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Abstract 

 Underrepresentation, inequities, and career advancement to senior leadership positions 

continue to present obstacles for Ghanaian women, affecting their performance in 

organizations. This qualitative descriptive phenomenological study aimed to explore and 

understand the lived experiences of Ghanaian women leaders’ pursuit of professional 

careers in 5 different organizations and how best to improve them. The conceptual 

framework used was Eagly and Karau’s role congruity theory of prejudice and Scheim’s 

leadership and organizational culture theory. The research question explored the 

experiences of Ghanaian women leaders’ pursuit of professional careers in organizations. 

Fifteen purposefully selected Ghanaian women leaders with at least 10 years of 

experience from 5 organizations were interviewed. Data analysis included coding, 

categorizing, and analyzing themes. The 8 resulting themes were gender discrimination, 

opportunities, promotions, mentoring and role models, work and family life balance, the 

wage gap, networking, education and experience. These findings indicated that Ghanaian 

women leaders are still underrepresented in organizations and lack support from 

policymakers and human resource personnel in their pursuit of professional careers. The 

results may inform policymakers and human resource professionals to revisit and revise 

organizational policies by promoting the same career advancement opportunities for 

women representation through inclusion, corporate support, and education. This 

awareness might contribute to positive social change across all organizations, influencing 

organizational performance. 
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Chapter 1: Introduction to the Study 

Underrepresentation, lack of equal opportunities, and career advancement to 

senior leadership positions are problematic and continue to be obstacles for Ghanaian 

women in organizations (Adu-Oppong & Arthur, 2015; Darko & Seibu, 2016). 

Regardless of a woman’s level of education, and their desire to progress in their careers, 

they do not reach the same leadership positions as their men counterparts (Abakah, 2018; 

Aidoo & Achira, 2016; Bruce-Twum, 2013). In Ghana, the lack of women in senior 

leadership positions has attracted many researchers (Abakah, 2018; Adu-Oppong & 

Arthur, 2015; Gyekye, 2013; Tagoe & Abakah, 2015). Despite the numerous studies, 

there are still critical gaps in the literature that undermine efforts to find answers to this 

problem (Ngunjiri, 2016; Nkomo & Ngambi, 2009). 

The Ghana Statistical Service (2019) reported that 51.4% of employable women 

and 48.6% of employable men enter the labor market; only 7% of employable women 

compared with 93% of employable men are selected for senior leadership positions 

despite equal education. In Ghana, women leaders continue to struggle to ensure equal 

flexibility and opportunity for participation in leadership positions (Abakah, 2018). 

Having more women in leadership positions will result in positive role models and 

mentors, allowing other women to possibly gain the confidence necessary to be 

exemplary leaders in organizations (Adu-Oppong & Arthur, 2015).  

This chapter consists of the background of the study, problem statement, the 

purpose of the study, and the research question. The later sections present the description 

of the conceptual framework and the theories that supported the study, the nature of the 
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study, operational definitions, assumptions, scope, delimitations, limitations, and 

significance of the study in practice. The chapter concludes with the summary and an 

introduction to chapter 2. 

Background of the Study 

Underrepresentation, lack of equal opportunity for career advancement, and 

stereotypes about women in leadership continue to keep women out of top-ranking 

positions globally, with no exception in Ghana (Aidoo & Achira, 2016; Bawa & Sanyare, 

2013; Stamarski & Son Hing, 2015). In Ghana, women are mostly esteemed as 

subordinate to the men instead of leaders, and they are oppressed, and dominated by the 

patriarchal society (Sossou, 2011). Ghana is a developing country in West Africa; and the 

first African country to gain independence in 1957, with a population of 18.4 million 

(Frimpong & Agyeman-Budu, 2018). Approximately 41% of women, compared with 

21% of men, are highly educated (Ghana Statistical Service, 2019). Additionally, Ghana 

is among one of the first African countries to grant formal consent to women’s rights and 

elimination of all forms of gender issues in the country (Frimpong & Agyeman-Budu, 

2018; UN General Assembly, 1979). 

Since the attainment of independence in Ghana, women have progressively 

entered the workforce; however, a lag in representation remains in high ranks of 

organizational hierarchy (Ghana Statistical Service, 2019; Sossou, 2011). This increased 

workforce participation did not guarantee career advancement opportunities in reaching 

senior leadership positions (Anku-Tsede & Gadegbeku, 2014). Persisting gender gaps, 

stereotypes, and prejudice embedded in these organizations create an often challenging 
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workforce for Ghanaian women leaders (Bruce-Twum, 2013). Although men and women 

are considered equal in the workforce under Ghanaian law, women face resistance 

despite their outstanding abilities and influence in implementing social change (Abakah, 

2018; Odame, 2014). Without the necessary change, a deficiency of tools to aid the 

improvement of career advancement may continue to perpetuate the underrepresentation 

of women to leadership positions in Ghana (Bruce-Twum, 2013; Roca et al., 2018).  

Understanding the negative effects of the underrepresentation of women in senior-

level leadership positions is vital (Darko & Seibu, 2016). Although Ghanaian women 

leaders surpassed their men counterparts academically, their education does not translate 

into career advancement in many fields due to the undervaluation of women’s 

effectiveness as leaders in Ghana (Javadi et al., 2016). Several researchers asserted that 

well-qualified women might be denied promotions because of gender rather than lack of 

merit in organizations (Abakah, 2018; Bulley, Osei-Bonsu, & Rasaq, 2017; Javadi et al., 

2016; Kaufman, 2012). This conundrum has attracted many researchers and scholars 

worldwide (Al-Mansara, 2013; Almaki, Silong, Idris, & Wahat, 2016; Bruktawit & 

Beyene, 2018; Msila, 2013).  

Javadi et al. (2016) noted that women leaders worldwide continue to fight for 

their rights and strive to have a significant influence with their voices, abilities, or 

capabilities against prevailing prejudices in society. Despite efforts and provisions for 

women’s rights, equal opportunities, and career advancement, cultural barriers continue 

to affect the lives and rights of Ghanaian women (Darko & Seibu, 2016). Hodges (2017) 

argued that the lack of career advancement opportunities for women remains a challenge 
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that affects women’s recruitment and retention. Nadya, Romilia, Kevin, Wen-Hsin, and 

Min (2016) observed that the underrepresentation of women in leadership could be 

attributed to exclusion, lack of equal opportunities, organizational structure, and cultural 

barriers in organizations.  

The unfavorable cultural attitude toward women in authority remains prevalent in 

Ghana, which translates into limitations and social hindrances on women seeking 

leadership roles (Darko & Seibu, 2016). Anku-Tsede and Gadegbeku (2014) noted that 

women are generally seen to exhibit specific characteristics such as being nurturing, 

supportive, and relationship-oriented, which can be positive attributes to be covered in 

the workforce. Boateng (2018) also asserted that throughout history, women who seek to 

pursue professional careers face hostility, ridicule, and other forms of social sanctions 

often rooted in patriarchy. Adongo et al. (2013) observed that in most private and public 

organizations in Ghana, men shy away from giving women a position of authority, 

especially if they involve autonomous decision making.  

 Organizational policies, practices, and processes continually maintain 

stereotyping and prejudice, leading to underrepresented situations that prevent women 

from reaching senior-level leadership positions (DeFrank-Cole, Latimer, Reed, & 

Wheatly, 2014; Madden, 2011). People’s stereotypes pose a significant hindrance to 

women leaders when standing up for their rights because the gender gap still exists in 

organizations (Exkano, 2013). Odame (2014) noted that high levels of ethnic and cultural 

discrimination toward women in leadership still rates high in Ghana, which could be the 

driving force for stereotypes.  
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Obstacles preventing gender equality and equal opportunity to top leadership 

positions for Ghanaian women have been well documented as a demonstration of 

patriarchy, and these obstacles need serious consideration (Bulley et al., 2017). Although 

there have been studies on African women in leadership, little is know on how best to 

increase representation and improve career advancement opportunities for Ghanaian 

women to advance to senior leadership positions (Ngunjiri, 2016; Nkomo & Ngambi, 

2009). Based on the literature reviewed gap, there is a need to conduct a qualitative study 

to explore, describe, and understand the lived experiences of Ghanaian women leaders’ 

pursuit of professional careers in organizations. Affording Ghanaian women, the 

opportunity to contribute to innovation and social change in organizations will transform 

the future of organizational practices, culture, and belief toward a more inclusive and 

progressive society (Adu-Oppong & Arthur, 2015). 

Problem Statement 

Despite advances in the public consciousness and the unraveling of negative 

social constructs, underrepresentation and gender gap remain as obstacles for Ghanaian 

women leaders in their pursuit of professional careers (Adu-Oppong & Arthur, 2015; 

Darko & Seibu, 2016). The increased dialogue surrounding gender gap and leadership in 

organizations, and the role that stereotypes and prejudice play in women’s 

underrepresentation, have indicated the necessary amount of work to be done in 

improving Ghanaian women’s career advancement opportunities and increasing their 

representation (Rincon, Gonzalez, & Barreo, 2017; Sossou, 2011).  
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The general management problem to address in this study is that the number of 

Ghanaian women occupying leadership positions is low, resulting in their 

underrepresentation at the higher level of leadership, which can affect organizational 

performance (Apusiga & Adatuu, 2017; Darko & Seibu, 2016; Tagoe & Abakah, 2015). 

The specific management problem to address in this study is that Ghanaian women 

leaders’ pursuit of professional careers has received less value from corporate and human 

resource personnel in organizations compared with their men counterparts (Adu-Oppong 

& Arthur, 2015; Aidoo & Achira, 2016; Atingah, Fatawu, & Adanse, 2017).  

Purpose of the Study 

The purpose of this study was to explore, describe, and understand the lived 

experiences of Ghanaian women leaders pursuit of professional careers in organizations. 

Researchers of organizational leaders have noted that the underrepresentation of women 

coupled with a lack of career advancement opportunities in organizations makes it 

challenging to attract and retain Ghanaian women leaders (Acar, 2015; Adu-Oppong & 

Arthur, 2015; Aidoo & Achira, 2016). The descriptive phenomenology supported by 

Edmund Husserl’s approach for understanding human experiences helped provide a 

detailed description of the lived experiences of the Ghanaian women leaders (Lo et al., 

2019; Moustakas, 1994). I addressed the research gap in this study using a 

phenomenological qualitative approach. The phenomenological approach added 

dimensions to the study and helped understand how an individual can make meaning of 

her personal experience or phenomenon (Denzin & Lincoln, 2011; Giorgi, 2012; 

Moustakas, 1994). The collected data was through semistructured interviews with open-
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ended questions by Skype and telephones. I implemented ethical procedures to establish 

trustworthiness and enhance the study to promote positive social change (Yin, 2016). 

Research Question 

What are the experiences of Ghanaian women leaders’ pursuit of professional 

careers in organizations? 

Conceptual Framework 

The conceptual framework for this study was Eagly and Karau’s (2002) role 

congruity theory of prejudice and Schein’s (2010) organizational culture theory. The 

conceptual framework in a study is a network of interlinked concepts that provide a 

comprehensive understanding, interpretative approach to social reality, and a soft 

interpretation of intentions of a phenomenon (Jabareen, 2009; Miles, Huberman & 

Saldana, 2014). Ravitch and Riggan (2017) described a study’s conceptual framework as 

the system of concepts, theories, expectations, assumptions, and beliefs that ground and 

inform the research, and thereby guide data collection, analysis, and interpretation.  

Other researchers contended that without a conceptual framework, reasoned 

decisions in the research process could not be reached (Maxwell, 2013; Miles et al., 

2014). Based on this study’s purpose, I used three concepts and two theories to describe 

and understand the lived experiences of Ghanaian women regarding underrepresentation 

and career advancement opportunities to senior leadership positions. These concepts 

includes underrepresentation, women leadership experiences, and career advancement 

opportunities.  
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The two theories supporting the study’s concepts asserted the philosophies on 

gender issues in organizations. The role congruity theory of prejudice provided 

perspective on the persistence of gender role stereotyping of women in leadership 

positions in organizations (Ayman & Korabik, 2010; Kacmar, Bachrach, Harris, & 

Zivnuska, 2011; Smith & Gayles, 2018). The role congruity theory presented by Eagly 

and Karau (2002) explains prejudice or stereotype toward women and the continued 

underrepresentation in leadership positions. The role congruity theory is similar to the 

social role theory in that it deals with the conception of gender roles and leadership 

behavior (Ayman & Korabik, 2010; Kacmar et al., 2011). The organizational culture 

theory provided insights into understanding the women’s stories in organizations and the 

effects on its members (Gochhayat, Giri, & Suar, 2017; Schein, 2010).  

This new understanding of the concepts and theories provided a lens to address 

the research question and study objectives. It will give organizational leaders and human 

resource personnel the tools needed to understand how changes to increase women’s 

representation and equal opportunities in the organizational structure, policy, and 

practices will reduce underrepresentation and increase career advancement opportunities 

for women leaders (McCleskey, 2014). The new understanding of the concepts might 

allow organizational leaders to reconsider the effectiveness of their policies (Acar, 2015) 

in promoting Ghanaian women leaders in their careers. Zhu, Gardner, and Chin (2016) 

asserted that organizational culture could affect leaders’ performance and, therefore, 

affect organizational performance, the promotion of women’s interests and issues to 

ensure future advancement opportunities. The study of leadership is critical because 
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effective leadership results in positive organizational outcomes (McCleskey, 2014). A 

more detailed explanation of the conceptual framework and theories will be presented in 

Chapter 2.  

Nature of the Study 

This section of the study provides supportive documentation of ways in which a 

descriptive phenomenological qualitative approach accomplished the goals of the study. 

The descriptive phenomenological approach focuses on the commonality of a lived 

experiences of an individual or group and brings added dimensions to the study of human 

experience through qualitative research (Moustakas, 1994). The aim in selecting this 

approach was to gain a deeper understanding of Ghanaian women leaders’ lived 

experiences regarding their pursuit of higher leadership positions in organizations.  

Amid other qualitative research available for this study, the phenomenological 

approach was best suited for answering the what is it question (Giorgi, 2012). For 

example, according to Ritchie, Lewis, Nicholls, and Ormston (2013), the grounded theory 

uncovers an emergence of philosophy based on systematic gathering and analysis of data. 

An ethnography inquiry explores different facets related to individuals and cultures. The 

narrative design uses a format to relay nonfictional participants’ stories to dramatize 

experiences (Miles et al., 2014). A case study helps in a descriptive and exploratory 

analysis of a person, group, or event (Houghton, Casey, Shaw, & Murphy, 2013).  

The rationale for selecting this phenomenological approach was to increase 

understanding of the essential characteristics of the phenomenon as experienced by 

several Ghanaian women in leadership (Giorgi, 2012; Groenewald, 2004). Another intent 
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was to describe the phenomenon accurately and arrive at a more profound understanding 

of women’s experiences (Mariotto, Zanni, & de Moraes, 2014). The rationale for 

selecting this approach was to add unique understanding, set aside biases and 

preconceived notions about human experiences, and access the feelings and thoughts of 

study participants in their natural setting (Moustakas, 1994; Sutton & Austin, 2015).  

Gathering this information was done by collecting data using semistructured 

interviews with open-ended questions. A criterion sampling was used to select 15 

Ghanaian women leaders with at least 10 years of experience in management or 

leadership. The qualitative research, according to Lo et al. (2019), entails gathering in-

depth data on peoples’ perceptions, contexts, and processes of events that transpired. This 

phenomenological study helped in revealing a situation from a broad spectrum in the 

lives of women leaders in the form of comprehensive explanations (Cleary, Horsfall, & 

Hayter, 2014). 

According to Giorgi (2009), participants in a phenomenological study tend to 

develop a unique voice that expresses the phenomenon. The phenomenology method can 

be divided into two broad categories (i.e., descriptive and interpretive) (Giorgi, 2009). 

They are used to capture detailed descriptions of the research problem and provide a 

possible explanation of the observed phenomena. In this study, I focused on the 

descriptive. Descriptive phenomenological research offers the opportunity to understand 

human experience and engage in scholarly inquiry. Researchers used it when interested in 

understanding individuals’ lived experiences through their reflection (Denzin & Lincoln, 

2011; Giorgi, 2012; Moustakas, 1994).  
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Purposeful sampling, semistructured interviews with open-ended questions by 

Skype or telephone, and a possibility of probing questions with 15 women leaders were 

employed until data saturation occurs. Saturation is reached when there is recurring or 

enough information to replicate the study (Fusch & Ness, 2015). The snowball sampling 

will be utilized if necessary, a method of expanding the sample by asking one participant 

to recommend others for interviewing (Kirchherr & Charles, 2018). Field notes were 

taken, in addition to an audio recording of all the meetings with the participants 

permission.  

The writing of field notes during the interview process will help maintain the 

clarity of the information communicated in each interview. The audio recordings will 

avoid misinterpretation and misquotation of participants’ responses during the research 

process (Caelli, 2001; Tessier, 2012). The transcripts from the interviews were 

transcribed and coded (Saldaña, 2016). I used Microsoft Excel, one of the most popular, 

cost-effective software programs and the most used spreadsheet programs globally. 

Microsoft Excel can perform, organize, and analyze a large amount of data to discover 

patterns, trends, and themes that can improve the study’s result (Meyer & Avery, 2008). 

These strategies seemed helpful to the data collection and analysis as I sought to 

understand the lived experiences of Ghanaian women in leadership pursuit of 

professional careers in organizations. 

Definitions 

The following definitions will enable readers to understand the essential concepts 

used throughout this study and their operational meaning. 
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Career advancement: Moving to higher job responsibilities or reaching a top 

position in companies or organizations to anticipated future posts (Roman, 2017). 

Equal opportunity: The principle of treating all people the same without being 

discriminated against based on gender, age, or national origin (Bishu & Alkadry, 2017). 

Gender: A set of characteristics that are associated with specific biological sex 

(male or female) that is also referred to as masculine or feminine, but associates with 

females or discrimination (Pryzgoda & Chrisler, 2000). 

Gender stereotype: The differences of treatment that exist because of stereotypical 

expectations, behaviors, and attitudes toward women (Ellemers, 2018). 

Leadership: The ability to influence, inspire, persuade, and motivate others to 

pursue a shared vision to achieve worthwhile goals (Mind Tools, 2016). 

Lived experiences: An experience a person has encountered during their lifetime 

(Exkano, 2013). 

Underrepresentation: Is to give inadequate representation to, or to represent in 

disproportionately low numbers (Gumpertz, Durodoye, Griffith, & Wilson, (2017). 

Work-life balance: The extent to which an employee is satisfied that his or her 

work and life role is fulfilled according to his or her values at the time (Koh, Allen, & 

Zafar, 2013). 

Assumptions 

The significant negative discrepancy in women’s representation remains at senior-

level leadership positions in organizations in Ghana and continues to be an obstacle 

(Abakah, 2018; Bruce-Twum, 2013). In this study, I made various assumptions. The 
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primary assumption was that the participants would share information ethically with the 

researcher without restraint. The participants would spend enough time with me, the 

researcher, to collect rich data on their lived experiences of career advancement. The 

participants would be honest and open in their answers and subjective with their 

responses to clarify the study’s phenomenon and the research questions (Morse, 2015; 

Rubin & Rubin, 2012).  

Another assumption was that engagement as a primary instrument, and a 

Ghanaian woman would allow the Ghanaian women leaders to tell their stories with ease 

using their authentic voices (Grant & Osanloo, 2014). This engagement would provide 

enough meaning that would explain the underrepresentation and career advancement 

opportunities of Ghanaian women in leadership. This assumption was necessary because 

of the phenomenon of the study. According to Leedy and Ormrod (2010), an authentic 

voice is made up of individuals who do not receive equal opportunities and do not have a 

view and a voice in their careers. The last assumption was that there could be similarities 

across the women leader’s experiences, which can blend into themes or data (Fusch & 

Ness, 2015). 

Scope and Delimitations 

The scope of this descriptive phenomenological study was to explore and describe 

the lived experiences of Ghanaian women in leadership. In the review, I aimed to obtain a 

rich understanding of the effects of the underrepresentation and career advancement of 

Ghanaian women in leadership positions. To determine what long-term practical 

strategies will be essential for increasing women’s representation and improving career 
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advancement opportunities in organizations in Ghana (Aidoo & Achira, 2016). The study 

will contribute knowledge and promote positive social change in public, private, and 

political organizations. This study’s delimitation was confined to interviewing 15 to 20 

Ghanaian women in leadership positions until saturation occurs (Fusch & Ness, 2015).  

Additional participants will be recruited if the need arises. The use of snowball 

sampling will be added to the purposive sampling (Patton, 2015). This study is limited to 

past and present Ghanaian women leaders with at least 10 years of experience in 

leadership positions because the focus of the research is only on women. Although the 

lived experiences of the participants may include obstacles related to underrepresentation 

and career advancement opportunities, the study is not limited to the negative challenges 

encountered; it will be inclusive of the positive experiences as well. This activity will 

enable me to gain and maintain a holistic picture of the phenomenon (Miles et al., 2014). 

The rationale for the delimitation was appropriate due to the sample size. These 

experienced participants will provide the understanding by revealing a situation from a 

broad spectrum in their lives in the form of a comprehensive explanation (Cleary et al., 

2014; Crouch & McKenzie, 2006). 

Limitations 

The limitation of a research study comprises of factors that a researcher has no 

control over (Barron, 2019). Ideally, the study should draw participants across all 

Ghanaian organizations, but due to limited finances and time, I conducted the study only 

in the Greater Accra region. Another limitation was the demographic information of the 

Ghanaian women leaders captured in the population who were purposefully selected 
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because the number of women occupying senior-level positions is limited (Bruce-Twum, 

2013). Based on the study and the limited nature of the research time, only particular 

Ghanaian women leaders with at least 10 years of experience were solicited to participate 

in this study. The third limitation was that I was the principal instrument for data 

collection and analysis (Erlingsson & Brysiewicz, 2013), which can result in research 

bias causing distorted results and wrong conclusions.  

The fourth limitation could be a lack of finances, study time, or the participants’ 

work schedule—all of which can delay the study’s completion. Miles et al. (2014) argued 

that time constraints are possible substantial limitations in research. The last limitation 

was that if saturation does not occur, I would use snowball sampling to trace additional 

participants (Emerson, 2015; Fusch & Ness, 2015; Kirchherr & Charles, 2018; Patton, 

2015). This limitation may have contributed to the delay in the completion of the study. 

Significance of the Study 

Having more women in leadership positions will result in positive role models 

and mentors, allowing women to possibly gain the confidence necessary to be exemplary 

leaders in organizations (Adu-Oppong & Arthur, 2015). This study will provide insights 

to facilitate mentorship and will help fill in the gender gaps of earlier studies, including 

the absence of how to improve Ghanaian women’s career advancement opportunities 

(Ngunjiri, 2016; Nkomo & Ngambi, 2009). This study will help discover the practices of 

Ghanaian women in leadership positions that make them marketable for promotion. The 

results from this study will provide corporate and human resource leaders with a better 

understanding of the challenges that Ghanaian women face in their pursuit of higher 
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leadership positions (Abakah, 2018). The conclusion of the study will provide 

information to assist Ghanaian women leaders or personnel working toward equal 

opportunities and positive social change in organizations (Adu-Oppong & Arthur, 2015). 

Significance to Practice 

The effects of this study will improve the knowledge of human resource personnel 

and corporate leaders’ ability to develop equal career opportunity policies in all 

departments in their organizations in Ghana (Bulley et al., 2017). The findings of this 

study will provide information, knowledge, strategies, and recommendations to propel 

toward attracting, retaining, training, empowering, motivating, supporting, and mentoring 

Ghanaian women leaders (Stamarski & Son Hing, 2015). The results of this study will 

help bridge the gender gap in the literature. The application of this study will add 

relevance and value to the existing knowledge or practice on women’s 

underrepresentation, and career advancement, which will also affect performance 

appraisal in organizations (Sharma, 2016). The study’s outcome will help improve the 

Ghanaian women leader’s everyday relationships in the organizations so they can balance 

their work and family responsibilities (Bruktawit & Beyene, 2018). This study will also 

influence organizational leaders in hiring, recruiting, and retaining talented women to 

help organizations become more competitive (Adua, Frimpong, Li, & Wang, 2017). This 

strategy will improve the culture and practices in the public, private, and political 

organizations and change the stakeholders’ perspectives.  
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Significance to Theory 

This study will contribute to the body of knowledge in the human resources 

discipline of organizational leadership development and add value to the role congruity 

theory of prejudice and organizational culture theory to address the research question and 

study objectives. (Ayman & Korabik, 2010; Gochhayat et al., 2017; Smith & Gayles, 

2018). The result of the study will equip Ghanaian corporate leaders and human resource 

personnel with a set of tools needed to mitigate women’s underrepresentation in 

organizations (McCann & Kim, 2017; McCleskey, 2014; Kacmar et al., 2011).  

Significance to Social Change 

Positive social change is a transformational process necessary for human and 

social conditions toward societal and organizational well-being with real-world 

implications (Stephan, Patterson, Kelly, & Mair, 2016). This study will provide 

information that will contribute to reducing women’s underrepresentation that has 

prevailed for years in organizations. Positive social change will take a form of continuous 

improvement to promote career advancement opportunities that will transform Ghanaian 

women leaders.  

This study will lead to improvements in mentorship and better work-life balance, 

which will create less stress and more job satisfaction for professional women (Adua et 

al., 2017). Based on this social change, Ghanaian women leaders will be well equipped 

and encouraged to occupy key leadership positions in organizations. These improvements 

will allow the women leaders to participate fully in organizational decision making and 

effectuate social change through their communications as they stand up for their right to 
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take up positions of authority. Change is inevitable. When women get a chance, they can 

be exemplary leaders and change the future of organizational practices, culture, and belief 

for the better (Adu-Oppong & Arthur, 2015).  

