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Abstract 

Women continue to aspire for leadership positions in all spheres of governance in both the 

public and private sector. However even in the modern society women are still facing challenges 

in their attempt to participate in managerial positions. Therefore, the main purpose of this paper 

is to determine how family chores and gender stereotype affect women’s participation in 

management.  The study employed a descriptive survey research design and was limited to 

respondents in Eldoret town. The study purposively selected 58 respondents and data was 

collected using questionnaires. Data was presented in frequency tables. From the descriptive 

findings women engage in many domestic or family chores which consume a lot of time and 

women are treated less than men. In organizations management prefer men in the top position 

than woman. Regression results showed that family chores and gender stereotype negatively 

and significantly affect women’s participation in management. The study recommends that 

organizations need to offer work/life programs that support outside commitments, particularly for 

senior-level positions. Organizations need to treat women equally with many especially in their 

careers as the participation of women bring about diversity and wealth of experience. 
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INTRODUCTION 

In developed countries often cited as the reason for why women are not represented in top 

management positions is the “glass ceiling.” The glass ceiling effect is defined as an unofficial 

barrier to opportunities within an organization or company preventing protected classes of 

workers, particularly women, from advancing to higher positions Glass Cliff, (2008). According 
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to Helfat et al. (2006), the percentage of women in executive positions is gender specific. For 

example, industries with the highest percentage of women executives include publishing and 

printing (15.8%), transportation equipment (15.7%), securities (14.8%), healthcare (14.6%), 

temporary help (14.5%), airlines (13.8%), and food Services (13.6%). In contrast, industries with 

women holding the least amount of executive positions include semiconductors (1.3%), energy 

(2.8%), waste management (3.6%), trucking (3.8%), aerospace (3.8%), mail, package, and 

freight delivery (3.8%), and pipelines (3.9%). There have been a growing body of research 

attempting to explain barriers to why women are so poorly represented in senior educational 

leadership positions (Cubillo & Brown, 2003Weyer, 2007; White, 2003).Whatever these barriers 

are termed, either horizontal/vertical (Weyer, 2007), internal/external (Sperandio & Kagoda, 

2008) or cultural (Norris &Ingleghart, 2000; Shakeshaft, 1987), these findings reveal the 

obstacles and challenges women encounter. One difficulty women face in their access to 

leadership roles and career development is the lack of formal and informal support and 

encouragement. However, these studies did not regress effect of family chores and gender 

stereotype on participation of women in top leadership.  

 

Statement of the Problem  

In Kenya women constitute slightly over half of the total population and form a critical portion of 

the human resource base. However, available data indicates that they are inadequately 

represented in senior management positions in public institutions and where policies that affect 

them are made, Lodiaga and Mbevi, (1995). The possible explanation for this situation could be 

that gender issues have not received due attention in most institutions. While a few researchers 

have in recent years began to document women's participation in management in the public and 

private sector in Kenya, Nzomo (1995); Lodiaga and Mbevi; (1995); Kanake (1997), such 

documentations often have not focused on the actual factors that affect women’s participation in 

top management.  

From the literature it is noted that there exist disparities on gender representation in top 

leadership positions worldwide. It is noted that this disparity is not as a result of qualification, 

skills or talents but rather on the basis of gender discrimination. This disparity has led to under 

representation of women in major decision-making positions hence lack of equity in opportunity 

distribution in all sectors.  While a few researchers have in recent past began to document on 

women’s participation in management positions in Kenya, such documentation has not focused 

on effect family chores  and gender stereotyping  on progression and participation of women in 

management. 
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Research Hypotheses 

HO1: Family chores has no significant effect on women’s participation in management, 

HO2: Gender stereotyping has no significant effect on progression and participation of women 

in management  

 

Theoretical Framework 

The study was guided by the feminist theory. The theory recognizes the pervasive influence of 

gender divisions on social life and tries to understand women’s oppression and the structures in 

society that espouse this oppression and subordination. The feminist perspective, looking at the 

many similarities between the genders, concludes that women and men have equal potential for 

individual development. Differences in the realization of that potential, therefore, must result 

from externally imposed constraints and from the influence of social institutions and values 

Nzomo, (1995). 

