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ABSTRACT: Significant research has been conducted in the West and Middle East on the barriers faced by working women
especially in top management positions. However, such studies in the developing societies remain scant. The purpose of this
study is to measure and assess Pakistani students’ attitudes towards women as managers. The Women As Managers (WAMS)
questionnaire was used to collect primary data from a sample of 172 students majoring in business administration at a public
sector university in Pakistan. Data was analysed in SPSS and through Structural Equation Modelling to check the fit of the
model. Results of the study indicate that male students have more positive attitude towards ability of women to perform good as
managers. Students having no exposure of professional work life showed higher acceptability towards women as good
managers. However, no significant differences were found on the basis of age or specified personal characteristics. The study
empirically contributes to wider literature on the issue of influence of cultural factors on negative attitudes toward women as
managers and also validates WAMS scale in a transitioning economy. Further research is required to elucidate attitudes
towards women as managers, such as employees and managers.
Keywords: Women; Managers; Careers; Attitudes towards women as managers; Structural Equation Modelling
1. INTRODUCTION
Women in managerial roles worldwide are gradually gaining
visibility [1]. The qualities of a successful manager such as
ambition, drive, objectivity, decision making are associated
with masculinity [2] and the attitude of “think manager- think
male” seems to trespass time horizons and national borders
[3]; while women continue to struggle to project the image of
ideal worker [4]. Women are seen as less able than men in
executive and leadership positions [5].
The number of female graduates is on the rise and women
make up approximately half of the global force, however,
women are still not visible in management positions [6].
Similar to their counterparts in the Middle East, Gulf region,
Turkey, Europe, Poland, UK, USA etc [2, 3, 5, 7-11],
Pakistani women also face obstacles in career progression
[12-15]. The situation of women in Pakistan is changing, but
the current context is pessimistic. Pakistani women are underregistered as voters [16], their participation rate in the labour
market is among the lowest in the world [17]. There are large
gender gaps in employment and even those who are
employed tend to be concentrated in the agriculture or
informal sector [18]. As Pakistan is a high context culture
with limited written information [19], statistics related to
women at managerial levels are scarce [18], such as regarding
age groups, part-time employment or educational
qualifications. What we do know is that less than 10 percent
of firms have female participation in ownership and only
approximately 11 percent of those females who are employed
in the formal occupations are at managerial or senior officials
position [18]. Having women in the top management can
actually deter the investors [20]. A survey of gender diversity
in the Pakistani labour market found that the major reason of
having not having female board members is their perceived
inability to achieve work-life balance [21].
As such, discrimination against women in formal
employment is possibly related less to their qualifications and
more to the patriarchal nature of the Pakistani society at large
[22, 23]. These include cultural and gender stereotypes

