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Abstract 

The purpose of this study is to determine, taking the “glass ceiling” into account, which 

factors contribute to the ideas of top education executives regarding women in the workplace 

and to identify whether these ideas vary depending on the executives‟ demographic profile. 

This research included top state high school executives from Istanbul. An important 

conclusion was that the participants took into consideration only the “executive” qualities of 

the women in their workplace. In other words, they were already thinking about women in 

executive positions when participating. The participants had positive opinions regarding 

female executives and thoughts on the ability of female executives to create a balance 

between home and work. To a significant extent, these ideas varied depending on the 

participants‟ gender. When considering the participants‟ number of children, the ideas also 

generated differences. Age and marital status did not influence the participants‟ ideas about 

female executives. 

Keywords: Education, executive, gender, glass ceiling, Turkey 

 

1. Introduction 

Today‟s socio-economic environment expects that people will display proper behavior 

according to their financial realities, and that each will, therefore, become a financial-rational 

person. Whatever their demographic characteristics, people are generally obligated to work 

and, therefore, find themselves in workplace environments. At the same time, differences in 

demographics and world views cause some people to encounter invisible impediments in 

their careers. These invisible impediments are broadly known as a “glass ceiling,” and one of 

the main causes of the glass ceiling is gender differences. 

 

A “glass ceiling” is a concept extensively recognized in the literature. Although this concept 

is utilized differently depending on the field studied, it comes up relatively seldom in 

reference to the field of education. Moreover, within the studies that address this subject in 

the context of top executives‟ views, the education field is rarely mentioned in the literature. 

This study is meant to expand the low number of studies related to the concept of a glass 

ceiling in the education field.   

As mentioned earlier, some employees experience a series of invisible obstacles driven by 

gender differences in the workplace. For this study, these invisible obstacles -- known as a 

glass ceiling -- were taken into consideration and data were collected from top state high 

school executives within eight different districts of Istanbul. The purpose was to reveal the 

ideas of these executives about women in the workplace, and to identify how the participants‟ 

demographic features influenced these ideas. One of the conclusions reached was that the 

participants exposed their ideas about women in the workplace by considering them as 

executives. These ideas were based on positive opinions about female executives, and on the 

thoughts related to female executives’ ability to create a home-work balance. 

 

With respect to these factors -- positive opinions about female executives and thoughts related 
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to female executives’ ability to create a home-work balance -- the participants‟ gender drove 

large differences in their responses. The participants‟ number of children also influenced their 

responses. However, age and marital status did not create any differences in their ideas about 

female executives. Moreover, while the participants felt that female executives‟ sacrifices and 

competencies were appropriate to their executive jobs, the participants displayed a relatively 

more negative response with respect to female executives‟ ability to create a balance between 

work and home.   

 

2. The Concept of Glass Ceiling 

 

The term “glass ceiling” is often encountered in both the academic and the business worlds 

and is mentioned in various ways. According to the literature review, the glass ceiling concept 

was first introduced by Hymowitz and Schelhardt in 1986. As defined by these two scholars, 

the glass ceiling is any type of justification based on issues of race, religion, gender or sexual 

orientation, that prevents women (and people, in general) from promotion in their workplaces 

and overall in their careers. The glass ceiling, in this definition, also includes all actions based 

on these justifications. Noe (2010) defines it as an obstacle that prevents promotion to higher 

positions in businesses. 

 

In studies from Turkey, the glass ceiling concept is also subject to different definitions. For 

example, The Confederation of Turkish Employer Unions describes the glass ceiling as any 

type of obstacle that impedes women from being promoted, especially to top management, 

regardless of their achievements or abilities; these obstacles are not clearly seen and are 

almost impossible to overcome (Turkish Confederation of Employer Associations, 2002). 

Aytaç (2005), on the other hand, while defining the glass ceiling as a type of arbitrary 

obstacle preventing women from reaching top management positions in business, also sees it 

as the obstacles women encounter due to the glass ceiling phenomenon and the ceiling they 

hit when advancing to senior positions in the business enterprise. Fettahlıoğlu and Çelik 

(2007) make a similar definition by considering the glass ceiling as either a barrier occurring 

between women and positions in top management or as an invisible and insurmountable 

obstacle. Whether a barrier or an obstacle, the glass ceiling prevents women from advancing 

regardless of their abilities and performance.  

 

An important issue that draws attention in the literature is the emergence of a series of other 

concepts that are closely related to the glass ceiling. One of these concepts is “diversity 

management.” This concept is defined, in its simplest form, as the process of steering people 

with different preferences and characteristics to cooperate within certain balances in the 

workplace environment in order to ensure the most profit for the business (Lockwood, 2005). 

Some of the studies dealing with this concept argue that integrating workers with different 

characteristics and preferences leads to a number of positive results (e.g., Friedman & Ammo, 

2002; Hitt, Tihanyi, Miller, & Connely, 2006; Stoner & Russell-Chapin, 1997), while others 

believe such integration to be harmful to the business (e.g., Okun, Fried, & Okun, 1999). The 

mixed results of these studies, which cover different fields, countries and time periods, reveal 
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the necessity of paying attention to the particular circumstances of members‟ differences 

when administering an enterprise. 

