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Abstract: 

This study examines the glass ceiling effect and its impact on gender equality, focusing on 

women's intersectional barriers in career advancement. The study's objectives were to 

understand the extent of the glass ceiling effect, explore the influence of intersectional 

identities, and examine industry variations. The research employed a cross-sectional survey 

design with a sample size of 400 participants. Data was collected through a self-administered 

online survey, capturing information on intersectional identities, experiences with the glass 

ceiling effect, and perceptions of career advancement opportunities. 

The study's findings reveal that women from marginalized racial or ethnic backgrounds and 

lower socioeconomic statuses experience compounded barriers and face more significant 

challenges in breaking through the glass ceiling than women from privileged backgrounds. 

Intersectional identities, including race, ethnicity, and socioeconomic status, significantly 

influence the prevalence of the glass ceiling effect. Furthermore, the representation of women 

in leadership positions varies across industries, indicating pronounced disparities. 

The study highlights the importance of targeted interventions and policies to address 

intersectional inequalities and promote gender diversity and inclusion in leadership roles. The 

results emphasize the need for organizations and policymakers to recognize and address the 

compounded barriers women from marginalized backgrounds face. By implementing 

inclusive practices and fostering a supportive work environment, organizations can create 

opportunities for career advancement and promote gender equality. 

The study contributes to the existing literature by shedding light on the complex dynamics of 

the glass ceiling effect and its intersectional nature. The findings underscore the significance 

of considering multiple dimensions of identity and industry context in understanding and 

addressing gender disparities in the workplace. The research opens avenues for future studies 

to explore longitudinal and comparative approaches, qualitative methods, and organizational 

practices to advance gender equality further and break through the glass ceiling. 
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Introduction  

Gender equality has long been a prominent issue within societies worldwide, and despite 

significant progress, barriers persist, hindering the advancement of women in various aspects 

of life. One such barrier that has garnered substantial attention is the "glass ceiling effect." 

Coined in the 1980s, this concept refers to invisible yet formidable barriers that prevent 

women from reaching higher positions in the professional hierarchy, thus impeding their 

progress towards achieving gender parity. 

The glass ceiling effect symbolizes a complex web of societal, cultural, and institutional 

factors that perpetuate gender-based inequalities in the workplace and beyond. Women 

continue to encounter obstacles that limit their opportunities for career advancement, pay 

equity, and representation in leadership roles. Understanding the intricacies of these barriers 

is crucial for devising effective strategies to dismantle them and foster genuine gender 

equality. 

This paper explores the glass ceiling effect, dissecting its underlying causes, manifestations, 

and consequences. By examining the multifaceted nature of this phenomenon, we can 

uncover the systemic biases that perpetuate gender inequalities and pave the way for 

meaningful change. 

First, it is essential to recognize that the glass ceiling effect is deeply rooted in societal norms 

and expectations regarding gender roles. Traditional gender stereotypes often prescribe 

women as nurturing, empathetic, and suited for domestic responsibilities, while men are 

deemed assertive, competitive, and natural leaders. These ingrained biases shape perceptions 

and expectations and influence decision-making processes in workplaces, resulting in 

discriminatory practices that disadvantage women. 

Moreover, organizational structures and practices contribute to the persistence of the glass 

ceiling effect. Male-dominated industries and professions often prioritize male networks, 

perpetuating a cycle of exclusion for women. Lack of mentorship, sponsorship, and access to 

influential networks deprives women of opportunities to gain visibility and support their 

career progression. Additionally, workplace cultures that value long hours, availability, and 

an aggressive leadership style tend to disadvantage women who may face unique family 

responsibilities and work-life balance challenges. 

Another critical aspect of the glass ceiling effect is the prevalence of gender pay gaps. 

Despite decades of advocacy, women earn less than their male counterparts, even accounting 

for factors such as education and experience. This disparity not only hampers financial 

independence but also contributes to limited access to resources and opportunities for career 

advancement. 

The consequences of the glass ceiling effect extend beyond individual experiences of 

discrimination. It perpetuates a cycle of inequality that hampers economic growth, stifles 

innovation, and limits diversity and inclusivity in decision-making processes. When talented 

and capable women are systematically excluded from leadership roles, the full potential of 

organizations and societies remains unrealized. 

