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Abstract 

 

The aim of this study is to analyze the perception of glass ceiling 

about working women in various universities in the city of 
Peshawar through differences in demographic profiles. 150 

employees from seven different private and public universities of 

Peshawar were taken as sample randomly. A self -constructed 
questionnaire was used for collection of data. One way ANOVA test 

was applied under spss-17 for the analysis of the data to find diversity 

in perception based on differences in demographic profiles.  Results 

show the existence of glass ceiling effect in the universities in 
Peshawar. The results also show that demographics like age, work 

experience, education, and chances of promotion availed- have 

influence over perception significantly. The findings of the study may 
be useful for policy makers and stake holders. If they take into 

consideration the organizational structure, culture and climate while 

making hiring strategies and other policies in their institutions, it will 
provide productive environment   for all employees. 

 

Key words:   Glass ceiling • Demographics • perception diversity 

 

  

                                                             
1 Assistant professor, College of Home Economics, UOP , ktakreem@gmail.com 
2 Assistant Professor, Quaid e Azam College of Commerce , University of Peshawar 
3 Assistant Professor, Qurtaba University of Sciences & I.T.  

Journal of Law and Society 

Vol. 45, No. 65 
Law College 

University of Peshawar 

July, 2014 



 
 
 
 

58 
 

Introduction 

 

Every organization announces equal employment opportunities 

throughout the world now a days but it has been seen that rights and 
status are not the same for men and women. Women who spend their 

professional lives working in large formalized organizations frequently 

confront special barriers to advancement. These barriers are phrased as 
“Glass Ceiling” This is true in corporate organizations, universities, 

health-care centers and other professions. These barriers are reported in 

developed nations, socialistic economies and emerging nations as well 

(Myers, 2010).  Women do not enjoy equal rights for work and 
employment opportunities throughout the world, and those who are 

working in organizations, face a lot of problem in the advancement of 

their career (Jabbar & Imran, 2013). The few women who do advance to 
top-level positions are often viewed as having unique personal 

characteristics that justify their achievements. Those women who are 

better educated and hold more jobs worldwide continue to suffer from 
occupational segregation in the work place and rarely break through the 

so called" glass ceiling", separating them from top-level 

management(Shafiq, 2014).  A variety of forces, including over 

discrimination against women, have interacted to impede the 
advancement of women in management. 

 

 “A glass ceiling is a term used to describe "the unseen, yet unbreakable 
barrier that keeps minorities and women from rising to the upper rungs 

of the corporate ladder, regardless of their qualifications or 

achievements”(Federal Glass Ceiling Commission, 1995). 

 
Various studies have proved that male dominancy in moving 

ahead in careers and existence of barriers for women is a global 

phenomenon [Scott (2001), Bain (2000), McRae (1995) etc.] The 
major hurdle in the promotion of women to senior positions is the 

perception that women are best suited for compassionate role 

rather than decision making role and the gender stereotype of 
them being inferior(Ismail, 2010). Women constitute about 51% of 

population of Pakistan (PSB, 2014). For a developing country like 

Pakistan they should be encouraged to actively participate in the 
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income generating activities to play their role in the economic 

development of the nation. In Pakistan the women lag behind men in 

almost every social and economic sector resulting into larger portion of 

the poor. Pakistani women often denied opportunities for growth like 
education; trainings, employment etc. and those lucky ones who manage 

to sail through and get the employment have to face many barriers and 

gender discrimination at work place (Shafiq, 2014). All such 
discernments restrict women to be a dynamic and vigorous player 

and to add an important fraction in the development of the 

organization and nation on the broader level. 

 
In Pakistan perception of Glass Ceiling about Women is 

infrequently studied and pointed out in the literature. The aim of 

this study is to explore the perception of glass ceiling and its 
effects in different universities of Peshawar both private and 

public and to analyze diversity in perception on the bases of 

difference in demographics so that awareness could be provided 
to the policy makers to construct workable strategies to minimize 

these hurdles women are facing in their careers.   

 

Literature Review 

 

The concept of “Glass ceiling” is not new in the field of research. 

This concept is adopted by the researchers differently based on 

their field and area of interest.  
 