Feminists advance three broad perspectives in trying to explain the absence of women 

from senior management in the public and private sector. The first perspective is personal 

factors in which the paucity of women in management positions is attributed to the psychosocial 

attributes, including personality characteristics, attitudes and behavioral skills of women 

themselves.  

 

REVIEW OF RELATED LITERATURE  

Women and Leadership   

According to Helfat, et al. (2006), women in top management positions were nearly non-existent 

from the 1970s to the early 1990s. Information from Helfat, et al. (2006) shows a dramatic 

increase of women in business leadership roles as of 2005 women accounted for 46.5% of the 

United States workforce, but for less than 8% of its top management positions although at 

Fortune 500 companies the figure was a bit higher ,The Economist, (2005). Female managers’ 

earnings now average 72% of their male colleagues’ Emory, (2008). 

According to Laff (2006), while this information can be explained in part by female 

preferences, it can also be attributed to educational choices. Some analysts believe that the 

educational choices women make explain the low number of executive and managerial position 

women hold in tactical, science, and engineering fields. According to Nelson and Lavesque 

(2007), women in the United States only comprise 25% of the doctorates in math and science 

and less than 17% in engineering and computer and information sciences. The figures suggest 

education is an enabler of the glass ceiling. 
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Research has shown that in male work environment, female managers often do not get the 

diversity of experience compared to male managers, women are blocked from promotions while 

moving up the ladder and also gender inequality and culture and dissatisfaction with promotions 

negatively influence women’s overall job satisfaction. Satisfaction with one’s job is very crucial 

because it has been found to be positively related to career growth Resign, (1998). 

 

Work and Family Balance 

Work and life balance challenges can impact women's advancement and, if not dealt with, may 

contribute to the glass-ceiling phenomenon. Women are typically the primary family caregivers 

for children and/or the elderly. Assumptions are often made regarding women's availability to do 

a job without interference from family responsibilities. Further, some organizations may not offer 

work/life programs that support outside commitments, particularly for senior-level positions. As a 

possible solution, perhaps, women could choose to work fewer hours than men in order to 

spend more time with their families. Women also measure success in the workplace differently 

than men. Men tend to measure success by high salaries and important job titles whereas 

women place a higher value on their relationships with colleagues and community service. 

Therefore, many women are at a disadvantage to take steps that would increase the likelihood 

of advancing up the corporate ladder. 

Having children brings a lot of responsibilities to a family life and this is the reason why 

many women decide to leave their careers prematurely so as to raise their children sufficiently. 

For this reason, employers occasionally hesitate to promote women because they are afraid 

that women will choose their families first. Nonetheless, an increasing number of companies are 

realizing the fact that women need some time out and have undertaken attempts to encourage 

women to remain longer in their careers as the participation of women is vital to the diversity 

and to the successes of corporations (Goff, 2005). 

Kamau, (2001) indicates that the different needs of women lead them to create a self-

imposed glass ceiling, in this manner only artificially seeming as if a glass ceiling would block 

their careers. Confronted with the ever-present glass ceiling, it is no longer possible, as has 

often been the case, to talk of the “choice of women for family” in explaining the absence of 

women in applying for certain vacancies, whilst at present many women uphold both a 

successful career and children. It is therefore necessary to “shift the focus” so as to give more 

weight to the organizational obstacles outlined here. 

Many women who are at senior management positions seem to be not quite willing to 

climb for upper management positions because they cannot take the risk of bringing political 

conflicts, and ambition into their family lives. Additionally, women often do not see their own 
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personal skills and talent sufficient for those kinds of roles. However, the idea that women are 

not interested in high hierarchical positions because of the difficulty of reconciliation is 

increasingly challenged. Thus, the 2004 Catalyst study, “corporate leadership: same workplace, 

different realities” shows that women executives who aim at reaching the Chief Executive 

Officer’s position are as much as men and women with children at home desire it even more 

(55% against 46%). 

