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ABSTRACT 

Research has shown that over the last 30 years, the proportion of women in lower and mid 

level management positions has increased greatly, whereas the proportion reaching the top has 

unfortunately remained small. Women in management are only able to advance just as far in 

corporate hierarchies before encountering the "glass-ceiling", which prevent them from 

reaching top managerial positions. 

The majority of the working population in the banking sector are women. However, the top 

managerial positions are occupied mainly by men. 

This study investigates the glass ceiling phenomenon in the TRN C banking sector by 

measuring the attitudes of first-line bank managers towards women as managers. A total of 

107 first line bank managers took part in the study. The results indicate that a glass ceiling 

exists in the T~C banking sector. 

Keyword: Working women, Glass-ceiling, Banking, Management. 
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CHAPTER I 

INTRODUCTION 

1.1 Introduction 

This chapter introduces the statement of the topic to be studied, the problem situation, the 

oblem statement, and the objectives of the study. 

1.2 Statement of the Topic 

Research has shown that over the last 30 years, the proportion of women in lower and mid 

level management positions has increased greatly, whereas the proportion reaching the top has 

unfortunately remained small. 

Women in management are only able to advance just as far in corporate hierarchies before 

encountering the "glass-ceiling", which prevent them from reaching top managerial positions. 

The number of women working in the banking sector over the past years has increased 

steadily. Also, research has shown that reaching managerial positions in the banking sector for 

women is very difficult. According to Asian (2002) in the Turkish Banking Sector even 

though the educational level of women is higher than men, the top managerial positions are 

cupied mostly by men. This indicates the difficulty faced by women in advancing to top 

managerial positions thus indicating the presence of a glass ceiling in the Turkish Banking 

tor. 
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1.3 Problem Situation 

The majority of the working population in the banking sector are women. According to 

Ergeneli and Akcamete (2004) this is due to women being more efficient in organizing and 

communicating which are vital skills in banking. This can also be seen in the TRNC Banks. 

However, it can also be observed that most top managerial positions are held by men, thus 

indicating the presence of the glass ceiling in TRNC Banks. 

1.4 Problem Statement 

As mentioned previously, the number of women working in the banking sector in proportion 

to men are higher, as well as the educational level of women in banking also being higher 

than that compared to men. However, the top managerial positions are occupied mainly by 

men. 

The purpose of this study is to explore and see whether the glass ceiling exists in the TRNC 

Banking sector. 

1.5 Objectives of the Project 

• To identify the percentage of the working population in TRNC Banks that are women 

• To identify the proportion of women working in top managerial positions in the 

banking sector. 

• To understand whether the glass ceiling exist in the banking sectors (women find it 

difficult to advance to top managerial positions) 

2 



1.6 Conclusion 

This chapter introduced the statement of the topic to be studied, the problem situation, the 

problem statement, and the objectives of the study. The following chapter gives a brief 

literature review on the glass ceiling concept. 
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CHAPTER II 

A BRIEF LITERATURE REVIEW OF THE GLASS CEILING 

2.1 Introduction 

This chapter gives a brief literature review of the glass ceiling and women at work. 

2.2 Women at Work 

Women have only recently begun to join the ranks of managers in large numbers. The 

emergence of women into the work force has precipitated many discussions. This paper 

discusses someof the major issues surrounding women in management and proposes some 

organizational and individual responses to better utilize the diversity of skills and talents 

available within the work force. 

In 1970, only 15 percent of all managers were women. By 1989 this figure had risen to more 

than 40 percent. (Workforce 2000) By 1995, women made up about 63 percent of the total 

work force.(Salzman 1991) However, only six percent of women are classified as middle 

level managers. (Chusmir & Franks 1988) Currently, only three of every one hundred top jobs 

in the largest U.S. companies are held by women, which is about the same number as a 

decade ago.(Garland 1991) Of the Fortune 50 companies, only 1.3% of corporate officers are 

women while 1.7% are women within the Fortune 500 companies. Among 200 of America's 

largest companies, women hold less than a quarter of the executive jobs and less than five 

percent of the vice-presidents are women. (Sharpe 1994) Some experts indicate that equality 

in top management positions between the genders will not balance out for another 20 to 30 

years. 
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-~ Labor Department study indicated that the "glass ceiling" keeps many women from moving 

in management and leadership positions.(Rosner 1990) The "glass ceiling" is the subtle 

barrier of negative attitudes and prejudices that prevents women and minorities from moving 

yond a certain level in the corporate hierarchy. (Thomas & Zeithaml 1993) One third of 

.orking women work in clerical positions and another quarter work in the fields of health 

care, education, domestic service, and food services. (Mishra 1986) Even in these traditionally 

feminine professions women do not occupy key positions in relation to their numbers. For 

example, in schools women teach and men organize, plan, direct, and control. In social 

•.. encies women are typically middle managers supervising direct service workers, while men 

fan programs, prepare budgets, etc. Even when women have earned the highest degree in 

ir profession, which indicates that they are especially competent, they tend to occupy the 

wer positions. In short, American women occupy only 16% of the managerial positions and 

y 4% of the high level managerial/administrative positions in modem organizations. 

