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ABSTRACT

The purpose of this study was to identify those unique challenges facing women in
the print media industry. This research study seeks to investigate the pressures,
barriers and challenges unique to women in breaking the glass ceiling, which is the
invisible but very real career progression barrier. These challenges include the
organization culture such as gender stereo-types about work and gender
discrimination in compensation, benefits and promotion. Other challenges
included women’s attitudes and behavior, women’s career development and
mentoring, balancing work and family responsibilities and finally women’s
training and development. This study had a specific focus on men and women in
the print media industry. The focus is to establish the opinions held by both
groups.

Respondents included both men and women in different management levels within
the media industry defined as top/senior-Management (manager, editors), middle-
management (sub-editors, assistant managers, senior officers, and officers), non-
management (clerks) or equivalent. The research was conducted through
descriptive research design. A self-administered questionnaire was used to elicit
responses. Observations were made in numbers thus the quantitative research
techniques method was used to summarize data collected. The study was carried
out from February 10 - 27, 2007.

While men and women share the same opinion on some issues, they also have
divergent views on others. Both men and women agreed that there were no sex
labels placed on the jobs and that they would all ask for a pay rise and promotion
if they deserved. The two groups share divergent views on affirmative action,

gender equality policies implementation and promotion of women in the media
industry.
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Accordingly, the print media industry needs to effectively use affirmative action as
a tool to promote women’s ambitions; select, promote and retain qualified women
and prepare women for senior positions. Secondly, the print media industry needs
to initiate work-life and family-friendly policies and strengthen enforcement of
anti-discrimination laws. The print media should establish company-wide posting
ofjob openings especially where the women are not able to leave the duty station

due to family commitments.
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CHAPTER 1

INTRODUCTION

11 Background of the Study

In Kenya, factors that have contributed to fewer women in employment and careers
include: lack of education and empowerment, culture, poverty, issues of human
rights violations such as female circumcision, polygamy and early girl-child forced
marriages. As a result there are few women to fill leadership roles in government,

business, politics or professions.

According to Ruffino (1998:3-5) more women have gained education and
enlightenment, therefore increasing women’s career opportunities. Secondly, there
are more reliable birth control methods and increased technological advancement
for household services and conveniences that has enabled women to pursue a
career. Today, most women work outside the home, even after marriage and having
children. They do not merely work for a living, but do so to fulfill their personal
career ambitions and boost their self esteem.

Although women’s goals are the same as those of male leaders, the process of goal
attainment or mastering those functions that lead to the attainment is significantly
difficult for most women. Challenges unique to women leaders are rooted in two

general elements:

1. Awoman’s own image of what her role and behavior should be.



2. The stereotypes others have about women.

1. Awoman’s own image of what her role and behavior should be.

It has been observed that women are less positive and less confident about
themselves than men. They assume that they will be rewarded with promotion for
work well done. They do not to push themselves forward for promotion. Rather,

they wait for someone to encourage them to apply for it.

2. The stereotypes others have about women.

Stereotypes often replace relevant information in any decision maker’s mind.
Regarding certain types or categories of work as “male’ and others as “female”
constitutes to gender stereotyping of work. Sex stereotyping enhances men’s
opportunities, while limiting those of women. Stereotypes of women are especially
problematic for women in jobs that are customarily male because they conflict with
stereotypes about the ideal incumbent (implicitly a male). For instance, outside the
retail sector, sales people are stereotyped as competitive, while sex stereotypes
describe women as cooperative. This explains why women in executive positions in
the organizations find themselves playing second fiddle to their male counter parts.
Given the nature of sex stereotypes and men’s monopoly over “gate-keeping”

positions, these stereotypes systematically disadvantage women at work.

Why there are gender differences in labor force patterns

According to Goldin (1990:11), there are some critical junctures in family life that
affect differences in labor force patterns between women and men. In the 1970’s,
women married at a younger age and often interrupted their college education to do

so. Marriage led to children and child-raising which generally implied women’s exit



from paid labor. Re-entry was after several years, often into part-time work that was
a job rather than a career. The positions open to these re-entry women were not
those that led to multiple promotions or with possibilities of increasing
responsibility and pay. Meanwhile men pursued their careers consistently and in
addition, received a “married men’s pay premium” perhaps because it was assumed
that they worked harder once they were married and had a family to support.
Women were not entitled to this premium. Thus both variations provide for gender

differences in labor force patterns between men and women and can be explained.

This research study seeks to investigate the pressures, barriers and challenges
unique to women in breaking the glass ceiling (the invisible but very real career
progression barrier). At senior executive level, women constitute around 5% of
managerial positions (Economist, 1996:10). This study also explores the ability for
women to succeed and influence others in terms of making decisions, managing

organization resources, initiate positive and risk action in major professions.

The Role of the Media in Promoting Women in Development

The Constitution of Kenya clearly spells out the right to freedom of speech and
expression, which includes freedom of the press and other media. The media has a
crucial role to play in championing human rights and the women’s cause (tool of
advocacy). The media has contributed significantly to this process as Government,
NGOs and civil society all use it for this purpose. The media also highlights
negative occurrences in society which constitute gross violation of human rights for
purposes of influencing attitudes and sensitizing the public on the existing

mechanisms for redress. The media can play a central role by challenging cultural



practices that uphold gender bias and violate women’s rights. Media messages must
be gender-sensitive without perpetuating patriarchy and stereotypes that portray
women in traditional roles that add no value to their quest for leadership. However,
the media has at times created a negative impact by virtue of un-researched
information, gross exaggeration of facts, biased reporting or coverage of news

items, unnecessary criticism among others.

Notwithstanding the above, there is a need to raise the quality of reporting on
women executives and informing and enlightening the public on overcoming

challenges facing women in the work place, through sensitizing and skills training.

Association of Media Women in Kenya

In Kenya, the Association of Media Women in Kenya (AMWIK) has been
established to champion women’s cause. It is a non-profit national media
association that harnesses the competences of its members to give visibility to
issues of concern to the society. AMWIK has been in operation since 1982 and has
a national representation drawing members from professional media expertise in
print, electronic, Public Relations and advertising fields. AMWIK’s challenge is to
ensure that information on specific issues is disseminated widely to enable

communities to make informed choices.

The AMWIK’s mission is to promote an informed and resourceful society through

professional development and transformation of the media to enhance the status of
women in Kenya.



The Association maintains excellent relations with journalists in both the electronic

and print media, who are very supportive in the implementation of projects

undertaken by the association. The AMWIK objectives are:

To ensure balanced media coverage of women issues by training journalists
on gender sensitive reporting

To train women to effectively tap the potential of the media in highlighting
their specific concerns

To foster the understanding of issues affecting women through the media

To promote the right to and use of information to create a society that has
equitable access to opportunities

To create an informed and resourceful society through professional
development and transformation of the media to enhance the status women
in Kenya

To organize and unite media women in fellowship and link them with similar

organizations else where

Women Journalists Exchange Programme

AMWIK together with other women media associations in Tanzania, Ethiopia,

Zambia and Uganda are involved in a South to South exchange programme

supported by a Norwegian organization, Fredskorpset (FK- Norway). The members

of the network exchange journalists learn from each other and share experiences

with the local media’s area of expertise. Network members organize for one year

placement in the media organizations for their visitors.



The ten months program aims to assist individual participants and organizations to:
share experiences and expertise; improve organization capacity; improve
professional excellence of individuals and participating organizations in the

program; expose individual participants and help them appreciate different cultures,
organizations and work environment.

1.2 Statement of the Problem
Many women often experience barriers in their career progression. The rate of entry

into management is slower for women than men. In many organizations women are
well represented at the bottom but the higher one looks the fewer women there are.
Very few women are above the middle management level. The classification of
different management levels within the media industry can be defined as
Top/Senior-Management (Manager, Editors), Middle-Management (Sub-editors,
Assistant Managers, Senior Officers, and Officers), Non-Management (Clerks) or
equivalent. The Manpower Services Commission (MSC) Research Study (1980:6)
outlines three main reasons why there are so few women in management:
1 The organization culture

(a) Gender stereo-types about work

(b) Gender discrimination in compensation, benefits and promotion
2. Women’s attitudes and behavior
3. Career Development and Mentoring
Other reasons include:
4. Balancing work and family responsibilities.

5. Training and development



Previous studies carried out by Mathenge (2001) and Njau (2001) have not provided
conclusive results to this statement. While Mathenge’s study (2001) focuses on
“Characteristics Associated with Upward Mobility of Women Employees in
Kenyan organizations in the Banking Sector”, this study focuses on the challenges
women face in climbing the corporate ladder in the Media Industry. Her study
concludes such characteristics include age, marital status, education background
and the size of the organization. The study concentrates on the banking sector.
Mathenge (2001) concludes that women in management levels are either single or
divorced. Banks therefore need to have family friendly policies, to help women who
rise up to management positions while accommodating the balance between work
and family. She recommends more investigation into the Constraints or Challenges

Facing Women’s Progress into Management in Organizations in Kenya.

Njau’s study (2001) seeks to determine the “Attitudes of HR Managers towards
Affirmative Action Directed at Employment of Women in Kenya”. This study
concludes that HR Managers have positive attitudes towards this initiative.
However, the study does not investigate the role of management in embracing
affirmative action and ensuring it is used as a tool in progressing women into

Management. This thus provides a rational for the proposed study.

1.3 Objectives of the Study
1 To determine the challenges facing women in management positions in

Kenya in the print media.
2. To compare the views of men and women with regards to the determined

challenges.



1.4

To determine the extent to which women have moved to management

positions in the Media Industry.

Importance of the Study
For HR practitioners to formulate supportive policies and an enabling

environment for women to succeed in management.

To create management awareness in women’s professional achievements
through education and training

To encourage career women to embrace challenges and seize opportunities to
succeed in occupying senior management positions in organizations.
Research and academics of management will be provided with further
information in this area of study of women in management and will use the

findings as a basis for further research



CHAPTER 2
LITERATURE REVIEW

2.1.1 Organizational Culture
Organization culture plays an important part in the gender-related issues at the

workplace. Leaders create the organization culture which is ultimately owned by
the organization. Organization culture is defined by Schein (1985:12) as
containing the following elements: patterns of interaction, basic norms of
behavior, and the values of the group, its formal philosophy, the atmosphere or
climate of work, shared meanings and integrating symbols of the organization. A
culture exists in an organization when a group has enough shared history to form a
set of shared assumptions on how issues should be handled. Basic cultures of
work organizations highlight the importance of understanding the underlying

causes of gender stereo-types.

However, organization culture may be slow to change in accommodating
challenges facing women in the workplace. The existence of artificial barriers to
women advancements in organizations has been termed the glass ceiling. A
Federal Glass Ceiling Commission, within the US Department of Labor was
created as part of the Civil Rights Act of 1991 in the USA to study and do
systematic research on the extent of the Glass Ceiling problem.

According to the Glass Ceiling Commission Report (1995:4), public policy should
play a role in combating gender discrimination in the work place. The actions of
the government are important in that the government policy “models” the

desirable values about gender equity and treatment, whether or not all



organizations are actually conforming to these values. Also the government policy
should provide a basic framework of equity principles to which leaders in
organizations and individual employees can appeal for remedy in a specific
situation. It provides a means for forcing organizations to change the artifacts of
their culture to conform to the law. Undoubtedly, the government has the strength

to enforce the law.

(a) Gender stereo-types about work
Gender-based stereo typing - and not fact-based information - often forms senior
executives’ perceptions of men and women leaders and misrepresents the true talent
of women leaders, contributing to a wide gender gap in business leadership,
according to the Catalyst Research Study (CRS, 2005:1). Senior executives, usually
male, make incorrect assumptions about women’s real interests and abilities and
tend to channel them into highly specialized work such as secretarial rather than

mainstream management.

The effects of gender-based stereo-typing can be devastating, potentially
undermining women’s capacity to lead and pose serious challenges to women’s
career advancement. Men and women stereotype senior leaders in a similar way.
Most alarmingly however, men consider women to be less adept of problem
solving, one of the qualities most commonly associated with effective leadership
and a hallmark of behavior of a Chief Executive Officer (CEO). Since men far
outnumber women in top management positions, this male-held stereotype
dominates current corporate thinking and may contribute to the fact that although

women hold more than one-half of all management and professional positions, they

10



make up less than 2 percent of Fortune 500 company CEOs (Top 500 Companies in
the United States of America). It has been observed that most people are not aware
of how stereotyping automatically influences their thinking and therefore believe

that their perceptions are based on objective observations.

However, CRS (2005:1) demonstrates that perceptions don’t reflect reality. Both
men and women respondents cast women as better at stereotyping feminine “care
taker skills” such as supporting and rewarding and, both men and women assert that
men excel at more conventional masculine “taking charge” skills such as
influencing superiors and delegating responsibility, which is a pre-requisite for top
level positions. Nevertheless, women respondents viewed women leaders as better
problem solvers while men respondents viewed men as better problem solvers; in
fact problem solving was the behavior on which men judged themselves more
superior to women.

These “taking charge” skills are termed as “interpersonal power”. \WWomen
denied this interpersonal power, must therefore rely more on “positional power”, to
maintain their place in the hierarchy of their organizations. This means that because
there are few women executives, they spend most of their time trying to attain a
certain standard recognizable by the masculine culture. The struggle for survival
may take women away from problem solving to concentrating on position security.
As women comprise only 15.7% of blue chip company corporate officers, their
positional power is markedly limited.

However, simply hiring more women executives or instituting more gender

diversity programs in the organizations isn’t enough. Despite these companies’ best



efforts to implement diversity initiatives and create policies and procedures that
encourage women'’s representation leadership, the number of women CEOs in the
Blue Chip companies has actually decreased from eight in 2003 to seven in 2005
even though women hold more than half of all management and professional
positions. The CRS (2005:2) makes the case that unless organizations take steps to
eradicate this bias, women leaders will forever be undermined and misjudged,
regardless of their talents or aptitudes. Moreover, the effects of gender-based
stereotyping are not limited to women. Companies will also suffer as they continue

to sub-optimize women and lose a vital talent pool that cannot be ignored.

What Organizations Can Do to Help the Female Manager of the Future.

The CRS (2005:3) recommends companies to take steps to combat stereotyping by
instituting more rigorous and transparent performance evaluation processes;
implementing a series of checks and balances to safeguard against stereotyping;
educating managers and executives about the often latent influence of stereotyping;
and showcasing the achievements of women leaders, particularly those in

traditionally male-dominated fields.
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The Glass Ceiling Commission Report (1995) recommended ways to eliminate
barriers among minorities and women when trying to advance into management and
decision-making positions in the private sector. In their report they recommended
that: the Chief Executive Officers must demonstrate commitment; include diversity
in all strategic business plans and hold line managers accountable for progress; use
affirmative action as a tool; select, promote and retain qualified women; prepare
minorities and women for senior positions; initiate work-life and family-friendly

policies within firms; strengthen enforcement of anti-discrimination laws.

When an employer is desirous of providing equal opportunity to women, the
following practices are recommended: remove sex labels from all jobs; formulate a
policy statement of firm declaration of intent regarding treatment of women;
establish company-wide posting of job openings; make available educational and
training programs to women, with emphasis upon developmental experiences on the
job such as “assistant to” positions, internships, and temporary assignments;
establish a procedure where career-ambitious women can have contact with higher-
level executives to pose questions, suggest actions and define problems; provide for
reinforcement contacts among similarly career-ambitious women employees;
provide more flexibility in work times through flexi time, sharing jobs and leave of
absence (Flippo, 1984:73).

The government should provide surveillance over the statistics of hiring and
promotion. Management should provide surveillance over the activities that really
count in providing for equal opportunity.

13



Cooper and Davidson (2004:68) observe that it is important for organizations to
encourage women to enter management and then provide them with career
opportunities once there. Increasingly, companies are providing affirmative action
officers or some equivalent personnel. These people are responsible for examining
the existing imbalances in the organization, and what could be done to make it
easier for women to take up managerial positions, which might mean changing the
managerial recruitment policy, providing facilities for working mothers, changing
male-based company literature which might put-off a prospective female manager,
among other others recommendations. A number of organizational changes that are
needed to support the careers of female managers would include: Career planning
and counseling for women on their short range job prospects and their long term
career goals. This may include a period of retraining or updating at some suitable
time in her career as well as providing a periodic mechanism for feedback on their
current performance. Also the creation of informal support networks for all women
managers. This is particularly helpful while women are still very much in the
minority in the organization, but less necessary as they begin to establish

themselves in larger numbers and throughout the organization.

(b) Gender discrimination in compensation, promotion and benefits
Gender discrimination and compensation differences between men and women
persist. Women are hired and promoted at lower rates and are likely to receive
lower pay raises than do men (Ruffino 1996:10). Blocked promotion is a serious
problem that women in management face. For the vast majority of women who are
struggling for individual recognition and achievement, the road up the executive

ladder is not so easy. They face blockages at all levels as well as difficulties in the

14



interface between their job and home. Currently many promotional advances in
industry are based on the availability of managers to be mobile, to move from one
site to another, from one area of a country to another or from one country to
another. This is a major stumbling block for any married female manager and one
that most organizations have failed to address. In addition to job transfers, managers
are also expected to be available for short-term assignments aboard or in other parts
of the country. Once again, female mangers with families are unable to offer their
services and this tends to count against them in terms of their prospective

advancement (Davidson and Cooper 1979:69).