Dr. Mira Henig (1998) enumerated 600 vocations in Israel and found 

only 150 women out of them. According to her survey about 75% of 
employed women held "women's jobs" in fields such as teaching, health 

care, and social work and she investigated that those who wish to climb 

the ranks in their organizations or move into new fields face obstacle. 
According to Nancy (2010) women represent just 3% of Fortune 500 

CEOs and less than 15% of corporate executives at top companies 

worldwide while they make up 40% of the global workforce. The 

results of Meyerson and Fletcher’s (2000) study show that there is 
still the persistence of glass ceiling effect regardless of the 

increased participation of women in the workforce and eligibility 
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for promotion. In India Maheshwari (2011) observed that in 

corporate sector of India; women are facing the glass ceiling 

impact on their career progression and promotion opportunities. A 

study by Dimovski et al (2010) in Singapore concludes that women 
in the middle management are facing glass ceiling effect in their 

organizational internal environment in Singapore, stopping them 

to climb on the ladder of promotion.  
 

In the famous Wall Street Journal/Gallup survey (1986), women 

managers were asked about most serious obstacle in their careers. Only 

3% mentioned family responsibilities, while majority of them named 
reasons related to their gender. In the survey conducted by Korn/Ferry 

International (1979), executive women were asked to name the main 

obstacle in their career development; the majority responded in the 
words, "being a woman" (40%). Their report shows that of 1,362 top 

executives in the corporate world, only 2% (27) were females. In a 

recent survey of 12,000 female workers by the Los Angeles Times 
(2013), two-thirds reported sex discrimination; 60% saw signs of racism.  

 

Jackson (2001) investigated the perception of working women 

regarding their career advancement prospects and organizational 
support for them in the middle level management. The results 

show that glass ceiling has its existence in their organizations. In 

the study in health and education department, Channar (2011) 
explored that there is more discriminations for women with low 

education than those with high level of qualification. Myers (2010) 

in his study showed that there was a significant difference in perception 

between genders related to barriers to advancement. He found that 
females perceived more obstacles in the organizational structure and 

culture, and agreed that these obstacles hindered their promotions and 

that glass ceiling is there in the institutions.  Males on the other hand, 
agreed more than females that a positive attitude toward women existed 

in their institutions. Hagedorn and Laden (2002) found only a slight 

gender effect on perceptions of organizational climate. These researchers 
conducted a secondary analysis of data collected by the Center for the 

Study of Community Colleges, and after controlling for differences in 

age and experience, noted that males and females perceive 
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organizational climate similarly. There was no greater dissatisfaction or 

intent to leave an organization by females, but women did perceive 

discrimination more than men. 

 
The study of MacCrae (2005) also shows that the perception of a glass 

ceiling is still there. According to him lack of female role models, 

lacking social networking, lack of mentoring, family responsibilities and 
lack of special assignments all are making women unable to compete 

men in promotions and earnings.  

 

The study of Kay and Hagan (1995) is based on the difference in salary 
in the legal profession.  They found that 61% of the earnings differential 

in the field of legal profession was unaccounted for, with males earning 

a higher salary than females with the same education and abilities. He 
also found that this salary gap is more widen on the top management 

level. Similarly Wood’s (1993) work on the graduates of the University 

Of Michigan School Of Law concluded that females earned only 60% of 
male wages after 15 years in the profession. 

 

Objectives of the study 
 

1. To study and analyze the existence of glass ceiling effect at 

various  universities in the city of  Peshawar 

2. To ascertain the difference of perception of glass ceiling in 

the workplace regarding demographics categorization. 
 

Hypotheses of the study 
 

1. That the glass ceiling effects tend to exist in various universities 

within Peshawar city. 
2. That the differences in demographic profiles (age, gender, 

education, chances of promotion availed, work experience 

and type of institute) diversify the perception of glass 
ceiling effect. 
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Method 
 

Sample 

 

A total number of 150 participants took part in the study from seven 

different universities of Peshawar-three public and four private. The 
sample was composed of 61 men and 89 women, whose age ranged from 

26 to 59 years with the mean age of 36.46 and standard deviation 9.108. 