Finally, the realization of organizational work-family initiatives is perceived to pave the 

way for women to make it to the top. Especially as programs such as child care support 

services, maternity leave arrangements or part-time working enables women to balance their 

family needs without sacrificing work. Powell (1999) mentioned that the “typical executive job 

has enormous responsibilities, time demands and pressures, which eventually calls for 

considerable sacrifices in personal life”. As a consequence, women are often less willing than 

men to make such substantial sacrifices as many want to have children, spend time with family 

or simply do not want such a huge responsibility in their daily work. 

 

Stereotyping and Leadership  

Past perceptions of leadership skills, competence, and assertiveness may hinder the ability of 

women to succeed in management. Many companies associate masculine characteristics with 

success and achievement. These include assertiveness, aggressiveness, and task-oriented 

leadership abilities, Jogulu and Wood (2006). Other stereotypes of women include the 

expectation of being modest, quiet, selfless, and nurturing. These simple characteristics may be 

seen as non- executive material. Entities desire a leader who will execute, take criticism, and do 

what is best for the company at all cost, Nelson and Levesque, (2007). 

Leadership styles are closely associated with common perceptions and stereotypes of 

women leaders Goff, (2005). In early 1990 studies found that men emerged as task-oriented 

leaders more frequently than women who emerged as social leaders more frequently than men.  

Due to the demands of leadership positions, it became a socially accepted tendency for men to 

assume leadership because their task-oriented style was more widely accepted, Ryan and 

Haslan, (2007). As time moved on, the social leadership style of women was more accepted 

and valued in some circumstances, Jogulu and Wood, (2006). 

One of the most comprehensive inquiries into personalities and leadership issues is the 

“Big Five” personality traits. The five factors include openness, conscientiousness, extraversion, 

agreeableness, and neuroticism. Cross-cultural researched has concluded that there is a 

universal pattern of sex differences on responses to the Big Five Inventory. Women consistently 

report higher neuroticism and agreeableness, and men often report higher extraversion and 
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conscientiousness. Sex-based differences in personality traits are larger in prosperous, healthy, 

and egalitarian cultures in which women have more opportunities that are equal to those of 

men. Von Glinow et al. (2006). 

 

METHODOLOGY 

This study was conducted through a descriptive survey research design approach. Survey 

design describes and explains the events as they are in the real life context in which they 

occurred, Polonsky and Weller, (2009).This research design was suitable for this study because 

it was able to appropriately capture the required data within the specified time for the study it 

provided the required data more quickly thus enabling the gathering and analysis of the relevant 

information. 

This study was based in Eldoret town. The study targeted people holding managerial 

positions who estimated to be 580 as sourced from Kenya National Bureau of Statics offices in 

Eldoret.   

The researcher employed snowball sampling which was most appropriate because the 

respondents could direct the researcher to the next person who was in a managerial position.  

The study was based on primary data collected from the field using questionnaires. The 

main data collection instrument was questionnaires to the sampled respondents. According to 

Kothari, (2009) questionnaires are; first it is cheap to administer since it does not require a 

trained researcher to distribute and collect the questionnaires. Secondly, it eliminates interaction 

between the interviewer and the respondents which reduces biases.  Moreover, the person 

filling the questionnaire is anonymous and therefore may be willing to give information 

especially over sensitive issues.  It is a useful method, particularly when the questions are 

straightforward enough to be comprehended without verbal explanation.  However, the 

researcher cannot probe for further information, cannot control who fills the questionnaire and 

the response rates may be low Kothari, (2009). 

 The instruments of data collection was to be sub-divided as per the variables and 

objectives and was comprehensive and representative of the behaviour domains that was to 

measure content validity of the instrument and was determined through expert judgment which 

involved discussing items in the instrument with the supervisor and colleagues. The suggestion 

for change will be incorporated in the final instrument to be used in the study. 