Summary and Transition 

There is a need for more Ghanaian women in leadership positions in organizations 

to help bridge the gender gap (Ngunjiri, 2016; Sossou, 2011). The underrepresentation of 

women in leadership positions is problematic and prevalent in Ghanaian organizations 

(Darko & Seibu, 2016; Tagoe & Abakah, 2015). From a historical perspective, women 

underrepresentation, lack of equal opportunity, career advancement, stereotypes and 

prejudice, and harmful cultural attitude toward Ghanaian women top-ranking in their 

fields still prevail in public, private, and political organizations and have put barriers on 

women’s pursuit of higher leadership positions (Aidoo & Achira, 2016; Darko & Seibu, 

2016). In Chapter 1, I introduced the background of the study and described the literature 

that justified the research. I presented the problem statement, the purpose of the study, 

research question that will guide this study, the nature of the study, the operational 

definitions, assumptions, scope, delimitations, and limitations. I also presented the 

conceptual framework and the significance of the study, practice, and positive social 

change in organizations. In Chapter 2, I will address the literature review. 
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Chapter 2: Literature Review 

The management problem that I addressed in this study is that Ghanaian women 

leaders’ pursuit of professional careers has received less value from corporate and human 

resource personnel in organizations compared with their men counterparts (Adu-Oppong 

& Arthur, 2015; Aidoo & Achira, 2016; Atingah et al., 2017). The purpose of this study 

was to conduct a thorough analysis in which I adequately explore, describe, and 

understand the lived experiences of Ghanaian women leaders pursuit of professional 

careers in organizations. The second purpose was to increase the understanding of how 

the underrepresentation and career advancement affect Ghanaian women leaders’ 

progression to leadership positions (Adua et al., 2017).  

The overwhelming evidence in the research showed that the underrepresentation 

of Ghanaian women in senior leadership positions is problematic and is still prevalent in 

the regions and organizations (Darko & Seibu, 2016). Despite advances in the public 

consciousness and the dismantling of negative social constructs, gender gap, lack of equal 

opportunities, fewer promotion opportunities, and stereotypes about women remain as 

obstacles for Ghanaian women in their pursuit to participate in higher leadership 

positions (Darko & Seibu, 2016). Increasing the understanding of the lived experiences, 

state, and opportunities of Ghanaian women leaders in organizations will help bridge the 

literature gap.  

This chapter will include reviewing relevant literature on leadership that applies 

to the phenomenon under study and the literature search strategy including keyword 

searches in different databases–followed by the explanation of the theories in this study. I 
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describe the conceptual framework, present critical gender issues, and address leadership 

concepts in a senior position. I then end the chapter with a summary and conclusions that 

I obtained from the literature review. 

Literature Search Strategy 

Discovering the nature of truth and experiences about women leaders’ pursuit of 

professional careers and their progression to higher leadership positions will contribute to 

the body of knowledge in the human resource discipline of organizational leadership 

development, which eventually will lead to positive social change (Stamarski & Son 

Hing, 2015). The literature search strategy was a critical step in performing proper 

authentic research, and it was used to gather relevant background information for the 

study (Grewal, Kataria, & Dhawan, 2016). This literature search strategy was aimed at 

identifying the need for research in the phenomenon of the study, which was the 

underrepresentation of Ghanaian women leaders and career advancement opportunities to 

higher leadership positions in organizations (Ngunjiri, 2016; Nkomo & Ngambi, 2009).  

I examined more than 150 peer-reviewed articles with publication dates ranging 

from 2014 to present and other older works of primary research, focusing on Ghanaian 

women in leadership roles, career advancement, lack of equal opportunities, and the 

underrepresentation of women. The key terms in the literature search included women in 

leadership, equal opportunity, women underrepresentation, women career advancement, 

and Ghanaian organizations. The key search terms for the research design, framework, 

and theories included qualitative, descriptive phenomenology, conceptual framework, 

role congruity theory, and organizational culture theory. The resulting database included 
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relevant Websites such as EBSCO Host, ProQuest, Google Scholar search engine, and 

PubMed, alongside the Walden University’s library database. I used the DOI locater, and 

URL home page, plus books, peer-reviewed articles, journals, and articles pertinent to the 

field of study.  

The search began with developed questions aligned with the phenomenon of 

study as a strategy to identify relevant literature. The rationale for the search was to gain 

valuable insight into the phenomenon of the study. I focused on studies published within 

the past 5 years, continued by using the key terms in selected databases, and gradually 

extended by focusing on the topic of interest. I also added keywords for the research 

design, framework, and theories to widen the search. All keywords were searched 

individually to find any gaps that existed in the literature, which have impaired the 

examination of a study, and still amenable to further research.  

Throughout the search, I attempted to point out essential missing links in the 

literature as to when they became observable and what databases were used, if 

appropriate. One hundred fifty peer-reviewed articles from 49 sources were reviewed. 

Forty-six (93.8%) were published within the last 5 years. Most of the older sources were 

seminal works that supported the conceptual framework; approximately 85% of the 

reviewed literature was published within the past 5 years. The sources also included five 

doctoral dissertations. Last, the Microsoft Excel spreadsheet was used to organize the 

articles for easy access (Meyer & Avery, 2008). 

 Searching for published literature from different databases about the study’s 

phenomenon led to the recognition that there was little conclusion reached on the basis 
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directly connecting to increasing Ghanaian women’s representation and improving career 

advancement opportunities to higher leadership positions. The search also revealed that 

there were no recent studies about fostering career advancement opportunities and 

increasing the number of Ghanaian women in leadership (Abakah, 2018; Ngunjiri, 2016). 

The literature reviewed indicated that Ghanaian women leaders still struggle to obtain 

senior leadership positions despite their growing number of earning degrees; they remain 

underrepresented in all career fields (Bulley et al., 2017). This situation indicated that 

there is a significant discrepancy in Ghanaian women’s representation in leadership 

positions in organizations (Bruce-Twum, 2013; Rincon et al., 2017).  

Conceptual Framework 

The conceptual framework for this phenomenological study was Eagly and 

Karau’s (2002) role congruity theory of prejudice, and Schein’s (2010) organizational 

culture theory. The conceptual framework in a study is a network of interlinked concepts 

that provide a comprehensive understanding, interpretative approach to social reality, and 

give a soft interpretation of intentions of a phenomenon (Jabareen, 2009; Miles et al., 

2014). Ravitch and Riggan (2017) described a study’s conceptual framework as the 

system of concepts, theories, expectations, assumptions, and beliefs that ground and 

inform the research, and thereby guide data collection, analysis, and interpretation. Other 

researchers contended that without a conceptual framework, there would be no way to 

make reasoned decisions in the research process (Maxwell, 2013; Miles et al., 2014). The 

conceptual framework can best explain the entire research process under study and, 
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therefore, will make the findings more meaningful (Dickson, Adu-Agyem, & Emadi, 

2018; Grant & Osanloo, 2014; Ravitch & Riggan, 2017).   

Based on this study’s purpose, a combination of three concepts and two theories 

was used to describe and understand Ghanaian women leaders’ lived experiences 

regarding their pursuit of professional careers in organizations. These concepts included 

underrepresentation, women in leadership experiences, and career advancement. The two 

relevant theories supporting the ideas in this study included the role congruity theory of 

prejudice and organizational culture theory —implementing these two theories accounted 

for the complex state surrounding women underrepresentation and career advancement 

opportunities (Smith & Gayles, 2018). The study of leadership is a worthwhile endeavor 

because effective leadership results in positive organizational outcomes (McCleskey, 

2014).  

The aim was to gain a new understanding of the concepts to determine the 

practical strategies that would help Ghanaian corporate leaders and human resource 

personnel involved in improving women’s career advancement opportunities. A review 

of leadership research showed that despite women’s education level, numerous 

challenges, including stereotypes about women in leadership and fewer promotion 

opportunities, continue to keep them from top leadership positions (Aidoo & Achira, 

2016). Researchers of organizational leadership have noted that based on gender 

stereotypes and prejudice in organizations, women find it challenging to accept 

leadership roles (Madden, 2011). In most private and public sector organizations in 
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Ghana, men shy away from giving women leaders responsibilities, especially 

responsibilities that involve autonomous decision making (Adongo et al., 2013).  

The role congruity theory of prejudice will provide perspective on the persistence 

of gender biases and stereotyping of women in leadership in organizations (Eagly & 

Karau, 2002). The role congruity theory is similar to the social role theory in that it deals 

with the conception of gender roles and leadership behavior (Ayman & Korabik, 2010; 

Kacmar et al., 2011). The organizational culture theory will provide insights needed to 

understand the stories and culture of the members in organizations (Marchand, Haines, & 

Dextras-Gauthier, 2013; Smith & Gayles, 2018). Zhu, Gardner, and Chen (2016) asserted 

that organizational culture could affect leaders’ performance and make everyone more 

efficient and successful in organizations. The concepts and theories will provide a lens 

through which to explore, understand, and address the research questions and study 

objectives. 

 The new understanding of the concepts and theories will provide Ghanaian 

corporate leaders and human resource personnel with the tools needed to understand how 

changes to increase women’s representation and promote career opportunities in the 

organizational structure, policy, and practices could provide support for women leaders 

(McCleskey, 2014). The role congruity theory presented by Eagly and Karau (2002) will 

explain prejudice or stereotype toward female leaders and why they continue to be 

underrepresented in leadership positions. The new understanding of prejudice and 

stereotypes will provide corporate and human resource leaders a better understanding of 
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the challenges that women leaders face in their pursuit of higher leadership positions 

(Stamarski & Son Hing, 2015).  

Seminal researchers have used a qualitative descriptive phenomenological 

approach instead of a quantitative approach when lived experiences of participants’ 

private lessons play a significant role in the research (Golberg & Allen, 2015). The 

conceptual framework involving different methods, models, and theories has been 

applied in various investigations on women’s leadership, development, and career 

advancement in organizations and has resulted in significant findings (Charles, 2017; 

Richardson, 2014; Wood 2019). For example, a descriptive phenomenological study 

conducted by Charles (2017) applied the conceptual framework to get the different 

perceptions and understanding of the lived experiences of professional senior executive 

women of color on career advancement in the higher technology industry.  

Underrepresentation of women and lack of equal opportunities are problematic in 

organizations, and they are considered a structural identity deeply intertwined with 

leadership status and social hierarchies (Lanaj & Hollenbeck, 2015). To understand the 

absence of women in the higher leadership positions, Woods (2015) applied the 

conceptual framework and seven theories in her phenomenological study to explain the 

gender gap, stereotypes, and glass ceiling in the workplace. Richardson (2014) conducted 

a research and applied conceptual framework and models to understand the factors that 

affect job satisfaction, dissatisfaction, and performance in organizations. Cain (2015) 

used the conceptual framework in the phenomenological study to explore and understand 

African American women’s lived experience and equal opportunities in the workplace.  
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For a better understanding of the underrepresentation of women and the lack of 

equal opportunity that has evolved over time and still exist in Ghanaian organizations, the 

use of the two preceding theories was the best fit for this study. According to the 

Ghanaian statistical report, due to gender gap violations, when occupying leadership 

positions in public, private, and political organizations, most employable women 

encounter more pushback than employable men (Ghana Statistical Service, 2019).  

 I relied on the role congruity theory of prejudice and organizational culture 

theory to understand how and why gender gap, lack of equal opportunities, and 

stereotypes about women occurs in public, private, and political organizations in Ghana 

(McCann & Kim, 2017). Pedwell and Whitehead (2012) asserted that organizational 

culture theory (OCT) and role congruity theory have long been concerned with the 

relationships between affect, power, and knowledge on women’s leadership. The role 

congruity theory of prejudice used in this study will provide perspective on the 

persistence of gender role stereotyping toward women in a leadership role and reveal any 

observations in the study relating to underrepresentation to leadership positions (Ayman 

& Korabik, 2010; Kacmar et al., 2011).  

The role congruity theory explained that women are seen as less favorable at 

leadership positions in organizations than men (Eagly & Karau, 2002). The role congruity 

theory of prejudice will provide a lens through which gender will be viewed differently in 

organizations regarding underrepresentation and the women’s role as leaders (Kacmar et 

al., 2011). DeFrank-Cole et al. (2014) noted that bias in favor of men in leadership makes 

it difficult for women to be successful in key leadership positions. This theory can be 
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fruitfully used to examine and explain the roots of the prescriptive content of gender 

stereotypes and prejudice (Diekman & Goodfriend, 2006). Based on the foregoing, the 

role congruity theory will provide additional information with a set of tools to understand 

why female leaders have lower status in organizations. 

Adongo et al. (2013) noted that in most private and public sector organizations in 

Ghana, men shy away from giving women leadership roles, especially responsibilities 

that involve autonomous decision making. The underrepresentation of women in 

organizations indicates a significant gender gap in key leadership positions, and women 

need strong support for this change (Namrata, 2017). Various researchers such as Hoyt, 

Price, and Poatsy (2013) applied role congruity theory to understand why numerous 

challenges, including prejudice and stereotypes, about women in leadership, and fewer 

promotion opportunities continue to keep women out of the top spot of authority. Gyekye 

(2013) applied the role congruity theory, and the social role theory, to demonstrate why 

women leaders are discriminated against in some positions, but not in others. Acar (2015) 

utilized the role congruity theory to explain women’s struggle to attain leadership 

positions. 

The next relevant theory guiding this study is OCT, which will provide insights 

into examining the gender gap in organizations and the influence on its members at the 

workplace (Marchand et al., 2013). The OCT will help set the dynamics of participants’ 

peculiar workplace processes from a scholarly perspective (Gochhayat et al., 2017). The 

OCT helps assist and favorably evaluate leaders who demonstrate effective leadership 

characteristics and abilities in the organizations. 
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In this study, the organizational culture theory provided a detailed description of 

the lived experiences, which will create an opportunity for new knowledge necessary to 

understanding the Ghanaian leaders’ evaluation and stereotypes about women in the 

public, private, and political organizations (McCleskey, 2014). Gochhayat et al. (2017) 

contended that organizations with a unique culture perform more effectively than 

organizations with a weak culture. The OCT in this study will not only be utilized for 

managing the team; it will also help human resource and corporate leaders to get a better 

understanding of the perceptions, experiences, and values of Ghanaian women in 

leadership positions (Taplay, Jack, Baxter, Eva, & Martin, 2014). The literature selected 

from previous research on OCT served as a guide for this study, considering what steps 

Ghanaian corporate leaders and human resource personnel will take in increasing 

representation, inclusion, and improving career opportunities to provide support for 

women leaders (Bruce-Twum, 2013; Marchand et al., 2013).  

A deeper understanding and the resulting benefits from these concepts and 

theories will provide knowledge for Ghanaian corporate and human resource leaders 

working toward equal opportunity and positive social change in organizations. Based on 

this knowledge and understanding, the HR leaders might be empowered to revisit their 

existing leadership development programs and policies (Adu-Oppong & Arthur, 2015). 

The revisiting of organizational policies may help increase the creation and promotion of 

a more positive and supportive environment for women’s career advancement, retention, 

and inclusion to all leadership positions in organizations (Gipson, Pfaff, Mendelsohn, 

Catenacci, & Burke, 2017; Stamarski & Son Hing, 2015). 
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Literature Review 

Underrepresentation in organizations is a complex phenomenon seen in 

organizational practices, policies, processes, and structures (Stamarski & Son Hing, 

2015). According to Ngunjiri (2016), interest in women’s leadership and career 

advancement continues to evolve in research. Still, a study on methods to fostering career 

advancement opportunities and increasing representation of Ghanaian women in 

organizations is currently absent. Underrepresentation, lack of equal opportunity, fewer 

promotion opportunities, and stereotypes continue to keep women from leadership 

positions in Ghana, with no exception (Aidoo & Achira, 2016; Stamarski & Son Hing, 

2015). Based on these obstacles, attracting, retaining, and recruiting women continues to 

be low and discouraging (Bruce-Twum, 2013).  

Sossou (2011) explained in her explorative qualitative phenomenological study 

that information on Ghanaian female leadership, equal career opportunities, and gender-

related issues in organizations need serious consideration. Moreover, Aidoo and Achira 

(2016) contended that numerous challenges, including stereotypes about women in 

leadership and fewer promotion opportunities, continue to keep Ghanaian women out of 

leadership positions. However, gaps remain in the literature that has prompted the 

researcher to explore, describe and understand the relationship between gender and 

leadership, causing underrepresentation and lack of equal opportunities in organizations, 

with particular reference to Ghana. The ultimate aim was to contribute to the body of 

knowledge regarding women’s representation and career advancement opportunities in 
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addressing the situation for positive social change in organizations (Adu-Oppong & 

Arthur, 2015).  

The purpose of this literature review was to provide accurate content with relevant 

background information of the study (Grewal et al., 2016) and provide evidence to 

address the research question: What are the experiences of Ghanaian women leaders’ 

pursuit of professional careers in organizations? 

The literature review will also discuss three critical gender issues with other 

supportive related thoughts and concepts on women’s underrepresentation and career 

advancement to senior leadership positions. The three crucial gender issues to address in 

this section included gender and leadership in Ghana, underrepresentation of Ghanaian 

women in leadership in five organizations, and a roadmap to Ghanaian women’s voice 

and organizational change.  

Gender and Leadership in Ghanaian Organizations 

The situations on gender and leadership seem to be different in many developing 

countries (Gipson et al., 2017). To better understand of how underrepresentation, lack of 

equal opportunity, and career advancement affect women leaders’ progression in Ghana, 

it is essential to provide relevant background information on the situation of Ghanaian 

women, beginning from the pre-colonial period. In Ghana, women are mostly considered 

to be subordinate to the men instead of leaders (Sossou, 2011). In the past, Ghanaian 

women were oppressed, dominated, and only allowed to work in the house and on farms 

as mothers and wives with little or no education (Dako-Gyekye & Owusu, 2013). Their 

workload at home was substantial, and their daily chores were overwhelming— they 
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gather firewood and take care of the household (Dako-Gyekye & Owusu, 2013; Sossou, 

2011). 

Although men and women are considered equal under Ghanaian law, women still 

face discrimination in Ghana (Bulley et al., 2017). Gyekye (2013) posited that women 

play a subordinate role to their men counterparts in leadership and their homes. 

Traditional society in Ghana has customarily considered women’s education secondary to 

their roles as mothers and wives (Aidoo & Achira, 2016). Moreover, when young girls 

enrolled in school, they tend to have a higher rate of school drop-out rates due to 

responsibilities at home, which has limited their independence and performance (Sasano, 

2015). Based on the patriarchal society, and the persisting stereotypes, generations of 

Ghanaian women have been oppressed and dominated in various forms, which has 

affected their standard of living (Sossou, 2011).  

Ghana is a developing country and the first African country south of the Sahara to 

gain its independence (Frimpong & Agyeman-Budu, 2018). Independent since 1957, 

among its population of 30.42 million, 57.5 percent of women compared to 46.3 percent 

of men do not have a formal education and, thus, are unable to read and write (Frimpong 

& Agyeman-Budu, 2018; Ghana Statistical Service, 2019). Ghana is also one of the first 

African countries to adopt the international convention on women’s rights and the 

elimination of all forms of gender discrimination (Sossou, 2011). Despite these efforts 

and provisions on women’s rights and interests, gender gaps and cultural barriers 

continue to affect Ghanaian women’s lives and rights (Gyekye, 2013). Darko and Seibu 

(2016) noted that negative cultural attitudes toward Ghanaian women are problematic and 
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have put barriers to women’s progression. Al-Mansara (2013) asserted that women 

worldwide, at a particular stage of their life and career, need to overcome the obstacles 

they face to accomplish their career goals. 

More Ghanaian women are getting out of their comfort zones as subordinates in 

the homes to educate themselves to be exemplary leaders (Abakah, 2018). Despite the 

growing number of African women earning degrees, they continue to struggle, ensuring 

equal opportunity and support to progress in organizations (Anigwe, 2014; Javadi et al., 

2016). Regardless of advances in the public consciousness and the unraveling of negative 

social constructs, gender gap, underrepresentation, lack of equal opportunity with fewer 

promotions, and stereotypes remain obstacles for Ghanaian women in their pursuit of 

higher leadership positions (Aidoo & Achira, 2016; Darko & Seibu, 2016). Although 

women are the majority when it comes to management and political participation, they 

remain underrepresented at senior leadership levels of organizations (Bulley et al., 2017). 

 Leadership has been widely studied and explained with copious definitions 

(Madanchian, Hussein, Noordin, & Taherdoost, 2017). For example, Hao and 

Yazdanifard (2015) described leadership as influencing and motivating others to bring a 

positive change to achieve a worthwhile goal. Mangundjaya, Utoyo, and Wulandari 

(2015) explained leadership as a social influence process that maximizes others’ efforts 

towards achieving a goal. Almaki et al. (2016) demonstrated that leadership inspires 

others to pursue the vision set to the extent that it becomes a shared effort, a shared 

vision, and a shared success.  
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Various research on gender and leadership indicated that women leaders’ and men 

leaders’ performance in organizations do not differ ( Anku-Tsede & Gadegbeku, 2014; 

Archard, 2013; Shwetha & Sudhakar, 2014). Contrary to stereotypes about women 

suggesting that women leaders bring a different set of skills and mindsets to the 

organization than their men counterparts (Gipson et al., 2017). Adongo et al. (2013) 

explained why men shy away from giving women leadership responsibilities, especially 

those involving autonomous decision-making in private and public sector organizations 

in Ghana. Based on this negative discrepancy, the Ghanaian women leaders find it 

challenging to make a significant impact on organizations due to self-doubt and lack of 

confidence (Exkano, 2013; Kaba, 2011; Nadya et al., 2016). According to the Ghana 

living standard survey, Ghanaian women constitute 51.2 percent of Ghana’s population 

of 30.42 million (Ghana Statistical Service, 2019). In general, these women do not fully 

participate in the decision-making process or public discourse. 

Challenges Facing Women in Health Care Organizations 

Ghana is one of the first African countries to confirm the Convention on the 

Elimination of All Forms of Discrimination Against Women (CEDAW), a United 

Nations treaty that focuses on women’s rights and women’s issues worldwide (Sossou, 

2011; UN General Assembly, 1979). Despite these advances and laws, negative cultural 

attitudes prevent Ghanaian women’s success and development (Darko & Seibu, 2016).  

Key et al. (2012) qualitative study on women and their pursuit of professional 

careers show that the number of women entering the workforce continued to grow in the 

21st century. Despite the workforce increase, Adongo et al. (2013) conducted a 
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qualitative descriptive study comprising of 59 in-depth interviews with both men and 

women in Ghana. They found that in most private and public sector organizations in 

Ghana, men tend to shy away from giving leadership responsibilities to women, 

especially those involving autonomous decision-making. The authors highlighted that 

with these negative cultural attitudes, stereotypes, and underrepresentation of women, it 

would be very challenging for Ghana to achieve sustainable development in 

organizations.  

In a meta-analytic test, Joshi, Son, and Roh (2015) addressed the 

underrepresentation women faced in health care organizations and argued that increasing 

the number of women leaders; it is incumbent upon corporate leaders to change the work 

evaluations. Klettener, Clarke, and Boersma (2016) affirmed in their findings that 

targeting women’s participation in executive ranks may promote more effective practical 

and cultural change in support of a more excellent representation of women in leadership. 

Unfortunately, due to the underrepresentation of Ghanaian women at the senior level of 

leadership, the participation rate in all leadership positions is still at a significantly low 

number, thereby affecting organizational performance and appraisal as well as economic 

growth of the country (Adua et al., 2017; Bruce-Twum, 2013).  

The role and status of women in health care organizations is approximately 75 

percent compared to those of the men in all aspects of leadership positions. Yet, their 

representation at senior leadership positions is limited (Javadi et al., 2016). At this 

juncture, Javadi et al. (2016)  revealed evidence on the role and status of health care 

women by using a qualitative phenomenological inquiry study as described by Moustakas 
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(1994) and found that gender challenges are an unpleasant fact in health care 

organizations. In Javadi et al.’s study, there were discussions and interviews with five 

women leaders on the underrepresentation in the health care workforce. The authors 

acknowledged the increase of degrees earned by women, yet they remain 

underrepresented in leadership positions.  

Javadi et al.’s (2016) phenomenological study provided clarity on some lessons 

learned during the interviews, which identified some key issues to success and individual 

competencies. The strength of Javadi et al.’s phenomenological study provided insight to 

help mobilize the untapped women leaders by increasing their representation in the health 

care industry. Despite the increasing evidence of women’s experiences and their image as 

to the vast majority of the health care workforce, they are still considered much less 

likely to hold leadership positions than men (Czabanowska et al., 2017; Javadi et al., 

2016).  

Related research by Guptill, Reibling, and Clem (2018) found that women leaders 

in health care were still having trouble gaining ground concerning equal opportunities 

and career advancement despite the earned degrees and professional gains. The authors 

contended that in most countries, women make up over 75% of the health care sector 

workforce, yet they remain underrepresented at higher leadership levels. Evidence from 

the Ghana Statistical Service (2019) indicated that there are more women than men 

entering the health care workforce. Yet, women leaders are not as visible in the health 

care organization as their men counterparts (Guptill et al., 2018; Morgan et al., 2016). In 

Ghana, health care jobs are among the fastest-growing occupations, and women 
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overwhelmingly dominate the majority of the health care workforce. Nonetheless, the 

representation of women health care workers moving up the hierarchy to the senior-level 

positions is limited (Adua et al., 2017; Guptill et al., 2018).  