against women‟s role as breadwinner. However, little
empirical research has been conducted on the attitudes
towards female managers in Pakistani context. The purpose
of this paper is to redress this omission by examining the
attitude of men and women towards female managers in
Pakistan.
2. LITERATURE REVIEW
Men and women can have different attitudes towards
managerial roles based in their gender role ideologies. These
can vary across cultures, as what is considered suitable or
acceptable for men and women in one culture may not be the
same in other cultures. Sex differences refer to biological
differences between males and females; while gender
differences refer to both physical, emotional and
psychological characteristics [24]. Characteristics of
successful managers have been empirically based on
ambition, strength, quick decision making, domination,
confidence and independence. It is generally perceived that
women lack these qualities, and are widely seen in caring
and maternal roles [24, 25]. There are also issues associated
with the support women need when returning to work after
career break [26]. Women are also under-represented
worldwide in leadership roles; the reasons include lack of
assertive personality and existing stereotypes regarding men‟s
role as breadwinner and women‟s role as homemaker, for
example, only around 20 percent of the board members of
FTSE100 companies are women [27].
However, there is also empirical evidence of „negative gender
pay gap‟ for women in part-time employment outside
Pakistan, for example, in the UK [28]. Indeed, women do
possess the competency skills set to be in managerial
positions, and can outperform men in leadership roles [29,
30]. Women are transformational or inclusive leaders and
have effective communication to support congenial working
relationships with the human resource and lead to better
organisational performance [31].
In contrast, other researchers suggest that women are
supportive managers and their formal and informal
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communication style is different from that of men, for
example, that women hesitate to interrupt others in meetings,
are more responsive and is more tentative than men [32-34].
Due to gender role stereotypes, men are seen as more suitable
for management positions than women. Also, negative
stereotypes about women, including internalized gender role
ideology, can affect career paths. Even some women believe
they are not qualified enough for top positions or decide to
forego such opportunities to focus on their family roles.
Evidence suggests women in the developed countries can also
consider it „impossible‟ to get senior positions [35] and
childcare is the biggest barrier [36].
The attitudes of Egyptian students towards women as
managers are reported to be very similar to those of the older
generations, however, attitudes of male and female students
do differ [37]. In a comparative study of Egyptian and
American leaders it was found that men and women in Egypt
have negative attitudes towards women managers while in
American sample, women had more positive attitudes than
men towards women managers [38]. Empirical studies in
Chile and USA suggest significant differences in attitudes
towards women as managers based on sex more than those
based on culture [39].
Regarding gender-related differences towards management,
Shaffer et al., [40, p.29] suggest:
There is good news and bad news… The good
news is that some do exist. The bad news is
that they are overused as the basis for sexual
stereotyping.
The barriers women face in reaching top management
positions have also been addressed in the literature from the
viewpoint of metaphors that to invisible barriers that women
face when trying to climb up the career ladder. These include
glass ceilings, cliffs, sticky floors and labyrinths for women
opposed to glass escalators for men [41, 42]. More women
than men experience unfair treatment, discrimination and
bullying [43].
2.1 Worldwide view of Women in Management
In Greece, gender has been reported to be the most important
factor in explaining differences in male and female business
students attitudes towards women as managers; male students
have more negative attitudes than their female counterparts
[44]. Attitudes towards women managers among the students
in UAE also differ; with older generations having more
negative attitudes than the younger generation [30]. It has
been noted that students in the USA do not have significant
differences in their attitudes towards women as managers on
the basis of their stage of education, however, sex differences
remain important in the sense that female students have more
positive attitudes towards women as managers compared to
their male counterparts [45]. Similarly, evidence suggests that
male business students and employees have more
stereotypical attitudes towards women as managers as
compared to their female counterparts despite similar levels
of job involvement and work-based self-esteem among the
male and female managers [46].
Attitudes towards women managers have received extensive
research in the West [9, 35] and in the Middle East [11, 30].
The purpose of the present study is to extend the empirical
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research in this field to a developing country Pakistan where
the situation of managerial women has been under-addressed
in the mainstream literature. Pakistan gained independence in
1947. It is an Islamic state but its culture is an amalgamation
of historic Indian, British and American influences [47].
According to cultural theorist, Pakistan ranks high in power
distance and masculinity index [48]. The constitution
prohibits discrimination on the basis of sex, however, the
societal and managerial practices contradict as there are large
gaps between intended and implemented policies. There is an
administrative culture of nepotism and bureaucracy in
Pakistan [49] and Islamic feminists argue that the religion
and culture in Muslim societies are intertwined to oppress
professional women [14].
2.2 Women in labour market in Pakistan
The total population of Pakistan is approximately 180 million
of which approximately 87 million are women [17]. The total
labour force of Pakistan is approximately 61 million of which
21 percent are women [17]. While the female participation
rate is the highest in Tanzania at 90 percent and lowest in
Jordan at 16 percent [50, p.25], it is approximately 25
percent for Pakistani women [51]. For the age group 15-24 in
Punjab Province of Pakistan, only 17.7 percent of the women
are employed compared to 64 percent men [18]. Of those
above 15 years of age, only 20 percent of the women are
employed, as compared to 80 percent of men. There are also
large gender differences in the employment-to-population
ratio, with women statistics four times lower than their male
Pakistani counterparts [51]. Even those women who are
employed in Pakistan are dominated in agriculture and
vulnerable employment, where vulnerable employment refers
to unpaid family workers and own-account workers as a
percentage of total employment. Approximately 80 percent of
the female employment is in vulnerable employment,
compared to only 59 percent for men [18]. Of the women
who are employed, 45 percent are part-time, compared to
only 8 percent of the total male employment working parttime [52].
The female labour force participation is higher in the rural
areas where almost 75 percent women are in agriculture
sector [16]. In 1991, only 4.3 percent women were employed