It has been observed that the gender pay gap is worse in Britain than anywhere else
in Europe, with women in full-time work earning 17 percent less than men,
according to a government-appointed commission. The commission has as a result
said the gap is costing Britain up to £40 billion a year in lost productivity and
wasted talent. “Many women are working day in, day out for far below their

abilities.” said Baroness Prosser, the Commission’s chair person (Hart, 2006: 6).

Delaat (1999:10) observes that part of the pay gap is related to the occupational
segregation of women and the corresponding lower pay for “women’s jobs.”
However, there is also much discrepancy between the earnings of men and women
even within the same occupation. Only about 7% of the gap within certain
occupations can be accounted for by education and experience between men and
women. This tends to discredit the “pipeline theory” which argues that women have
not been in the “pipeline” (read “in their careers”) long enough to gain the
experience needed for top-level positions due to child bearing years.(A large

number of women remain in the workforce throughout their adult life).
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Ideally, women and men should be compensated equally for jobs that are alike in
content and require similar skill, effort and responsibility and are performed under
similar working conditions. This includes incentives and employee benefits as well
as wages. Women and men may be paid different rates for doing the same work

only based on a legitimated seniority or merit system.

Even as women enter more lucrative fields, such as law, medicine, engineering,
business - it is apparent that their advancement to the highest and best-paid levels
of these professions has been limited (DelLaat, 1999:10). According to 1990 US
Bureau of the consensus data (1992), female managers and executives employed
full-time earned 64% of their male counterparts’ salaries. Furthermore, the gap is
greater at the vice president level as Women’s salaries at this level are only 58% of

their male peers’ salaries.

No definitive single explanation of the pay gap has been proposed; suggestions
include organizational barriers to advancement; career interruptions and women’s

desires to combine strong commitment to both work and family roles.

2.1.2 Women’s Attitudes and Behaviors
There are self-limiting beliefs women may have about their own leadership

potential, ability to exercise power, freedom to speak about goals, ambitions, and
strengths. This ultimately affects their performance, attitudes and behaviors at the
work place (Ruffino, 1996: 14).

16



Davidson and Cooper (1979:69) observed that most women carry these attitudes
with them from early socialization. These attitudes are influenced by conflict about
working and raising a family, about “being the boss” about “being ambitious and
aggressive in business dealings’, among others. This “culture trap” creates
difficulties for women at work since most organizations are dominated by male
values and behaviors, and women are still encouraged to play out a less
achievement oriented, less aggressive and less independent role than men. One
senior female manager commented, “I think a lot of women have a built-in failure
value. They feel that they shouldn’t compete because they are women and so they
don’t.”

Ruffino, (1996:14) states that these self-limiting beliefs are frequently self-defeating
in business situations or create career barriers. They include:

» A tendency to suppress or hide ambitions and goals, to wait to be asked, to
expect those in command to notice and acknowledge their potential and
achievements and direct their career progress;

» A reticence to talk about their abilities and achievements, even in a business
setting with people who need to know about them;

» Avoidance of being the focus of attention, of taking action that will result in
increased visibility within the organization;

* A lack of confidence in their ability to handle financial matters, projects
requiring math or technical skill, situations requiring astute problem-solving
and decision-making abilities;

* Avoidance of office politics, the gaining and effective use of power,
development of career paths;

17



» A tendency to capitulate quickly to the wishes of others, especially men,
when they attempt to dominate;

» A tendency to personalize events, criticisms, and messages of others, to react
emotionally and to act out of such reactions;

» A tendency to react to risky situations by focusing on the possible loss or
danger involved rather than by balancing the probabilities and magnitude of
possible gain versus loss;

» More focus on developing oneself than on working as part of a team to meet
organization goals (and in the process some personal goals) and on
developing an organizational power base;

* A tendency (conscious or subconscious) to fear success in the business

world.

Davidson and Cooper (1979:69) observe that another source of difficulty is the
“queen bee syndrome”, trying to cope with an aggressive, workaholic female boss.
Many early successful women who have achieved positions of influence in
organizations have done so by inhibiting many of their female traits and attitudes. In
many cases, however, underneath the facade of the dominant and super ordinate
executive is still a very insecure and less than self-confident and assertive woman.
This combination of surface behavior and hidden feelings, sometimes produces a
rather frightening and intimidating figure to junior female managers. The “Queen
Bee”, who has worked very hard to attain her organizational status frequently feels
“why should it be easier for them”, and pushes her female subordinates more than

her male ones.
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2.1.3 Career Development and Mentoring
Women need career planning and mentoring for professional advancement.

However, women face some special difficulties in this regard. First, in the 1970°s,
people viewed women’s paid work as jobs rather than careers. In a two -earner
family, jobs were held by women for short periods and were accepted or abandoned
according to the immediate needs of the family. Women’s salaries were considered

as the “second income” rather than a requirement DeLaat (1999: 10).

The pipeline theory earlier mentioned assumed that women should be in careers for
the same number of years as men if they wanted to progress at rates similar to men
and holding the same general credentials. Although this theory has been discredited,
women are still not progressing at rates similar to those of men, even when their
basic qualifications and experiences are similar (US National Commission on Pay
Equity, 1991). Many women are in the workforce permanently; they have higher
degrees of education and experience, and seek careers rather than jobs. Thus, they

need the same career-planning and career development experiences as men.

Many women are still reluctant to commit to long-term career planning and have
difficulty finding assistance in such planning with their professions and work
organizations Delaat (1999: 11). According to Gold (2006) most women attempt to
have a successful career, be a good parent and spouse and run a household, besides
other interests. However, they often feel they have neglected their children. Others
may opt to remain childless. Thus, most women are telecommuting, working flexi

time or getting off the job for a few years to be stay at home mothers. For this
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reason, there are few senior women in organizations who might be available to

mentor young women.

Men who are in supervisory or senior positions are more likely to offer to mentor
young men than young women. Young women are uncomfortable to seek
mentorship from older men and the men are unwilling to offer mentoring. This is
because of the possible connotations that might be placed on such relationships.
Thus women are at a disadvantage of seeking mentoring relationships (DeLaat,
1999: 11).

Career paths require proactive behavior and the relative ability of women to act on
their own behalf. For instance, women are not as good as men at negotiating in
order to get promotions, salary increases among other career progression
alternatives (Babcock and Laschever 2003). Career paths require negotiation, or
employers will favor the person who is willing to negotiate or take the initiative to

do so.

Women face the difficulty of trying to meet the role expectations of being an
executive. Since the executive role is usually perceived by both men and women as
fundamentally a male role, any individual female manager is unlikely to be seen as
adequately fitting or meeting the role requirements. In addition, there is the
potential threat that many male managers feel about the competence of their female
colleagues. In an effort to overcome feelings of insecurity, inadequacy and to meet
a variety of internal role expectations, many female managers work harder, longer
and more thoroughly than their male counterparts or even their male bosses.

Frequently, a male boss adopts a “patron” role vis-a-vis his immediate female
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subordinate, protecting and advancing his protege, but at the same time using her
competence for his own advancement. This can cause enormous stress on the
female manager concerned, because she feels she must constantly perform at her
best to meet his expectations; she becomes identified with him and suffers the
whims and circumstances that befall him; her own individual talents and abilities
are not always recognized by “significant others” but get fused with the bosses’
strengths and weaknesses and she is still playing out a “dependent role” and not
trying to make her mark on the basis of her own resources (Davidson and Cooper
1979:69).

Female managers also have the additional burden of being used or using their
sexuality in office politics or career development. The pressure of sexual
harassment such as advances or exploitation can create serious problems in the
work environment. In addition, women are frequently in the position of utilizing
their sexual role to achieve certain career or other objectives which can create

internal conflicts and tensions that weaken their own self-esteem.

It has also been noted (Bondi, 2006: 2), that other challenges executive women face
in developing their careers are that people notice and comment on her gender first
and do not focus on abilities. This creates a bias in their career development given
the nature of stereotyping. People will assume that the woman is not competent for
the position; the burden of proof is on her. It was found that men were evaluated on
perceived potential, but women were more often judged on past accomplishments.
This presumption is absent for women recently appointed in leadership. Instead,
people are suspicious that the woman was put in power for other reasons such as

affirmative action. Women leaders who work in traditionally “masculine”
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occupations and organization climate, have their leadership skills judged harshly by
their colleagues and they must fight for credibility with their own subordinates, the
very people they are charged to lead. People find it easier to stick to stereotypes,
caricatures and distance in labeling her rather than taking time to understand her
complexities on who she really is. A woman put in leadership has some sort of edge
or talents that are unique and she adds value that is rare in the upper ranks, yet it is
easier for people to spread rumors that will not only damage her reputation/ career,
but also make it difficult for her or any other women to raise past these biases into
positions of leadership. People will assume that she plotted, schemed and had a
hidden game plan to get where she is. A lot of women fall into opportunities
because they focused on doing the best job they could in the position they were
given. Often, women don’t know how to ask for title upgrades, perks, larger teams
or budgets. They assume by doing their best someone will notice them for a
promotion. Women’s work ethic does not depend on game plans and attitudes- of
entitlement and is so sincere that it is hard for people to believe that women who
become leaders are actually genuine. Men who have the right “context” will do
better with women in charge than those without. This means that women report
experiencing coaching, mentorship and less resistance from men who have seen or
experienced powerful women before. Often they have a working wife so they are
aware of the issues that women encounter at work thus take their advice and

experience more seriously than those who don’t.

Helping male managers to come to terms with women managers is necessary in
breaking the glass ceiling. Companies should establish training programmes within
the company to get male and female managers to share their perceptions,

stereotypes, myths and feelings about one another and particularly about the role of
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women in management. The goal here is to try and change male manager’s views of
their female counter part and to encourage them to be more supportive and less
threatened (Davidson and Cooper, 2004:68).

2.1.4 Balancing Work and Family Responsibilities
It has been observed that the nature of families and performance of family

responsibilities have undergone dramatic changes while at the same time the
increase in women in the workforce have occurred. A majority of women with
children under the age of six years now work outside the home. Two parent families
are now more apt to share family responsibilities that were once totally borne by

mothers.

However, the mothers still carry the bigger burden. Balancing the needs of families
and the demands of work continue to be an important gender-related issue in the
work place. Issues of pregnancy, leave policies, career development in the context
of high employer expectations, commuting, marriage arrangements, and stress of

combining professional and young family responsibilities are very demanding.

Mathenge’s study (2001) seeks to identify characteristics unique to women in
management positions in banks in Kenya. These include age, marital status, the
presence or absence of children, education background and size of the organization.
In her findings, she noted that none of the managers were married and were either
single or divorced while those at lower levels are married. This may imply that
Kenyan women bankers still have to make stark choices between career and family.
In this regard, she recommends that commercial banks need to change their work

policies to enable women maintain a family as well as pursue a career.
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It has been noted that (Davidson and Cooper 1979:69) although many husbands of
working women intellectually accept and encourage their wives in their careers, few
either psychologically or practically (e.g. by taking on traditional housewife chores)
support them. One considers that most males come from homes where their role
model was a “mother at home”, the fact that they still expect their working wives to

carry out the traditional household duties is not surprising.

This problem would be minimized if as Williams (1977) suggests, there were more
ideal corporate husbands who do not expect the wife to be at home whenever he is;
shares the house work; understands that the wife’s job requires travel and
sympathizes with women’s struggles for equality.

The Hansard Society Commission Study (1990) recommended certain human
resources management policies as strategies for overcoming organizational barriers
for women in order to balance women’s work as well as family life. Among these
recommendations are: equal opportunities policy, equal pay, equal opportunities in
training, precise job specification, objective assessment criteria, external
advertising, flex time, career-break schemes, workplace nurseries, paternal leave,

enhanced maternity leave, child care help and internal promotion policies.

It has been reiterated (Cooper and Davidson 1979:70) that it is incumbent on
organizations to develop corporate personnel policies that will minimize the current
stresses and strains, which are particularly being experienced by working women
with families. One way in which an organization can help the executive woman to

recognize her difficulties and provide some support. For example, New England
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Mutual Life Insurance Company recognized that 70% of their female employees
who became pregnant left the firm permanently. They decided to do something to
help those who wanted to work and raise a family concurrently, and by 1977 only
30 per cent of the mothers-to-be stopped working. They devised a series of seminars
for their working mothers to attend during the lunch. These seminars explored a
wide variety of problems experienced by dual-career parents, as well as allowing a
high level of participation so that they could share their difficulties. And most
importantly they tried to get working mothers to make explicit their guilt feelings

about not playing out the traditional mother role in the home.

Policy changes recommended in addition to training include allowing more flexible
work weeks for women, so that they can arrange their work and home commitments
accordingly. This might mean more part-time posts or merely a flexible working
schedule. Introduction of paternity and maternity leaves as there is an increase in
dual-career managerial families, employers need to be more considerate and have
flexible policies that enable women to have children or cope with family crises,
within natural limits without loss of employment entitlements. In addition,
managers allow men to have paternity leave as an essential ingredient in this
process. The provision of day nursery facilities are necessary. Increasingly
throughout Europe, organizations are beginning to provide in-house day care
centres for the children of their employees. Since governments have not taken on
this responsibility, organizations will have to, at least in the short -term. A change
in relocation policies will allow women managers the opportunity of promotion
without moving. In order to accommodate the needs of dual-career managerial

families, when one spouse is offered a move and the other is not, men should have
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the same “right to refuse” as women, if the integrity of their work and home life is

to be maintained.

2.2 The Role of Education in Changing the Status of Women
The world is slowly beginning to wake up to the realization that improving the

political and economic status of women is one of the most cost-effective ways to
address the Millennium Global Challenges according to a study by the AC/UNC
Millennium Project (2004) on Global Challenges Facing Humanity.

The agenda to improve women’s status has been set forth in the Convention on the
Elimination of All Forms of Discrimination against Women and the Plan of Action
from the 1995 Beijing Fourth World Conference of Women. Progress on this
agenda has been made in girls’ access to education, women’s memberships to
parliaments, participation in the cash economy, use of condoms and access to
medical facilities. Women’s literacy increased from 67% in 1994 to 80% in 2004,
and secondary school enrolments increased from 84 to 91 girls for every 100 boys

over the past seven to eight years according to the AC/UNC Millennium Project
Study (2004).

The AC/UNC Millennium Project Study (2004) asserts that to date, women account
for 15.9% of parliamentary membership around the world, compared with 11.7% in
1997. Women earn on average two-thirds to three-fourths as much as men for the
same work. Increasing women’s education and participation in the cash economy
translates into improved health, nutrition, and education for children, as well as

lower infant mortality and birth rates. Women’s economic activity rate has
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increased from 35% in 1994 to 55% in 2004. Since there are more women than men
in universities in many countries that limit women’s professional work, the
feminine brain drain could become an issue in countries like Saudi Arabia, Japan
and Jamaica. Women can now cut through the cultural hierarchies via Internet
access to Science and Technology and financial information denied them in the

past.

Nevertheless, full equality for women means more than the accomplishment of
statistical objectives, therefore the culture has to change. Such an effort includes
educating men to fully respect women and directly work with the media, which too

often perpetuates harmful gender stereotypes.

Regional Considerations
Ethnic Minority in Britain and America: Both American and British research has

emphasized the importance of education in ethnic minority families as a means of
scaling the class ladder (Simpson, 1994; Higginbotham and Weber, 1992; Mirza,
1992). Mirza (1992) believes that the evidence for the success of “black” young
people in British education is often ignored. Numerous studies have shown that due
to greater motivation and parental encouragement, black and ethic minority young
people are likely to stay on to further education than whites (Bhvnani, 1994).
Moreover, young Afro-Caribbean women are more likely to continue their
education after leaving school compared to white women, Afro-Caribbean men and
white men (Jones, 1993). “Black” students particularly “black™ female students,

have lower university acceptance rates than white (Bhvnani, 1994).
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The AC/UNC Millennium Project Study (2004) pronounces the following regional

statistics on the educational, economic and political status for women:

Africa: Rwanda has the world’s largest percentage of women in parliament (49%),
while sub-saharan Africa as a whole has 14.9%. Uganda eliminated school fees for

girls to help close the gender gap.

Asia and Oceania: There are 949 females per 1,000 males at birth in India and 120
boys for each 100 girls in China due to female infanticide. In China, 40% of
Internet users are women. China has begun funding pension plans for parents with
daughters to counter male only child preferences. The increasing dynamism and
economic independence of Japanese women has become a social phenomenon.
Women are the majority of students in many universities in the Middle East,
although they have difficulty pursuing professional careers; hence moving out of

the region may be their only career option, resulting into brain drain.

Europe: EU women average 15% less pay than men for equal work. According to a
World Economic Forum Study, the narrowest gender gaps are in Sweden, Norway,
Iceland, Denmark and Finland. The EC found that women’s employment rate was
56.1% in 2004. Until men take on more family responsibilities, the quality time of

family life will be reduced as more women work outside the home.

Latin America: Women’s organizations in Latin America are currently
constructing indexes to measure how far 14 countries in the region have fulfilled
their commitments to improving the status of women. About 70% of students

entering the University of the West Indies are women, while 98% of abused victims
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in Olivia are women and nearly 75% of them did not complete school. Governments
need to change laws about rape, sexual harassment and equal pay for women. One

of the greatest challenges of the region is changing the male attitudes.

North America: Although women in this region have greater legal rights than in
most other regions, there is a need to monitor and enforce legislation, remove
corporate and government “glass ceilings” to women’s advancement and make

special efforts to address women in poverty and drug dependency.

2.3 The Role of Training in Developing Women
It has become apparent that training is the main process by which the composition

of the existing workforce can be changed. It, therefore, has a central role in

promoting similar career progression among men and women.