The qualitative study by Guptill et al. (2018) revealed that in the health care 

organizations worldwide, the highest proportion of women leaders is in obstetrics and 

gynecology, with a limited number in leadership positions. The researchers utilized semi-

structured interviews with 22 women leaders selected using criterion-based sampling for 

data collection. They concluded that women should be complimented for the strength 

they bring to the leadership table. The advantage of this study rests on the fact that it 

provided insight in supporting the values of women pursuing leadership. The authors 

highlighted that the low representation of women in the upper echelons in the health care 

field has a significant effect on their jobs, making them virtually nonexistent in elite 

leadership positions.  

According to Ayman, Korabik, and Morris (2009), this type of discrimination, 

stereotypes, and workplace bias influences the evaluation of women’s job performance as 

well as career placement or leadership selection. Women leaders in the health care field 

in the corporate world continue to experience an enormous gender gap in leadership 

positions (Yee, 2015). These women leaders in the health care system represent a 

minority in senior leadership and decision making positions (Hirayama & Fernando, 

2018). Various qualitative phenomenological studies show that women leaders in the 

health care professionals continue to experience more enormous challenges than men in 

wages and promotion opportunities (Bismark et al., 2015; Javadi et al., 2016; Yee, 2015). 
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According to Hirayama and Fernando (2018), although the number of women in 

medicine has increased worldwide, women generally remain severely underrepresented in 

all leadership positions in the health care field.  

Kuhlmann et al. (2017) conducted a multicenter cross-counter comparison study 

in four sizeable European health centers focusing on closing the gender leadership gap. 

They argued that the gender gap is perceived stronger in academic enterprises than in 

health care enterprises and in middle management than at the top level. The findings of 

Kuhlmann et al. indicated an essential shift in the gender leadership gap that challenges 

gender policies in leadership positions. The limitation of this particular study is that 

gender-disaggregated data were not systematically collected and affected the findings. 

According to Catalyst Infographic (2018), and Kuhlmann et al. (2017), the 

underrepresentation and stereotypes in organizations are substantial obstacles to women’s 

career advancement. Thus, result in false assumptions and equally false perceptions that 

women leaders in the health care industry do not have the needed traits and 

characteristics to lead.  

Bismark et al. (2015) conducted a related qualitative study on the 

underrepresentation of women in medical leadership roles and why they remain 

remarkably underrepresented in senior-level positions. Bismark et al. utilized 

semistructured interviews of 30 medical practitioners and concluded that although 

women medical practitioners outnumber the men, significant barriers prevent them from 

entering into formal medical leadership roles. The strength of Bismark et al.’s qualitative 

study on the underrepresentation of women enabled a deeper and more nuanced 
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understanding of the barriers to women entering medical leadership roles. Their research 

showed that developing and improving skills to exercise effective leadership is essential 

to all health care organizations. The study’s weakness is that less attention was paid to the 

persistent underrepresentation and career advancement of health care professionals.  

Having more women in leadership roles in the health care industry might result in 

a healthier corporate social and ethical behavior, more innovation, and, in many cases, 

increased revenue (Kirsch, 2018). Supporting women to progress to leadership positions 

in the health care industry can transform the Ghanaian health care system, which will 

allow most women to proceed to the top and impact lives (Escribano-Ferrer, Cluzeau, 

Cutler, Akufo, & Chalkidou, 2016). The gender preference of medical doctors is more 

prevalent among female patients than it is among male patients. On this account, there is 

a need for the inclusion of more professional women in leadership positions in the health 

care industry (Hirayama & Fernando, 2018). Kirsch (2018) supported Hirayama and 

Fernando’s (2018) argument that women physicians are more collaborative and may 

provide better clinical care to society than men physicians.  

Challenges Facing Women in Religious Organizations 

 All Ghanaian women leaders need the opportunity and encouragement to ensure 

that their talents and skills are recognized (Sossou, 2011). In terms of religion among the 

people of Ghana, about 71.2% of Ghanaians are Christians, 17.6% are Muslims, and 5% 

practice traditional religion (Murray & Agyare, 2018). Despite all positive advances 

toward women representation and equal opportunities in Ghana, women remain 
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underrepresented in most major religious organizations (Agadjanian, 2015; Murray & 

Agyare, 2018). 

 Despite advances in women’s leadership roles in religious organizations, 

Agadjanian (2015) study has shown that women leaders face severe barriers in 

ordination. Agadjanian conducted a study using survey data to test hypotheses and 

supported it with quantitative and qualitative data focused on women’s religious authority 

in a predominantly Christian setting in Chibuto, Mozambique. A survey was used to 

collect data on women’s formal leadership across different denominational groups. In the 

study, Agadjanian found that fewer attempts have been made to examine women’s career 

advancement to official leadership positions.  

Agadjanian further explained that despite women’s expansion in religious 

leadership, various research studies had shown persistent barriers to women’s ordination 

even in more progressive denominations. Agadjanian recommended that religious women 

leaders must be empowered in all aspects of leadership and decision making. The 

strength of Agadjanian’s study is that it provided points of departure to examine women’s 

involvement in formal religious authority, which added relevance and value to the 

existing literature on how to improve women’s career pathways to authority. Agadjanian 

concluded that despite the importance of religion and women’s involvement in church 

activities, formal church leadership empowers women yet, the power that women gain 

remains limited. These barriers resulted in an underrepresentation of women in official 

leadership or authority (Agadjanian, 2015; Murray & Agyare, 2018; Naidu & Hoel, 

2013).  
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Although the ordination of women is a holy order and permitted by church law, 

resistance remains prevalent for women leaders worldwide (Hartman, 2013). In many 

cases, evidence shows that it takes religious women leaders a long time to secure their 

first leadership position as compared to their male counterparts. Newkirk and Cooper’s 

(2013) study proved that in most seminary classes, women outnumber men, but the 

religious sector remains the men-dominated sector. Notwithstanding the growth in 

Ghana, women leaders cannot draw on equal opportunity law in a religious organization 

to serve in a senior leadership position or obtain ordination from conservative entities 

(Murray & Agyare, 2018). This situation remains unanswered because of the belief in 

African culture that God opposes the aid of women in religious service (Lyons, 2013).  

Hauser (2014) contended that gender-related resistance, stereotyping, and 

workplace barriers pose a significant hindrance for women in leadership and their pursuit 

of leadership positions even in the church. As a result, women leaders in religious 

organizations find themselves at a disadvantage having to prove themselves as competent 

in leading in any form in the organization and society (Lyons, 2013). According to 

Bledsoe and Setterlund (2015), all women in religious leadership face countless 

challenges in their career advancement, which requires a support system and self-care 

practices for resilience and perseverance. Djupe (2014) investigated clergy gender effects 

on church leadership, which supported Agadjanian’s (2015) conclusion that in most 

churches, women hold less lucrative positions than men.  

In many instances, women leaders are posted to small or rural areas that struggle 

with their membership or on the verge of closure (Djupe, 2014). Acar’s (2015) findings 
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from the applied congruity theory with 281 voluntary participants indicated that due to 

gender stereotypes, women might perform better in a declined or failing organization 

because of their nature. Acar’s analysis and results showed that there is a conflicting 

finding on the hypothesis. Therefore there is a need for further studies that settle the 

debate on the treatment of women leaders in organizations. Acar asserted that although 

women outnumber men in theological training, they tend to head smaller congregations 

and less likely than the men leaders to occupy higher positions of ordination. Kubu’s 

(2017) qualitative study supported Acar’s research. Indicating that women leaders are as 

effective as men leaders, but the maintenance of their gender role constitutes a failure to 

meet a leader’s requirement.  

The implicit bias on underrepresentation, stereotypes, prejudice, lack of equal 

opportunity, and discrimination creates further challenges for women leaders (e.g., lack 

of confidence or lack of self-esteem) (Bruktawit & Beyene, 2018). Unfortunately, these 

failures of equal opportunities and career advancement in women’s pursuit of their 

professional careers can lead to limited decision-making in the organization, which can 

affect performance appraisal (Sharma, 2016). Women’s leadership and career 

advancement constitute an organizational challenge in most African countries and 

religious organizations (Dako-Gyekye & Owusu, 2013). In these countries, like in other 

countries around the world, men tend to characterize women leaders as subordinates—

emotionally and intellectually vulnerable—who need protection and guidance (Dako-

Gyekye & Owusu, 2013). Agadjanian (2015) argued that although these gendered 
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processes are present in all churches, the skills and religious manifestations vary across 

denominations worldwide.  

Many religious organizations, including many of the largest denominations (i.e., 

Roman Catholics, Latter-Day Saints, and the Baptists), do not allow women to be 

ordained or hold leadership positions (Agadjanian, 2015). The fact is that men religious 

leaders had their interest in authority beforehand (Haskins, 2003). For example, in many 

Pentecostal and Apostolic churches in Ghana, the congregation is evenly divided and 

seated according to gender during service time.  

This visible expression of stereotype, gender gap, and discrimination makes 

women feel inferior and holds them back from their full potential to participate in any 

decision making (Verniers & Vala, 2018). Verniers and Vala (2018) conducted a 

hierarchical regression analysis to justify gender discrimination against working women. 

They argued that stereotyping also increases the level of performance pressure and stress 

on women leaders. Therefore, stereotyping must be labeled as one of the most dangerous 

and worst forms of violence against women.  

Even though efforts have been made to lift the religious organization’s prohibition 

on women’s ordination, women leaders still face severe underrepresentation in their 

pursuit of senior-level leadership positions (Verniers & Vala, 2018). Wood (2019) 

supported Verniers and Vala’s (2018) argument. They contended that another worse form 

of power over women in organizations is the persisting gender biases and stereotyping 

that devalues, disregards, degrades, and hinders women’s equal contribution and 

involvement in organizations. As a result, increasing representation of women leaders in 
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religious organizations to key leadership positions should be interpreted positively and 

not be attributed negatively to secularization (Schwanke, 2013; Verniers & Vala, 2018; 

Wood, 2019).   

Anku-Tsede and Gadegbeku (2014) conducted a descriptive cross-sectional study 

on gender and discrimination. They employed snowball sampling and collected data from 

160 workers. Anku-Tsede and Gadegbeku argued that women are generally seen to 

exhibit specific characteristics such as nurturing, supportive, and relationship-oriented. 

However, they do not receive equal career opportunities in their pursuit to reach senior 

leadership positions. The researchers concluded that it is essential for organizational 

leaders to provide an enabling environment for women leaders to occupy top positions in 

religious organizations. They recommended that if these barriers to the inclusion of 

women in senior leadership level are addressed, it will ensure not only the full 

participation of women but also economic growth in Ghana.    

Wood (2019) contended in her theological studies that to support and encourage 

religious women leaders to obtain highly esteemed positions, the policymakers in the 

organization have to be active participants in the restoration of women’s dignity. Wood 

further explained that this support must be done by addressing the complex situations 

surrounding gender gap, stereotypes, prejudice, underrepresentation, and career 

advancement that persist in religious organizations and society. The restoration can 

transform Ghanaian religious organizations by allowing more women leaders to progress 

to authority roles and become exemplary leaders.  
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Wood (2019) concluded that women leaders in faith-based organizations have to 

be empowered to fulfill an integral part of national development, conflict resolution, and 

peacebuilding. Women demand respect and access to equal opportunity and career 

advancement in religious organizations and society at large. The strength of Kubu’s 

(2017) study and Wood’s (2019) study is that they provided valuable information and 

contributions on differences in ability that may affect women leaders and provide them 

with the support to lead. Increasing the support of women will encourage growth, 

development, and career advancement opportunities. 

Challenges Facing Professional Women in Academia 

A review of Msila’s (2013) study shows that the underrepresentation of women in 

academic decision-making positions is a common feature worldwide and needs 

consideration. Underrepresentation of women academic leaders has been for centuries 

and continues to persist as an organizational or institutional problem (Yousaf & 

Schmiede, 2017). Recent research has documented that there are higher education 

institutions that failed to afford women top-tier positions due to factors such as 

stereotyping and gender discrimination (White, 2012). 

In Ghana, gender differences in the labor market have persisted over time, but 

career advancement is lower for Ghanaian women than men (Darko-Gyekye & Owusu, 

2013). Dako-Gyekye and Owusu conducted a qualitative phenomenological study with 

25 women participants between the ages of 30 and 60. They utilized a purposive 

sampling method. The study revealed that Ghanaian women’s employment level, 
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opportunities, and career advancement in academic institutions to leadership positions 

had been described as extremely low.  

Their findings indicated that gender gaps exist in many countries, including 

Ghana. The researchers recommended that there is a pressing need for organizational 

leaders to understand better how stereotypes affect women and design interventions that 

would reduce such practice. The strength of the study provided Ghanaian corporate 

leaders insights on actions to take to support women leaders. The study’s finding was 

supported by Boateng (2018), who rated Ghanaian women in academic leadership 

positions as a minority, consistently seeking flexibility and equal opportunity in career 

advancement. 

Yousaf and Schmiede (2017) conducted a study on barriers to women’s 

representation in academics. They asserted that the underrepresentation of women in 

senior leadership positions in higher education institutions and universities worldwide 

occurs in fascinating situations or contexts. Their findings indicated that there was a lack 

of organizational support for women leaders. Their study’s strength brought awareness to 

corporate leaders to foster career advancement opportunities and increase women’s 

representation. Yousaf and Schmiede recommended that women academic participation 

in developmental programs and their mobility in the system needed boost.  

Jarmon (2014) conducted a study on women administrators and reported that 

despite their attainment of various degrees, they are still underrepresented in decision 

making positions. Jarmon’s research was supported by Odame (2014), who noted that in 

Ghana, women are the minority in leadership positions not because they lack merit, but 
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only because of their gender. Jarmon’s findings indicated that communication skills and 

traditional structure of the work environment in academia are a decisive factor preventing 

women leaders from progressing to senior-level leadership positions. Based on the 

findings, Jarmon concluded that administrators must be committed to lifelong learning, as 

well as personal and leadership development, and women must strive to overcome 

workplace barriers in their pursuit of professional careers. 

The conclusion of Jarmon’s study is supported by Lennon, Spotts, and Mitchell 

(2013), who explained that in academia, women are outperforming men, but they still 

face gender gap and wage gaps. Gallant (2014) emphasized that the underrepresentation 

of women leaders in senior leadership positions in academia worldwide remains a 

problem and affects performance appraisals. For example, in South Africa, women 

leaders occupy fewer than 10% of academic leadership positions (Msila, 2013). In 

Gauteng, 7.8% of men and 3.3% of women hold leadership positions (Msila, 2013). 

White (2012) reported that women leaders in academia remain undervalued, 

marginalized, and often excluded at the leadership level.  

As referenced earlier in this study, in most private, public, and political 

organizations in Ghana, men tend to shy away from giving women leadership 

responsibilities, especially those that involve autonomous decision making (Adongo et 

al., 2013). Parker (2015) implied that although women leaders in academia have made 

little progress in their career advancement, they still linger behind their men counterparts. 

The findings from Parker’s study are supported by Boateng (2018), who explained that in 

Ghana, despite women leader’s progress, the number of women involved in leadership 
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still linger behind their men counterparts regarding leading and managing in 

organizations. Boateng also found that the women leaders’ negative experiences in the 

men-dominated organizations are no different from those encountered in academia. The 

strength of Boateng’s study is its contribution to the body of scholarship. It examines the 

strategies employed by some academic women staff in building resilience to overcome 

their challenges and succeed in their careers.  

According to Shepherd (2017), it is not surprising that due to these stereotypes 

about women and underrepresentation at senior-level positions, progress toward 

increasing women’s representation at all leadership positions is limited and slow. 

Shepherd’s (2017) mixed-method study supported by empirical data from various 

universities indicated a severe gender gap at senior leadership positions in higher 

education sectors. Shepherd found that this significant gender gap is prevalent in 

institutions despite several women leaders who feel they are better prepared for those 

roles than their men counterparts. Shepherd further argued that this is an indication of the 

relative lack of importance attached to women’s issues on career advancement. Shepherd 

emphasized in his argument that although many women provide leadership in academia, 

they appear to be less respected in the university and among their colleagues, and often 

excluded from the informal networking of intellectual leadership.  

Boateng (2018) supported Shepherd (2017) argument and contended that women 

leaders in academia in Ghana lack self-confidence because they are suppressed and 

subdued, which denies them of their potential and feeling of belongingness. Boateng 

(2018) affirmed that in the Ghanaian society, women are seen as inferior to the men 
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intellectually and physically, and as a result, they hardly play a role in decision making. 

Lennon et al. (2013) indicated that more than 50% of doctoral degrees had been awarded 

to women, yet they are still underrepresented in senior-level leadership positions in 

academia. According to O’Neil and Hopkins (2015), the inability of women to break 

through these underrepresentation barriers is due to a lack of confidence and self-doubt. 

Yousaf and Schmede (2017) also argued that this underrepresentation and gender gap 

might be attributed to a lack of education, experiences, and resources to accomplish goals 

compared to men.  

Leifer et al. (2015) argued that another factor for women’s underrepresentation 

begins right from the recruiting and hiring process where biases in favor of men 

candidates are observed. Despite the credibility of Ghanaian academic programs, and the 

overwhelming participation of women, the gender gap in the higher education system is 

still prevalent in the organization (Atuahene & Owusu-Ansah, 2013). In all spheres of 

Ghanaian organizations, gender gap, lack of equal career advancement opportunities, and 

stereotyping have been slowing the progress of women struggling to achieve identity in 

higher leadership positions (Atuahene & Owusu-Ansah, 2013). Gender gaps devalue 

women’s well-being, which is a form of injustice toward their progression despite their 

experience in the various fields (Boateng, 2018).  

Despite what the myth of the pipeline might say about Ghanaian women leaders, 

studies prove that they are available to secure the senior-level leadership positions 

(Boateng, 2018). Various studies have shown that there exists a widespread problem of 

women underrepresentation that can be seen in gender-based obstacles, the wage gap, a 
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slower rate of promotions, lower rate of recruiting, retention, and less recognition in 

organizations (Murray & Chua, 2014). Few studies have formally probed how to improve 

the experience, status, and possibilities of professional women leaders’ pursuit of career 

advancement. According to Madden (2011), failure to address gender gaps in 

organizations, women will continue to be disadvantaged as they remain undervalued, 

marginalized, and excluded from leadership positions in academia (Madden, 2011).  

Jay and Morgan (2016) explained that organizations with women in senior 

leadership positions tend to have a more competitive advantage and high profits. For that 

reason, if women are viewed as equals in academia, supported, and allowed to progress to 

top leadership positions, the intangible barriers or norms (e.g., lack of self-confidence and 

self-doubt) that limit professional women from excelling would disappear (Shepherd, 

2017). Not only would these women benefit, but other younger leaders entering the field 

would feel accepted and mentored, which in turn could create equal and fair employment 

opportunities (Wynen, op de Beeck, & Ruebens, 2015). 

Challenges Facing Professional Women in Political Organizations 

 Lack of significant representation of women in decision making in political 

organizations is a widespread phenomenon in developing and developed countries 

(Anigwe, 2014). Women politicians face unique challenges in their pursuit of leadership 

careers. In political organizations, women leaders may participate in political activities 

(e.g., speaking in public and contributing to candidates), but at lower rates than men 

(Pyeatt & Yanus, 2017). In Ghana, men continue to outnumber women in senior political 

positions by a high margin. As Ghana continues to advance in the promotion of 
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democracy, the country and its policymakers need to take measures in creating structures 

that will inspire women leaders to participate since they account for the majority of the 

registered electorate (Abakah, 2018).  

Sossou (2011) explorative study on Ghanaian women participation in politics, 

found that the backbone of any democratic governance is active participation by the men 

and women of the country. Sossou noted that even though Ghana’s constitution gives 

women equal rights as their men counterparts to participate in the governance of their 

country actively, Ghana had never embraced a woman flag bearer. Sossou highlighted 

that despite recent gains in areas in political organizations, gender gap and lack of equal 

opportunity continue to inhibit women’s ability to participate and contribute to the 

Ghanaian economy. Sossou’s findings indicated that with the extensive study on 

women’s leadership development, there is a hope that soon, women will have the ability 

to progress and participate in higher political positions. The limitation is the sample size 

of the participants. Sossou’s study provided direct evidence from Ghanaian women 

concerning gender discrimination and call for action. 

Campbell and Wolbrecht (2006) cross-sectional analysis found that women 

legislators serve as role models for upcoming young women leaders. Therefore, having 

more women in leadership could promote confidence levels in the newer generations of 

women. Contrary to Campbell and Wolbrecht’s cross-sectional analysis on women 

politicians as role models for adolescents, they argued that when it comes to more 

explicit participation in political activities, women lag behind men.  



51 

 

Although in Ghana, women in political organizations represent the diversity of 

concerns and bring new thoughts and ideas to the table; they are still underrepresented in 

leadership positions (Tagoe & Abakah, 2015). Abakah (2018), used a qualitative case 

study design and collected data from 53 women with different political backgrounds. 

Abakah found that in most developing countries like Ghana, women remain significantly 

underrepresented in the senior ministerial posts, as well as politically elected positions, 

because of the patriarchal nature of the Ghanaian society where women’s decision-

making skills are not recognized. The study also found evidence contributing to the 

exclusion of women from participation.  

The results indicated that the underrepresentation of women in the political sector 

shows that there is a tremendous problem of discrimination against and stereotyping 

women. Abakah (2018) concluded that the gender gap of women politicians in leadership 

positions undermines the Ghanaian democracy and women’s empowerment. Abakah 

recommends that programs must be tailored toward women’s progression to leadership 

positions. These programs will afford women to partake in the decision-making process 

and committed to their participation. This finding is supported by Sossou (2011), who 

emphasized that in Ghana, politics is considered masculine, limiting the involvement of 

professional women. Although women are the majority of the population in many 

countries, the average proportion of women in national parliaments is a mere 21.4 percent 

(Inter-Parliamentary Union, 2017).  

Krook and Norris (2014) explained in their study that promoting and increasing 

women in political leadership will constitute a developmental issue, a moral obligation, 
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and a human rights issue which, when addressed well, may influence and benefit the 

political and economic decisions of a country. Krook and Norris used a theoretical 

framework to explore options beyond quotas around the world. Based on the findings, 

women want to be more empowered through their formal and political education to 

increase their confidence and assertiveness level to enable them to participate in decision 

making roles. Krook and Norris concluded that if women ever get elected, other 

initiatives may be needed to ensure that they are being selected and promoted as 

candidates at later stages. The study provided essential information and strategies that 

may advance gender balance in politics. Krook and Norris recommended that future 

research should focus on evaluating the effect of these policies.  

Sojo, Wood, Wood, and Wheeler (2016) sustained the notion that there is much 

evidence to support women in political organizations because women tend to bring 

diverse views, values, and proficiency on political awareness issues that tend to impact 

the public agenda of the country. However, these women lack the voice to obtain 

acceptance into the high ranks of leadership. According to the government of Ghana, for 

decades, women in Ghana have exhibited an ardent zeal to participate in the 

democratization discourse in different ways and at various levels, but because they do not 

receive equal opportunity in that field, they continue to be underrepresented (Madsen, 

2019).  

The different vantage points of women’s career advancement or the slight 

increase of women in leadership may provide positive outcomes in leadership roles 

(Charles, 2017). Women are great contributors to society and should be able to do more 
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in political organizations if afforded the opportunity (Abakah, 2018). Unfortunately, the 

Ghanaian culture embraces women’s overwhelming workload and responsibilities at 

home. However, women are dimmed not competent enough to bring the same abilities 

and talents to the political organization (Tagoe & Abakah, 2015).  

Parcheta, Kaifi, and Khanfar (2013) argued in their case study that women are not 

as competitive as men. They refrain from negotiating as opposed to men and lack 

assertiveness, resulting in their underrepresentation in the political arena. Parcheta et al. 

findings indicated that women need leadership programs that will support their 

progression to leadership positions. The study provided information that HRM needs to 

include in the development programs that might contribute to women’s success. They 

concluded that organizational leaders need to recognize the differences in temperament 

and persona between men and women and use it to better their organizations. 

 Allah-Mensah (2005) argued that the inclusion of women in political 

organizations might improve the quality of policymaking. Although Ghanaian women are 

in the majority when it comes to management, they do not obtain the same work 

experiences as their men counterparts who, in return play a part in the lack of progress to 

leadership roles for women (Allah-Mensah, 2005; Joshi, Neely, Emrich, Griffiths, & 

George, 2015). Ghana is a patriarchal society where women are expected to conform to 

men dominance; therefore, women suffer from numerous gender discriminations in their 

pursuit of professional careers (Darko & Seibu, 2016).  

In a typical political organization, men hold most of the executive positions. This 

underrepresentation and stereotypes contribute to a severe marginalization of women. 
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Especially during the party nomination process (Sossou, 2011). For example, in 2016, a 

woman flagbearer lost her vote due to the stereotype about women as weak and 

subordinate to men (Apusiga & Adatuu, 2017). Women worldwide continue to fight for 

equality because they need security in their skill sets and knowledge that their 

performance might improve organizational practice and culture (O’Neil, Hopkins, & 

Sullivan, 2011). Anigwe (2014) argued in his basic interpretative qualitative study that 

because women, especially Africans, are considered weak, they are placed in subordinate 

positions to the men counterparts in that nation’s political system. 

Abakah (2018) supported Anigwe’s (2014) argument by explaining that Ghanaian 

women make invaluable contributions to the country’s political, social, and economic 

growth. However, these contributions are not recognized due to the gender gap, lack of 

equal opportunity, and stereotypes about women. Several arguments from different 

researchers on gender-balance representation, including equal rights to participate in 

politics and decision making, have been highlighted and need serious consideration 

(Musah & Gariba, 2013; Sossou, 2011).  

