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Introduction

Focus of the bibliography
This annotated bibliography is one of the outcomes of a research project funded by WLE
(Work-based learning for education professionals: A Centre for Excellence at the Institute
of Education, London) and undertaken during 2008. The project aimed to identify:

The strategies and processes by which women in senior roles sustain and develop their
leadership abilities and capacities in the work place.
Although there is general but slow progress for women in accessing leadership roles at work,
it is generally believed that there is a ‘glass ceiling’. There is only a limited literature on women
who have broken through the ‘ceiling’. Most literature about women, work and career
progress does not differentiate between senior women leaders who might be regarded
as above the glass ceiling and women who aspire to such senior roles. This bibliography
therefore includes literature that relates to senior women leaders and then widens out
to include literature relating more generally to the support and development of women’s
career progress, focusing first on the individual and then on the organization.

Practicalities and sources
The year 2000 has been taken as an arbitrary cut off point for the literature included.
Books and articles have been accessed through the libraries of the Institute of Education
and the London School of Economics and I am grateful to Professor Susan Vinnicombe
who allowed me to access her collection of the journal Women in Management at Cranfield
University.
The journals that publish most of the relevant articles for this topic are:

Educational Management and Administration;
Gender and Education;
Gender work and organization;
Journal of cases in educational leadership;
Journal of leadership and organizational studies;
Journal of research for educational leaders;
Leadership;
School Leadership and Management;
Women in Management Review now Gender in Management.
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Structure and organisation of annotated bibliography
Entries have been organised according to what appears to be the most dominant theme
of the work, but other themes may also be present and in some cases cross referenced.
Within sections 1-4 and their sub-sections, entries are alphabetical according to the first
named author’s surname.
1. The first section of the bibliography includes literature most relevant to women in senior
leadership roles at work.
2. The second section includes mainly edited books on the career progress of senior
women bur also women more generally. Some of the chapters in the edited books
relate to forms of support and development discussed in the journal articles in the third
section.
3. The third section includes mainly journal articles, focusing on the most common forms
of support and development for women’s career progress. The section is divided
into two main sub-sections.
The first sub-section relates to the individual and their actions accessing
• networking; and
• mentoring, coaching and/or role models.

The second sub-section focuses on the organisation and includes the impact
of gender on:
• teams and meetings;
• the existence and impact of gender equity policies including affirmative action;
• backlashes to such action.
4. The fourth section includes books, journal articles and reports that relate
to the contextual and structural barriers to career progress for women.
This section includes sub-sections on:
• general background including gendered occupations;
• barriers to progress: the glass ceiling;
• leadership and gender stereotypes / gendered leadership discourses;
• identities; and
• barriers created by other women: the ‘queen bee’ syndrome.
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1.

Women in senior leadership roles at work

This section includes books, reports and articles that relate to the topic of women in
leadership positions in general and in specific professional areas.

Equality and Human Rights Commission (2008) Sex and Power 2008.
www.equalityhumanrights.com
In 2008 there are fewer women holding top posts in 12 of the 25 categories. In another
five ctegories the proportion remains unchanged. Gives data for the proportion of women
leaders in the 25 categories over the last five years.
EOC (2006) Sex and power: who runs Britain? 2006 Manchester, Equal Opportunities
Commission.
Gives the proportions of women in powerful positions in politics (28%), business (12%),
media and culture (17%) and public and voluntary sectors (23%). Compares with the past
and the international situation and looks at ethnic minority women in ‘top jobs’.
Elliott, C. and Stead, V. (2008) ‘Learning from leading women’s experience: towards
a sociological understanding’, in Leadership, Vol. 5, No. 2., pp. 159-180.
The authors have interviewed six notable women outside business, Shami Chakrabati, Betty
Boothroyd, May Blood, Tanni Gray-Thompson, Rebecca Stephens and Fiona Stanley, taking
a narrative approach and focussing on their upbringing, environment, focus and networks
and alliances. Concludes that ‘leadership is therefore not just about leading people
and teams as represented in mainstream organizational and business literature, but rather
can be pioneering and may encompass leading ideas, communities and the representation
of issues.’ (p. 178)
Grattan, L., Kelan, E. and Walker L. (2007) Inspiring Women: Corporate Best Practice

in Europe, London, London Business School, The Lehman Brothers Centre for Women
in Business.
A study of gendered practice in 61 organisations in Europe. Recommends that executives
should build up a detailed picture of the current situation in their company, that they should
open the ‘pipeline’ to prepare women for senior roles through training and exposure
to networks and crucial leadership development activities. They also recommend that key
targets are introduced and monitored.

www.wlecentre.ac.uk

7

Huse, M. and Solberg, A. G. (2006) ‘Gender-related boardroom dynamics:
How Scandinavian women make and can make contributions on corporate boards’,
in Women in Management Review, Vol. 21, No. 2 pp. 113-130.
[also relevant for sub-section on ‘Gender and teams’ and sub-section on ‘Leadership
and gender stereotypes/Gendered leadership discourses’]
The objective of this article is to examine and conceptualise gender-related boardroom
dynamics that affect how women can make contributions on corporate boards. Stories were
collected from eight women directors about their experiences from more than 100 corporate
boards. Narrative methods were used in the data analysis. Women as well as men need
to understand the power game inside and outside the boardroom. Their contribution
depends on the ability and willingness to make alliances with the most influential actors,
to spend time on preparations, being present on the most important decision-making arenas,
and to take leadership roles. The study showed that boardroom dynamics are not neutral
to gender. The study has value for developing the role of women directors.
Kramer, V.W., Konrad, A.M., Erkut, S. (2006) Critical mass on Corporate Boards: Why Three
or More Women Enhance Governance. Executive summary. Wellesley Centers for Women’s
Publication Office.
[also relevant for sub-section ‘Gender and teams’]
Based on interviews and discussions with 50 women directors, 12 CEOs and seven corporate
secretaries from Fortune 1000 companies, they show that a critical mass of three or more
women can cause a fundamental change in the boardroom and enhance corporate
governance. They bring a collaborative style that increases listening and they do not avoid
controversial issues and are more likely to ask tough questions. They include the perspectives
of more stakeholders. One woman experiences ‘not being listened to, being excluded from
socializing and even from some decision-making discussions, being made to feel their views
represent a “woman’s point of view” and being subject to inappropriate behaviours that
indicate male directors notice their gender more than their individual contributions.’ (p.3).
Two women on the board help but adding a third means that having women in the room
‘becomes a normal state of affairs’.
Martin, L.M., Warren-Smith, I., Scott, J.M. and Roper, S. (2008) ‘Boards of directors
and gender diversity in UK companies’, in Gender in Management, Vol. 23, No. 3,
pp. 194-208.
A quantitative analysis which aims to map the incidence of female directors in UK companies
against types of firms. Finds that male dominance continues although female directors are
1 in 4 of all UK directors, they tend to be found in the smaller firms with the service sector
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having most female directors. It is difficult to do this analysis as gender is a self-reported
variable in Companies House information.
Parkhouse, S. (2001) Powerful Women: Dancing on the Glass Ceiling, Chichester, John Wiley
and sons.
Journalistic, covering the success of 26 individual women.
Ruderman, M.N. and Ohlott, P.J. (2002), Standing at the Crossroads: Next Steps

for High-Achieving Women, San Francisco, Jossey-Bass.
Research with 61 high achieving women plus questionnaires with 276 others led
to the identification of 5 themes in their journeys. The themes were interconnected
and changed in importance over their lives.
• Authenticity: the need to have a fit between inner values and beliefs and outer
behaviours; (41 – 45) (46 – 50)
• Connection: the need to be close and intimate with others;
• Controlling your destiny: being active (agentic) in achieving one’s life and career
goals; (29 – 33) (46 – 50)
• Wholeness: uniting and integrating one’s varied life roles and having time
to pursue them; (34 – 40) and
• Self-clarity: reflecting an understanding of ones self (motives, values, behaviours,
experiences). (55 – 55)
The 29 – 33 year olds had not yet hit the glass ceiling but the 34 – 40 year olds were doing so.
Sealy, R., Vinnicombe, S. and Singh, V. (2008) The Female FTSE Report 2008: A decade

of delay, Cranfield University.
This is the 10th report and indicates a slight increase in directorships held by women
on the FTSE 100 corporate boards (now 11.7%). 39 companies now each have two or more
women on their boards. 22 companies have all-male boards, ethnic minorities are under
represented and of the 149 new appointees only 15 (10.7%) were women. A survey of 217
women from FTSE 350 executive committees and interviews with 20 women indicate that
they are ambitious for board directorships, only a few have been approached by search
consultants and they are pessimistic about the future of women on corporate boards.
The report makes the following recommendations (Executive summary, p.7)
1. All directorships in the private sector be advertised (as occurs in the public sector).
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2. Long lists for director appointments reflect an aspirational target of 30% female
candidates.
3. Search consultants be more proactive in building relationships with potential female
Non-Executive Directors.
4. Companies set gender targets and report on progress in annual reports, including setting
and monitoring of KPIs at each level of the pipeline.
5. Consideration be given to female candidates for new board positions in recapitalised
banks.
Sealy, R. Singh, V. and Vinnicombe, S. (2007) The Female FTSE Report, 2007: A year

of encouraging progress, Cranfield University.
This is an annual report (this is the ninth). There were 100 women holding 123 directorships
on the FTSE 100 boards, 11% of the total. Women were 20% of new director appointments
in the year. There were 122 women (16%) sitting on the FTSE 100 executive committee
representing an increase of 40% over 2006.
The number of executive directorships and the total number of directorships were at their
lowest level for 9 years, but the number of non-executive directorships was at its highest
for 9 years. The increase in numbers and percentages of women remains very slow.
Over the nine years there is an emerging polarisation between a cluster of 24 companies
who remain male led and a growing cluster of 35 companies with multiple women directors.
The key change makers were the chairs of boards who have been prepared to lead
on gender diversity, mentoring and running their boards ‘in exemplary ways’.
The report gives detailed figures and case studies e.g. of five Science, Engineering
and Technology (SET) sector boards including 59 interviews with chairs, Chief Executive
Officers (CEOs) and male and female directors. There is identification of best practice.
Shakeshaft. C. (2006) Gender and Educational Management, in Skelton, C., Francis, B.
and Smulyan, L. (Eds.) The Sage Handbook of Gender and Education London, Sage.
This chapter provides a short analysis of the international scene in relation to women
in educational management focusing mainly on barriers and leadership styles.
Singh V. and Vinnicombe S. (2002) ‘The 2002 female FTSE index and women directors’,

Women in Management Review, Vol. 18, No. 7, 2003 , pp. 349-358.
The stagnation in the position of female directorships in the UK’s FTSE 100 companies appears
to be very slowly changing. After a review of previous research on women directors, this
paper reports the statistics on women directors in the top 100 listed companies. The paper
comments on the findings regarding companies with women directors, female directorships
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and the women holding those directorships. It reviews the backgrounds (demographic profiles
including age, education, marital status and children; corporate experience, international
experience) of the top women executive directors. The paper also examines the minority
of top companies with women executive directors, to see how their particular characteristics
and contingencies (e.g. sector, chairmen, CEO and board demographics) may have
influenced the environment as incubators for these successful women. The paper considers
the findings through several theoretical lenses for explanations of the results, and concludes
by commenting on the progress being made in other European countries.
Thomas, P and Graham, J. with Tom Lloyd (2005) A Woman’s Place is in the Boardroom,
Basingstoke, Palgrave Macmillan.
The book is predicated on a business case for there being more women in directorships
because of their power as customers, the potential loss of up to half the talent pool
and the fact that women bring distinctive qualities to management. The book argues that
businesses that employ more women in senior roles will actually perform better and make
more profit. The book draws on conversations with chairmen and CEOs of several large US
and UK businesses.
The book identifies the ‘marzipan layer’ of women who are just below the board level
and also reports on the FTSE 100 Cross-Company Mentoring Programme which brings
together the male board members and the marzipan layer and describes a ‘gender pipeline
strategy for bringing women up through the management layers to the boardroom’.
The authors also conclude that institutional culture change is necessary so that women
do not have to play by male rules.
Thomas, P and Graham, J. with Tom Lloyd (2008) A Woman’s Place is in the Boardroom: The

Roadmap Basingstoke, Palgrave Macmillan.
The book is a follow up on ‘how to’ from the 2005 book. Continues on the basis of there
being both things that women can do to improve their career prospects and things that
companies should do to ensure that there are more women on their boards. However,
the book deals predominantly with the things that women can do. These things constitute
the ‘roadmap’ which has eight main challenges that women confront in trying to become
board members. This is said to be of use to companies as well. The eight challenges form
the backbone of the book and they are: Keeping up to date with reading; Learning from
mentors; Maintaining contact with search consultants; Learning from a coach; Attending
training and development programmes; Learning from existing women directors; Learning
from personal presence consultants; Being on other boards, e.g. charitable, public sector,
FTSE 350, private equity; Networking; Changing job roles and taking internal board positions;
Speaking at conferences or for industry groups; writing articles.
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2.

