeneous teams perform better in problem-solving tasks than homogeneous teams. This is due to the diverse set of ideas and practices that people from various backgrounds bring to the table. These teams usually display better ingenuity and adaptability, which leads to more effective project outcomes. Women's involvement in project management not only balances decision-making processes, but also enhances teamwork and communication within the team.
Correlation with Firm Performance and Financial Success
 The link between gender diversity and company success is well-documented, with numerous studies highlighting the financial benefits of having diverse leadership. Carter et al. (2003) and Campbell & Minguez-Vera (2008) found that organisations with balanced gender representation on boards and management teams perform better than those with less diversity. This phenomenon applies to project management teams, as diverse leadership can result in better strategic decision-making and a more thorough understanding of market requirements. Teams with diverse backgrounds and viewpoints are also more likely to identify and solve possible difficulties, which improves project stability and profitability.
Theoretical Frameworks and Broader Implications
 Gender diversity is crucial not only for achieving project goals, but also for shaping workplace culture and ensuring long-term organisational success. Ely et al. (2011) proposes a theoretical framework that highlights the significance of gender diversity in leadership as a catalyst for fostering innovation and promoting ethical decision-making. According to this concept, leadership teams that include a variety of backgrounds and perspectives are more effective in handling complex ethical dilemmas and fostering a culture of integrity and accountability. In addition, Adhikari and Golubeva (2019) contend that the assessment of gender diversity should encompass more than just numerical representation. It should also consider qualitative factors like decision-making authority and influence. This highlights the wider significance of genuine gender diversity in shaping sustainable and progressive organisational cultures.

[bookmark: _Toc175291276]CHALLENGES FACED BY WOMEN IN PROJECT MANAGEMENT
Gender Disparity and Representation
 The gender imbalance in project management is a significant concern, with men routinely outnumbering women in these jobs, sometimes by a ratio of up to 3:1, as highlighted in the PMI (2023) research. This disparity reflects not only broader social gender inequities, but also specific biases in project management recruitment and progression practices. The lack of proper representation of women in project management creates a self-perpetuating loop, as the absence of female role models and mentors discourages women from pursuing leadership positions. The under-representation is visible in businesses such as UK megaprojects, where, despite efforts to increase gender diversity, real figures remain significantly low (APM, 2023).
 Psychological and Cultural Barriers 
 In addition to numerical representation, psychological factors such as stereotype threats play a significant role in the challenges that women face in project management. As stated by Cadinu et al. (2005), these beliefs might result in self-doubt and subpar performance among women, reinforcing the notion that they are less competent than their male counterparts. Women are often subjected to societal expectations that enforce traditional gender roles, which might restrict their opportunities for advancement. Elprana and Thesnaar (2015) examine the impact of confidence and self-efficacy challenges in contributing to the disparity between genders in leadership positions. Their findings suggest that cultural prejudices against women in positions of authority are well ingrained in organisational structures.
Workplace Bias and Glass Ceiling Effect
 Gender biases, whether subconscious or overt, create significant barriers for women in project management. Hoobler et al. (2009) conducted research that reveals perceptions of work-family conflict are widely used as a justification for not progressing women, maintaining the glass ceiling effect. According to the McKinsey & Company (2023) report, women frequently face microaggressions and biassed appraisals, which reduce appreciation of their professional accomplishments. These biases not only impede women's career advancement, but also have an impact on their mental health and level of job satisfaction, leading in a situation in which women must work more than their male counterparts to demonstrate their abilities and value.
[bookmark: _Toc175291277] STRATEGIES TO OVERCOME THE BARRIERS
Policy Changes and Institutional Support
 In order to overcome gender obstacles in project management, it is important to implement institutional reforms. APM (2023) and IGPP (2023) support policies that advance gender equity and diversity, highlighting the importance of robust frameworks that extend beyond superficial diversity initiatives. The reforms consist of revising recruitment and promotion criteria to ensure equity, implementing gender quotas, and monitoring advancements towards gender diversity goals. Additionally, institutional support is necessary to foster an environment of inclusivity, where women's contributions are acknowledged and valued on an equal basis.
Mentorship and Leadership Development Programs 
 Mentorship programs play an important part in empowering women by providing the guidance and support they need to advance in their jobs. Patel (2023) stresses the usefulness of planned mentorship programs in supporting women in navigating the challenges of project management jobs and developing their leadership skills. These programs offer both professional growth opportunities and support networks, which are critical for dealing with workplace challenges. Mentorship provides a safe place for women to share their concerns, seek advice, and gain self-confidence, all of which are necessary for advancement into leadership positions.
Flexible Work Arrangements and Inclusive Leadership
 Workplace flexibility is a crucial approach to overcoming obstacles, particularly in supporting the multiple responsibilities that women often have in their personal and professional lives. McKinsey & Company (2023) states that implementing flexible work regulations can effectively mitigate burnout and enhance women's opportunities to attain leadership roles. Moreover, the implementation of inclusive leadership practices is crucial in fostering a culture that embraces diversity and promotes justice. Leaders who actively advocate for inclusivity and gender diversity establish the prevailing attitude inside their organisations. Harris (2022) and Mahlangu (2022) emphasise the importance of leaders who acknowledge the significance of diverse views and are committed to creating an environment where all team members can prosper.
[bookmark: _Toc175291278]4.3 SUMMARY
Chapter 4 addresses the current research on gender diversity in project management teams, the challenges that women face in these roles, and strategies for overcoming these obstacles. This statement stresses the favourable effects of gender diversity on team dynamics, decision-making, and project outcomes. Diverse teams are frequently found to have better problem-solving abilities and financial success. Despite these benefits, women face significant challenges, including a lack of representation, psychological barriers such as stereotype threats, and workplace prejudices that contribute to the glass ceiling phenomena. To address these issues, the chapter suggests legislative changes, institutional support, mentorship activities, leadership training, flexible work arrangements, and inclusive leadership practices. These efforts aim to create a more equitable atmosphere in which women's contributions are equally valued.





