Another article supporting women’s equal opportunities to participate in political 

and public life is the United Nations’ treaty collection, CEAFCAW, yet women are 

underrepresented in the political organization. Findings from Musah and Gariba’s (2013) 

qualitative study is not too much different from Sossou’s (2011) argument that women 

confront many challenges in their attempts to get into the policy-making and decision-

making processes in organizations. These findings also demonstrated that the challenge 

Ghanaian women face is no different from women in other African countries. Musah and 
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Gariba’s study’s strength is that it provided grounds for exploring how women’s 

participation has been viewed over the years.  

Sugiyama, Cavanagh, van Esch, Bilimoria, and Brown (2016) agreed with Sossou 

(2011) that the value of women’s inclusive relationships might encourage more favorable 

outcomes, and fewer women will feel devalued. Sugiyama et al. further pointed out that 

despite all the signs of substantial international progress, constitutional provisions, and 

development efforts on women’s career advancement in organizations and society, 

Ghanaian women continue to be marginalized. Sugiyama et al. report indicated that in 

African countries, women play less important roles in political leadership because women 

have not kept pace with their men counterparts in gaining access to top political 

participation and decision making. Except for Rwanda, where the country’s parliament is 

49 percent women. The strengths of Sugiyama et al. (2016) are that the study added 

relevance and value to the existing literature on the importance of improving and 

focusing on women’s career advancement. The weakness of the study is the limited 

coverage of clear leadership development programs. 

This Rwanda’s women representation made history for African countries and was 

reported globally (British Broadcasting Corporation, 2008). Sossou mentioned further 

that women leaders in South Africa, Mozambique, and Seychelles hold approximately 33 

percent of the parliamentary seats, while women in Angola hold 37 percent of the seats. 

Tsikata (2009) supported this data by remarking that very few countries worldwide have 

an equitable representation of women in decision-making positions.  
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The literature presented by Tsikata also pointed to studies that elucidated 

women’s political leadership predicaments in countries across the African continent and 

found them to be similar to Ghanaian struggle. Tsikata also reported that women leaders’ 

attainment of full political participation is more than mere tokenism and political 

nomination. Based on Tsikata’s conclusion, to encourage and support women leaders in 

political organizations, policymakers will need to engage long-term strategies in place to 

ensure full and equal participation. The study provided invaluable suggestions for 

policymakers to follow to ensure equal participation. Additionally, this body of work 

added relevance and value to the existing literature on underrepresentation in the political 

organization.  

Leadership development and career advancement constitute a path that 

organizational leaders must build to create positive self-reflection in the work 

environment (Read, Pino-Betancourt, & Morrison, 2016). A similar conclusion was 

reached by Anigwe (2014) who conducted a qualitative study regarding women in 

political leadership positions in Nigeria, by exploring the perception and lived 

experiences of Nigerian women on gender equality and other issues affecting women’s 

political leadership. In the study, Anigwe used 10 women from different administrative 

and governmental sectors who were in political leadership. Anigwe emphasized that 

gender barriers would have to be minimized for women to become politically active. She 

further argued that women would have to be empowered—rather than misunderstood in 

other to become competent in this area.  
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Anigwe (2014) concluded that an effective way to improve women’s participation 

in political organizations would be in the area of education, which would offer equal 

opportunities for men and women. The strength of Anigwe’s study is that it added 

relevance and value to the existing literature on gender inequality, lack of equal 

opportunity, and women’s career advancement. Anigwe’s research also contributed to 

positive social change by educating the public and policymakers in creating legislative 

initiatives to support Nigerian women in political leadership positions. The importance of 

Anigwe’s findings is supported by Bawa and Sanyare (2013). They stated in their 

argument that every country deserves to have the best possible leaders, which means 

women have to get a chance to compete. Bawa and Sanyare pointed out that without 

women’s participation, the countries involved are robbing themselves of great talent.  

Hamah’s (2015) line of argument about Bawa and Sanyare’s (2013) study gives 

systematic and structural reasons for women’s reduced participation in political 

governance. This reduced participation includes disadvantages in gender ideologies, 

control of resources, and many more, reinforcing inequalities and leading to public policy 

failure. Hamah’s finding from the qualitative study shows that commitment to affirmative 

action is essential and could be an effective mechanism for boosting women’s 

participation in the decision-making process. Hamah concluded that there is no doubt that 

Ghanaian women lag behind the men in political organizations. Hamah argued further 

that it is crucial for women to openly resist the odds at breaking the existing patriarchy by 

refusing any form of subordination and labeling to offer themselves for top-level 

leadership positions.  
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The Ghanaian women’s manifesto reported that at all historical junctures, 

Ghanaian women had significantly contributed towards Ghana’s political life, but has not 

improved the underrepresentation of women in leadership positions (Amoah-Boampong, 

2018). Hamah’s (2015) study’s strength is that it provided a reference point for the 

women leaders in political organizations who seek to eliminate cultural barriers and other 

obstacles that prevent their pursuit of professional leadership careers. 

Women’s Underrepresentation in Corporations 

 Abakah (2018) performed a qualitative descriptive case study on the participation 

of women in Ghanaian corporations and mentioned that professional women in top-tier 

positions must not be left at the periphery but must have a voice in key decision-making 

positions. Rincon et al. (2017) noted that apart from the gender gap in high-ranking 

positions, there is a more excellent balance between men and women in mid-level 

leadership positions. When one looks specifically at senior roles in Ghanaian 

corporations, women remain underrepresented in all leadership positions (Petronella, 

2017). Aguilar (2013) found that in the year 2010, women held 16% of the total number 

of board of directors’ positions in Fortune 500 companies.  

Review of Petronella (2017) literature indicates that women’s underrepresentation 

in a corporation’s decision making is a common feature worldwide. This view is 

supported by Rincon et al. (2017), who focused their study on the representation of 

women in corporate leadership positions. Rincon et al.’s study sought to identify the key 

factors resulting in a lower representation of women in senior leadership and decision-
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making positions to provide policies and strategies to promote gender balance in senior 

leadership positions.  

Rincon et al.’s findings highlighted the significant gender imbalance in high-

ranking leadership positions. They argued further that most obstacles faced by women 

leaders in their pursuit of professional careers are related to gender stereotypes. Rincon et 

al. concluded their study by proposing a combination of short-term and long-term 

measures to support women leaders’ progression to leadership positions. The actions 

involved access to education throughout the corporation and society. The strength of 

Rincon et al.’s study is that it provided detailed insight and contribution for policymakers 

on women’s career opportunities.  

While acknowledging that middle management women’s representation has 

improved in corporations, the same cannot be said for senior-level positions (Hoobler, 

Lemmon, & Wayne, 2011). Leadership is the ability to persuade others to seek defined 

objectives enthusiastically or to influence, inspire, persuade, and motivate others to 

pursue a shared vision to achieve worthwhile goals (Mind Tools, 2016). However, 

Ghanaian women leaders are not encouraged to prove their abilities and skillsets. Hoobler 

et al. (2011) presented arguments and reoccurring themes regarding the persistent 

underrepresentation of women in leadership.  

The first argument is the lack of highly qualified and experienced women 

applying for senior-level positions because of the stereotypes and fewer promotions. The 

second argument was explained as a lack of mentorship in upper management that could 

encourage and prepare the middle and lower management because of fewer women in the 
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organizational hierarchy. Despite the researchers’ arguments that men are perceived as 

more appropriate and effective than women in leadership positions (Hoobler et al. 2011), 

Shuji, Fainshmidt, Nair, and Vracheva (2012) showed a useful depiction of the increasing 

numbers of women in middle management and less in leadership. Atingah et al. (2017) 

study supported this argument by investigating the career challenges that prevent 

Ghanaian women leaders from reaching the top management positions.  

Atingah et al. (2017) utilized the experimental research method to describe the 

participants, traits, scores, and other characteristics without any interventions. Atingah et 

al.’s study aimed to identify challenges facing women leaders to provide contributions 

that will help create a more supportive environment for them in corporations. Atingah et 

al.’s findings indicated a significant gender gap at the top. Thus women need to learn 

additional skills that will make them capable of managing senior-level positions. The 

researchers concluded that although the men had dominated the executive positions in 

corporations if women leaders had the opportunity to lead, they could perform better than 

men because of the true nature of a woman. The study’s strength is that it provided 

suggestions and contributions to policymakers and human resource personnel involved in 

creating a more supportive environment to promote Ghanaian women.  

The prior suggestions and contributions will help policymakers design better ways 

to prepare professional women in their pursuit of professional careers (Adom, 2017; 

Atingah et al., 2017). The study’s weakness is that several participants were unwilling to 

give detailed information about their lived experiences. Sanjari, Bahramnezhad, Fomani, 

Shoghi, and Cheraghi (2014) contended that nevertheless, researchers faced ethical 
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challenges in all stages of the study; however, the researcher’s role was to encourage and 

define the use of practical guidelines and protocols in all phases of the study. Another 

study by Faiza (2013) supported Atingah et al.’s (2017) study. It revealed that in 

Pakistan, equal employment opportunity and inclusion of professional women to a 

leadership position is a common feature in corporations. Faiza utilized an in-depth face-

to-face interview of 30 working women in various Pakistani corporations for data 

collection and analysis.  

Faiza’s (2013) study focused on multi-level experiences and challenges facing 

women in pursuit of career advancement in Pakistan. The researcher indicated in the 

findings that organizational structures and routines of equal opportunity are affected by 

both macro societal factors and micro individual factors. Based on the outcome of the 

study, Faiza concluded that policymakers and human resource personnel must pay 

attention to sociocultural issues facing women promoting gender equality in 

organizations in their pursuit of career advancement. The strength of the study is that it 

contributed to improving equal career opportunities for women leaders in a major Muslim 

country where women are characterized as inferior and subordinate to the men.  

According to Paustian-Underdahl, Walker, and Woehr (2014), women occupy a 

mere 3.8% of Fortune 500 chief executive officer seats in the USA and represent only 

3.2% of the board’s heads in the largest corporations of the European Union. The authors 

further explained that various researchers had proposed several explanations about 

women’s representation in leadership positions for decades. At this juncture, the need is 

for policymakers to create a short- and long-term policy to make it a law in organizations 
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to bridge the gap in those areas. Paustian-Underdahl et al. argued further that one 

explanation for the underrepresentation of women in leadership positions points to how 

women are undervalued in terms of effectiveness as leaders. This argument is supported 

by several theoretical perspectives, including the role congruity theory presented by 

Eagly and Karau (2002). 

 Ellemers (2014) found that attitudes toward women leaders are shaped by 

organizational culture (e.g., queen bee effects). Ellemers contended that the queen bee 

effect places less value on women leaders’ contributions as role models for other women 

than men. The study’s findings highlighted the shifting stereotypes surrounding gender 

and leadership and men’s ineffectiveness in leadership positions. The strength of their 

research is that it contributed to existing literature regarding gender advantages in 

leadership effectiveness. The study’s weakness is the relatively small sample size that 

affected the findings in a real-life setting. Many structures and systems in Ghana are 

patriarchal and therefore act as obstacles to the participation of women leaders decision 

making at all levels.  

This gender issue attracts much attention in corporations and among researchers 

(Petronella, 2017). Despite several instruments that make provision for Ghanaian 

women’s participation in corporations, women still face numerous challenges. 

Petronella’s (2017) study supported the explanation and arguments from Paustian-

Underdahl et al. (2014). Petronella’s research focused on Ghanaian women’s 

participation in decision making in corporations and found that there are disparities 

between men and women regarding equal opportunity access to leadership positions.  
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Tagoe and Abakah (2015) gave examples of lack of education, cultural barriers, 

lack of resources, and structural barriers. Petronella (2017) explained further that several 

studies in Ghana indicated that the multiple roles women play as wives, mothers, and 

caretakers, prevent them from competing on the same ground as men, contributing to the 

silencing of their inputs. Beeson and Valerio (2012) emphasized that women who aspire 

to high-ranking positions face societal and structural business obstacles.  

Petronella (2017) noted that the few Ghanaian women leaders’ experiences in 

senior-level leadership positions overwhelmingly impact corporations’ performance, yet 

a gap exists in improving their career advancement opportunities. Petronella found that 

the use of affirmative action policies can address these gender issues (e.g., low 

participation of women in decision making in corporations). Iddrisu (2010) agreed with 

Petronella that affirmative action by the Ghanaian government would stipulate a quota of 

30 percent representation of women in leadership positions. Petronella’s study’s strength 

is that it provided strategies and recommendations for addressing women leaders’ 

exclusion from decision-making in corporations. Another strength is the enforceable 

legislation for the promotion of gender equality and equal opportunity for all women 

because the researcher understands the importance of focusing on women’s leadership 

development and its impact on corporations.  

Petronella (2017) concluded that because Ghanaian women leaders are a driving 

force of development, limiting their participation must be addressed as a matter of 

urgency. Finally, Petronella contended that if Ghana is to compete with countries that 

have effectively integrated women in decision making, the policymakers must enforce 
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affirmative action policies. Bawa and Sanyare (2013) supported the explanation and 

arguments. They added that because Ghanaian women leaders continue to be 

marginalized from leadership positions if Ghana wants to achieve gender balance in the 

decision-making process, quota systems must be introduced and enforced. 

Road Map to Women’s Voice and Organizational Change 

 The historical subordination of Ghanaian women leaders in public, private, and 

political organizations has been widely documented, and efforts need to be made to 

reverse this trend (Bulley et al., 2017). Various literature reviewed for this study 

conveyed the importance of and needs to improve and change the representation of 

Ghanaian women leaders in organizations.  

According to various researchers, women leaders must be maintained, motivated, 

supported, and treated with dignity in their pursuit of professional careers to reduce the 

gender gap that has prevailed for years (Adom, 2017; Adu-Oppong & Arthur, 2015; 

Bulley et al., 2017; Tagoe & Abakah, 2015). To increase women’s representation, 

improve career advancement opportunities in organizations, motivation for growth is 

essential (Adom, 2017). The various literature reviewed also showed concern about 

women’s inclusion in leadership positions. These researchers explained in a detailed way, 

many factors affecting women’s underrepresentation. They concluded that there are still 

limitations on specific content that can foster women’s progression to all leadership 

positions (Adu-Oppong & Arthur, 2015; Bulley et al., 2017; Shwetha & Sudhakar, 2014; 

Tagoe & Abakah, 2015). 
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For example, one could cite developing mentorship programs, creating 

networking opportunities, and implementing affirmative action legislation can contribute 

to women’s progression (Adom, 2017). However, lack of knowledge and commitment to 

implementing affirmative action for improving women’s career advancement 

opportunities in organizations will continue to contribute to women’s low representation 

in leadership positions. Researchers have unraveled other factors contributing to 

women’s underrepresentation, such as lack of succession planning and generational 

stigmas (Adu-Oppong & Arthur, 2015; Bulley et al., 2017; Murray & Chua, 2014; Tagoe 

& Abakah, 2015). 

Lennon et al.’s (2013) study rejected the idea that women are underrepresented in 

leadership positions because they cannot balance their life and work. Teague (2015) 

explained that another big obstacle faced by women, is their self-doubt—they perceive 

themselves as less qualified or less competent for leadership positions. Women leaders in 

African countries remain undervalued, marginalized, and often excluded in their pursuit 

of career advancement (Bawa & Sanyare, 2013).  

 On the contrary, many researchers have noted that although Ghanaian women’s 

representation in lower management positions has improved, the same cannot be said for 

senior-level leadership positions. There is no doubt that Ghanaian women still lag behind 

their men colleagues because organizations appear to be slow to embrace women in 

leadership (White, 2012). Research by Cook and Glass (2014) showed that women seem 

to follow a traditional career path toward senior-level positions to succeed. For example, 
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Ghanaian women become well known as they get to the senior-level position because 

women are great contributors to the economy, society, and the nation.  

Getting rich and elaborate details from participants will create a new 

understanding of the field of knowledge regarding women’s leadership and career 

advancement opportunities in organizations (Adu-Oppong & Arthur, 2015). This new 

understanding of the phenomenon of interest will provide information to determine what 

practical strategies could be essential to improving the Ghanaian women’s status, 

experiences, and possibilities in their leadership pursuit (Aidoo & Achira, 2016). 

Increasing the understanding of the lived experiences, state, and opportunities of women 

leaders in organizations will help bridge the literature gap. The new knowledge would 

also add relevance and value to the existing research on the gender gap, equal 

opportunity, and career advancement in organizations, which will impact organizational 

performance appraisal (Sharma, 2016).  

Nelson Mandela and Dr. Kwame Nkrumah once explained from an old African 

proverb initially popularized by Dr. Kwegyir Aggrey that to educate a man is educating 

an individual, but to educate a woman is educating the whole nation (Holden, 2006; 

Maanga, 2013). Therefore, when women are given a chance to lead, they can positively 

change the future of organizational practices, culture, and beliefs (Adu-Oppong & Arthur, 

2015). Cook and Glass (2014) found that women are striving hard to close the gender 

gap, but there is a need for leadership development, mentoring, and networking 

opportunities to support them in their career paths.  
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For this reason, there is a need for organizational policymakers and human 

resource personnel to put policies in place. That will give women leaders the chance to 

prove to the world that, together with their men colleagues, they can work as equals to 

significantly achieve organizational goals (Adu-Oppong & Arthur, 2015). The 

underrepresentation of women is a reality, but the struggle to overcome it is not lost since 

many potential women leaders could be role models and mentors, allowing future 

generations to participate fully in organizational decision-making (Adu-Oppong & 

Arthur, 2015). White (2012) supported this argument and advocated for women’s 

leadership development programs, particularly in career advancement opportunities at 

different stages in organizations.  

Throughout the literature reviewed from various sectors, it is imperative to 

explain why this study and its methodology are appropriate. Although men exhibit biases 

toward women in leadership positions, most people prefer a world where gender 

discrimination is rare, and success is based on merit (Bruckmuller et al., 2014; Ellemers, 

2014; Walker & Aritz, 2015). Phipps and Prieto (2016) contended that based on 

stereotypes and organizational barriers, many women believe they will have to give up 

their personal life to navigate top-ranking positions to attain success successfully. Having 

reviewed all these studies on the underrepresentation of women, the themes and barriers 

that emerged were similar. They included the marginalization of women, difficulty in 

balancing work and family life, the absence of mentoring, obstacles to education, 

insufficient training, reduced social networking opportunities, insufficient resources, 

fewer promotions, wage inequality, and a lack of recognition and rewards in 
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organizations (Beeson & Valerio, 2012; Boateng, 2018; Davis & Maldonado, 2015; 

Wynen et al., 2015).  

Previous studies have confirmed a gender gap in leadership positions in public, 

private, and political organizations in Ghana. This gender gap discourages Ghanaian 

women leaders from pursuing senior-level roles (Adom, 2017; Adu-Oppong & Arthur, 

2015; Bulley et al., 2017; Tagoe & Abakah, 2015). Unfortunately, no studies have 

included an exploration of how to increase Ghanaian women’s participation in higher 

leadership positions. 

The methodology deemed fit for the study is the qualitative descriptive 

phenomenological approach. Scholars have validated the qualitative phenomenology 

method. Researchers use it when they seek to understand how individuals make sense of 

particular situations in their lives and personal experiences or phenomena (Denzin & 

Lincoln, 2011; Van Manem, 2014). From a phenomenological perspective, this design 

will provide an opportunity to explore, describe, and understand the participants’ 

experiences through interviews (Van Manem, 2014). The rationale was to capture a 

detailed description of the research problem and provide a possible explanation of the 

observed phenomena (Giorgi, 2009; Moustakas, 1994).  

Summary and Conclusions 

The guiding voices of Ghanaian women leaders in the labor pool would promote 

the establishment of policies and legislations that could foster a women-friendly work 

environment resulting in more women thriving in their fields. However, organizational 

obstacles have proven to be extremely difficult against success. These obstacles persist in 
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discouraging women from pursuing leadership roles. Thus, there is a need for research 

that leads to reform to reverse the stereotype, prejudice, and deficient opportunities in 

career advancement resulting in women’s underrepresentation in organizations. This 

chapter has conveyed the importance of and needs for practical strategies in improving 

women’s career advancement opportunities to higher leadership positions in 

organizations. The section looked at the background of Ghanaian women leaders in 

different organizations related to the underrepresentation and career advancement of 

women in leadership positions.  

The literature search covered various terms and databases, including ProQuest, 

Google Scholar, EBSCO Host, PubMed, and Walden University library. The chapter 

gave insight into gender and leadership in Ghana and how it affects Ghanaian women 

leaders in organizations. The chapter also contained a detailed presentation on the 

conceptual framework and the two relevant theories supporting the study. The researcher 

further discussed the qualitative descriptive phenomenology method as the methodology 

appropriate for the research. In summary, the literature review provided an exhaustive 

understanding of the study, concepts, and evidence that leadership development and 

progress are critical to Ghanaian organizations.  

 Chapter 3 will include a discussion on the research design for the study.  
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Chapter 3: Research Method 

This qualitative descriptive phenomenological study was aimed at exploring, 

describing, and understanding the lived experiences of Ghanaian women leaders 

regarding their pursuit of professional careers in organizations. The study started by 

identifying the research gap in the literature. Based on research undertaken in the current 

body of works, the underrepresentation and career advancement opportunities on 

women’s progression to senior-level positions in Ghana and their continued success in all 

leadership ranks remains sparse (Adu-Oppong & Arthur, 2015; Aidoo & Achira, 2016; 

Atingah, Fatawu, & Adanse, 2017). In this chapter I present the research methodology, 

research design and rationale, role of the researcher, participant selection logic, sample 

size and characteristics, instrumentation, the procedure for recruitment, and participation.  

In this chapter, I outline the data collection and data analysis procedures in line 

with ethical guidelines. The section on the research design and rationale consists of the 

research question, the central concepts and phenomenon of the study, the research 

tradition appropriate for this study, and the rationale for choosing the tradition over 

others. In the next section, I explain my role in the research and personal relationships 

with the participants.  

 In this chapter, I describe how I managed my biases and other ethical issues if the 

need arose. In the methodology section, I give an in-depth explanation of the participants’ 

selection process, the instrumentation for the data collection, protocols to ensure content 

validity, and a data analysis plan. In the last section, I present the appropriate method and 

strategies to control ethical procedures for managing participants and data. Based on the 
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sufficient depth of information presented throughout this chapter, other researchers will 

be able to replicate the study. 

Research Design and Rationale 

A researcher’s responsibility is to consider what research design is appropriate to 

answer the research question adequately (Seidman, 2013). Crosby, DiClemente, and 

Salazar (2006) explained that relevant research questions help choose the type of design. 

Valid research questions are developed to provide quality answers to facilitate the 

understanding of real-world cases (Yin, 2016). As stated in Chapter 1, the study’s 

problem statement and purpose allowed the development of the research question, which 

served as a guide on the lived experiences of Ghanaian women leaders’ pursuit of 

professional careers in organizations. The developed research question is: 

RQ: What are the experiences of Ghanaian women leaders’ pursuit of 

professional careers in organizations? 

The selection of the research design corresponding with the study’s problem, 

purpose, research question, and research sample was vital. Based on this, a qualitative 

design, as opposed to a quantitative or mixed method, was chosen. The purpose of this 

study was to conduct a thorough analysis that explores, describes, and understands the 

lived experiences of Ghanaian women leaders’ pursuit of professional careers. The 

appropriate research method selected was phenomenology. The phenomenology 

supported by Husserl is an approach to qualitative research that allowed an understanding 

of human perceptions and lived experiences through the use of what and how questions 

(Moustakas, 1994). 
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Phenomenology is a qualitative approach in which researchers gather in-depth 

data on people’s perceptions to gain a new understanding of human lived experiences 

relying on first-hand accounts (Gentles, Charles, Ploeg, & McKibbon, 2015; Lo et al., 

2019; Patton, 2015). Edmund H. Husserl (1859-1938) was a German philosopher and 

contributor to the phenomenological movement. Husserl introduced phenomenology as 

understanding how humans make meaning of their experiences to form a worldview 

about a phenomenon (Giorgi, 2012; Patton, 2015; Roberts, 2013). Denzin and Lincoln 

(2011) contended that the phenomenology method is used by researchers when interested 

in understanding how individuals make meaning of a situation in their lives and personal 

experiences or phenomenon. 

Phenomenology becomes descriptive when its method is to describe the lived 

experience of individuals (Moustakas, 1994). A descriptive phenomenology is an 

approach to qualitative research methodology seeking to understand individuals lived 

experiences through their reflection (Moustakas,1994). This design allowed for a 

descriptive paradigm and placed the researcher as the primary instrument of data 

collection and analysis (Maxwell, 2013).  

Descriptive phenomenological research allows a researcher to explore and 

describe participants’ experiences in-depth through interviews and observations 

(Maxwell, 2013). This selection intended to understand the meaning and essence of the 

complex and holistic lived experiences of Ghanaian women leaders in organizations. 

Although other qualitative research designs will have merit, they will not be adequate for 

describing and understanding women’s leadership experiences in this context. For 
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example, grounded theory uncovers an emergence of philosophy based on systematic 

gathering and analysis of data (Ritchie et al., 2013). An ethnography inquiry explores 

different facets related to individual people and cultures. A case study helps in a 

descriptive and exploratory analysis of a person, group, or event (Houghton et al., 2013).  

Researchers use the qualitative phenomenological approach to understand 

individuals and make meaning of their lives and personal experiences (Patton, 2015). 