Njau (2001) sought to determine the attitudes that Human Resource Managers have
towards affirmative action directed at employment of women. She wanted to
determine the extent to which they are aware of the concept and the type of
activities that they would support towards the implementation of affirmative action
In their organizations. In her study, Njau (2001) concluded that majority of Human
Resources Managers have positive attitudes. They would support and provide
developmental training to all employees while none of them would advocate for the

segregation of men’s and women’sjobs for valuation purposes.

It has been observed that (Willis and Daisley 1996:10-11) women often appear to
be disadvantaged compared to men in terms of training and development as they
receive less training. It is narrower and more job specific and may be partly due to

the initial job choice. Women enter occupations where there is little opportunity for
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development such as secretarial jobs thus it inhibits career progress since they do

not obtain the necessary breadth of development.

Offering women development training is an inducement to retain, recruit or retrain

as part of an overall strategy in capturing a part of the largest source of untapped
potential in human resources.

Organization management styles are changing as management discovers that
traditional management styles are increasingly redundant. Management styles based
on hierarchical organizational structures are too rigid and are, therefore, not a fertile
ground for growth. Large centralized organizations are becoming irrelevant to
current work trends worldwide. The current trade is one that promotes
telecommuting, franchising, self-employment and out sourcing. Willis et al
(1990:12)

As a result, organizations need people who use cooperation, not confrontation; who
lead alongside, not command and who treat people as whole beings, with personal
lives which are as important as their work lives. These groups of people who
naturally prefer to work that way, and already have the requisite skills and talent is
women. Women use different processes and skills and often work out of a different
value system. Therefore, organizations thus should focus on developing women as

an integral part of the human resources strategy.

Women’s development training is a form of training where the needs are defined,

objectives set and the course designed and run with the developmental needs of
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women especially in mind. It aims to help women gain an opportunity to succeed in

their professions.

Initiating women’s development training means acknowledging that the
organization has noticed the largely untapped and enormous pool of talent it has
that needs to be utilized effectively. Many organizations are suffering due to loss or
wasted human resources in terms of women who have undeveloped skills, abilities
and ideas. These women can be trained and become a valuable resource to the
organization. This is a far better option than recruiting, training and settling

SOMeone new.

As stated by Willis et al, (1996:36) the main objectives of developing women
through training as follows: the need to retain quality staff and encourage quality
staff to work on contract; to provide development opportunities for women who
have remained in administration while those in other departments have fast-tracked
as the company grew; to enable senior women to break through into top
management; to promote more non-management women into management; to be
part of an overall strategy to provide the workforce of the future by making the
organization more attractive to women.

There are several advantages of training women in top management. The women at
the top are seen as role models for other women lower down, so if they are seen as
competent, effective, other women will be inspired by their example. Senior women
want to be the first to experience women’s development training because they many

have had very few opportunities to be involved in development with other women.
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Also women in top management will experience the training and promote it to other

women in the departments.

The advantages of training women in the middle management are these women
have broken into management and are keen to keep going. Most of the women have
several years of work experience to draw on. They are accessible role models for

women lower down. There are other women as role models above them in the

organization.

Advantages of training women in the non-management group are that the majority
of women in the organization are in this target group. As they receive the
development training, the effects can be monitored on a substantial scale. These
women are the managers of the future. Finally, there are role models higher up the

organization.
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CHAPTER 3

RESEARCH METHODOLOGY
3.1 Research Design
This research was conducted through descriptive research design. The data
collected provided a reliable and representative picture of the population by
providing explanations to observations. Observations were reported in numbers thus

the quantitative research techniques method was used.

3.2 Population and Description
The research study covered the print media which consisted of newspapers and

magazines. It included women drawn from the local print media houses in Nairobi.
The population also included men drawn from the local print media houses, in order

to gauge their opinion on challenges facing women in management in the media
industry.

3.3 Sample Size and Selection Techniques
A simple random sample of the population drawn from the media houses was used.

A sample of 100 respondents were selected from the population. Due to time and
cost constraints, it was not possible to include all media houses in the research. In
this regard, the media houses included in the research were selected from a list
sourced from the Association of Media Women in Kenya (Appendix Ill). The

media is classified in two groups, the print and electronic media.

In order to concentrate on the major national print media houses, the sample was

narrowed by selecting those with 30 employees and above therefore the target group
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consisted of 10 media houses. Ten questionnaires were distributed to each media
house. Five of these questionnaires were distributed to men and five to women
across the board within the different grades. The selected grades ranged from
Top/Senior-Management (Manager, Editors), Middle-Management (Sub-editors,
Assistant Managers, Senior Officers, and Officers), Non-Management (Clerks) or
equivalent. This gave a sample of 100 respondents. The simple delivery and
collection method was used. As a useful rule of thumb, a minimum number of 30
responses are required for statistical analysis within the owverall sample (The
Economist, 1997).

3.4 Data Collection
The primary data collected aimed at determining the challenges faced by women in

management positions with a specific focus on the print media industry. The data
collected was used to compare opinions held (variable challenges faced women in
management), by both men and women and also determine the extent to which

women have moved to management positions in the print media industry.

Data was collected using self-administered structured questionnaires (Appendix I)
for the survey. The advantage of the self-administered questionnaire survey was the
potential anonymity of the respondent, which led to more truthful responses. The

questionnaire was filled out at the convenience of the respondent.

The questionnaire was in two parts. The first part dealt with general information
about the organizations structure. The second part dealt with challenges faced and
how women strive to meet those challenges. The structured questions were

preferred as they were used in the survey research to gather data, which was subject
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to quantitative analysis. Closed ended questions were used to elicit response
required. Due to the subject sensitivity, for objectivity and for ease of scoring and
analysis, closed questions were more practicable. The Likert 5-point scale and
yes/no choice questions were used. The questionnaire was based on standardized or
identical set of questions.

Table |

The Degree of Agreement Scale

Strongly Disagree 5
Disagree 4
Neutral 3
Agree 2
Strongly Agree 1

The selected method of administration played an important role to improve on the
response rate. The following measures were taken to ensure this:

I. A well designed, visually appealing questionnaire;

il. A well written covering letter (Appendix IlI) accompanied the questionnaire to
stress why the study was important, assuring the respondents of confidentiality and
anonymity;

lii. A reasonable due date was provided, but not too far off and respondents were
reminded;

vi. Advance notification to respondents by phone, of the survey and its intent was

carried out including follow-up of non-respondents.
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CHAPTER 4
Data Analysis

4.1 Introduction

Before processing, the questioners were edited for completeness and consistency.
Data was analyzed by use of descriptive statistics. Descriptive statistics used
included frequency distribution. Bar charts and pie charts were used to present
findings. The responses were analyzed in relation to the variable (challenges)
discussed in the literature review being organization culture, women’s attitudes and
behaviors, career development and mentoring, and balancing work and family
responsibilities. The questionnaires were also analyzed as per the classification of
different management levels within the media industry. These were defined as
Top/Senior-Management (Manager, Editors), Middle-Management (Sub-editors,
Assistant Managers, Senior Officers, and Officers), Non-Management (Clerks) or
equivalent. Measures of central tendency such as the mean and mode were used to
summarize the average responses. The standard deviation and the correlation
coefficient were used to establish the relationship if any between the sex or gender
and the variables (challenges) mentioned above.

4.2 Findings

4.2.1 General Information (Part I)

This section dealt with the general information about the organizations in the media
industry and was not compulsory. In a nutshell, the section was able to determine;
there are more men than women working in the senior management level, more
women work in the middle management level than men and more women than men

woi'k in the non-management level. It determined that the staff complement of the
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organization used in the research was over thirty. It also determined the sex of the
respondents and the position held by the respondent in their representative
organization.

TABLE I

Distribution Ratio of Men to Women in the Senior Management, Middle

Management and Non Management Employees:

Men Percentage Women Percentage Total
Senior Management 6 75% 2 25% 8
Middle Management 7 39% 1 61% 18
Non- Management 2 25% 8 75% 10
Total 15 42% 21 58% 36

4.3 Challenges Facing Women in Managerial Positions in the Print Media in
Kenya (Part 1)

This section was divided into four parts and all questions had to be answered. These
included:

1 Compensation, benefits, promotion and training (Question 11-19).

2. Women’s/Men’s attitudes and behaviors (Question 20 - 23).

3. Balancing work and family responsibilities (Question 24 - 29).

4. Career development and mentoring (Question 30 - 33).

The research study analyzed a summary of all respondents, the top management

respondents, the middle management and non-management respondents separately.
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4.3.1 All respondents

Compensation benefits, promotion and training.

Both the men and women respondents disagreed with the statement that sex labels
are placed on jobs. This meant that organizations practice equality in employment.
They also agreed that women were involved in decision-making. However, both
men and women had different views on the effective implementation of equality
policies. While the men agreed that organizations effect anti-discrimination pay and
benefits, the women disagreed with this statement. This is in line with the literature
review. The men agreed that women’s pay is related to merit while the women
disagreed. This is in line with the literature review. While the men agreed that
education and further studies plays a role in career development of women, the
women disagreed. The men also agreed that women are promoted from within from
non-management to management positions while the women mostly disagreed or
had a neutral position. While the men agreed that women are given training
development opportunities, the women largely disputed this statement. (Please see
Table 1, Fig la and Ib to Table 8, Fig 8a and Fig 8b)

Women 's/ Men’s Attitudes and Behaviors

However, both men and women would expect their superiors to acknowledge and
notice potential for promotion, would apply for a promotion if they felt they
deserved and would also ask for a pay rise. They would also both talk about their

abilities in a business setting. (Please see Table 9, Fig 9a and 9b to Table 12, Fig
12a and Fig 12b)

38



Balancing Work and Family Responsibilities

Both the women and men disagreed that career interruption like maternity would
affect upward mobility. Both groups also held varied views on whether the
organizations provided for work life and family friendly policies for women.
Women were neutral on affirmative action being implemented while the men
disagreed. Women were however neutral on whether they would give up their job to
raise children. Also most people agreed that child rising and family life had affected
women career development. There are divergent views regarding the organization’s
provision for supportive maternity and pregnancy health issues. (Please see Table
13, Fig 13a and 13b to Table 17, Fig 17a and Fig 17b)

Career Development and Mentoring

While the women felt they didn’t have women career mentors, the men felt they had
male career mentors. Some women agreed while others disagreed that senior
management was supportive of career women, men however agree. While some
women would take up jobs that require regular travel, some would not. The men

largely would take up jobs that require travel. (Please see Table 18, Fig 18a and 18b
to Table 22, Fig 22a and Fig 22b)
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12 Women are effectively involved in decision making your organization

Table 1 Frequency Distribution for Entire Population
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13. Sex Labels are placed on jobs in your organization

Table 2 Frequency Distributionfor Entire Population

S. Disag Disagree Neutral Agree S. Agree Total
Male (F) 9 5 0 0 1

Female | 10 5 4 0 2
S. Disag Disagree Neutral Agree
Total 19 10 4 0 3

Fig 2. a
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14, Gender equality policies are effectively implemented in your organization
Table 3 Frequency Distribution for Entire Population
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15. Your (has effectively enforced anti-discriminate pay & benefit policies
Table 4 Frequency Distribution for Entire Population
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16. Pay is effectively related to merit in your organization
Table5 Frequency Dist For Entire Population
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17. Education & further studies play a role for women's promotion in your org
Table 6 Frequency Distr for Entire Population

SOsxy Dsayee N Agee SAyee Tad  Pacet Men Mdian Mk STTEV GORREL
Mie(® 0 2 3 6 4 5 47 3 3 #INA 223 Q315
Fale (L 4 4 5 6 2 2 B3 42 4 4 1484

10

SOsay Osgee Nrd Agee S Agee Tad

Tad 4 6 8 © 6 K3

Fgta Figth

Frequency Distribution for Entire Population o . .
Percentage Distribution of Entire Population

S. Agree S. Disagree
17% A 11%
yg B L Disagree 0OS. Disagree
1% m Disagree
O Neutral
CAgree
Agree IS . Agree

33%
° — Neutral

22%

Aatppaaiapoftewnamadnentadioayewthtedaeatwile aneqd peroatae dsayeeaisraurd tote
deenart Thisaoud neentret wonrs pranation ccld cged anatrer fedtas ather treneducation for further sudies uch

iyt ity

Trevenenadnenhae simlarviens asccadngtotre sachd chvidion Hvee, tre
aoddionaceffidart indicetes thet tre viens of bichgays haeayirg qanas
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18. Your org has promoted women within from non-mgt to mgt positions
Table 7 Frequency Distr for Entire Population

SDOsyOsgee Nl Agee SAgee Tad  Peoet Men Mdan Mk STCEV GCRREL

Mie(® 0 3 2 1 b 47 3 2 NA 35833 Q324
Fenale (1 1 5 8 5 2 2 B3 42 5 5 277®
10
SDOsay Osagee Nerd Agee S Ayee Tad
Tad 1 8 D U 3 3
Fga Figh

Wilengjaityoftre nenageewithtre Setenart, ngaity ofttevanen aereurd ardsgee
taaldkeinepesdtonentre thee isroreoad ohwarenar feamanen have beenprandied frannonnaregenat tonaregnat
.

Tredarchdchvidion indicaes tret nenhave dvargart Viens ardwonengimilar. Tre aordaion aceffidiernt indicates thet tretwo gas
vierg\aysgificaty.
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19, Your org has effectively provided for training opportunities for women devt
Table 8 Frequency Distr for Entire Population

SOy Osayee Nrd Ay SAgee Tad  Racat Men Mdian Mk STTEV GORREL
Nle (B 0 6 2 6 1 5 47 3 2 6 2888 Q0188
Fenale (L 5 4 1 6 5 2 |3 & 5 5 19%H)
10
SDOsay Osagee Nrd Agee S Agee Tad
Tad 5 0 3 v 6 I

Hg&

Frequency Distribution for Entire Population

Percentage Distribution for Entire Population

S. Agree S. Disagre
17% 14%
QMale (F) US. Disagre
*Female (F) 4 m Disagree
Disagree O Neutral
0,
AgreeV W 28% DAgree
330 V J IS . Agree
Neutral

8%
Disagre

Opinion

Teversoftrewonenadiret oftre nenvarysigrificartly. Tre cardation cceffidart indicates thet the iens oftre twogays
ae\aydffeat
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20. Expect your superiors to notice & acknowledge your potential for promotion
Table 9 Frequency Distr for Entire Population

Avas Stines Ndsue Ry N Tad  Reot Men Mdan Mk STTEV CORR-EL
Mie(® D 2 2 1 0 b5 47 3 2 2 4 Q9N
Fedel 4 2 1 1 22 =83 42 2 1 SR

)

Avas Stines Ntaure Rady N Tod

Tad 3 6 4 2 1 3

Fg% Fg®

Frequency Distribution for Entire Population

Always S. times Notsure Rarely Never

Opinion

it ofthe poplation agreewith tre Setenart while fendissgree: This neers thet st paode exqpect tolee recaynized for thar adievennts

Tesathdchvidionirdicates thet the nenardwanenal ere dvargart viens. Tre cardlation acefficient incicates et Vievs forlocth
nnardvennaeaacs e boardaeamlar.
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21. You would apply or request for a promotion is your felt you deserved
Table 10 Frequency Distr for Entire Population

Avas Stines Ndtsue Raely N Taal  Peost Men Meden Mk SICEV GORRH
Ve (B 6 4 2 2 1 SN 3 2 2 2 073%
Fende (1 1 1 5 3 1 2 33 42 3 1 41479
10
Avas Stims Ntsue Raely Never  Taod
Todl iy 5 7 5 2 W

Fglk Hg 1

Alare percartace of the nenandwaren wold gy far apramdtion ifthey desenved ae: This Sons tret bah menadwonenare
anbitias. Hnever, afeamnauld nat gy for apramdtian, hgaing pertgcs far recognition

Axadngtothe danchrd ceviaian, tre nenadwonendrere similar viens. Tre caelation
aceffidert indicates tret bath groys Sere the ssne qainias.
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22. You would ask for a pay rise directly ifyou felt you deserved
Table 11 Frequency Distr for Enitre Population

Avas Stiness Ndtsue Rady N Taal  Perost Meen  Median Mk STDEV CORREL

Mie(® 8 4 1 2 0 b 47 3 2 iINA 3128 0IA
Farale (| 1 5 1 3 1 2 33 42 3 1 41470

10
Avas Stnes Ndsue Rady Never  Tad
Tod () 9 2 5 1 K3
Hg1la Fglib
Frequency Distribution for Entire Population Percentage Distribution for Entire Population
12
Never

10 Rarely 3

8
S DAlways
1 e 0 Male (F) IS . times
a- m Female (F)
@ O Not sure

4 ORarely

m Never
2
0
Opinion

Alate parcerntage would gy far apay rise diretly if they fett they cesenved. Qrlyasvall peroentagewill .

Tresarchrd cevidtion indicates thet there are divargert iens anag e nenas vell ssathewonen Hvee, liohgaus
dae\aysinilar viens
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23. Would talk about your abilities and achievements in business setting
Tabie 12 Frequency Distr for Enitre Population

Avas Stines Notsue Rady Never Toal  Pereet Men Medean Mk STDEV GCRREL
Vile B v 2 \Y 0 0 5 47 3 1 0 500X 081743
Ferale (I D 8 1 1 1 2 =8\3 42 1 1 A438W

10
Avas Stimes Nisue Raey N Taal
Toal ~22 D 2 1 1 K3
Hg 12 Fg 1

Frequency Distribution for Entire Population Percentage Distribution for Entire Population

Opinion

Mt pegdle would talk aboouk their adievaments inalousiness sdtting: This Sons tret most pegde wauld vart to sl thenrselves
for better positiars.