in the non-agriculture sector which increased to 13 percent in
2012 [18]. Out of the non-agricultural employment, the share
of women in the informal employment was 76 percent and
only around 24 percent are working in the formal sector [18].
In the urban areas only 10 percent females compared to 66
percent males are employed. In the informal sector in urban
areas, 67.5 percent women are home-based, casual or
domestic workers [53]. There are around three million
domestic female workers in Pakistan [53] and 65 percent of
women are working as unpaid family helpers while only
around 13 percent are self-employed [53]. The share of
women working in Community, social and personal services
(11.2 percent) and manufacturing (11 percent) are also low
[16].
These large gender gaps in employment are reflected in some
of the global rankings for Pakistan. According to the Global
Gender Gap Index of 2015, Pakistan is among the lowest in
the world, with a rank of 144 out of 145 countries [18]. It also
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ranks 88th in the world for wage equality for similar work
[18]; and ranks 124 out of 155 countries on Gender
Development Index in 2009 [53]. The Social Institutions and
Gender Index (SIGI), an indicator of gender inequality that
focuses on the causes behind the inequalities, i.e. social
institutions, ranked Pakistan 55 out of 86 in 2012 [54]. The
overall educational attainment in Pakistan is 135th in the
world. [18]; the literacy rate female-to-male ratio is 0.66 [18].
On the other hand, the average age for women‟s marriage is
26 years [18] and there are fewer female migrants from
Pakistan who go abroad for work is very low, with women
under 35 years of age requiring permission from Ministry of
Manpower to migrate abroad for work [55].
2.3 Women in Management in Pakistan
A significant percentage of women in the labour market are
inactive due to family roles and domestic chores and face
more obstacles than men in finding suitable jobs. A major
reason for the invisibility of women outside of agriculture is
the societal reluctance in accepting the role of women as
breadwinners who are seen in parental roles [14]. Generally,
women‟s work outside the home is not accepted, especially
when it involves interaction with men outside the family [5658].In the family side, there are myths about working women
being devoid of modesty and neglecting their children and
becoming „too independent‟ [59]. There are also stereotypes
in the patriarchal society of Pakistan that women need to be
“looked after”, create a “hassle”, cause “social” problems, go
on maternity leaves hence seen as „irregular‟, refuse to work
long hours or night shifts, resignation upon marriage and
negative effect of family due to employment etc, and male
„machismo‟ especially when being supervised by women [14,
22, 23, 60].
Consequently, there is occupational gender segregation in
women‟s employment across departments, managerial levels
and job assignments (Ayub and Tahir, 2005). These include a
concentration of women in jobs related to customer services,
finance and secretarial posts opposed to men‟s saturation in
management/administration and marketing/sales posts.
Women are also more saturated at secretarial positions while
men dominate the management positions. And, there are
gender differences across job assignments, with more women
associated with file-work while men are associated with field
work (Ayub and Tahir, 2005).
The profile of a managerial profession women in Pakistan has
been sketched as someone living in metropolitan city such as
Karachi or Lahore, has high educational qualifications, fluent
in English, around 30-35 years, working in a multinational
corporation, has one or two school-going children, has paid
domestic help [61]. However, some of these managerial
women may leave employment upon marriage and resume
career at a later stage of life course. [62].The average age of
woman‟s marriage in Pakistan is 22 years [63]. The economic
activity of women in Pakistan increases until the age of 42,
after which it decreases with age; it is less likely for married
women to participate in the labour market due to family roles
[64].
An overwhelming majority of women working in Pakistan
report cases of sexual harassment at the workplace but lack
confidence in reporting it due to mistrust in the system and
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policies .Moreover, complaining women may be further
snubbed and victimized [57]. Such attitudes may prevail even
in Pakistani families who have migrated to the US, for
example [65]. It is not surprising then that men in formal
employment report higher job satisfaction than women [63].
2.4 Attitudes towards women as managers in Pakistan
While there is a clear lack of numerical data for the share of
females in the board of governors in the formal sector of
Pakistan, according to the latest World Development
Indicators of Pakistan [17], in 2007, no firms in Pakistan have
women in the top management while only seven percent had
female participation in ownership [18]. There is some limited
data available on the gendered occupational segregation and
wage gaps in Pakistan [52]. Pakistani women are a greater
minority group at the managerial levels in the total population
of managers in Pakistan
[66] with only 15 percent
(approximately) women at management positions [67].
Official statistics related to women‟s economic participation
can be underestimated due to cultural inhibition to
acknowledging women‟s paid employment [68].
The discrimination against women across all levels of society
and labour market are becoming more important as
multinational businesses are expanding in the emerging
economy of Pakistan. Consequently, research on gender
issues in Pakistan is a rapidly growing, covering issues such
as women‟s education, health, domestic violence, family
roles, vulnerable employment, political participation and
career progression [64, 69-84]. In a noteworthy exceptional
study of attitudes towards women managers in Turkey and
Pakistan [2], the researchers found that Pakistani men had
more positive attitudes towards women managers than
Turkish men. When women do make it to the top of the
career ladder, this is often attributed more to luck rather than
tangible factors such as skill, ambition or determination [35].
Other obstacles that Pakistani professional women may face
include the lack of female role models [12] and work-family
balance [14]. These can be addressed through adjustments of
organisational, family and societal institutions. An
understanding of women‟s invisibility at managerial roles in
Pakistan is much needed.
Based on this research aim, the research questions are:
1. What are the attitudes of Pakistani students studying
business and management towards women as managers?
2. What are the attitudes of male Pakistani students studying
business and management towards women as managers
compared to the attitude of their female counterparts?
The research hypotheses are:
H1: Male and females have different attitudes towards
woman as managers.
H2: Sex is the most important demographic source of
stereotypical attitudes towards
Following the theoretical review and empirical literature
presented above, a conceptual model is presented for this
paper as shown below. Acceptability is the first dimension
that will be measured to examine attitude of business students
towards women as managers. The second dimension is
barriers to women‟s progression and finally the third
dimension is the ability.
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Figure 1-Conceptual Model