[bookmark: _Toc175291279]CHAPTER 5
[bookmark: _Toc175291280]RECOMMENDATIONS

[bookmark: _Toc175291281] CONCLUSION:
  This dissertation looked into the impact of gender diversity on project management, specifically how it affected team dynamics, project success, and overall company performance. According to the research, gender-diverse project management teams outperform less diverse teams in terms of problem-solving, innovation, and financial performance. Teams made up of people from various backgrounds and experiences give a variety of perspectives and methods, which improves the decision-making and change-management processes. This ultimately leads to better project results.
 However, women continue to confront significant impediments in project management jobs. The issue of gender imbalance persists, since women are usually under-represented in positions of leadership. Psychological barriers, such as stereotype threats and self-doubt, together with workplace biases and the glass ceiling phenomena, continue to impede women's job advancement. Overcoming these challenges is critical for creating a fair and effective project management environment.
 The findings emphasise the importance of implementing institutional changes, mentorship efforts, flexible work hours, and inclusive leadership techniques to overcome these challenges. These strategies are critical for creating a supportive and inclusive workplace culture in which diverse perspectives are valued and used effectively.
[bookmark: _Toc175291282]CONTRIBUTION TO LITERATURE:
 This dissertation makes multiple significant contributions to existing research on gender diversity in project management. Initially, it stresses the positive impact of gender diversity on team dynamics and project outcomes, reinforcing previous findings and giving further evidence from contemporary research. By merging numerous theoretical theories and actual facts, it provides a full understanding of how gender diversity affects project management success.
 Furthermore, it sheds light on the distinct challenges that women encounter in project management, including psychological and cultural obstacles, which have been disregarded in prior research. The dissertation provides a comprehensive analysis of these challenges, offering valuable insights into the limitations that hinder women's advancement in this industry.
 Finally, the dissertation proposes tangible solutions to these challenges, including particular policy changes, mentorship activities, and inclusive leadership practices. The goal of these contributions is to give material for both academic discourse and practical use in organisational settings.
[bookmark: _Toc175291283]RECOMMENDATION:
 Organisations should implement the following recommendations to overcome the difficulties outlined in this dissertation:
Institutional reforms include establishing gender quotas and diversity monitoring systems to measure progress and hold organisations accountable, as well as revising recruiting and promotion standards to ensure gender equity.
Mentorship and Leadership growth: Create mentorship programs tailored to the professional growth of women in project management positions. These programs should provide networking opportunities, skill development, and assistance that are specifically tailored to the unique issues that women face.
Work arrangements are adaptable: Adopt flexible work regulations that are tailored to the specific needs of employees, especially those who are juggling personal and professional responsibilities. Ultimately, this adaptability can help women develop their careers by lowering weariness and increasing job happiness.
Inclusive Leadership Practices: By training leaders to understand and value varied perspectives, you may help to create a workplace culture that promotes and celebrates gender diversity.
[bookmark: _Toc175291284]LIMITATIONS:
 This study identifies a variety of constraints:
Research Scope: The study focusses on project management teams in certain geographic regions, such as the United Kingdom. This may limit the findings' application to other contexts or businesses.
Data Constraints: The analysis is based on previously published research and secondary data, which may not fully represent the complex experiences of project managers or account for the most recent developments in gender diversity.
Methodological limitations: The study's methodology may not incorporate all relevant factors or include all potential effects, such as intersectionality or the impact of organisational size and structure.
[bookmark: _Toc175291285]RECOMMENDATIONS FOR FUTURE RESEARCH:
 Subsequent research should explore the following areas in order to further elaborate on the findings of this thesis:

