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Indira Shrestha (Nepal)

GLASS CEILING AND CAREER
DEVELOPMENT OF WOMEN
IN NEPALESE FINANCIAL
INSTITUTIONS

Abstract

Even though women entered the corporate world in the twenty-first century, there
are still relatively few in leadership roles across all industries. Women’s advancement
may be hampered by a few unseen circumstances. Thus, the study sought to deter-
mine the glass ceiling elements (organizational culture, organizational climate, orga-
nizational practice, and women’s career aspirations) that could impede women’s career
development in Nepalese financial institutions. Descriptive and analytical research
designs were used. Women working as supervisors and above made up the population.
Nepalese financial institutions were separated into three groups (commercial bank, de-
velopment bank, and finance company) using multi-stage sampling. Statistical tools
like frequency, mean, one-way ANOVA, and multiple regression were used for the
396 sample. The result showed that organizational culture (11 items, f = -0.335, p <
0.05) seemed more influencing to affect the career development of women negatively
followed by organizational climate (18 items, p = -0.209, p < 0.05), organizational
practice (10 items, p = -0.176, p < 0.05) and women’s career aspirations (18 items, } =
-0.169, p < 0.05) accounting for approximately 52.3% of the variation. Post hoc analysis
showed that women working in commercial banks have fewer career development op-
portunities compared to development banks. However, there is no difference between
commercial banks and finance companies, as well as between development banks and
finance companies. Finally, the study findings will help policymakers understand invis-
ible barriers that hamper women’s careers and help women become aware of corporate
and personal factors leading to improved careers.

Keywords aspirations, banking sector, career, culture, gender,
progression, unacknowledged barrier, women
JEL Classification J16,]71, M14, M51

INTRODUCTION

The focus on the difficulties and the problems with women’s profes-
sional advancement due to the glass ceiling is prevalent in corporate
jobs, regardless of the organization. “The new millennium provides an
occasion to celebrate the remarkable progress made by women. Those
women now hold seats on corporate boards, run major companies, and
are regularly featured on the covers of business magazines as prominent
leaders and power brokers would have been unimaginable even a half-
century ago. But the truth is women, at the highest levels of business, are
still rare” (Meyerson & Fletcher, 2000, p. 127). According to Fortune’s
latest list, over the previous year, the percentage of Fortune 500 busi-
nesses with female CEOs remained constant at 10.4% (Hinchliffe, 2024).
Today, however, female employees have the confidence to hold a promi-
nent position in a firm, and they have to face a variety of obstacles to
obtain that position (Gunawardane et al., 2023).

The presence of a glass ceiling in women’s professional advancement

was stated by Nepal’s first female CEO of a commercial bank (Thakali
& Tiwari, 2018). Women’s career development is a topic that continues
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to receive attention from around the globe. The study demonstrated that socially created gender role
standards make it difficult for females to attain equal opportunities for leadership positions, which is
consistent with Nepalese society’s patriarchal social structure (Dhakal, 2022). In addition, a wealth of
research has demonstrated how important it is to break down the glass ceiling to attract skilled person-
nel, which will undoubtedly result in a more ethical, successful, inventive, and financially sound firm
(Babic & Hansez, 2021). Many kinds of literature have mentioned that diversity is always better than ho-
mogeneous groups for making better decisions, and eliminating the glass ceiling situation is important
for an organization’s prosperity. Despite much research that has been done worldwide in the area of the
glass ceiling and the increase of women in the corporate field worldwide, very few of them can be seen at
the top level, even in today’s corporate world. In gender studies throughout the world, including Nepal,
discrimination against women is a serious problem. Gender discrimination persists despite the Nepali
government’s implementation of many measures aimed at eradicating gender inequality at all levels
(Mabhat, 2022). Based on the above literature, the metaphor glass ceiling is highly prevalent all over the
world, irrespective of the type of organization. As a result, organizations in nations like Nepal may also
recognize that the glass ceiling is common in all types of organizations and it represents an unspoken or
invisible barrier to women’s career development, especially in high-level roles. In light of these circum-
stances, it is crucial to examine the challenges (for example, both organizational factors and individual
factors) that women encounter and the significant concerns surrounding the relationship between glass

ceiling variables and women’s career advancement in Nepalese financial institutions.