Tre starchard chviation indicates thet the men have divergart Viens thet are sareedard soco trevanen
Tre cardlation cceffident indicates tret bath graus have simlar viens
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STATEMENT
2 Cre intemydian like natamity wald dffet upnad naality inyar ag
Tade 13 Arequaty Odr for Enitre Rypulation
SOsy Osgee Nl Ay SAye Tod  RPaoat Men Mdan Mk STTEV GCRREL

Mile(P) 0 6 6 2 1 b 47 3 2 6 2888 08%b
Fanale( 4 8 5 1 3 2 B\ 42 4 INA 2584

()
SOsy Dsgee Nl Agee S Ayee Tad
Tod 4 U il 3 4 K3}
Fg1a Fg1b

Percentage Distribution for Entire Population

S. Agree S. Disagree
11y 1 11%

0OS Disagree
m Disagree
O Neutral
DAgree

S, Agree

IMistvanen disagyee thet natemitywould affect their ypnard nddality: Trisneers et waonenaerowidllingtosaaifie dild e
for e chdgmat uike kefae Mt oftre nenageewithtresateTert ar ae ratrd.
Wilelahgays raedvatat vieng, tre cordationaffidert indcetes thet their vievs ae smeronainilar.
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25. Your org has provided for work life & family friendly policies for women
Table 14 Frequency Distr for Enitrc Population

S Dsay Disagee Neural Agee SAgee Toal  Peroet Meen Median Mk STDEV CORRHE
Mie (A 0 4 3 6 2 b 47 3 3 #INA 223K 016116

Feale (| . 6 3 3 8 2 83 42 3 27180
1
S Disay Disgee Neurdl Agee S Agee Tol
Tod 1 0 6 -9 D K3)
Hg 14 Hg b

Frequency Distribution for Entire Population Percentage Distribution for Entire Population

] 9
8 S Disagree
7
=R OMale (F
3 ®
m Female (F)
2
1
S. Disagree Neutral ~Agree S. Agree
Disagree

Opinion

Wile 33%00fthe population agee with the datamert, 3/ dissyee: The sane peraantage s those o dissgee doagee
aaereura. This mears thet the media nesc to adeoLEEly provce far family friedly pdlicies. Mist nenagyee

Sarchd ceviation indicates thet bath grays have varying qainians et are qareed. The comelationaoefficent indicates thet theybath h
differat ways ofthinking
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26. Affirmative action is effectively used as a too! for developing women
Table 15 Frequency Distr for Enitre Population

SDOsay Dsagee Neurd Agee SAgee Taad  Peoat Men Madan Mk STCEV GORRHI
Nde (B 3 0 5 3 4 5 47 3 3 3 1818 0®Ls
Fedle (L 1 7 10 3 0 2 ®3 42 3 #INA 4274

1o
S Osay Disagree Neurdl Agee S Agree Tatal
Tod 4 7 5 6 4 K3
Hg 1= Hg 1D
Frequency Distribution for Entire Population Percentage Distribution for Entire Population
S. Agree S. Disagree
1% 1%
Disagree [_jS. Disagree
199 | Disagree
O Neutral
DAgree
IS Agree
Neutral

429%

Alate paraantage of the population is reutrd wWhile nost of tre wonen dissgree. Mt of tre nenterd toagee
Trevarendsgee ar aereurd.

Thoeewohave ot witnessed affimvative adion co nat agyee with the Satenert

Tre sathrd devigtion indicates thet the nen heve Similar views kLt wonrendivargent viens. Tre camdlation aceffidernt is
recetive reaning treviens of bath groups very greetly.
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21. You would give up yourjob to raise your child
Table 16 Frequency Distr for Enitre Population

S Osay Dsgee Neural Agee SAgee Toal  Percet Mean Medan Mk STDEV CORRH
Ve (P 6 4 2 1 2 5 47 3 2 2 2 08877

Ferrdle (L 8 3 6 2 2 22 33 42 2 26838
i)
S Osay Osgee Neural Agee S Agee Tod
Total U 7 8 3 4 K3
Hog1& Hg 16

Frequency Distribution for Entire Population Percentage Distribution for Entire Population

S. Agree

Disagree
19%

Alate paraarniace disagree with the Sateent as most pegdevould nat give Up their jalos to raise their dildren: Agood peraartace
oftrewonenaedoraurd astheyae nt e whether they are reedy ghve Up thelr childen. Mindsohae differart vievs:

Tre sachrd cevidion indicates thet the wonren ard tre nenheve sinillar views. The cordlation coefficernt indicates thet thair viens

aesovehowanilar thet nost woud nat ghve Up ther jaos toraise dhildren: This nears warenare more incacrt
Tretwo grays dare Similar gainion acoording to tre cardldion aceffidert.
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28. Child raising and family life has affected the rate of career women's dev

S. Disagre Disagree Neutral — Agree S. Agree Total
Male (F) 0 4 5 5 1 15
Female (F 4 5 4 5 3 21

S. Disagre Disagree Neutral — Agree S. Agree Total
Total 4 9 9 w 4 36

Fig 17a

Percent Mean Median  Mode STDEV

Table 17 Frequency Distr for Enitre Population

CORREL

417 3 4 5 2345208 0637059
583 42 4 4 083666
100

Fig 17b

Percentage Distribution for Entire Population

S. Agree S Disagree

11% 11%
0S. Disagree
m Disagree
ONeutral
CAgree
m S, Agree
Neutral
25%

Aneq A paraantage ayee with tre Satamernt while andecLally large percertage disagree. Anenally large percentace ae dsoreutrd.
Honever, morewonrentendto dissgree with tre Satarrert arda lage nuner isalso reutrdl. Min nostly agree

Wilevarentedto sere the sare view nenhave dvergart viens. Garmldtion acefficernt indicates thet they bath hae nore ar less

tresameviens.
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29. Your org has provided for supportive maternity and pregnancy health issues
Taole 18
Frequency Distr for Enitre Population
SDOsay Disyee Neurdl Agee SAgee Toal  Peroet Men Median Mok STDEV CCRREL
Nle (P 1 5 4 3 2 5 47 3 3 ANA 13114 01838
Ferde (L 3 4 4 5 5 2 33 42 4 4 0836
10
S Dsay Dsagee Neutral Agee S Agee Tadl
Toa 4 9 8 8 7 K3 72 8 8 1¥H

Hg 13 Hg 18

Frequency Distribution for Entire Population o
Percentage Distribution

Neutral
22%

Smilaty, noeworen ageewith tre Satenet. Hwever, nost oftre nendssgee
withthe Satarert. This aould meen thet the nedia indLstry nescs to co e ininproving natemity and pregrancy health rlated issLe

Tre menhave similar viens and soco wornrenias per the stancard chvition
Acordng tothe cardldtion cosfhicert tretwo graus have differart viens
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30. Do you have women career mentors with your organization
Table 19 Frequency Distr for Enitre Population

Ys N
Nde (P 8 7 5
Femele (R 8 B pil

Mrewaren fed tret they o nat have warren career martars while while the ratio far ven is 50%opercart fed there arevaren carey
nertas adteare 3Pk trey donat have warencaes natas
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31. You would prefer to have male career mentors in your ogranization
Table 20 Frequency Distr for Enitre Population

SDsagy Dsgee Newrd Agee SAgee Tad  Percet Men Madan M STEEV GCRRFY
Mie(® 0 2 8 0 5 5 47 3 2 0 31 07X%
Fende (L 3 2 B 2 1 2 ®\3 42 2 2 49501

1

S Dsay Disgee Neural Agee S Agee Todl

Tad 3 4 2 2 6 3]

Hgda FHg2b
Percentage Frequency Distribution

S. Agree S. Disagre
1%

Disagree

11%

Neutral
58%

Alate paraariacge of the entire populdion is reuird as townether theywoud prefer mele carer nertas. Miny of trewonen dissgree
wileasnal pareentage ayee. Mire nenfed treywould prefer nale career mertars.

Bhnenadwonenshare vary dvergart iens aooarding to the stancerd ceviaion. Tre conrdlation aceffidient Sons thet trey have
smilarviens.
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32. Your org senior management is supportive of career minded women
Table 21 Frequency Distr for Enitre Population

S Disay Dsagee Newral Agee SAgee Tall  Peoat Men Mudian Mk STCEV CCRRH
Mie (P 0 0 1 10 4 b 47 3 1 0 4264 Q13
Ferrale(l 1 6 6 5 3 2 =3 42 5 6 216/%b
~i0S
S Dsyy Disgee Neural Agee S Agee Tadl
Total 1 6 7 5 7 ~3

Hg2a Hg2b

Frequency Distribution for Entire Population Percentage Frequency Distribution

S. Oisagre
S Agree 3% Disagree
19% 17%
OMale (F) f I | | 0S Disagre
m Female (F)j' mDisagree
ONeutral
\ \ INeutral DAgree
v \ ;. mS. Agree

Opinion

The sare parcartage ofwarenwo ayee thet the mediais suaartive of career minosdwarren o disagreed whille nost of the nen
agree thet the edia is syppartive of carer minded warmen: Allarge percantage dose to renain reutrl.

Tre sachrd chvigtion of the nales indicates thet the population Fes differart Viens ardtre worren population bes sivilar viens.
Tre cordation coeffidiernt indicates thet the two graus have dvergart Viens
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33. You would take up ajob that requires frequent travel
Table 22 Frequency Distr for Enitre Population

SDsayy Dsagee Neurdl Agee SAgee Tod  Peroet Men Median Mk STCEV GORRH
Mie (P 0 0 5 5 5 5 47 3 5 5 2731 061237
Fende (1 2 4 7 4 4 2 33 U\ 4 4 1785
~m
S Disay Disgee Nl Agree S Agree Totdl
Tad 2 4 i/ 9 9 K3

Hg2a Fg2b

Percentage Distribution of Entire population

OS Disagree
m Disagree

O Neutral
OAgree

m S Agree

Treresit here is Dto TP ayeeto take upajab with freo et travd while the atherwould it
Thssons tret warenare still nat sokentotake uptheir carsars ad leae trair famillies for long periack
Hovea, moat oftre menare inagreanent with this Satenert

Trenenadwarendaretre smeviens. Tretad polaiontedto deretre sneqanin
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4.3.2 Senior Management Employees

Compensation, benefits, promotion and training.

The women disagreed that gender equality policies are implemented while men
agreed. This is expected. The men also agreed that the organization has effectively
enforced anti-discrimination laws while the women disagreed, having struggled to
get to the top. The men agreed that women’s pay is related to merit and some of the
women disagreed while some agree. Both groups agreed that education and further
studies does not play a role for women’s promotion. This could be due to the
changes such as unfair promotions and various gender stereo types. Men disagreed
that women are promoted from within while women agreed, being beneficiaries and
having risen to the top. The two groups had different views regarding organization
has provision for training opportunities for women. Both men and women agreed
that maternity would affect their career progression. (Please see Table 23, Fig 23a
and 23b to Table 30, Fig 30a and Fig 30b)

Women V Men5 Attitudes and Behaviors

However, both men and women would expect their superiors to acknowledge and
notice their potential for promotion would apply for a promotion if they felt they
deserved and would ask for a pay rise. They would also talk about their abilities in a

business setting. (Please see Table 31, Fig 31a and 31b to Table 34, Fig 34a and Fig
34b)
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Balancing work and Family Responsibilities

Men were neutral or agreed that maternity would affect women’s career progression
but women agreed with this statement. While men agreed that the organization has
provided for work life and family friendly policies for women, the women
disagreed. Men also agreed that affirmative action is used to develop women while
the women disagreed. Both men and women disagreed that they would give up their
jobs to raise children. While men agreed that child raising has affected women’s
career development, women disagreed or are neutral. Some men disagreed or are
neutral that the organization had provided for supportive maternity and pregnancy
health related issues. The women in this group agreed. (Please see Table 35, Fig 35a
and 35b to Table 40, Fig 40a and Fig 40Db)

Career Development and Mentoring

Women had a neutral opinion regarding having men as career mentors but the men
disagreed. While men agreed that management is supportive of career minded
women, the women disagreed. Both men and women would take up jobs that

required frequent travel. (Please see Table 41, Fig 41a and 41b to Table 43, Fig 43a
and Fig 43b)
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12. Women are effectively involved in decision making in your organization
Table 23 Frequency Distr for Senior Mgt

SDsyy Dsagyee Newrdl Agee SAgee Tad  Pacet Mean Meden Mok STEEV
Mie (P 0 1 2 1 2 6 B 12 1 1 086
Feale (L 0 1 0 1 0 2 5 4 —d 0 054772

S Dsay Osagee Neural Agee SAgee Taal  Percart
Tod 0 2 2 2 2 8 1¥

FHgZa FHgZb

Percentage Distribution for Senior Mgt

S. Disagree
S.Agree 0%  Disagree
OS Disagree
m Disagree
0 Neutral
CAgree
m S Agree

Winenhae different viens and bt tre men nostly agee. Tretwo graus have dvergent iens.
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13. Sex Labels are placed on jobs in your organization
Table 24 Frequency Distribution for Senior Mgt

S Disagr Disagree Neutral Agee S Agree Total Percet Mean Median Mo STDEV
Male (F) 5 1 0 0 0 6 B 12 0 0 216/%
Fardle (1 1 1 0 0 0 2 04 0 0 054772
Total 6 2 0 0 0 8 100

Hg2da

Frequency Distribution for Senior Mgt

OMale (F)

m Female (F)j

J 1
S. Disagre Disagree Neutral Agree S Agree

Opinion

Bath men and worren disagree thet sex labels are placed anjolos inthe arganization
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14. Gender equality policies are effectively implemented in your organization
Table 25 Frequency Distribution for Senior Mgt

S Dsay Disgee Neural Agee SAgee Taal Pt Men Median Mk STCEV CORREL
Mie (P 0 1 2 1 2 6 I3 12 1 1 0836 0378
Ferele (L 0 1 1 0 0 2 5 04 0 0 054772

S Dsy Osgee Newral Agee SAgee Toal  Peroat
Tod 0 2 3 1 2 8 10

HgZa HgZh

Trewonendsagee ar ae reurd aoout inpleneniation of the gacer equdlity policies while most enagree thet gernolr eqelity pdlic
aeeffectively inplenerted Framtre erttire population, a large population of BYeagree tret gendker equality palidies ae inplenert at
this corsists ity of the men Thisexpedted. Eopallya population of 3@ois retrd. This could inplythet they are nat anare of

tre pdlides ad ifthey ae inplenentsd. Zodisgeetret pides aendt inplenert

Sarchrd chvidtion indicates tHet the nendrare tre saneviens ard waren differert Viens. Tre conrelation ccefficient indicates grays
hae dvergat Viens
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15. Your org has effectively enforced anti-discrimin pay & benefit policies
Table 26 Frequency Distribution for Senior Mgt

S Dsay Osgee Neural Agee SAgee Toal Peroet Mean Medan Mk STEEV QORI
Mie(® 0 1 0 2 3 6 B 12 1 0 133 05146
Fendle (L 0 0 2 0 0 2 5 04 0 0 0843

S Osay Disagee Neurl Agee SAgee Taal  Peroent

Tad 0 1 2 2 3 8 10
HgZXa HgXh
Percentage Distribution for Senior Mgt
S. Agree 0S. Disagree
m Disagree
Neutral

OINeutral
CIAgree

m S Agree

Agree
25%

Tre nale regooncnts agyee thet thet anti disrimiretion pdlidies are inplenernted while the fenale respocaris were reutrd. Cftre et
population, &s there are ore ale then fenale respanchts, the larger percentage thet agree is ndle while the fenale are reutrd.

Trewonen dare the sane Viens While the nengrare divergant vievs. Tre correlation acefficient indiicates tret the two groys heve \a
differart viens
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16. Pay is effectively related to merit in your organization
Tabic 27 Frequency Distribution for Senior Mgt

SDsay Dsgee Neural Agee SAgee Tad  Peot Meen Medan Mk STDEV GORREL
Mie (A 0 1 0 2 3 6 I3 12 1 0 133 0204
Fedle(l 0 1 0 1 0 2 5 04 0 0 054772

SDsg Dsgee Nerd Agee SAgee Tad  Paroat
Tod 0 2 0 3 3 8 1D

Fg27a Hg 2

Percentage Distribution for Senior Mgt

OS Disagree
| Disagree

O Neutral
OAgree

m S, Agree

Tre Soof the feale respooants agee thet pay is effedively rlated to nerit while S0%disagree. Tre larger percertage oftre e
reyooarts ayee tret pay iseffedtively related to nant. CFthe ertire population, 73Yoagyree with tre statenent wWhile Z3odisagee

Treviens of the two grays ae \ery differart acoording to the corrdlation acefficiert
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17, Education &further studies play ardle far wonrens pronotion inyour ag
Table 28 Frequency Distribution for Seniar Myt

S Dsyy Disagee Neural Agee S Agee Tl Peroet Meen Median Mk STDEV QORREL
Ve (P 0 0 0 3 3 6 B 12 0 0 164317 0163/
Fede (| 0 1 0 1 0 2 5 04 0 0 05472

S Disay Disagree Neural Agee SAgee Toal  Peroent
Tod ~0' 1 0 75 3 8 1D

HgZ3a FHg2b

Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt

S. Disagree
0%
Disagree
;o 13%

O Male (F)

m Female (F)

Opinion

Mile regponcints agree with the stateent while anly S0%0f fanale respononts dissagree with the Satarert.
Crtre ertire population, 8//0f the population agree with tre Satamert.