Although the number of women in the work force has increased from 3,680,000 to 5,382,000 

·een 1975 and 1985, an increase of 46.3%, the advancement of women in management 

not kept pace." (Doyle 1990) While the number of working women has increased 

tically in recent years, there are a number of different views that have been asserted to 

lain why women are not seen in large numbers in executive positions. 

first of these is referred to as the person-centered view. This view puts the blame of 

· ed corporate progression of women on factors that are internal to the female gender. This 

mc;.w::, that certain traits and behaviors exhibited by women are not conducive to their being 

oted. (Gregory 1990) for example, communication between genders can add to the 

ems women face in the work force. Women and men communicate differently, both 
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ly and non-verbally, and consequently women are perceived to be less empowering. 

ilbert 1990) 

ther reason for fewer women in upper management that cannot be overlooked is corporate 

rimination, corporate inequities in rewards and advancement opportunities, and the 

ence of "good old boys' networks" that ignore and discourage women from seeking top 

gement positions. Discrimination can occur in the form of organizational structures, 

Iicies, informal networks, and cultures that are so male dominated that they become barriers 

~ women to rise in the organization. For example, in a study by Cannings and Mont 

_Jarquette, men don't rely on formal merit procedures to gain managerial momentum for 

ess. The study found that, on average, men exhibited lower ambition in terms of bidding 

r promotion than women and that they had worse performance scores, yet men were offered 

re promotions per year of service than women, due oftentimes to the building of informal 

orks with superiors in the organization. (Cannings & Montmarquette) Additionally, an 

cle women often face is the lack of opportunity to "learn the ropes"-often due to a lack of 

tors for females in the workplace. A mentor can be many things-teacher, ally, protector, 

confidante. Research indicates that mentoring functions can be divided into two broad 

gories: (1) Career Functions that enhance career advancement, such as sponsorship, 

exposure/visibility, coaching, protection, and challenging assignments; and (2) Psychosocial 

Functions that enhance the proteges sense of competence and include role modeling, 

eptance and confirmation, counseling, and friendship. (Kram 1988) Mentors can offer 

vioral advice, help women to get promoted, and instill confidence. The lack of mentors 

women can result in an inability for females to advance. 

ther obstacle, typically unique to the female gender that hinders a woman's upward 

bility in the work force is the combining of a family and a career and the behavioral 

6 
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ctations placed on women. The majority of the burden of child-rearing is still placed on 

mother, which imposes additional responsibility on a career woman that is often not faced 

_.- a male. It is no easy task for a working woman to come home from a nine-hour day at the 

ffice and begin to take care of the family responsibilities. Times are changing, but not at the 

same pace that women are entering the work force. 

_-\ related barrier facing women is the negative attitudes and stereotypes created by society 

ward the career woman. It has been found that women in dual career marriages expressed 

greater dissatisfaction about role overload than did their spouses. (Falkenburg & Monachello 

990) there are three possible explanations for this. The first is that women assume more of 

physical work involved in running a household than do men. Second, women assume a 

igher level" of household responsibilities. The third, and most discouraging of these 

explanations, is that the man's job is considered more important. His high level of work 

· 1volvement limits his wife's ability to satisfactorily balance career and household duties. In 

ition, stereotypes abound which restrict the upward mobility of women. In a recent study, 

% of CEOs agreed that "prejudice and stereotypes are among the most identifiable barriers 

women's advancement in U.S. corporations. The stereotypes reported with the highest 

uency were that women lack career commitment, are not tough enough, don't want to 

rk long or unusual hours, are too emotional, won't relocate, lack quantitative and analytical 

and have trouble making decisions." (Caudron 1994) Some feel women are less 

committed to their work. Obviously, not all women fit this stereotype. For example, one study 

rted that women were significantly more likely to give up a home function that conflicted 

a job-related function and significantly less likely to tum down a promotion due to its 

on lifestyle or doubts about their abilities to handle it. (Posner, & Schmidt 1984) 

ther study reported that women had a higher need for achievement and power than men. 

msmir 19 8 5) 
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t studies of gender and administrative jobs touch lightly on several aspects of the 

and questions surrounding women's entrance into management and other jobs long 

91Ullllated by men. For example, (Reskin and Roos 1990) found that during the 1970s and 

, occupations in which women had gained a, large proportion of the jobs, e.g., 

acist, baker, bank manager, typesetter, were ones which had become deskilled, which 

rere losing pay and prestige, and for which the demand had greatly increased. They noted as 

ll that men were abandoning these occupations and that the women newcomers were 

vily concentrated in the bottom ranks of the field. "Bank manager" was the only 

management occupation that showed a dramatic increase in the numbers of women. This 

pened at the same time as branch banks were proliferating, especially in the suburbs, and 

romen were increasingly handling their own and the family's finances. Meanwhile, genuine 

authority for loans and many other aspects of banking were being removed from the local 

offices and centralized in the bank's national headquarters. So the number of women who 

·ere labeled as bank clerks declined and the number of managers increased, but with very 

little real change in the authority which they exercised. Clearly, there was an improvement in 

romen's status within the banking industry, but the gains were not as marked as the official 

statistics might imply. The explanations offered by Reskin and Roos imply that currently, 

·omen will have been moving into the lowest levels of managerial work, with only small 

gains in authority and compensation levels. 