 

Two other concepts related to the glass ceiling are “nepotism” and “cronyism.” Each of these 

concepts can be defined in the shortest form as “favoritism,” “preferential treatment” or 

“pulling strings” (Pektaş, 1999). In other words, nepotism and cronyism occur when a person 

is assigned to a position without his or her superiors considering factors such as skill, capacity, 

success or education level, but instead, using the criteria of blood relationships, friendship or 

citizenry (Özsemerci, 2005). “Nepotism” refers to appointments based on blood relationships, 

whereas those based on friendship or fellow citizen favoritism are called “cronyism” 

(Özsemerci, 2005). 

 

Another concept that may be mentioned is “the pink ceiling,” which is a particular type 

within the glass ceiling concept (Arwood, 2005). According to this concept, some people in a 

working environment find themselves under pressure and exclusion in their career 

development because of their sexual orientation -- pressure and exclusion that rise from the 

societal prejudices aimed at these people (Gonsiorek & Weinrich, 1991). According to some 

studies (e.g., Bockting & Cesaretti, 2001), these prejudices occur not only because of sexual 

orientation, but also because of religious and relational preferences. 

 

The “glass cliff” concept may be seen as a continuation of the glass ceiling concept (Connoly, 

2004). Ryan and Alsam (2007) describe the glass cliff as a form of discrimination. According 

to the glass cliff concept, those workers who overcome the glass ceiling obstacle -- and 

therefore break it -- to reach top positions, may start to face unjustified behaviors and 

responsibilities. In this context, it means that some employees in top management positions 

are given riskier and more challenging assignments than their co-workers in similar positions 

(Connoly, 2004). For example, Reskin and Ross (1990), who reach a conclusion supporting 

the glass cliff, show that female top executives are not staffed or remunerated according to 

the degree of their authority. 

 

2.1 The causes of the glass ceiling 

According to the literature, the glass ceiling encountered by women has many causes across 

several levels. One approach (Fettahlıoğlu & Çelik, 2007) claims that these causes are 

broadly divided into two particular causes: the ones created by the working women 

themselves and the ones stemming from environmental factors.  

 

More detailed, up-to-date studies about the glass ceiling and its effect on women also show 

that that it can have various causes. These causes include (Akdöl, 2009): the presence of a 

male-dominated cultural organization, stereotyped attitudes towards gender, the women‟s 

inability to enter the communication webs and informal groups inside the business 

organization, the lack of mentorship and role models for working women, the differences 

perceived between men‟s and women‟s management styles, and negative attitudes towards 
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women.  

 

Table 1 includes some of these causes according to research performed by an official Turkish 

organization. 

 

Table 1. The reasons for the glass ceiling impeding working women 

 Causes stemming from 

individual factors 

Causes stemming from 

organizational factors 

Causes stemming from 

social factors 

Assuming multiple roles Cultural organization Professional segregation 

Women‟s personal choices 

and perceptions 
The organization‟s politics 

Stereotyped preconceptions 

associated with gender 

 Lack of mentorship  

 
Inability to access to informal 

communication webs 
 

 

Source: General Directorate on the Status and Problems of Women (1998). IV. Dünya Kadın 

Konferansı Sonuçlarının Uygulanması ve İzlenmesine İlişkin Ulusal Eylem Planı [The 

national action plan to perform and monitor the results of IV. World Woman Conference]. 

Ankara, Turkey: General Directorate on the Status and Problems of Women Publications. 

 

A literature review reveals that most explanations for the glass ceiling refer to others‟ 

perceptions that hiring females as administrators is disadvantageous. One such study is that 

by Tomaskovic-Devey (1993). This study reveals that during recruitment, though the 

candidates‟ knowledge and experience are taken into account, other aspects -- such gender 

and race -- may be considered as well. Another conclusion in this study is that males are 

favored in terms of recruitment. 

 

When considering promotion inside the business, scholars who deal with gender differences, 

such as Ruderman, Ohlott, Panzer, and King (1999) or McDonald and Hite (1998), conclude 

that males are more likely to be promoted. The reason for this conclusion is the belief that 

males are more professional and that their managing skills are stronger. A similar result was 

reached by Morrison, White, and Van Velsor (1994), who argue that male workers are 

evaluated mostly according to their personal features and achievements, while for females, 

the negative perceptions of their gender intervenes. 

 

According to some studies (e.g., Buzzanell, 1995), the notion of “discrimination” represents 

one of the reasons for a glass ceiling. Discrimination reveals itself in matters such as different 

remuneration or position even when the employees are equivalent in terms of attributions or 

efficiency. To describe discrimination another way, it would be a situation where the result of 

a behavior towards one person or a group is not equivalent to the result of the same behavior 

in relation to some other person or group, because of age, race, color, nationality or ethnic 

origin, gender, pregnancy, marital status, handicap, sexual orientation or some other personal 

feature (Topbaş, 2003). When analyzed as a cause for the glass ceiling, sexual discrimination 
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becomes one of the most striking types of discrimination. Sexual discrimination can be 

expressed as a person‟s behavior towards a man or woman based on gender, which is more 

negative or less positive than the same person‟s behavior toward the other sex, and/or as 

discriminative effects of actions taken, which look to be fair, upon a man or woman (Ağca & 

Yalçın, 2009). From a female perspective, sexual discrimination represents any 

segregation, privation or constraint that is gender related and that annihilates or impedes the 

ability to know, use or benefit from gender impartiality in political, economic, cultural, 

marital and other human rights or basic freedoms (Tuskan, 2007). 