According to Roberts (2013), phenomenology has its basis in the humanistic research 

paradigm and takes a qualitative approach. Giorgi (2009) explained that in a 

phenomenological study, participants tend to develop a unique voice that expresses the 

phenomenon. Miles et al. (2014) documented that phenomenology plays a vital role in 

qualitative research because of its rigorous science that finds truth in the tangible 

experiences of those who have lived the phenomena and helps the researcher construct 

data into themes effectively. Because phenomenology describes first-person accounts 

through interviews, the themes and meanings that emerged will enable a detailed 

understanding of the lived experiences (Giorgi, 2012; Patton, 2015; Roberts, 2013).  

The theory that supported this design was the role congruity theory of prejudice 

presented by Eagly and Karau (2002), which explained prejudice or stereotype toward 

women and why they continue to be underrepresented in leadership positions. The second 

theory was the organizational culture theory presented by Schein (2010), which provided 

insight into examining women’s experiences, behaviors, routines, and practices. The 

choice of this design was appropriate because the study required the voice of the 

participants. It allowed an understanding and description of human perceptions and lived 
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experiences through the use of what and how questions regarding the phenomenon of 

study (Hatch, 1993; Homburg & Pflesser, 2000; Leech & Onwuegbuzie, 2007; Miles et 

al., 2014; O’Reilly, Chatman, & Caldwell, 1991). Lastly, this approach added a unique 

understanding to the study’s phenomenon, set aside biases and preconceived notions 

about human experiences, and accessed the participants’ feelings and thoughts in their 

natural settings (Moustakas, 1994; Sutton & Austin, 2015).  

Role of the Researcher 

A qualitative researcher has several roles to play while conducting a study. 

According to Erlingsson and Brysiewicz (2013), a qualitative researcher is part of the 

research and the primary instrument. The researcher’s primary function was to fulfill the 

study’s expectation and provide confidentiality to the participants by critically accessing 

and addressing personality identity issues in the research inquiry and findings towards the 

determination of accuracy and trustworthiness (Berger, 2015). The primary role was to 

create an opportunity for the Ghanaian women leaders in organizations to enumerate their 

challenges and the strategies that can be adapted to improving their participation in 

leadership positions. As the researcher in this study, I had to be mindful of and open to 

the emergence of a new understanding of the research (Gioia, Corley, & Hamilton, 2013; 

Yilmaz, 2013). 

Furthermore, the primary researcher has the critical responsibility of informing 

participants of the steps taken in protecting the participant’s human rights. Based on this, 

data collection, analysis, and interpretation must be ethical and thorough. The researcher 

served as an interviewer and an observer. According to Patton (2015), a qualitative 
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researcher is gaining insight into the study’s phenomenon and gaining quality data by 

understanding how the participants understand the study’s phenomenon. For example, 

building trust with participants will add detailed information and value to the study 

(Giorgi, 2012).  

As a Ghanaian woman researcher, I had no personal or professional relationship 

with the participants. On this account, I had no informal or formal power over any of the 

participants that would impose any subjective findings on the participants or the study. 

There were field notes and audio recordings during every step of the interview process, 

with the participants’ permission to avoid and manage any research biases.  

This strategy was to clarify each interview settings (Caelli, 2001). According to 

Maxwell (2013), another role in managing the research biases is by the researcher 

introducing into the participants’ experiences, values, beliefs, and perspectives of the real 

world, because the researcher is responsible for understanding the participants lived 

experiences as told by themselves (Yilmaz, 2013). By not ruling out the participant’s 

body language (Patton, 2015), I ensured transparency throughout the interview process 

(Yilmaz, 2013).  

Before being allowed to perform a study in the field of interest, an Institutional 

Review Board (IRB) application was completed, submitted, and approved. The purpose 

of IRB approval is to ensure that the research design meets the entire ethical standards 

and determination. In line with addressing the ethical issues, the researcher provided a 

consent form to all participants with all pertinent information to ensure accurate and 

efficient informed consent. The interviews were confidential, and alphabetic tagging was 
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used to maintain their confidentiality. The participants were informed of their right to 

withdraw from the study at any time during the process. Finally, in case of any ethical 

challenges, I will contact the dissertation committee members and the IRB group for 

further advice. 

Methodology 

This qualitative descriptive phenomenological study cannot be replicated without 

describing how the researcher will conduct it. The methodology section of this study 

described in sufficient depth the research approach and thorough documentation of the 

techniques that will guide this study (Patton, 2015). According to Erlingsson and 

Brysiewics (2013); and Archard (2013), a qualitative researcher must review the 

methodology to ensure that the research questions are answered, which in turn, will 

enhance the study. A researcher utilizing a qualitative phenomenology method for the 

study can explore and understand the participants’ lived experiences. A researcher 

listening to participants will gain a more substantive understanding of the phenomenon of 

study (Seidman, 2013).  

For the researcher to succeed in carrying out this study, preplanning is vital and 

will allow rigor in developing quality research regardless of the design or method 

employed (Cleary et al., 2014). Researchers use a phenomenological qualitative approach 

when interested in understanding how individuals make meaning of a situation in their 

lives and personal experiences (Denzin & Lincoln, 2011). Characteristically, this 

qualitative phenomenological study employed semi-structured interviews with open-

ended and probing questions. Through Skype and phone with 15 participants until 
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saturation occurred. Data saturation is reached when enough information is collected, 

new information attained, and coding is no longer feasible (Fusch & Ness, 2015). The 

next section will consist of participant selection rationale, data collection and interview 

protocol, a data analysis plan, and other criteria and processes for performing this study. 

Participant Selection Logic 

The current study was aimed to gain a new, productive, and unique understanding 

of the lived experiences of a sample of Ghanaian women leaders in public, private, and 

political organizations. The participant selection process for this study involved a 

purposeful sampling approach. Patton (2015) identified various types of sampling, but the 

appropriate sampling strategy selected for this study was purposeful; however, snowball 

sampling will be added when the need arises. Purposeful sampling is widely used in 

qualitative research to select and identify rich information related to the phenomenon of 

study (Palinkas et al., 2015; Patton, 2002). This sampling criterion allowed the researcher 

to delve into the research gap in the literature, and advocate for a positive social change 

in improving Ghanaian women’s pursuit of their career advancement in public, private, 

and political organizations.  

For the researcher to trace additional participants if the need arises, snowball 

sampling is the best fit. Snowball sampling is a method of expanding the sample by 

asking one participant to recommend others for interviewing (Emerson, 2015; Miles et 

al., 2014; Patton, 2015). The sampling strategy and the criteria established for the 

participant pool in this study was intended to target 15 Ghanaian women leaders in 

public, private, and political organizations with at least ten years of past or present 
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experience in leadership. Age was not part of the criteria because the researcher assumed 

that most participants would be 30 years or older due to a woman’s time frame or gain a 

leadership position. The selection of 15 participants as the sample size is due to the 

commonality in qualitative research for reaching saturation (Cleary et al., 2014; Fusch & 

Ness, 2015). 

Saturation is when the participants’ responses become redundant, and recurring 

themes emerge from each interview section (Cleary et al., 2014; Fusch & Ness, 2015). 

According to Cumming-Potvin (2013), theme enhancement occurs when participants and 

researchers work jointly and are mindful of the study’s phenomenon. In addition to using 

a purposeful sampling criterion to recruit participants (Patton, 2015), the researcher sent 

an introductory email to the identified participants asking for official permission to 

participate in the study with confidentiality information. In the email, the interviewer 

asked participants for their availability. Assess the dependability and tangibility of 

information they will provide (Yin, 2016). A researcher applying a phenomenological 

approach is concerned with the complexity and subjectivity of people’s lived experiences 

(Ravitch & Carl, 2016).  

The importance and success of this study will depend on the selected participants. 

To achieve this, establishing a rapport with the participants in a conversational 

engagement (Davis, 2016), before conducting the interviews was vital. Creating a rapport 

with the participants will provide a deeper understanding of the participants’ responses 

(Baxter & Jack, 2008; Rubin & Rubin, 2012). Focusing on the research question allowed 

the researcher to contribute a convincing account of the phenomenon (Cleary et al., 
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2014). Aside from the purposeful sampling technique in this study that will help reveal 

various meanings of participants’ lived experiences, the semi-structured interview by 

Skype strategy will also help facilitate more flexibility in the participants’ responses 

(Eriksson & Kovalainen, 2015). Finally, the secured participants’ list, research responses, 

results, and all other interview documents will be destroyed after five years as required 

by the IRB.  

Instrumentation 

Extensive communication engagement with participants for data collection was an 

essential feature of qualitative research. It was a key to a fruitful relationship towards 

gaining and maintaining trustworthiness during the interview process (Cleary et al., 

2014). As a researcher, there are many ways in which data from these interactions can be 

collected to determine the scope of the study (Lo et al., 2019).  

In qualitative research, specific instrumentation can be used in gathering adequate 

data to answer the research questions (Cleary et al., 2014). In this study, the 

instrumentation for data collection included the gathering appropriate protocols that align 

with the problem, purpose of study, research question, and are congruent with the 

conceptual framework. Carefully choosing the proper instrumentation for this study 

generated detailed information on the research question and allowed the researcher to 

provide a convincing account to support it (Cleary et al., 2014). The instrumentation 

sources include semi-structured interviews via Skype or telephone with open-ended 

questions, writing field notes that will help in the memories of the meeting, and audio 

recording, which is an essential instrument for subsequent data collection (Tessier, 2012). 
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The data collected was processed using Microsoft Excel. One of the most popular 

and widely used spreadsheet programs in the world due to its ability to enable its users to 

perform, organize, and analyze a large amount of data to discover patterns, trends, themes 

that can help improve the study’s result (Meyer & Avery, 2008). 

Semi-structured Interviews  

 Unlike quantitative studies that use numbers and surveys, in qualitative studies, 

interviews are the principal instruments and primary method for data collection. 

Interviewing in research comprises of two forms: face-to-face meetings or face-to-face 

group talking (Brinkmann, 2014). Interviews can evoke a detailed and in-depth 

description of a person’s perspective of experience or phenomenon, as well as allow the 

researcher to ask probing and follow-up questions for additional information (Yilmaz, 

2013). Interviews in a study can be structured, semi-structured, or unstructured 

(Brinkmann, 2014). In this qualitative descriptive phenomenological study, semi-

structured interviews by Skype was selected.  

Semi-structured interviews characterize phenomenological study, help the 

researcher develop a rapport with the participants (Bell, Fahmy, & Gordon, 2016). They 

are used to facilitate specific topics in a study to explore the participants’ experiences. An 

advantage of semi-structured interviews is that they provide great flexibility, enabling the 

researcher to obtain rich data. On the contrary, time and analysis are intensive with this 

type of interview (Brinkmann, 2014). The researcher will develop the use of an interview 

guide that will serve as a critical component in answering the research question on the 
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lived experiences of Ghanaian women leaders’ pursuit of higher leadership positions. The 

interview guide will ensure that the focus remains on the study (Maxwell, 2013). 

Audio Recording and Field Notes 

 Audio recording and writing field notes during interviews are a great way to 

capture qualitative data memories after the meeting to ensure validity, credibility, and 

accuracy (Tessier, 2012). In this qualitative phenomenological study, the handwritten 

field notes will ensure transparency and efficiency in conjunction with audio recordings 

with the participants’ permission. Technologically speaking, before the invention of 

recording devices, field notes were solely used because of their simplicity and flexibility 

in allowing the researcher to verbally transcribe nonverbal cues that cannot be captured 

through the audio recording (Sutton & Austin, 2015; Tessier, 2012). These historical 

recording events are often useful because they are more interpretive and contain 

summaries of the interviews and the researcher’s impressions (Tessier, 2012). Field notes 

are crucial to a qualitative researcher whose primary goal is to fully understand the real 

perspectives of the study’s phenomenon or the participants’ lived experiences.  

Handwriting field notes in this study will assists with the memories from the 

interviews. These notes will help to avoid misinterpretation and misquotation of 

participants during the research process. In this case, audio recording and field notes will 

be essential for subsequent data analysis support; thus, they should be used 

complementary to each other unless the research question requires one or the other, 

exclusively (Tessier, 2012). Although recording an interview can be very easy, it could 

become challenging with a poor-quality recorder. All interview recordings will be 
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transcribed verbatim before data analysis can begin (Sutton & Austin, 2015). Based on 

this information from Tessier (2012), in this study, the interviewer will pay close 

attention to the recording of the interviews using the Sony ICD-ux560 recorder.  

The primary rationale and advantage of using this recorder are the fantastic sound 

and clarity features with no mechanical noise captured by the microphone (Tessier, 

2012). The researcher of this study believes that a quality qualitative interview is a 

powerful tool to understand the participant’s authentic lived experiences; therefore, the 

researcher will ensure that the interviews will be compelling. Similarly, data collection 

will be accurate, productive, and substantive. It will draw a meaningful conclusion that 

genuinely reflects the study (Sutton & Austin, 2015) and promote positive social change 

in Ghanaian organizations. 

Procedures for Recruitment, Participation, and Data Collection 

This qualitative descriptive phenomenological study was to gain a more in-depth 

and rich understanding of the shared lived experiences of Ghanaian women leaders in 

organizations. This intent will involve multiple data collection outlets, such as semi-

structured interviews, possible probing questions, handwritten field notes, and audio 

recordings. Before the recruitment, participation, and data collection, which is an integral 

part of the success of this study (Sutton & Austin, 2015), the researcher will obtain IRB 

approval. In addition to other consent forms to ensure participant confidentiality in 

accompaniment with issues of trustworthiness, accuracy, and transparency of data. The 

received IRB approval number will be presented in the appropriate section of the study.  
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Recruitment 

 Participant recruitment was essential to the success of a research study, but also 

most challenging (Marcus, Moran, & Kotschwar, 2016). Recruiting participants involved 

several activities, including sourcing eligible participants, explaining the purpose of the 

study, screening the participants, and keeping the participants motivated for the data 

collection (Gelinas et al., 2017). The study participants were recruited in 2 weeks. Based 

on the study’s phenomenon, and fewer Ghanaian women in leadership positions, the best 

fit employed was purposeful sampling, which is widely used as a dominant strategy in 

qualitative research (Palinkas et al., 2015). The recruiter solicited the study participants 

via LinkedIn, family, and church members about the doctoral studies and the dissertation 

topic.  

Based on the discussions, family and church members introduced some potential 

leaders for the study. The recruitment began by getting in touch with potential women via 

emails, letters, and phone interactions to ensure they were suitable for inclusion, 

depending on the study (Sadler, Lee, Lim, & Fullerton, 2010). The emails and letters 

included the sampling criteria and the purpose of the study (See Appendix A). Also, there 

were fliers on the professional LinkedIn Website that served as an advertisement for 

inviting Ghanaian women leaders to participate in the study. These recruitment strategies 

allowed the researcher to broaden the population’s scope for inclusion and excluded 

women who were not appropriate for the research (Gelinas et al., 2017).  

Most importantly, this recruiting procedure’s specific nature had a significant 

impact on the study’s phenomenon because well-spoken and thoughtful participants 
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involved will provide invaluable insight to the study (Gelinas et al., 2017; Kendall et al., 

2007). As a result, recruiting participants was conducted ethically, and the fieldwork with 

the participants took place after the IRB approval. 

Participation 

 In the participation section of this study, the researcher answered these three 

questions based on the study (Fusch & Ness, 2015) before selecting participants: (a) Who 

will participate? (b) How many will participate till saturation occurs? (c) How will the 

participants be chosen? After answering these questions and acquiring the necessary IRB 

approval, there was a connection with the identified participants. In this 

phenomenological study, the study participants will consist of 15 Ghanaian women 

leaders in public, private, and political sector organizations until saturation occurs (Fusch 

& Ness, 2015). Additional participants will be added through snowball sampling if 

necessary (Sadler et al., 2010). The recruiter requested the consent of the study 

participants via email before the interview.  

The informed consent form associated with the study included the purpose of the 

study, participants’ participation, participants’ commitment expectations, the right to 

withdraw at any time, and information on their confidentiality and how their data will be 

stored (See Appendix C). Study participants were also provided with the date, place, and 

time options of the interview. The recruiter confirmed with participants whether the 

details and quality of the interview process are understood. Based on the participants’ 

confidentiality in this study, the interviewer will employ the member checking process 

using a follow-up email to ensure clarity, accuracy, and verification of their responses. 
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The recruiter also assured the participants of receiving the interpretation of the interviews 

within two days for review. Finally, a thank-you email was sent to the participants for 

their involvement. 

Data Collection 

This qualitative descriptive phenomenological study enabled the researcher to 

obtain rich and elaborative details (Giorgi, 2012; Groenewald, 2004). These details 

created further understanding regarding Ghanaian women leaders’ pursuit of professional 

careers in organizations. Gaining a new understanding of the phenomenon of interest 

provided information to determine what practical strategies will be essential to improving 

the Ghanaian women’s career advancement opportunities (Aidoo & Achira, 2016). This 

qualitative descriptive phenomenological study will benefit the future generation of 

Ghanaian women aspiring to leadership positions.  

The primary method for collecting the data was conducting semistructured 

interviews via Skype or telephones with the use of an interview guide that served as a 

critical component in answering the research questions (Maxwell, 2013). In a qualitative 

research paradigm, interviews are a negotiated accomplishment of the interviewer and 

interviewee because of the most direct research-focused interactions and keeping 

boredom at bay (Alshenqeeti, 2014).  

Semistructured interviews are also seen as one of the best ways to gain the 

perspective of a participant. An interview requiring an in-depth explanation of sensitive 

lived experiences can be very emotional to the interviewer and the interviewee. Still, the 

interviewer has a responsibility to create a pleasant ambiance for the situation (Sanjari et 
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al., 2014). Semistructured interviews by Skype can also be used to the researcher’s 

advantage by noticing social cues such as body language, voice, and intonation, giving 

the interviewer extra information on the response of the research question (Oltmann, 

2016; Opdenakker, 2006). Before delving into answering the questions, the researcher 

developed a communication engagement rapport and acted as a role model about working 

as a Ghanaian woman. This introduction relaxed the participants, built a trust level, and 

encouraged a display of full openness.  

The interview questions were open-ended with the possibility of probing or 

follow-up questions. Each interview lasted approximately 60 minutes (See Appendix D). 

Fieldnotes were taken along with audio recording for accuracy and memories of the 

meetings further down the data analysis process. The information gathered during the 

data collection enabled the researcher to analyze and meaningfully report it (Miles et al., 

2014). At the end of the interview, the interviewer thanked the participant for 

volunteering for this study. Reassure them of their confidentiality (Ravitch & Carl, 2016). 

Data Analysis Plan 

 Researchers have noted that the first strategy that can lead to a successful data 

analysis is to proceed with an analytical approach ahead of time. A careful and well-

planned strategy for carrying out the report is vital for any research study (Gregg, 2008). 

The data analysis plan’s construction depends on the research design, which drives the 

research problem, the purpose of the study, the research question, data collection, and the 

strategies used to analyze themes with transparency (Ravitch & Carl, 2016). This 

qualitative descriptive phenomenological study aimed to obtain a detailed and substantial 
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understanding of the Ghanaian women leaders’ lived experiences in public, private, and 

political organizations. Although several data analysis plans are associated with 

phenomenological studies, they are all geared towards uncovering the essence of the 

study (Clarke & Braun, 2017). Such as thematic analysis, Moustakas modified Van Kam, 

descriptive, and interpretative phenomenological analysis. 

Analyzing qualitative data can be very bewildering and challenging due to the 

unstructured nature of this study (Clarke & Braun, 2017). Still, analysis can be carried 

out using the right methodology to draw the necessary conclusions. The validity of a 

research study largely depends on the interpretation and results of data analysis; 

therefore, the researcher must be mindful and open to the participants’ perspective as 

their truth (Patton, 2015). For this reason, an essential aspect of understanding and 

accurately interpreting the participants’ data collection is the ability to acknowledge any 

preconceived notions and biases about the phenomenon to make it easier for readers to 

contextualize the work (Sutton & Austin, 2015). Based on the line of study, the data 

analysis plan will consist of accurately interpreting the raw data collected and reading 

over the written field notes. Accurate interpretation will be achieved by repeatedly 

listening to the audio recording searching for patterns and themes of interest followed by 

an explanation of the observed patterns and themes on the how and what relating to the 

research question. 

The data analysis strategy in this study followed the three-step process described 

by Patton (2015), which included gathering the data, organizing the data in a manageable 

manner, and then presenting a meaningful, holistic picture to the reader. In this study, the 
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data analysis involved coding and categorizing the data to appropriately interpret or give 

a detailed description of the participants’ experiences (Miles et al., 2014). Coding also 

allows researchers to revisit the data collected and interpret accurately (Saldaña et al., 

2014). The coding process was divided into two sections to generate meaningful results 

within the research question. The first section was in the form of the data chunk that 

summarized the collected data.  

The second section was the chunk summary, divided into smaller themes as an 

overall description of the problem of the phenomenon of the study from the participants’ 

perspectives. The data collected were manually coded, audio recordings were transcribed 

verbatim, and Microsoft Excel was used to process all the data (Meyer & Avery, 2008). 

According to Sutton and Austin (2015), transcribing is laborious, but critical component 

in data analysis. Transcribing the interviews is one way of immersing yourself in the data 

and becoming more familiar with it (Sutton & Austin, 2015). Moreover, as 

aforementioned, Microsoft Excel is a proven, cost-effective, qualitative data analysis tool 

with the ability to handle a large amount of data, provide multiple attributes, and allow 

for a variety of display techniques (Meyer & Avery, 2008).  

In this study, the use of Microsoft Excel enabled the researcher to manage the 

data accurately, increase the credibility, validity, and trustworthiness of the study (Meyer 

& Avery, 2008), and move forward to think about the broader implications of the study. 

As a final step, all paper data collection will be kept anonymous and confidential and 

destroyed after five years. Also, all electronic data from the study will be deleted after 

five years. The 15 participants were tagged from A to O to maintain the anonymity of the 
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participants or any extreme case or challenge that might occur (Patton, 2015). The most 

crucial part of data analysis and management was for the researcher to be truthful and 

transparent to the participants, strengthen the data’s trustworthiness and replicate the 

study so others can read and learn from them. 

Issues of Trustworthiness 

In qualitative research, trustworthiness refers to the degree of confidence in the 

methods used to ensure the study’s quality. The researcher’s role is to establish protocols 

and procedures for readers to replicate the study (Amankwaa, 2016). The methods used 

for trustworthiness must fit the research design of the study. Trustworthiness is an 

essential aspect of a study that a researcher uses to reassure the readers that the research 

is significant and valuable (Miles et al., 2014). The criteria outlined for trustworthiness in 

a study included credibility, transferability, dependability, and conformability (Patton, 

2015). These categories will be described in the next section. 

Credibility 

Credibility is the authenticity of a study or the confidence in the truth of the 

study’s results. To ensure credibility in this study, the author implemented appropriate 

strategies (e.g., clarifying any research bias to the study from the onset). This self-

reflection created an open door and honest attitude that resonated well with the readers 

and, in turn, increase the probability of the data being reliable (Miles et al., 2014; Patton, 

2015). The strategies also included prolonged engagement with participants, persistent 

observation, peer-review, saturation, member checking, and negative case analysis 

(Morse, 2015). To support the study’s credibility, providing the participants with a copy 
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of the transcribed data will ensure the accuracy of the interviews on their lived 

experiences as a member checking (Carlson, 2010). The qualitative tool that assisted with 

this triangulation was Microsoft Excel (Meyer & Avery, 2008). 

Transferability 

Transferability is a qualitative term that is synonymous with external validity. 

Although in qualitative research, the findings are not generalizable, lessons learned in one 

setting can likely replicate in other studies (Miles et al., 2014). As a criterion of 

trustworthiness in this study, transferability was assessed by the extensive and exhaustive 

description of the context, location, participants, and the transparency about the data 

collection and analysis (Amankwaa, 2016). In line with transferability, the researcher 

applied the interview guide protocol that focused on the research questions (See 

Appendix C) with the emphasis on the participants’ shared experiences on the 

phenomenon of the study. This transferability represented the researcher’s vivid picture 

that will inform and resonate with readers (Amankwaa, 2016; White, Oekle, & Friesen, 

2012). 

Dependability 

Dependability is a qualitative term parallel to reliability in quantitative research 

and refers to the extent to which there is documentation to substantiate elements of the 

study (Barron, 2019). Dependability can also be referred to as whether one can track or 

provide a detailed and thorough explanation of how data were collected and analyzed 

(Miles et al., 2014). In this study, the procedure used to ensure dependability included an 

audit trail of process logs, the handwriting notes of all activities during the research 
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(Amankwaa, 2016). The researcher’s role was to have a clear description of the study, 

including the data collection from Ghanaian women leaders in organizations with the 

support of field notes and audio recordings to ensure dependability. In line with the 

dependability in the study, Microsoft Excel was used. Microsoft Excel is a qualitative 

data analysis tool for large amounts of data with multiple attributes and can be used for 

audit trail and triangulation (Meyer & Avery, 2008). 

 Patton’s three-step data analysis process, including gathering the data, organizing 

the data in a manageable manner, and then presenting a meaningful, holistic picture to the 

reader, was used. This process will allow other researchers the ability to replicate the 

study. 

Confirmability 

Confirmability is a qualitative research term similar to objectivity in quantitative 

research. Confirmability in the study includes the maintenance of an audit trail of analysis 

and the researcher’s methodological memos (Amankwaa, 2016). According to Guba and 

Lincoln (1989), confirmability occurs in qualitative research with an audit trail 

highlighting every step of the analysis to provide the rationale for the decision made. In 

this study, the researcher documented and kept detailed notes of every process in the 

study for peer review. In this section of the study, data was collected in a neutral setting 

and manner, meaning the findings will be the participants’ response, not the researcher’s 

bias or motivation (Houghton et al., 2013).  