Other insights about gender and management derive from studies conducted at different levels 

of aggregation. At the individual level, (Liff and Ward 2001) found that men and women 

rorking in banks in England held quite different perceptions of the requirements for 

motion to senior managerial positions. Women saw working as a manager as much less 

mpatible with being a parent than did men. Women also eschewed the way they thought 
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ple must behave-being somewhat aggressive, single minded, and selfish-to be 

moted. Women were reluctant to cultivate "old boy" networks or to engage in the 

,ression management they saw as necessary for promotion. Other researchers agree that 

· istrators and executives embody a masculine ideal and that male cultural norms pervade 

workplace (Jacobs, 1992). These patterns persist despite considerable evidence that 

romen's more flexible, milder and more participation oriented 

agement styles can be quite effective (Jacobs). 

2.3 The Glass Ceiling 

Of the various movements of the zo" century, perhaps none can be compared to women's 

movement in developed countries because it has spread to all areas of public life. According 

to data from the European Commission ( 1997), women account for all the growth in the 

·orking population in the European Union over the last twenty years. However, the well­ 

established presence of women in the world of employment and their improved qualifications 

not reflected in their careers as there is a marked imbalance in the professional 

:velopment of the two sexes. Gender discrimination at work still exists and is especially 

lear in jobs involving a high level of responsibility and social esteem, only 3% of which are 

Id by women: 

large amount of research has been conducted and more is currently being completed to 

lore the phenomenon of the "glass ceiling". Researchers no longer argue whether it exists 

not, as they did in the beginning of the 1980s, but concentrate on the deeper understanding 

what the glass ceiling is, and how it affects corporations and societies in the technological 
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. Theorists now explore the extent and causes of it and help women and men find the way 

through it. 

s Ceiling" is a term which appeared in the 1970s in the United States to describe the 

· able artificial barrier, created by attitudinal and organizational prejudices, which block 

en from senior executive positions (Wirth Linda, 2001). Whether this glass ceiling 

urs in the workplace or in politics is essentially a reflection of social and economic gender 

niality. With the achievement of educational parity and changes in social attitudes towards 

'sand women's roles, it had been somehow assumed that women would quickly move up 

career ladder. This has proved hard to achieve and no more so than at the top, where the 

valence of male executives tends to perpetuate the glass ceiling and where women often 

themselves without the right mix of corporate experience required for senior executive 

itions. 

ariants of the Glass Ceiling metaphor have been used to reflect notions of durability, 

eability and position when describing the barriers women face in their careers: "glass 

er" denoting barriers on international assignments (Lineham and Walsh, 1999); "concrete 

·· · g" to describe the density of barriers faced by ethnic and minority women (Korac­ 

badse and Kouzmin (1997). Similarly, Labor Secretary Alexis Herman described the 

uo:swdes that women face in the workplace as "a double-pane glass ceiling" ( Wall Street 

al, 1999), whereas Maclaran, Stevens and Catterall (1998) refer to the "greenhouse" to 

e to horizontal and vertical career constraints. 

'er the last 30 years the proportion of women in lower- and mid-level management 

itions has increased dramatically, while the proportion of women reaching top 

10 



..-.agement positions has remained relatively small (Powell, 1999). Evidence suggests that 

in management are able to advance just so far in corporate hierarchies before 

mcountering a "glass ceiling" that prevents or reduces the likelihood of reaching top 

mmagement or executive status (Powell, 1999; US Department of Labor, 1991). 

"glass ceiling" is one of the most compelling metaphors for analyzing inequalities 

een men and women in the workplace. The expression has been used widely in the 
C 

ar media as well as in official government reports and academic publications (Canberra 

etin of Public Administration 1994; Catalyst 1990; Garland 1991; Scandura 1992; State 

Wisconsin Task Force on the Glass Ceiling Initiative 1993; U.S. Department of Labor 

1 ). The image suggests that although it may now be the case that women are able to get 

ugh the front door of managerial hierarchies, at some point they hit an invisible barrier 

blocks any further upward movement. As one of the early writers who used the metaphor 

ented, the glass ceiling is "a transparent barrier that kept women from rising above a 

level in corporations .... It applies to women as a group who are kept from advancing 

because they are women" (Morrison et al. 1987). 

glass ceiling seems to be confirmed by casual observation. It does not take systematic 

ch to notice that a much higher proportion of bottom supervisors than of chief executive 

efficerS are women. Data from the comparative project in class analysis (Wright 1989, 1997) 

· te that at the bottom of managerial hierarchies in most economically developed 

---,t-ries, around 25 to 30 percent of lower-level supervisors are women. In contrast, at most 

small percentage of top executives and. CEOs in large corporations are women. According to 

fiaman (1990), fewer than 0.5 percent of the 4,012 highest paid managers in top companies 

United States are women, while fewer than 5 percent of senior management in the 

11 



ne 500 corporations are women and minorities. Reskin and Padavic (1994) report that 

ough women held half of all federal government jobs in 1992 and made up 86 percent of 

government's clerical workers, they were only a quarter of supervisors and only a tenth of 

· or executives." Similar patterns occur in other countries: In Denmark, women were 14.5 

ent of all managers and administrators but only between 1 and 5 percent of top managers; 