Expanded Geographic Scope: Examine gender diversity in project management across various countries and industries to gain a more comprehensive understanding of global trends and challenges.
Collection of original data: Perform qualitative research, which involves conducting interviews and case studies, in order to gain a deeper understanding of the real-life experiences of women in project management positions and the challenges and opportunities they face.
Analyse the intersectionality of race, ethnicity, and socioeconomic status in relation to gender diversity in project management to develop more focused and inclusive strategies.
Longitudinal studies analyse the lasting impacts of implemented diversity policies and practices on gender equality and project success to evaluate their long-term sustainability and effectiveness.
By implementing these suggestions, future studies can enhance our comprehension of gender variety in project management and contribute to the development of more efficient methods for promoting gender equality in the field.
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	IORDACHE ANDREEA MARIANA

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☒	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
UNIVERSITY OF WALES TRINITY SAINT DAVID BIRMINGHAM

	4
	Campus:
	
QUAY PLACE

	5
	E-mail address:
	


	6
	Contact Telephone Number:
	
01212293000

	
	For students:

	7
	Student Number:
	1918418

	8
	Programme of Study:
	MASTER OF BUSINESS ADMINISTRATION 

	9
	Director of Studies/Supervisor:
	PROF. DENNIS PEPPLE






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☒
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☒	

	
	
	Institute Research Committee
	☒	

	
	
	Other (write in)

	☒	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☒

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	A systematic review of the role of gender divers project management teams in project outcomes

	2
	Proposed start date:
	 2024
	Proposed end date:
	23RD AUGUST 2024

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity
The objective of this research undertaking is to demonstrate the results that gender-diverse project management teams achieve in their respective projects. 
Over the past few decades, project management has gained ground in a variety of organisations and industries. Professional management is now being implemented in an increasing number of projects, programmes, and portfolios. Consequently, it has become imperative for any organisation to have proficient project managers and associates who can effectively address emergent challenges. A comprehensive understanding of project management competencies necessitates an understanding of a variety of elements from three distinct domains: technical, behavioural, and contextual. These components comprise a broad spectrum of personal behaviour, skills, knowledge, and experience (Vlahov, Misic & Radujkovic, 2016). 
Does gender genuinely influence the outcome of a project? Does gender diversity influence the efficient completion of a project?  I am committed to find answers to these issues through this search.  
(this box should expand as you type)

	4
	Research Question
1. Why is there such a significant gender difference in project management, notably between male and female project managers?
2. What is the effect of having a diverse range of genders in project management on the outcomes of projects?
3. When compared to a male, does the presence of a woman in the role of project manager have an impact on the final result of the project?