1. LITERATURE REVIEW

AND HYPOTHESES

The word “glass ceiling” refers to women’s discon-
tent within a company. They do not get a position,
although they want to reach that level, because of
an invisible barrier (Mavin, 2000). According to
Sever (2016), the glass ceiling is a barrier that is not
visible and breakable and prevents women from
advancing to a higher level, no matter if they are
capable and qualified. Social role theory explains
why do sexes behave differently and similarly. How
people perceive men and women is influenced by
their roles in society. So, in the corporate field,
males are seen mostly in leadership positions. Men
and women are perceived by different attributes
they possess and are concerned with gender ste-
reotypes (Eagly & Wood, 2012; Jackson, 2001). The
percentage of variation in women’s career develop-
ment in Sri Lankan private enterprises may be ex-
plained by 27.4 glass ceiling variables (Bombuwela
& Alwis, 2013). According to Shrestha et al. (2023),
glass ceiling variables account for 64% of the varia-
tion in women’s career development.

Cultural barriers in organizations reported were
cultural bias, male dominance, fewer opportuni-
ties for women’s careers, not having social recogni-
tion, according to Wirth (2001), proof of women’s
performance, unhappy with women’s presence in
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leadership (Liu, 2013; Thao, 2014), organization-
al culture (Bombuwela & Alwis, 2013; Ragins et
al., 1998; Shrestha et al., 2023). The organization
is judgmental about the effectiveness of women’s
leadership because of gender stereotypes (Jackson,
2001). Female is perceived as too aggressive and
bossy if they follow the predominantly men man-
agement style. Similarly, females are perceived as
ineffective leaders if they manage organizations in
a feminine way (Jackson, 2001; Ragins et al., 1998).
Research has shown that women’s career advance-
ment is impacted by corporate culture.

The climate of an organization is concerned with
the organization’s perception of women regarding
their capacity and commitment (Jackson, 2001).
According to Ohlott et al. (1994), the corporate cli-
mate is not favorable for women, and they need
to fight for their recognition on the job. Different
authors have found an unsupportive corporate cli-
mate, exclusion from “old boy network” (Knutson
& Schmidgall, 1999), no conflict between work
and family, no feeling of the “old boy network”
(Jackson, 2001), unfair judgment for women’s per-
formance, need proof for performance (Dimovski
et al., 2010), conflicting family and work demands
(Rijal & Wasti, 2018; Thao, 2014), different treat-
ment by supervisor because of being women (Rijal
& Wasti, 2018), corporate climate (Shrestha, 2020)
made noticeable obstacles for professional careers.

http://dx.doi.org/10.21511/ppm.23(2).2025.26



Kanter (1977) stated that corporate practices and
processes are key to the betterment of the work-
force in the work environment. It is important to
explore barriers faced by females in reaching high-
er positions in organizations, and found that wom-
en are denied a promotional advantage in the area
where they will have full authority and power (cit-
ed in Ohlott et al., 1994). Knutson and Schmidgall
(1999) mentioned that practices adopted by orga-
nizations include, for example, mentoring pro-
grams for employees, training and professional de-
velopment opportunities for employees, a formal
network for employees, flex-hours for women, and
family-friendly facilities for women to balance be-
tween women’s work-life. Building relationships
with stakeholders and mentoring programs for
women play vital roles in their career development,
helping them increase moral support, level of con-
fidence, and satisfaction in their careers (Ragins &
Cotton, 1996). Literature indicated that practices
adopted by organizations were not found favor-
able for women for example, poor family-friendly
facilities provided by organizations, lack of strong
women role models (Davidson & Cooper, 1992),
pay disparity (Eagly & Steffen, 1984), no prepara-
tion for line management, lack of involvement in
an informal network (Ragins et al., 1998), lack of
developmental opportunities (Jackson, 2001). So,
organizational practices impact women’s career
development (Shrestha et al., 2023; Thao, 2014).