3. RESEARCH DESIGN
The research used a positivist paradigm that supports valuefree and objective approach to research [85]. It is associated
with measurement and although it can used for qualitative
data, this study used quantitative numerical data from an
objective view of social reality and deductive approach to
acquiring knowledge about the attitudes of students towards
women as managers.
A case study design was used, here the single unit referred to
an institution from which the primary data was collected [85].
A cross-sectional design was employed as the data was
collected only once from each respondent [86]. A
questionnaire survey is a popular and cost-effective method
to find out the opinion or attitude of a selected group of
respondents [85]. Obtaining a sample has numerous
advantages including cost and time efficiency. The sample
for this study was collected through purposive technique and
consisted of 172 undergraduate and postgraduate business
students (94 men and 78 women). They were students of a
business school in a large university in Pakistan. 42 percent
of respondents were postgraduate students having job
experience from 2-25 years and 25 percent of the students
were of more than 25 years age.
4. ANALYSIS
4.1 Reliability
An existing questionnaire called Women as Managers Scale
was used. Javalgi et al., [87] stated that the women as
manages scale were designed by Peters, Terborg and Taynor
[88]. Traditionally, the managerial role is considered to be a
male job. Therefore, the objective of the scale was to assess
sex role stereotypes towards women. The scale consists of
women performing managerial roles in organisation.
Reliability refers to the capability of repeating a questionnaire
to obtain similar results. Cronbach‟s alpha is a measure to
check reliability of the research instrument. The respondents
were asked questions, on three dimensions, about how they
feel about women as managers. The dimensions were
acceptance of female managers, feminine barriers that female
managers face and women abilities to cope with managerial
roles. The instrument had 21 question items. The Cronbach‟s
alpha showed good reliability for the instrument as shown
below in Table 1. The number of respondents were 172.
Variables
Acceptability
Barriers
Ability