Japan, women were 7.5 percent of all administrators and managers but only 0.3 percent of 

management in the private sector (Reskin and Padavic 1994). The report of the State of 

~isconsin Task Force on the Glass Ceiling Initiative (1993, 9) states that while 47 percent of 

rvisors and 42 percent of middle management in Wisconsin were women, only 34 percent 

upper management and 18 percent of executives were women. A 1991 U.S. Department of 

r "Report on the Glass Ceiling Initiative" makes similar observations: In 94 randomly 

sampled reviews of corporate headquarters of Fortune 1000 sized companies between 1989 

1991, women were found to represent 37.2 percent of all employees of these companies 

• et only 16.9 percent of all levels of management and 6.6 percent of managers at the 

executive level. Such distributions would surprise no one, and they lend considerable 

credibility to the claim that women indeed do face a glass ceiling. 

At the level of firm performance, the glass-ceiling phenomenon presents problems for at least 

three reasons - and thus deserves further research attention. First, if lower-level female 

managers perceive that the opportunity to reach senior management is limited because of 

ender, this may dampen their desire and motivation to compete at this level. A belief that 

bard work and perseverance will not pay off, among a large segment of the workforce, would 

be likely to have negative productivity effects at all levels of the organization (Vroom, 1964). 

A second reason for concern relates to a lack of diversity among members of top management 

teams - too much homogeneity may lead to poor and costly decisions (Elsass & Graves, 

12 
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1982). Finally, under tight labor market conditions, gender-based barriers can 

er reduce the supply of needed talent and resources. Resource dependence theory 

ests that it is to the firm's advantage to eliminate barriers to needed resources, and in 

e cases to focus on moving women into key management positions because they may 

er match the demographic characteristics of significant customer segments (Jacobs, 1992; 

effer & Salancik, 1978). 

Thirty years after entering the work force with career aspirations women are still concentrated 

· business support functions like Human Resources and Public Relations instead of line 

functions like marketing and operations, which are the training grounds for business leaders. 

Despite their desire and ability to hold line positions, women "are discouraged from pursuing 

ese roles by colleagues and superiors, who don't feel women can perform well in them 

ellington, Brumit Kropf, and Grekovich, 2003). 

After many years of debate researchers are still divided, however more and more are coming 

the conclusion that there is no difference between performance standards, managing 

people, attaining high quality results, behaviour, subordinates' responses, motivation and 

mmitment levels between male and female. In fact, many researchers even argue that 

females are better managers than men (Wood, 1998; McShulskis, 1996) because females can 

motivate better, they know their subordinates better from a personal persepective and treat 

them as more than just warm bodies. Also, women possess inclusive energy, they accomplish 

goals through supporting their subordinates and colleagues, and they are better at 

personalizing recognition and rewards. 

13 



Factors of Glass Ceiling 

Alallding to a study conducted by the Minnesota's Governor's Glass Ceiling Task Force 

there are six major factors that perpetuate glass ceilings; 

Lack of bold leadership - Bold leadership at the top and dogged persistence are 

needed to challenge the status quo and produce real change. This leadership is lacking 

in many organizations. 

Workplace environments - Attitudes and organizational cultures must change to 

value diverse leadership styles. Gender and racial stereotypes frequently limit women 

and people of color from fully participating in their organizations. 

Work experience - Women and people of color frequently lack the "right" type of 

job experience to move ahead. The experiences they have often do not match 

traditional promotion criteria. 

Family obligations - Working parents, especially mothers, are often forced to 

choose between their children and their jobs. Employers need to recognize that both 

mothers and fathers require flexibility at work. 

Socialization - Pervasive, socially accepted stereotypes adversely impact the 

expectations, self-esteem and ambitions of some of our children, especially girls and 

hildren of color. 

14 
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Education - Many women and people of color do not come out of our schools with 

the credentials and confidence needed to succeed. Participation of women and people 

of color in the scientific and technological disciplines remains low. 

hnson, B. Kristine (1995). 

specific formulations of the glass ceiling have varied, all highlight the hurdles and 

• og as 'token' representatives, lack of role models and mentors, the strain of coping with 

stereotyping and prejudice, overt and indirect discrimination and a hostile organizational 

.te (Cooper and Davidson, 1982; Henning and Jardim, 1977). Criteria used to establish 

existence and nature of the glass ceiling have included promotion decisions to top 

--ia4',gement (Powell and Butterfield, 1994 ), the percentage of management positions held by 

en (Blum et al., 1994), salary of male versus female managers (Blum et al., 1994) as well 

anizational characteristics such as an open culture and attitudes to 'token' women 

ner, 1993/1977; Ely, 1995; Simpson, 1998). Powell and Butterfield (1994) add that 

n's perceptions of the ceiling may in themselves act as tangible barriers. 

The Glass Ceiling and Banking 

majority of the working population in the banking sector are women. According to 

lilmeli and Akcamete (2004) this is due to women being more efficient in organizing and 

unicating which are vital skills in banking. This can also be seen in the TRNC Banks. 

rding to the north Cyprus Banking association around 68% of the working population in 

banks are woman. However, it can also be observed that most top managerial positions 

Id by men, thus indicating the presence of the glass ceiling in TRNC Banks. 