An individual’s motivation toward the chosen job
objective under ideal circumstances is referred to
as career aspiration (Hellenga et al., 2002 cited in
Domenico & Jones, 2006). Women managers are
less likely than males to submit a promotion ap-
plication (Hede & Ralston, 1993). People blame
women for low aspirations (Thao, 2014). Hakim
(2006) mentioned that according to preference the-
ory, women may prefer to choose family or work. It
indicates that their preferences between work and
family may affect their career aspirations, leading
to hampering career development. Hoobler et al.
(2014) mentioned that women lack the desire to pur-
sue careers in top management. Women also desire
jobs with great job stability and minimal obstacles.

A female’s career in organizations is thought to be
impacted by the disparity between the career ob-
jectives of men and women (Olsson, 2002). Hewlett
et al. (2010) found that women’s hesitation to ag-

http://dx.doi.org/10.21511/ppm.23(2).2025.26
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gressively seek out and engage senior colleagues as
allies was sufficiently justified. Individuals adhere
to overly strict notions of a single self that pre-
vent them from interacting with and developing
other probable abilities or identities (Neale, 2020).
Liu (2013) found that very few women are ambi-
tious for promotion, and most of them want just
middle-level management as a comfort zone for
their work-life balance. This reflects that the bar-
rier to women’s careers sometimes comes from
within. Racioppi (2018) found that over 24 years of
working with organizations and interacting with
talented women across many industries, women
themselves construct some barriers to career de-
velopment. Similarly, excellent female performers
put out their best effort through hard labor rath-
er than proper work. So, women themselves are
responsible for staying in the same place, failing
to develop a career-building relationship, which
is very important for their career advancement,
rather than wanting to be noticed, asked, be in-
vited. In other words, women wait for, rather than
seek out, career opportunities. Similarly, other
factors found regarding women’s career aspira-
tions are not thinking of career progression as im-
portant, a priority for family and children (Rijal &
Wasti, 2018), lack of interest in accepting risky and
difficult tasks (Thao, 2014).

The definitions of career development are similar-
ly impacted by the development of career theory
(Afande, 2015). London and Stumpf (1982) stated
that current job happiness is more strongly cor-
related with subjective career success. A person’s
pleasure with their employment includes both in-
trinsic and extrinsic benefits, such as compensa-
tion, possibilities for growth, and professional de-
velopment (Greenhaus et al., 1990).

Literature indicated that Social role theory and
Preference theory are related to the emergence of
the glass ceiling in organizations. Furthermore,
descriptive research by Dimovski et al. (2010) iden-
tified glass ceiling factors that impede women’s job
advancement, including corporate culture, cor-
porate climate, and corporate practice. Similarly,
Shrestha (2020) conducted analytical research to
investigate the relationship between women’s ca-
reer development and glass ceiling variables (cor-
porate culture, corporate climate, and corporate
practice. Women lack ambition and aspirations

373



Problems and Perspectives in Management, Volume 23, Issue 2, 2025

Independent variables

Organizational

H1
culture
Organizational H2
climate

Organizational
practice

H4

Women'’s career
aspirations

\
Vv

Dependent variables

Women’s career
development

Figure 1. Research framework

for growth, as Liu (2013) and Thao (2014) claim.
Although several academics have pointed out
that women’s career aspirations hinder career
development, their impact has not been empiri-
cally evaluated. To fill the research gap in previ-
ous literature and empirically investigate its in-
fluence on women’s career development, a new
individual component of women’s career aspira-
tions has been added. Potential sources for barri-
ers to women’s careers in Nepalese financial in-
stitutions can be seen in Figure 1.

Based on the above literature, the glass ceiling
metaphor is highly prevalent all over the world, ir-
respective of the type of organization. So, organi-
zations in countries like Nepal could also realize
the prevalence of a glass ceiling in any kind of or-
ganization that constitutes the invisible barrier or
unacknowledged hurdle for women’s careers, par-
ticularly at top levels. Considering these situations,
obstacles faced by women and prominent issues
related to the relationship between glass ceiling
factors and the career advancement of women in
Nepalese financial institutions have been noticed.
Finding out how glass ceiling elements (organiza-
tional culture, organizational climate, organiza-
tional practice, and women’s career aspirations)
impact women’s career development in Nepalese
financial institutions was the objective of this
study. As a result of studying the literature, the
following hypotheses were developed:

H:  Organizational culture has an inverse signifi-
cant impact on women’s career development.
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H,  Organizational climate has an inverse signifi-
cant impact on women’s career development.