Trewaren hae varying viens hile those of the men are also divergernt. Tre correlation coeffidernt shons thet the qainions of the vy
goysae\aial
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18. Your org has promoted women within from non-mgt to mgt positions
Table 29 Frequency Distribution for Senior Mgt

S. Disagre Disagree Neutral  Agree S. Agree Total Percent Mean Median ~ Mode STDEV ~ CORRELA
Male(F) 0 3 1 2 0 6 75 12 1 0 130384 0910182
Female (F 0 1 0 1 0 2 25 0.4 0 0 0.547723
S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Total 0 4 1 3 0 8 100
Fig 29a Fig 29b
Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt
S. Agree
35
Vo
3 | )
S Disagree

w25

> "

; 2 CMale (F) OS. Disagree

-”5 m Female (F) | Disagree

1 O Neutral
) O Agree
05
IS . Agree
L - 1
) ) " A S A Neutral
S. Disagree  Disagree Neutr gree gree 13%
Opinion

The nale responckrnts disagyree with the statarrent while 30%00f te fenvale respondents agyee with the sateert. Cftreertire
saple, 4%0dsayee with the Staterent. This means thet anegarent neads to find ways of pronrting warren framwithing

Winendrare differart viens while men have redly varied viens. The cardlation coefficient shows thet the tatd populaion Sere the <
viewi.edssgenet
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19. Your org has effectively provided for training opportunities for women devt
Table30 Frequency Distribution for Senior Mgt

S. Disagre Disagree Neutral  Agree S. Agree Total Percent  Mean Median  Mode STDEV ~ CORRELA
Male (F) 0 3 0 3 0 6 75 12 0 0 1643168 0.166667
Female (F 0 0 1 1 0 2 €6 0.4 0 0 0.547723
S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Total 0 3 1 4 0 8 100
Fig 30a Fig 30b
Frequency Distribution for Senoir Mgt Percentage Distribution for Senior Mgt
S. Agree
0%
S. Disagree
CMale(F) 0S. Disagree
m Female (F) m Disagree
O Neutral
DAgree
mS. Agree t
Neutral
13%
Opinion

While 50%60f the nvale respordints disagree with the Satarmert, S0%6agee with tre stetenarnt. Eqally, S0%6of tre farrale responcnts
ayeewith the staterment while S0%eare reutrd. Ofthe ertire population, 49%cagree with the Satenert while 3Yodisagee
withtre statement. Tre peraentace is lagely influenced by the svall nunoer of fenale respancirnts inrelation tote nale respoolts.

Tre sandard cevition rons the two grays lath have veried viens. Tre cardlation ccefficient also indicates thet the two
gous e \ay divergent viens
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Yoy
20 Bxpect your yeniars to natice &acknowlecke your patertid for prandtion
Taole 3L
Frequency Distribution for Senior Myt
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Opinion

Alare populationof the nale responoints agree with the statament while anly S0%/of the fenvale resoonoants egee with tre Satarent.
Interestingly; alarge peraant of tre ertire population expedt their ypenas to natice thelr potertia for prardtion induding the
nale responcknts. 13%eofthe responcirnts, being nale rardly exqoect to ke noticed

Treviens of tre menvery while those of warren tre wonrenvary: Tre correlation ocefficient incicates tret the iens of the
twogaus ae snila.
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21. You would apply or request for a promotion is your felt you deserved
Table 32 Frequency Distribution for Senior Mgt

Avas Stines Ntse Rady Never Toal  Percet Meen Maden Mk STEEV QORRFI
Mie (B 4 0 0 1 1 6 I3) 12 1 0 168y Q722

Farde (1 ' 0 0 1 0 2 5 04 0 0 05472
Avngs Stiness Notsue Raely Never  Tol  Perot
Taal 5 0 0 2 1 8 1
Hg3a FHg3h

Frequency Distribution for Senior Mgt

O Male (F)

m Female (F)

Opinion

Alate peroertace of the ertire population 60%/ill recuest for the pronatian is trey desene, epedidly tre nae. Hvewer,
the S/ofenale responcknts will rardy gy far apranation. They exect o ke pranaied by virtLe of their wak

Bhtrewonenard the men drere differart viens. Honever, camdlation ccefficient rons thet the two groys share sinilar viens ntet
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22 Youwaould ask for apayrise diredtly if you felt you desenved
Table 33 Frequency Distribution for Senior Mt
Avas Stimes Ntsue Raely Never Taa  Perceet Men Mdan Mk STDEV ORREL
Mie (B 4 1 0 1 0 6 I3 12 1 1 16317 0722
Ferdle (I 1 0 0 1 0 2 5 04 0 0 054772

Avnays Stines Notsue Raely Nevr  Toal  Percent
Tod " 1 0 2 0 8 1D

Hg3a Fg3b

Percentage Distribution for Senior Mgt

Never

DAlways
9'S times
CINot sure
O Rarely

m Never

Alare peroertage of the rale population agree with the statarment while 30%0of the farrale resporderis will rardy ask farapayrise A
ertire population, 73%o0f the population are likely toask for apay rise

Mens oftrewarenvary but those of tre nenvary sigificartly. Honever, the carelation aoeffidient shons thet the viens of thetwo a
sgificarty similar.
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23. Would talk about your abilities and achievements in business setting
Table 34 Frequency Distribution for Senior Mgt

Avas Stimes Notsue Rady Newer Toal  Peroet Men Meden Mk STDEV GORRH

Mile (B 6 0 0 0 0 6 5 12 0 0 26838 Q61237
Feale (] 1 0 0 1 0 2 5 04 0 0 QA2

Avas Stimess Notsue Raely Never Taa  Peroant
Toal 7 0 0 1 0 1

FHg3a Hg3b

Percentage Distribution for Senior Mgt
Frequency Distribution for Senior Mgt

Rarely
13%
7 I
Not sure j Never
6 o 1 | o%
5
84 CAways
O Male (F
ale ) IS. times
s"3 m Female (F) CNot surel
- ) O Rarely
I m Never
1
87%
Always S.times Notsure Rarely Never °

Opinion

Oftheertire population, a large percantage ofthe nrale responclrnts will talk oot their dalities, while 50%0of the farrale responcnts
will and 36fenrale responckriswill ot 82/0ofthe ertire population agyee with the Satamert. The fenvale responckent will radlytalk
oot achieverments s ey the study literature review

Worenhave differert views vhile en heve sivilar viens. Garmdlation coeffidient Shons tret iens of tre two graus are sameov
smila.



STATEVENT
24 Gareey intamyption like nvatemity would affedt upnard ndaility inyour ag
Table 3 Fequency Distribution for Seniar My
SDOsg Dsagee Newral Agee SAgee Toal  Percet Meen Medan Mk STOEV QORREL
Mie (P 0 0 3 2 1 6 B 12 1 0 133 04
Feale (1 0 1 0 0 1 2 5 04 0 0 054772

SDsyy Disagee Neural Agee SAgee Tod  Percant
Tod 0 1 3 2 2 8 1¥

FHg3a FHg3h

L . . Percentage Distribution for Senior Mgt
Frequency Distribution for Senior Mgt

35
3 S. Disagree
) 25 0%
S Agree Disagree
& 2 0 Male (F)
Os. Di
551 15 m Female (F) isagree
m Disagree
£ 1
O Neutral
0.5 DAgree
i U m S Agree

25%

m* o# N \Y i
Opinion
Alarte percertae oftre male responcents are neutral wWhile aneopally large percentage agyree with thre sttenent. 3%0ofthe fenae
respooants dissgree vhile S0%agree. Ofthe entire population, S0%/eegyee with the Statenvent and 3@/0are neutral.

Winengrare dvergat viens While menhave also divargert iens. Gorrdlation acefficient shons the two grays have \ary different i
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2 Yaur aghes provicsd farwark life &family friedly pdlicies farwaren
Table 3 Frequency Distribution for Senior Myt
S Dsag Disagee Neural Agee SAgee Tail  Peroet Meen Median Mk STEEV QORRFT
Mde (P 0 0 2 3 1 6 B 12 1 0 1334 0546
Fedle (L 0 2 0 0 0 2 5 04 0 0 083

S Dsay Disagee Neuwral Agee SAgee Tol  Peroent

Toal 0 2 2 3 1 8 1D
Fg 33 Fig 3
1
Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt
O
3
6’2'5 S. Disagree
5 2 OMale(F) S. Agree Dlsaggree
! l -ZSA) OS Disagree
§ 15 m Female (F)
I m Disagree
I
05

ONeutral
. 1 Aﬁgeg\ ) OAgree i
0 U Neutral IS. Agree

25%

Opinion
While 100%0of the feale respondents dissgree with e Steterent while a large parcarntage of the nale respondinis agree with
tredatamet. Whle 50%00f the ertire population agyee with the Statenert, 23%ois reutrdl.

Winendrare the sare Views and nenhave dvergart viens. Garrelation oceffidiernt shons the two grauys have vary differert viens.
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26. Affirmative action is effectively used as a tool for developing women
Table 37 Frequency Distribution for Senior Mgt

SDOsay Dsagee Neural Agee SAgee Tod  Peoat Men Medan Mk STEEV QORREL
Ve (P 2 0 1 2 1 6 I3 12 1 2 08%% w1333
Fedle (L 0 0 2 0 0 2 5 ~0¢ 0 0 0843

S Osay Dsagee Neurl Agee SAgee Taal  Percant
Tod 2 0 3 2 1 8 10

Hg37a Fg3b

Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt

S. Agree )
1% S. Disagree
O Male (F) 0S. Disagree
m Female (F) m Disagree
ONeutral
CAgree
IS. Agree

S. Disagree Neutral ~Agree S.Agree
Disagree

Opinion

100%60f rewarren population are reutrdl. Mest renagree with tre Satenart.
This rears thet the wonen have nat experienced affimvative adian

Whilewarengaete sare viens, menadso Saete sneviens. Hinea, the viens ofthe two groys ae very dvergart.
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27 You would give up your job to raise your child

Table 38 Frequency Distribution tor Senior Mgt

S. Dlsagre Disagree Neutral  Agree S. Agree Total Percent Mean Median ~ Mode STDEV
Male (F) 3 1 1 0 1 6 75 12 1 1 1.095445
Female (F 1 0 1 0 0 2 25 0.4 0 0 0547723
S. Disagre Disagree Neutral — Agree S. Agree Total Percent
Total 4 1 2 0 1 8 100
Fig 38a Fig 38b
Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt
S Agree
OMale(F)
m Female (F)

13%

1

Alatg parcartage of the nvale respordents disagree with the Satenernt and S0%eof the farrale disagree. S00ofthe fendle
resoarcints are neutrdl. 62%/00f the ertire population dissgee with the Satarert.

CORRELA
0.666667

Winenhave veried viens and the enhave divergert viens. Tre carmelation aoeffidernt indicates the two grays heve similar viens.
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28 Childraisingard fanily life hes affected the rate of career wareris cv
Table 3 Frequency Distribution for Senior Mot
S Disay Disagee Neutral Agee SAgee Tad  Percet Men Median Mk STEEV CORRH
Mie (B 0 1 1 3 1 6 [3) 12 1 1 1066 01657
Ferdle (L 0 1 1 0 0 2 5 04 0 0 054772

S Disay Disgee Neural Agee S Agee Tal Peroent
Tod 0 2 2 3 1 8 10

HgXa Fig3h

o . ) Percentage Distribution for Senior Mgt
Frequency Distribution for Senior Mgt

3
S. Disagree
6 25 Disagree
O Male (F) 25% ]
1 2 OS. Disagree
S' 15 Lo m Female (F) m Disagree
1 0 Neutral
05 CAgree
IS . Agree
u 1 Neutral g
25%
A A c /
v
b
Opinion

Alaree percert of the ale respondents agree with the Satarrent while 50%0of the fenrale respondients disagree and S0%are reutrdl.
Theertire population represents S0%owno agree with tre statarent and 23%and reutrdl and disagree. This Sons tret warren
aeanbitios.

While the waren have differert views, tre nen have sinilar viens. Tre carrelation acefficient shons tretwo groys have ety
differert Viens.
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29. Your org has provided for supportive maternity and pregnancy health issues

Table 40
Frequency Distribution for Senior Mgt
S. Disagre Disagree Neutral  Agree S. Agree Total Percent Mean Median  Mode STDEV
Male (F) 0 1 2 1 2 6 75 12 1 1 0.83666
Female (F 0 0 0 2 0 2 25 04 0 0 0.894427
S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Total 0 1 2 3 2 8 100
Fig 40a Fig 40b

Percentage Distribution for Senior Management

S asa8re0sadee

S Agree
[OS Disagre
m Disagree
O Neutral
DAgree
IS Agree
Agree

Alate paraantage of the nen dissgree with tre stenert while 100%of trewanenagee. This inlies tret the nenae ndt
sdtisfied with the suppart given by the arganization for the ratemity related issUss

the sandard deviation indicates bath groys shere s viens. Garrelation confickrt shons viens Sared are differert.
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3L. You would prefer to have male career mentors in your organization
Table 41 Frequency Distribution for Senior Mgt

SDsy Dsgee Neural Agee SAgee Tad Peroet Men Medan Mk STDEV OORRH
Mie (P 0 0 3 0 3 6 IS 12 0 0 16817 016%7
Ferdle (1 0 1 1 0 0 2 5 04 0 0 04772

SDOsay Dsgee Neural Agee SAgee Tod  Peroat

Totl 0 1 4 0 3 8 1D
Hg4la Hg4lb
Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt
35
3 S. Disagree
0%
OZ ° Disagree
QrC O Male (F)
S. Agree i
0' 15 m Female (F) 9 OS. Disagree
- m Disagree
ui 1
I 0 Neutral
0.5 OAgree
0 IS. Agree
Neutral
Opinion

While 50%00fthe woen disagyee with the Satenert, SY/eofttevarenae reutra while 50%0ofthe nen ae reutrd ad Ssrag
ayee It mears thet tre nenprefer tohave men carer nrtars wille waren conat prefer to heve nen carer nerntars.

Sarchrd chviation indicates the two graus have \aried viens. Tre camdlation coefficient nears they share different qainiars.
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32. Your org senior management is supportive of career minded women
Table 42 Frequency Distribution for Senior Mgt

SDOsgy Osgee Neurd Agee SAgee Tad  Peroet Men Medan Mk STCEV CORRH
Mie (P 0 0 1 2 3 6 5 12 1 0 133 04
Fedle (L 0 1 1 0 0 2 5 04 0 0 042

SDsy Dsgee Neurd Agee SAgee Tad  Peroant

Tod 0 1 2 2 3 8 10
Percentage of Entire Population
S. Disagree
0%
OMale (F) Disagree
13% 0S Di
m Female (F) S Agree isagree
3% m Disagree
Neutral —
5% CINeutr
CAgree
IS . Agree
Opinion

Whle 30%/00f the warren disagyee with the Satenert, S%6oftrevwanen are neutrd while tre nen sssmto agee with the Stateert. TL
keatribuedtothe fadt tret those inseniar naregeent ae nostly nenand fed tret they are gving waren sygoart while trewarren ek
Ted trey ae recenving tre Yot trey desene.

Winenhave \aried viens ad nendso have varied viens. Hveer, tretwo graus conat Sare tre sare viens.
Acodingto tre cordation coeffidert
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33. You would take up ajob that requires frequent travel
Table 43 Frequency Distribution for Senior Mgt

S DOsay Dissgee Neural Agee SAgee Tad  Peroat Men Medan M STEEV GORREL
Vile (B 0 0 2 3 1 6 I3) 12 1 0 1334 Q091018
Feale (| 0 0 1 1 0 2 5 04 0 0 054772

S Osay Disagee Neuwral Agee S Agee Toal  Peroart
Tod 0 0 3 4 1 8 10

Hg43a Hg4d

Frequency Distribution for Senior Mgt Percentage Distribution for Senior Mgt

35
3 S. Disagree Disagree
25 S Agree 0% O
2 O Male (F)
15 m Female (F) OS. Disagree
1 m Disagree
ONeutral
05 1 1 CAgree
0 IS Agree
(v

Opinion

Treddributias Sowtet menare more likdy toteke Upajab thet recuires frequart travel thenwaonen Intie ertire population, nore

reyoats ae likdy toteke Upajab trat reuires frec et travd. Alage peroentage is dlso nat sure as towrether theywauld ke Lp
arhajdbardt

Trevonengae \aiedviens adaotre nenrae\aiedviens. Hvewe, tre cardation aoefficert Sons thet they sare sirilar v
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4.3.3 Middle Management Employees

Compensation, benefits, promotion and training

Both men and women agreed that they are effectively involved in decision making.
They also disagreed that sex labels are placed on jobs in the organization. There
were divergent views on whether gender equality policies are effectively
implemented though most agreed that they are implemented. Both men and women
agreed that the organization had effectively enforced anti-discrimination pay and
benefit policies. However, both groups have divergent views and are mostly
uncertain on whether pay is effectively related to merit. Most men and women
disagree that education plays a role in the promotion of women and also that the
organization has effectively provided for training opportunities for women
development. (Please see Table 44, Fig 44a and 44b to Table 50, Fig 50a and Fig
50b)

Women3s/Men's Attitudes and Behaviors

Both men and women would expect their superiors to acknowledge their potential
for promotion. Both men and women would apply for a promotion if they felt they
deserved even ask for a pay raise. They would all talk about their abilities in a

business setting. (Please see Table 51, Fig 51a and 51b to Table 54, Fig 54a and Fig
54b)
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Balancing Work and Family Responsibilities

Both men and women disagreed that maternity would affect upward mobility in
their organization. While most men and women agreed that the organization has
provided for family friendly policies for women, a small percentage is uncertain.
Most men agreed that affirmative action is used as a tool for the development of
women while the women disagree. Both men and women also disagreed that they
would give up their jobs to raise children, but most women agreed that child raising
has affected the rate of career development of women. The men however disagreed.
The women in this level agreed that the organization has provided for supportive
maternity and pregnant health related issues, while the men disagreed. (Please see
Table 55, Fig 55a and 55b to Table 60, Fig 60a and Fig 60b)

Career Development and Mentoring

Both men and women were neutral as to whether they would prefer to have male
career mentors. While the women disagreed that the organization is supportive of
career minded women, men seemed to agree. Majority of the men and some women
would take up ajob that requires frequent travel while many women were neutral.
(Please see Table 61, Fig 61a and 61b to Table 63, Fig 63a and Fig 63Db)
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12. Women are effectively involved in decision making your organization
Table 44 Frequency Distribution for Mid Mgt

S Dsay Disagree Neural Agee SAgee Todl Peroet Meen Medan Mok STDEV OORRA
Mile (P 0 0 3 0 4 7 3P 14 0 0 199% 0836
Ferde (I 0 2 3 2 4 1 el 22 2 2 1834

S Dsay Disagree Neurl Agee S Agee Taal  Percent
Toa 0 2 6 2 8 B 10

Hg4a FHg4b

Frequency Distribution
Percentage Frequency Distribution

S. Disagree
i 0%
Disagree
A OS Disagree
S Agree / \ m Disagree
4% u jH ! JNeutral CINeutral
\ J 33% CAgree
m S Agree
Agree

11%
S. Disagree Neutral ~ Agree S, Agree
Disagree

Opinion

hawray alage percentace bdlieve tret worren are involved indsdsion naking while 33%oare nat sure ifwonren are invalved
nmekingar .