 

In a study conducted by Catalyst and Opportunity Now (2000), female top executives were 

asked what type of difficulties they have encountered in their careers. Almost 85% of the 

participants stated that their biggest complaint was regarding the obstacles they have faced 

because of their gender. In a similar manner, Catalyst (2002) conducted a study in 20 

European states about the problems female top executives have encountered in large business 

organizations. More than half of the participants believe that the problems that occur are 

predominantly caused by gender. 

 

Within the literature review, Heilman‟s (1995) study on negative attitudes directed to female 

workers is striking, and the scholar puts forward the “lack of fit” model. Executives --during 

recruitment or at promotion -- have various expectations related to work from candidates and 

employees. Attributes like ambition, success, focus and skill are mostly expected from men; 

assessing women as not being able to deliver on such expectations or, in other words, not 

being fit to do the job, may cause the glass ceiling.  

 

As mentioned before, a prominent reason for the glass ceiling is preconceptions based on 

gender. Also some mental processes create preconceptions and attitudes related to the concept 

of “stereotyping.” Stereotyping creates incomplete or incorrect perceptions about other 

people and may lead to placing people in undeserved social (or official) positions within a 

community or a group. Moreover, due to this phenomenon, people, rather than showing an 

effort to understand the other, assume clichés as a fact or accept ready-made judgments 

(Schneider, 1996). Stereotyping is not only negative, but it can also lead to positive 

judgments. However, the negative potential stems from not evaluating people exposed to 

stereotyping well enough (Schneider, 1996). The judgments directed at women in a 

workplace environment and the stereotyping that they face may be based on gender, and this 

stereotyping may be caused by the business organization‟s employees or managers, the 

organizational culture, or even the country‟s culture (Elmuti, Lehman, Harmon, & Lu, 2003). 

 

When dealing with issues such as management and promotion in a working environment, the 

studies within the literature often address two main subjects: the qualities of an ideal 

executive and the stereotyping of women in the workplace. Most of the studies regarding the 

ideal executive‟s qualities reveal results that include male characteristics. For example, the 

study of Schein, Mueller, Lituchy, and Liu (1998) approaches management science students 

from Japan and China and asks about the qualities of an ideal executive. The results show 
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that executives, particularly mid-level executives, should have qualities that are generally 

considered masculine. What is striking in this study is that female students generally assert 

the same idea, though not as strongly as male students. Willemsen (2004) asks a series of 

management studies students from Holland about the qualities of an ideal executive. The 

results, grouped as male, female and neutral qualities, show that most of the qualities chosen 

are neutral characteristics, and the second most chosen are male. Antal and Izraeli (1993) 

analyze the female executive issue on an international scale. They affirm that one of the most 

important problems -- even in the developed countries -- is that even female executives 

associate leadership with being male. In a similar study, Izraeli and Adler (1994) reveal that 

executive features are stereotyped differently in different cultures, but these different features 

are generally male (ambition, combativeness, rigorousness, etc.). 

 

Heilman, Block, Martell, and Simon (1989) study stereotyping of women in the workplace 

environment. When asked about the attitudes regarding female executives, the study reveals 

the existence of a clichéd perception of male executives towards female executives, citing 

qualities such as weak analytic sense, emotional instability or weaker leadership skills. Owen 

and Todor (1993) ask human resource management and business management students about 

their views of female executives. Their result shows that human resource management 

students show a more positive attitude towards female executives‟ skills; however; the results 

still expose the presence of stereotyping regarding female executives.   

 

Research conducted by the United States of America Federal Glass Ceiling Commission 

(1995) reveals stereotyping of female workers. The study reveals beliefs that female 

employees cannot compete because their work commitment is less than that of male 

employees, that they are unable to comply with long working hours, and that they are more 

stressed. The report identifies such clichéd beliefs as forming a glass ceiling that holds back 

female employees. 

 

In a similar manner, research conducted by Catalyst (2006) in Europe addresses how gender 

differences influence perception with respect to issues of management and leadership. This 

research includes the 50 business organizations with the highest market values in Europe, as 

designated by the European Commission, and reveals different perceptions regarding male 

and female executives. While women are perceived as more supportive and cooperative, men 

are seen as more focused on work and performance. Women are thought to posses more 

power to influence the male top management. Men are perceived to be better at problem 

solving. In short, in the workplace environment, men are stereotyped as “go-getters” while 

women are “caretakers.” The study uses business organizations from different European 

countries and approaches culture as a variable; it reveals that, except for minor differences, 

the stereotyping does not change across cultures.     

 

Considering all these points, it can be asserted that there exists a general preconception that 

men are more suitable managers than women. This preconception shows that, when it comes 

to attitudes regarding matters such as promotion and management, women receive less 
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assistance than men. For example, Lockwood (2004) reaches the conclusion that businesses 

prefer men to be mentored, which is important for promotion and experience. Marjamaa 

(2004) approaches the phenomenon of female executives breaking the glass ceiling through 

mentorship. The study shows that the female executives were not formally able to take 

enough advantage of mentorship and similar counseling activities from their business 

organizations, but were able to find mentors through their own private web of social 

connections. McGuire (2002) analyzes the attitude towards women breaking the glass ceiling. 