15 



y aims to investigate the glass ceiling in the TRNC Banking sector. As in the 

la lj and Akcamete (2004) study attitudes towards woman in managerial positions will be 

Conclusion 

chapter gave a brief literature review of the glass ceiling. The following chapter offers a 

..._:etical Framework of Glass Ceiling. 

16 
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. ORETICAL FRAMEWORK 

Introduction 

chapter describes the dependent variable and independent variables of the study, and 

Study Variables 

dependent variable is the advancement of women to top managerial positions in the 

C banking sector. The variance of the dependent variable can be explained by five 

imdet)endent variables. These are indicated in figure 3 .1 below; 

re 3.1 Schematic diagram for the Theoretical Framework. 

Workplace Environment 

'ork Experience 

Advancement of women to 
top management positions Family Obligations 

Socialization 

Education 

Many of the studies presented in the literature review have measured the effects of one or 

.o of these variables on the advancement of women to top managerial positions. Ideally 

· g able to measure all five of the above variables and their effects on women and their 

17 
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2ill ement to managerial positions would result in a more meaningful study, however this 

~ take up a considerable amount of time and expense. Therefore using the Ergeneli and 

Pl :aiiete (2004) study as reference, the variable "workplace environment" which measures 

- :\es will be measured. In other words, this study will measure the attitudes towards 

--m"'" in managerial positions. 

Objectives 

light of the conceptual framework illustrated in Figure 3.2. The following objectives are 

proposed study. 

3.1 Objectives 

i. To identify the percentage of the working population in TRNC Banks that are women. 
I 

• To identify the proportion of women working in top managerial positions in the 
i 

banking sector. 

'• To understand whether the glass ceiling exist in the banking sectors (women find it 

difficult to advance to top managerial positions) 

Conclusion 

chapter described the dependent and independent variables of the study, and presented 

theoretical framework in a diagram form. And the following chapter outlines the 

llldhodology to be followed. 

18 
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'TER IV 

ODOLOGY 

Introduction 

:hapter describes the design of the research study. 

Data Collection 

ntioned previously the objective of this study is to identify whether or not the glass 

exists in the TRNC Banking sector. In order to conduct the study the survey 

mmuwent to be used will be the questionnaire used in the Ergeneli and Akcamete (2004) 

_. which was conducted in Turkey. 

original questionnaire was prepared by Ergeneli and Akcamete (2004) in Turkish. The 

· onnaire administered in this study was also in Turkish. The questionnaire was 

nally administered to first line managers in TRNC Banks. A total of 150 questionnaires 

administered, and a 107 completed questionnaires were received, giving a response rate 

1 %. First line managers were selected as respondents to the study, because it is observed 

women occupy a very large proportion of the first line manager population in banks. Also 

.y have been difficult to collect information from middle and top managers due to their 

workload. 

table below indicates the TRNC local banks, and therefore the banks that were valid for 

study. 

19 
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4.1 List of Local Banks in TRNC 

1. Akfinans Bank Ltd. 

2. Asbank Ltd. 

3. Deniz Bank Ltd. su 
4. Faisal Islamic Bank of Kibns 

5. Kibns Altmbas Bankasi 

6. Kibns Continental Bank Ltd. 

7. Kibns Iktisat Bankasi Ltd. 

8. Kibns Turk Kooperatif Merkez Bankasi Ltd. 

9. Kibns Vakiflar Bankasi Ltd. 

10. Limasol Turk Kooperatif Bankasi Ltd. 

11. Sekerbank Ltd. 

12. Turk Bankasi Ltd. 

13. Universal Bank Ltd. 

14. Viyabank Ltd. 

15. Yakm Dogu Bank Ltd. 
' 

16. Ye~ilada Bank Ltd. 

questionnaire consisted of two sections. The first section contains items related to 

onal characteristics of the respondents. Section Two consisted of 34 items measuring 

itudes towards women as managers. And the data collection processes duration was one 

nth. 

20 



• 

Conclusion 

chapter described the research methodology for the study. And the following chapter is 

concluding chapter of the research proposal. 
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PTERV 

DINGS AND RESULTS 

Introduction 

chapter includes results and analysis of the respondents received from the questionnaire 
a copy of Questionnaire in Appendix A) 

Findings of the Study 

Demographic Factors of participants 

Demographic Factors 
Gender 
Women 
Man 

Frequency 
(n) 
81 
26 

Percent 
(%) 
75,7 
24,3 

Marital Status 
Married 85 79,4 

Single 22 20,6 

Age 
Under 30 50 46,7 

31-40 33 30,8 

More than 40 24 22,4 

Child 
Yes 62 57,9 

No 44 41, 1 

No answer 1 0,9 

Education Status 
High School 47 43,9 

Undergraduate 48 44,9 

Master 10 9,3 

No answer 2 1,9 

Experience 
2-8 year 56 52,3 

9-15 year 32 29,9 

More than 16 18 16,8 

No answered 1 0,9 

Experience in Higher Management 
Under 3 8 7,5 

3-6 year 67 62,6 

6-9 year 23 21,5 

More than 10 8 7,5 

No answer 1 0,9 

Reliability of the questionnaire is = 0.69 = 69% 



• 

Means and Standard Deviations for each Statements 

Female manaoers can not adapt in male sovereiqn environments. 

