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Abstract— Today, more women than ever are entering the business world but the majority of top management positions in 
almost all countries are primarily held by men. Female managers generally tend to be concentrated in lower management 
positions men(Catalyst, 1991; Ganıyusufoglu, 2014).  
The recent research studies show that there is an increase of woman participation in business life, but this participation 
generally is not seen in senior-level management but generally seen in in low-levels.  
The glass ceiling was a concept usually applied to women and some minorities. It was very hard, if not impossible, for them 
to reach upper management positions. No matter how qualified or experienced, they simply were not given opportunities to 
further advance their careers. On the other hand, today, there are many more women and minorities in powerful positions. 
However, the glass ceiling is still very real. But, it's not always limited to gender or race (www.mindtools.com, 04.08.2015). 
This paper, examines the glass ceiling syndrome and women in top management with case of Botswana. 
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I. INTRODUCTION 
 
Despite professional eligibilities and ample 
opportunities, female employees are not aptl 
represented in the higher corridors of organisational 
power (Pillai, Prasad & Thomas, 2011). Today’s 
workforce is unique because never before has the 
workforce been so diverse, as women and minority 
are being integrated into the workforce. Despite the 
remarkable increase in the existence of women in the 
workforce, women’s right of entry to diverse 
managerial positions remains restricted, and this is 
especially so for senior management positions all 
over the World (Omotayo, Oladele ans Adenike, 
2013). 
“Women at work” has been an important topic of 
conversation and organizational strategy for 100 
years, and certainly in the last two or three decades. 
There has been several strategies show that US 
corporations have decided to improve the work 
experience of women. This strategy has focused on 
breaking through the glass ceiling. The situation 
where gender pay gaps are typically wider at the top 
of the wage distribution is known as the „glass 
ceiling‟. It is one of the most compelling metaphors 
recently used for analyzing inequality between men 
and women in the workplace, in order to describe a 
barrier to further advancement once women have 
attained a certain level. “The glass ceiling argument 
suggests that gender and race differentials are largest 
at higher organizational levels” (Yap and Konrad, 
2009; Akpinar-Sposito, 2012). 
This paper, examines the glass ceiling syndrome and 
women in top management. The research’s case is 
Botswana. Because Botswana is a good example for 
breaking the glass ceiling and women in top 
management. Despite the being underdeveloped 
country Botswana has a good rank about women in 

top management and breaking the glass ceiling 
acording to all of the World an African Country. This 
paper will examine this issue below. 
 
II. GLASS CEILING SYNDROME,  REASONS 
AND RESULTS 
 
The glass ceiling is a concept that most frequently 
refers to barriers faced by women who attempt, or 
aspire, to attain senior positions (as well as higher 
salary levels) in corporations, government, education 
and nonprofit organizations. It can also refer to racial 
and ethnic minorities and men when they experience 
barriers to advancement (Lockwood, 2004). 
Therefore, glass ceiling is the general name of career 
barriers faced by women in social life (Öztürk, 2011). 
These barriers generally can be divided into three 
categories as individual, organizational and social. 
Assuming multi-role, role and level of responsibility 
woman assume such as mother, wife and being an 
employee worker and etc. Role and responsibility role 
level and individual preference and perceptions -lack 
of confidence, indecisiveness, not improving 
themselves, not risking challenges in career and not 
preferring promotion- are the obstacles from 
individual factors (Karaca, 2007). Organization's 
existing culture, lack of politics, mentor -advisor, 
supporter, guide- and inability to participate in 
unofficial communication networks are obstacles 
stemming from organizational factors (Öztürk, 
2011;Karaca, 20017). Barriers arising from social 
factors can be said professional distinction and 
stereotypes (Taşkın, 2012). 
From the literature's point of view, the following are 
causes of glass ceiling in project management 
(Amaratunga et al., 2007; Ginige et al., 2007; 
Elizabeth, 2011; Kehinde and Kolade, 2013). 
Family Responsibility 
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Family responsibility refers to instrumental activities 
relating to child upbringing, providing goods and 
support services for the family. Family 
responsibilities had played a major role in whether or 
not the women had accepted the jobs. Some of them 
had delayed accepting them until their children were 
older (ILO, 2004; Kehinde and Kolade, 2013). 
 