The data collected from the research instruments was entered into Statistical Package 

for Social Sciences (SPSS) and checking was done for any data entry error before data analysis 

was done. The data was analyzed using descriptive statistics (frequency analysis) and 

inferential statistics such as multiple regression model to test hypothesis, while descriptive 
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statistics enabled the researcher to describe the aggregation of raw data in non numerical terms 

Neumann, (2000). It involves the use of cross-tabulation. This enabled the researcher to 

describe, summarize and compare variables. 

 

EMPIRICAL FINDINGS 

From the study above, the respondents were of different educational levels from which they 

read and interpreted the questionnaires well. Majority of the respondents had diploma 

education.  This tends to show that a high number of the respondents held diplomas as their 

educational level. However, the education level of the respondents was ideal in carrying out the 

study since they were able to respond to questionnaires considerably. This study tended to 

show the different reasons as to why respondents chose their professions. Majority of the 

respondents represented by 29% of the respondents stated that it was the attractive salary and 

the benefits that made them join their profession. The study indicated that majority of the 

respondents joined the profession because of attractive salary and benefits as supported by 

29.3% of the respondents.  

The study indicates women often lack freedom of geographical mobility which impedes 

their career development mostly because of their children schooling and other family 

obligations. In general, women are less available for geographic mobility and are mostly 

"followers" of their spouses. Dual career households therefore impact on traditional family roles; 

the problem of such households is a female problem, however, as women have greater difficulty 

in making their husbands and partners accept any professional mobility. To meet (to satisfy) the 

educational needs of children, dual-career couples can develop different carrier strategies: 

differentiation or division of roles, sequentially or simultaneously. The acceptance or not of 

mobility by the partner can be influenced by the support proposed by the company. If there is a 

dual career situation, for the double career couple, the mobilization of men can be a problem for 

his conjoint. For a professional couple with dual career, juggling work and home responsibilities 

has never been easy. However, in today’s global economy, where local job opportunities may 

be harder to find, new challenges are emerging. May be, it is possible to have a successful 

career without sacrificing personal satisfaction, life balance, or relationships. 

Women are always perceived in stereotype roles mostly due to their gossiping and their 

ability to meddle in people’s affairs as indicated by the study findings. Past perceptions of 

leadership skills, competence, and assertiveness may hinder the ability of women to succeed in 

management. The study further found out this view is mostly held by men. Many companies 

associate masculine characteristics with success and achievement. Due to the demands of 

leadership positions, it became a socially accepted tendency for men to assume leadership 
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because their task-oriented style was more widely accepted. As time moved on, the social 

leadership style of women was more accepted and valued in some circumstances. One of the 

most comprehensive inquiries into personalities and leadership issues is the “Big Five” 

personality traits. The five factors include openness, conscientiousness, extraversion, 

agreeableness, and neuroticism. Cross-cultural research has concluded that there is a universal 

pattern of sex differences on responses to the Big Five Inventory. Women consistently report 

higher neuroticism and agreeableness, and men often report higher extraversion and 

conscientiousness.  

The study indicates that women tend to perform in the same range as men. However, 

women emphasize on planning and organizing work and an empathic approach. Generally 

speaking, women leaders tend to be more participative and less autocratic, more effective in 

middle management, and in situations requiring cooperation. This idea concurs with the 

statement above. On the contrary employers often believe that women are less committed to 

work and less able to undertake a full time career than men, due to their biological make up, 

rather than ability. When promotion opportunities arise and an employer is given the choice 

between a man and a woman with equal qualifications, the woman he posits, is frequently 

viewed as the greater risk. Working in male dominated hierarchies is seen to reduce women’s 

advancement levels as male managerial hierarchies are more likely to promote men for 

managerial positions, as men feel more comfortable with other men than they do with women. 

The study indicated that women should always work near their homes. Additionally, women 

were supposed to be near their families since their husbands cannot allow them work far from 

home. The women experience more work interference with family than family interference with 

work. The intensity of work interference with family was significantly higher in the earlier life-

cycle stage than in the later stage. About two thirds of the women intend to leave their job upon 

having another child, mainly due to the rising cost of childcare services. The study findings 

indicate that a man who supports his wife to pursue an administrative post is not encouraging 

her to have extra marital affairs. The twin roles of women cause tension and conflict due to her 

social structure which is still more dominant. Traditional authoritarian set up traditional social 

structure continues to be the same basically and hence women face problem of role conflict. 