Edited and authored books on the career progress
of senior women and women in general

There is some overlap of topics between sections 2 and 3. Some of the chapters
in the edited books refer to the same strategies identified in the journal articles
in the third section, e.g. networking, mentoring and coaching. However, rather than
identify individual chapters under such headings in section 3, each book is reviewed
as a whole in this section, identifying those chapters that are most relevant to the
support and development of women’s careers.

Bilimoria, D. and Piderit, S. K. (Eds.) (2007) Handbook on Women in Business

and Management, Cheltenham, Edward Elgar.
Written by academics in the UK, USA, Canada and Australia. Part 1 deals with societal
roles and contexts of women in business and management, part 2 with career and work-life
issues, part 3 with organizational processes affecting women in business and management
and part 4 women as leaders in business and management. Particularly relevant
chapters are:
Chapter 1 Dunn-Jensen, L.M. and Stroh, L.K. ‘Myths in the media: how the news media
portray women in the workforce’. The authors state that women opting out news stories are
a myth and based on individual news stories rather than scholarly research.
Chapter 5 Burke, R.J. ‘Career development of managerial women: attracting and managing
talent’. Recommends family friendly and flexible policies. Takes the view that a supportive
environment is vital and hard work is the key.
Chapter 6 Hopkins M.M. and O’Neil, D.A. ‘Women and success: dilemmas and opportunities’.
Considers factors impacting women and success - gender stereotypes and discrimination,
work/ family considerations, access to developmental opportunities - e.g. obtaining
challenging assignments.
Chapter 10 Graves, L.M. and Powell, G.M. ‘Sex, sex similarity and sex diversity.’ The chapter
considers the importance of situational factors in teams. Recommends further research.
Chapter 11 Bilimoria, D., Godwin, L. and Zelechowski, D.D. ‘Influence and Inclusion:
a framework for researching women’s advancement in organizations’. The chapter
covers the usual barriers for women arguing that literature either focuses on (1) personal
characteristics and behaviors of women leaders to explain the lack of women,
or (2) the structural features of organizations that constrain women’s rise. It argues that
there is a need to look at both and characterizes them as ‘influence’ and ‘inclusion’.
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Chapter 12 Konrad, A.M. ‘The effectiveness of human resource management practices
for promoting women’s careers’. Argues that there are four types of HRM practices with career
outcomes for women and diversity.
1. Practices based on equity or equal opportunity including affirmative action
2. Practices providing development opportunities - mentoring
3. Practices that formalize the HRM system e.g. requiring structured interviewing or having
formal processes in place
4. Work-life flexibility benefits
Burke, R.J. and Mattis, M.C. (Eds.) (2005) Supporting Women’s Career Advancement:

Challenges and Opportunities, Cheltenham, Edward Elgar.
This is probably the most relevant book to the topic. Many chapters are particularly relevant
to the theme of support and development of senior women. Academics who have
contributed are drawn from UK, USA, Canada, Australia and the Netherlands.
Chapter 2 Burke, R.J. ‘High-achieving women: progress and challenges’. This is an introductory
chapter setting out the context and issues and covering some of the initiatives of large
companies.
Chapter 3 Tharenou, P. ‘Women’s advancement in management: what is known, and future
areas to address’. Review of literature indicates that women advance more by working
in high-level male occupations but working in large organizations with long promotion ladders
does not help their advancement.
Chapter 4, Altman, Y., Simpson, R., Baruch, Y. and Burke, R.J. ‘Reframing the ‘glass ceiling’
debate’. Considers the barriers that women face as they move up the career ladder.
Choices about family are key in their thirties. The Glass Ceiling may be re-located
at a higher level.
Chapter 5 Vinkenburg, C. J.and van Engen M.L. ‘Perceptions of gender, leadership
and career development’. Considers perceptions of leadership and concludes they are
still gendered.
Chapter 6 Germain, M.L. and Scandura, T.A. ‘Mentoring and identity development: the role
of self-determination’. Reviews literature on mentoring putting particular emphasis on the role
of the mentee.
Chapter 7 Gordon, J.R. and Whelan-Berry, K.S. ‘Women at midlife: changes challenges
and contributions’. Suggests that organisations can implement career development that
considers the unique features of mid-life, to encourage and support family friendliness
and appreciate increasing equality in the careers of couples.

14
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Chapter 9 Duxbury, L. and Higgins, C. ‘Work-life challenges professional women face
in pursuing careers’. Canadian context based partly on the 2001 National Work-Life conflict
study included 31,571 Canadian employees and the 1991 National balance Work
and Family Study. In both studies parents reported higher role overload, interference
from work to family and vice versa and job stress than non-parents. Motherhood remains
more stressful than fatherhood.
Chapter 11 Mattis, M.C. ‘Best practices for supporting women engineers’ career
and development in US corporations’. Best practice for women utilized by a range
of companies is outlined.
Chapter 12 Giscombe, K. ‘Best practices for women of color in corporate America’.
Covers issues and ways of tackling them, with some case study examples. Points to the key
role of middle managers, as commitment to diversity strategies often does not filter down
below senior levels.
Chapter 13 Levin, L. ‘Marketing diversity in the corporate workplace’. Presents economic
and business case for diversity and the demographic case for gender diversity. Draws
a parallel between a marketing framework and the development of a diversity programme.
Chapter 14 Mays, L., Graham, J. and Vinnicombe, S. Shell Oil Company US: the 2004 Catalyst
award winner for diversity initiatives. Covers Shell initiatives.
Chapter 15 Rutherford, S. ‘Different yet equal’. Reports on Joint Catalyst and Opportunity Now
survey (2000) on senior women managers in the UK.
Burke, R. J. and Nelson, D.L. (Eds.) (2002) Advancing Women’s Careers, Oxford, Blackwell
Publishers.
Chapter 4 Davidson, M.J. ‘Black and Ethnic Minority Women Managers’. Covers role conflict
in a bicultural world, tokenism and occupational stress.
Chapter 7 Tharenou, P. ‘Gender Differences in Explanations for Relocating or Changing
Organizations for Advancement’. Women change occupations more often than men when
they are in hostile environments and when able to be mobile.
Chapter 8 Holton, V. ‘Training and Development: Creating the Right Environment to Help
Women Succeed in Corporate Management’. Sign-posting is considered important to help
them progress, also women only programmes.
Chapter 9 Burke, R.J. ‘Career Development of Managerial Women’. Recommends
developing challenging assignments and making good relations with men in a male
environment.
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Chapter 10, Scandura, T.A. and Baugh, S.G. ‘Mentoring and developmental relationships’
Chapter is based on use of role theory in mentoring relationships. Considers how the roles
of women are evaluated, negotiated and sanctioned.
Chapter 11 Lee, M.D., Engler, L., Wright, L. ‘Exploring the Boundaries in Professional Careers:
Reduced load work arrangements in law, medicine and accounting’.
Chapter 12 Vinnicombe, S. and Singh, V. ‘Developing Tomorrow´s Women Business Leaders’.
The authors advocate women only programmes or electives as part of mainstream
management programmes.
Chapter 13 Spinks, N.L. and Tombain, L. ‘Flexible work arrangements: A successful strategy
for the advancement of women at the Royal Bank Financial Group’.
Chapter 14 Moore, D. P. ‘Boundaryless Transitions: Global entrepreneurial women challenge
career concepts’. Rise in female entrepreneurship an important alternative for women.
Chapter 17 Burke, R.J. ‘Organizational Culture: A key to the success of work and family
programmes’.
Chapter 18 Mattis, M.C. ‘Best Practices for Retaining and Advancing Women Professional
and Managers.’ Makes a business case for this and advocates monitoring through
bench-marking.
Chapter 19 Hammond, V. ‘Advancing Women´s Executive Leadership’.
´The challenge is whether organizations are prepared to accommodate the different life
requirements and styles of talented women and men who want broader and more enriched
lives.´(p.345)
Cleveland, J.N., Stockdale, M. and Murphy, K.R. (2000) Women and Men in Organizations:

Sex and Gender Issues at Work, New Jersey and London, Lawrence Erlbaum Associates
Generally a psychological approach. Deals with stereotypes, perceptions, power,
discrimination, legal context, sexual harassment, gender and leadership, stress, health
and gender.
Chapter 13 ‘Managing Diversity: Research and Interventions’. Looks at various theories
including intergroup conflict, social identity theory, mentoring and culture change.
Davidson M.J. and Burke, R.J. (Eds.) (2004) Women in Management Worldwide: Facts,

Figures and Analysis, Aldershot, Ashgate.
Overview of 20 individual countries looking at the status of women in management,
discrepancies and policies. Chapters are in a common format to allow comparisons
between countries.
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Davidson, M.J. and Burke, R.J. (Eds.) (2000) Women in Management: Current Research