In line with the study, member checking with the participants to ensure the 

study’s accuracy, preventing research biases, and setting aside preconceived notions 
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about the study’s phenomenon was inclusive (Miles et al., 2014; Shank, 2009). By 

ensuring that the researcher is prepared to meet the expectation of performing quality 

qualitative research, all necessary actions were taken throughout the study to demonstrate 

confirmability (Guba & Lincoln, 1989). As mentioned earlier, confirmability in 

qualitative research relies on how the findings will be consistent and can be repeated. An 

additional consideration to ensure the overall trustworthiness of this study and the ethical 

procedures established by the IRB and other laws will be described in detail in the next 

section below. 

Ethical Procedures 

In any research study, ethical issues relating to the protection of participants are of 

vital concern (Crosby et al., 2006). Based on the Belmont Report (National Commission 

for the Protection of Human Subjects of Biomedical and Behavioral Research (1978), 

interactions between a researcher and participants can be ethically challenging. In 

qualitative research, ethical principles, consideration, and procedures are paramount in 

protecting the participants from preventing any harm to those involved in the study 

(Aluwihare-Samaranayake, 2012). Because human subjects’ protection is of paramount 

importance in research studies, adhering to ethical requirements helped promote the 

study’s purpose through fundamental knowledge from the participants’ responses, not a 

misinterpretation of data.  

The three core ethical principles in this research consisted of respect of persons, 

which, according to Yin (2016), represent the dignified treatment of a person from a 

researcher. Beneficence, which is the second ethical principle, ensured the well-being of 
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the participants and society regarding the phenomenon of the study (Bowie, 2017). 

Justice, the third ethical principle, represented the fair and equitable treatment of all 

participants and the potential benefits of the participants’ responses (Sieber & Tolich, 

2013). These three ethical principles were honored throughout this research study to 

prevent potential harm to those involved (Crosby et al., 2006).  

Before any contact with the identified participants, IRB approval was obtained 

and made known to the participants. A researcher or scholar should be concerned with 

producing ethical and compelling research so other researchers can replicate it. As a 

result, the researcher adhered to all ethical standards surrounding the qualitative 

descriptive phenomenological study because of the risk and challenges involved 

(Aluwihare-Samaranayake, 2012).  

Since this study does not involve recruiting participants from the vulnerable 

population, diligent attention was required to meet all ethical standards rather than the 

sensitive topic of participants’ lived experiences. Before any fieldwork, including 

recruitment of participants and signing of the informed consent forms, the researcher 

communicated the study’s detailed purpose to the IRB by submitting a completed 

application and the Human Research Protection training certification. To obtain approval 

and ensure the confidentiality of the results of the study. This procedure enhanced the 

study by gaining detailed information from the participants in addition to maintaining 

participant confidentiality. Traditionally, the use of an informed consent form provides 

participants details of the expectations they share with the researcher regarding the 

phenomenon of the study (Gelinas et al., 2017).  
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This acquired knowledge enabled participants to decide on their participation in 

the study. The researcher’s role was to inform participants of their right to withdraw from 

the study at any time if they felt uncomfortable with the research process and content. 

Another concern was the participants’ time and work schedule because of the positions 

they hold. At this juncture, the interviews were scheduled based on the participants’ 

convenience and availability. Overall the protection of participants in a study was vital.  

The interviewer managed any potential conflict of interest and assured the 

participants of their confidentiality. Interviews will be stopped at any time at the 

participant’s request. In this study, data collection was semi-structured interviews by 

Skype, in addition to handwritten field notes and audio recordings with the permission of 

the participants. To ensure and maintain confidentiality and anonymity, tagging from A 

to O was used. In this regard, the participants’ responses will contribute and promote 

positive social change in public, private, and political organizations in Ghana due to the 

collaborative approach used to conduct the interviews. Finally, all materials and data 

collected and analyzed will be destroyed after five years. 

Summary 

  Chapter 3 outlined the research design and rationale, the researcher’s role, 

methodology, and issues of trustworthiness. The research design for this study is a 

qualitative descriptive phenomenological study. The rationale for using this design was to 

explore, describe and understand the lived experiences of participants through interviews, 

and observation, regarding career advancement opportunities and the impact of their 

underrepresentation in leadership (Giorgi, 2012; Patton, 2015; Roberts, 2013). The 
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researcher’s primary role in this study was to fulfill the study objectives and expectations 

and provide confidentiality and trustworthiness to the participants (Berger, 2015). The 

research question focused on the lived experiences of Ghanaian women leaders’ pursuit 

of professional careers in organizations.  

The methodology section for this study consisted of the participants’ selection 

logic, instrumentation, recruitment, participation, data collection, and data analysis plan. 

The data collection was a semistructured interview, supported by handwritten field notes 

and audio recordings. Data analysis was performed by coding and transcribing, with the 

support of Microsoft Excel, a computer-assisted qualitative data analysis tool to organize 

and manage all collected data (Meyer & Avery, 2008). Ensuring trustworthiness in this 

study, credibility, transferability, dependability, and confirmability was assessed. Ethical 

procedures and principles were implemented in regards to respect of persons, 

beneficence, and justice (National Commission for the Protection of Human Subjects of 

Biomedical and Behavioral Research (1978). Chapter 4 will present data collection and 

analysis. 
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Chapter 4: Results 

In this qualitative descriptive phenomenological study, I aimed to explore, 

describe, and understand the lived experiences of Ghanaian women leaders’ pursuit of 

professional careers in organizations. The research question for this study was: What are 

the experiences of Ghanaian women leaders’ pursuit of professional careers in 

organizations? The study’s conceptual framework was the role congruity theory of 

prejudice, and organizational culture theory, which was the foundation for uncovering the 

participants’ lived experiences and effects. 

In this chapter, I focus on the research settings, demographics, data collection, 

analysis, evidence of trustworthiness, and findings from 15 semi-structured interviews 

conducted with Ghanaian women leaders. The sufficient sample size in this qualitative 

research permitted me to obtain a detailed and thick description and understanding of the 

interviewees (Giorgi, 2004; Groenewald, 2004). Addressing the study’s purpose and the 

research question, the three-step process described by Patton (2015) was followed, which 

includes gathering the data, organizing the data in a manageable manner, and then 

presenting a meaningful, holistic picture to the reader. The study involved semi-

structured interviews with open-ended questions by Skype, phones, audio recordings, 

handwritten field notes, and Microsoft Excel to process the data. The results from this 

study provided information, knowledge, useful, practical recommendations that will 

propel policymakers and HR personnel towards improving Ghanaian women career 

advancement opportunities, representation, retaining, recruitment, training, supporting, 

and reconsider the effectiveness of the organizational policies, and programs. 
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Research Setting 

The research setting section describes and justifies any influential factors in 

participants’ experiences and interpretations of the study results. Purposeful sampling 

was used to select the number of participants for this study. Participants were identified 

through a criterion sampling, which included 15 Ghanaian women leaders with at least 10 

years of experience in management or leadership. Alphabetic codes A-O were used for 

the confidentiality of participants’ identities. Scheduling took place via email after the 

IRB approval, and the informed consent documents were signed.  

Due to the limited number of Ghanaian women occupying leadership positions, 

finances, and time, the study was conducted only in the Greater Accra Region. Data 

collected were from five different organizations, encompassing health care, academia, 

religious ministries, political, and corporations. The participants were offered an 

opportunity to select the locations in which they were comfortable completing the 

interviews. They also chose times and days for the meetings that worked with their 

schedules. It was appropriate to ensure that their concerns, plans, and the environment 

were conducive and quiet for the interviews. 

Demographics 

The demographic section describes the participant profile information, who the 

participants in the study are, and their characteristics relevant to the study. Demographic 

data was on 15 Ghanaian women leaders, who currently serve or have previously served 

in leadership positions in public, private, and political organizations. There was no limit 

to the participants’ age range because the assumption is that most participants would be 
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of age or older before gaining access to a leadership position due to stereotypes about 

women in organizations. Table 1 shows the participants’ characteristics. 

Table 1  

Participants Demographics and Characteristics 

Participants        Organizations         Years in leadership        Years before Promoted 

Participant A            Healthcare                   12 years                                 8 years 
Participant B            Healthcare                    15 years                               10 years 
Participant C            Healthcare                    20 years                               10 years 
Participant D            Religious                      10 years                                9 years 
Participant E            Religious                      12 years                                9 years 
Participant F            Religious                      15 years                               10 years 
Participant G           Corporation                  12 years                                Not yet 
Participant H           Corporation                  25 years                                15 years 
Participant I             Corporation                  20 years                               10 years 
Participant J             Political                       12 years                                10 years 
Participant K            Political                       11 years                                Not yet 
Participant L             Political                      12 years                                10 years 
Participant M           Academia                    35 years                                12 years 
Participant N           Academia                    13 years                                 11 years 
Participant 0             Academia                   15 years                                 12 years 

 
Note. All 15 participants have master’s degrees and married with families. Participant, I 

had additional leadership practice certification. 

Data Collection 

This study’s data collection process encompassed a series of pre-planned 

activities (e.g., pre interview work, and post interview work) after the IRB approval. 

Fifteen participants (three health care leaders, three religious’ leaders, three academic 

leaders, three political leaders, and three corporate leaders) were contacted using the 

information they provided via Church members and the LinkedIn platform. The 

participants were offered a report on the study’s purpose, nature, and their participation 
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and contribution to promoting positive social change for present Ghanaian women 

leaders and future women aspiring to leadership positions. 

The data collection and analysis process occurred within a month from April 30, 

2020, to June 1, 2020. I sought the participants’ consent and discussed in detail the 

anonymity and confidentiality regarding the information they provided. Data were 

collected through semi-structured interviews via Skype and telephones, which was the 

preferred method. The questions were open-ended with the intent of asking probing 

questions with handwritten field notes and audio recordings of each meeting with the 

participants’ permission. 

The audio recordings and handwritten field notes were used for critical listening 

to avoid misinterpretation from participants’ responses and to capture data memories 

after the interviews to ensure validity, credibility, and accuracy (Tessier, 2012). The 

meetings lasted approximately 45 to 60 minutes with each participant. Although the 

interviews were semi-structured, they involved a conversational approach that allowed 

the participants to open up more in their responses, ensuring richness of data. 

The interview began with establishing a rapport with the interviewee by creating a 

relaxed atmosphere through casual conversation. I introduced the essence of the meeting 

by providing a brief background statement regarding the study and reminded them of the 

audio recordings. Each interviewee was asked if there is any question before 

commencing. The interview elucidated information about the lived experiences in the 

pursuit of professional careers in organizations as a Ghanaian woman leader, how to 

improve the situation and needs of future women leaders.  
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Due to the nature of the interview, each interviewee presented as much 

information as possible. The interview guide used allowed me to learn more with an open 

mind to explore, describe, and understand the data gathered from the interviewees. The 

conceptual framework remains flexible and emergent because, without some conceptual 

framework, there would be no way to make reasoned decisions in the research process 

(Maxwell, 2013; Miles et al., 2014).  

The OCT and the role congruity theory of prejudice used accounted for the 

complex state surrounding Ghanaian women in pursuit of professional careers in 

organizations. The role congruity theory of prejudice provided perspective on the 

persistence of gender role stereotyping of Ghanaian women in leadership positions in 

organizations. This information showed that Ghanaian women leaders found it difficult to 

pursue professional careers and maintain their positions through achievement and 

success. The role congruity theory of prejudice explained the prejudice and stereotype of 

Ghanaian women and their continued underrepresentation in leadership positions.  

The OCT explained the organization’s culture and provided insights into 

understanding the stories of the Ghanaian women leaders in organizations and their 

impacts on the members. The OCT created an opportunity for new knowledge necessary 

for understanding the Ghanaian leaders’ evaluation and stereotyping about women in 

organizations, which will also be beneficial to policymakers. I provided opportunities for 

the conversation to flow naturally (Hesse-Biber & Leavy, 2010) to ensure the flexibility 

of responses. These theories provided a lens through which I was able to address the 
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research question and study objectives. I offered the interviewees a chance to provide any 

additions or feedback to enhance the data’s richness after each session. 

Saturation was reached on the 15th participant when there was no new 

information or themes observed in the data (Fusch & Ness, 2015). The participants were 

notified that they would receive a transcript via email within 48 to 72 hours after the 

interview. Upon completing the meetings, I transcribed the recordings precisely as 

captured by the handwritten field notes to ensure the transcript’s reliability and validity.  

I later conducted a member checking of the transcript as a form of verification 

from the interview. The interviewees were encouraged to make any corrections to the 

transcript to ensure its accuracy. Fortunately, there were no corrections made. All data 

collected were stored on a USB drive and stored in my office cabinet with a secured 

passcode to ensure the participants’ confidentiality. According to Kvale and Brinkmann 

(2009), researchers who do their transcription, immerse themselves in the data and 

become more familiar with it.   

To prevent research bias, I practiced epoche, which involves viewing the 

phenomenon from the participants perspective with a fresh eye instead from the 

researcher’s perspective (Moustakas, 1994), or bracketing one’s own experiences as 

much as possible to take a new view of the phenomenon under consideration (Moustakas, 

1994). Before reporting the results from data collected, I tagged the participants’ identity 

for confidentiality with alphabets A to O and pseudonyms for extra privacy protection for 

any organization that may be mentioned during the interviews. Once all these tagging and 
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masking was completed, I moved on to data analysis. As outlined in Chapter 3, data 

analysis involved the use of Patton’s three-step process. 

Data Analysis 

The analysis involved manual coding, the use of Microsoft Excel, and Patton’s 

three-step process. It gathers data, organizes the data in a manageable manner, and then 

presents a meaningful, holistic picture to the reader. Before commencing with the 

analysis, every vague expression by the participants was eliminated. I began typing and 

saving all field notes, transcribed all audio recordings from participants’ responses into 

organized Microsoft Word while still searching for commonalities across individuals’ 

answers.  

 Read through the data collected over and over, paying attention to the reactions. 

The descriptive phenomenological approach guided the data interpretation. The data were 

analyzed from the lens of a conceptual framework grounded in two theories, which 

effectively addressed the research question and study objectives. The conceptual 

framework, the role congruity theory of prejudice, and OCT became how the data was 

interpreted and coded. I implemented Van Manen’s (1997) advice not to confuse 

incidental with essential when sorting themes or categories. 

Coding was done manually using a generated alphabetical tagging and 

pseudonyms for participants’ confidentiality and an extra level of privacy protection. A 

code captures and represents the original content and essence of qualitative research data 

(Saldana, 2013). Coding also helps researchers to conceptually identify and classify 
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qualitative data into major themes (Saldana, 2013). Coding ensures the confidentiality 

and privacy of study participants (Gibson, Benson, & Brand, 2013).  

I grouped the codes into categories and themes and labeled them according to 

their importance and relation to the participants’ shared experiences. Then validated the 

data collected with each participant. According to Miles et al. (2014), to organize the data 

in a manageable manner, the researcher can use coding to categorize the data to make 

meaning from participants’ lived experiences appropriately. Another rationale for coding 

and categorizing the data into themes is exploring the interconnections within data to find 

the meaning for the initial analysis (Hitchcock & Hughes, 1995). The use of Microsoft 

Excel assisted in organizing the data, which is a proven qualitative data analysis tool with 

the ability to handle a large amount of data, enhance the trustworthiness of the study, 

provide multiple attributes, and allow for a variety of display techniques (Meyer & 

Avery, 2008). 

I set aside as much as possible all preconceived experience to understand the lived 

experiences of the participants. I listed every significant statement relevant to the study, 

determine the meaning of statements, continued by clustering the codes and categories 

into themes by removing overlapping and repetitive comments. I examined the themes 

and learned how they fit into the literature and framework. This process allowed theme 

formation from the research question and the ten interview questions. Lastly, a composite 

description was written to identify and present the essence of the phenomenon (Patton, 

2015). 
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 Through the lens of the role congruity theory of prejudice and the organizational 

culture theory, the four categories derived from the interviews with 15 Ghanaian women 

leaders were 1) limited career plan and advancement, 2) leadership readiness, 3) 

leadership development, 4) program effectiveness. The eight themes that emerged from 

the codes and categories were  

1. Gender discrimination,  

2. Opportunities,  

3. Promotions,  

4. Mentoring or role models,  

5. Work and family life balance,  

6. Wage gap,  

7. Experience and education,  

8. Networking.  

Due to the nature of the data collection and the environmental settings, no 

discrepant cases occurred. 

Table 3 

Sample of the Theme Development Process 

Participants            Participant’s quotes                                 Categories                                    Themes 

Participant B      “Ghanaian women leaders are more           Program effectiveness                  Work and  
                             likely to quit the job after giving birth      Limited career plan                       Family Life  
                             due to no paid leave for women.”             and advancement                           Balance. 
 
Participant C       “Career advancement opportunities           Limited career plan                      Opportunities 
                               and unfairness are the strongest              and advancement                          Gender  
                              obstacles of women leaders’ job               Leadership development            Discrimination 
                               dissatisfaction.” 
 
Participant D       “Ghanaian women are less likely               Leadership career plan and         Gender  
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                              To be hired and promoted to senior          advancement                               Discrimination 
                              leadership position easily, compared        Program effectiveness                 Opportunities 
                               to the men.”                                                                                                  Promotions 
 
Participant F        “Ghanaian women leaders experience         Leadership readiness                Gender 
                              everyday discrimination and less ability    Limited career plan and           Discrimination 
                              to advance in the workforce, especially     advancement                            Opportunities 
                              in the areas of wages and promotions.”      Leadership development         Wage gap 
                                                                                                    Program effectiveness             Promotions 
 
Participant G        “Balancing work and family                          Limited career plan and           Gender 
                               responsibility is one of the most                  advancement                           Discrimination 
                               challenging for Ghanaian women                Leadership readiness             Work and  
                               seeking leadership positions. It can              Program effectiveness           family life 
                               be frustrating because women are usually                                                  balance 
                               caregivers of the family, and are more  
                               likely to work part-time or take time off  
                                
                              for family commitment than men.” 
 
Participant H       “Ghanaian women leaders                              Program effectiveness             Opportunities 
                              representation in senior leadership                Leadership development          Promotions 
                              positions will not increase greatly without    Leadership readiness               Wage gap 
                              major changes in the organizational              Limited career plan and           Work/family 
                              practices, culture, and policies.”                     advancement                           life balance 
                                                                                                                                                       Gender  
                                                                                                                                                     discrimination           
                                                                                                                                                     Mentoring and 
                                                                                                                                                      Role models 
                                                                                                                                                     Education and 
                                                                                                                                                      Experience 
                                                                                                                                                       Networking 
   
Participant M       “I think Ghanaian women have made               Limited career plan               Gender 
                              great gains in earning more degrees than         and advancement                 discrimination 
                              men. But they still trail in senior academic      Leadership readiness            Promotions 
                              leadership; they are underrepresented at           Program effectiveness         Opportunities 
                             ranks of full professors and tenured faculty      Leadership development 
                              and this limits our opportunities to advance.”   
 
Participant N       “ Networking is vital to Ghanaian women          Program effectiveness          Networking 
                              leaders in moving up to the senior                    Leadership development      Opportunities 
                              leadership positions. I feel we need the             Leadership readiness            Promotions 
                              support and funding from the organizations                                                 Mentoring and 
                              so, every woman can gain from it.”                                                               role models    
 
Participant O        “We need more women leaders at the top          Program effectiveness        Mentoring and 
                               so, we can benefit from their powerful             Leadership development     role models 
                               mentoring and experience. However, a            Leadership readiness          Education and 
                               lack of this can be an obstacle to career            Limited career plan and     experience 
                               advancement for Ghanaian women. I                 advancement                     Opportunities 
                               worked with experienced leaders                                                                  Promotions 
                               which was a sort of help for me in terms                                                      Networking 
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                               of adapting a leadership role.”                                                             
 
 

Evidence of Trustworthiness 

The trustworthiness of research enhances the study’s credibility, transferability, 

dependability, and confirmability. 

Credibility 

  To ensure credibility in this study, I implemented several strategies to triangulate 

the data, such as clarifying any research bias to the review from the onset. The interviews 

conducted with the 15 Ghanaian women leaders contained the participants’ truth of their 

lived experiences, heightening specific patterns and themes relating to their pursuit of 

professional careers and career advancement opportunities in organizations. The manual 

coding was another essential aspect of the data analysis, which provided the opportunity 

to understand the content of the participant’s shared experiences. This method also 

allowed the legitimacy of the data and thereby purged any unnecessary error, as 

suggested by Miles et al. (2014). By performing member checking, I ensured the 

accuracy of the data collected from the participants. The use of Microsoft Excel was a 

tool that handled a large amount of data, provided multiple attributes, and allowed a 

variety of displayed techniques to gain efficiencies with the analysis. Based on these 

methods and tools in place, I was able to be truthful, transparent to the participants, 

strengthened the trustworthiness of the data, and created the conditions of transferability 

of the study.  
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Transferability 

 The detailed descriptive information about the methods and tools used enhanced 

transferability for this research. Thus, another researcher will be able to replicate the 

study to read and learn from them. The collected data was rich, thick, and detailed, 

utilizing open-ended questions and interview guides to give in-depth perceptions of the 

participants’ shared experiences. An essential duty that was key in performing this 

research was transparency about the processing of data collection and analysis. Keeping 

all records safe and confidential, which led to the topic of the dependability of the study.  

Dependability 

 Dependability is the extent to which there is documentation to provide evidence to 

support the study (Miles et al., 2014). I achieved dependability in this study by 

establishing audit trails and triangulation. Throughout this study, I incorporated the 

reasons behind the right selection of participants, research questions, research design, and 

methods. The data collected from the 15 Ghanaian women were audio-recorded with 

handwritten field notes. Data analysis reports were compiled to facilitate an accurate 

accounting of the study and justify the findings using Microsoft Excel. The Patton three-

step process enabled the organization of the interviews into manual codes, which 

facilitated the emerging themes for interpretation. The theory perspective, which was the 

utilization of multiple theories to interpret the data collected, provided the opportunity to 

understand how the conceptual framework aligned with the participants’ perceptions into 

meaningful data. To ensure all expectations of performing this descriptive qualitative 
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study are met, I completed the necessary assignment to demonstrate the research findings 

confirmability of my research findings. 

Confirmability 

 My responsibility and expectation of performing this study were to accept the 

participants’ perceptions as being their truths while remaining objective and setting aside 

any preconceived notions about the phenomenon of study. I achieved confirmability in 

this study by implementing the use of bracketing or epoche recommended by Moustakas 

(1994), member checking and the use of audit trail that highlighted every step of the 

analysis and rationale for the decision made.  To enhance confirmability, I was attentive 

to the participants’ perspectives, which enabled me to gain in-depth insights into the 

phenomenon of study. I was also conscious of any personal biases that might occur 

(Patton, 2015; Yilmaz, 2013). Every step taken throughout the process of data collection 

and analysis was documented. 

Study Results 

 The following section described the data collection and analysis process about the 

research question and participants’ responses. The study consisted of 15 Ghanaian 

women leaders from healthcare, academia, corporations, religious ministry, and political 

organizations. The participants were enthusiastic about reliving and sharing their lived 

experiences regarding their pursuit of professional careers and what can be done to 

improve the situation. 

 This study’s task was to identify the participants’ responses to the research 

question and the interview questions. The research question is: What are the experiences 
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of Ghanaian women leaders’ pursuit of professional careers in organizations? Based on 

the subject, I developed ten interview questions to guide the study.  

 The Ghanaian women leaders volunteered and participated in a 45-60 minutes 

interview via Skype or phone. The results were captured through the use of one research 

question. It was designed to tell a story on the lived experiences of the participants’ 

pursuit of professional careers in organizations. I captured all the essential information 

relevant to the study by utilizing manual coding and transcribing the interviews verbatim.   

The research question served as a connection and guide in understanding the 

Ghanaian women’s lived experiences. After careful review of the transcripts, the 15 

participants’ responses were parallel. They produced common threads regarding their 

experiences in their pursuit of professional careers, but with a slight difference in 

language. The participants mentioned factors that are instrumental to women’s 

underrepresentation, career advancement opportunities, and the need to improve the 

situation. The participants’ responses were grouped into codes and categories to 

determine the themes based on the phenomenon of study. 

Research Question What are the experiences of Ghanaian women leaders’ 

pursuit of professional careers in organizations? 

The three participants A, B, C, are from healthcare organizations. They defined 

their career journey and the challenges they have faced in their pursuit of professional 

careers as unfair. All three participants had a college degree in medicine, with ten years 

of experience in leadership. They also explained the perceived challenges of promotions 

to senior leadership roles as a stumbling block in their way. Interestingly, they all 
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mentioned stereotyping and prejudice about women leaders as obstacles that do not allow 

them to reach senior leadership positions. They also explained that the policymakers and 

HR personnel do not give women the opportunities to reach top posts compared to the 

men counterparts. 

Participant A stated that “it is difficult to prove yourself as intelligent enough 

capable as a woman in the medical field because of men domination.” She explained that 

men get more attention than women, but she feels that most of the women she works with 

outperforming the men, but the men are visible. She stated, “I am proud of any 

accomplishment made in the workplace by women.” She expressed her primary concern 

as the unfairness in wages, time flexibilities, and promotions. 

Participant B explained that men manipulate the health care system. Therefore, it 

makes it difficult for the administration to recognize them. She stated, “although women 

health care leaders take their work very seriously, they continue to face wage gaps and 

lack opportunities in promotions.” Her concern is that women leaders need equal wages 

as their men, equal opportunities in promotions, and take time off without consequences. 