H.: Organizational practice has an inverse signif-
icant impact on women’s career development.

H: Women’s career aspirations have an in-
verse significant impact on women’s career
development.

2. METHODS

Thisstudy has used a positivistapproach. According
to positivism, study findings are utilized to support
or improve theories, which may give rise to refined
theories and research questions (Park et al., 2020).
Both descriptive and analytical research designs
were employed to show the cause of the glass ceil-
ing on women’s careers in Nepalese financial in-
stitutions. The multi-stage sampling method was
used in this study, as shown in Figure 2.

The study used stratified sampling to categorize
Nepalese financial institutions into three catego-
ries. Stratum 1 (commercial bank = 27), Stratum
2 (development bank =8), and Stratum 3 (finance
company =19), operating at the national level. The
study’s population was female employees in com-
mercial banks, development banks, and finance
companies who held supervisory positions or
above. The population was identified through per-
sonal visits to the human resource department of
the respective organization, telephone, and email.

http://dx.doi.org/10.21511/ppm.23(2).2025.26



Multi stage sampling technique
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Stage 1
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Total organizations
CB—27, DB -8, FC-19 (until Mid-July 2020)

. J/

\ 4

( )

CB—24(5,698), DB -7 (875), FC—17 (294)

Stratified sampling for choosing organizations
. J

A

(" )

Stage 2

Total population from NFIs — 6,867

Respondents were selected focusing

Purposive sampling for choosing respondents

. /

\ 4

on women who were working
as a supervisor and above

Note: CB = commercial bank, DB = development bank, FC = finance company.

Figure 2. Sampling technique and process

5,698 women from 24 out of 27 commercial banks,
875 women from 7 development banks out of 8 de-
velopment banks, and 294 women from 17 finance
companies out of 19 finance companies were iden-
tified due to the unavailability of data from the
remaining organizations. The total population of
Nepalese financial institutions was 6,867 women.

Sample size has been calculated for each stratum.

Taro Yamane Formula (Yamane, 1973)

N 6867
1+ N(e?) 1+6,867(0.05%) ()
= 0807 3779837,

18.1675

where n = sample size, N = population, e = margin
of error (5 percent), and reliability level (95%).

In the second stage, the sample to be drawn from
each stratum was calculated.

N
n, = (Whj -n, )
n, (commercial bank )
3)
-2 698}-378 =313.65=314,
n, (development bank ) @

875

J-378:48.165 =49,

http://dx.doi.org/10.21511/ppm.23(2).2025.26

n, ( finance company)

_( 294

6,867
where N = entire population size, n = entire sam-
ple size, n, = nth stratum sample size, N, = nth
stratum population.

®)

j-378:16.183=17,

396 samples have been collected as a usable one
making the sample size 396. Purposive sampling
is commonly used to select a few cases that will
provide the most insights into a given scenario
(Teddlie & Yu, 2007). The women who encounter
the glass ceiling barriers in their workplaces, when
it comes to promotion, are those who are super-
visors or above. Three components make up the
questionnaires. The first segment dealt with the
respondents’ demographic characteristics; the sec-
ond segment dealt with questions relating to the
independent variable under the glass ceiling factor,
whereas the third section dealt with questions con-
cerning the dependent variable. Self-administered
survey questionnaires were sent out online and
in person to respondents around the nation to
gather the data. Respondents who worked for or-
ganizations out of Pokhara, Kathmandu, and the
Chitwan Valley of Nepal were surveyed online.
Before sending the online questionnaire, the re-
spondents were requested to fill up the question-
naire online. And sent a questionnaire upon their
acceptance of the request to fill up the question-
naire, taking 15 days, and followed up for those
who were late to respond to the survey question-
naire. The survey questionnaire was distributed to
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respondents working in organizations situated in
Pokhara Valley, Kathmandu Valley, and Chitwan
Valley of Nepal in person. They were also request-
ed to fill out the questionnaire, taking 15 days.
353 out of 515 questionnaires received in person
were complete, making the response rate for col-
lecting data 71.26 percent. Similarly, 43 responses
out of 198 survey questionnaires were received
online from respondents who were working out of
Kathmandu Valley, Pokhara Valley, and Chitwan
Valley, making a response rate of 22.72 percent.