Mean Std. D 

1,20 0,56 

2,73 1,43 

3,13 1,54 

3,17 1,49 

3,04 1,27 

2,24 1,33 

3,30 1,62 

2,68 1,52 

3,40 1,47 

1,76 1,29 

3,23 1,44 

3,20 1,56 

3,29 1,58 

2,35 1,44 

2,08 1,41 

3,05 1,52 

3,01 1,56 

1,70 1, 17 

3,08 1,29 

1,85 1,29 

2,36 1,49 

3,50 1,46 

3,12 1,26 

2,17 1,48 

3,57 1,45 

3,02 1,41 

1,84 1,25 

3,25 1,45 

3,91 1,48 

3,80 1,33 

3,32 1,39 

2,64 1,64 

2,70 1,56 

2, 13 1,47 

Statements 

emales are worktno in a lower level than what they are capable of. 
emale are not suitable workin 

iven to females. 

emales can work in discipline when it's needed in hiqh level. 

emales' abilities are limited for hiah level manaaement. 

ales are more suitable than females in hiqh level manaaement. 
ers. 

situations where emolovees need to be fired, females should be first to be fired. 

emales are better communicator than males with their coueacues. 

is an acvantace that females are better listeners than males. 

In work life, Females are more sensitive than males. 

Because females are more sensitive thev will not be successful in htoh level jobs. 

Females are better communicators with anv level coltsaques. 

Females shouldn't be appointed as hich level manaqers. 

Females are more supportive with their colleaaues' success. 

One of the reasons that females are preferred in hiqher level jobs is their creativeness. 

Female rnanaqers can not give quick decisions. 

Females have manacernent abilities. 

Females' manaoers show better performance than males. 

ared with males 

When it comes to wages and commissions, females are treated unfairly_. 



Means for each statement according to by Gender 

Mean 
Women Mai 

1,07 1,58 

2,69 2,85 

3,37 2,38 

3,33 2,65 

3,28 2,27 

1,99 3,00 

3,40 3,00 

2,20 4, 15 

3,39 3,42 

1,37 2,96 

3,37 2,81 

3,41 2,54 

3,48 2,69 

1,88 3,81 

1,96 2,42 

2,68 4,15 

3,13 2,64 

1,44 2,50 

3,28 2,46 

1,68 2,35 

2,33 2,46 

3,78 2,62 

3,36 2,38 

2,05 2,54 

3,73 3,08 

3,25 2,31 

1,82 1,92 

3,58 2,23 

4,25 2,88 

4,05 3,04 

3,51 2,73 

2,58 2,85 

2,66 2,81 

2,14 2,12 

Statements 

ale are not suitable workin 

ales are workino in a lower level than what they are capable of. 

iven to females. 

ales' abilities are limited for hiqh level rnanaoernent. 

ales can work in discipline when it's needed in hich level. 

les are more suitable than females in hich level manaoernent. 

re are no Q_erformance differences between female and male rnanaoers. 

situations where emolovees need to be fired, females should be first to be fired. 

males are better communicator than males with their colleaoues. 

· an advantaqe that females are better listeners than males. 

work life, Females are more sensitive than males. 

use females are more sensitive thev will not be successful in hiqh level jobs. 

emales are better communicators with anv level colteaoues. 

emales shouldn't be appointed as htoh level rnanaoers. 

emales are more supportive with their coueacues' success. 

become rnanacers. 

Females have a more orqanized wav of workinc. 

One of the reasons that females are preferred in hicher level jobs is their creativeness. 

Female manaoers can not give _guick decisions. 

Females' manaqers show better performance than males. 

Females have manaqernent abilities. 

When it comes to wages and commissions, females are treated unfairly. 
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CHAPTER VI 

CONCLUSIONS 

6.1 Introduction 

The following chapter is a conclusion to the research proposal, giving details on the 

significance, contribution, and limitations of the study. 

6.2 General Conclusion and Discussion 

A questionnaire was distributed in first-line managers in TRNC banks to evaluate the attitudes 

towards women as managers. 

The results of the study indicate that, 7 5. 7% of the respondents were woman. About 7 5% of 

the employees in banks are woman. In these banks most of the women are well educated. 

Even though they are well educated, top managerial positions are occupied mostly by men. 

The study indicates that men do not have positive attitudes towards women as manager. 

However the attitudes of women towards women managers are positive. 

Probably the reason of that comes from cultural problems. Before the 1970s women were not 

accepted as equal with men. There were sexism and men were putting the rules in the family 

and in general. After 1970s human rights and equalisation of male and female rights appeared. 

Shortly after these rights being accepted, women's situations started to change and women 

became equal with man in European countries. 

Some of the results of this questionnaire showed us that the equalisation did not change 

Cyprus's culture much. But I believe it will start to change with the new generation. In the 

first and the fourth statement in the questionnaire showed us men are still not accepting 

women on higher level positions, it is because they don't like working under women 

managers. In some of the other statements showed us women are ready to work in high level 

positions and they don't have any problems working with men or work under men manager. 

But women prefer working under men managers instead of working under women managers 
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As part of the study the number of top managers in the banks was also studied and it can be 
• 

seen that around 20% of top managers are female. 