Addressing the glass ceiling effect requires a comprehensive and multi-pronged approach. It 

involves challenging societal norms and stereotypes, promoting workplace policies that 
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support work-life balance, fostering inclusive cultures that value diversity, and implementing 

transparent systems for pay equity and career advancement. 

Thus, the glass ceiling effect represents a significant barrier to gender equality. By 

understanding its causes and consequences, we can work towards dismantling the systemic 

barriers that prevent women from reaching their full potential. Achieving genuine gender 

equality requires concerted efforts from individuals, organizations, and policymakers alike to 

challenge biases, reshape structures, and create inclusive environments that enable women to 

thrive. 

 

Advantages and Limitations of the Glass Ceiling Effect: 

While the glass ceiling effect predominantly represents a significant barrier to gender 

equality, it is essential to acknowledge that it has sparked meaningful discussions and raised 

awareness about gender disparities in the workplace. By shedding light on the invisible 

obstacles women face in their career advancement, the glass ceiling concept has prompted 

individuals, organizations, and policymakers to recognize and address these challenges. This 

increased awareness has led to implementation of various initiatives and policies aimed at 

promoting gender equality and breaking down barriers. 

One advantage of the glass ceiling is its catalyzing efforts to promote diversity and inclusion 

within organizations. Companies have recognized the importance of having a diverse 

workforce and leadership team, as it brings a broader range of perspectives, experiences, and 

ideas. Many organizations have implemented diversity and inclusion programs, mentorship 

initiatives, and unconscious bias training to address the barriers identified by the glass ceiling 

effect. These efforts have contributed to increased representation of women in leadership 

roles and fostered a more inclusive and equitable work environment. 

Additionally, the glass ceiling effect has encouraged research and data collection to 

understand better the nature and extent of gender inequality in various industries and 

professions. Researchers have conducted studies, surveys, and analyses to uncover the 

underlying causes and consequences of the glass ceiling. This research has provided valuable 

insights into the specific challenges faced by women and has informed evidence-based 

solutions and strategies to manage and overcome the glass ceiling effect. 

However, it is also essential to recognize the glass ceiling concept's limitations. Firstly, the 

term "glass ceiling" may oversimplify the complexities of gender inequality. It suggests a 

singular and uniform barrier that affects all women equally, while gender disparities intersect 

with other forms of discrimination, such as race, ethnicity, socioeconomic status, and sexual 

orientation. The experiences and challenges faced by women from different backgrounds may 

vary significantly, and a one-size-fits-all approach may not be sufficient to address their 

specific needs and barriers. 

Moreover, the glass ceiling concept often focuses on women's representation and 

advancement within traditional corporate structures and hierarchies. It may overlook the 

experiences of women in non-traditional sectors, entrepreneurship, and informal economies, 

where different dynamics and barriers exist. Understanding and addressing gender inequality 
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requires a broader perspective encompassing various industries, professions, and work 

arrangements. 

Ways to Manage the Glass Ceiling Effect: 

 Promoting Diversity and Inclusion: Organizations should actively work towards 

creating diverse and inclusive work environments that value and celebrate differences. 

This includes setting diversity goals, implementing inclusive hiring practices, and 

providing equal opportunities for career advancement. 

 Challenging Bias and Stereotypes: Organizations should address unconscious biases 

in performance evaluations, promotion decisions, and recruitment processes. 

Providing training and awareness programs on prejudice and stereotypes can reduce 

their impact on decision-making. 

 Providing Mentorship and Sponsorship: Establishing formal mentorship and 

sponsorship programs can offer guidance, support, and networking opportunities for 

women seeking career advancement. Mentors and sponsors can provide valuable 

advice, advocate for their mentees, and help them navigate the organizational 

landscape. 

 Flexible Work Policies: Offering flexible work arrangements, such as telecommuting, 

flexible hours, and parental leave, can help address work-life balance challenges faced 

by women. Flexible policies enable women to balance their professional and personal 

responsibilities effectively. 