Table 1. Demographic profile

. | Percentage
Demographic status : Frequency (%) &
H o,
 Unmarried 360 90.9
Marital : Married 36
status RPN
i Total 396

i Less than 5 years 61

10

Lengthof 11715
service 11620

e
e
 Under 30 years
P P i o
T
4145

Age
et [
Over 50 A A
Tota| e
. Bache|or
i Masters
PhD.

Education

i Total

i Supervisor
i Jr. Officer
i Officer

i Sr. Officer
i Asst. Man

i Manager

i Sr. Manager

396

i Total
319

i Commercial
Development

bank 52 131

Organization
status

i Finance company 25 i 6.3

396

Total

376

Of 396 respondents, married individuals com-
prised 90.0 percent, as shown in Table 1. Few re-
spondents had more than 20 years of experience
in a relevant profession, and the plurality (44.7%)
had five to 10 years of work experience. The bulk
of responders (59.1%) were in the 30 to 35-year-
old age range. Most of them are master’s degree
holders (91.2 percent). Most of the respondents
are in supervisory positions (23.7 percent), and a
few of them are in the position of senior manager
(3.3 percent) and are from commercial banks (80.6
percent). It demonstrated an inverse association
between the number of working women and their
status in employment.

The questions were simplified and adjusted af-
ter receiving input from experts and 15 female
employees working as supervisors and above in
Nepalese financial institutions. Cronbach alpha of
the survey instrument showed that organizational
culture 12 items (a = 0.970), organizational climate
18 (a = 0.911), organizational practice, 10 items (a
= 0.892), women’s career aspirations 18 items (o =
0.878), and women’s career development 5 items (a
= 0.893). Since all the variables used in the study
were found to be reliable, the questionnaire was
distributed to the respondents.

Most of the items used in the four variables un-
der the glass ceiling construct were negatively
phrased. Statements with positive wording were
coded in reverse while entering data into SPSS to
bring uniformity in the responses of respondents.
The study used a unipolar 5-point scale to measure
women’s career development, and the glass ceiling
questionnaire, with the options being strongly
agree (5), agree (4), moderately agree (3), slightly
agree (2), and strongly disagree (1).

Table 3 demonstrated that the women’s career de-
velopment (5 items) Cronbach a coeflicient was
0.978, organizational culture - 12 items (a = 0.967),
and the first agreement factor under this vari-
able showed that a = 0.970 in the case of an item
deleted, which was greater than 0.967. Following
the removal of the first item, Cronbach’s alpha co-
efficient for the organizational culture - 11 items
was found to be a = 0.970.

To achieve external data validity, the sample of
participants was chosen from the target group

http://dx.doi.org/10.21511/ppm.23(2).2025.26
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Table 2. Operationalization of the construct

Construct Operational definition Items Source
oo | e igiars fone st b the gt i sergnan 200, gy andtten 1350
gculture ! ! yze, g 11 Jackson (2001), Ragins et al. (1998), Eagly

(Deal & Kennedy, 1982)

inside the business are all examples of organizational culture

and Carli (2007)

The phrase “climate” refers to a state and how it influences
i the beliefs, feelings, and behaviors of individuals inside an

Organizational o B o
ganiz i organization. It is therefore temporally subjective and often