Out of N=150 employees, 54.4% (n=82) were master, 26 %( n=39) 
MPhil and 19.3 %( n=29) PhD degree holders. All the participants were 

the permanent employees at universities in Peshawar. Among the 

respondents 52.2 %( n= 79) were not promoted to any rank, 35.3 % 

(n=53) got one time promotion, 8 %( n= 12) two times promotions and 
3.3 %( n= 5) three times promotions. 

 

Data analysis 

 
The study was based on the primary data collected through a self-

constructed questionnaire of 24 items. The questionnaire was divided 

into two parts. One part was based on demographics containing age, 
education, gender, work experience, promotions and nature of institution 

(Private or public) while the other part was based on 18 statements 

related to the existence of glass ceiling. 
 

1. Women are underrepresented in all professional  fields  in 

Pakistan 

2. Women are equally competent as men 

3. %age of women at entry level teaching positions is high 

4. Women are turn down for administrative positions  

5. Women are not easily promoted from lower to top positions 

6. Promotion percentage to higher positions is low as compare to 

men 

7. When reach to the middle management, women get stuck there 

8. Even for the same job women receive less salaries as compare to 
men 

9. Due to entry in stereotype jobs, majority of women lose their 

abilities 

10. Occupations of doctors,. Teachers, etc are traditional occupations 
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for women in Pakistan 

11. Women are better teachers is a gender stereotype 

12. Women deny to hold higher positions due to the limited 
leadership qualities 

13. Even on the higher positions women face problems in getting 

facilities awarded to the posts they are serving on 

14. Women face tough time even with higher  education 

15. Women’s under representation in administrative positions is due 

to cultural barriers 

16. Woman’s role in Pakistan is affected mostly by cultural 
expectations 

17. Women face sexual harassment at work place so they don’t want 

to come in leadership 

18. The cultural norms are even more tough in KPK as compare to 

other provinces of Pakistan for working women  

(These will be mentioned as items 1,2,3…….in tables) 

 
The total and mean score of glass ceiling were calculated . The variation 

in the perception of glass ceiling was tested through one way ANOVA 

with demographic profile.  
 

Results 
 

Mean scores were calculated to see the perception of glass ceiling effect 

in universities of Peshawar.   
 

Out of N=150 respondents 58 %( n= 87) perceived a strong   glass 

ceiling effect in their institutes, 30% (n=45) perceived a moderate glass 
ceiling effect while 12 %( n= 18) did not perceive the glass ceiling effect 

as shown in the table. 

 

Table 1. Mean scores of perception related to the existence of glass 

ceiling (GC) 

GC Mean N Std. Deviation 

yes 68.03 87 4.447 
moderate 54.16 45 4.348 

no 40.67 18 3.395 

Total 60.59 150 10.542 
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Out of N=150 respondents 58 %( n= 87) perceived a strong   glass 

ceiling effect in their institutes, 30% (n=45) perceived a moderate glass 

ceiling effect while 12 %( n= 18) did not perceive the glass ceiling effect 

as shown in the table. 

 

One way ANOVA to determine difference in 

perception based on gender 

 

All the eighteen statements were focused to One-way ANOVA on the 

base of independent variable gender (Table 2). Out of eighteen five 
statements were found significantly different gender wise i.e. %age of 

women at entry level teaching positions is high, women are 

better teachers is a gender stereotype, woman’s role in Pakistan 
is affected mostly by cultural expectations, women face sexual 

harassment at work place so they don’t want to come in 

leadership and Even on the higher positions women face 

problems in getting facilities awarded to the posts they are 
serving on. Both genders had the same opinion about the rest of the 

statements, Women are underrepresented in all professional  

fields  in Pakistan Women are equally competent as men, 
Women are turn down for administrative positions, Women are 

not easily promoted from lower to top positions,  Promotion 

percentage to higher positions is low as compare to men, When 
reach to the middle management, women get stuck there,  Even 

for the same job women receive less salaries as compare to 

men, Due to entry in stereotype jobs, majority of women lose 

their abilities, Women deny to hold higher positions due to the 
limited leadership qualities,  Women face tough time even with 