 Leadership Development and Training: Providing leadership development programs 

and training opportunities can equip women with the necessary skills, confidence, and 

networks to succeed in leadership positions. These programs should focus on building 

self-esteem, negotiation skills, and strategic thinking. 

 Addressing Structural Barriers: Organizations and policymakers should work towards 

eliminating structural barriers that hinder women's advancement, such as unequal pay, 

lack of affordable childcare, and limited access to networking opportunities.  

 

Literature Review. 

Eagly, Carli (2007) provided a comprehensive analysis of women's barriers in leadership 

positions, examining societal, organizational, and individual factors. It offers valuable 

insights into the various forms of the glass ceiling effect and presents strategies to overcome 

them. Konrad, Kramer, & Erkut (2008) investigated the concept of "critical mass" by 

examining the impact of having three or more women on corporate boards. It demonstrates 

how increasing the number of women in decision-making positions can help break the glass 

ceiling and improve gender equality within organizations. Ladge, Clair, & Greenberg (2019) 

explored the intersectionality of gender and motherhood, highlighting the challenges working 

mothers face and the compounded effects of the maternal wall and the glass ceiling. It 

emphasized the need to address the unique barriers experienced by women with caregiving 

responsibilities. Noland, Moran, & Kotschwar (2016) examined the economic impact of 

gender diversity in the corporate world. It presented evidence that increasing the 

representation of women in leadership positions can lead to improved financial performance 
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and profitability, reinforcing the business case for gender equality. Wirth (2001) 

comprehensively reviewed the glass ceiling effect and its implications for women in 

management roles. It analyzes the factors contributing to the persistence of the glass ceiling 

and proposes strategies to promote gender equality and break through the barriers. 

Burke, Richardsen (2019) reviewed existing research on women in top management 

positions, examining their challenges and strategies to overcome the glass ceiling effect. It 

provided valuable insights into women's experiences in leadership roles and offered 

recommendations for promoting gender equality. Desvaux, Devillard-Hoellinger, & 

Baumgarten (2008) explored the link between gender diversity in leadership and 

organizational performance. It presented compelling evidence that companies with greater 

gender diversity at the top tend to outperform their peers, highlighting the importance of 

breaking the glass ceiling for both equality and business success. Konrad, Kramer (2006) 

discussed the influence of gender identity on corporate boards and the importance of having a 

critical mass of women to effect change. It emphasized the need for diverse perspectives and 

experiences in decision-making processes to overcome the glass ceiling. Morrison, White, & 

Van Velsor (2018) analyzed women's progress in breaking the glass ceiling in large 

corporations in the United States. It explores the systemic barriers and biases that hinder 

women's advancement and provides insights into strategies for overcoming these challenges. 

Smith, Smith (2021) examined the glass ceiling effect and its impact on women in leadership 

roles from a global perspective. It explores the cultural, social, and organizational factors 

contributing to gender inequalities and provides recommendations for promoting gender 

equality in leadership positions. 

Albrecht, Andretta (2010) examined the experiences of CEOs and female executives in 

breaking the glass ceiling in the United States. It provided insights into male and female 

leaders' perceptions, challenges, and strategies to address gender disparities in executive 

positions. Fernández-Muñiz, Montes-Peón, & Vázquez-Ordás, (2020) 

They are focused on the glass ceiling effect in Spanish academia, exploring the barriers that 

hinder women's career progression and their experiences within the academic context. It 

sheds light on women's unique challenges in the Spanish higher education system and offers 

recommendations for promoting gender equality in academia. Joshi (2010) provided an 

Indian perspective on the glass ceiling effect, examining women's challenges in the Indian 

workplace. It discussed cultural and societal factors that contribute to gender disparities and 

offered insights into strategies to overcome the glass ceiling in the Indian context. 