This result shows that even top-level executive females usually break the glass ceiling 

without enough support from the top-level executives‟ web of social connections. Ibarra 

(1993) is a researcher who approaches the subject in a more general manner and analyzes the 

access of women and minority groups to support from inside business organizations. She 

reaches the conclusion that women break the glass ceiling without enough help. Milliken and 

Martins (1996), addressing the same topic, contend that the dominant groups within the 

organizations are not supportive of female employees and minorities and, therefore, argue 

that an accommodation process should take place in order to facilitate the work of women 

and minorities.  

 

The preconceptions regarding women within the workplace are, to a certain extent, connected 

to their social roles as well. With women‟s growing role in the workforce, other aspects of life 

have changed, such as the reorganization of tasks between husband and wife or the 

reassigning of responsibilities such as child care and house maintenance to family elders or 

hired help. Nevertheless, this evolution hasn‟t removed the perception of a woman‟s role as 

wife and mother (Kocacık & Gökkaya, 2005). The perception that a woman cannot maintain 

both her personal and her business role is one cause of the glass ceiling (Bedük, 2005; Gediz, 

2001; Kocacık & Gökkaya, 2005).  

 

Moreover, prejudgments directed at female employees are influential, particularly when it 

comes to roles related to family or to physical appearance changes, such as the belief that a 

pregnant woman will have to interrupt or leave her job, and thus the business will not be able 

to benefit properly from that woman‟s human capital (Kocacık & Gökkaya, 2005; Tuna, 

2009). Particularly under the pressure of male-dominated environments, the idea of women 

working to support their families may lead to the result of perceiving women as a spare labor 

force (Kaya, 2009). In short, there is an inclination to regard women primarily in respect to 

their family roles and then in regard their workplace environment. That is why, even when 

there are many possible ways for women to achieve their career objectives, they first have to 

face the expectations of their husbands, children and parents (Mercanlıoğlu, 2009). 

 

It is pertinent to mention the studies made with respect to the topic of the glass ceiling in 

Turkey. Akçamete (2004) approaches the subject of male and female executives within the 

banking sector, the attitudes toward women being top-level executives and the glass ceiling. 

The participants reveal a close connection between gender and attitudes related to females 

being top-level executives; the conclusion reveals a more positive attitude towards men in the 

same positions. Another conclusion, however, shows that the participants‟ other features -- 
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such as age, children or experience -- are not related with their attitudes towards women 

being top executives.  

 

Anafarta, Sarvan, and Yapıcı (2008), in research at the accommodation companies in the 

province of Antalya, reach the conclusion that the perception of a glass ceiling cannot be 

explained with a single factor or reason, but requires a combination of factors. Even though 

female executives working in these accommodation companies believe their own careers and 

positions to be more important than factors such as marriage or children, they state that they 

have constantly experienced the glass ceiling problem and have been exposed to 

discrimination.   

 

This study brings to attention the ideas about female workers within the education field. In a 

report published in February 2011 by the Turkish Republic Prime Ministry Directorate 

General on the Status of Women (2011), the following conclusions about women workers 

within the education field draw attention: 

 During the academic year 2009-2010, 95% of preschool teachers, 52% of primary 

teachers and 42% of gym teachers were women. According to these numbers, except 

for higher education, female teachers dominate the education field. 

 In spite of female teachers being predominant in the education field, except for higher 

education, it can be seen that the percentage of female executives is very low. 

Looking at the executives of the institutions within the education field mentioned 

above, only 9% are women.   

 Within the higher education academic staff, the percentage of females among all 

employees is approximately 39%, which is higher than in many other countries. 

However, comparing the higher education field with the percentages of the other 

education fields, the number of female top executives is considerably lower. For 

example, the percentage of women is 5% of all university rectors, and 15% of all 

faculty deans.  

 

 

3. Research on Top Level Executives within Secondary Education Institutions and 

their Ideas towards Women in the Workplace Environment 

 

This research was conducted in eight different districts of Istanbul: Bağcılar, Bahçelievler, 

Bakırköy, Bayrampaşa, Esenler, Fatih, Güngören and Sultangazi. The participants were 

top-level state high school executives; they were asked about their ideas regarding women in 

the workplace environment. The purpose of this research was to reveal what factors their 

ideas were based on and to identify whether various demographic features of the participants 

(gender, age, marital status and number of children) created a difference in these ideas. A 

survey was conducted with the purpose of registering the participants‟ ideas. For the survey‟s 

statements, two other Turkish studies were used. One of these studies developed a scale for 

measuring attitudes towards female executives (Berkman, 2005), while the other addressed 

the obstacles confronting women executives pursuing their careers (Karaca, 2007). The 
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authors simplified the statements used in each of these sources and clarified some of the 

statements‟ wording. During the implementation of this survey, top-level executives from all 

state high schools within the aforementioned districts (a total of 200 people) were considered 

as the population. Due to non-participation and partial responses, the total number of the 

participants was 185.  