Issues Vol. II, London, Sage Publications.
There is a preceding Volume I published in 1994.
This book is in four sections. Part 1 takes an international view of women managers in Europe
and entrepreneurs in NZ, the USA and Norway. Part II focuses on career development issues
for women management, networking leadership and overseas assignments. Part III considers
two issues, occupational stress and race and gender issues for BME women managers
in the USA and the UK. Part IV looks to future organizational and government initiatives.
Particularly relevant chapters are in Part II.
Chapter 7 Travers, C. and Pemberton, C. ‘Think Career Global, but Act Local: Understanding
Networking as a Culturally Differentiated Career Skill’. Reviews the nature of networking
and differences between men and women’s networks. Also indicates that networking
may be experienced differently in different countries.
Chapter 10 Bilimoria, D. and Wheeler, J.V. ‘Women Corporate Directors: Current Research
and Future Directions.’ Reviews past research (now rather dated) and points to future
research which may in itself have a transformative impact.
Chapter 11 White B. ‘Lessons from the Careers of Successful Women.’ Looks in depth
at the stages of successful women’s lives and their family and career sub-identities.
Eagly, A.J. and Carli, L.L. (2007) Through the Labyrinth: the truth about how women become

leaders Harvard, Harvard Business School Publishing Corporation.
Replaces the metaphor of the glass ceiling with the solvable idea of a labyrinth. Deals
with gender stereotypes and family responsibilities, also asks do women and men lead
in different ways?
Considers the question how do some women find their way through the labyrinth? Suggests
behavioural strategies and building social capital through networks.
Hayward, S. (2005) Women leading, Basingstoke, Palgrave MacMillan.
Focuses on women as taking control of their own destiny, creating their own leadership styles,
employing different skills to men.
McTavish, D. and Miller, K. (Eds.) (2006) Women in Leadership and Management
Cheltenham, Edward Elgar.
The book is based on empirical research. Part I deals with issues, debates and perspectives.
Part II deals with business and public sector dimensions.
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Chapter 1 Collins, J. and Singh, V. ‘Exploring gendered leadership’. The authors found that
some female CEOs believed that as their career progressed they had broken
into male networks. Some thought women were excluded. All believed developing female
connections informally was important at CEO level. They saw themselves as role models,
and saw the symbolic value of senior women.
Chapter 2 Mavin, S., Bryans, P and Waring T. ‘Challenging gendered leadership
and management education’. The chapter refers to the gender blindness of UK business
and management schools and the marginalisation of women academics.
Chapter 3 Swan E. ‘Gendered leadership and management development: therapeutic
cultures at work’. The focus of this chapter is the self rather than society. Men will be
advantaged in adding new qualities, women punished for taking on more masculine
qualities.
Chapter 4 Mavin, S. ‘Expectations of women in leadership and management –
advancement through solidarity?’ Discusses solidarity and competitiveness in the Queen Bee
role and relates this to female misogyny. Research showed that more are keen to be visible
in supporting women in management, but do not want to be labelled as feminist.
Chapter 5 Gatrell, C. ‘Managing maternity’. States that employment is an essential part
of social identity, but there is a ‘maternal wall’ and discrimination. There is an assumption
of there being either a home or a career orientation and part-timers find that their career is
blocked.
Chapter 6 Singh, V. and Vinnicombe, S. ‘Opening the boardroom doors to women directors’.
The Higgs Review (2003) found that only 4% of new directors were interviewed, the rest were
already known to those who appointed. The chapter uses social identity theory (Tajfel, 1982).
Individuals are categorised by social identification, e.g. sex, race, age and job level, class.
Homophily is evident, e.g. high status members prefer those that are similar to themselves
(Ibarra, 1992).
Chapter 8 Ogden, S.M. and Maxwell, G.A. ‘The smaller business context: a conducive
environment for women in management’.
Chapter 9 Fidden, S. and Hunt, C. ‘Female entrepreneurship: challenge and opportunities –
the case for online coaching’. Women are increasingly becoming entrepreneurs but they are
only half as likely as male counterparts to be involved in entrepreneurial activity. Women
do not access support because of lack of confidence and child care issues.
Chapter 10 McTavish, D. Miller, K. and Pyper, R. ‘Gender and public management: education
and health sectors’. The chapter is written in the context of gender and modernization in UK
public management, e.g. the 2006 Equality Act. Also specific targets to be achieved
by 2008. 37% of Senior Civil Service to be women and 30 % of top management posts
in the civil service to be occupied by women.

18
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Higher Education - senior management tends to have ‘deeply gendered assumptions’
(p. 189). There is an attrition rate amongst senior women unwilling or unable to operate
in this environment.
Health Sector – A high proportion of women employed, 78% of the NHS workforce.
However, this mainly female workforce operates within a masculine organizational culture
and management system (p.192) with men disproportionately represented at senior levels.
Like education, the NHS has been subject to many reforms and managerialist strategies that
may have ‘negative outcomes for a female workforce’. (p.193)
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3.

The most common forms of support and development
for women

This section includes mainly journal articles and some books. The references have
been divided into two sub-sections according to whether their focus is on the individual
or the organization. The references are then further sub-divided and presented
alphabetically according to the surname of the first named author. Individual chapters
in books in section 2 also consider types of support and development for women.

Individual actions for support and development:
••General advice (p.21)
••Networking (p.22)
••Mentoring and coaching or role models (p.28)

Organisational support and development
••General issues (p.30)
••Gender and teams (p.33)
••Gender policies including affirmative action (p.35)
••Backlash (p.38)

Individual actions
General advice
Ferreira, M. M. (2006) ‘Succeeding in academia: practical strategies for achieving tenure
and promotion at research universities,’ in Advancing Women in Leadership Online Journal,
Vol. 21.
The author recognizes that women and ethnic minorities face more problems than men
in obtaining promotion. Only one-fifth of the full professors in American universities are
women (p. 1). Offers recommendations based on experience. Recommends individuals
to ask for clear information on what is required for tenure, actively seek mentoring
and develop collaborative relations. Also recommends networking particularly with external
people in your area – for example to be active in professional organisations. Your reputation
as a teacher will be established with your first courses. Avoid giving too much time
to service activities in your university. Be organised, keep records of what you have done.
Time management: set aside days for writing and re-energising. All this is based on her own
career observations and acting as a member of tenure panels.
www.wlecentre.ac.uk
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Networking
Blass, F. R., Brouer, R., Perrewe, P.L. and Ferris, G.R. (2007) ‘Politics understanding
and networking ability as a function of mentoring’, in Journal of Leadership

and Organizational Studies, Vol. 14, No. 2, pp. 93-105.
[Full details under ‘mentoring’].
Devos, A. (2004) ‘Women, research and the politics of professional development’, in Studies

in Higher Education, Vol. 29, No. 5, pp. 591-604.
Gives an example of an institutional network/professional development to support women
academics who felt ‘outsiders’ as researchers.
Fletcher, C., Boden, R., Kent, J and Tinson, J. (2007) ‘Performing Women: The Gendered
Dimensions of the UK New Research Economy’, in Gender, Work and Organization, Vol. 14,
No. 5. pp. 434-453.
[also relevant for ‘mentoring’, ‘organization wide structures and initiatives’ and ‘gendered
leadership discourse’]
Relates to gendered patterns of work in HE in a managerial context. Interviews with
60 women academics in one university, looking at how gendered processes are actualized
at an organizational level. Also questionnaire to all 1400 male and female academics (20%
response). Interviews showed that networking was important and that some women felt they
did not have the contacts to be successful. A generally perceived problem
of homosociability. Mentoring is also seen as important although some women perceived
resentment when they were successful in mentoring and resulting career advancement.
Article also deals with women’s ability to access research capital. Lack of confidence
was an issue for them. Although mentoring and a conducive environment would be helpful,
the managerial culture of the universities was inimical to this.
Producing publications in the evenings etc means additional time pressures particularly
on women when it comes to producing research. Women may also be better corporate
citizens. Institutional sexism can be met by positive discrimination, and training – but then
solution seen as being in the hands of women. Gender mainstreaming may be the answer.
Greener, I. (2007) ‘The Politics of Gender in the NHS: Impression Management and “Getting
things done”’, In Gender, Work and Organization, Vol. 14, No. 3. pp. 281-299.
Based on interviews with 16 men and 15 women senior NHS Managers examining interactions
between senior men and women managers and senior male doctors. Gender has rarely
been a feature of analysis in this context. Uses a framework of dramaturgy, actors front stage,
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backstage and outside stage. Male managers did not differ in their relationships with the
male doctors in different contexts, employing deference and persuasion and sharing social
events e.g. golf or squash to deepen relationships. In social settings things relaxed
a bit but the basic relationship did not change. Women in outside stage mode use a range
of strategies that are not available to men. Mothering, and flirting and using sexuality.
Roles were not mutually exclusive. Basically women concentrated on getting the work done
but men focussed on ‘winning’ encounters with senior doctors although they were more
constrained in their strategies than women. Seems to also indicate that male managers
gain surprisingly little from their privileged contact with doctors outside work, apparently
contradicting the networking idea of privilege for males.
Hackney, C.E. and Runnestrand, D. (2003) ‘Struggling for authentic human synergy
and a robust democratic culture: The Wellspring Community for Women in Educational
Leadership’, in Advancing Women in Leadership, Spring.
Feeling isolated led a group of women leaders in education to group together to support
each other. The women felt that ‘what had been lost for the sake of survival of “fitting in”
was a sense of self. ‘In order to survive, many women were opting out of leadership positions’
(p. 5). The group has led to a growth in self-confidence and accomplishment of projects
and goals. This is a good example of a women only network that provides support.
McCarthy, H. (2004) Girlfriends in High Places, London, Demos.
This is a report drawing on interviews with 24 network leaders and diversity experts and three
case studies. In addition there was a questionnaire designed to explore the networking
experience of women in the public sector. The report examines formal organised women’s
networks in the UK. Networks are seen as particularly important in overcoming career barriers
for women. They are flexible and are participatory and self-organising rather than being
top-down. They are ‘uniquely suited to the gender politics of our time.’ (p.11) i.e. not political
as in being explicitly feminist. They allow women to pursue ‘both individual and collective
strategies for change.’ Finishes with recommendations. Also includes a directory
of women’s networks in the UK.
Ogden, S. M., McTavish, D. and McKean, L., (2006) ‘Clearing the way for gender balance
in the management of the UK financial services industry: Enablers and barriers’, in Women

in Management Review, Vol. 21, No. 1, pp. 40-53.
[Full details in sub-section on organization wide actions’]
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Padavic, I. and Reskin, B. (2002) Women and men at work, (second edition) London, Sage
Publications.
An American examination of gender and occupation, reviewing the barriers and difficulties
and providing occupational statistics. In a section on management and leadership refers
to the importance of networking. Quotes a woman manager referring to the advantages
of men in networks: ‘by describing what she called the ‘armpit track’ into the upper reaches
of management: “They put [a man] under their armpit and say come fly with me
up to the executive suite”. (from Bell and Nkomo, 2001, 153)
Perriton, L. (2006) ‘Does Woman + Network = Career Progression?’, In Leadership, Vol. 2,
No. 1, pp. 101-113.
Considers theory and research on networks, but indicates that even when included
in networks women do not benefit as much as men. There are different types of networks.
Those that are prescribed which are dictated by work roles, and informal networks. Ties within
the informal ones can be instrumental, or expressive (friendship). Women may receive social
support from other women probably in informal networks and instrumental support
from mainly male networks. Networks are differentiated by density and homophily.
On the whole:
‘women will receive less network benefit because of existing cultural norms.’ (p. 108).
‘Networks both reflect and determine existing gendered norms …There is no simple way
of overcoming the gender advantage held by one sex by recreating the behaviour
(and social mechanisms) that exist for the other and assuming it will result in a level
leadership playing field. Moreover, by continuing to promote women’s networks
as a sure-fire career advancement mechanism, there is the danger that women will
continue to expend effort in areas which bring them little return on their investment
as well as helping to shore up existing attitudes to instrumental careerism that
we would certainly be better off questioning rather than perpetuating.’ (p. 112)
Pini, B., Brown, K. and Ryan C. (2004) ‘Women-only networks as a strategy for change?
A case study from local government’, in Women in Management Review, Vol. 19, No. 6,
2004, pp. 286-292.
In both the private and public sectors one strategy that has been used to support women
in leadership roles has been to establish formal female specific networks. This paper examines
a case study of one such group - the Australian Local Government Women’s Association.
Data for the paper are drawn from interviews with the 19 female mayors in the Australian state
of Queensland. Participants were divided in their views about the organization. One group
expressed support for women’s networking, a second group was critical of women organizing
in such a way and a third group expressed ambivalence about the value of women’s
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networks. This paper draws on these views to assess the potential for change of women’s
networks. It concludes that women-only networks have a valuable role to play in securing
greater equity for women in management.
Relates to existing literature e.g. Ehrlich (1994) which tends to make three points.
‘that networking is integral to career success … that the networks to which males belong
tend to be more powerful and that women typically have difficulty in accessing these
male-dominated networks. (p. 286)’.
Singh, A., Vinnicombe, S. and Kumra, S. (2006) ‘Women in formal corporate networks:
an organizational citizenship perspective’, in Women in Management Review, Vol. 21,
No. 6, 2006, pp. 458-482.
Investigates women’s corporate networks in the UK, and the reported benefits for the women
and their employers and seeks insight by drawing on organizational citizenship theory.
Interviews were undertaken with chairs and organizers of 12 women’s networks, and an email
survey resulted in 164 responses from network members in five companies.
The paper identifies how networks were set up and managed, as well as the benefits that
accrue to the organization, the leaders and the members. Key findings were the ‘wealth
of voluntarily contributed extra-role behaviours’, and the ‘totally business-oriented view
of the activities presented by network leaders’. More senior women were more likely to report
pro-social behaviours such as driving change and supporting others. Women and their
employers appear to benefit strongly from being involved in corporate networking. Evidence
suggests that employers should support internal women’s networks, given the beneficial
organizational citizenship behaviours that result. Women’s networks within corporations
may be more important than networks crossing an area of work. Also looks at life cycle
of the networks.
Suseno, Y., Pinnington, A.H. and Gardner, J. (2007) ‘Gender and the network structures
of social capital in professional-client relationships’, in Advancing Women in Leadership