Participant C explained that women leaders are more nurturing, role models, and 

team builders, yet they lack opportunities in promotions compared to their men 

counterparts. She reported how she experienced stereotyping and prejudice before and 

after her promotions to senior-level positions, which she worked extra hard for. She 

stated, “women leaders’ I work with are devoted to helping employees feel secure about 

their jobs and very confident about their future in organizations, yet they are 

underrepresented in leadership.” She also stated, “my greatest concern is that women 
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needed more qualification and must come together via networking to compete with the 

men.” 

Participants D, E, F, are from the religious ministries. The three participants 

explained their experiences in their pursuit of professional careers as challenging because 

society sees women as subordinate to the men, not leaders, which has limited their 

independence and performance as ministers. All three had master’s degrees in theology 

with over ten years of experience in leadership and management. The participants 

explained how the ordering of power and stereotyping has severe consequences for 

women’s leadership. They also explained how their goal is to fight for fair representation 

of women within religious organizations because of how women are undervalued in 

knowledge and experiences. One big concern of all three participants is that women 

leaders had experienced a lack of promotions throughout the organization. 

Participant D stated, “Men dominance is the main obstacle to women rising to top 

positions in the religious organizations.” She explained that labeling or stereotyping 

about women place stumbling blocks in their career paths because women leaders’ ideas 

are ignored, and undervalued. She stated, “It is a challenge to prove yourself competent 

to lead a church because of men dominance and lack of opportunities.”  

She further explained the importance of ordination in the organization by saying 

that “although ordination of women is a holy order and permitted by the church law, she 

continuously faced resistance from the men counterparts not because of her experience 

and education but rather her gender.” She also mentioned that she never had an official 

mentor but was posted to a small rural area to struggle with membership because that 
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church was on the verge of collapse. “What that did was allowed me to see myself as 

someone who can be in a senior leadership position to transform the organization.” She 

ended by saying that, “This visible expression of stereotyping, prejudice, discrimination, 

and gender gap makes Ghanaian women leaders’ feel inferior, which holds them back 

from their full potential to participate in any form. 

Participant E explained how stereotyping and prejudice about women in religious 

organizations had prevented her from ordination to senior leadership positions, despite 

her vocal and growing presence as a woman leader within the community. She stated, 

“this journey has not only been slow but challenging and painful as well.” She recalls her 

painful experience when she was excluded from an ordination ceremony because she was 

a woman. She emphasized that she did not give up hope because of her calling to the 

ministry. She explained how women are not given opportunities to reach a senior 

leadership position, left alone to stand on the altar and preach. 

Participant F explained how she lost confidence when excluded from promotions 

because the church’s policies and politics make it almost impossible for a woman leader 

to advance to a senior leadership position. She stated, “this is why I was not able to 

receive promotion.” She mentioned that although career advancement opportunities were 

always available, women leaders were not given a chance to take advantage of them, 

which is an uncomfortable and painful challenge. However, she still did her best as a 

woman leader in the ministry with experience and qualification.  

She explained how women are marginalized as subordinates not competent to 

lead. She stated, “before I became the general secretary in the organization, I faced some 
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challenges in my career path to a senior position. The ministry is male dominated but 

with minimum qualification and experience. I fought hard, and with the help of a woman 

departmental head, I was recommended for the position after eight years of work.” Her 

concern was that women leaders do not get enough time off for family issues; thus, it is 

challenging to balance work and family life. 

Participants G, H, I was from Corporations. All three Ghanaian women leaders 

have a master’s degree, but one had additional leadership practice certification. They all 

have over ten years of experience in leadership and management. It is facilitating that all 

three participants expressed how organizations have talked about gender balance for 

centuries in Ghana, yet progress is slow. As a result, Ghanaian women leaders have been 

asking themselves what needs to change to thrive. All participants perceived themselves 

as being leaders before their promotion, although they face few leadership opportunities 

to advance and succeed, they were confident within themselves. They expressed that one 

big concern is the lack of mentoring being the principal element absent in pursuing 

professional careers to senior leadership positions in organizations. 

Participant G Stated, “my experience to senior leadership position had not been 

easy but very challenging that the men counterparts do not understand.” It is not fair that 

women have to struggle and jump to clear extra hurdles to be successful. She explained 

that if women are sincere and earnest about doing great work in the organizations, they 

will succeed in their career paths. She stated, “I recall when I was pushed down, pushed 

aside, and told I do not belong at the table.” It is not easy to be bullied, but I did not give 
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up because I feel there is a way to pass it. She expressed her concern that these issues of 

stereotype, prejudice, and biases prevent many women from becoming senior leaders.   

Participant H mentioned that she struggled in her full-time job as an assistant 

manager with a lack of respect and negative attitude toward her from the men 

counterparts. Still, she held on to the position waiting for a promotion, which she never 

received. She explained that women need some form of organizational support, such as 

formal and informal networking to succeed. She also said that women need a proactive 

network of leaders and colleagues who will develop, promote, and champion them 

throughout their journey as they pursue their career aspirations in organizations. 

Compared to the men who use their position of influence to provide favors to help their 

colleagues promoted. She stated, “Men are always sitting together doing nothing, but 

recommending each other when it comes to promotions, and taking huge wages.” She 

further mentioned that women need role models at the senior leadership position who will 

support them. 

Participant I stated, “I worked for over seven years in middle management and 

never got promoted to senior position until ten years.” She explained that few 

opportunities for promotion come every five to seven years in her department, but she 

never got the chance. She stated, “But I was honored to be in the field so I can make a 

difference in the organization and employees’ life because leaders look to the future, 

provide meaning and purpose, motivate, inspire and impassion employees in a positive 

direction.” 
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Participant J, K, L are Ghanaian women leaders from the political organization. 

All three participants are graduates with a master’s degree. They all expressed how they 

experienced bias, stereotyping, and prejudice in their pursuit of a senior leadership role 

but overlooked for the position. They mentioned that it was these experiences that 

prompted them to start networking as their significant solution. They expressed their 

primary concern as working with competent and confident colleagues because women 

value the quality of work and value professionalism compared to the men who receive 

promotions without much knowledge and skills. 

Participant J explained the unfair treatment she encountered during her political 

appointments. She stated, “I feel women in the political organizations need more 

confidence, qualification, and training to compete with the men counterparts because the 

Ghanaian political system is manipulated and dominated by men. More women should be 

allowed to apply to positions of a senior role.” She expressed her experience as 

“potholes” and very challenging. She continued by saying that she was able to sail 

through because she demonstrated excellent communication and patience when leading. 

She went further by saying that women are not discouraged from political leadership, but 

they are not given a chance to utilize the available opportunities. 

Participant K explained how women lag behind the men in political organizations; 

they are not even called for meetings because they are seen as less favorable and 

incompetent to lead. She stated, “I recall the bias, stereotyping, and prejudice I 

encountered seeking promotion, as an unpleasant experience.” “Women should be given 

opportunity, encouraged, and mentored to take political leadership roles, but because 
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society sees the political organization as masculine, women do not get promoted quickly. 

She expressed how hard she worked with all her qualifications, training, and experience, 

but she was jumped over during promotions and never moved up. “Currently, I am 

looking for another organization to go, but if I see an improvement to support women 

leaders in the organization, I will stay.” 

Participant L explained her experience in pursuit of professional careers as painful 

and challenging. She stated, “I felt that being highly educated with experience in public 

service, I will get the chance to be promoted or elected easily without any obstacle. 

However, due to gender marginalization and discrimination, I never got the chance until 

after ten years when a woman colleague recommended her.” She mentioned that although 

education can be a factor in obtaining a political senior leadership position, it is not the 

deciding factor in the men dominated era. She stressed that women need to be highly 

educated, confident to speak up, financially sound, have mentors, and role models to 

compete with the men. 

Participant M, N, O, was Ghanaian women academicians. All three have master’s 

degree and teaching certification, with over ten years of experience. All the participants 

expressed their growing concern regarding the lack of women in senior positions in 

academia. They also explain how women leaders struggle to navigate their career path 

due to stereotyping or prejudice they encounter. All three participants reported that they 

had experienced less recognition throughout their careers, which was unfair. 

Participant M stated, “my experience in my career advancement was like a 

turbulent with lots of resistance, and every action of mine questioned.” She continued by 
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explaining how the policymakers conducted her assessment before promotion time, 

which they never followed-up with her. “I later realized a man counterpart was placed at 

the position; meanwhile, I have all the skills and qualifications. Regardless of women’s 

education and qualification, organizations prefer to appoint a man as the head.” She 

stated, “where I am now and what I have been able to achieve depends not only on the 

organization but also on my determination to achieve the goal that I have set before me.” 

Her most significant concern is that although Ghanaian women’s academicians have 

qualifications and have made little progress in their career advancement, they still lag 

behind their men counterparts. 

Participant N described her experience as bitter and unfair. She recalled being 

called for an interview when she was an assistant professor for promotion, which she did 

her best. Later, she was called back to the selection office where every member was 

present and was told that although she gave her best and was outstanding, they are sorry 

because that position had been offered to a man counterpart. She expressed bitterness and 

stated, “in fact, Ghanaian women continue to be underrepresented. The obstacles we face 

are real, women voices are never heard, do not matter, and we are not visible.” She 

continued by saying that Ghanaian women leaders must step-up, network, speak up, 

mentor each other, recommend when possible because her departmental head did so 

when there was another promotion opportunity.  

Participant O expressed the importance of role models and mentors in her field 

when asked about her challenges and experience in her pursuit of a professional career. 

She stated, “I did not face many challenges in my career advancement because I had a 
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mentor and felt it was beneficial to me. I acquired more knowledge and obtained more 

training from her. She advocated on my behalf, and I benefited greatly from her 

guidance.” She expressed her concern that for Ghanaian women academicians to compete 

with their men counterparts, there is a strong need for more training and networking. She 

describes how women are nurturing, relationship-oriented, promote teamwork, and 

always want their subordinates’ best. However, they still lag behind the men counterparts 

when it comes to promotions. “Ghanaian women leaders are multi-tasking compared to 

the men; therefore, they need to be treated fairly in organizations. 

Based on the description, understanding, and importance of the 15 participants’ 

lived experiences stories; the 8 themes emerged aligned with the research question. They 

were developed based on the available data, the use of the conceptual framework, Eagly 

and Karau’s (2002) role congruity theory of prejudice, and Schein’s (2010) 

organizational culture theory to understand how Ghanaian women leaders are viewed 

differently in organizations and its effect on the members. The eight themes that emerged 

include  

1. Gender discrimination,  

2. Opportunities,  

3. Promotions,  

4. Mentoring or role models,  

5. Work and family life balance,  

6. Wage gap,  

7. Experience and education,  
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8. Networking. 

      

Figure 1: depicts the themes developed and factors contributing to underrepresentation. 

Theme One: Gender Discrimination 

One hundred percent of the participants expressed their feelings about why 

women’s leadership is essential in organizations. Having more women in leadership will 

bring new ways of operating and more insight into organizational performance because of 

their nature. All the participants experienced workplace challenges because of their 

gender. They also experienced stereotyping or prejudice attitudes aimed at them because 

of their gender. They were marginalized and not recognized for their expertise and ideas 

and always pushed to the side in meetings. They all agreed that gender discrimination is a 

stumbling block before them because Ghanaian women are underrepresented in 

leadership positions. 
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Theme Two: Opportunities 

One hundred percent of the participants expressed their feelings about leadership 

opportunities because they feel the gateway to leadership is career advancement 

opportunities. The participants acknowledged they never obtained advancement 

opportunities quickly in the organizations to develop their leadership capabilities. They 

reported that they learned through their background as women but never attended formal 

or informal leadership development training. I discovered that all the participants had 

expressed different views on career advancement opportunities that may provide 

policymakers and human resource personnel with a better understanding of Ghanaian 

women leaders’ feelings in pursuit of professional careers. 

Theme Three: Promotions 

 Theme three had a frequency of 100 percent. All participants agreed that there 

was a strong need for more promotions on the women’s side, which would allow them to 

be more visible, confident, and productive, hence improving the organization’s 

performance. They expressed the importance of promotion and said that as they move 

from one position to another level of leadership, their skillset broadened and changed, 

bringing about transformation, self-renewal, and confidence throughout their career. They 

agreed that to enhance promotions, Ghanaian women leaders must be inclusive and 

treated fairly during the promotion period.  

Theme Four: Mentoring or Role Models 

One hundred percent of the participants expressed a lack of mentoring or role 

models as the vital element absent in leadership development and career advancement. 
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They agreed that mentoring gives a leader more exposure, provides advice and guidance, 

and helps the less experienced leader seek out work experiences and assignments, learn 

how to advance in organizations, and gain the most they can from their career. The 

majority of the participants explained that the women leaders mentored, benefited 

significantly. This issue demonstrated that there is a strong need for mentoring or role 

models for Ghanaian women leaders. 

Theme Five: Work and Family life balance 

 Theme five had a frequency of 100 percent because all the women have families. 

The participants expressed their feelings on the importance of work and family-life 

balance. They explained how flexibility in organizations does not always translate into a 

better work-life balance for women leaders. The participants also discussed how 

organizational policies on paid family leave is unfair to women in the workforce. They all 

agreed that a positive relationship between work and family-life balance would bring 

about job satisfaction and family satisfaction, which would increase organizational 

performance. Their most significant concern was for them to have the flexibility and take 

time off for family issues without any consequences. 

Theme Six: Wage Gap 

 This theme had a frequency of 100 percent. All participants acknowledged that it 

is unfair that Ghanaian women leaders face sluggish wage increments while their 

workload in organizations is more than their men counterparts or the same. The 

participants explained that women leaders face implicit and explicit biases in 

organizations on wages. Also, women are not being recognized for their 
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accomplishments or viewed as competent leaders. They all agreed that women leaders 

need additional training to speak up on wage negotiations. They expressed their feelings 

that the wage gap is a harsh reality. It hurts and suppresses women leaders’ earnings, 

making it harder to balance their work and family, regardless of education and work 

experience. 

Theme Seven: Education and Experience 

 Theme seven had a 100 percent frequency. All participants had degrees. They felt 

education and experience are keys to every position in an organization through hiring and 

promotions. They explained that highly educated and experienced leaders make better 

decisions, both professionally and personally. All participants acknowledged the 

importance of education and experience in some form that helped leaders build 

capabilities, strength, and confidence to succeed in their careers. It helped to have had the 

knowledge and experience of being in a position of senior leadership. They expressed 

their feelings that lack of education, experience, and mentoring are significant hindrances 

to their pursuit of professional careers as Ghanaian women leaders. 

Theme Eight: Networking 

 The majority of participants (90 percent) explained and acknowledged that 

networking was the most successful part of their career advancement to a senior 

leadership position. Most of them utilized networking as a tool to make themselves more 

visible within their organizations. Ten percent of participants felt that insufficient 

networking prevented them from recognition. Networking seriously serves as 

connectivity to leaders of influence and help to provide guidance. 
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Discrepant Cases 

 In this qualitative descriptive phenomenological study, no discrepant case 

occurred. I referenced back to the conceptual framework, the role congruity theory of 

prejudice, and the OCT when describing why there was a lack of Ghanaian women 

leaders in senior leadership positions. I discovered that stereotyping or prejudice, lack of 

opportunities, and promotions were the major obstacles as possible reasons. Based on this 

understanding, all 15 participants agreed that they need positive change in organizations 

on how women are viewed and mistreated in pursuit of professional careers. When 

implemented, they will remain in the workplace and be more productive. However, as 

long as the gender gap is prevalent in Ghana, there can be no solution to the dilemma of 

the underrepresentation of Ghanaian women leaders in organizations. Abakah (2018) 

acknowledged that bringing benefits to organizations by using expertise, skills, and 

knowledge, with women leaders inclusive, is extremely important. 

Table 2 

Study Results 

Emerged themes                              Participants                         Percentage of frequencies 

Gender discrimination                     Participant A-O                         100 % 
Opportunities                                    Participant A-O                         100 % 
Promotions                                        Participant A-O                         100 % 
Mentoring & role models                  Participant A-O                         100 % 
Work & Fam. Life Balance              Participant A-O                         100 % 
Wage Gap                                         Participant A-O                         100 % 
Education & Experience                   Participant A-O                         100 % 
Networking                                       Participant A-O                           90 % 
                                                                                                              10% did not 

 
 



124 

 

Summary 

The chapter presented findings on the lived experiences of 15 Ghanaian women 

leaders in different organizations’ pursuit of professional careers and how they can be 

improved. All interviews were semi-structured via Skype or telephones. Participants were 

interviewed after IRB approval with consent to participate via the informed consent form. 

The research question with the conceptual framework, the role congruity theory of 

prejudice, and OCT was used to understand how Ghanaian women leaders are viewed 

and treated differently in their career advancement.  

I performed data collection and analysis using Microsoft Excel, which revealed 

eight themes regarding Ghanaian women’s leadership experience in their pursuit of 

professional careers. The themes emerged were 1) Gender discrimination, 2) 

Opportunities, 3) Promotions, 4) Mentoring or role models, 5) Work and family life 

balance, 6) Wage gap, 7) Experience and education, 8) Networking. The chapter also 

outlined the participants’ demographic using alphabetic tagging A to O that prevented 

disclosure of their identity. All participants experienced challenges transitioning from one 

level of leadership to another. They held on to their challenges by demonstrating 

confidence, strength, and resilience despite the obstacles prevalent in organizations. 

Chapter 5 will present the discussion, conclusion, and recommendation of the 

study. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

 The purpose of this was to explore, describe, and understand the lived experiences 

of Ghanaian women leaders’ pursuit of professional careers in organizations. I employed 

a descriptive phenomenological qualitative approach as the research method. The 

descriptive phenomenological approach focuses on the commonality of a lived 

experiences of an individual or group and brings added dimensions to the study of human 

experience through qualitative research (Moustakas, 1994). 

The gender gap at the senior-level positions in organizations is a crucial topic in 

the field of management. Ghanaian women leaders in organizations have expressed a 

desire for gender equality in senior-level places and the pursuit of professional careers. It 

has been difficult for corporate and human resource personnel to understand these women 

leaders fully. The management problem addressed in this study was that Ghanaian 

women leaders’ pursuit of professional careers had received less value from corporate 

and HR personnel in organizations compared with their men counterparts. This 

qualitative descriptive phenomenological study aimed to understand 15 Ghanaian women 

leaders’ lived experiences regarding their pursuit of professional careers in organizations. 

To determine and recommend what practical strategies will be essential in promoting 

positive social change.  

Although there have been various research and discussions on the 

underrepresentation and career advancement opportunities of women in organizations 

over the years, there is still a gap in the existing literature. Ghanaian women leaders have 

a long history of experiencing underrepresentation in senior-level positions. Therefore, 
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presenting information on the perceptions of Ghanaian women leaders’ pursuit of 

professional careers will provide corporate and HR personnel with the resources. To 

review and reconsider the effectiveness of their policies, strategies, and programs for 

potential career improvements and representations to senior-level positions. As a result, 

the organization’s promise of corporate social responsibility in sustaining a competitive 

advantage will be achieved. This qualitative phenomenology methodology was 

appropriate because it resulted in a detailed and rich understanding of the Ghanaian 

women leader’s shared lived experiences. Chapter 5, focuses on several elements to 

conclude this study, including interpretation of the findings, limitations of the study, 

recommendations, implications of the study, and conclusion. 

Interpretation of Findings 

I organized the interpretation of findings around the eight themes that emerged 

from the research question and the 15 participants’ experiences stories. The study’s 

findings laid out information that confirms the existing literature and knowledge on 

Ghanaian women leadership pursuing professional careers to the top leadership positions. 

Findings of the study show that the Ghanaian women leaders confirmed that 

underrepresentation and career advancement opportunities limit their pursuit of 

professional careers to senior leadership positions.  

Throughout the interviews, the participants made statements describing how the 

underrepresentation and career advancement opportunities affected their pursuit of senior 

positions without organizational support. The findings also extend the existing 

knowledge by providing new insight into the phenomenon of study. The findings 
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highlighted many challenges Ghanaian women leaders’ face while carrying out their 

leadership roles. These findings agreed with Davis and Maldonado (2015). They found 

that despite the challenges they encountered, these Ghanaian women leaders perform 

skillfully in organizations where they continuously have to prove themselves. The 

comparison of these findings with the existing peer-reviewed literature on Ghanaian 

women leadership helped bring about the development for positive social change in 

increasing women’s representation, improving career advancement opportunities in 

Ghana, and identifying areas for future studies.  

Gender Discrimination 

 The theme relating to gender discrimination emerged as the most relevant finding 

in the study and in existing literature where different researchers had widely studied and 

explained but still little is known on how to increase representation and improve career 

advancement opportunities for Ghanaian women leaders (Ngunjri, 2016; Nkomo & 

Ngambi, 2009). As documented in this study and other existing literature, women leaders 

find it challenging to have their voices heard during meetings. They wonder if their ideas 

would be taken seriously, and most importantly, they worry about being denied 

advancement opportunities (Agadjanian, 2015). Sossou, (2011) agreed with this finding 

in the study that gender gap or gender discrimination in Ghana is multifactorial and deep-

seated in organizations that have existed for generations. Additional findings of this study 

indicated that unlike Ghanaian men leaders, the women leaders experienced cultural bias, 

stereotypes, or prejudice when pursuing leadership positions because of gender. 
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Concerning the gender discrimination that is noticeable in organizations, Adongo 

et al. (2013) confirmed with the finding that with these negative cultural attitudes, 

stereotypes, and underrepresentation of women, it would be challenging for Ghana to 

achieve sustainable development in organizations. This finding also corroborates with 

Bulley et al. (2017), who indicated that although men and women are considered equal 

under the Ghanaian law, women still face discrimination in organizations. This finding is 

also supported by Gyekye (2013), who documented that despite women’s rights and 

interests, gender gaps and cultural barriers continue to affect their lives negatively. 

Opportunities 

 Lack of opportunities disfavor Ghanaian women leaders and hinders their ability 

to prove useful in their leadership roles. As evidence from this study, Ghanaian women 

have limited or lack career advancement opportunities to senior leadership positions in 

organizations. The study’s findings confirm that men advance faster in organizations than 

women despite their high education. They are seen as incompetent leaders when they 

have not been allowed to prove themselves in leadership roles due to organizational 

culture and gender (Boateng, 2018).   

Additional findings of this study indicate that Ghanaian women leaders enter the 

workforce with aspiration and confidence to progress in their careers. However, when 

they face the challenge of fewer career opportunities, they lose hope and confidence in 

achieving their goals. The finding extends knowledge that a lack of career advancement 

opportunities hurts women’s ambitions (Darko & Seibu, 2016). The finding also 

corroborates with Abakah (2018), who indicated that underrepresentation and the lack of 
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equal opportunity continue to inhibit women leaders’ ability to participate even in 

politically elected positions.  

Promotions 

The participants’ experiences revealed that a few or lack of promotions keeps 

Ghanaian women leaders’ from advancing into senior leadership. This revelation 

indicates that promotions for women in organizations are undoubtedly processes that can 

improve women’s desire and boost their excitement for reaching or achieving their goals, 

and organizational objectives. This study’s findings indicated that most women endured a 

lack of promotion but are still optimistic about performing their leadership duties. 

Concerning promotions that are obstacles for women leaders in organizations, Abakah 

(2018) confirmed with the finding that although women struggled with their leadership 

promotions, they eventually become successful and reliable in the position is promoted. 

These findings also support Cook and Glass (2014), which indicated that closing the 

gender gap in promotions improve the retention of skilled and talented women, enhance 

morale, stimulate efficiency, and provide advancement opportunities, which can benefit 

the organization’s performance. 

Mentoring and Role Modeling 

 The theme mentoring and role models emerged as a challenge but essential in 

organizations in securing promotions; it increases a leader’s responsibility and helps 

individuals learn and grow within an organization. This finding revealed that a woman 

assuming a senior leadership position places her in the subordinates’ eye. However, 

everything she does is questioned by the men counterparts who try to despise her actions 
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due to stereotyping or prejudice in organizations. This finding of the study supported 

existing literature regarding the importance of mentoring, and role modeling, which 

indicated that lack of mentors and role models are the biggest challenge to women 

leaders’ success (Yousaf & Schmiede, 2017). According to Catalyst (2018), various 

studies show that a lack of mentoring and role modeling opportunities is a common 

barrier to women’s success. 

The study’s finding also indicated that most women leaders use mentoring and 

role modeling to enhance their leadership development and advocacy. Atingah et al. 

(2017) agree with the views expressed in this study that mentoring in organizations is not 

just because of the knowledge and skills leaders can learn from, but also develop 

strategies for dealing with both personal and academic issues, which in turn increases 

their confidence. An existing literature agrees that to increase Ghanaian women leaders’ 

representation, mentoring, and role modeling are important. However, due to the 

underrepresentation of women at senior leadership positions, women have not benefited 

much from mentorship and role modeling in their careers (Adom, 2017). 

Work and Family Life Balance 

 The participants’ experiences revealed that women face enormous challenges on 

family and work balance that policymakers, HR personnel, and their men counterparts do 

not understand. The participants’ stories indicated that work and family balance are the 

toughest challenges women encounter in the workplace, especially when they have to 

travel. The information obtained indicated that women play multiple roles as mothers and 
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wives and thus have various responsibilities. However, some organization’s policies are 

still designed as if women have no family liabilities.  

The finding is similar to previous studies on the support of work and family life 

balance for women without consequences in organizations (Dako-Gyekye & Owusu, 

2013). The finding is also in accordance with Boateng (2018), who found that many 

women face challenges and hostility in their careers after having children. The findings 

confirm Barron (2019) and Charles (2017), who indicated that due to the policies, some 

of the women prefer middle management rather than the senior position, which is rooted 

in Schein’s OCT. The finding disconfirmed with Lennon et al.’s (2013) study that 

rejected the idea that women are underrepresented in senior leadership positions because 

they cannot balance their life and work.  