The study indicated that women are treated less favourably than men. Majority of men 

share this view compared to women. For instance; often, promotion criteria are focused on a 

preconceived notion of who should perform the role rather than the qualification required. The 

study findings indicate that, women are not ranked as top managers. This attributed this to 

many factors that include discrimination and lack of women role models. Majority of 

organizations favor the use of informal recruitment and selection processes, such as small 
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social networks and employee referrals. Many organizations rely on informal, rather than merit 

based processes in order to select the best candidates and to screen out large numbers of 

unsuitable applicants. Informal recruitment processes can lead to biasness because recruiters 

tend to determine job requirements according to the current job- holder’s gender. If the current 

job-holder is male and displays certain characteristics and abilities, then these characteristics 

and abilities are determined as being necessary for the job. Applicants are then assessed 

according to these requirements, and where these are perceived as being held more by men 

then a man is preferred. This process tends to limit the number of women applicants for men’s 

job. It reinforces occupational segregation and contributes to building stereotypical views of men 

and women and women’s roles and abilities.  

  

Table 1: Family Chores and Gender Stereotyping 

 

Men Women 

 

Mean 

Std. 

Deviation Mean 

Std. 

Deviation 

Women lack freedom of geographical mobility  3.34 0.911 4.34 0.491 

Women like gossiping and meddling in people’s affairs  4.99 1.19 2.1 0.401 

Women tend to perform in the same range as men 3.5 0.824 3.1 0.201 

Women should always work near their homes  3.23 0.914 2.11 0.45 

women are treated less favourably than men 2.9 1.231 4.41 0.131 

 

Hypothesis Testing  

A further assessment of the effect of family chores on women’s participation in management 

revealed that family chores has a negative and significant effect on women participation in 

management, β1 = -0.482, t-value = -10.609, p < 0.000.This indicates that the null hypothesis 

stating that there is no significant effect of family chores on women participation in management 

was rejected. Further, gender stereotyping has a negative and significant effect on women 

participation in management, β2 = -0.271, t-value = -5.003, p = 0.011.Therefore, the null 

hypothesis stating that gender stereotyping has no significant effect on progression and 

participation of women in management. The table also revealed that the overall model was 

adequate in predicting the change in women’s participation in management, F = 189.605, p < 

0.000 with an overall significant relationship between the independent variable and women’s 

participation in management, R-square = 0.835.  
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Table 2: Regression Analysis 

    Beta T Sig. 

(Constant) 0.153 1.156 0.250 

family chores -0.482 -10.609 0.000 

Gender Stereotyping  -0.271 -5.003 0.011 

R Square 0.835   

Adjusted R Square 0.830   

Dependent Variable: Women’s participation in management 

 

CONCLUSION AND RECOMMENDATIONS 

According to the study women often lack freedom of geographical mobility which impedes their 

career development mostly because of their children schooling and other family obligations. 

Though women perform in the same range as men, employers are hesitant to promote them 

because of their family obligations.  

Further, the major source of information on gender equality is the radio due to lack of 

access to television sets, internet and newspapers. Additionally, the study indicates that, 

majority of the respondents had undergone a kind of sexual harassment at the work place. 

Making comments on physical appearance was very common in organisations.  

The study makes the following recommendations based on the study findings; 

 Women should be empowered by both the government and the community to ensure that 

gender equality is achieved at work 

 Women should always work near their homes to enable them balance home and work 

chores 

 Media should encourage men to support their wives to pursue administrative posts 

 Organizations need to offer work/life programs that support outside commitments, 

particularly for senior-level positions. 

 Finally, organizations need to encourage women to remain longer in their careers as the 

participation of women bring about diversity and wealth of experience. 

 The study was limited to eldoret municipality; therefore similar  study should further focus on 

private firms. 