Online Journal, Vol. 23, Spring.
Uses social capital theory to examine the influence of gender in professional service firms.
In the context of women holding a minority of senior management roles and being paid less
they recognise the issues for women (training and responsibility for household and family),
and focus in on social capital. ‘Female professionals must look beyond solely focusing
on their human capital and start building their networks around the firm’s clients.’ (p.4).
Women professionals should examine their networks and ‘position themselves in a central
location within their client networks’ (p.7) Organizations can provide: ‘more avenues for
female professionals to be involved in a greater range of clients’ work’. ‘Individual female
professionals also need to be more aware of the importance of informal networks, not only
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among other female executives, but also with male professionals, so that their networks
of clients are more widespread … through their increased social capital.’ (p.7).
Tonge, J. (2008) ‘Barriers to networking for women in a UK professional service’, in Gender

in Management, Vol. 23, No. 7, pp. 484-505.
Paper is set in the UK PR sector and based mainly on interviews. Barriers to networking that
emerged are psychological, situational and social. Women identified 17 barriers and men 7.
Women, particularly young women appear to be excluded from powerful networks.
van Emmerik. I.J., Euwema, M.C., Geschiere, M., Schouten, M., F.A.G. (2006) ‘Networking
your way through the organization: Gender differences in the relationship between network
participation and career satisfaction’, in Women in Management Review, Vol. 21, No. 1. pp.
54-66.
This study focuses on formal and informal networking and the relationship with career
satisfaction. It was expected that men would engage more in networking and that they
are able to use networking effectively than women, resulting in the achievement of greater
career satisfaction. Although the female employees in this study engage more in networking,
they profit less from it in terms of career satisfaction. One possible solution may be to try
to develop the networking competences of women.
Walby, S. (2007) Gender (in)equality and the future of work, Manchester, Equal Opportunities
Commission. Executive summary.
Relates to the wider issues of the transformation of work and how gender will impact on this.
Makes brief reference to networks, but as a form of working, not the building of social capital.
The development of networked forms of work coordination is small, but is expected to
continue to grow and has been much heralded. Networked working relies on horizontal
cooperative links between people rather than a top-down management within an
organisation. … it is sometimes questioned as to whether it does open up more
opportunities for women and minority groups since networks can be subject
to informal social closure. Indeed, this is the reason that ‘work of mouth’ recruiting can
be considered to have racially discriminatory consequences. (Walby, 2007, pages not
numbered)
Waldstram C., and Madsen, H. (2007) ‘Social relations among managers: old boys
and young women’s networks’, in Women in Management Review, Vol. 22, No. 2, 2007,
pp. 136-147.
This study seeks to investigate whether there are gender differences in the importance placed
on two types of network support among managers in organizations. Prior research indicates
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that it can be expected that female managers will not have their social contact needs
satisfied to the same extent as their male colleagues and that female managers
do not regard their nearest colleagues as friends to the same extent as male managers.
A large scale survey of managers in Denmark found that the gender differences are strongly
influenced by age, when controlling for sector, marital status, and children living at home.
While male managers tend to see their colleagues more as friends, the older they are,
the reverse is true of female managers. The paper identifies the crucial role of age
in the gender differences in perception of social support, offering a new interpretation
of female managers’ use of workplace networks.
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Mentoring, coaching and role models
Blass, F. R., Brouer, R., Perrewe, P.L. and Ferris, G.R. (2007) ‘Politics understanding
and networking ability as a function of mentoring’, in Journal of Leadership

and Organizational Studies, Vol. 14, No. 2, pp. 93-105.
[Relates also to sub-section on ‘networking’].
Based on a study of recent business school graduates (sample size 1,300),
with a 15% response rate. However, comparing with corresponding population on age,
gender and ethnicity response bias did not seem to be an issue. Asked them to report
on their understanding and recall.
Mentoring appears to be the most important way of learning about politics in organisations.
The article explores ‘the extent to which networking ability, which is the core dimension
of political skill, is significantly influenced by mentoring and politics understanding’.
Results indicate that the linkage between mentoring, political understanding and networking
ability works only for men and Caucasians. It could be that the rules are simply different
for them. Skills of mentors are also important. There is support for the argument that political
skill is in part learned.
Bower, G., Hums, M.A. and Keedy, J.L. (2006) ‘Factors influencing the willingness to mentor
females in leadership positions within campus recreation: A historical perspective’,
in Advancing Women in Leadership Journal, Spring.
Interviews (x3) with 3 female and 2 male senior professionals. Identified through their life
history that they saw later 1950s, 1960s and early 1970s as a time when barriers to women
were important and mentoring to protect them was vital. Since the early 1970s they do not
see any difference between mentoring men and women. They see the theme of mentoring
since that time as ‘helping students to learn and grow’. They still recognise that the facts still
show that there is a lack of female representation amongst leaders. Also they quote another
study that shows different outcomes.
Clutterbuck, D. and Ragins, B.R. (Eds.) (2002) Mentoring and Diversity (2002) Oxford,
Butterworth, Heinemann.
Chapter 1 O´Neill, R.M. ‘Gender and race in mentoring relationships: a review
of the literature’. Looks at types of mentoring and how gender and race influence
outcomes and types, also the composition of mentoring relationships.
Chapter 2 Ragins, B.R. ‘Understanding diversified mentoring relationships: Challenges
in diversified mentoring programmes’. Discusses challenges and strategies, such as role
modelling, use of stereotypes, restricted comfort zones. Interventions include diversity training
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and consciousness raising. Strategies range from absolute avoidance of diversity issues
to active confrontation. States that clarifying ground rules is a key strategy. The book then
develops these themes and includes many case studies.
Ehrich, L.C. (2008) ‘Mentoring and women managers: another look at the field’, in Gender

in Management, Vol. 23, No. 7m pp. 469-483.
A literature review exploring issues related to mentoring for women managers in UK, USA,
Canada and Australia. The three main areas discussed are: the nature and focus
of the relationship, managing cross-gender mentoring and negotiating the power dimension.
Singh, V., Vinnicombe, S. and James, K. (2006) ‘Constructing a professional identity:
how young female managers use role models’, in Women in Management Review,
Vol. 21, No. 1, 2006 , pp. 67-81.
The purpose of this paper is to explore how young career-minded women use role models.
It draws on previous research into how professionals experimented with their identity
projections to become partners in US professional service firms. The paper is based
on in-depth interviews with ten young professional women who revealed that they actively
draw on role models from different domains. In some cases, the role models were personally
known to them, in other cases, they were not. The women revealed that they preferred
learning from external role models rather than focussing on individual women from
the top of their own professions.
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Organizational support and development
General issues
Burke, R.J., Burgess, Z. and Fallon, B. (2006) ‘Organizational practices supporting women
and their satisfaction and well-being’, in Women in Management Review, Vol. 21, No. 5,
2006, pp. 416-425.
An exploratory study to examine the relationship of the perceived presence of organizational
practices designed to support women’s career advancement and their work and extra-work
satisfaction and psychological well-being. Data collected from 98 early career women
in Australia using questionnaires. Five organizational practices combined into a composite
measure were considered; top management support and intervention, policies
and resources, use of gender in human resource management, training and development
initiatives and recruiting and external relations efforts. Women report more organizational
practices supportive of women, with higher levels of job and career satisfaction, and indicate
fewer psychosomatic symptoms and less emotional exhaustion. Organizational practices
were unrelated to intentions to leave or extra-work satisfactions and physical or emotional
well-being. Further research is needed to determine if results generalize to women in later
career stages. Guidance for organizations is offered. The paper illustrates an understanding
of the qualities that are part of work environments that are supportive of the career aspirations
of women (and men).
Fletcher, C., Boden, R., Kent, J and Tinson, J. (2007) ‘Performing women: the gendered
dimensions of the UK new research economy’, in Gender, Work and Organization, Vol. 14,
No. 5. pp. 434-453.
[for details see section on ‘Networking’]
Kark, R. and Waismel-Manor, R. (2005) ‘Organizational citizenship behaviour: what’s gender
got to do with it?’, in Organization, Vol. 12, No. 6, pp. 889-917.
Presents a feminist reading of the concept of Organizational Citizenship Behaviour. Shows
that although OCB is presented as being gender neutral it does have gendered connotations
and it can negatively affect both men and women. Different aspects of good citizenship
are identified as being ‘male’ or ‘female’.
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Lamsa, A-M and Hiillos, M. (2008) ‘Career counselling for women managers at mid-career:
Developing an autobiographical approach’, in Gender in Management, Vol. 23, No. 6,
pp. 395-408.
Argues for the need to change the dominant understanding of a ‘normal’ career
in management based on the career autobiographies of mid-career women which
do not follow a straightforward trajectory.
Maxwell, G.A., Ogden, S.M. and McTavish, D. (2007) ‘Enabling the career development
of female managers in finance and retail’, in Women in Management Review, Vol. 22,
No. 5, pp. 353-370.
Case studies, mainly interviews within seven organizations where females are prevalent
and there is an above industry average representation of women managers. The factors
that are found to foster the career development of women are recognition of the business
case for a managerial gender mix, a transformational leadership style and supportive
organizational culture. Also important are flexible working arrangements and training
and development opportunities for all employees.
Ogden, S. M., McTavish, D. and McKean, L. (2006) ‘Clearing the way for gender balance
in the management of the UK financial services industry: Enablers and barriers’, in Women