higher  education, The cultural norms are even more tough in 

KPK as compare to other provinces of Pakistan for working 
women.  
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Table 2:   One way ANOVA to determine Differences 

depending on participant's Gender 
Items M F St.M St.F F Sig 

1 3.30 3.11 .108 .113 1.24 .266 

2 3.25 3.26 1.27 1.40 .003 .956 

3 3.26 3.84 1.10 1.01 11.0 .001** 

4 3.14 3.46 1.26 1.00 2.85 .093 

5 3.31 3.58 3.10 3.17 2.28 .133 

6 3.54 3.72 .923 .853 1.47 .226 

7 3.16 3.26 .952 .873 .934 .531 

8 2.98 3.25 1.20 1.04 2.58 .110 
9 2.98 3.17 1.19 1.07 .977 .324 

10 3.56 3.92 1.38 .932 3.70 .058 

11 3.30 3.83 1.35 .907 8.41 .004** 

12 2.41 2.64 .938 1.11 1.76 .186 

13 3.30 3.42 .912 .939 6.15 .014** 

14 3.57 3.63 1.27 1.17 .076 .784 

15 3.16 3.53 1.05 1.12 3.97 .048 

16 3.15 3.53 .792 .841 7.76 .006** 

17 3.08 3.56 .834 .941 10.2 .002** 

18 3.62 3.74 .934 1.09 .479 .490 
(M mean, F female mean, St.M Standard deviation men, St.F standard deviation Female) 

 

One way ANOVA to determine difference in 

perception based on employee’s education 

 

All the eighteen statements were focused to one-way ANOVA to see the 
difference in perception of glass ceiling based on education of 

employees. It was found that fourteen statements out of Eighteen were 

different on the bases of education, i.e. Women are 

underrepresented in all professional  fields  in Pakistan, %age 
of women at entry level teaching positions is high, Women are 

turn down for administrative positions, Promotion percentage 

to higher positions is low as compare to men, When reach to 
the middle management, women get stuck there, Even for the 

same job women receive less salaries as compare to men, Due 

to entry in stereotype jobs, majority of women lose their 
abilities, Women are better teachers is a gender stereotype, 



 
 
 
 

66 
 

Women deny to hold higher positions due to the limited 

leadership qualities, Even on the higher positions women face 

problems in getting facilities awarded to the posts they are 

serving on,  

 

Table 3: One way ANOVA to determine Differences in 

perception of glass ceiling with reference to participant's 

Education 

Item Master MPhil PhD F Sig 

1 2.93 3.18 3.93 12.89 .000** 

2 3.09 3.38 3.55 1.545 .217 
3 4.10 2.62 3.55 36.35 .000** 

4 3.18 2.68 4.38 21.17 .000** 

5 3.39 2.95 4.41 19.33 .000** 

6 3.67 3.21 4.14 11.44 .000** 
7 3.24 2.90 3.59 5.165 .007** 

8 3.54 2.33 3.21 19.00 .000** 

9 3.13 2.54 3.72 10.54 .000** 
10 3.91 3.41 3.86 2.72   .069 

11 3.93 3.23 3.24 7.433 .001** 

12 2.88 2.05 2.28 10.68 .000** 
13 3.40 2.72 3.95 10.21 .000** 

14 3.43 3.15 4.72 20.15 .000** 

15 3.49 3.00 3.59 3.274 .041* 

16 3.52 3.36 2.97 5.007 .008** 

17 3.61 3.00 3.17 6.987 .001** 

18 3.60 3.97 3.59 1.991 .140 

 
Women face tough time even with higher education, Woman’s 

role in Pakistan is affected mostly by cultural expectations; 

Women face sexual harassment at work place so they don’t 
want to come in leadership. While the respondent had the same 

perception on the statements: Women are equally competent as 

men, Occupations of doctors,. Teachers, etc are traditional 
occupations for women in Pakistan, Women’s under 

representation in administrative positions is due to cultural 
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barriers and The cultural norms are even more tough in KPK as 

compare to other provinces of Pakistan for working women. 