3.1. The data’s statistical structure and reliability 

First, the authors had to determine the factors the participants based their ideas about women 

in the workplace environment. An exploratory factor analysis was applied to the data 

obtained from the survey, directed at this issue. According to the results, while the 

Kaiser-Meyer-Olkin (KMO) value was 0.916, the Bartlett test value was significant. 

Therefore, the data was appropriate for factor analysis. Four factors emerged regarding the 

participants‟ ideas about women in the workplace. However, one extracted factor had only 

one statement. Given that it is generally recommended to have at least three statements under 

each factor (Norman & Streiner, 2008), this factor was removed from the research. The 

remaining three factors explained 52.051% of the total variance. The names given to these 

three factors and the factor loads of each statement to its factor are shown in Table 2. 

 

Table 2. Factors and related factor loads with respect to ideas towards women in the 

workplace environment 

 

Rotated component matrix
a 

 

Positive 

opinions about 

female 

executives 

Thoughts related 

to female 

executives’ ability 

to create a 

home-work 

balance 

The perception 

difference towards 

males and females 

in the workplace 

environment 

Female executives are successful 

in forming the school and 

institutional culture. 

.799   

Females have enough social 

relationships to be executives. 
.797   

Female executives have enough 

organizational vision and 

mission. 

.776   

Female executives are successful 

in forming healthy relationships 

with their superiors and within 

the school environment. 

.725   

Females‟ skills are suitable for 

executive positions. 
.723   
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Female executives are inclined 

toward team work. 
.693   

Female executives are skilled at 

overcoming difficulties. 
.685   

Gender qualities shouldn‟t 

influence career opportunities. 
.579   

Females don‟t have problems in 

making themselves accepted by 

their superiors and subordinates. 

.553   

Females‟ emotional qualities 

provide an advantage for their 

managerial responsibilities.  

.544   

I don‟t think being an executive 

is a „man‟s job‟.  
.542   

I wish the top executives were 

females.  
.530   

Females are determined and 

assertive on matters of 

management.  

.514   

Female executives sacrifice their 

family and social lives when 

necessary.  

.414   

Having children does not impede 

the female executive‟s job.  
 .785  

Female executives are successful 

in creating a balance between 

their families and their jobs.  

 .727  

Female executives can carry out 

home and work life together.  
 .703  

Female executives can be good 

wives and mothers at the same 

time.  

 .697  

Families are sympathetic with 

female executives working late 

hours.  

 .560  

In management, women should 

not be given as many 

opportunities as men. 

  .758 

Women work in lower positions 

despite their skills.  
  .735 
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Schools and institutions are 

managed with a male-dominant 

perception.  

  .684 

Female employees take more 

medical permissions and days off 

than males.  

  -.475 

a. Rotation converged in 6 iterations. 

  

When applying the reliability analysis to the statements found under the three factors in Table 

2, the statements under the factor of perception of difference towards males and females in 

the workplace environment had a significantly low reliability value. Accordingly, for the 

following stages of the research, it is considered appropriate to not take this factor into 

account. Table 3 contains the results related to the reliability analyses. 

Table 3. The results of the reliability analyses  

 

Factor 

Statement 

number under 

each factor 

The factor’s 

Cronbach alpha 

value 

Positive opinions about female executives 14 0.925 

Thoughts related to female executives‟ ability to create 

a home-work balance 
5 0.845 

The perception of difference towards males and 

females in the workplace environment 
4 0.220 

All statements regarding positive opinions about 

female executives and thoughts related to female 

executives’ ability to create a home-work balance 

19 0.937 

 

The positive opinions about female executives factor reveals that female executives can make 

sacrifices for work, can be successful at creating social relationships in the workplace 

environment, do possess management skills, can make themselves accepted by the other 

employees, are competent in determining the organizational vision and the mission, and can 

form a cultural organization. In short, this factor emphasizes the statements regarding female 

executives‟ abilities from the perspective of their work and management responsibilities.  

 

 

Table 4. The averages and the standard deviations of the factor of positive opinions about 

female executives and its statements 

 

Factor/Statement Average Standard 

deviation 

Positive opinions about female executives 3.3718 .84319 

Female executives have enough organizational vision and 3.5838 1.15850 
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mission. 

Female executives are successful in forming the school and 

institutional culture. 
3.5730 1.09660 

Females have enough social relationships to be executives. 3.6378 1.11007 

Female executives are successful in forming healthy 

relationships with their superiors and within the school 

environment. 