in Management Review, Vol. 21, No. 1, pp. 40-53.
[Relates also to ‘networking’]
Females now comprise just over half of the workforce in the UK financial services sector.
This paper reports on the current position relating to factors that are facilitating and inhibiting
women from moving into middle and senior levels of management within the sector.
A comparative analysis of four case studies is presented, each using interviews with male
and female senior and middle managers, and gender-defined focus groups usually
of employees who are in the promotion pipeline. Despite progress, men and women agree
that females encounter more barriers to career progression than do men, and that these
relate primarily to a long hours culture and networking. This aspect of the industry culture
tends to permeate into areas of the industry where these activities are less important for
fostering client relationships. The research implies that the industry needs to do more to make
networking events and activities more gender neutral. Also, as more women move
up the career pipeline, they should be encouraged to access networks that tap
into their equivalent female networks.
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Wentling, R.M. (2003) ‘The career development and aspirations of women in middle
management – revisited’, in Women in Management Review, Vol. 18, No. 6, 2003,
pp. 311-324.
[Relates also to ‘barriers’]
This article reports the results of the second phase of a research study on the career
development and aspirations of women in middle management in business firms in the USA.
The major method of this research study was the individual case study. Case studies relied
on in-person and/or telephone interviews with the same 30 women managers who
participated in the first phase of the study in 1995. The majority of the women managers
worked for Fortune 500 companies and they were located throughout the USA. The findings
of the study revealed that the majority of the women managers have not attained
the positions to which they ultimately aspire. The majority do not believe they are progressing
as rapidly as they think they should. However, the majority of the women managers continue
to aspire to top level management positions and they believe that it is very realistic that they
will attain these positions.
Wirth, L. (2001) Breaking through the glass ceiling: women in management. Geneva,
International Labour Organization.
Analyses gender inequalities in the labour market and in society and considers career
development and policies for promoting women in management including international
action such as mainstreaming.
In a section on breaking through the glass ceiling, considers the importance of training
and networking.
Women and Work Commission (2006) Shaping a Fairer Future London, DTI.
A review from the Women and Work Commission focussing on the need to change our
culture to maximise potential; the difficulties of combining work and family life; opportunities
for women and improving workplace practice. Gives recommendations.
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Gender and teams
Court, M. (2007) ‘Changing and/or reinscribing gendered discourses of team leadership
in education?’ in Gender and Education, Vol. 19, No. 5, pp. 607-626.
Shows how feminist ways of working contribute to true team leadership and shows how
individuals can impact on dominant discourses (p. 622). A contrast is drawn with gendered
team relationships.
Gratton, L., Keland, E., Voigt, A., Walker L. and Wolfram H-J. (2007) Innovative Potential:

Men and Women in Teams, London, London Business School, The Lehman Brothers Centre
for Women in Business.
Paper based on a survey of over 100 gender diverse teams in 21 companies
and 17 countries. Results indicate that women still carry the burden of domestic work
meaning that they either choose to have children or choose not to take on increased
responsibility. Men are expected to work long hours and are working under great pressure.
Tokenism for women on teams has a detrimental effect. Innovation through teams
is greatest when the gender balance is 50/50.
Grisoni, L. and Beeby, M. (2007) ‘Leadership, gender and sense-making’ in Gender Work

and Organizations, Vol. 14, No. 3, pp. 192-209.
The paper considers the sense-making process in teams, using a mixed methods approach
to analyse the work of three teams looking at the impact of gender (one team of men, one
team of women, one mixed). Found little difference and: ‘This suggests that the behavioural
legacy of male dominated command and control cultures is so deeply embedded
in experienced public sector professionals that, regardless of gender relations in specific
sense-making settings, this will limit the emergence of horizontal working relationships.’
(p. 207).
Huse, M. and Solberg, A. G.(2006) ‘Gender-related boardroom dynamics:
How Scandinavian women make and can make contributions on corporate boards,
in Women in Management Review, Vol. 21, No. 2 pp. 113-130.
[for details see section 1]
Kramer, V.W., Konrad, A.M. and Erkut, S. (2006) Critical mass on Corporate Boards:
Why Three or More Women Enhance Governance. Executive summary. Wellesley Centers
for Women’s Publication Office.
[for details see Section 1]
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Kruger, M. L. (2008) ‘School leadership, sex and gender: welcome to difference’,
in International Journal of Leadership in Education, Vol. 11, No. 2, pp.155-168.
Follows an argument that leadership that combines masculine and feminine elements
and mixed teams is likely to be better able to produce effective schools.
Ollilainen, M. and Calasanti, T. (2007) ‘Metaphors at work: maintaining the salience
of gender in self-managing teams’, in Gender and Society, Vol. 21, No. 5, pp. 5-27.
Cultural aspects of team work still work against women’s full participation as indicated
by members’ use of familial metaphors in a study of four teams. Mothering was seen to further
the interests of the young men and the age dynamic is important with older male seen
as father. Men showed reluctance to answer phones, take on clerical tasks and expected
that the women would do this. Women are seen to make the men more ‘civilised’.
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Gender policies including equal opportunities and affirmative action
Bagilhole, B. (2002) ‘Challenging Equal Opportunities: changing and adapting male
hegemony in academia’ in British Journal of Sociology of Education, Vol. 23, No. 1.
pp. 19-33.
Draws on data from a qualitative study in a pre-1992 University and categorizes the responses
of pre 1992 Universities to equal opportunities policies in the light of continued male
domination of management. Three responses accommodated the policies: confusion,
collusion and cynicism whilst the fourth: contrariness represented overt resistance.
There is an implicit comparison with the older universities which have proved to be ‘sites that
are particularly resistant to change demanded by EO policies’ (p. 31).
Chinkin, C.M. (2001) Gender Mainstreaming in Legal and Constitutional Affairs: A reference

manual for governments and other stakeholders, London, Commonwealth Secretariat.
Analyses the key gender issues in the legal and constitutional sector and offers
recommendations at the national and international level.
Deem, R. Morley, L., and Tlili, A. (2005) Negotiating equity in Higher Education Institutions.
Report to HEFCE, SHEFC, HEFCW.
Reports on a research project using interviews and focus groups in six HEIs to explore staff
experiences of equity issues and equity policies and the views of senior managers. Looked
for examples of good practice and constraints and incentives to equity policies in HE
and examined the policies. Found gulf between views of staff and senior managers, that
staff were afraid to use formal procedures, that training was not always available and that
equity for students was perceived as being more important for students than staff.
Deem. R. and Morley, L. (2006) ‘Diversity in the academy: staff perceptions of equity
policies in six contemporary Higher Education Institutions’, in Policy Futures in Education,
Vol. 4, No. 2, pp. 185-202.
Article based on research outlined above using findings to consider how HE employees
understood ‘equality’ and ‘diversity’. Concludes that there may have been a relative
depoliticisation of staff equality in HE. Equality policies are uneven, staff not as well covered
as students. Gender and ethnicity are better understood than other aspects of diversity.
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Hearn, J. (2005) ‘Gendered leaderships and leaderships on gender policy: national
context, corporate structures and chief human resources managers in transnational
corporations’ in Leadership, Vol. 1, pp. 429-454.
Finland, like the other Nordic countries leads the world in terms of women’s empowerment
but there is persistence of gender inequalities in the senior management of the private sector.
The law requires at least 40% membership for both women and men on all state
and municipal bodies and there is an Ombudsman for equality. Since 2005 employers
with 30+ employees have to produce a gender-equality plan. Project looked
at the gender policy of the 100 largest companies, two thirds of whom had gender equality
plans. Interviews with seven companies of HR managers (40 interviews in total). Gender
equality tended to be identified with diversity management. The dominant attitude
was ‘individualist’.
Marshall, C. (2000) ‘Policy discourse analysis: negotiating gender equity’, in Journal

of Education Policy, Vol. 155, No. 2, pp. 125-156.
A study of gender equity policy in the context of the Australian experience based
on participant observation, document analysis and elite interviewing including ‘femocrats’.
Study placed within feminist theory. Identified strategies for taking gender equity policies
further.
Mukhopadhyay, M., Steehouwer, G. and Wong, F. (2006) Politics of the Possible, The Hague,
Oxfam Novib.
Using a toolkit to bring about gender mainstreaming in 7 organisations (NGOs)
in the Middle East and South Asia who were committed to promoting gender equality.
Shows how organisational change is necessary.
Noble C. and Mears J. (2000) ‘The impact of affirmative action legislation on women
working in higher education in Australia: progress or procrastination?’ in Women

in Management Review, Vol. 15, No. 8, pp. 404-414.
This article focuses on the impact of the Australian Affirmative Action (Equal Employment
Opportunity) legislation (1986), on women’s employment in the higher education sector.
This Act aimed to identify and address the disadvantage faced by women in the workplace.
Fourteen years after its implementation, there has been a general growth in women’s
employment in the sector but there is still a glass ceiling preventing women in both
academic and administrative positions moving into management structures. This article
examines some of the issues that have emerged in attempting to create a ‘level playing
field’ for women in the academy with regard to supporting promotional opportunities
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and encouraging a positive and supportive workplace. Strategies for overcoming barriers and
the importance of future research are emphasised.
Prentice, S. (2000) ‘The conceptual politics of chilly climate controversies’, in Gender

and Education, Vol. 12, No. 2, pp. 195-207.
Set in Canadian HE, this article presents the difficult struggle over the meaning of equity
initiatives showing how meanings are political and value laden, stating that ‘Opponents
of chilly climate reports, in fact, displace equity-seekers as credible and competent
claimants.’ (p. 205)
Still, L.V. (2006) ‘Where are the women in leadership in Australia?’ in Women in Management

Review, Vol. 21, No. 3, pp. 180-194.
Reviews the current representation of women in leadership in Australia, using management
and board appointments drawn from official government statistics. Despite 30 years
of legislative, policy and social change in the equity area, women have not attained
leadership positions in any significant numbers in Australia and the country does not have
the best record on this. Suggested reasons include a lack of line management and profit
centre experience. The paper suggests other factors, such as Australia’s ‘macho’ culture
and lack of acceptance of women as leaders, women’s ways of communicating
in the workplace, overall changes in the workplace, and generational change, also need
discussion and debate. The paper recommends that governments re-engage in the equity
area for further progress.
Woodward, R. and Winter, P. (2006) ‘Gender and the limits to diversity in the contemporary
British army’, in Gender, Work and Organization, Vol. 13, no. 1. pp. 46-67.
Discusses the Army’s attitude to equal opportunities and gender (problematic) and identifies
the limitations of the move to diversity management.
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Backlash
Burke, R. J. (2005) ‘Backlash in the workplace’, in Women in Management Review, Vol. 20,
No. 3, pp. 165-176.
This exploratory study examined backlash in the workplace. Backlash was considered in terms
of employee views on how much their employer had done to support the advancement
of four groups (women, disabled, aboriginal people, racial/visible minorities) and then was it:
too much, about right, too little.
Data were collected from 2,514 employees of one financial services organization
(1,962 women, 480 men) using anonymous questionnaires. The majority thought their
employer had done about the right amount. Women thought the firm had done less
for women than men did; men thought the firm had done less for aboriginals than women
did. Males who expressed more ‘backlash’ had longer company tenure and tended
to be at lower organizational levels. Women and men expressing more ‘backlash’ were
compared on a variety of work and organizational outcomes. Men believing the firm
had done too much, and women believing the firm had done too little generally indicated
less satisfying work and organizational outcomes.
Gaskell, J. and Taylor, S. (2003) ‘The Women’s Movement in Canadian and Australian
Education: from liberation and sexism to boys and social justice’, in Gender and Education,
Vol. 15, No. 2, pp. 151-168.
A comparative analysis of the ways in which the women’s movement affected change
in Australia and Canada 1970-2000. Shows that there has been a shift in the discourse away
from women’s liberation to boys as a problem and social justice for ethnic minorities.
Woodfield, R. (2007) What women want from work: gender and occupational choice

in the 21st Century, York Studies on Women and Men, Basingstoke, Palgrave MacMillan.
Analyses occupational segregation, horizontal and vertical. Good stats on this. Points out
that if we take into account the overall diverse effects of occupational segregation women
could be seen to be advantaged as they are concentrated in the middle and above-middle
occupational ranks in non-manual occupations, although with far greater frequency
in the lower ranks. Women are not often found in the lowest occupational categories (p.11).
Men’s occupations are more polarised.
Research with women fire-fighters and teachers. Narrative accounts from women and girls
about their career aspirations, interests and choices age 16 or over, plus group and individual
interviews. 186 accounts altogether. Three groups, one in full time education, one teachers
and one female fire-fighters.
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Outcome presented as:
‘this research therefore found strong evidence that feminism did not ‘speak’
to the participants to anything like the degree that individualism did, nor the degree
to which we might hope or expect given some of the experiences they related. There
was a conspicuous lack of feminist discourse in the education group and in the firefighter
group although there was some evidence among teacher participants. … there were
claims that women’s forays into male worlds were further disadvantaging men.
Against a backdrop of female educational successes, the service-shift within
the economy, and the spectre of discrimination being confined to anachronistic
pockets, parents and daughters perceive a world of unfettered employment options’
(p. 227).
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4.