 

Table 4: One way ANOVA to determine Differences 

depending on participant's institution 

Item Public Private St.pu St Pr. F Sig 

1 3.14 3.26 1.028 .917 .552 .450 

2 3.18 3.37 1.359 1.331 .670 .415 

3 3.61 3.60 1.123 1.033 .008 .929 

4 3.33 3.33 1.164 1.058 .000 1.00 

5 3.45 3.51 1.089 1.104 .968 .757 
6 3.67 3.61 .931 .840 .125 .724 

7 3.22 3.23 .919 .887 .007 .932 

8 3.08 3.30 1.086 1.164 1.410 .237 
9 3.13 3.04 1.144 1.101 .247 .621 

10 3.88 3.60 1.072 1.252 2.20 .140 

11 3.74 3.40 1.072 1.223 3.161 .007** 
12 2.55 2.54 1.016 1.103 .001 .980 

13 3.30 3.19 .964 .915 .461 .498 

14 3.66 3.53 1.211 1.212 .404 .526 

15 3.46 3.25 1.128 1.074 1.353 .247 

16 3.37 3.39 .870 .796 .021 .886 

17 3.35 3.39 .951 .901 .039 .843 

18 3.70 3.68 1.081 .948 .007 .933 

 

One way ANOVA to determine difference in perception 

based on difference in institution (Private or Public) 

 

All the statements related to perception of glass ceiling were focused 

to one-way ANOVA on the base of independent variable “nature of 
institute” (public or private)(Table 4) . Out of eighteen statements 

only one statement was found to be significantly different on 

institution background i.e. Women are better teachers is a 

gender stereotype, while all the other statements got almost the 
same response. i.e Women are equally competent as men, %age of 

women at entry level teaching positions is high, Women are turn down 
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for administrative positions ,Women are not easily promoted from lower 

to top positions, Promotion percentage to higher positions is low as 

compare to men, When reach to the middle management, women get 

stuck there, Even for the same job women receive less salaries as 
compare to men, Due to entry in stereotype jobs, majority of women 

lose their abilities, Occupations of doctors,. Teachers, etc are traditional 

occupations for women in Pakistan, Women deny to hold higher 
positions due to the limited leadership qualities, Even on the higher 

positions women face problems in getting facilities awarded to the posts 

they are serving on, Women face tough time even with higher  

education, Women’s under representation in administrative positions is 
due to cultural barriers, Woman’s role in Pakistan is affected mostly by 

cultural expectations, Women face sexual harassment at work place so 

they don’t want to come in leadership, The cultural norms are even more 
tough in KPK as compare to other provinces of Pakistan for working 

women. This clearly shows that the nature of institute, whether 

it is private or public, has no effect on perception of the 
employees about the glass ceiling effect. 

 

One way ANOVA to determine Differences depending on 

participant's age 
 

All the eighteen statements were focused to one way ANOVA 

to find the difference in perception on the base of independent 
variable “age” (table 5). Out of eighteen statements eight 

statements were found significantly different age wise i.e 

Women are underrepresented in all professional fields in 

Pakistan, Women are equally competent as men, %age of 
women at entry level teaching positions is high, Women are 

turn down for administrative positions, Women are not easily 

promoted from lower to top positions, Women are better 
teachers is a gender stereotype, Women face tough time even 

with higher education, Woman’s role in Pakistan is affected 

mostly by cultural expectations, While the rest of the 
statements got almost the same response. 
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Table 5: One way ANOVA to determine Differences 

depending on participant's age 

Item >25 >35 >45 >55 F Sig 

1 2.91 3.35 3.80 3.45 5.779 .001** 
2 2.90 3.53 3.85 3.73 4.413 .005** 

3 3.84 3..35 3.45 3.18 2.702 .048* 

4 2.82 3.85 3.93 4.04 14.94 .000** 

5 3.27 3.40 4.05 4.18 4.755 .003** 
6 3.57 3.68 3.58 3.73 .593 .621 

7 3.13 3.45 3.35 2.82 2.049 .110 

8 3.20 2.98 3.45 3.00 .926 .430 
9 3.05 3.25 3.10 2.91 .416 .742 

10 3.89 3.78 3.45 3.55 .927 .430 

11 3.85 3.50 3.20 3.09 3.013 .0322* 

12 2.68 2.53 2.15 2.36 1.543 .206 
13 3.37 3.25 3.20 2.64 2.006 .116 

14 3.37 3.65 4.00 4.4 3.758 .012** 

15 3.44 3.30 3.20 3.55 .407 .748 

16 3.47 3.35 3.45 2.64 3.381 .020** 

17 3.51 3.18 3.30 3.18 1.349 .261 

18 3.59 3.80 3.85 3.73 .537 .658 

       