When comparing the results of this study to the results of the Ergeneli and Akcamete (2004) 

study, differences can be seen. This study indicates that a glass-ceiling does seem to exist in 

the TRNC banking sector, however the glass ceiling is not very low. However this is not 

indicated in the Ergeneli and Akcamete (2004) study. 

6.3 Significance and Contribution to Business Administration 

As mentioned in the literature review the glass ceiling phenomenon presents problems to 

organizations. The problems include demotivation of lower level women managers, a lack of 

diversity among members of top management, and a reduced supply of needed talent and 

resources. Through this study the glass ceiling phenomenon will be illustrated in banks and 

will provide vital information to businesses relating to the problems associated with the glass 

ceiling and how overcoming these problems will be an advantage for all organizations. 

6.4 Limitations 

The main limitation of the study will be the limited amount of time for its completion. A 

greater time span would allow for a more sound study however it is felt that the results 

obtained will be a good enough reflection of the glass ceiling concept. Cost is also a limitation 

in terms of time and finances. 

This study concentrated on the banking sector. It would be interesting to see and further 

studies are recommended to be conducted in different sectors. 

6.5 Conclusion 

This chapter gave details on the significance, contribution, and limitations of the study. 
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,0% 

Female are not suit 
working in banki 
• sector. 

• Mostly Don't agree 
fll Don't agree 
Iii neither agree nor 

disagree 

• Mostly Agree 

,0% 

,0% 

,0% 
Woman Man 

Gender 

Page 1 



Females are working in 
a lower level than what 
they are capable of. 

B Mostly Don't agree 

Ill Don't agree 
Ill neither agree nor 

disagree 

B Agree 
Ill Mostly Agree 

,0% 

,0% 

,0% 
Woman Man 

Gender 
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,0% 

Females are more 
productive in banking 
• sector. 

II Mostly Don't agree 

II Don't agree 

Ill neither agree nor 
· disagree 

II Agree 
Ill Mostly Agree 

,0% 

,0% 

,0% 

0,0% 
Woman Man 

Gender 

PaQe 



,0% 

In banking sector, High 
level management 
"should be given to 

females. 
11111 Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 

disagree 

11111 Agree 
1 Ill Mostly Agree 

,0% 

,0% 

,0% 

,0% 

0,0% 
Woman Man 

Gender 

Paae<1 



Females are more 
suitable for team work. 
m Mostly Don't agree 

llllll Don't agree 
II neither agree nor 

disagree 

• Agree 
Cl Mostly Agree 

,0% 

,0% 

,0% 
Woman Man 

Gender 
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,0% 

Females' abilities are 
limited for high level 

management. 
1111 Mostly Don't agree 

1111 Don't agree 

II) neither agree nor 
disagree 

1111 Agree 
[El Mostly Agree 

,0% 

,0% 

,0% 

,0% 
Woman Man 

Gender 
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,0% 

Females can work in 
discipline when it's 
needed in high level. 

• Mos!IY Don't agree 
ll Don't agree 

Ill neither agree nor 
disagree 

• Agree 
Im Mostly Agree 

,0% 

,0% 

,0% 

,0% 
Woman Man 

Gender 
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Males are more suitable 
than females in high 
evel management. 

Ill Mostly Don't agree 

Ill Don't agree 
Ill neither agree nor 

· disagree 

Ill Agree 
Ill Mostly Agree 

,0% 

0,0% 

0,0% 
Woman Man 

Gender 

Paae 8 



l: 

There are no 
performance differences 
between female and 
male managers. 

• Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 

disagree 

• Agree 
@ Mostly Agree 

60,0% 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 

Page 



0,0% 
In situations where 

employees need to be 
fired' females should be 

first to be fired. 
• Mostly Don't agree 
II Don't agree 

Ill neither agree nor 
disagree 

• Agree 
El Mostly Agree 

80,0% 

,0% 

,0% 

0,0% 
Woman Man 

Gender 

Paae 10 



Females are better 
communicator than 
• males with their 

colleagues. 
• Mostly Don't agree 
I.I Don't agree 

Ill neither agree nor 
disagree 

• Agree 
Ill Mostly Agree 

,0% 

,0% 

0,0% 
Woman Man 

Gender 

Paae 11 



Females are more 
democratic than males 
Ill lvlostly Don't agree 
ll Don't agree 

Ill neither agree nor 
disagree 

Ill Agree 
Ei!1] Mostly Agree 

,0% 

,0% 

0,0% 
Woman Man 

Gender 

P::inP. 1? 



,0% 

80,0% 

It is an advantage that 
females are better 

listeners than males. 
Ill Mostly Don't agree 
II Don't agree 

II neither agree nor 
disagree 

• Agree 
I · Gil Mostly Agree 

,0% 

,0% 

,0% 

0,0% 
Woman Man 

Gender 



20,0% 

In work life, Females 
are not as strong when 
cbmpared to males. 

II Mostly Don't agree 

II Don't agree 

Iii neither agree nor 
disagree 

II Agree 
Iii Mostly Agree 

80,0% 

60,0% 

40,0% 

0,0% 
Woman Man 

Gender 
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,0% 

Because females are 
more sensitive they will 
not be successful in 

high level jobs. 
• Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 

disagree 

'• Agree 
Im Mostly Agree 

l0,0% 

,0% 

Woman Man 

Gender 



In banking education 
There are equal 

opportunities for male 
and females. 