The contextual and structural barriers to career progress

This section includes literature on:
••General background, including explanations for gendered occupations (p.41)
••Barriers to career progress: the glass ceiling (p.43)
••Leadership and gender stereotypes/ gendered leadership discourses (p.47)
••Identities (p.55)
••Barriers created by other women: The ‘queen bee’ syndrome (p.58)

General background books, articles and reports including explanations
for gendered occupations
Breakwell, G.M. and Tytherleigh, M.Y. (2008) ‘UK university leaders at the turn of the 21st
century: changing patterns in their socio-demographic characteristics’ in Higher Education,
Vol. 56, No. 1, pp. 109-127.
Mainly about the changing role of vice-chancellors but does show that there was
an increase in the numbers of women and social scientists, and an increase in the age
at which appointments are made during the period 1997-2006.
Gatrell, C. and Swan, E. (2008) Gender and Diversity in Management: A concise

introduction, London, Sage.
An introduction to the background and current issues relating to gender and diversity issues
in organisations including the argument that gender issues are no longer relevant. They
couple gender and diversity because issues of intersectionality mean that the situation
is too complex just to focus on one aspect of diversity.
Hakim, C. (2004) Key Issues in Women’s Work: Female Diversity and the Polarisation

of Women’s Employment, London, The Glasshouse Press.
The author argues that women can choose in relation to work and have the best of both
worlds: ‘taking jobs when they like, on an equal basis with men, but retreating to the sanctuary
of the home to revert to their other role as homemaker and mother whenever they please’
(p.1).
The book represents an argument that claims to disprove feminist claims about discrimination
and the pay gap. The author’s theory to understand women’s social and economic position
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is ‘preference theory’ ‘showing that women (and men) choose between home-centred,
work-centred and adaptive lifestyles after women gain genuine choices in modern liberal
societies.’ (p.3).
McNamara, O., Howson, J., Gunter, H., Sprigade, A. and Onat-Steima, Z. (2008) Women

Teachers’ Careers: Report for the NASUWT. NASUWT.
Research carried out between 2006 and 2007 that examined the nature of women
teachers’ careers including factors that assist or impede. One section devoted to gender
and leadership confirming that men are still over-represented in leadership.
Shackleton, J.R. (2008) Should We Mind the Gap? Gender Pay differentials and Public

Policy, London, Institute of Economic Affairs.
Argues that the gender pay gap is misleading and not necessarily related to discrimination
which is often inferred. States that women may be compensated by greater job satisfaction
and that attitudes and preferences as well as work experience and qualifications are
the main reasons for the gap. Claims that the ‘part-time’ penalty applies only to a small
proportion of occupation types.
Wilson, F.M. (2003) Organizational Behaviour and Gender, Aldershot, Ashgate.
Considers gender inequality looking at part-time work, low pay, vertical and horizontal job
segregation and sexual harassment.
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Gender barriers to career progress: the glass ceiling
Addi-Raccah, A. (2005) ‘Gender, ethnicity and school principalship in Israel: comparing
two organizational cultures’, in International Journal of Inclusive Education, Vol. 9, No. 3,
pp. 217-239.
Based on a large survey conducted by the Central Bureau of Statistics, different patterns
of gender/ethnic stratification were found in the two Jewish education systems in Israel.
Gender has a stronger effect than ethnicity.
Addi-Raccah, A. and Ayalon, H. (2002) ‘Gender Inequality in Leadership Positions
of Teachers’, in British Journal of Sociology of Education, Vo., 23, No. 2, pp. 157-177.
Based on a sample of over 10,000 teachers, the paper examines gender differences
in appointment to leadership positions in school in the three different education sectors
in Israel. Shows that gender has an independent influence on the probability, but that
it is context bound.
Byrd-Blake, M. (2004) ‘Female Perspectives on Career Advancement’, in Advancing Women

in Leadership Journal, Spring.
African American, Hispanic and White women’s perception of career barriers
and strategies to overcome them. Survey questionnaire to 260 female administrators
in education in a large diverse urban public school system. Response rate of 67% evenly
distributed between the three ethnic groupings. Big difference was family. White female
administrators (71%) and African American (60%) did not have a child at home, but 60%
of Hispanic did. African Americans had more senior work experience and perceived lack
of a professional network as their main barrier as well as being excluded from informal
socialization processes. Also thought they needed more training compared to the others.
Hispanics named conflicts between the roles of wife/mother and career as more
of a hindrance than the others but possess more confidence in their careers (94% saw
themselves as successful, 78% of White and African Americans). White females did not
score significantly higher on any of the barrier questions. However, they perceived that they
were denied access to power groups that make important decisions and perceived
a glass ceiling. It seems that individual coping strategies where the responsibility
for conflict reduction remains with the individual is most common.
Coleman, M. (2002) Women as head teachers: Striking the balance, Stoke on Trent,
Trentham books.
Large scale study of women and men secondary head teachers in England and Wales,
reporting on the impact of gender on career progress and styles of leadership
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and management. Based on data from national surveys of all women secondary head
teachers (670) with 70% response rate, and a sample of men secondary head teachers
(670) with 60% response rate, plus in-depth interviews.
Coleman, M. (2007) ‘Gender and educational leadership in England: a comparison
of secondary head teachers’ views over time’, in School Leadership and Management,
Vol. 27, No. 4, pp. 383-399.
A comparison of views of head teachers on the impact of gender on school leadership,
based on two sets of surveys, one in the mid 1990s the other in 2004. The perceptions
of the heads are that there has been change in some areas but not in others, for example
women still face discriminatory stereotypical views from governors and others.
Coleman, M. (2001) ‘Achievement Againsts the Odds: the female secondary head teachers
in England and Wales’, in School Leadership and Management, Vol. 21, No. 1, pp. 75-100.
Examines constraints on the promotion of women and concludes there is a continuing level
of discrimination against women. Based on survey of women head teachers with a 70%
response rate.
Lyonette, C. and Crompton, R. (2008) ‘The only way is up?: An examination of women’s
“under-achievement” in the accountancy profession in the UK’, in Gender in Management,
Vol. 23, No. 7, pp. 506-521.
The paper is based on an analysis of a dataset of the ICA and interviews. Findings are
that women do not progress as well as men and earn considerably less. The main reason
appears to be combining work with family responsibilities. Part time and flexible working carry
penalties of status and money. Concludes that there are workplace barriers but the division
of domestic labour is equally important.
Mavin, S., Bryans, P. and Waring, T. (2004) ‘Gender on the agenda 2: unlearning gender
blindness in management education’, in Women in Management Review, Vol. 19,
No. 6, pp. 293-303.
UK business and management schools continue to operate a gender blind approach
(or at best gender neutral) to management education, research and the development
of management theory. It is not certain to what extent it results from ‘not seeing’, ‘being
unaware’, ‘suppressing gender’ or ‘gender defensiveness’.
Argues that academic women are invisible in Schools of Business Management and that
management research is the preserve of male academics. This tendency is re-inforced by
the RAE: ‘research that has been done by men, on men and for men,’ p. 297.
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McLay, M. (2008) ‘Head teacher career paths in UK independent secondary coeducational
schools’, in Educational Management Administration and Leadership, Vol. 36, No. 3,
pp. 353 -372.
Examines the career paths of men and women head teachers in UK independent
co-educational schools. Data collected through interviews and a survey. Identifies factors
which assisted or hindered career progress, and indicates what types of preparation
were found most useful.
Moreau, M-P., Osgood, J. and Halsall, A. (2007) ‘Making sense of the glass ceiling in schools:
an exploration of women teachers’ discourses’, in Gender and Education, Vol. 19, No. 2,
pp. 237-253.
[details in leadership and gender stereotypes / gendered leadership discourses]
Weyer, B. (2007) ‘Twenty years later: explaining the persistence of the glass ceiling
for women leaders’, in Women in Management Review, Vol. 22, No. 6. pp. 482-495.
This is a conceptual paper considering social role theory and expectation states theory
to explain the persistence of the glass ceiling for women leaders. States that the glass ceiling
metaphor was introduced in 1986 in the Wall Street Journal.
Theories to explain the phenomenon are in three categories: (1) biological explanations,
(2) socialization explanations and (3) structural/cultural explanations. The last of these
attributes difference to discrepancies in status and power. Within this last category there are
two theories, social role theory and expectations state theory. Social role theory argues that
women and men as leaders will behave differently because gender roles exert influence
in terms of the expectations that they and others hold. Expectation states theory is similar
but holds that it is the status element of the gender stereotype that cause them ‘to act
as distinctively powerful barriers to women’s achievement of positions of authority, leadership
and power’ (Ridgeway, 2001p. 638).
‘it is not that leaders are mostly men because men are preferred as leaders. Rather, most
leaders are men because leadership is described as a task that requires behaviours deemed
masculine. Thus, if women become leaders, they are likely to behave in a manner that is
not expected of their gender based on gender-role stereotypes, and they therefore may
have to fear negative consequences.’ (p. 488). Both theories are ‘grounded in the belief that
inequalities between men and women are caused by the greater social significance
and general competence attributed to men over women’. (p. 494). To shatter the glass
ceiling social structures must change with women being assigned greater social significance
and a reduction in the power differential between men and women.
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Wood, G.J. and Newton, J. (2006) ‘Childlessness and women managers: ‘choice’, context
and discourses’, in Gender, Work and Organization. Vol. 13, No. 4. pp. 338-358.
Discusses issues of agency in relation to childlessness of female managers in Australia. There
is a recognition of the difficulties caused by the long work hours culture but recognises that
there are many aspects of the decision to be childless.
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Leadership and gender stereotypes and gendered leadership discourses
Barrett, M. and Davidson, M.J. (2006) Gender and Communication at Work, Aldershot,
Ashgate.
Chapter 11 Baxter J. ‘Putting gender in its place: a case study on constructing speaker
identities in a management meeting.
[relates also to identities]
This chapter is particularly relevant and takes a post-structuralist approach to a case study
of a dotcom company with seven directors of which one was female (a typical proportion
in British companies). They identified four institutional ‘discourses’, competing specialisms
(expertise), historical legacy, open dialogue and masculinization (stereotypically male
speech patterns). The data from the analysis of the meeting show that gender is not
the only discourse and that shifting identities are concerned. Feedback to the management
board gave insights into possible types of conflict between individual managers.
Broadbridge, A. (2008) ‘Senior careers in retailing: An exploration of male and female
executives’ career facilitators and barriers’, in Gender in Management, Vol. 23, No. 1,
pp. 11- 35.
Based on data from a quantitative questionnaire with 124 senior retail managers. Retailing
is seen to be a strongly masculine culture but within this context women and men report
similar facilitators and problems. Concludes that the senior women may have succeeded
by ignoring their feminine characteristics and putting their career before family and personal
life to adopt a male cultural norm. This may have impact on men as well as women.
Burke, R.J. Matthiesen, S.B., Einarsen, S., Fiskenbaurm, L. and Soiland, V. (2008)
‘Gender differences in work experiences and satisfactions of Norwegian oil rig workers’,
in Gender in Management, Vol. 23, No. 2, pp. 137-147.
Based on data collected from questionnaires to 1,022 men and women working
in traditionally male occupations. Only a small number of women included. Women who
survive in such jobs report very similar experiences to men having faced challenges resulting
from the gender culture of their work.
Chan, A. K-W. (2004) ‘Gender, school management and educational reforms: a case study
of a primary school in Hong Kong’, in Gender and Education, Vol. 16, No. 4, pp. 491-510.
Article is based on a case study of a primary school in Hong Kong, showing how an
increasingly managerialist culture in an entrepreneurial school has exploited young women
and discriminated against motherhood.
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Chisholm, L. (2001) ‘Gender and leadership in South African educational administration’,
in Gender and Education, Vol. 13, No. 4., pp 387-399.
[also relevant to ‘identities’]
Article based on interviews with 16 educational decision makers in the Gauteng Department
of Education. Argues that the leadership discourse is masculine so that women find it difficult
to hold leadership position. Discusses the impact of the private sphere on the public life
of women. Also discusses issues of race. ‘Dominant constructs of leadership framed
by a concept of the ‘colour of competence’ had its correlative in the ‘gender
of competence’, women in the study struggled against masculinist and racist concepts
of what constituted leadership.’ (p. 398.)
Cushman, P. (2008) ‘So what exactly do you want? What principals mean when they say
“male role model”’. in Gender and Education, Vol. 20, No. 2, pp.123-136.
Reports of survey of 250 NZ primary school principals finding that they favoured men
‘who exhibit a hegemonic masculinity couched in heterosexual, rugby-playing ‘real men’
attributes’ (p. 123). Argues that boys need to be provided with male role models who allow
them to visualise a range of different ways of being male.
Currie, J. Harris, P. and Thiele, B. (2000) ‘Sacrifices in greedy universities: are they gendered?
in Gender and Education, Vol. 12, No 3. pp. 269 -291.
Study of two Australian public universities concluding that the uniformity of responses from staff
indicate that there is a peak of masculinist discourse in HE.
Czarniawska, B. and Guje, S. (2008) ‘The thin end of the wedge: foreign women professors
as double strangers’, in Gender Work and Organization, Vol. 15. No. 3, p. 235.
Reports from life story standpoint that being a foreigner and a woman does not appear
to give a double disadvantage to becoming a professor. They may have more success
than their British sisters. The idea of ‘wedge’ is that they open the door but suffer from double
pressure.
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Duckin, A. and Ozga, J. (2007) ‘Gender and management in further education in Scotland:
an agenda for research’, in Gender and Education, Vol. 19, No. 5, pp. 627-646.
There is limited research on gender in Scotland. The authors argue that research on gender
including masculinities may be particularly relevant in Scotland because of the cultural
assumptions that make women particularly rare in leadership. The paper reports on a small
study of women managers in further education showing there appears to be a gap between
the equal opportunities policies of the colleges and the reality of life. Suggests more research
looking at gendered organizations, managerialism and theories of identity.
Fletcher, C., Boden, R., Kent, J and Tinson, J. (2007) ‘Performing Women: The Gendered
Dimensions of the UK New Research Economy’, in Gender, Work and Organization, Vol. 14,
No. 5. pp. 434-453.
[for details see networking]
Ford, J. (2006) ‘Discourses of leadership: gender, identity and contradiction in a UK public
sector organization’, in Leadership, Vol. 2, no. 1. pp. 77-99.
Based on interviews with senior managers in a large UK LA identifies macho-management
discourse and post heroic (more feminine) leadership discourse as dominant, but others
adopting professional career (women expected to make slower progress) and social
and family discourses. Concludes that charismatic and masculine models of leadership still
feature heavily.
Haase, M. (2008) ‘“I don’t do the mothering role that lots of female teachers do”: male
teachers, gender, power and social organisation’, in British Journal of Sociology