Table 1-Reliability
No. of Items
Cronbach’s Alpha
10
0.45
05
0.51
06
0.70

4.2 Description
The total 172 respondents were undergraduate and
postgraduate business students. 42 percent of respondents
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were the students who were doing master degree having job
experience from two years to twenty years. The males were
55 percent of the total respondents while majority (75
percent) was of less than 25 years age. Majority of the
respondents (58 percent) were not having any work
experience while 35 percent were having less than five years
of experience. Other personal characteristics were not taken
into account because of the heterogeneity of responses i.e.
such as country of origin and religion see table 2 below.

Male
94

Age
(<25)
126

Table 2-Descriptives
Postgraduate Exp.
Students
None
99
101

Exp.
1-5
60

Exp.
>6
13

4.3 Exploration
Before conducting further analysis, means and standard
deviations of the pilot study data were calculated [89]. The
respondents agreed to the acceptability (4.93) which had the
highest mean value among all variables while barriers with
mean value 4.63 showed that respondents agree to the
presence of barriers for attitude of business students towards
women managers. The results also showed that the
respondents were not much convinced on the abilities of
women as managers with mean value of 3.78. The barriers
were considered to have the highest spread of data and
acceptability had the lowest spread, as shown in Table 3.
Table 3-Statistics
Variables
Mean Std. Deviation
Acceptability
4.93
0.53
Barriers
4.63
0.71
Ability
3.78
1.07

4.4 Analysis of Variance
ANOVA was run to investigate difference of opinion of
respondents with respect to demographic variables of gender,
age group, program of study and work experience. The
results showed that acceptability reported differences in view
point of respondents based on program of study and length of
work experience. Similarly, ability showed significant results
with respect to different genders. The results of analysis of
variance described that there are no differences regarding
barriers and all respondents think alike irrespective of gender,
age group, program of study and work experience. Detailed
results are given in Table 4 below.
Demographics
Gender
Age Group
Study Program
Work Exp.
** <0.001

Table 4-ANOVA
Acceptability
Barriers
0.39
0.40
2.88
1.94
0.45
7.51**
1.09
4.41**

Ability
11.22**
1.28
0.65
0.46

Another study in Pakistan found that men living in nuclear
families and with working mothers have more positive
attitudes towards women as managers as compared to men
living in joint-families and with mothers are housewives;
however, no significant difference were found between male
and female employees in their attitudes towards women as
managers [90].
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4.5 Correlation
The strength of the linear relationship between two variables
can be quantified through correlations [85] and it is a
commonly used measure of relationship between two or more
variables [91]. The value of correlation coefficient indicates
the strength and the sign indicates whether it is a positive or
negative relationship [91]. Correlation matrix suggests that
the correlations among three independent variables are
significant but very weak correlation exists that is suitable for
the analysis for further analysis.
Table 5-Correlations
Acceptability Barriers Ability
Acceptability
1
0.230** 0.245**
0.181**
Barriers
1
1
Ability
** <0.001
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4.6 Structural Equation Modelling
Structural Equation Modelling (SEM) is advanced technique
to check model fit of the data. The SEM results of the study
were close to the suggested values indicating a good model
fit. The value of RMSEA was significant at one percent
(0.06) while CFI was 0.83. SEM results showed that all the
proposed factors (acceptability, barriers and ability) had
significant effects on the attitude of business students towards
women as managers. The highest effect was of ability 0.93.
Two other factors, acceptability 0.81 and barriers 0.82 also
had high effects on the attitude of business students towards
women as managers. Thus, all three hypotheses proposed are
supported by the results. Moreover, SEM diagram with
results for factors and r-square values are presented in Figure
2 below.

Figure 2-SEM Diagram
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5. CONCLUSION
This study provides significant contribution to the existing
empirical literature. While there is reasonable volume of
empirical research on attitudes towards female managers in
many Western and Middle Eastern countries, there is hardly
any in Pakistan. Therefore, this paper provides indigenous
perspective to the international body of knowledge on
attitudes towards women as managers. Secondly, it validates
the questionnaire WAMS in Pakistan which has not been
addressed to date. The study has shown that all the factors of
WAMS proved to be significant in explaining the invisibility
of women at management positions in Pakistan. A major
finding of this study is that there were no age group
differences for the attitude of business students towards
women as managers. Our findings suggest that students with
work experience showed negative attitude towards women as
managers.
6. IMPLICATIONS
The research has highlighted that although the issues of
working women in Pakistan have been subject to great
attention in the recent times, there is still much room for
improvement to achieve gender balance in the management
positions in the labour market of Pakistan. The administration
in Pakistan should promote women in the top management
positions, for example, by setting quotas. This will increase
their visibility at managerial levels and gradually lead to
more positive attitudes female managers. Also, support
structures should be established at a wider scale to infiltrate
confidence among women who are driven and ambitious to
make it to the top of career ladder. Multinational corporations
can also play significant roles to improve the image of
women as successful managers.
7. LIMITATIONS
As with other studies, the researchers admit this study has
specific limitations. The questionnaire survey design was
used to collect primary data from University of the Punjab in
Pakistan. The attitudes of students in less-old universities or
provinces may or may not be similar the students in
University of the Punjab. Secondly, a larger sample size can
be used, especially in different sectors in Pakistan for more
confident and generalizable results. Empirical studies should
also be conducted using dyadic approach that includes
married couples or siblings to understand family perspective
of gender based differences in attitudes towards women
managers. Finally, the real attitudes of the students towards
women managers may be different from their real behaviour
so we call for further studies across these dimensions.
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