Ill Mostly Don't agree 

Ill Don't agree 
Ii neither agree nor 

disagree 

Ill Agree 
[i!!I Mostly Agree 

60,0% 

i.C0,0% 

,0% 

0,0% 
Woman Man 

Gender 

Paae 16 



,0% 

Females are better 
communicators with 
ariy level colleagues. 

• Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 

disagree 

• Agree 
El Mostly Agree 

,0% 

,0% 

,0% 

,0% 

0,0% 
Woman Man 

Gender 

P::inP. 17 



80,0% 

Females shouldn't be 
appointed as high level 

managers. 
11111 Mostly Don't agree 
l'I Don't agree 
II neither agree nor 

disagree 

11111 Agree 
!EI) Mostly Agree 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 

P;:me 18 



00,0% 

80,0% 

Females are more 
supportive with their 
colleagues' success. 

• Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 

disagree 

• Agree 
Ill Mostly Agree 

60,0% 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 
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Woman Man 

Gender 

Female managers loose 
their feminine side. 

II Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 

disagree 
B Agree 
Ill Mostly Agree 



,0% 

0,0% 

Woman Man 

Gender 

Females start getting 
afraid of loneliness, 
when they become 

managers. 
B Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 
" disagree 

B Agree 
@ Mostly Agree 



100,0% 

80,0% 

60,0% 

Females have a more 
organized way of 
• working. 

Ill Mostly Don't agree 
II Don't agree 

, Ill neither agree nor 
, disagree 

Ill Agree 
[mII Mostly Agree 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 

Paae 22 



One of the reasons that 
females are preferred in 
higher level jobs is their 

creativeness. 
• Mostly Don't agree 
Ill Don't agree 
Ii neither agree nor 
· disagree 

• Agree 
Ii Mostly Agree 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 

P::mA ?1 



Female managers can 
not give quick 

.• decisions. 
B Mostly Don't agree 

Don't agree 

Ill neither agree nor 
disagree 

• Agree 
GEi Mostly Agree 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 

h 
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Woman Man 

Gender 

Females have 
management abilities. 
II Mostly Don't agree 

fl Don't agree 

Ill neither agree nor 
disagree 

II Agree 
El Mostly Agree 

D::in,:, ?&; 



60,0% 

40,0% 

20,0% 

0,0% 

Woman Man 

Gender 

Females' managers 
show better 

• performance than 
males. 

Ill Mostly Don't agree 
Don't agree 

II neither agree nor 
disagree 

• Agree 
II Mostly Agree 

o.1"'!1-o. ")t::. 



Female managers can 
not adapt in male 

sovereign environments. 
II Mostly Don't agree 
11 Don't agree 

Ill neither agree nor 
· disagree 

II Agree 
[El Mostly Agree 

0,0% 

0,0% 

0,0% 
Woman Man 

Gender 

P::inP. ?7 



100,0% 

80,0% 

40,0% 

20,0% 

60,0% 

In banking sector more 
opportunities are given 
" to males than females. 

• Mostly Don't agree 
II Don't agree 

II neither agree nor 
di isaqree 

:1 
• Agree 
El Mostly Agree 

0,0% 

Woman Man 

Gender 



20,0% 

Confident females find it ., 
easier to solve of high 

evel management 
difficulties. 

II Mostly Don't agree 
II Don't agree 

Ill neither agree nor 
disagree 

II Agree 
[ml Mostly Agree 

100,0% 

80,0% 

60,0% 

40,0% 

0,0% 
Woman Man 

Gender 

h 
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80,0% 

60,0% 

40,0% 

20,0% 

0,0% 

Woman Man 

Gender 

Business management 
qualified females should 

• have high level 
management jobs. 

• Mostly Don't agree 
Ill Don't agree 
rn::i1 neither agree nor 
Im di isaqree 

• Agree 
[I Mostly Agree 



80,0% 

60,0% 

40,0% 

h 

20,0% 

0,0% 
Woman Man 

Gender 

Being supported by 
their families reflects on 

'emales' job in a 
positive way. 

• Mostly Don't agree 
Ill Don't agree 
Ill neither agree nor 
, disagree 

• Agree 
D Mostly Agree 



Woman Man 

Gender 

h 

Females are closed to 
criticisms when 

compared with males 
a Mostly Don't agree 
a Don't agree 
Ill neither agree nor 

disagree 

• Agree 
[J Mostly Agree 



100,0% 

60,0% 

40,0% 

20,0% 

h 

80,0% 

0,0% 

Woman Man 

Gender 

In banking sector male 
puts the rules. 

!'• I • Mostly Don't agree 
Ill Don't agree 
Iii neither agree nor 

disagree 

• Agree 
G1] Mostly Agree 

Pac 



80,0% 

When it comes to 
wages and 

commissions, females 
are treated unfairly. 

• Mostly Don't agree 
Ill Don't agree 
D neither agree nor 

disagree 

• Agree 
D Mostly Agree 

60,0% 

40,0% 

20,0% 

0,0% 
Woman Man 

Gender 
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