(this box should expand as you type)

	5
	Aims of Research Activity
The purpose of this research is to demonstrate the disparity that exists between female and male project managers, as well as to determine whether or not there is a discrepancy in the outcomes of projects based on the genders of the individuals involved.
(this box should expand as you type)

	6
	Objectives of Research Activity
4. To conduct a systematic review showing the gender diversity project teams results in effective project outcomes.
5. To show the value of gender diversity in project teams.
6. To understand how gender divers impacts in project teams. 
(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	 The following are the strategies that will be utilised in order to collect data: a systematic literature review, secondary research, qualitative data, and the utilisation of the PICO model and the PRISMA checklist.
 A formal literature review is a rigorous and comprehensive examination of a subject, based on evidence and analysis. A literature review is a comprehensive evaluation of the existing information on a particular subject. The length and style of the review are determined by various factors, each of which contributes to its purpose. A literature review should not simply be a comprehensive compilation of published works. Instead, it should serve as an enlightening, subjective yet impartial summary of the information, presenting a fair perspective that encompasses contradictory discoveries and discrepancies, alongside established and contemporary viewpoints (Winchester & Salji, 2016). 
 A secondary source contains data that have been gathered by someone other than the original source. Typically, the initial purpose for collecting the data differs from the intended purpose for which one will utilise them. The extent and nature of these variations primarily dictate the suitability (the quality) of the source for statistical purposes. This examines the primary variables that contribute to the usefulness of a source (Daas & Arends-Toth, 2012).
 Each and every piece of information will be acquired from pre-existing sources, which include information that has previously been posted and published, such as books, journals, websites, articles, newspapers, and so on.
 It is recommended to use the four-part PICO model to build search strategies for systematic reviews in order to obtain exact answers. This model helps structure the searches effectively. The PICO tool is designed to analyse the Population, Intervention, Comparison, and Outcomes of a typically quantitative publication (Methley et al. 2014).
 To ensure that a systematic review is useful to users, authors must provide a transparent, comprehensive, and precise account of the review's rationale, methodology for identifying and selecting studies, and findings, including the characteristics of contributing studies and meta-analyses. This is aided by the PRISMA Checklist, which provides authors with the most recent reporting guidelines (Page et al. 2021).
 
(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	N/A
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	
N/A 

(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☒
	☐

	13
	A resilient Wales
	☒
	☐

	14
	A healthier Wales
	☒
	☐

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☒
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☒
	☐

	18
	A globally responsible Wales
	☒
	☐

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☒

	
	
	No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
N/A

(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	


(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
N/A

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
N/A
(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐x

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐x

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☒
	☐

	6
	University computers?
	☒
	☐

	7
	Private company computers?
	☒
	☐

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:

	☒
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	
	Date:16th February 2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dennis Pepple
	Date: 2nd July 2024