of Education, Vol. 29, No. 6, pp. 597-608.
The paper argues that ‘some male primary teachers reproduce patriarchal gender power
differentials through their work practices and beliefs concerning how boys should be
socialised’ (p. 597). Data were gathered through interviews with 11 male, 6 female teachers,
2 male and 2 female principals in Australia.
Huse, M., Solberg, A. G. (2006) ‘Gender-related boardroom dynamics: How Scandinavian
women make and can make contributions on corporate boards’, in Women

in Management Review, Vol. 21, No. 2 pp. 113-130(18).
[for details see section 1]
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Kantola, J. (2008) ‘“Why do all the women disappear?” gendering processes in a political
science department’, in Gender, Work and Organization, Vol. 15, No. 2, pp. 202-225.
Research in Finland where women have a very good representation in both government
and academia explores why there are so few women in a political science department in
the University of Helsinki. Based on a survey of PhD students (42) and follow up interview with
some of them (13) the author found no overt discrimination but she did find containment
of women in teaching, insider tacit knowledge in men’s networks, men seen as the norm
as political scientists and women seen as difficult , outsiders and gender equality
as a ‘woman’s problem’.
Kelan, E.K. (2008) ‘Emotions in a rational profession: the gendering of skills in ICT world’,
in Gender Work and Organization, Vol. 15, No. 1, pp. 49-71.
Material to be discursively analysed was collected through organizational ethnographies
in two companies in Switzerland. 26 people were interviewed. The author concludes
that even workplaces associated with rationality and masculinity like the ICT industry are
now valuing emotional and social competence at work. The interpretation of social
and emotional competence in men identifies them with ideal worker skills, but the same
identification in women is interpreted as normal and natural for women.
Lambert, C. (2007) ‘New Labour, new leaders? Gendering transformational leadership’,
in British Journal of Sociology of Education, Vol. 28, No. 2. pp. 149-163.
Identifies the discourses of leadership in educational speeches made by New Labour
politicians showing how they are using a language leading to the ‘masculinisation’
of education epitomised in the entrepreneurial school leader taking tough decisions.
Moreau, M-P., Osgood, J. and Halsall, A. (2007) ‘Making sense of the glass ceiling in schools:
an exploration of women teachers’ discourses’, in Gender and Education, Vol. 19, No. 2,
pp. 237-253.
[also relevant to barriers to progress: the glass ceiling]
Based on empirical research in schools (Moreau, M-P, Osgood, J. and Halsall, A. (2005) Final

Report of the Women Teachers’ Careers and Progression Project, IPSE London Metropolitan
University, Leicester, SHA. This paper draws on critical discourse analysis of 44 interviews.
They identify that one of the main discourses is that which gives key importance to individual
choice and gives limited references to gender or other structural factors. (p. 247).
They found that career progression is seen as serendipitous and there is a
lack of awareness of gender issues.
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Morley, L. (2000) ‘The micropolitics of gender in the learning society’, in Higher Education

in Europe, Vol. XXV, No. 2, pp. 229-235.
This article identifies gender issues rather than ways of remedying them. However,
micro-politics is seen to include networking. ‘Micro-politics is about influence, networks,
coalitions, and political and personal strategies to effect or to resist change. It involves
rumour, gossip, sarcasm, humour, denial, “throwaway remarks”, alliance building.’ (p. 232)
‘Gendered power imbalances in the academy are both structural and played out
in micropolitical struggles. Like many aspects of racial and gender oppression, including
bullying and sexual harassment at work, micropolitics can also be subtle, elusive, volatile
and difficult to capture, leaving individuals unsure of the validity of their readings
of a situation. What appears trivial in a single instance acquires new significance
when located within a wider analysis of power relations.’ (p. 232).
Oplatka, I. (2002) ‘Women principals and the concept of burnout: an alternative voice?’,
in International Journal of Leadership in Education, Vol. 5, no. 2, pp. 211-226.
Part of a wider Israeli study of psychological experiences of women principals in mid career.
Identifies the need to re-examine leadership in education as interpersonal and relationship
oriented.
Priola, V. (2007) ‘Being female doing gender. Narratives of women in education
management’, in Gender and Education, Vol. 19, No. 1. pp 21-40.
Based on the study of a business school of a British University where the majority of managerial
roles were occupied by women. Most do not have children and those that do find role
conflict. Women are more likely to apply for promotion (role models) but men tend to down
grade women’s achievement thinking that they are being favoured. ‘to position themselves
as managers, these women enact more masculine behaviours, mainly aimed at rationally
controlling their work environment and repressing their emotions.’ (p. 36).
Runte, M. and Milles, A.J. (2006) ‘Cold War, chilly climate: exploring the roots of gendered
discourse in organization and management theory’. in Human Relations, Vol. 59, No. 5,
pp. 695-720.
Argues that the absence of gender from theories of leadership and organization arises
from the discourses of work and family that were endorsed throughout the Cold War period.
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Schein, V. E., (2007) ‘Women in management: reflections and projections, in Women

in Management Review, Vol. 22, No. 1, pp. 6-18.
A major barrier to women’s progress in management worldwide continues to be the gender
stereotyping of managers. The paper examines how this “think manager - think male”
attitude has changed over the thirty years since the author’s initial research and considers
the implications for women in management and leadership. The paper reviews the author’s
research, first undertaken in the 1970s and replicated in the USA and internationally,
on gender stereotyping and management characteristics. The overview reveals the strength
and inflexibility of the “think manager - think male” attitude held by males across time
and national borders. Over the last three decades corporate males in the USA continue
to see women as less qualified than men for managerial positions. This is also found
internationally with male management students in the USA, the UK, Germany, China
and Japan. Women’s continued progress depends on recognizing the continuance of these
negative attitudes and seeking ways to combat or avoid them. The need to maintain
and expand legal efforts is discussed. The paper highlights the importance of maintaining
and increasing efforts to ensure that women advance to positions of power and influence
in organizations worldwide.
International data for women at the very top of organizations is difficult to obtain, but in USA
among Fortune 500 companies women hold 14.7% of the Board seats (Catalyst, 2006).
In the UK in 2005 women held 10.5% of directorships of the FTSE100 companies
(Singh and Vinnicombe, 2005) France 5.3% of top positions in the top 200 companies.
Greece, 6% of executive Boards of top 50 firms on stock exchange. Australia top 300
companies women 8.6%. In S. Africa among all companies on the main board of the JSE
Securities exchange 10.7% of Board directors.
Many people believe that as women move into management, managerial gender
typing will diminish. And it has, among women. But the relationship between gender
stereotypes and requisite management characteristics among male mangers
has not lessened. (p. 10)
Sinclair, A. (2004) ‘Journey around Leadership’, in Discourse: Studies in the Cultural Politics