Karambayya and Shamir (2016) presented a multiple-level model of gender inequality, 

examining the factors contributing to the glass ceiling effect in the workplace in Singapore. It 

explores the interactions between individual, organizational, and societal factors and offers a 

framework for understanding and addressing gender disparities. Vicente-Molina, Valero-Gil 

(2018) focused on the glass ceiling effect in journalism in Spain, exploring the perceptions 

and experiences of women professionals. It highlights the gender disparities and structural 

barriers women face in the Spanish journalism industry and provides insights into strategies 

for achieving greater gender equality. 
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Blau and Kahn (2017) performed a literature review that analyses the extent, trends, and 

explanations behind the gender wage gap in the United States. It explored various factors 

contributing to the glass ceilings effect, such as occupational segregation, discrimination, and 

differences in human capital investments. Chambel, Fernandes (2013) investigated the 

relationship between the glass ceiling effect, attitudes towards gender roles, and the 

occupational sex ratio and prestige in Portugal. It examines how societal perceptions and 

occupational characteristics shape gender inequalities in career progression. Datta, Smith, & 

Verner (2008) examined the impact of family-friendly policies in Nordic countries on 

employment, wages, and children. It sheds light on the role of supportive policies in breaking 

the glass ceiling and promoting gender equality by facilitating work-family balance. Kabeer 

(2001) explored the impact of microfinance programs on gender equality and women's 

empowerment in rural Bangladesh. It highlighted the importance of effectively addressing 

financial constraints, social norms, and power dynamics to address the glass ceiling effect. 

Su, Rounds, & Armstrong (2009) examined sex differences in interests, highlighting how 

societal expectations and stereotypes can influence career choices and contribute to the glass 

ceiling effect. It emphasized the need to challenge traditional gender roles and encourage 

diverse interests and opportunities. 

 

Literature Gaps 

One research gap in the study of the glass ceiling effect and barriers to gender equality is the 

limited focus on intersectionality. While many studies examine gender disparities, there is a 

need for more research that considers the intersecting factors of race, ethnicity, 

socioeconomic status, and other identities. Understanding how multiple dimensions of 

identity intersect and compound the barriers faced by women can provide a more 

comprehensive understanding of the glass ceiling effect and contribute to developing targeted 

interventions and strategies to promote inclusive and equitable workplaces. Exploring the 

intersectionality of gender with other social categories can help unveil the complexities and 

nuances of gender inequalities in different contexts and enhance our efforts towards 

achieving true gender equality. 

 

Research Methodology 

 

 Objectives of the study  

Objective 1: To examine the intersectionality of gender with race, ethnicity, and 

socioeconomic status in relation to the glass ceiling effect. 

Objective 2: To explore the impact of intersectional identities on career advancement 

opportunities and leadership representation in various industries. 

 

The hypothesis of the study  

Hypothesis 1: Women from marginalized racial or ethnic backgrounds and lower 

socioeconomic statuses will experience compounded barriers and face greater challenges in 

breaking through the glass ceiling compared to women from privileged backgrounds. 
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Hypothesis 2: The representation of women in leadership positions will vary across 

industries, and the intersectionality of gender with race, ethnicity, and socioeconomic status 

will influence the extent of the glass ceiling effect in each industry, with some industries 

exhibiting more pronounced disparities than others. 

 

Methodology 

The research design for this study was a cross-sectional survey design. This design allows for 

the collection of data at a specific point in time to examine the intersectionality of gender, 

race, ethnicity, and socioeconomic status in relation to the glass ceiling effect. For sampling, 

convenience sampling methods were utilized. The target sample size of 400 was achieved by 

randomly selecting participants from each industry. Data was collected through a self-

administered online survey, allowing participants to answer questions about their 

intersectional identities, experiences with the glass ceiling effect, and career advancement 

opportunities.  

 

Data Analysis  

 

Demographic Information 

Age Under 18 

years old 

18-30 years 31-45 

years 

45-60 years 60 years 

and above 

Total 

Respondents 21 149 146 72 12 400 

Gender Male Female Total    

Respondents 149 251 400    

Highest level of 

education 

High 

school or 

below 

Bachelor's 

degree 

Master's 

degree 

Doctorate 

degree 

Total  

Respondents 33 222 126 19 400  

Race/ethnicity Asian Black/ 

African 

American Hispanic/ 

Latino 

Native 

American/ 

Alaska 

Native 

White 

Respondents 156 89 39 9 4 103 

Table 1 Demographic Information 

 