3.4324 1.15015 

Females‟ skills are suitable for executive positions. 3.5568 1.21506 

Female executives are skilled at overcoming difficulties. 3.3514 1.12810 

Female executives are inclined toward team work. 3.5676 1.13110 

Gender qualities shouldn‟t influence career opportunities. 4.0162 1.13480 

Females don‟t have problems in making themselves accepted 

by their superiors and subordinates. 
2.9784 1.18394 

Females‟ emotional qualities provide an advantage for their 

managerial responsibilities.  
2.7514 1.25231 

I don‟t think being executive is a „man‟s job‟. 3.5946 1.43443 

Female executives sacrifice their family and social lives when 

necessary. 
3.1784 1.15888 

I wish the top executives were females. 2.8162 1.29328 

Females are determined and assertive on matters of 

management. 
3.1676 1.10779 

 

Table 4 shows the averages and the standard deviations of the factor of positive opinions 

about female executives and its respective statements. It appears that the participants 

generally agreed with the statements under this factor. While they mostly maintained that 

gender qualities shouldn’t influence career opportunities, it can be seen that they were less 

likely to support the notion that the top executives be females or that women’s emotional 

qualities provide an advantage for their managerial responsibilities. In general, the 

participants appeared to feel that it is difficult for females to make themselves accepted by 

superiors and subordinates in the workplace. The participants also diverged on the opinion 

that being an executive is not a “man’s job,” but were substantially uniform regarding the 

statement that female executives are successful in forming the school and institutional 

culture. 

 

As for the thoughts related to female executives’ ability to create a home-work balance factor, 

it states that, besides being able to carry out home and work life together and create a 

balance between their families and their jobs, the female executives are perceived to assume 

the wife and mother roles as well (Table 5).   

 

 

Table 5. The averages and the standard deviations of the factor of thoughts related to female 

executives‟ ability to create a home-work balance and its statements 
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Factor/Statement Average Standard 

deviation 

Thoughts related to female executives’ ability to create a 

home-work balance 
2.9459 .89764 

Female executives can carry out home and work life 

together. 
3.4378 1.19677 

Having children does not impede the female executive‟s job. 2.5189 1.19370 

Female executives are successful in creating a balance 

between their families and their jobs.  
3.1676 1.08298 

Female executives can be good wives and mothers at the 

same time. 
3.5514 1.22865 

Families are sympathetic with female executives working 

late hours. 
2.0541 .99307 

 

It is, however, revealed on Table 5 that even though the participants mostly support the idea 

that a female executive can also be a good wife and mother, it is clear that they did not agree 

that the female executives’ families sympathized with their working late hours. Furthermore, 

the participants‟ thoughts showed enormous diversity on the statement that female executives 

can be, at the same time, a good wife and mother, but showed some uniformity on the 

statement regarding families sympathizing with female executives working late hours.  

 

As mentioned before and as seen on Table 3, the perception difference towards males and 

females in the workplace environment factor has an unacceptably low reliability value, and so 

this factor has not been taken into account any further in the research. The authors argue that 

the cause lies within the content of the factor. The other two factors pay attention only to 

females‟ executive qualities and generally contain positive statements about their executive 

nature. However, the perception difference towards males and females in the workplace 

environment factor also takes into account females who are not executives (e.g., women work 

in lower positions despite their skills), and comprises statements that enclose negative 

elements towards women in the workplace environment (e.g., female employees take more 

medical permissions and days off than males; in management, women should not be given as 

many opportunities as men).  

 

3.2. The relationship between the participants’ demographic features and ideas towards 

women in the workplace environment 

 

As seen in the previous section, the participants‟ ideas about women in the workplace 

environment are statistically based on two factors. Next, the authors explored whether there 

were differences between these two factors‟ statements given the participants‟ demographic 

features.   

 

Specifically, the authors were concerned with whether each demographic feature of the 
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participants (gender, marital status, number of children and age) cause a difference in 

responses for each statement of the factors. In this respect, an analysis of variance (ANOVA) 

was applied between each demographic feature and each statement. Before each analysis of 

variance, the Levene test was used to investigate whether the variances were homogeneous. 

Only the statistically significant relationships (according to the ANOVA results) were 

transferred, together with the variables with homogenous variances in Levene test results (see 

Table 6, Table 7 and Table 8).  

 

One conclusion reached is that participants‟ gender created differences in many statements 

which generated positive opinions about female executives. Table 6 contains information 

related with this matter. 

 

Table 6. The statistically significant results of the ANOVAs of the statements which reflect 

positive opinions about female executives, according to the participants‟ gender 

 

ANOVA 

 

Female executives sacrifice 

their family and social lives 

when necessary. 

 
Sum of 

squares 
df Mean square F Sig. 

Between 

groups 
5.768 1 5.768 4.374 .038 

Within 

groups 
241.346 183 1.319   

Total 247.114 184    

Levene test value: .006; df1: 1, df2: 183; Sig.: .940 

Females are determined and 

assertive on matters of 

management. 

Between 

groups 
18.452 1 18.452 16.284 .000 

Within 

groups 
207.354 183 1.133   

Total 225.805 184    

Levene test value: 1.048; df1: 1, df2: 183; Sig.: .307 

Female executives are skilled 

at overcoming difficulties. 

Between 

groups 
32.186 1 32.186 29.162 .000 

Within 

groups 
201.976 183 1.104   

Total 234.162 184    

Levene test value: .334; df1: 1, df2: 183; Sig.: .564 

Females‟ emotional qualities 

provide an advantage for their 

management responsibilities. 

Between 

groups 
21.116 1 21.116 14.449 .000 

Within 

groups 
267.446 183 1.461   
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Total 288.562 184    

Levene test value: .025; df1: 1, df2: 183; Sig.: .874 

Female executives are 

inclined toward team work. 