 

REFERENCES 

Ahmad, Aminah. (2007)  “Work-Family Conflict, Life-Cycle Stage, Social Support, and Coping Strategies 
among Women Employees”. The Journal of Human Resource and Adult Learning, 3.1.: 70-79.  

Amold J, Mackenzie- Davy K (1994) Graduate experiences of organizational career management. Int. J. 
Career Management, 6(1):14-18.  

http://ijecm.co.uk/


© Emily 

Licensed under Creative Common     Page 574 

 

Annis, B. (2008). Men and women in leadership. Canadian Manager, 20(4), 23. 

Babita Mathur-Helm (2006), Women and the glass ceiling in South African banks: an illusion or reality?. 
Women in Management Review. Vol. 21 No. 4, 2006 pp. 311-326  

Baker, J. (2003). Glass ceiling or sticky floors? A model of high-income law graduates. Journal of Labor 
Research, 24(4), 695-711. 

Baxter, J., and Wright, E. O. (2000). The glass ceiling hypothesis: A reply to critics. 

Bi-Annual Report (2010), Implementation of 30% Affirmative action on Employment and Recruitment of 
Women in the Public Service. Ministry of Gender.  

Bond, S. (1996). Academic leadership. Unpublished trainers module prepared for the  

Burke, R.J. and Mattis, M. (2005), Supporting Women’s Career Advancement, Edward Elgar, Cheltenham 

Catalyst (2002), 2002 Catalyst Census of Women Corporate Officers and Top Earners of  Canada, 
available at www.catalystwomen.org/ 

Clinton-Rodham, H. (2003), Living History, London: Headline. 

Cordano M, Scherer Owen C (2002) Attitude towards women as managers. Women in Management 
Review, 17(2):51-60  

Coughlan A (2002) Women in Management in Ireland. Irish Business Employer’s  Confederation, Dublin.  

Cross C (2010) Barriers to the executive suite evidence from Ireland. Leadership and Organization 
Development Journal 31(2):104-119.  

Cross C, Linehan M (2006) Advancing females’ career in the high-tech sector. Women in Management 
Review, 21(1):28-39.  

Cullen, D.L., & Luna, G.(1993).Women mentoring in academe: Addressing the gender gap in higher 
education. Gender & Education. 

Dimmock, C., and Walker, A. (2005). Educational leadership: Culture and diversity. London: Sage 
Publications. 

Eagly, A. H., and Carl, L. L. (2007) The female leadership advantage: An evaluation of the evidence. The 
Leadership Quarterly, 14, 807-834. 

Emory (2008). Is this the year “equal pay for equal work” is addressed? 

Epstein, M. J., R. G. Niemi and Powell, L. W. (2005), ‘Do Women and Men State  Legislators Differ?’ in S. 
Thomas and C. Wilcox, Women and Elective Politics, Oxford: Oxford University Press. 

Flanders ML (1994) Breakthrough: The Carrier Women’s Guide to Shuttering The Glass Ceiling, Paul 
Chapman Publishing, London.  

Glass Cliff (2008). Retrieved March 23, 2007, from Wikipedia, the Free Encyclopedia,  

Goff, K. (2005). Advancing women’s leadership. Retrieved March 12, 2008, from The White House 
Project website. 

Gunavathy and Suganya (2007). “A study of work life balance in BPO Sector”, University of Madras, 
Chennai  

Hansen, K. (2008). The value of a mentor. QuintCareers.com, March 2013, retrieved from 
http://www.quintcareers.com/mentor_value.html 

Helfat, C., Harris, D., and Wolfson, P. (2006). The pipeline to the top: Women and men in the top 
executive ranks of U.S. corporations. The Academy of Management Perspectives, November, (20), 42-
64. 

Hewlett, S. A. (2002). Executive women and the myth of having it all. April 2002. Harvard Business 
Review. 15 Nov. 34-41. http://proxy.library.eiu.edu: 



 International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common     Page 575 

 

Hughes, R. L., Ginnett, R. C., and Curphy, G. J. (2009). Leadership enhancing the lessons of experience. 
New York: McGraw-Hill. 