Discrimination and Harassment 
Discrimination and harassment contribute seriously to 
glass ceiling in management. discrimination against 
women manifest itself in various forms including: Job 
segregation, wage gaps, sexual harassment, the denial 
of career entry and progression, including mentoring 
and poor performance evaluations. Sexual harassment 
also tends to occur more frequently in workplaces 
because some sites are isolated. Women may be 
subjected to inappropriate language or unwelcome 
sexual conduct. In fact, if male supervisors or 
colleagues resent the presence of women in their 
workplace, they may use sexually harassing behavior 
to humiliate them (ILO, 2004). Harassment can be 
verbal, physical or visual and this is the culture and 
tradition of the management (Claudi, 2010; Kehinde 
and Kolade, 2013).  
The following bullet points represent a variety of 
reasons as to why it is believed that women face glass 
ceilings when seeking promotion (Kelly and Paula, 
2013). 
• Social role and identity theory 
• Gender stereotyping and unconscious discrimination 
• Double Bind Hypothesis 
• Family-work conflict and women’s confidence 
• Mentoring and Networking and the ‘Old Boys 
Network’ 
• Gender Differences in Leadership style 
 
III. CASE OF BOTSWANA 
 
Botswana is considered a middle-income country. 
The country has also enjoyed a stable democracy 
since 1996. Botswana is committed to upholding the 
rule of law and affords its citizens and all people in 
the country ‘the protection and the enjoyment of 
freedoms and rights, without discrimination’ as 
provided for by the Constitution. Botswana, one of 
Africa's most stable countries, is the continent's 
longest continuous multi-party democracy. It is 
relatively free of corruption and has a good human 
rights record (www.bbc.com). 
İn 2007, Grant Thoronton madae a research about 
women in senior management. Botswana ranks 9th 
amongst the 32 countries that participated in the 
recent survey that covered 7200 privately held 
businesses. The latest findings from the Grant 
Thornton International Business Report (IBR), 
released to coincide with International Women’s Day, 
reveal that 74% of businesses in Botswana employ 
women in senior management positions. Percentage 
of women in senior management roles in Botswana is 

31% taking the seventh place amongst the 
participating countries. This reflects on the 
confidence placed in women by the owners and 
stakeholders in the business field. Women in 
Botswana are even placed high on International 
positions worldwide (Grant Thoronton, 2007). This is 
seen in the tables and graphs below. 
 

Table.1. Proportion of Business With Women in 
Senior Managemenet. 

 
 
Table 2. Comparison of The Persentage of Women in 

Senior Management 

 
Resource: (Grant Thoronton, 2007; www.gta.co.bw). 
 
And in the  2012, Grant Thornton International 
Business Report has heaped praise on some African 
countries for the impressive number of women 
holding senior management positions. Top of the list 
in Africa was Botswana, with the highest proportion 
of women in senior management positions at 39%. In 
South Africa, women hold 28% of senior 
management positions, higher than the global average 
of 21%. BRICS heavyweight Russia, meanwhile, has 
the world’s highest proportion of women holding 
senior management positions – 46% 
(femalepreneurlounge.com, 10.08.2015). 
At the country level, Russia emerges as the country 
with the highest proportion of women in senior 
management (46%), followed by Botswana, the 
Philippines and Thailand (all 39%). In Russia, the sex 
ratio favours females, with 1.2 women for every man. 
This, together with the promotion of women to 
demonstrate ‘equal opportunity’ in the former Soviet 
Union, helps explain why women have picked up so 
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many jobs in rapidly expanding services sectors, such 
as health, education and accountancy, over the past 
20 years. Meanwhile in Botswana, the Philippines 
and Thailand, the tendency for families to live with or 
near parents and grandparents provides in-built 
childcare infrastructure, allowing mothers to go out 
and work. At the other end of the spectrum are 
countries with relatively patriarchal cultures where 
the proportion of women in senior management is 
much lower, such as Japan (5%), India (14%) and the 
United Arab Emirates (15%) 
(www.grantthornton.co.nz, 10.08.2015). 
Botswana's figure was more than twice the combined 
average of the G7 countries - Canada, France, 
Germany, Italy, Japan, the UK and the US - who 
were reported to collectively have only 18% of their 
women in senior management positions 
(www.gov.bw, 08.08.2015). 
Although these figures seem relatively high, it should 
be noted that the highest positions/officers in the civil 
service such as permanent secretaries, deputy 
permanent secretaries and directors of departments 
are held largely by men. Middle management in 
almost all departments is predominantly women; the 
lower levels of all departments are also 
predominantly women (UNDP, 2012). 
There has been a slight increase in the percentage of 
women who hold top decision-making positions in 
the public administration of Botswana. For example, 
in 2002, the proportion of women was 30 percent 
while, in 2008, it was 37 percent (WAD, 2008) and, 
in 2009, it was 45 percent.56 57 58 The relatively 
high numbers of women who hold management 
positions in Botswana’s public administration can be 
associated with several factors. One of them is the 
enabling policies, which give women opportunities to 
advance in education. For instance, the education 
system in the country does not discriminate against 
anyone on the basis of gender. Females and males 
alike are given equal access to education. Moreover, 
education is highly subsidized by the government. In 
addition, the pregnancy policy has been amended to 
allow pregnant students to continue schooling as long 
as they are comfortable and to return to school after 
six months of childbirth (WAD, 2008; Chilisa, 
Maundeni and Tabulawa, 2010; UNDP, 2012). 
One other factor that accounts for the relatively good 
numbers of women in positions of power in 
Botswana’s public administration is that it is an 
attractive employer for women and men largely 
because the salaries are reasonable compared to 
salaries in other sectors. Furthermore, women in 
Botswana are able to hold positions of authority 
because often, families live with, or near, parents and 
grandparents, providing an in-built childcare 
infrastructure, which allows mothers to go out and 
work. Another reason that accounts for the relative 
progress that women have made in the public 
administration is the high level of determination that 
characterizes some women leaders (WAD, 2008; 