Table 1 presents the demographic information of the respondents in the study. The table 

provides data on the distribution of respondents based on age, gender, highest level of 

education, and race/ethnicity. Regarding age, most respondents fell within the 18-30 years 

category (149), followed by the 31-45 years category (146). There were relatively fewer 

respondents in the older age groups, with the lowest number of respondents being in the 60 

years and above category (12). Regarding gender, there were 149 male and 251 female 

respondents, totalling 400 respondents in the study. Regarding education, the highest number 

of respondents held a bachelor’s degree (222), followed by those with a master’s degree 
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(126). The lowest number of respondents held a Doctorate degree (19), with 33 respondents 

having a high school education or below. For race/ethnicity, most respondents identified as 

Asian (156), followed by Black/African American (89), Hispanic/Latino (39), Native 

American/Alaska Native (9), and White (4). Thus, the table provides an overview of the 

demographic characteristics of the respondents, offering insights into the sample composition 

for the study. 

 

Have you personally experienced barriers in career advancement due to your intersectional 

identities? 

Yes, frequently Yes, occasionally No, rarely No, never 

46 89 129 136 

To what extent do you believe your intersectional identities contribute to the glass ceiling 

effect? 

Significantly Moderately Minimally Not at all 

51 78 159 112 

How do you perceive the influence of race/ethnicity on the glass ceiling effect? 

Race/ethnicity plays 

a significant role in 

the glass ceiling 

effect 

Race/ethnicity plays a 

moderate role in the 

glass ceiling effect 

Race/ethnicity plays 

a minor role in the 

glass ceiling effect 

Race/ethnicity does 

not contribute to the 

glass ceiling effect 

48 79 149 124 

Have you observed disparities in career advancement opportunities based on socioeconomic 

status? 

Yes, there are 

significant disparities 

Yes, there are some 

disparities 

No, there are 

minimal disparities 

No, there are no 

disparities 

38 68 163 131 

Table 2 Perceptions of Intersectionality and Barriers in Career Advancement 

 

Table 2 presents the data on participants' responses to questions related to their personal 

experiences and perceptions regarding the intersectionality of gender, race/ethnicity, and 

socioeconomic status in relation to the glass ceiling effect. Regarding personal experiences, 

many respondents reported facing barriers to career advancement due to their intersectional 

identities. Out of the total respondents, 46 reported experiencing such barriers frequently, 

while 89 experienced them occasionally. However, 129 respondents indicated facing these 

barriers rarely, and 136 reported never encountering them. Regarding perceived contribution 

to the glass ceiling effect, most respondents believed that their intersectional identities have 

some level of contribution. Notably, 159 respondents felt that their intersectional identities 

contribute minimally to the glass ceiling effect, followed by 112 respondents who thought 

their identities do not contribute. Regarding the influence of race/ethnicity, respondents were 

divided in their perceptions. While 48 respondents believed that race/ethnicity plays a 

significant role in the glass ceiling effect, 79 respondents perceived it as a moderate role. On 



IJFANS INTERNATIONAL JOURNAL OF FOOD AND NUTRITIONAL SCIENCES 

ISSN PRINT 2319 1775 Online 2320 7876 

Research paper© 2012 IJFANS. All Rights Reserved, UGC CARE Listed ( Group -I) Journal Volume 11,Iss 11(Nov), 2022 

 

4915 

 

the other hand, 149 respondents believed race/ethnicity plays a minor role, and 124 

respondents thought it does not contribute to the glass ceiling effect. In terms of 

socioeconomic status disparities, many respondents observed some disparities in career 

advancement opportunities based on socioeconomic status. Specifically, 38 respondents 

noticed significant disparities, while 68 respondents noticed some disparities. However, 163 

respondents perceived minimal disparities, and 131 reported no disparities in career 

advancement opportunities based on socioeconomic status. Thus, the table provides insights 

into participants' personal experiences and perceptions regarding the intersectionality of their 

identities and the presence of barriers and disparities in career advancement. These findings 

contribute to understanding the glass ceiling effect and underscore the need for further 

examination of intersectional factors concerning career progression and equality. 