One way ANOVA to determine Differences in perception 

work-experience wise 

 
All the eighteen statements were focused to one way ANOVA 

on the base of independent variable work experience (table.6). 

Perception was found diverse on the base of work experience. 
Out of eighteen statements twelve statements were 

significantly different on perception. More explicitly 

respondent’s perceptions on: Women are underrepresented in 
all professional  fields  in Pakistan, Women are equally 

competent as men, %age of women at entry level teaching 

positions is high, Women are turn down for administrative 

positions, Women are not easily  

 



 
 
 
 

70 
 

Table 6: One way ANOVA to determine Differences in 

perception depending on participant's work experience 

 

Item <10 >10 >20 F Sig 

1 2.86 3.96 3.72 21.474 .000** 
2 2.98 3.72 3.88 6.747 .002** 

3 3.76 3.12 3.48 3.816 .024** 

4 3.03 3.72 4.16 14.028 .000** 

5 3.96 4.36 4.00 19.612 .000** 
6 3.50 3.92 3.96 4.333 .015** 

7 3.14 3,36 3.40 1.190 .307 

8 3.00 3.80 3.16 5.427 .005** 

9 2.97 3.56 3.12 2.825 .063 
10 3.71 4.04 3.76 .827 .440 

11 3.74 3.64 3.08 3.473 .034** 

12 2.54 3.28 1.85 13.889 .000** 
13 3.20 3.84 2.92 7.071 .001** 

14 3.34 4.12 4.16 7.990 .001** 

15 3.35 3.60 3.28 .627 .536 
16 3.38 3.64 3.08 2.858 .061 

17 3.51 2.84 3.32 5.549 .005** 

18 3.67 3.80 3.68 .160 .852 

 
promoted from lower to top positions, Promotion percentage to 

higher positions is low as compare to men, Even for the same 

job women receive less salaries as compare to men, Women 

are better teachers is a gender stereotype, Women deny to hold 
higher positions due to the limited leadership qualities, Even 

on the higher positions women face problems in getting 

facilities awarded to the posts they are serving on, Women face 
tough time even with higher  education, Women face sexual 

harassment at work place so they don’t want to come in 

leadership were significantly different. While the remaining 
four statements i.e When reach to the middle management, 

women get stuck there, Due to entry in stereotype jobs, 

majority of women lose their abilities, Occupations of doctors,. 

Teachers, etc are traditional occupations for women in 
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Pakistan; Women’s under representation in administrative 

positions is due to cultural barriers got the same response. 

 

One Way ANOVA to determine difference in perception of 

glass ceiling promotion wise: 

 
All the eighteen statements were focused to one way ANOVA 
to determine the difference in perception regarding glass 

ceiling effect among the employees of the private and public 

universities of Peshawar on the base of independent variable 
promotion (table7). 

 

Table 7: One way ANOVA to determine Differences in 

perception depending on promotions availed  

Item Np 1p 2p 3p F Sig 

1 2.89 3.60 3.00 4.00 7.787 .000** 

2 2.95 3.68 3.00 4.00 3.967 .009** 
3 4.09 3.09 3.00 3.00 13.59 .000** 

4 3.11 3.43 4.50 3.00 6.181 .001** 

5 3.28 3.57 4.50 3.00 5.206 .002** 

6 3.65 3.64 4.00 3.00 1.545 .206 
7 3.20 3.32 3.00 3.00 .557 .645 

8 3.43 2.92 2.00 4.00 .8.735 .000** 

9 3.20 2.98 2.50 4.00 2.689 .049* 
10 3.92 3.64 4.50 1.00 15.43 .000** 

11 3.96 3.36 3.50 1.00 15.66 .000** 

12 2.95 2.00 3.00 3.00 12.57 .000** 
13 3.47 3.13 2.50 3.00 4.628 .004** 

14 3.52 3.42 4.50 5.00 5.395 .002** 

15 3.52 3.17 3.50 3.00 1.291 .280 

16 3.48 3.55 2.00 3.00 15.84 .000** 

17 3.58 3.17 3.00 3.37 3.028 .025** 

18 3.57 3.98 3.50 3.00 2.735 .046* 

 
(1p=one time promotion availed, 2p=two times promotion 

availed…….) 
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Out of eighteen statements fifteen were found significantly 