Chilisa, Maundeni and Tabulawa, 2010; UNDP, 
2012). 
One of the local newspapers –the Sunday Standard 
dated 11-17 March 2012, page 3 – cited Anjana 
Suresh, a female partner at Grant Thornton Botswana, 
who said: 
‘Often, female senior managers are self-motivated 
and determined to succeed. They foster a 
collaborative and empowered team atmosphere and 
believe in decentralized decision making. Women are 
effective communicators and display strong 
networking abilities – all of which are fantastic 
qualities in a business leader (WAD, 2008; Chilisa, 
Maundeni and Tabulawa, 2010; UNDP, 2012). 
On the other hand, Botswana has a dual legal system, 
under which customary law is applied alongside 
common law. While there have been several reforms 
of discriminatory provisions under the common law, 
customary law remains particularly prejudicial to 
women’s rights, perpetuating unequal power relations 
between men and women and strengthening 
stereotypes on the role of women in society. 
Although the Constitution of Botswana contains a 
provision on non-discrimination, under clause 
15(4)(c) the prohibition does not apply to: “adoption, 
marriage, divorce, burial, devolution of property on 
death or other matters of personal law”. Women’s 
rights protection instruments ratified by Botswana: 
- CEDAW: ratified 1996 
- CEDAW Protocol: ratified 2007 
- Maputo Protocol: not signed 
Customary law remains deeply discriminatory against 
women, in particular in the areas of family and 
property law. For example: 
Marriage: While the Marriage Act was amended in 
2001 to specify 18 years as the minimum age for 
marriage for both sexes with parental consent, many 
marriages take place under customary law according 
to which there is no such limit. The principle of 
marital power continues to apply to marriages under 
customary and religious law. Women are considered 
legal minors and require their husband’s consent to 
buy or sell property and land, apply for a bank loans, 
and enter into legally binding contracts. Customary 
law authorises polygamy with the consent of the first 
wife, but it is not a common practice. 
Separation: In case of separation, custody is 
traditionally granted to the husband’s family. Mothers 
have only the right to visit. Although the Affiliation 
Proceedings Act of 1999 mitigated discrimination 
against children born out of wedlock, allowing 
women or care-givers to seek maintenance from the 
father; under customary law an unmarried mother has 
no right to receive such maintenance. The mother’s 
own father has a duty to support the child. 
Inheritance: A widow has no right to inheritance from 
her husband; all property passes to the eldest son. If 
the husband had no sons, his eldest daughter can 
inherit but in such case property is administered by 
her male guardian (www.africa4womensrights.org). 
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CONCLUSION 
 
To complete the discussion of the glass ceiling, it is 
essential to mention three primary divergent views 
against the glass ceiling concept. The first argument 
is that women can get to senior-level positions on 
their own merit, through hard work, ambition and 
adding value to the bottom line if they want to. That 
is, some women choose not to pursue more ambitious 
career goals (Pipes, 1996; Lockwood, 2004). 
Consequently, more men than women hold key 
decision making positions such as ministers, chief 
executive officers, permanent secretaries and 
directors. Women, on the other hand, tend to hold 
middle-management and lower positions in the 
central government, local government as well as 
parastatals. The over-representation of men in policy 
making positions translates into men making laws 
and policies for women to implement on other 
women and perpetuating disempowerment of women 
(UNDP, 2012).  
Although men tend to be over-represented in the 
highest positions of power in Botswana’s the public 
administration, the number of women who hold 
middle-management positions is increasing, as noted 
elsewhere in this report. It is hoped that, as this 
number increases, it will sooner or later lead to an 
increase in the number of women who hold the 
highest positions of power in the public 
administration, such as permanent secretaries 
(UNDP, 2012).  
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