Information and Communications for Development 2009: Extending Reach and Increasing Impact, 35–
50.Washington, DC:  World Bank. 

Jamali D, Sidani Y, Safieddie A (2005) Constraints facing working women in Lebanon.  Women in 
Management, 20(8):581-594.  

Jamali, D., Safieddine A. and M. Daouk (2006) The glass ceiling: some positive trends from the Lebanese 
banking sector. Women in Management Review, Vol. 21 No. 8, 2006 pp. 625-642.  

Jogulu, U., and Wood, G. (2006). The role of leadership theory in raising the profile of women in 
management. Equal Opportunities International, 25(4), 236-250. 

Kamau, N. A. (2001). The status of women and higher education management: A case study of one 
private university in Kenya. Unpublished M.A dissertation. Institute of Education, University of London 

Kanake, L. (1997). Gender disparities among the academic staff in Kenyan universities. Nairobi: Luceum 
Educational Consultants Ltd. 

Knowledge @ Emory, 11 September. Wharton School of the University of Kombo , D.K . and Tromp D.A 
(2006) Proposal and Thesis writing ,Makuyo , Don Bosco   printing press , Kenya. 

Kothari, C. R. (2009) Research Methodology Methods and Techniques 2nd Revised edition New Age 
International publishers. 

Laff, M. (2006). The invisible wall. T+D. (61), 32-38. 

Lodiaga, M. J. and Mbevi, M. M. (1995). Status and advancement of women professionals in agriculture 
and environmental institutions and public universities in Kenya. Centre for Women Studies and Gender 
Analysis, Egerton University,  Njoro, Kenya 

Lyons, D., and McArthur, C. (2005). Gendre’s unspoken role in leadership evaluations. Human Resource 
Planning, 30(3), 25-32. 

Maathai, M. W. (2006), Unbowed: A Memoir, London: William Heinemann. Managing Staff in Higher 
Education Institutions. UNESCO, Paris International  Institute of Education  

Miller, L. Neathey, F., Pollard, E. and D. Mill (2004), Occupational Segregation, Gender  Gaps, and Skill 
Gaps. Working Paper Series No. 15. Manchester, Equal Opportunities Commission. 

Mugenda and Mugenda (2004): Research Methods; Quantitative and Qualitative  Research Methods. 
Acts Press. Nairobi. 

Nelson, T., and Levesque, L. (2007). The status of women in corporate governance in high-growth, high-
potential firms. Entrepreneurship Theory and Practice, (10)42, 25-87. 

Neuman, W. (1998), True to Ourselves: A Celebration of Women Making a Difference, San Francisco: 
Jossey-Bass Publishers. 

Neuman, W.L (2000). Social Research Methods: Qualitative and Quantitative Approaches. Boston: Allyn 
and Bacon Publishers. 

Ng’ang’a, S.I.; Kosgei, Z.K.; and Gathuthi, E.W. (2009). Fundamentals of Management Research 
Methods - Nairobi: Macmillan Kenya (Publishers) Limited.  

Nzomo, M. (1995). Women in top management in Kenya. Nairobi, African Association for Public 
Administration and Management. 

Oso,W.Y and Owen, D. (2005). A General guideline to writing Research Proposal and report. Nairobi: 
Option printers and publishers. Pennsylvania. 16 Nov 2008. 

Polonsky, M. J. and Weller, D .S. (2009) Designing and Managing a Research Project-A  business 
students guide 5th edition Tejeshwwar Singh, New Delhi. 

Powell GN, Graves LM (2003) Women and Men in Management. Newbury Park, CA.   

http://ijecm.co.uk/


© Emily 

Licensed under Creative Common     Page 576 

 

Qiang, C. Z., & Rossotto, C. M. (2009). Economic Impacts of Broadband.  

Resign BR, Cotton (1998) Easier said than done: Gender differences in perceived barriers to gaining a 
mentor. Academy of Management, 34(3):931-951.  