Between 

groups 
30.554 1 30.554 27.295 .000 

Within 

groups 
204.851 183 1.119   

Total 235.405 184    

Levene test value: .002; df1: 1, df2: 183; Sig.: .961 

Females‟ skills are suitable for 

executive positions. 

Between 

groups 
52.816 1 52.816 44.166 .000 

Within 

groups 
218.838 183 1.196   

Total 271.654 184    

Levene test value: .407; df1: 1, df2: 183; Sig.: .524 

Female executives have 

enough organizational vision 

and mission. 

Between 

groups 
37.846 1 37.846 33.121 .000 

Within 

groups 
209.105 183 1.143   

Total 246.951 184    

Levene test value: .014; df1: 1, df2: 183; Sig.: .907 

Female executives are 

successful in forming the 

school and institutional 

culture. 

Between 

groups 
18.919 1 18.919 17.111 .000 

Within 

groups 
202.346 183 1.106   

Total 221.265 184    

Levene test value: .456; df1: 1, df2: 183; Sig.: .500 

Females have enough social 

relationships to be executives. 

Between 

groups 
28.164 1 28.164 25.955 .000 

Within 

groups 
198.571 183 1.085   

Total 226.735 184    

Levene test value: .241; df1: 1, df2: 183; Sig.: .624 

I don‟t think being an 

executive is a „man‟s job‟. 

Between 

groups 
51.613 1 51.613 28.886 .000 

Within 

groups 
326.982 183 1.787   

Total 378.595 184    
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Levene test value: .923; df1: 1, df2: 183; Sig.: .338 

  

According to Table 6, the participants‟ gender creates differences regarding an important 

aspect of their positive opinions about female executives. While the aforementioned opinions 

are based on a total of 14 statements, 10 of these statements differ depending on the 

participants‟ gender. To be more specific, the participants‟ opinions are: female executives can 

make sacrifices for work; they possess assertiveness, skill, organizational vision and mission; 

they are suitable for the executive position when it comes to their ability to form an 

institutional culture, their social relationships, their fit and their ability to work in a team. 

Differences appear in responses to these statements according to the participants‟ gender. 

 

In a similar manner, differences based on the participants‟ gender also come up in some 

statements regarding thoughts related to female executives‟ ability to create a work-home 

balance. Table 7 displays the relevant results of the analysis of variance data. According to 

this table, the participants‟ gender causes a difference in the thoughts about female executives’ 

ability to be effective both at home and in the workplace environment, and the ability to 

simultaneously perform the role of executive and that of wife and mother. 

 

Table 7. The statistically significant results of the ANOVAs of the statements regarding 

thoughts about female executives‟ ability to create a home-work balance, according to the 

participants‟ gender 

 

ANOVA 

Female executives can carry 

out home and work life 

together. 

 
Sum of 

squares 
df Mean square F Sig. 

Between 

groups 
16.605 1 16.605 12.306 .001 

Within 

groups 
246.930 183 1.349   

Total 263.535 184    

Levene test value: 1.404; df1: 1, df2: 183; Sig.: .238 

Female executives can be 

good wives and mothers at the 

same time. 

Between 

groups 
11.311 1 11.311 7.768 .006 

Within 

groups 
266.451 183 1.456   

Total 277.762 184    

Levene test value: .190; df1: 1, df2: 183; Sig.: .664 

 

 

To summarize, when looking at Tables 6 and 7, it can be seen that the participants‟ gender 

creates significant variation in ideas regarding female executives. Conversely, looking at 
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another demographic characteristic -- participant‟s age -- and applying the Levene 

(homogeneity of variances) and ANOVA tests, it is revealed that there is no difference either 

with the statements reflecting positive opinions about female executives, or with those 

thoughts regarding female executives being able to create a home-work balance. A similar 

result is found when evaluating the participants‟ marital status.  

 

In contrast to the results reached when looking at age and marital status, taking the 

participants‟ number of children into account once again creates differences in the responses. 

Table 8 contains the statements under each of the two factors, showing statistically relevant 

differences according to the participants‟ number of children.  

 

 

Table 8. The statistically significant results of the ANOVAs of the statements related to the 

positive opinions towards female executives and the thoughts about their ability to create a 

home-work balance, according to the participants‟ number of children 

 

ANOVA 

Those statements that reflect the participants‟ positive opinions -- according to their 

number of children -- towards female executives and show statistically significant difference.  

Females‟ emotional 

qualities provide an 

advantage for their 

managerial responsibilities. 

 
Sum of 

squares 
df Mean square F Sig. 

Between 

groups 
15.026 3 5.009 3.314 .021 

Within 

groups 
273.536 181 1.511   

Total 288.562 184    

Levene test value: .744; df1: 3, df2: 181; Sig.: .527 

Females‟ skills are suitable 

for executive positions. 

Between 

groups 
16.878 3 5.626 3.997 .009 

Within 

groups 
254.776 181 1.408   

Total 271.654 184    

Levene test value: .153; df1: 3, df2: 181; Sig.: .928 

ANOVA 

Those statements that reflect the participants‟ thoughts -- according to their number 

of children -- about female executives being able to create a home-work balance and show 

statistically significant difference.  

Female executives are 

successful in creating a 
 

Sum of 

squares 
df Mean square F Sig. 
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balance between their 

families and their jobs. 