18

Bergman, (2003), Thao (2014), Dimovski et

al. (2010), Knutson and Schmidgall (1999),

climate {vulnerable to direct manipulation by influential people Ohlott et a(ll.s(éQS‘_)ML)i,uH(ezcéi;)nd Ralston
(Denison, 1996) !
Kostova and Roth (2002) defined corporate practice “as Bergman (2003), Knutson and Schmidgall
Organizational : aroutine use of knowledge for conducting a particular 10 (1999), Thao (2014), Davidson and Cooper
practice function that has evolved under the influence of the (1992), Ohlott et al. (1994), Ragins et al.
organization’s history, people, interest, and actions” (p. 216) (1998)
, An individual’s orientation toward the intended job goal Terefe et.al. (2019), Kim (2014), Racioppi
Women's career ) ) . ! (2018), Liu (2013), Hoobler et al. (2014),
- under ideal circumstances is represented by their career 18
aspiration aspirations (Domenico & Jones, 2016) Hewlett et al. (2010), Knutson and
P ! Schmidgal (1999), Hede and Ralston (1993)
, i Career development is the pursuit of personal growth :
Women's career : . R ) X . :
development N relation to one’s present or future professional duties 5 Greenhaus et al. (1990)
P (London & Stumpf, 1982)
Table 3. Reliability test
Variables Cronbach’s Alpha (a)
Organizational culture (11 items) 0.970
Organizational climate (18 items) 0.976
Organizational practice (10 items) 0.970
Women's career aspirations (18 items) 0.976
Women'’s career developments (5 items) 0.978

(women working as a supervisor and above) to
accurately represent that population throughout
the study’s time. Study characteristics like age
and gender should be taken into consideration
while selecting a representative sample from the
population (Roberts & Priest, 2006). The sample
was calculated to be drawn from each stratum
to achieve external validity. Content validity was
achieved by getting respondents’ knowledge of
a particular topic or assessing personal qualities
(Eby, 1994). By examining the literature and con-
ducting a pilot study with the study’s intended
participants, content validity can be guaranteed
(Roberts & Priest, 2006). To achieve the notion of
criterion-related validity, many kinds of works of
literature have been reviewed to be derived from.
Construct validity entails establishing a relation-
ship between the topics being studied and the con-

http://dx.doi.org/10.21511/ppm.23(2).2025.26

struct or theory that is pertinent to them (Roberts
& Priest, 2006). The study has chosen four inde-
pendent variables under the glass ceiling con-
struct and examined their effects on women’s ca-
reer development based on the theory to achieve
construct validity. VIF values of all four variables
(organizational culture - 4.208, organizational cli-
mate — 4.863, organizational practice — 4.954, and
women’s career aspirations — 1.055) are acceptable
for multiple regression, as suggested by Gujarati et
al. (2016). If the VIF value exceeds 10, it becomes
troublesome.

2.1. Normal probability plot
Figure 3 appears to show that the data are almost

fitted by the regression line, indicating that the da-
ta are almost fitted by the regression line.
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Figure 3. Normal probability plot

2.2. Residual test
Table 4. One-sample Kolmogorov-Smirnov test

Kolmogorov-Smirnov test Result
_Kolmogorov Smirnovz 199
Assmp. Sig. (2-tailed) 0.113

The distribution of the sample does not deviate
from a normal distribution if one sample’s K-S test
is not significant. The p-value is 0.113 > 0.05 sig-
nificance level (R. B. Burns & R. A. Burns, 2008).

3. RESULTS AND DISCUSSION

Table 5. Organization status and women'’s career
development

One-Way

ANOVA test of F . Sk
Between groups 2 4.987** 0.007
Witngows 3% N
Total ; 395 : - : -

Note: ** — the coefficient is significant at a level of 0.01.

At a threshold of significance of 0.01 (p-value =
0.007 < 0.01 significance level), the ANOVA value
(F = 4.987) demonstrates that there is a substantial
variation in the career development of the female
workforce depending on the types of organiza-
tions they work in. Post-hoc analysis is used to ex-
amine the actual situation.

378

Table 6. Organization status and women’s career
development (post-hoc analysis)

Women’s career
development

Least significant Multiple Comparison

difference
Mean
1(0S) J(0S) Difference : P-value
()

-0.4264 0.007**

—0.42089 0:056
0.4264 0.007**
0.0055 Q;983
0.4209 0.056

—0.0055 0.983

Mean (WCD)
CB=2.8351 DB =3.2615 FC=3.2560

Note: ** —the coefficient is significant at a level of 0.01.