Ronald J. Burke, Mustafa Koyuncu and Lisa Fiksenbaum (2010), Organisational  practices supporting 
women’s career advancement and their satisfaction and well- being in Turkey. Women in 
Management Review Vol. 21 No. 8, pp. 610-624.   

Rusaw A. (1994) Mobility for federal women managers: Is training enough? Public Personnel 
Management, 23(2):257-262.  

Ryan, M. K., and Haslan, S. A. (2007). The glass cliff: Exploring the dynamics  surrounding the 
appointment of women to precarious leadership positions. Academy of Management Review, 32(2), 549-
572. 

Schuler, S., Hoang, A., Vu, H., Tran, M., Bui, M., and Pham, T. (2006). Constructions of  gender in 
Vietnam: In pursuit of the ‘Three Criteria’. Culture, Health and Sexuality, pg8 (5), 383-94. 

Singh, J.K. 2002. Women and higher education management in the Commonwealth: An overview. Paper 
presented at the Regional Training of Trainers Workshop on Women and Higher Education Management, 
held at the Catholic University of Eastern Africa. Nairobi, 16-22 June. 

Skinner N and Pocock B. (2008) “Work-life conflict: Is work time or work overload more important?” Asia 
Pacific Journal of Human Resources, 46.3: 303-315.  

Smulders, A. E. A. (1998).  Creating space for women: Gender linked factors.  

Sophia J. Ali. (2011) “Challenges Facing Women Employees In Career Development: A  Focus On 
Kapsabet Municipality, Kenya” International Journal of Current Research 3.8, 196-203.  

Stelter, N. (2002). Gender differences in leadership: Current social issues and future organisational 
implications. The Journal of Leadership Studies, 8(4), 88-89. 

Strout, E. (2001). Confronting the glass border. Sales and Marketing Management, (153), 19. 

T and D, (2006). Glass ceiling not cracked for executives. June 19. 

Therenou P (1995) Correlates of women’s chief executive status: Comparison with men  chief executive 
and women top managers. J. Carver Development 21(3):201-212.  

Thomas P (1994) A Case Study of Leadership Behaviours Exhibited by Principal  and Others in A 
Collaborative School Environment Doctoral Dissertation, Virginia Tech.  

Thomas, S. and C. Wilcox (eds) (2005), Women and Elective Office, Oxford: Oxford University Press. 

Van Vianen, A. E. M., and Fischer, A. H. (2002). Illuminating the glass ceiling: The role of organizational 
culture preferences. Journal of Occupational and Organizational Psychology, 75(3), 315-337. 

Von Glinow, M. A., and McShane, S. L. (2006). Organizational Behavior: Emerging Realities for the 
Workplace Revolution (4th ed.). New York: McGraw-Hill/Irwin. 

Wallace, O. (2008). What is the glass ceiling?  

Wisegeek. 2008. Conjecture Corporation, 16 Nov., 14-18. 

Wellington, S., Kropf, M., and Gerkovich, P. (2003). What’s holding women back? Harvard Business 
Review, (81), 18-19. 

Wentling RM (2003) The career development and aspiration of women in middle  management revisited. 
Women Management 18(6):311-324.  

Whitaker, K.S., & Lane, K.(1990).What is “a woman’s place” in educational administration? Education 
Digest, 56(3), 12-16.www.wpnet.com/cgi-bin/epwtop/page. 

Wise S, Bond S (2003) Work life policy; Does it do what it as on time? Women in  Management.18 (2): 
849-865. 

Wood G (2008) Gender stereotypical attitude. Equal Opportunity International, 27(7):613-628.  



 International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common     Page 577 

 

Woodard, T. (2007). Developing women leaders: It’s now a bottom line issue. Competence Women, 10-
11. 

Wu, Hwei Ming Self-Efficacy, (2007) Work-Family Conflict, Social Support, Gender Role Attitude and Role 
Model as Antecedents of Career Aspiration among  Women in Middle Management. Masters thesis, 
University Putra, Malaysia  .  

 

 

http://ijecm.co.uk/