Mris views ae varied While those ofwarren are varied as same agree and soe do nat agyee they are invalved in dedsion naking,
Hvewe, most ayee tret waren ae involved in deaision reking acoarding to the coefficient corelation
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13. Sex Labels are placed on jobs in your organization
Table 44 Frequency Distribution for Mid Mgt

SDsay Disgee Neutral Agee SAgee Tall  Percet Mean Medan Mk STDEV QORREL
Ve (P 2 4 0 0 1 7 38D 14 1 0 1632 058

Fendle (| 5 3 2 0 1 1 611 22 2 194
S Dsyy Disagee Neutrl Agee S Agee Toldl  Percant
Tol 7 7 2 0 2 w 1D
Hg4a Fg4b

T . Percentage Distribution for Mid Mgt
Frequency Distribution for Mid Mgt

[ Jp—
S. Agree
11% ]
Agree
Neutral S. Disagree S Disagree
O Male (F) 9% )
m Disagree
m Female (F)
O Neutral
CAgree
IS. Agree
Disagree
39%
S. Disagree Neutral ~ Agree  S. Agree
Disagree

Opinion

Aot 78/ofthe entire population disagree with the tatenvernt thet sex labels are placed anjats. This ears thet anecLel gopartunity i
gwventodl togofar apartioularjao.

Wbneris views are similar bt menis viens arevaried. However, correlation coefficiernt indicatess the views ofah grays ae sinlar.
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14. Gender equality policies are effectively implemented in your organization

S. Disagre Disagree Neutral  Agree S. Agree Total
Male(F) 1 0 3 3 0
Female (F 2 2 2 3 2

S. Disagre Disagree Neutral  Agree S. Agree Total
Total 3 2 5 6 2

Fig 45a

Frequency Distribution for Mid Mgt

35
3
>.25
0
12
|15
N
05
S. Disagree Neutral ~ Agree  S. Agree
Disagree
Opinion

Table 45 Frequency Distribution for Mid Mgt

Percent Mean Median
7 38.88889 14 1
11 6111111 2.2 2

Mode STDEV
0 1516575

2 0.447214

CORRELA
0.589768

Percent
18 100

Fig 45b

Percentage Distribution for Mid Mgt

OS. Disagree
m Disagree

O Neutral
DAgree

IS . Agree

28%

There ae dvargert views frombath graus. The nenagree while the warren disagree. The carmelation coeffidient incicates thet the viel
oftretwo grays are someowrelated. [t would gopeer tret the graup is nat infamved anthe effectiveress of the gender e ity pdlice

Correlation oceffidient indicates thet the two graus have sonreowrdlated Viens.
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15. Your org has effectively enforced anti-discriminate pay & benefit policies
Table 46 Frequency Distribution for Mid Mgt

S Disy Disayee Neutral Agee SAgee Tol  Perct Men Medan Mk STDEV QORRFT
Vale (P 0 1 1 0 5 73EO 14 1 020/ 03W
Farrdle (| 1 1 3 3 3 I amm 22 3 3106

S Dsay Disagree Neutral  Agee S Agee Toial  Peroent
Tol 1 2 4 3 8 8 10

Hg46a Hg4a

Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt

S. Disagree
6%
Disagree

0 S. Disagree

S Agree m Disagree
44%
O Neutral
Neutral
22% DAgree
mS Agree
Agree

S. Disagree Neutral ~ Agree  S. Agree

. 17%
Disagree

Opinion
IVijarity of the wonren agyee with the Staterrent While ngjarity of the men also agree with the staterent. Asrall peroeniage
disagree with the Staterent. This means thet anti-ciscrimination pay and berefit policies are pradtiosd

The viens of the ren\ary but the worren's vieware similar as per the sStanoard deviation: The correlation acefficient incicates thet the
viens of the two grauys are \ery differert.



16. Pay is effectively related to merit in your organization

Table 47 Frequency Distribution for Mid Mgt

S. Disagre Disagree Neutral  Agree S. Agree Total Percent Mean Median  Mode STDEV ~ CORRELA
Male(F) 0 0 2 3 2 7 3888889 14 2 0 1.341641 0 294846
Female (F 1 2 5 2 1 11 6111111 2.2 2 1 1.643168
S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Total 1 2 7 5 3 18 100
Fig 47a Fig 47b
Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt
S. Disagree
S. Agree 6%
I
O Male (F) s Disagree
m Female (F) m Disagree
CINeutral
CAgree
m S Agree
S. Disagree  Neutral Agree  S. Agree
Disagree
Opinion

Mnageewith the view Mot of the waren are reutrd. Tre twograus have veried Viens
Hovever the camelation coefficient indicates the views of lath graups \vary significartly.
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17. Education & further studies play a role for women's promotion in your org

Table 48 Frequency Distribution for Mid Mgt

S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Male (F) 0 2 2 2 1 7 3888889
Female (F 3 2 4 1 1 11 61.11111

S. Disagre Disagree Neutral — Agree S. Agree Total Percent
Total 3 4 "H i 3 2 18 100

Fig 48a

Frequency Distribution for Mid Mgt

Median Mode STDEV CORRELA
14 2 2 0.894427 -0.085749
2.2 2 1 130384

Fig 48b

Percentage Distribution for Mid Mgt

Myarity of the warren disagree thet edLcation plays ardle inwonern's praation while ngjarity of the en agree with tre Satenert.
IntoElity; nrost of tre population disagree While a large percertage are neutrdl. This inplies thet eclucation does nat playangjar part

inpronation ofwaren

Bthgraus have astanclrd ceviation tret Shons they have similar viens. Honever, the two graups shere redlly divergert views.



18. Your org has promoted women within from non-mgt to mgt positions
Table 49 Frequency Distribution for Mid Mgt

SDsay Dissgee Neutral Agee SAgee Tad  Peroet Men Median Mok STDEV QORRH
Mie (A 0 0 1 5 1 7 38D 14 1 0 20/ 04%18
Fendle (L 0 2 4 3 2 1 6nn 22 2 2 14834

S Dsay Dissgee Neural Agee S Agee Toal  Percent

Todl 0 2 5 8 3 8 10
Hg4% Hg4%
Frequency Distribution For Mid Mgt Percentage Distribution for Mid Mgt
S. Agree S Disagree Disagree
OMale (F)
m Female (F) | Neutral
\ 28%
v \
Agree

S. Disagree  Neutral ~ Agree  S.Agree
Disagree

Opinion

Mty of the en and worren agree with the Siaterent althougha sl percentage ofwarren dissgree with the Satenernt.

Saad chviation Shons the menhave \aried viens and wonen silar viens. Garrelation acefficient indicates they have divergarnt vie
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19. Your org has effectively provided for training opportunities for women devt
Table 50 Frequency Distribution for Mid Mgt

SDsay Disgee Neural Agee SAgee Tad  Percet Mean Medan Mk STDEV QORREI
Mie (P 0 3 2 2 0 7 B8 14 2 0 1364 020008
Ferdle (1 4 2 1 3 1 1 e 22 2 1 134

S Disagy Dissgee Neutral Agee S Agree Todl

Tol 4 5 3 5 1 B 10
Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt
S, Agree
&% S. Disagree
| 2%
Agree \ :
CMale (F) 8% | \ DS.A Disagree
u Female (F) m Disagree
O Neutral
DAgree
IS Agree
Disagree

Neutral 2%

17%
S. Disagree Neutral ~ Agree S. Agree

Disagree

Opinion

Myarity of the men and worren disagyee with the staterrent while 32%0ofthe population agyee with tre Satenert. This nears thet train
should e provicd for develgorent ofwaren

Sarchd devigion ons the two groys have similar viens. Hveer, tre two graus have vary divargent viens.
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Yau

20. Expect your superiors to notice & acknowledge your potential for promotion
Table 51 Frequency Distribution for Mid Mgt

Avays Stimes Notsue Raely Never  Toal  Pecet Men  Medan Mk STDEV QORREL
Mie (P 4 2 1 0 0 7 3B&BP 14 1 0 16732 08377
Fende (L 7 2 0 1 1 1 6L111 22 1 1 27789

Awnas Stines Notsue Raely Never Toadl  Peroart
Tod 1 4 1 1 1 B 1D

Hg5la Hg5lb

Frequency Distribution for Mid Mgt

O Male (F)

m Female (F)

Always  S.times Notsure Rarely Never

Opinion

Myarity of the nen and woren expedt to ke noticed and adknonlecoed for pronttias

Tretwograus Sere saTe Viewthet they exaedt their superars to acdknonlecte thelir patertial.
Tre corelation cceffident Sons they have silar viens.
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21. You would apply or request for a promotion is your felt you deserved
Table 52 Frequency Distribution for Mid Mgt
Awas Stines Notsure Rarely Never  Toal  Peroet Meen Median Mtk STDEV QORRF
Mie (F) 1 4 1 1 0 7 B 14 1 1 15168 01829
Ferele (1 6 1 2 1 1 1 61n 22 1 1 216/

Awas Stimes Notsue Raely Never Toa  Peroart
Toal 7 3 2 1 B 10

Hg52 Hg5%

Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt

Never
Rarely 6%

S. times
Always  S.times Notsure  Rarely Never 28%

Opinion

Tre nejarity of the responcrts felt thet they wouid ply for pramotion ifthey et tret they ceservedl it

Sachrd cevidtion indicates men have different iews and wanren siilar views. Garrelation coefficient incicates Views are wick goreed
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22. You would ask for a pay rise directly if you felt you deserved
Table 53 Frequency Distribution for Mid Mgt

Avays Stimes Ntsure Raely Never Tolal  Percet Men Mdan Mok STDEV CORREL
Mile (B 2 3 1 1 0 7 38D 14 1 1 11408 0445
Ferdle (] 7 2 1 0 1 1 6L 22 1 1 2710

Avas Stimes Notsue Raely Nevr Todl  Percent
To 9 5 2 1 1 B “id

Hg53&a Hg5h
Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt

Never
6% ]

Rarely

OMale (F)

m Female (F)

Opinion

IVjarity of the responcirts felt theywould ask for apay rise if the felt thet they desenved it

Theyasosae similar viens acoording to the sianoard ceviaion. The correlation aoeffidient indicates they have divergent vies.
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24. Career interruption like maternity would affect upward mobility in your org
Table 55 Frequency Distribution for Mid Mgt

SDsay Disgee Newral Agee SAgee Toal PERCEEMeEn Medan Mk STDEV QORRFI
Ve (P 0 4 3 0 0 7 3 14 0 0 1995 04456
Ferdle (L 3 5 1 1 1 1 6 22 1 1 1785

S Dsay Dissgee Neural Agee S Agree Tad  PERCENT
Tod 3 9 4 1 1 B 10

Hg SR Hg5h

Frequency Distribution for Mid Mgt

OMale(F)

= Female (F)
|

~ Nio

S. Disagree Neutral ~ Agree S Agree
Disagree

Opinion

While ngjarity of the woen disagree with the taterrent asrall perceniage agree with it However, ngjanty of tre nendso disagyee
withtre satenert.

Treviens of tre men adwaren are wick saread. Mist disagree with the staterrent ths worenwill nat e cterred by natemity leave
Tre carelation coeffident indicates the Views are related
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25. Your org has provided for work life & family friendly policies for women
Table 56 Frequency Distribution for Mid Mgt

SDsay Dissgee Neural Agee SAgee Total  Peroet Men Median Mk STDEV CORRH
Mide (P 0 2 1 3 1 7 38D 14 1 1 1140S 01062
Fendle (1 1 2 0 1 7 1 6. 22 1 1 27140

S Dsay Dissgee Neurll Agee SAgee Toal  Peroat

Toal 1 4 1 4 8 B 10
Hg5a Hg 5D
Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt
OMale (F)
m Female (F)

S. Disagree  Neutral ~ Agree  S.Agree
Disagree

Opinion

While mgjarity of the warren agree with the statenrent, 30%0of the population dso disagree with tre Satenert. Mndsoagee
Thismears thet aganizatios enbrace nore wark and faily friendly policies for the ag

Sahd ceviation indicates nen drare similar viens adwarren rave different viens. Garrelation coefficient indicates iens tole
dvergert
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11 You would give up your job to raise your child

S. Disagre Disagree Neutral
Male (F) 3 2 0
remale (F 4 3 2

S. Disagre Disagree Neutral
Total 7 5 2

Fig 58a

Table 58 Frequency Distribution for Mid Mgt

Percent Mean Median Mode
7 38.88889 14 1
11 6111111 2.2 2
Percent
18 100
Fig 58b

STDEV ~ CORRELA
1 1.140175 0.773574
1 1.30384

Percentage Distribution for Mid Mgt

S. Agree
11%

S. Disagree

3%

Neutral
11%

Disagree
28%

OS. Disagree
m Disagree

O Neutral
DAgree }
0S Agree

Mt of the men and nost ofthe wamenwould nat ghe Up treirjab toraise their farily. Honever, fewalso agree with the satament.

Sahd devidion indicates they Sare the sare iens.

Thetwo goys Sae tre sare Viens acoarding to the correlation ocefficient.
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28. Child raising and family life has affected the rate of career women's dev
Table 59 Frequency Distribution for Mid Mgt

S Disay Disayee Neutrdl Agee SAgee Toll Percet Msn Medan Mk STDEV QCRRKL
Nale (P 0 3 2 ) 0 7®/HP 14 0 1364 01006

Ferdle (1 2 2 1 4 2 1 6.1 2.2 2 2 1065
S Disay Disagree Neutral Agee S Agee Total  Peroent
Toal 2 ) 3 - 2 8 10
Hg SR Hg3Dh
Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt
S. Agree S. Disagree
11% 11%
OMale (F) OS. Disagree
m Female (F) mDisagree
O Neutral
CAgree
m S, Agree
Neutral
1%
Disagree
Opinion

Angaity of the warren agree with the Satenrent while angjarity of the nen disagree with the Satenert. Honever, this is expedied
Ingererd, angjarity of the people agree with the staterent.