	3
	Signature:
	
DGP
	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☒
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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INTRODUCTION:
 Women are becoming an important part of the diverse workforce, not only contributing to their families' financial well-being but also pursuing career prospects in industries previously dominated by men. Furthermore, males are not only challenging established gender roles, but also exploring new opportunities in their working lives. As a result, some gender issues that were formerly only of interest to women are now also of concern to men (Delaat,2007).
 Women are becoming an important part of the diverse workforce, not only contributing to their families' financial well-being but also pursuing career prospects in industries previously dominated by men. Furthermore, males are not only challenging established gender roles, but also exploring new opportunities in their working lives. As a result, some gender issues that were formerly only of interest to women are now also of concern to men (Delaat,2007).
 BACKGROUND:
The 1990s saw a surge in workforce diversity research at the organisational level due to the growing trend in HR research to find a relationship between HR practices and organisational success. The business case for diversity, which showed a link between diversity and organisational success, was the focus of the recent, concurrent boom of study. However, these studies' findings—which have mostly focused on linear diversity-performance relationships—have been contradictory. The gender diversity of the workforce is rising dramatically. Specifically, the workforces in industrialised nations exhibit an unparalleled degree of gender diversity, and it is anticipated that this pattern will continue (Ali, Metz & Kulik, 2007). 
 On Census Day, March 21, 2021, 27.8 million adults (57.2%) aged 16 and up were employed. This figure encompassed the entire adult population, disguising the disparities in labour market performance among different population groups. Females had a lower employment rate (53.2%) than men (61.4%). Males also had a slightly higher proportion of all those in employment (52.0%) than females (48.0%), despite the fact that there are fewer males (48.4%) than females (51.6%) in the adult population.  Even if there is a little disparity between female and male workers, the difference is relatively small (Census, 2021).
RESEARCH PROBLEM: 
 By their very nature, knowledge databases are designed to record and influence the most efficient methods of business operation. Within the Guide to the Project Management Body of Knowledge (PMBOK), there is a significant prevalence of gendered ideas that are founded on masculine cognitive patterns (Thomas & Buckle-Henning, 2007).
 The profession of project management is experiencing the emergence of potent complimentary forces. However, the field of project management is currently experiencing a process of development and growth, expanding to include both technical and interpersonal skills. Contemporary gender studies argue that these different skill sets are based on reasoning systems that are fundamentally and inevitably influenced by gender. The area of project management has been described as a "male-dominated profession." Given the contemporary circumstances of the profession, which involves a growing need to handle expectations, relationships, and trust, this behaviour is being challenged.  Academics are noticing a shift in this profession from a technology and control-based discipline to one that prioritises relationships and learning. The growing acknowledgement of feminine capabilities, as supported by literature in the domains of organisational theory, management, and the sciences, seems to be associated with the inclination to embrace the gentler aspects of project management (Buckle & Thomas, 2003).
RESEARCH AIMS:
  With a particular focus on females working in the role of project managers rather than primarily as project coordinators, the purpose of this research is to have an impact on and support gender diversity in the field of project management.
 When an individual employed in project management within the construction sector characterises it as "Pale, Male, and Stale," it is evident that the fundamental concepts of diversity and inclusion have a significant amount of progress to make. It is possible that the transformation in our work processes will serve as a trigger for this to happen. This assertion would be supported by a quick review of workforce statistics, which would suggest that it is not exclusive to the construction sector. It is conservatively approximated that only 30% of individuals involved in project management are women. However, it is speculated that this figure may be closer to 20%. It is evident that the proportion of women employed in project management is disproportionately low, given that approximately 48% of the workforce is composed of women. Although the concepts of diversity and inclusion in the workplace are not new, employers are increasingly acknowledging their importance. In general, employees desire to work for organisations that prioritise their voices. Consequently, organisations that implement robust diversity and inclusion initiatives are perceived as those that prioritise their employees' feedback and are therefore more desirable to work for (Triance, 2022).
RESEARCH OBJECTIVES:
 The objective of this work is to investigate the extent to which gender diversity affects the outcome of a project within a project management team.




 
	Industry
	Male
	Female

	Information Technology
	78%
	20%

	Financial Services
	69%
	29%

	Construction
	86%
	13%

	Consulting
	75%
	24%

	Manufacturing
	81%
	17%

	Energy
	83%
	17%

	Telecom
	77%
	22%

	Government
	72%
	26%

	Healthcare
	59%
	41%

	Automotive
	81%
	18%

	Training / Education
	62%
	37%

	Aerospace
	82%
	17%

	Transportation / Logistics / Distribution
	83%
	16%

	Source: PM Annual Global Survey on Project Management, 2022.
	
	