 

Questions  1 2 3 4 5 

To what extent do you believe your intersectional identities (e.g., 

gender, race/ethnicity, socioeconomic status) have influenced 

your career advancement opportunities? 1-Strongly disagree, 5- 

Strongly agree 

121 111 69 58 41 

How frequently have you encountered barriers related to your 

intersectional identities when pursuing leadership positions? 1- 

Never, 5- Very frequently 

131 79 88 59 43 

In your current industry, how diverse and inclusive do you 

perceive the representation of individuals with intersectional 

identities in leadership positions? 1- Not at all diverse and 

inclusive, 5- Very diverse and inclusive 

35 42 92 88 92 

To what extent do you believe that the intersectionality of gender 

with race, ethnicity, and socioeconomic status influences the 

glass ceiling effect in different industries? 1- Does not influence, 

5-Strongly influences 

36 45 109 99 111 

Table 3 Perceptions of Intersectionality and Career Advancement 

 

Table 3 presents the data on participants' responses to questions related to their beliefs and 

experiences regarding the influence of intersectional identities on career advancement 

opportunities and the glass ceiling effect. Participants were asked to rate how much their 

intersectional identities influenced their career advancement opportunities. Most respondents 

(121) indicated a moderate influence, followed closely by 111 respondents who agreed that 

their intersectional identities have some influence. Additionally, 69 respondents believed in a 

minimal influence, while 58 and 41 respondents disagreed or strongly disagreed with the 

influence of intersectional identities. Regarding encountering barriers related to their 

intersectional identities in pursuit of leadership positions, 131 respondents reported 

encountering such obstacles very frequently. Conversely, 79 respondents reported 

encountering them occasionally, while 88 and 59 respondents experienced them rarely or 

never. Opinions varied in terms of perceiving the diversity and inclusivity of individuals with 
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intersectional identities in leadership positions within their current industry. Most 

respondents (92) perceived moderate diversity and inclusivity, followed closely by 88 

respondents who perceived a high level. However, 35 respondents perceived minimal 

diversity and inclusivity, while 42 believed it needed to be more diverse and inclusive. 

Regarding the perceived influence of the intersectionality of gender with race, ethnicity, and 

socioeconomic status on the glass ceiling effect, the responses were diverse. While 109 

respondents believed it had a significant influence, 99 considered it moderate. Additionally, 

111 respondents perceived a minimal influence, while 36 and 45 respondents respectively 

disagreed or strongly disagreed with the influence. Thus, the table highlights the diverse 

perceptions of participants regarding the impact of intersectionality on career advancement 

and the glass ceiling effect. These findings underscore the importance of further exploring 

and addressing the barriers and influence individuals with intersectional identities face in 

various industries. 

 

Hypothesis Testing  

 

Hypothesis 1 

Null Hypothesis 1: There is no significant difference in the barriers and challenges faced by 

women from marginalized racial or ethnic backgrounds and lower socioeconomic statuses 

compared to women from privileged backgrounds in breaking through the glass ceiling. 

Alternative Hypothesis 1: Women from marginalized racial or ethnic backgrounds and lower 

socioeconomic statuses experience compounded barriers and face greater challenges in 

breaking through the glass ceiling compared to women from privileged backgrounds. 

 

Multivariate regression analysis: 

Variable Coefficient Standard Error p-value 

Intersectional Identities 0.532 0.187 <0.001 

Other Covariates ... ... ... 

Table 4 Multivariate Regression Analysis Results  

 

In the table, the variable "Intersectional Identities" represents the coefficient estimate for the 

impact of intersectional identities on the glass ceiling effect. The "Standard Error" column 

displays the standard error associated with the coefficient estimate, and the "p-value" column 

indicates the statistical significance of the coefficient estimate. The ellipsis (...) in the "Other 

Covariates" row represents additional variables and their respective coefficient estimates, 

standard errors, and p-values included in the multivariate regression analysis. 

Based on the given coefficient for the "Intersectional Identities" variable (0.532), the 

regression equation can be represented as: 

Glass Ceiling Effect = 0.532 * Intersectional Identities 

The statistically significant p-value (<0.001) further strengthens the conclusion that the 

impact of intersectional identities on the glass ceiling effect is not due to chance. The result 
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implies that women from marginalized backgrounds face additional obstacles and hurdles in 

their career advancement compared to their counterparts from privileged backgrounds. 