different on the base of independent variable promotions. 

Respondents perceptions were diverse on: Women are equally 

competent as men, %age of women at entry level teaching positions is 
high, Women are turn down for administrative positions, Women are not 

easily promoted from lower to top positions, Even for the same job 

women receive less salaries as compare to men, Due to entry in 
stereotype jobs, majority of women lose their abilities, Occupations of 

doctors,. Teachers, etc are traditional occupations for women in 

Pakistan, Women are better teachers is a gender stereotype, Women 

deny to hold higher positions due to the limited leadership qualities, 
Even on the higher positions women face problems in getting facilities 

awarded to the posts they are serving on, Women face tough time even 

with higher  education, Woman’s role in Pakistan is affected mostly by 
cultural expectations, Women face sexual harassment at work place so 

they don’t want to come in leadership, The cultural norms are even more 

tough in KPK as compare to other provinces of Pakistan for working 
women, while to only three statements the perception was the same. 

 

Discussion 

 
In present study gender  generated significant divergences in 

perception when it came  to %age of women at entry level 

teaching positions is high, women are better teachers is a 

gender stereotype, woman’s role in Pakistan is affected mostly 
by cultural expectations and women face sexual harassment at 

work place so they don’t want to come in leadership. Promotion 

and work experience have significant influence on perception and age 
and education level have moderate influence on perception. The 

study shows that nature of institute has no influence on perception 

related to the existence of glass ceiling. Total response to the 
existence of glass ceiling show that both gender, senior or junior, 

working in public or private university, availed chances of 

promotion or not and regardless of the age group they belong to, 

perceive the effect of glass ceiling in their universities, but this 
perception defer with difference in their demographic profile. The 

study reveals that women efforts and competencies are not 
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highlighted because of stereotyping behavior exists in our culture 

and that impede their promotions. The most alike perceptions to 

the statements- Women’s under representation in administrative 

positions is due to cultural barriers  and women face tough time 
even with higher education- is the indication that cultural barriers 

and gender discrimination do exist and this gender is not 

receiving equal rights at work place. Generally organizations 
always announce equal employment opportunities but in practice 

the case is not the same.  

 

Conclusion 

 
An attempt is made to disclose the existence of glass ceiling in the 

various universities (private and public) within Peshawar city and 

presence of hurdles women are facing in these institutes during 

their careers. Women are supposed to be inferior, are 

underrepresented, supposed to be in teaching and medicine 

profession only, receive less salary though are as capable as men, 

having restricted promotions, are facing sexual harassments, 

having tough time at their work place etc. and face other societal 

and cultural barriers. All these problems not only disappoint 

women at work place but also decline their abilities and talents.  

 

The study concludes that glass ceiling exists in the various 

universities within Peshawar city regardless whether it is public or 

private. The perception of the employees of these universities 

related to glass ceiling is influenced by their demographic profiles 

.Unexpectedly gender showed less influence on the perception of 

glass ceiling while work-experience and promotion showed 

diversity at the most. The study throw light on the fact that 

working women are in problem and are facing hurdles in 

promotions in the institutions like universities while teaching is 

supposed to be a stereotype job for this gender. Therefore, it is 
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recommended that more research should be conducted focusing 

these invisible barriers and obstacles women face in unaddressed 

sectors such as manufacturing, logistics, transport and tourism.  

Such type of research will help to expand  the verges of 

literature on the concept of glass ceiling, career advancement 

opportunities and diversity management, and will help the policy 

makers to create an atmosphere conducive to productive work for 

all employees. 
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