Post-hoc analysis results showed a lower degree of
career development of women working in com-
mercial banks (mean = 2.8351) compared to de-
velopment banks (mean = 3.2615). This indicated
that the chance of getting a promotion is higher
in development banks than in commercial banks.
However, the p-value = 0.056 > 0.05 significance
level shows that the mean difference between the
women’s career development of commercial banks
and finance companies is not significant. Similarly,
there is no significant mean difference between
the women’s career development of the develop-
ment bank and finance company, as indicated by a

http://dx.doi.org/10.21511/ppm.23(2).2025.26



p-value = 0.983 > 0.05 significance level. There are
more female employees in commercial banks, and
they are having trouble being promoted compared
to development banks and finance companies.

Table 7. Output of multiple regression analysis

i Glass Ceiling and Women’s Career

Constructs
Development

Constant

Organizational culture

Organizational climate

Organizational
practice

Women's career
aspirations

R square

F-statistics

Note: ** — the coefficient is significant at a level of 0.01,
whereas * —the level of significance for the coefficient is 0.05.
The t-statistic values are in parentheses, while the p-values
are in italics.

The multiple regression equation is specified as
follows:

WCD =5.296—-0.335 (organizational cullure)

-0.209 (organizational climate)

6)

-0.176 ( organizational practice)

-0.169 ( women’s career aspirations )

Table 7 showed that four predictor variables (orga-
nizational culture, organizational climate, organi-
zational practice, and women’s career aspirations)
negatively affect the career of women in Nepalese
financial institutions. The negative beta coefficient
of organizational culture (f = -0.335) (p-value =
0.000 < 0.05 level of significance indicates that ev-
ery one-unit change in the organizational culture
of an organization, keeping other variables con-
stant, leads to a decrease in the career develop-
ment of women by 0.335 units. The findings from
Bombuwela and Alwis (2013) and Shrestha et al.
(2023) supported the conclusion that if the organi-
zation’s culture is not favorable for women, there
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will be a hurdle for women’s careers. Women’s
chances of rising to the top are being hampered
by organizational cultures that do not recognize
them as leaders, as Jackson (2001) noted, do not
have social recognition (Wirth, 2001), and do not
believe in women’s performance (Liu, 2013).

The negative beta coeflicient of organizational cli-
mate (p = -0.209) (p-value = 0.007 < 0.05 signifi-
cance level) showed that every unit change in cor-
porate climate is responsible for lowering the ca-
reer development of women by 0.209 units, holding
other variables constant. This result is supported
by Dimovski et al. (2010), Rijal and Wasti (2018),
and Shrestha (2020), who indicated that the career
of women is also determined by the climate of the
corporate house. This finding supported the view
of Jackson (2001), who highlighted unsupportive
corporate climate, like questioning women’s capa-
bility and commitment to career and work, affects
their career progression. Similarly, it is in line with
Dimovski et al. (2010) and Liu (2013), who claimed
that women have to work more than men for the
career ladder. The corporate atmosphere appeared
to be judgmental in its assessment of women.

The negative beta coefficient (f = -0.176) (p-value
= 0.021< 0.05 level of significance) indicated that
each one-unit change in organizational practice
will lead to a decrease in women’s career develop-
ment by 0.176 units, keeping other variables con-
stant. This result is in line with Thao (2014), who
found that unfavorable organizational practices
adopted by organizations hamper the career de-
velopment of women. Similarly, the result is in line
with Ragins and Cotton (1996), who mentioned
that the lack of female role models and poor fami-
ly-friendly policies hamper women’s growth.