The data above demonstrate the disparity between female and male dominance in project management. The goal is to determine whether the difference is due to performance.
7. To conduct a systematic review showing the gender diversity project teams results in effective project outcomes.
8. To show the value of gender diversity in project teams.
9. To understand how gender divers impacts in project teams. 
[bookmark: _Toc170747779]RESEARCH QUESTIONS:
1. Why is there such a significant gender difference in project management, notably between male and female project managers?
2. What is the effect of having a diverse range of genders in project management on the outcomes of projects?
3. When compared to a male, does the presence of a woman in the role of project manager have an impact on the final result of the project?
[bookmark: _Toc170747780]LITERATURE REVIEW: 
 According to The University of Edinburgh (2024), literature review is piece of academic writing known as a literature review is a piece of writing that has the purpose of demonstrating knowledge and understanding of the academic literature on a particular topic while also putting it into perspective.  A critical evaluation of the content is included in a literature review, as opposed to a literature report, which is a report on the literature. In addition to being a kind of writing, it is also a review of the literature. 
 At first glance, what I could learn concerning gender diversity in project management teams is mainly tied to culture, such as over the past five years, there has been a fundamental shift in the theory and implementation of team integration. This transformation has been motivated by the increasing requirements of working in multicultural teams and a deeper comprehension of cultural difficulties and diversity in the globalised construction industry. The literature analysis indicates that the construction sector in both developed and developing nations faces a challenge in improving its performance in people management. This can be achieved by prioritising the development of multi-cultural team working skills (Ochieng, 2008). Or, the investigation of culture and management is ongoing, and there are occasional socio-psychological viewpoints that uncover new cultural orientations that are significant to management practices (Zein, 2016), and the examples can lead on. 
 In spite of the fact that the scope of the research is really broad and can range from a straightforward business to a comparison of the cultures of other nations in terms of project management, the element that I am looking for is gender diversity and how it influences the outcome of a project. Even if they talk about gender diversity, they still do not talk about the outcome of the projects based on gender, but more on how companies are trying to include women more, for example, over the course of the last several years, there has been a continual focus placed on the necessity of diversity and gender equality in the field of technology. It has been discovered that competencies that are diverse and inclusive are beneficial in order to effectively solve problems and exercise leadership. This will allow for more effective problem solving and leadership. Businesses that have traditionally been dominated by men have been publishing statistical data on their workforce makeup in an effort to reduce the level of stereotyping throughout the technology sector. Policies that aim to improve the proportional representation of women, improve the engagement of employers, and boost the level of commitment to eliminating discrimination are now being implemented. These policies are currently being implemented (Bennaceur et al., 2018).
 All of the evidence mentioned previously demonstrates that there is a gap in the literature, and people do not discuss much about the outcome of a project based on gender diversity in the United Kingdom. This could be due to the fact that women have only just begun to enter that sector, and there is not as much data accessible.
[bookmark: _Toc170747781] RESEARCH METHODS: 
  Science is based on research procedures. They are the approach of acquiring methodical knowledge. Pause to consider knowledge. How do you "know" these things? One approach to learn is through personal experience. Personal experiences are profound and significant, yet they are also confined. If you generalise what is true for you, you risk overgeneralizing and drawing incorrect conclusions for everyone. Another keyway to learn is from others—parents, teachers, books, television shows, news, and social media. This "second-hand" knowledge originates from a variety of sources and is frequently more than one step away.  Instead of having to learn everything yourself, inheriting humanity's vast knowledge makes life easier. Learning about research, reading examples, and conducting research may change your perspective on information acquisition (Patten & Newhart, 2017).
 According to Firdaus et al. (2021), during the 20th century, the philosophical foundations and social theories were the primary sources of development for both quantitative and qualitative research methods. Different paradigms, theories, styles, and paradigmatic assumptions related to research are shown by the two research methodologies that have been discussed above. Every one of them has their own set of advantages and disadvantages, their own research themes and problems, and they approach social reality from a variety of different points of view. 
 This study will undertake a qualitative literature review, as it will be focused on analysing and integrating existing research findings. Furthermore, ethical considerations are taken into account to prevent any prejudices. Furthermore, an ethics document has been filled out.
[bookmark: _Toc170747782]TIMELINE: 
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[bookmark: _Toc170747783]Own sourced timeline chart
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SOCIAL EXPECTATIONS


PROJECT OUTCOME


PROJECT MANAGEMNET EXPECTATION



MANAGEMENT STYLE


ALMOST ALL LITERATURE SHOWS THAT MALE AND FEMALE HAVE VERY SIMILAR MANAGEMENT STYLES


DECISION MAKING


SO FAR THE RESEARCH SHOWS THAT EVEN IF THERE MIGHT BE A SLIGHT DIFFERENCE WHEN IT COMES TO DECISION MAKING BETWEEN MALE AND FEMALE, THE THE MAIN AND PREDOMINANT STEPS ARE THE SAME ONES


CONFIDENCE


IT SHOWED THAT MEN WILL APPLY FOR A JOB EVEN IF THEY DO NOT MEET ALL THE CRITERIA, WHILE WOMEN WILL NOT DO IT UNLESS THEY KNOW FOR SURE THEY MEET ALL THE CRITERIA IN THE JOB DESCRIPTION
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