Between 

groups 
10.653 3 3.551 3.133 .027 

Within 

groups 
205.152 181 1.133   

Total 215.805 184    

Levene test value: .725; df1: 3, df2: 181; Sig.: .538 

Female executives can be 

good wives and mothers at 

the same time. 

Between 

groups 
12.400 3 4.133 2.819 .040 

Within 

groups 
265.362 181 1.466   

Total 277.762 184    

Levene test value: 1.597; df1: 3, df2: 181; Sig.: .192 

 

In Table 8, the participants show differences regarding opinions related to female executives’ 

emotional features and abilities, depending on their own number of children. A similar result 

can also be seen with respect to female executives creating a home-work balance and with 

respect to their ability to perform different roles. 

 

4. Conclusion 

 

This study addresses ideas regarding issues such as female executives‟ presence in the 

workplace environment, their work and their management of responsibilities while taking 

into account the glass ceiling concept. It analyses the factors these ideas are based on and 

whether the statements related to these factors show differences according to the participants‟ 

demographic features.  

 

As one of the results revealed, the participants stated their ideas by considering the qualities 

and skills of women for executive positions. In other words, all the factors that came out -- 

based on the participants‟ ideas -- predominantly regarded the females‟ executive qualities. If 

one considers that the study addresses the glass ceiling concept and that it focuses on female 

executives, it can be said that the factors revealed, which incline towards the women‟s quality 

of being an executive, are within the expectation limits. 

 

According to another result, the participants‟ gender generated differences between ideas 

related to female executives. Ten out of fourteen statements regarding the positive opinions 

directed toward female executives displayed differences according to the participants‟ gender. 

As mentioned before, these ten statements were inclined towards women being competent for 

the executive job. Therefore the participants -- according to their own gender -- had different 

beliefs regarding women executives‟ competence. In a similar manner, considering the 

thoughts regarding female executives balancing work and home life and performing different 

roles, the participants‟ responses again showed differences depending on their gender. The 

result of gender creating significant differences between the participants‟ ideas is similar to 
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results seen in the literature review. As pointed out earlier, according to the literature review, 

one of the causes of the glass ceiling is the preconception that women are not competent on 

matters of managing and finishing tasks. Moreover, some studies go so far as to claim that 

women are, in fact, divided between home and work responsibilities, are forced to assume 

many different roles and consequently, are not able to dedicate themselves to the workplace 

environment. This research concludes that the statements which show difference between 

genders are basically analogous with the claims and conclusions found within the literature 

review.  

 

In contrast to the participants‟ gender, their age and marital status did not generate any 

differences in thoughts towards female executives creating a home-work balance. One of the 

authors‟ expectations was that marital status, in particular, would create a difference in these 

thoughts. To be more specific, depending on whether the participants were married, single or 

widowers, it was expected that they would have different thoughts regarding themselves or 

their spouses performing different roles simultaneously at home and at work, and 

consequently, regarding their ability to create a home-work balance. However, as mentioned, 

the results of the research did not meet this expectation.  

 

A striking result is seen when the participants‟ own number of children was considered. With 

respect to this feature, differences occurred regarding the thoughts about female executives 

creating a home-work balance and performing different roles. Therefore, it may be assumed 

that the female executives‟ role as mother is considered more important than that as wife. The 

opinions related to the female executives‟ emotional advantages and the necessary skills for 

the executive job also differed according to the participants‟ number of children. This 

difference may have various causes. The participants may have thought that taking care of 

their own children is a serious responsibility and, therefore, that women, carrying out similar 

childcare responsibilities would behave equally responsibly regarding executive matters. 

From another point of view, the participants, thinking of themselves or their spouses, may 

believe that women who perform the mother role are stronger from an emotional perspective; 

this belief may carry over into the workplace environment. 

 

In summation, the study reveals the opinions of top state high school executives regarding 

women‟s presence in the workplace. These beliefs are based on two factors and the study 

reveals that they are directed only towards the executive qualities of women. The 

participants‟ gender created substantial differences when it came to positive opinions about 

female executives and the thoughts about their ability to create a home-work balance; the 

participants‟ number of children, in contrast, created only a small difference in the same 

opinions and thoughts. The other demographic features (marital status and age) did not bring 

forth any differences.  

 

As mentioned before, the positive opinions towards the notion of female executives contain 

statements of positive quality related to women‟s competencies and sacrifices. Another 

conclusion reached was that the participants agreed with these positive qualities. In 



International Journal of Human Resource Studies 

ISSN 2162-3058 

2012, Vol. 2, No. 4 

www.macrothink.org/ijhrs 146 

consequence, they thought that female executives, from the perspective of their jobs, are both 

capable and devoted. Nevertheless, the participants approached the issue of female executives 

being able to create a balance between home and work with a bit more hesitation.  

 

This study concludes that people in top-level executive positions from the secondary 

education field have positive ideas about female executives. Likewise, it reveals that 

differences in these ideas appear according to the surveyed executives‟ demographic features, 

and, in particular, their gender. It is clear that women encounter difficulties in the workplace 

environment; therefore, more research should be done regarding the invisible barriers they 

must face. Such research would be an important contribution to the national and international 

literature on the glass ceiling.  
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