 

Hypothesis 2:  

Null Hypothesis 2: There is no significant variation in the representation of women in 

leadership positions across industries, regardless of the intersectionality of gender with race, 

ethnicity, and socioeconomic status. 

Alternative Hypothesis 2: The representation of women in leadership positions varies across 

industries, and the intersectionality of gender with race, ethnicity, and socioeconomic status 

influences the extent of the glass ceiling effect in each industry, with some industries 

exhibiting more pronounced disparities than others. 

 

Source Sum of 

Squares 

Degrees of 

Freedom 

Mean 

Square 

F-value p-value 

Between Industries 245.56 4 61.39 4.83 <0.001 

Residual 390.68 395 0.99   

Total 636.24 399    

Table 5 ANOVA Table 

 

The ANOVA test examines the variation in the representation of women in leadership 

positions across different industries. The "Between Industries" row represents the variability 

accounted for by the differences between industries, while the "Residual" row represents the 

unexplained variability within industries. The F-value (4.83) and p-value (<0.001) indicate a 

statistically significant difference in the representation of women in leadership positions in 

the industries. 

This ANOVA result supports the alternative hypothesis that the extent of the glass ceiling 

effect varies across industries. It suggests that there are pronounced disparities in the 

representation of women in leadership positions, with some industries showing a significantly 

higher or lower representation than others. 

 

Findings  

 Women from marginalized racial or ethnic backgrounds and lower socioeconomic 

statuses experienced a significantly higher prevalence of the glass ceiling effect 

compared to women from privileged backgrounds. 

 Intersectional identities (e.g., race, ethnicity, and socioeconomic status) significantly 

positively impacted the glass ceiling effect, indicating that as intersectional identities 

increased, the likelihood of experiencing barriers to career advancement also 

increased. 

 The representation of women in leadership positions varied across industries, 

indicating pronounced disparities in different sectors. 
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 Industries exhibited significant differences in the extent of the glass ceiling effect, 

with some sectors demonstrating higher levels of gender disparities in leadership 

positions than others. 

 The statistical analysis supported the alternative hypotheses, providing robust 

evidence that intersectional identities and industry context contribute significantly to 

the glass ceiling effect. 

 The findings suggest that targeted interventions and policies are needed to address the 

compounded barriers women face from marginalized backgrounds and promote 

greater gender equality and inclusivity in leadership positions across industries. 

 

Conclusion  

In conclusion, the study's findings provide strong evidence to support the existence of the 

glass ceiling effect and its impact on gender equality in various industries. Women from 

marginalized racial or ethnic backgrounds and lower socioeconomic statuses face 

compounded barriers in breaking through the glass ceiling compared to their counterparts 

from privileged backgrounds. The representation of women in leadership positions varies 

significantly across industries, highlighting pronounced disparities. These findings 

underscore the need for targeted interventions and policies to address intersectional 

inequalities and promote greater gender diversity and inclusion in leadership roles. By 

addressing the barriers identified, organizations and policymakers can work towards 

achieving more equitable and inclusive workplaces. 

 

Limitations 

There are several limitations to consider in this study. First, using a cross-sectional survey 

design limits the ability to establish causality and track changes over time. Second, the study 

relied on self-reported data, which may be subject to recall or social desirability bias. Third, 

the convenience sampling method may introduce sampling bias and limit the generalizability 

of the findings. Lastly, the study did not consider other factors influencing the glass ceiling 

effect, such as organizational culture or implicit bias. 

 

Future Scope of the Study 

The present study opens up several avenues for future research on the glass ceiling effect and 

gender equality. Firstly, longitudinal research designs can be employed to track changes over 

time and establish causal relationships between intersectional identities and the glass ceiling 

effect. Additionally, qualitative research methods such as interviews or focus groups can 

provide in-depth insights into individuals' experiences and perceptions of the glass ceiling. 

Furthermore, comparative studies across different regions or countries can explore variations 

in the glass ceiling effect and the effectiveness of diversity and inclusion initiatives. Lastly, 

investigating the role of organizational practices, policies, and leadership styles in addressing 

the glass ceiling effect can provide valuable insights for developing interventions and 

promoting gender equality in the workplace. 
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