Women’s career aspirations (p-value = 0.000 <
0.05 significance level, B = -0.169) indicated that
each unit increase in women’s career aspirations
will hinder their career development by 0.169
units, keeping other variables constant. This re-
sult has supported the argument of Olsson (2002),
Liu (2013), Racioppi (2018), and Terefe et al. (2019).
They argue that women’s career aspirations might
hamper their careers, which comes from within.
Women who lack ambition are less inclined to ad-
vocate for themselves or look for jobs in higher
positions.
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R-squared (0.523) demonstrated that measures
of the glass ceiling variables in the model ac-
count for 52.3 percent of the variation in wom-
en’s career development in Nepalese financial
institutions. The F statistics (107.294) showed
significance at a threshold of significance of 0.01
percent, indicating model adequacy. This re-
sult is supported by Shrestha et al. (2023), who
found that 64 percent of the Nepalese banking
sector and 27.4 percent of Sri Lankan private or-
ganizations are responsible for explaining wom-
en’s career development by glass ceiling factors
(Bombuwela & Alwis, 2013). This shows that the
effect of the glass ceiling factor on women’s ca-
reer development is different from one context
to another.

Based on the results of the study;, it is indicated that
organizational factors (external factors) are more
influential in determining women’s career devel-
opment compared to women’s career aspirations
(internal factors) that come from within. So, it can
be discussed that the supportive culture, climate,
and practice of the organization help women de-
velop their careers. For equal treatment regardless
of gender, businesses should eliminate this type of
gender bias regarding women’s aptitude and de-
gree of commitment. The firm will thereafter be
able to retain its talented workforce. Furthermore,
women must take initiative at work and be ac-
countable for their careers inside an organization.
Taking bravery and striking a balance between
work and family life would advance their careers.

CONCLUSION

This study examined the key elements of the glass ceiling that prohibit women from achieving higher po-
sitions in organizations. This demonstrated that the glass ceiling issues are negatively linked to women’s
job advancement. According to the study’s findings, the most influential factor is organizational culture,
followed by organizational climate, organizational practice, and women’s career aspirations, which all
have an inverse effect on how women grow their careers in businesses. This indicated that organizational
factors or external factors are hampering women’s careers in comparison to women’s career aspirations
(internal factor). So, the culture, climate, and practices adopted by Nepalese financial institutions did not
seem favorable for women, which might help them in their career development. These three glass ceil-
ing factors are a reflection of a patriarchal society. It seems that organizations still do not have a positive
perception of women. However, it would be better to eliminate preconceived notions related to gender ste-
reotypes for the overall financial health of the organizations. The promotion should be based on the per-
formance evaluation, not on gender. Post hoc analysis showed that women working in commercial banks
have fewer career development opportunities compared to development banks. However, opportunities
for professional advancement for women employed in commercial banks and finance companies, as well
as between development banks and finance companies, were not observed to differ significantly.

This study’s identification of unseen barriers will aid policymakers in comprehending both overt and
covert obstacles that women confront in their career advancement. Identification of some glass ceiling
factors in this study may help organizations realize that gender discrimination in case promotion may
be harmful to an organization’s performance. The glass ceiling factor identified in this study has some
implications for women employees to stay strong and confident and aspire to even achieve leadership po-
sitions by moving beyond the literature found concerning women’s low career aspirations for leadership
positions. Lastly, by broadening the perspective from internal and external features to organizational
and individual aspects, this study further enhances the body of current literature by introducing a new
variable, namely women’s career aspirations, to observe its influence on women’s careers. Furthermore,
this study advances the social role theory by examining the relationship between the glass ceiling and
women’s leadership roles. In a similar vein, this study advances the preference theory by investigating
how women’s job goals influence their careers.

This study has yet to take all the financial institutions of Nepal, like microfinance. So, future studies can
include this in their research. Therefore, greater generalizability of the findings from studies of Nepalese
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financial institutions may be needed for all types of organizations in the Nepalese context. So, future
research can add some more variables like political factors, social factors, and family factors that are not
covered in the study. This study is based on a quantitative method using a structured questionnaire only,
no open-ended questions were included in the survey questionnaire. So, it might lack the opinion of the
respondents that might not have been covered in the closed-ended questions that respondents would
like to share. So, future studies can use the mixed methodology to fill the research gap found in this
study. This study has included responses of women working from a supervisor to a senior manager only,
but not the deputy CEO and CEO, due to unavailability. So, future studies can include the response of
women working at that level as well.
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