(hild raising would affect the rdle of career woen
Trewaren have sinilar views and men varied viens, honever, the carmelation ccefficient shons thet they have \ery differernt Viens.
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29. Your org has provided for supportive maternity and pregnancy health issues
Table 60 Frequency Distribution for Mid Mgt

S Disay Disagree Neutral Agree S Agree Total Peroet Meen Median Mk STDEV CORRHE

Vile (B 1 4 0 2 0 7 3883 14 1 0 16732 01014
Ferrele (| 2 2 1 3 3 1 eLm 2.2 2 2 0836
S Disagy Disagee Neutral Agree S Agree Tatl Peroent
Totl 3 6 1 ) 3 B 10
Hga Hg 6l
Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt

0S Disagree
m Disagree
ONeutral
DAgree

m S. Agree

S. Disagree Neutral ~ Agree S. Agree
Disagree

Opinion

Warenagree with the staterrent while ost men disagree with the Satenert. Sanoard deviation shows thet nenhave different viens i
varenhae lagly sinilar viens. Gorrelation coefficient incicates the two graus have \very vanying iens.
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31. You would prefer to have male career mentors in your organization

S. Disagre Disagree Neutral  Agree
Male (F) 0 1 4
Female (F 3 1 6

S. Disagre Disagree Neutral ~ Agree
Total 3 2 10

Fig 6la

Frequency Distribution for Mid Mgt

Disagree

Opinion

S. Agree Total
0 2
0 1

S. Agree Total
0 3

Table 61 Frequency Distribution for Mid Mgt

PERCENT Mean Median ~ Mode STDEV ~ CORRELA

7 3888889 14 1 0 1.67332 0.725908
1 61.11111 22 1 1 2387467
PERCENT
18 100
Fig 61b

Percentage Distribution for Mid Mgt

S. Agree S. Disagree

Neutral
55%

Alate perceriage of the woren ad nen ae reuird wWhile sare dissgree. Alsotre nenae reutrd asthey aenat ue
The stanchrd deviation men have veried viens adwanren have \aried viens.
The corelation coefficient incicates thet the two graus heve sirilar views.
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32. Your org senior management is supportive of career minded women
Table 62 Frequency Distribution for Mid Mgt
S Disagr Disagree Neutral Agree S Agree Taial Percet Men Median Mtk STDEV OORRH
Mile (P 0 0 0 6 1 7 B3P 14 0 0 26078 07238
Ferele (L 1 3 4 0 3 1 61n 22 3 3 1647

S Disar Disagree Neutral Agree S Agee Total  Percent
Total 1 3 4 6 4 B 100

Hg62a Fg6h

Frequency Distribution for Mid Mgt Percentage Distribution for Mid Mgt

S. Disagree

S. Disagree  Neutral ~ Agree  S. Agree
Disagree

Opinion

Vjarity of the vanren disagree While rgjarity of the ren agree with the Statenert. They heve sillar views acoording totre
Standard deviation
Tretwo groups have redlly varying gpinions acoording to the carrelation ocefficient.
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33. You would take up ajob that requires frequent travel
Table 63 Frequency Distribution for Mid Mgt

S Dy Disagee Nawral Agee SAgee Tod Percert Men Median Mk STDEV QORRFT
Mie (B o 0 2 1 4 73S 14 1 0 1632 0718%
e 1 2 4 0 4 Wnemm 2 2 418

S Osay Disagee Neural Agee SAgee Taa  Peroent
Toa 1 2 6 1 8 B 10

Hg63a Hg6d

Frequency Distribution for Middle Mgt Percentage Distribution for Middle Mgt

S. Disagree
0
Disagree
OS Disagree
S. Agree m Disagree
4%

O Neutral
0 Agree

Neutral mS. Agree

S. Disagree Neutral ~ Agree S. Agree Agree
. 6%
Disagree

Opinion

The ngarity of tre men agree with the Satenrent while a large percertage of the wonen are reutrd ad dso disagree. This ons thet
fenerwarenwaould take Up ajob tret requires frecuent travel while nore nenwould gp ahead and take ajab thet recpires tradl.

Gredlyacoording to the stanckrd deviation two grays heve sinilar viens. The carrelation acefficient indicates tret they Srere
similar viens. Mist agyee while nany ae reuird.
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4.3.4 Non-management Employees

Compensation, benefits, promotion and training.

While the men were not certain if women are involved in decision-making, the
women agreed that they are involved in decision making. Both men and women
disagreed that sex labels are placed on jobs. There are varying opinions as to
whether gender polices were effectively implemented. While women agreed that the
organizations had effectively enforced anti-discrimination policies on pay and
benefit policies. The men were neutral. The men were uncertain if pay was related
to merit while women agreed. While men were uncertain, women agreed that
education plays a role for women promotion in the organization. Men agreed that
women had been promoted from within while the women disagreed. The men and
women agreed that training is provided for development of women. (Please see
Table 64, Fig 64a and 64b to Table 71, Fig 71a and Fig 71b)

Women 's/Men’ Attitudes and Behaviors

Both groups agreed that they expected their superiors to notice and acknowledge
their potential for promotion, and would apply for a promotion if they deserved,
however the women were not sure of this. While most of the men and women
would ask for a pay rise if they felt they deserved, some women would not ask for a
pay rise. Both groups would talk about their achievements in a business setting.
(Please see Table 72, Fig 72a and 72b to Table 75, Fig 75a and Fig 75b)
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Balancing Work and Family Responsibilities

Most women were not sure if career interruption such as maternity would affect
upward mobility. However, 40% of both men and women disagreed. Both the men
and women disagreed that the organization provided for work life and family
friendly policies. Both groups also disagreed that affirmative action is effectively
used as a tool for developing women, although some women agreed. The women
disagreed that they would give up their jobs to raise children. Both groups disagreed
although they have divergent views, some agree that child raising would affect the
rate of career women’s development. The women disagreed while the men were
neutral regarding the statement that the organization had provided for supportive
maternity and pregnancy related issues. (Please see Table 76, Fig 76a and 76b to
Table 81, Fig 81a and Fig 81b)

Career Development and Mentoring

The men do not want to have men career mentors while the women were largely
neutral. Most of the women and all men agreed that the management is supportive
of career minded women. Most of the men would take up jobs that require frequent
travel while the women are neutral. (Please see Table 82, Fig 82a and 82b to Table
84, Fig 84a and Fig 84b)
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12. Women are effectively involved in decision making your organization
Table 64 Frequency Distr for Non Mgt

S Dsagy Disgree Neutral Agee S Agee Taal  Percet Meen Median Mok STCEV OORREL
Mile (B 0 0 2 0 0 2 ) 04 0 0 0843 05
Fedle (L 2 0 2 2 2 8 & 16 2 2 0843

S Dsyy Disagee Neural Agee SAgee Tal  Percent

Toal 2 0 4 2 2 10 10
Hg6da
Frequency Distribution for Non-mgt Percentage Distribution for Non-mgt
S. Agree S. Disagree
g O Male (F)
cr m Female (F)
N
Opinion

The nenaereuira while thewarren agree with the siatenert. Fewwaren dissgree with the statarent. | seens the wanen innons
marecaet ae nat involved in deasion naking

The datad deviation indicates the en have veried viens ard warren similar viens. Tre correlation aceffidient indicates divergernt vie
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13, Sex Labels are placed onjobs in your organization
Table 65 Frequency Distr for Non Mgt

S Disy Dissgree Neutrll Agee SAgee Tod  Percet Meen Midian Mk STDEV QORREL
) 2 0 0 0 0 2 D o 0 0 Q%3 05
Frde( 4 1 2 0 1 8 © 16 1 1 1568

S Disay Dissgee Neutral Agee S Agee Tatd  Peroant
Tod 6 1 2 0 1 0 10

Hgea Hg 6

Percentage Distribution for Non-Mgt

S. Agree
10%

Mt of the men and warren dissgree with the Satenert though asall peraentage ofworren agree with the Statenert. Thisaould
neenthet sex e are nat placsd anjas.

Trenenhave varied qoinias While tre wanen have sae viens. Tre Viens of the two graups shere the sare gainion acoarding totre
aomdation aefficert.
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14. Gender equality polices are effectively implemented in your organization
Table 66 Frequency Distr for Non Mgt

SDOsy Dsgee Newral Agee SAgee Tad  Perot Men Medan Mok STBVE QORRHI
Mie (P 0 0 1 1 0 2 27 04 0 0 054772 07203
Ferrdle (L 2 1 2 3 0 8 20 16 2 2 1148

S Dsy Dsagee Neurl Agee SAgee Taal  Peroent
Toal 2 1 3 4 0 0 10

Hg6a Hg6d

Frequency Dist

Thereaevayinggainias intre two graus. Thewamendisayree adequally agree: The Sandard deviation showvtey reve the sare v
Honever, corelation aceffident indicates thet the two graus Sare the sare qainion



15. Your org has effectively enforced anti-discriminate pay & benefit policies
Table 67 Frequency Distr for Non Mgt

SDsg Dsagee Neurl Agee SAgee Todl Peroet Men Medan Mk STCEV CORREI
Ve (B 0 0 2 0 0 2 D 04 0 0 08443 0485
Ferdle (I 1 1 2 2 2 8 s ~L6 2 2 Q54772

SDOsay Dsgee Neural Agee SAgee Tad  Peroent
Tod 1 1 4 2 2 0 10

Hg67a Hg6/Mh

Large peraentage of the warren agree While the menare reutrdl. Sanchrd devitions indicaties they Sere the sinrlar viens.

Cordlation coefficent indicates the two grous have divergart viens.



16. Pay is effectively related to merit in your organization
Table 68 Frequency Distr for Non Mgt

SDOsg Dsgee Neuwral Agee SAgee Taal  Peoet Men Median Mok STDEV CORRHEI
Mie (B 0 0 1 1 0 2 D 04 0 0 072 01%
Fedle (I 1 1 2 1 3 8 ) 16 1 1 0343

S DsaonDisagee Neutrl Agee SAgee Tadl  Peroent
Tod 1 1 3 2 3 0 10

Hg6& Fig6db

Percentage Distribution for Non-mgt

OS Disagree
mDisagree

O Neutral
DAgree

m S Agree

20%

Mot worren agree with the statarrent while fewdissgree: The menare SP%oinagreeert and Sorauiral.

While acoording tothe standard deviation, the Views of the men differ andwarren are sinilar.. The negetive carmelation indicates thet
trereae latgy differing gainiars.
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17. Education & further studies play arole foe women's promotion in your org
Table 69
Frequency Distr for Non Mgt
S Dsay Dissgee Neurl Agee SAgee Toldl  Percet Mean Median Mk STDEV CORRH
Mile (B 0 0 1 1 0 2 D 0 0 0472 061237
Famele (L 1 1 1 7] 1 8 & 16 1 1 13464

S Disay Disagee Neutral Agee S Agee Tatdl Peroat
Total 1 1 2 5 1 D 10

Hg6a Hg 6

IMbst of the warren agree with the statenert while 200/6dissgree with the statarent. Tre gereral Viewis thet educationplays ardle in
voneris praration

Saad devidion indicates the warren have silar views but menveried viens. Tre cammelation acefficient indicates they soreowah
the same gainian
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18. Your org has promoted women within from non-mgt to mgt positions
Table 70
Frequency Distr for Non Mgt
SDOsgy Dsagee Neural Agee SAgee Toal Percet Men Medan Mk STOEV QORREL
Mie (B 0 0 0 2 0 2 D 04 0 0 0843 022116
Ferrele (1 1 2 4 1 0 8 S0 16 1 1 15168

SDsy Dssgee Neutral Agee SAgee Taal  Peroent
Total 1 2 4 3 0 L 10

Hg a Hg

Frequency Distribution for Non Mgt Percentage Distribution for Non Mgt

45 S. Agree
4 0%
35
3

25 0S. Disagree
2

m Disagree

o grn

15
1
05
0

ONeutral
DAgree
IS . Agree

Neutral
40%

Alate paroentace isreutrdl ard also disagress while the ertire population of the rmen agree with the statemert. Trewonendissgee
reural. This mearns thet wonen innonHranegenent have ot besen pranoted fraomwithin to manegarrent positiars.

The sarchrd cevigtion indicates thet the men have differert iens adwonren tre sare iew: Honeve, the comrdlation coeffident
incicates thet the viens of the two groups are redliy \anyirg
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19. Your org has effectively provided for training opportunities for women devt
Table 71 Frequency Distr for Non Mgt

SDsy Disagree Neutraik Agee SAgee Total  Peoet Men Median Mok STDEV CORRE
Ve (B 0 0 0 1 1 2 D 04 0 0 04772 076376
Ferrdle (1 0 2 0 2 4 8 ey 16 2 0 167/

SDOsg Disagree Neural Agee SAgee Tod  Percent

Todl 0 2 0 3 5 0 10
Hg7la Hg7lb
Frequency Distribution for Non Mgt Percentage Distribution for Non Mgt
S. Disagree
0% Disagree

O Male (F)

m Female (F)

I
Opinion

Mot of the warenand men agree with the statamernt while asvall peroeniage dissgress. This inlies thet the rediais gving tre besic
traning qapartunities for woren incvelgarent

The men and women share the same views according to the standard deviation. The correlation
coefficient indicates that the two groups somehow share the same views.
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Yoy
A0 Bxpect your superiars to natice &acknowlecke your patentidl for pranotion
Table 72
Frequency Distr for Non Mt
Avas Stimes Nosue Raely Never Tod  Pecet Meen Median Mok STDEV CORRH
Ve (P 2 0 0 0 0 2 D 04 0 0 0893 09168
Ferele (L 5 2 1 0 0 8 ) 16 1 0 20/x4

Avays Stines Ntsue Raely Nevr  Tadl  Percent
Tod 7 2 1 0 0 0 10

Fg72 Hg 72

Frequency Distribution for Non Mgt

6

5
04
. O Male (F
is ®
o m Female (F)
82

1 -

0 d

Always  S. Not Rarely Never
times  sure
Opinion

Alarge perceniage of the ertire population expect to ke acknowlected for pronation

The women and men tend to share the same views according to the standard deviation. The correlation
coefficient indicates that the views of the two groups are similar.
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21 You would apply or request for a promotion if you felt you deserved

Always  S.times Notsure Rarely Never Total
Male(F) 1 0 1 0 0
Female (F 4 0 3 1 A

Always  S.times Notsure Rarely Never Total
Total 5 0 4 1 0

Fig 73a

Frequency Distribution for Non Mgt

£2.5 OMale (F)

p 2 m Female (F)

Always S.times Notsure Rarely  Never

Opinion

2

10

Table 73 Frequency Distr for Non Mgt

Percent
20
80

Percent
100

Mean

0.4
1.6

Median

Fig 73b

Mode

STDEV

CORRELA

0 0.547723 0954786

0

1.81659

IMbst worrenwould gty for apranration while a large percentage are dso nat sure. This recognizes the ladk of aonficece in

the noHrareceent Saff.

The viens of tre menandworen are far framthe nesn sotrey ae dvergert. The coelation aceffidient incicates

thet they oth Sere the sae viens.
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22. You would ask for a pay rise directly ifyou felt you deserved
Table 74 Frequency Distribution for Non Mgt

Avas Stines Notsue Raely Never  Totdl  Peroet Meen Median Mok STDEV QORI
Ve (B 2 0 0 0 0 2 D 04 0 0 0843 05l
Ferele (L 3 3 0 2 0 8 & 16 2 3 15168

Awas Stines Notsue Raely Never  Total  Peroent
Total 5 3 0 2 0 0 10

Hg 7a Hg b

IMtst of the woren ard dll the nmenwould ask for apay nise ifthey felt thet they deserved it. Onthe ather hend, asall percentage\
not requeest for a pay rise.

While the men and women tend to share the same views, according to the standard deviation. The correlation
coefficient indicates that the views of the two groups vary relatively.

118



23. Would talk about your abilities and achievements in a business setting
Table 75 Frequency Distribution for Non Mgt

Always S.times Notsure Rarely Never Total  Percent Mean  Median Mode STDEV CORREL
Male(F) 2 0 0 0 0 2 20 04 0 0 0.89443 0.61237
Female (I 4 4 0 0 0 8 80 16 0 0 219089

Always S.times Notsure Rarely Never Total  Percent
Total 6 4 0 0 0 10 100

Fig 75a Fig 75b

The entire population would talk about their abilities. This show the ambition for people to seek recognition and be rewarded for it.

The views of the men and women are similar according to the standard deviation. The views of the two groups are similar according
to the correlation coefficient.
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STATEMENT
24. Career interruption like maternity would affect upward mobility in your org

Table 76 Frequency Distribution for Non Mgt

S. Disagr Disagree Neutral Agree  S.Agree Total ~ Percent Mean  Median Mode STDEV CORR
Male (F) 0 2 0 0 0 2 ~201 0.4 0 0 0.89443 0.14744
Female (1 1 2 4 0 1 8 80 16 1 1 151658

S. Disagr Disagree Neutral Agree  S.Agree Total  Percent
Total 1 4 77 0 1 10 iiool

Fig 76a Fig 76b

Frequency Distribution for Non Mgt Percentage Distribution for Non Mgt

4.5
4
S Agree
35 10% S. Disagree
10%
O Male (F) 0S. Disagree
m Female (F) m Disagree
OINeutral
Neutral Disagree iCAgree
A% 4% ¥ Agree

S. Disagree Neutral Agree S. Agree

Disagree

Opinion

While most of the women disagree, a large percentage is neutral. This could mean that they are not sure of the maternity policies.
The men disagree with this view.

The views of the men and women are similar according to the standard deviation. However, the views ofthe two groups
are quiet different as evidenced by the correlation coefficient.
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25. Your org has provided for work life & family friendly policies for women
Table 77 Frequency Distribution for Non Mgt

S. Disagr Disagree Neutrai Agree  S. Agree Total Percent Mean  Median Mode STDEV CORR
Male (F) 0 2 0 0 0 2 20 0.4 0 0 0.89443 0.19611
Female (1 0 2 3 2 1 8 80 16 2 2 1.14018

S. Disagr Disagree Neutral Agree S Agree Total Percent

Total 0 4 3 2 1 10 100
Fig 77a Fig 77b
Frequency Distribution Percentage Distribution for Entire Population
S Agree g Disagree
Disagree 0S. Disagree
40% m Disagree
ONeutral
DAgree
IS . Agree
Neutral
30%
S. Disagree Neutral Agree S. Agree
Disagree
Opinion

The population ofthe men disagree while those ofthe women agree. These means the women feel they are not catered for.

The standard deviation indicates that the men and women share the same opinion.
The correlation coefficient indicates that the two groups have varying opinions.
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26. Affirmative action is effectively used as a tool for developing women
Table 78 Frequency Distribution for Non Mgt
S. Disagr Disagree Neutrai Agree  S.Agree Totai  Percent Mean  Median Mode  STDEV CORR
Male (F) 0 0 2 0 0 2 20 04 0 0 0.89443 0.58333
Female (I 1 3 3 1 0 8 80 16 1 1 134164

S. Disagr Disagree Neutral Agree S Agree Total  Percent
Total 1 3 5 1 0 10 100

Fig 78a Fig 780

40% of the population disagree with the statement while 50% are neutral. Most ofthe women disagree with the statement.