of Education, Vol. 25, No. 1, pp. 7-19.
Comments on leadership in education from her experience as a woman teacher of largely
male management students.
Smithson, J. and Stockoe, E.H. (2005) ‘Discourses of work-life balance: negotiating
“Genderblind” terms in organizations’, in Gender Work and Organizations, Vol. 12, No. 2,
pp147-168.
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Very interesting study of the use of language in discussion of work life balance, showing
how the apparent acceptance of equality for men and women in terms of childcare
and maternity leave is not really the case. Introduces the concept of ‘macho maternity’
when women take off only two or three weeks when having a baby. The context is banking
and finance.
Thompson, B. (2007) ‘Working beyond the glass ceiling: women mangers in initial teacher
training in England’, in Gender and Education, Vol. 19, No. 3, pp. 339-352.
Although women are now successful in obtaining managerial responsibilities in teacher
training this paper argues that changes in teacher education towards a more managerial
style have left the management posts as less fulfilling. Men are choosing not to take them.
Wolfram, H-J., Mohr, G. and Schyns, B. (2007) ‘Professional respect for female and male
leaders: influential gender-relevant factors’, in Women in Management Review, Vol. 22,
No. 1, pp. 19-32.
The paper aims to test the impact of gender-relevant factors on professional respect
for leaders. Three determinants were analysed: gender constellation (gender match) between
leaders and followers, gender-stereotypic leadership behaviour, and followers’ gender role
attitudes. A field study with 121 followers and their 81 leaders from 34 German organizations
was conducted. The data showed that female leaders are at risk of receiving less professional
respect from their followers than male leaders: male followers of female leaders had less
professional respect than female followers of male leaders. Gender role discrepant female
leaders (i.e. autocratic) got less respect than gender role discrepant male leaders
(i.e. democratic). But no difference was found with regard to gender role congruent female
(i.e. democratic) and male (i.e. autocratic) leaders. Finally, followers with traditional gender
role attitudes were prone to have comparatively little professional respect for female leaders.
The results reflect that sexism is well and alive.
Wyn, J., Acker, S. and Richards, E. (2000) ‘Making a difference: women in management in
Australian and Canadian faculties of education’, in Gender and Education, Vol. 12, No. 4,
pp. 435-447.
The authors draw on interviews with 17 women, eight in Canada and nine in Australia who are
in senior posts in universities looking at marginalisation, difference, power and performance.
Conclude that the women have striven to make themselves different from the male norm
but are conscious that they will not be fully assimilated into the University processes. They see
themselves as forces for change. The new ‘hard times’ of managerialism are identified
with their challenge to feminist leaders.
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Zorn, D. and Boler, M. (2007) ‘Rethinking emotions and educational leadership’,
in International Journal of Leadership in Education, Vol. 10, No. 2, pp. 137-151.
Summarizes research on emotions and educational leadership but uses feminist analysis,
particularly relating to shame and gender, relating this to power and showing that shame
is socially formed. Argues that emotion should be foregrounded in discussion of educational
theory and practice.
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Identities
[many of the articles in this sub-section are also relevant to sub-heading ‘leadership
and gender stereotypes and gendered leadership discourses’]
Barrett, M. and Davidson, M.J. (2006) Gender and Communication at Work, Aldershot,
Ashgate. Chapter 11 Baxter J. ‘Putting gender in its place: a case study on constructing
speaker identities in a management meeting’.
[for details see ‘leadership and gender stereotypes and gendered leadership discourses].
Bradbury, L. and Gunter, H. (2006) ‘Dialogic identities: the experiences of women
who are head teachers and mothers in English primary schools’, in School Leadership

and Management, Vol. 26, No. 5, pp. 489-504.
An interview based study with 20 women head teachers showing how their dual identities
as mothers and head teachers are in constant negotiation. Guilt is a key feature of their lives
as they live within contradictory settings.
Davey, K.M. (2008) ‘Women’s accounts of organizational politics as a gendering process’,
in Gender Work and Organization, Vol. 15, No. 6, pp. 650-671.
Aimed to explore changes in identity described by women joining male-dominated
organizations. Nine women graduates working in male-dominated areas were interviewed
twice over 2 years. Findings of the study were that they denied having experienced any
discrimination against them as women, but they presented a view of ‘organizational politics
as masculine and inconsistent with their identity as women.’ (p. 656)
Gill, J., Mills, J., Franzway, S. and Sharp, R. (2008) ‘“Oh you must be very clever!”
High-achieving women, professional power and the ongoing negotiation of workplace
identity’, in Gender and Education, Vol. 20, No. 3, pp.223-236.
Draws on Australian data about women engineers. 51 engineers of whom 41 were women
were interviewed. Indicated that women placed themselves at work on a spectrum from
‘one of the blokes’ to ‘pretty woman’. Most were discomforted by the masculine domain
of engineering, women were aware of the advantage connected with their minority position.
They tended to blame themselves for not having had sufficient or the right education.
The article ends with a call for ‘a carefully constructed educational programme
for professional development whereby engineering workplaces can cooperate in ways
more inclusive of women’s involvement as equal professionals’. (p. 235)
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Pullen, A. and Rhodes, C. (2008) ‘“It’s all about me!’: gendered narcissism and leaders’
identity work’, in Leadership, Vol. 4, No. 1, pp. 5-25.
Applies theory of narcissism to identify four ideal types illustrated by research data
from a project investigating managerial identity work at times of organizational change.
In this project 150 managers were interviewed over 18 months. Narcissistic managers
are normally identified as having masculine stereotypical qualities (narcissistic in
a traditional masculine form) so a gendered perspective requires the addition
of a feminine type (feminine/defensive Echo).
Olsson, S. and Walker, R. (2004) “The wo-men and the boys”: patterns of identification
and differentiation in senior women executives’ representations of career identity’,
in Women in Management Review, Vol. 19, No. 5, pp. 244-251.
Research into ‘corporate masculinity’ suggests that executive men position their difference,
status and power through discourses which involve the strategies of ‘identification with some
men and differentiation from others, including women’. While these processes apparently
place women in an antithetical relationship to power, women are increasingly achieving
executive leadership. This paper examines the career representations of 30 senior women
executives. considering women’s positioning of self within the discourse and discussing how
they deal with the apparent paradoxes or contradictions of female identity within a world
dominated by corporate masculinity. Findings suggest that women engage in processes
of identification and differentiation comparable to those of men, often involving an assertion
and celebration of female difference that includes distinctions between ‘the wo-men
and the boys’. They also involve a more tentative differentiation of an emerging new culture,
the culture of women in business.
Priola, V. (2004) ‘Gender and feminine identities - women as managers in a UK academic
institution’, in Women in Management Review, Vol. 19, No. 8, pp. 421-430.
The paper considers gender identities in higher education. It examines how people involved
in university life engage in (re)creating gender identities and in (re)producing gender-related
expectations (and stereotypes) of managerial behaviour. The process of construction
of feminine identities is explored through the discourses of academics from a UK university
(mainly women who hold managerial positions). The paper reports findings from a series
of in-depth interviews with women managers and with university academics (men and
women) from a Business School, part of a large British new university. The school was of special
interest because women held the majority of senior managerial posts. It appears that the
process of construction of femininities is mainly developed around four (stereo)typical aspects
generally associated with feminine management practices (multi-tasking, supporting
and nurturing, people and communication skills, and team-work).
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Schnurr, S. (2008) ‘Surviving in a man’s world with a sense of humour: an analysis of women
leaders’ use of humour at work’, in Leadership, Vol. 4, No. 3, pp. 299-319.
Draws on discourse data in two NZ organisations to show how women leaders skilfully employ
humour to portray themselves as leaders whilst also performing their gender identities.
Sinclair, A. (2005) ‘Body possibilities in leadership’, in Leadership, Vol. 1, no. 4. pp. 387-406.
Stresses the importance of the body in leadership, taking two case examples, a white woman
police chief and an Aboriginal man head teacher. Both ‘created physical proximity
to instigate change; (p. 402) (For examples of how see text, but for the police chief it tended
to be about open door policy, freeing up on uniform, for the head using his strength
in aboriginal ways e.g. lifting up in the air a boy who had done well).
turning to senior levels of organizations, the closer one gets to leadership, the more
one is likely to escape scrutiny as a body. If one is male, powerful and senior, then one is
more likely to be portrayed as bodiless (p. 390)
Young, P. (2004) ‘Leadership and gender in Higher Education: a case study’, in Journal

of Further and Higher Education, Vol. 28, No. 1., pp. 95-106.
Reports on triangulated leadership styles exhibited by leaders in HE. Showed that women
exhibited attitudes in keeping with male gender paradigms (Gray, Coleman) whilst men
showed female paradigm identification.
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Barriers created by other women: the queen bee syndrome
Rindfleish J. (2000) ‘Senior management women in Australia: diverse perspectives’,
in Women in Management Review, Vol. 15, No. 4, pp. 172-180.
Research undertaken in the USA in the 1970s discovered that many women who were
successful in business denied the difficulties faced by women in management and were
reluctant to assist other women. Researchers labelled this phenomenon the ‘queen bee’
syndrome. This paper investigates the views of senior management women in Australia
on the barriers women face in management and their willingness to assist other women
into senior management positions. Forty-one senior management women were interviewed
in Sydney and after analysis four broad categories were developed: ‘conservatives’,
‘moderates’, ‘reluctant feminists’ and ‘definite feminists’. Two-thirds of respondents fell
into categories representing women who did not hold views resembling those of ‘queen
bees’. The remaining one-third of the women interviewed fell into the two categories that
most closely resembled ‘queen bees’. The fact that a minority of senior management women
resembled ‘queen bees’ challenges the myth that senior management women are reluctant
to assist other women in the workplace. On the other hand, the results show that
not all senior management women will support other women in the workplace.
Mavin, S. (2006) ‘Venus envy 2: Sisterhood, queen bees and female misogyny in
management’, in Women in Management Review, Vol. 21, No. 5, pp. 349-364.
The paper challenges assumptions of solidarity and aims to analyse empirical data to explore
negative relations between women in management and surface processes of female
misogyny.
The paper is based on feminist standpoint epistemology; using qualitative semi-structured
interviews and subjective narrative data from senior women and women academics
of management in two UK organisations.
Senior women recognise barriers facing women in management but they do not want
to lead on women in management. This does not make them queen bees; the women
recognise becoming male in order to fit senior management and acknowledge the impact
of their gendered context. The paper highlights how the gendered social order encourages
and exacerbates differences between women.
Rindfleish J. and Sheridan A. (2003) ‘No change from within: senior women managers’
response to gendered organizational structures’, in Women in Management Review, Vol. 18,
No. 6, pp. 299-310.
The gendered nature of organizations has been well established by feminist researchers.
In particular, the most senior levels of management have been identified as sites
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of hegemonic masculinity. While it has been argued that these structures will become
less problematic as more women enter the paid workforce and more move into senior
management, in this paper this argument is challenged. Recent research by the authors
concerning women in the most senior ranks of management in the private sector in Australia
suggests that, while the majority of these women identify the need for change, they have
not used their role in senior management as a means of challenging gendered structures.
The implications of the findings are that it is invalid to assume that change will come about
through increasing numbers of women in management. Other means of challenging
gendered organizational structures must be implemented, if quantifiable change
is to come about.
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