The men and women share the same views. The correlation coefficient indicates that the views of thetwo group
do not vary much.
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27. You would give up your job to raise your child

Table 79  Frequency Distribution for Non Mgt

S. Disagre Disagree Neutral  Agree S. Agree Total Percent Mean Median  Mode STDEV ~ CORR
Maie (F) 0 1 1 0 0 2 20 04 0 0 0.547723 -0 068041
Female (F 3 0 3 1 1 8 80 16 1 3 1341641
S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Total 3 1 4 1 1 10 100
Fig 79a Fig 79b

Frequency Distribution for Non Mgt

OMale (F)
m Female (F)

Disagree

Opinion

While few women agree with the statement, a large percentage disagrees and also a large percentage is neutral. This means that women a
still uncertain in the career path when it comes to family issues.

The standard deviation indicates that the two groups have similar views. The correlation coefficient indicates that the two groups
have really varied views on the statement.
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28. Child raising and family life has affected the rate of career women's dev
Table 80 Frequency Distribution for Non Mgt

S. Disagre Disagree Neutral  Agree S. Agree Total Percent Mean Median ~ Mode STDEV ~ CORR
Maie(F) 0 0 2 0 0 2 20 0.4 0 0 0894427 0.408248
Female (F 2 2 2 1 1 8 80 16 2 2 0547723
S. Disagre Disagree Neutral  Agree S. Agree Total Percent
Total 2 2 4 1 1 10 100
Fig 80a Fig 80b

Frequency Distribution for Non Mgt o
Percentage Distribution for Non Mgt

S. Agree

S. Disagree
0,
10% 20%
Agree 0S Disagree
10% 9
m Disagree
O Neutral
CAgree
mS. Agree
Neutral
S.  Disagree Neutral Agree S. Agree 40%

Disagree

Opinion

Most women disagree with this statement. Some of the women are neutral while a small percent agree with the statement.
The men are mostly neutral to the statement. We could conclude that child raising has not affected the rate of career women's developnn

The standard deviation indicates the two groups share similar views. However, the correlation coefficient indicates
that the views are different.
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29. Your org has provided for supportive maternity and pregnancy health issues
Table 81
Frequency Distribution for Non Mgt

S. Disagr Disagree Neutrai Agree  S.Agree Total  Percent Mean  Median Mode  STDEV tORR
Male(F) 0 0 2 0 0 2 20 0.4 0 0 0.89443 0.68641

Female ( 1 2 3 0 2 8 80 16 2 2 1.14018

S. Disagr Disagree Neutral Agree  S.Agree Total  Percent
Total 1 2 5 0 2 10 100

Fig 81a Fig 81b

Percentage Distribution for Entire Population

S. Disagree

Neutral
50%

The women mostly disagree with this statement while the men are neutral. This means that the policies are not effectively utilized.

The men and women share similar views. The correlation coefficient shows that the two groups somehow share the
same opinion.
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31. You would prefer to have male career mentors in your organization
Table 82 Frequency Distribution for Non Mgt

S. Disagr Disagree Neutral Agree  S.Agree Total  Percent Mean  Median Mode  STDEV CORRELA
Male(F) 0 1 1 0 0 2 20 0.4 0 0 054772 0.4901
Female (1 0 0 6 2 0 8 80 16 0 0 260768

S. Disagr Disagree Neutral Agree  S.Agree Total  Percent
Total 0 1 7 2 0 10 100

Fig 82a Fig 820

Frequency Distribution for Non Mgt
S Agrdiercentage Distribution for Non Mgt

&
S. Disagree Disagree
0% 10%
O Male(F)
m Female (F) OS Disagree
mDisagree
ONeutral
CAgree
IS . Agree
Neutral
0%

Opinion

While a small section of the women agree, most of the women are neutral while the men disagree or are neutral.

The standard deviation indicates the two groups share the same views. Correlation coefficient indicates that the views of the two groups vary.
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32. Your org senior management is supportive of career minded women
Table 83 Frequency Distribution for Non Mgt

S. Disagree Disagree Neutral Agree  S. Agree Total ~ Percent Mean  Median Mode STDEV CORR

Male (F) 0 0 0 2 0 2 20 04 0 0 0.89443 0.91658
Female ( 0 2 1 5 0 8 80 16 1 0 2.07364
TOTAL 0 2 1 7 0 10 100

S. Disagree Disagree  Neutral Agree S. Agree
TOTAL 0 2 1 7 0

Fig 83a Fig 83b

Frequency Distribution for Non Mgt

Percentage Distribution for Non Mgt

0O Male (F)
m Female (F) Neutral
10% 0 S Dsagree
m Disagree
Disagree O Neutral
20% OAgree
S. Disagree = S Agree
0%
S Agree

0%
Opinion

Most ofthe women agree with the statement The men also agree with the statement.

The standard deviation indicates men and women have similar views. The correlation coefficient indicates that the two groups have similar views.
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33. You would take up ajob that requires frequent travel
Table 84 Frequency Distribution for Non Mgt

S. Disagr Disagree Neutral Agree  S.Agree Total  Percent Mean  Median Mode STDEV CORR

Male (F) 0 0 1 1 0 2 20 04 0 0 054772 0.72058
Female (I 1 2 2 3 0 8 80 16 2 2 114018

S. Disagr Disagree Neutral Agree S Agree Total  Percent
Total 1 2 3 4 0 10 100

Fig 84a Fig 84b

Percentage Distribution for Non Mgt

S. Agree
0%

S Disagree

0S. Disagree
m Disagree

O Neutral
OAgree

m S. Agree

While 30% of the women disagree with the statement, a good percentage agree with the statement. The men agree with the statement
or are neutral. This means that women are ready to explore new horizons.

The standard deviation indicates the two groups have similar views. The correlation coefficient indicates that two groups share the same views.
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CHAPTER 5

SUMMARY AND CONCLUSIONS

51 Introduction
Often women experience barriers in their career progression which is known as the

glass ceiling. However, many women are well represented at the bottom and fewer

women higher up. Very few women are above the middle management level. This
research study sort to determine if the statement of the problem above was true and
if so why. This was in relation to the opinions of both men and women working in
the print media industry. Opinions were sort from respondents in the senior
management, middle management and non-management employees, and

summarized to give an overall view of all the respondents.
52 Summary

All the respondents disagreed that sex labels were placed on jobs. This means that
media houses subscribe to the policy of equal opportunity employment. All
respondents also agreed that women are involved in decision making. Both men and
women also agreed that that they would expect their superiors to acknowledge and
notice their potential for promotion and would apply for a promotion if they felt
they deserved one. They would also ask for a pay rise if they felt they deserved it
and even talk about their abilities in a business setting. This view is different from
that held in the literature review. It is a clear indication that women in the media
industry are ambitious and are willing to fight for equal opportunities as men. Both
men and women also disagreed that career interruption such as maternity would

affect upward mobility. This disapproves the pipeline theory which presents that
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women lag behind in their careers as they often drop out to have children. Both men
and women also agreed that child raising and family life had affected women’s
career development. This is possibly due to the fact that women are unwilling to
take up jobs that require frequent travel when they have a young family. These

would be the opportunities that may give raise to promotions.

The research study also presents the divergent views shared by the men and women
on different aspects of the research. Both the men and women have divergent views
on the effective implementation of gender equality policies. Most of the respondents
were neutral. This would mean that the organizations may not have such policies or
if they do they have not communicated them to the employees and therefore need to
make them available and implement them. While the men agreed that their
organizations effect anti-discrimination pay and benefits, women disagreed and this
Is reflected the literature review. The men also agreed that pay is related to merit
while the women dispute this, which is also in line with the literature review. While
the men agreed that education and further studies plays a role in career development
of women, the women large disagreed. Women also disagreed that women are
promoted from non-management to management positions. It justifies the literature
review since there are more senior male executives than women thus gate keeping
positions and biased gender stereotypes largely contribute to this. However, this
could as well be a stereo type as there are many women who have worked their way
to the top. While the men agree that women are given training and development

opportunities, women largely dispute this statement.

The both men and women have varied views as regarding the provision of work life

and family friendly policies for women. It may mean that the organizations have not
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provided employees with the policies on these issues. While some women would
not give up their jobs to raise children, most women were neutral. This proves the
literature review that women were still caught between giving up their jobs to raise
their children or to develop a career. There were divergent views regarding the
provision for supportive maternity and pregnancy health policies. This proves that
the media industry has not come up with clear maternity and pregnancy health
related policies. Most women do not have women career mentors, but would not
accept to have male career mentors. This also qualifies the literature review. Men
agreed that management is supportive of career minded women while women
dispute that this is the case. This means that management needs to provide
structures that support career minded women. While the men would take up jobs
that require frequent travel, women are neutral meaning that they are hesitant for
such opportunities, mainly because they do not want to be way from their families
for long periods of time.

5.3 Conclusions and Recommendations
In conclusion, this research study has provided an insight on the challenges faced by

women in management in the print media industry. The study has also compared the
views of men and women with regards to the determined challenges. Finally, the

research study has determined the extent to which women have moved to

management positions in the Media Industry.

In this regard, recommendations, as a result of the research study are related to the
objectives of the study. Men and women share the same opinion on certain issues
while they differ in opinion on some issues. It is not possible to determine whether

this is as a result of various stereo types as the opinions are personal. The research
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study however recommends actions that need to be undertaken by the media

industry, that are of concern to women, in order to allow women to effectively

compete in management.

The media industry needs to fight male stereotyping by instituting more transparent
performance evaluation processes; implementing a series of checks and balances to
safeguard against stereotyping and educating managers and executives about the
negative influence of stereotyping. Secondly, the media industry needs to showcase
the achievements of women leaders.

Chief Executive Officers should demonstrate commitment and include diversity in
all strategic business plans. They should use affirmative action as a tool to promote
women’s ambitions; select, promote and retain qualified women and prepare
women for senior positions. The Chief Executives also need to initiate work-life
and family-friendly policies and strengthen enforcement of anti-discrimination
laws. It is also important to provide maternity and pregnancy health related
benefits. The Chief Executives also need to establish company-wide posting of job
openings especially where the women are not able to leave the duty station due to
family commitments. This could be through creating and implementing new
organization structures to allow promotion of women. They should make available
educational and training programs to women. There should also be effective

implementation of gender equality policies especially on pay and benefits.
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The media industry also needs to create structures that allow women’s career
mentoring. Generally, Management needs to be supportive of career minded women

in order to tap this valuable human resource.

5.4 Limitations of the Study

Due to time and cost constraints, it was difficult to review all the media houses and
therefore only the print media with a staff complement of over thirty employees was
reviewed. Some of the employees in the media houses were reluctant to complete
the questionnaires despite assurance of confidence. Some media houses declined to
complete the questionnaires on the basis of policy. A few of the respondents did not

fully complete the questionnaire. The research study did not include other industries
other than the media industry.

5.5 Areas for Further Study

While extensive research has been carried out in the broad area of women in
employment, it has not been exhaustive. Women continue to face challenges in the

economic as well as social, political arena. Areas of further study that would be
explored by potential researchers include:

1. The Role of the Human Resources Department in Promoting Women in
Career Development

2. Challenges Facing Women in Management in the Electronic Media
3. The Role of the Constitution in Promoting Women’s Development in Kenya
4. Emergence of Women in Leadership in Kenya

The challenge is up to the Media industry to take up and implement the theories
aforementioned.
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APPENDICES
APPENDIX I: QUESTIONNAIRE
CHALLENGES FACING WOMEN IN MANAGEMENT POSITIONS IN
THE PRINT MEDIA IN KENYA

OPTIONAL

A. General Information
Name of the organization?
Position in the organization
What is the core business of your organization?

PART |

Please state your gender by ticking in the bracket. Male () Female ()

1 What is your age bracket? Please tick one option
1 less than 30 years dD
2. 30- lessthan 40 years |1 1
3. 40-to less than 50 years |— |
4. Over 50 years

2. What is your employment scale?
1 Non Management 1
2 Middle Management | |
3 Senior Management  j—}

3. How long have you been in your scale of employment?

1 1-5years 0
2 6-10 years O
3 11-15 years 0
4 16-20 years

5 Over 20 years =

4. What is the staff complement of your organization

Less than 20 staff OO
21 -40 staff [[O
41-60 staff

60-100 staff

Over 100 staff -

G WODN
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5. How many women are employed as non-management staff in your organization?
1 Less than 5staff O
2 5-10 staff O
3 11-20 staff
4 XI -30 staff

5 Over 30 staff O

6. How many men are employed as non-management staff in your organization?
1 Less than 5 staff
2 5-10 staff
3 11-20 staff
4 11-30 staff
5 Over30staff o

7. How many women are employed as middle-management staff in your
organization?

1 Less than 5staff
2 5-10 staff O
3 11-20 staff .
4 11-30 staff

5

Over 30 staff E

8. How many men are employed as middle-management in your organization?
1 Lessthan 5staff &
2 5-10 staff O
3 11-20 staff
4 11-30 staff
5 Over 30 staff

9. How many women are employed as senior-management staff in your
organization?

1 Lessthan 5staff

2 5-10 staff .

3 11-20 staff

4 11-30 staff

5 Over30staff g

10. How many men are employed as senior-management staff in your organization?
1 Lessthan 5staff | 1
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5-10 staff O
11-20 staff

11-30 staff

Over 30 staff

abrwiN

PART Il

This part of the interview is divided into sections as follows:

A. Compensation, benefits, promotion, training and Development
B. Women'’s attitudes and behaviors

C. Balancing Work and Family Responsibilities

D. Career Development and Mentoring

This section will have a 5- point rating scale:

1 Strongly disagree with the statement

2. Disagree

3. Neutral

4. Agree

5. Strongly agree with the statement

Please TICK one of the above ratings for each of the listed.

A. Compensation, Benefits, Promotion and Training and Development
11. Does your organization have policies on gender equality?
Yes No

12. Women are effectively involved
in decision making in your organization.

13. Sex labels are placed on jobs in your
Organization

14. Gender equality policies are 0 0 0 O 0
Effectively implemented in your organization
15. Your organization has effectively enforced |
& practiced anti-discrimination policies in pay & benefits

16. Pay is effectively related to merit in your

S ] O Ul Ll U
organization
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17. Education and further studies play a role for
Promotion of women within your organization
18. Your organization has promoted women —¥
within from non-management to management positions

19. Your organization has effectively provided for — ] |
training opportunities for women development within the organization

B. Women’s /Men’s Attitudes and Behaviors

For this section please use a 5- point rating scale as follows:
1 Always

2. Sometimes

3. Not sure

4. Rarely

5. Never

Please TICK one of the above ratings for each of the listed.

You, 1 2 3
20. Expect those in charge to notice and acknowledge O O O
your potential for promotion?

21. Would apply or request for a promotion if O O O
you felt you deserved?

22. Would ask for a pay rise directly if you O 0O O
felt you deserved

23. Would likely talk about your abilities and O O O
achievements in a business setting

C. Balancing Work and Family Responsibilities

Each of the remaining sections will have a 5- point rating scale:
1 Strongly disagree with the statement

2. Disagree

3. Neutral

4. Agree
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5. Strongly agree with the statement

Please TICK one of the mentioned ratings for each of the listed.

1 2 3 4 5
24. Career interruption such as maternity would O O O O O
affect upward mobility in your organization

25. Your organization has provided for work life 00 o O .
and family friendly policies for women such as
flexi-time and adequate maternity leave among others

26. Affirmative action is effectively used as a
. . - O O O O
tool for developing women in your organization

27. You would give up your job to raise your children |— | 0

28. Child rearing and family life has affected the O 0O O 0 O
Rate of career women’s development
29. Your organization has provided for supportive

) - O 0O O O O
maternity and pregnancy health related policies

D. Career Development and Mentoring
30. Do you have women career mentors within your organization? Yes/ No

31. You would prefer to have male career mentors

a pr ea O 0O O O
In your organization

32. Your organization’s senior management is

i ; O O O O 0
supportive of career-minded women.

33. You would take ajob that requires frequent 0
travel

Thank you for your input. Your survey responses willl be treated as
confidential.

U U U ]
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APPENDIX II: INTRODUCTION LETTER

Roselyn Waudo
University of Nairobi
February 2007

To Whom It May Concern
Dear Sir/ Madam,

RE: CHALLENGES FACING WOMEN IN MANAGEMENT POSITIONS IN
THE PRINT MEDIA IN KENYA

| am a post graduate student at the School of Business, University of Nairobi. | am

undertaking a research in partial fulfillment of the degree of Masters of Business
Administration (MBA) degree.

Your organization has been carefully selected to form part of this study. To this end,
| kindly request your assistance by availing for completion the 10 attached
questionnaires, to 5 women and 5 men of different grades in your organization
ranging from Top/Senior-Management (Manager, Editors) Middle-Management
(Sub-editors, Assistant Managers, Senior Officers, Officers), Non-Management
(Clerks) or equivalent. Any information that you provide will be treated in the
strictest confidence and will be only be used for the study. In no instance will your
name or that of your organization be mentioned in the report. Your assistance in this
regard will be highly appreciated.

Thank you in advance.

Yours sincerely,

Roselyn Waudo Mr. Stephen N. M Nzuve
MBA Student Supervisor
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8.

9.

APPENDIX IlI: LIST OF MEDIA HOUSES

Nation Newspapers
Standard Newspapers
Kenya Times Newspapers
People Newspapers

Royal Media

Eve Magazine

Parents Magazine

Drum Magazine

True Love Magazine

10. Financial Times
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