Wage Gap 

 The theme relating to the wage gap emerged as a challenge for all participants. 

They confirmed and expressed bitterly that the wage gap is a significant issue in an 

organization. The findings have shown that Ghanaian women are more accepting but 

afraid to speak up for wage negotiation because they felt the men would ignore their 

ideas and petitions due to their gender. The additional finding shows that women leaders 

fear being rejected or excluded from their roles; however, confidence and respect are 

achieved when their voice is heard, and presence is known. Al-Mansara (2013) agreed 

with this finding that women must speak up with confidence, regardless of the negative 

attitude they face from their counterparts to accomplish their career goals.  
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The finding also revealed that the wage gap is a harsh reality for women. They are 

paid less than men, and it gets worse as a woman’s career progress. The finding confirms 

Davis and Maldonado (2015). They indicated that the wage gap in organizations would 

not end soon due to the vastness of the gap and the slow pace of organizational change in 

Ghana. The finding also corroborates with Boateng (2018) that indicate that there is a 

severe underrepresentation of Ghanaian women in leadership roles and are paid less than 

men. Evidence from this study suggests that using a fair remuneration act will bring the 

needed change, and these women will move on to perform with ease and satisfaction. The 

finding agreed with Murray and Chua’s (2014) findings that the wage gap is a 

contributing factor to women’s job dissatisfaction, affecting organizations’ performance. 

They concluded that there should be a way to mitigate this wage gap disadvantage 

associated with women.  

Education and Experience 

The research participants were all educated and have over ten years of experience 

in both management and leadership. One hundred percent of the participants felt that their 

prior leadership experience enhanced their ability to lead, build capacity, confidence, and 

strength to succeed in their careers. Eighty percent of them held leadership positions 

before being promoted to senior-level positions. These participants stories indicated that 

education and experience are closely interlinked in leadership and can help in career 

growth and organizations’ performance. The participants’ stories confirm Tagoe and 

Abakah’s (2015) conclusion that indicated that women leaders gain leadership experience 

mostly in middle management positions. The study’s finding confirms Anigwe (2014) 
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findings indicating that education and experience solidified the leaders’ persona and 

prepared them to learn more and adapt to the changing environment.  

This finding extends knowledge on the role of early leadership experience in 

Ghanaian women’s career advancement to senior leadership positions (Catalyst, 2018). 

Additional findings indicate that lesser educated and experienced men leaders instead 

receive preferential treatment compared to the women counterparts in promotions. This 

finding might serve as a basis for organizational programs to help leaders grow and might 

add to limited research on the role of education and experience in women’s pursuit of 

senior leadership positions. This finding is in accordance with Rincon et al. (2017) 

findings, which indicate that supporting women progression to senior positions, measures 

involving access to education and training should be considered. 

Networking 

 The participants in this study have different perspectives on networking. Ninety 

percent of them shared this sentiment as the most successful part of their pursuit of 

professional careers. However, ten percent of the participants never tried it. They 

explained that although networking is not at the top of every leaders’ list, it is a vital tool 

for most successful leaders in building a reputation. The participants’ stories revealed the 

importance of their networking as a career advancement tactic, allowing them to be 

visible, which provided them the opportunity to interact with different executives from 

the various departments who advocated for them.  

The findings from the participants’ experiences on networking and career 

advancement confirm Charles (2017) findings, which revealed that networking 
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opportunities are credible in improving reputations and moving a career forward. This 

finding confirms Adom (2017), who expressed that networking will help you attain a 

position faster, and it will give you a competitive edge throughout your career. Additional 

findings indicate that networking provides exclusive knowledge of job opportunities, 

emotional support, and protection, which could be critical in career development and 

advancement. These findings support other scholars who believe networking must be 

supported by organizations (Adu-Oppong & Arthur, 2015; Bulley et al., 2017; Tagoe & 

Abakah, 2915). The study’s findings could serve as a basis for organizational support to 

help Ghanaian women leaders up the career ladder. 

Limitations of the Study 

The limitations of this qualitative descriptive phenomenological study required 

other measurable factors to ensure the study’s trustworthiness. The first limitation was 

the sample size, which included only the 15 participating Ghanaian women leaders; thus, 

the data and conclusion may not be generalizable to all women leaders in Ghana. 

Although saturation was achieved, the sample size did not include all organizational 

leaders.  

The second limitation was the limited organizations utilized, which included only 

five organizations across Ghana. Due to limited finances, time of the study, and the 

participants’ work schedule, the study was only conducted in the Greater Accra region. 

Although enough information was provided, the data collected, analyzed, and conclusion 

may affect the results. Responses from excluded participants from other organizations 

could likely have led to different results.  
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The third limitation that may skew the results was the research bias, which can 

eventually cause distorted results and wrong conclusions. Research bias found in this 

study was recognized, acknowledged, and documented. To guard and limit the bias, I 

used Moustakas (1994) epoche to bracket my own experience as much as possible. 

Taking a fresh perspective on the participants’ experiences through their authentic voices 

by reevaluating their responses via the extensive handwritten field notes, replaying the 

audio recorded interviews over and over again, and finally applied the member checking 

to ensure accurate interpretation to enhance the credibility of the study.  

Although it was interesting to hear the positive experiences of the Ghanaian 

women leaders, it was also hard for me to listen to the negative aspect of their 

experiences encountered, which reminded me of my own leadership experience both in 

Ghana and outside Ghana. Based on that, I used epoche, which is a process in blocking 

biases and assumptions to explain the data collected in their meaning, which is the 

requirement of trustworthiness. 

Recommendations 

Underrepresentation and career advancement opportunities are vital for an 

organization’s performance. Therefore, much work still needs to be done about it. 

Ghanaian women leaders with comparable skills as their men counterparts should have 

the same opportunities and rights in their pursuit of professional careers. Instead, they 

remain less visible to policymakers and HR personnel in their career advancement to 

senior leadership positions. 
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This qualitative descriptive phenomenological study focused on the lived 

experiences of Ghanaian women leaders’ pursuit of professional careers in organizations. 

The study’s goal was to gain a rich understanding of the participants’ experiences in their 

career advancement. The conceptual framework, which was Eagly and Karau’s role 

congruity theory of prejudice and Scheim’s OCT, allowed me to gain a detailed 

understanding of the study’s phenomenon. The stories shared by the participants were 

vital. They could be useful to policymakers and HR personnel in understanding women 

leaders’ challenges and what might improve the situation in valuing them during the 

promotion period. Adu-Oppong and Arthur (2015) explained that if women have the 

same career opportunities to contribute to innovation and change in organizations, they 

will transform the future of organizational practice, culture, and belief towards a more 

inclusive and progressive society. 

From a personal perspective, this chapter has discussed the findings from the 

study with other literature on women and leadership. The knowledge gained from 

conducting this study indicated that Ghanaian women leaders still do not have the same 

career advancement opportunities compared to their men counterparts. This finding is a 

confirmation of gender discrimination in organizations. Thus, there is still some work to 

be done as it relates to underrepresentation, career advancement opportunities, and 

understanding the value of women’s pursuit of professional careers. Another new 

knowledge obtained from the participants was that some of the Ghanaian women leaders 

have a plan of action to speak up for their rights. They do not have to be in the senior 
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leadership position to challenge the status quo and champion others who may be 

struggling to raise their voices. 

Based on these findings, the first recommendation is to enact law by policymakers 

to create an environment where every woman will feel comfortable speaking up to 

discuss a promotion or career advancement opportunities and negotiate wage gaps. The 

second recommendation is for the policymakers and HR personnel to implement gender 

sensitivity mentoring and networking funded programs designed to increase women’s 

development. This kind of program would benefit the less experienced women leaders 

and the men counterparts in eliminating or reducing stereotypes or prejudice and creating 

open-mindedness on Ghanaian women. 

The third recommendation is for policymakers and HR personnel to offer and 

implement policies on flexible work schedules to help accommodate the needs of 

working Ghanaian women leaders who struggle to balance their careers with family 

responsibilities. This implementation will bring about job satisfaction and less stress on 

women. These new recommendations mean that Corporate leaders and HR personnel 

must demonstrate their commitment to valuing Ghanaian women’s perspectives in their 

pursuit of professional careers and revisit the organization’s policies in increasing 

women’s representation and improving their career advancement opportunities. 

Future Research 

 This qualitative descriptive phenomenological study revealed the experiences of 

Ghanaian women and leadership. Based on the findings, policymakers and HR personnel 

contributes to the unfair treatment of women in organizations with men contributing 
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immensely to gender discrimination. Due to this study’s uniqueness, I was able to 

uncover why women are viewed and treated differently in organizations, which affects 

their representation in senior leadership positions. A future study is needed to understand 

how both men and women perceive career advancement in organizations in Ghana. 

Therefore, this study provides an opportunity for other researchers to replicate the study 

in various ways using different research designs and methods. 

 Concerning the study’s limitation, which was the small sample size and only 

women in limited organizations, a replication study with larger sample size and more 

organizations may be conducted using the same research design and method to compare 

the findings of this study. Another replication of the study may be the use of mixed 

methods involving both Ghanaian men and women leaders to compare gender roles with 

a better understanding of why women are mistreated in their pursuit of professional 

careers. This future recommendation’s basis is to determine if everyone experiences 

stereotyping or bias throughout their jobs regardless of gender. 

Researcher’s Reflections 

 As I reflect on this study’s process, the conceptual framework with the role 

congruity theory of prejudice and the OCT guided the research and helped uncover how 

Ghanaian women are viewed and mistreated and its impact. I acknowledged that there 

was much to learn not only for the study but as a native Ghanaian woman with similar 

experience from the 15 participants. After listening carefully to each woman expressing 

their feelings, I immersed fully in their views, which made it hard to remain unbiased 

throughout the interviews.  
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The most exceptional experience I got from conducting this study was the 

education offered and obtained from the participants’ shared stories. This experience and 

feelings became more visible as I began to listen to the audio recordings repeatedly, 

which allowed me to reflect on their lived experiences and vulnerabilities as a Ghanaian 

woman leader in men-dominated organizations without any judgment. However, I was 

able to set aside preconceived ideas and remain open to listening to the participants’ 

shared experience stories, which allowed an accurate interpretation of the study’s 

phenomenon. Completing this study, I felt honored to have gained detailed 

understanding, new knowledge, obtained trust from the participants’ and experience of 

interviewing these great women leaders in Ghana. To provide practical recommendations 

for improving this situation in organizations.  

Implications 

This section of the study describes the potential impact for positive social change 

under (individual, family, organizational, and societal policy), conceptual framework, and 

organizational practices as appropriate. Positive social change aims to produce a 

transformation that leads to effective outcomes toward organizational performance and 

the well-being of humans or the nation. This study focused on the lived experiences of 

Ghanaian women leaders’ pursuit of professional careers.  

The study is critical for corporate leaders and policymakers. It provided an 

understanding of how Ghanaian women leaders can be successful if appropriate measures 

such as career advancement opportunities are implemented. This revelation could help 

human resource personnel, and corporate leaders understand the challenges women face 
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in their pursuit of senior leadership positions. The results highlighted the importance of 

raising gender awareness to bridge the gap, increasing women’s representation, and 

improving career advancement opportunities. This awareness may lead to positive change 

in attitudes and behaviors of both policymakers and men and women leaders in 

organizations.  

The implication for positive social change from this study is that corporate leaders 

or policymakers and HR personnel could use the study’s results to revisit and reconsider 

their organizational programs’ effectiveness. Including policies, and strategies for 

promotions, career advancement opportunities, increase representation, and improve 

working conditions in the organizations for women leaders. This revelation can provide 

information on continuous improvement to enhance the career advancement experiences 

of Ghanaian women leaders from an individual perspective. As a result, increasing the 

organization’s performance can reduce stress and increase job satisfaction for women 

heads of households from a family perspective.  

Another implication for positive social change from this study may be ensuring 

that other organizations in Ghana will get access to the study’s result. To implement the 

same procedure in improving career advancement opportunities throughout the nation. 

This procedure, if undertaken, can enhance the relationship between both the community 

and organizations, which will address career concerns in Ghana. 

The implication to the practice of this study could provide prospective 

involvement of policymakers and HR personnel toward attracting, retaining, supporting, 

and motivating Ghanaian women leaders. Policymakers have considerable responsibility 
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in organizations, reflecting on the impact of organizational performance (Kramer, 2014). 

With the limited number of women in senior leadership positions, policymakers must 

consider promoting, recruiting, and retaining talented women without any judgment but 

with benefits. 

As explained by the study’s participants, several Ghanaian women struggle to 

balance their work and family responsibilities, which hinders them. Thus, policymakers 

should create and offer a flexible work schedule to help accommodate the needs of the 

women. By implementing this flexible work schedule, there is the potential to positively 

affect their everyday relationships in balancing their work and family life. 

For the less experienced leaders, policymakers should develop mentoring and 

funded networking programs designed to increase women’s career development with 

affirmative action policies aimed at reducing gender discrimination. This study’s 

uniqueness sheds light on organizations’ implementation of women’s inclusion in senior 

leadership positions. The increased representation of Ghanaian women leaders 

contributes to positive social change because their voices will be heard, and their ideas 

will be noted. Restructuring the organizational policies and programs requires 

policymakers and HR personnel to have the means to mitigate women’s 

underrepresentation. Improve the organization’s culture and practices toward sustaining a 

competitive advantage and keeping organizational social responsibility (Bruktawit & 

Beyene, 2018; Frimpong, Li, & Wang, 2017; Sharma, 2016).  

The conceptual framework for this study was the role congruity theory of 

prejudice and the organizational culture theory. This framework guided this unique study 
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and allowed the uncovering of how Ghanaian women leaders are underrepresented, 

treated unfairly, and viewed differently in their pursuit of professional careers. Based on 

this framework, I understood how women’s beliefs, expectations, and goals are affected 

negatively in their career journey. This revelation allowed me to communicate the useful, 

practical recommendations that policymakers and HR personnel could use to improve 

organizational performance, increase women’s representation, improve career 

advancement, and treat everyone fairly in Ghana. 

Conclusions 

This qualitative descriptive phenomenological study focused on Ghanaian women 

leaders’ lived experiences in pursuit of professional careers. The study aimed to gain a 

deeper understanding of why women are underrepresented and treated unfairly in senior 

leadership positions and their pursuit of professional careers in Ghana. The findings 

fulfilled the purpose of this study by uncovering how stereotypes or prejudice about 

women affect Ghanaian women leaders’ career advancement opportunities. The 

participants’ stories revealed that several challenges hinder women’s progress to senior 

leadership positions.  

As the results confirmed, Ghanaian women leaders’ level of participation in top 

leadership positions is low, signifying that women are genuinely underrepresented in 

senior leadership positions in organizations. Apart from organizational policies and 

structural challenges, it also showed that socio-cultural factors contribute to the 

underrepresentation and unfair treatment of Ghanaian women leaders. These challenges 

and factors also affect women who are already occupying executive positions in Ghana.  
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Finally, I believed that the results of this study contributed knowledge to 

increasing women’s representation and improving career advancement opportunities and 

hopes it will assist policymakers and HR personnel in valuing Ghanaian women leaders’ 

pursuit of professional careers in organizations. Additionally, these findings and their 

implication will assist in facilitating further research on Ghanaian women and leadership 

because the reason for women’s underrepresentation in senior leadership roles in 

organizations remains unknown. As Adu-Oppong and Arthur (2015) mentioned, when 

women are allowed to lead, they will transform the future of organizational practices, 

culture, and belief toward a more inclusive and progressive society. So, are we leaders 

ready for this change in the organizations? 

 

 

 

 

 

 

 

 

 

 

 

 



144 

 

References 

Abakah, E. (2018). Participation without a voice? Rural women’s experiences and 

participation in local governance activities in Abura-Asebu-Kwamankese district 

of Ghana. Congent Social Sciences, 4(1). 1–19. 

doi:10.1080/23311886.2018.1549768 

Acar, F. P. (2015). Gender differences in promotion to top level management position: 

An examination of glass cliff in the IT sector. Social and Behavioral Sciences, 

210, 223–230. doi:10.1016/j.sbspro.2015.11.362 

Adom, A. Y. (2017). Comparative study of leadership style and competitiveness of 

SMEs: The case study of SMEs in the Greater Accra Region of Ghana. Journal of 

Business and Management Science, 5(2), 67–71. doi:10.12691/jbms-5-2-6 

Adongo, P. B., Tapsoba, P., Phillips, J. F., Tabong, P. T. N., Sone, A., Kuffour, E., ... 

Akweongo, P. (2013). The role of community-based health planning and 

service strategy in involving males in the provision of family planning services: A 

qualitative study in southern Ghana. Reproductive Health, 10, 36. 

doi:10.1186/1742-4755-10-36  

Adu-Oppong, A. A., & Arthur, C. (2015). Gender discrimination in the workplace: A 

study of women’s participation in higher education management in Ghana. Afro 

Asian Journal of Social Sciences, 6(3), 1–15. Retrieved from 

http://www.onlinesearchjournals.com/aaioss/art/180.pdf 



145 

 

Adua, E., Frimpong, K., Li, X., &Wang, W. (2017). Emerging issues in public health: A 

perspective on Ghana healthcare expenditure, policies and outcomes. The EPMA 

Journal, 8(3), 197–206. doi:10.1007/s13167-017-0109-3 

Agadjanian, V. (2015). Women’s religious authority in a sub setting: Dialectics of 

empowerment and dependency. Gender & Society: Official Publication of 

Sociologist for Women in Society, 29(6), 982–1008. 

doi:10.11770891243215602106  

Aguilar, L. A. (2013). Shareholders need robust disclosure to exercise their voting rights 

as investors and owners. Retrieved from https://sec.gov/news/public-statement/ 

2013-spch0220131aahtm 

Aidoo, E., & Achira, D. C. (2016). Factors that influence the glass ceiling. Evidence from 

formal sector organizations in Ghana. British Journal of Economics, Management 

& Trade, 12(1), 1–13. doi:10.9734/BJEM/2016/22729  

Al-Mansara, E. (2013). What are the “glass ceiling” barriers effect on women career 

progress in Jordan? International Journal of Business and Management, 8(6), 40–

46. doi:10.5539/ijbm.v8n6p40 

Allah-Mensah, B. (2005). Women in politics and public life in Ghana. Retrieved from 

https://library.fes.de/pdf-files/bueros/ghana/02989.pdf 

Almaki, S. H., Silong, A. D., Idris, K., & Wahat, N. W. A. (2016). Understanding of the 

meaning leadership from the perspective of Muslim women academic leaders. 

Journal of Educational and Social Research, 6(2), 225–236. 

doi:10.5901/jesr.2016v6n2p225 



146 

 

Alshenqeeti, H. (2014). Interviewing as a data collection method: A critical review. 

English Linguistics Research, 3(1), 39–45. doi:10.5430/elr.v3n1p39 

Aluwihare-Samaranayake, D. (2012). Ethics in qualitative research: A view of the 

participants and researchers’ world from a critical standpoint. International 

Journal of Qualitative Methods, 11(2), 64–81. doi:10.1177/160940691201100208 

Amankwaa, L. (2016). Creating protocols for trustworthiness in qualitative research. 

Journal of Cultural Diversity, 23(3), 121–127. Retrieved from 

www.ncbi.nlm.nih.gov/journals/j-cult-drivers/ 

Amoah-Boampong, C. (2018). Historicising the women’s manifesto for Ghana: A 

culmination of women’s activism in Ghana. Legon Journal of the Humanities, 

29(2), 26–53. doi:10.4314/ljh.v29i2.2 

Anigwe, A. (2014). Perceptions of women in political leadership positions in Nigeria. 

(Doctoral dissertation). Retrieved from https://scholarworks.waldenu.edu/cgi/ 

viewcontent.cgi?article=1027&context=dissertations 

Anku-Tsede, O., & Gadegbeku, C. (2014). Regulation and gender equality and non-

discrimination of women in top management positions in Ghana. African Journal 

of Business Management, 8(19), 913–921. doi:10.5897/AJBM2013.7182 

Apusiga, A. A., & Adatuu, R. (2017). Enhancing women’s political fortunes in Ghana: Is 

a 50/50 campaign realistic? Ghana Journal of Development Studies, 14(2), 43–62. 

doi:10.4314/gjds.v14i2.3 

Archard, N. (2013). Adolescent leadership: The female voice. Educational Management 

Administration & Leadership, 41(3), 336–351. doi:10.1177/1741143212474804 



147 

 

Atingah, C., Fatawu, A., & Adanse, J. (2017). Investigating career challenges which 

prevent female managers in reaching top positions in the hospitality industry: A 

study of someselected hotels in Bolgatanga-Ghana. International Journal of 

Economics, Commerce and Management, 5(9), 276–297. Retrieved from 

http://ijecm.co.uk/wp-content/uploads/2017/09/5917.pdf 

Atuahene, F., & Owusu-Ansah, A. (2013). A descriptive assessment of higher education 

access participation, equity, and disparity in Ghana. SAGE Open, 3(3), 1–16. 

doi:10.1177/2158244013497725 

Ayman, R., & Korabik, K. (2010). Leadership: Why gender and culture matter. American 

Psychologist, 65(3), 157–170. doi:10.1037/a0018806  

Ayman, R., Korabik, K., & Morris, S. (2009). Is transformational leadership always 

perceived as effective? Male subordinates’ devaluation of female transformational 

leaders. Journal of Applied Social Psychology, 39(4), 852–879. 

doi:10.1111/j.1559-1816.2009.00463.x 

Barron, M. (2019). Senior-level African American women, underrepresentation, and 

career decision making. (Dissertation). Walden University, Minneapolis, MN. 

Retrieved from https://scholarworks.waldenu.edu/cgi/ 

viewcontent.cgi?article=7584&context=dissertations 

Bawa, S., & Sanyare, F. (2013). Women’s participation in politics: Perspectives from 

Ghana. InternationalJournal of Public Administration, 36(4), 282–291. 

doi:10.1080/01900692.2012.757620 



148 

 

Baxter, P., & Jack, S. (2008). Qualitative case study methodology: Study design and 

implementation for novice researchers. Qualitative Report, 13(4), 544–559. 

Retrieved from https://nsuworks.nova.edu/cgi/ 

viewcontent.cgi?article=1573&context=tqr 

Beeson, J., & Valerio, A. M. (2012). The executive leadership imperative: A new 

perspective on how companies and executives can accelerate the development of 

women leaders. Business Horizons, 55(5), 417–425. 

doi:10.1016/j.bushor.2012.05.002 

Bell, K., Fahmy, E., & Gordon, D. (2016). Quantitative conversation: The importance of 

developing rapport in standardized interviewing. Quality & Quantity, 50(1), 193–

212. doi:10.1007/s11135-014-0144-2  

Berger, R. (2015). Now I see it, now I don’t: Researcher’s position and reflexivity in 

qualitative research. Qualitative research, 15(2), 219–234. 

doi:10.1177/1468794112468475 

Bishu, S. G., & Alkadry, M. G. (2017). A systematic review of the gender pay gap and 

factors that predict it. Administration & Society, 49(1), 65–104. 

doi:10.1177/0095399716636928 

Bismark, M., Morris, J., Thomas, L., Loh, E., Phelps, G., & Dickson, H. (2015). Reasons 

and remedies for underrepresentation of women in medical leadership roles: A 

qualitative study from Australia. BMJ Open, 5(11), e009384. 

doi:10.1136bmjopen-2015-009384  



149 

 

Bledsoe, T. S., & Setterlund, K. A. (2015). Thriving in ministry: Exploring the support 

systems and self-care practices of experienced pastors. The Journal of Family and 

Community Ministries, 28(1), 48–66. Retrieved from 

https://www.researchgate.net/publication/306372306 

Boateng, D. A. (2018). Experiences of female academics in Ghana: Negotiation and 

strengths as strategies for successful careers. African Journal of Social Work, 

8(1), 21–30. Retrieved from https://www.ajol.info/index.php/asjw/ 

article/view/172906/44327 

Bowie, N. E. (2017). Business ethics: A Kantian perspective. New York, NY: Cambridge 

University Press. 

Brinkmann, S. (2014). Unstructured and semi-structured. The Oxford Handbook of 

Qualitative Research (277–299). doi:10.1093/oxfordhb/9780199811755.013.030  

British Broadcasting Corporation. (2008). Women to rule Rwanda parliament. Retrieved 

from http://news.bbc.co.uk/2/hi/africa/7620816.stm 

Bruce-Twum, E. (2013). The accounting profession and female gender in Ghana. 

Accounting and Finance Research, 2(1), 54–60. doi:10.5430/afr.v2n1p54 

Bruckmuller, S., Ryan, M. K., Rink, F., & Haslam, S. A. (2014). Beyond the glass 

ceiling: The glass cliff and its lessons for organizational policy. Social Issues and 

Policy Review, 8(1), 202–232. doi:10.1111/sipr.12006 

  



150 

 

Bruktawit, B., & Beyene, M. A. (2018). The challenges of women leaders of business 

organizations in Addis Ababa, Ethiopia, in balancing work-family 

responsibilities. Journal of International Women’s Studies, 19(2), 140–158. 

Retrieved from https://pdfs.semanticscholar.org/d065/ 

bb3f0afde05f2461da9d9e5907664350a15b.pdf  

Bulley, C. A., Osei-Bonsu, N., & Rasaq, H. A. (2017). Attributes of leadership 

effectiveness in West Africa. AIB Insights, 17(1), 11–14. Retrieved from 

https://documents.aib.msu.edu/publications/insights/v17n1/v17n1_Article3.pdf  

Caelli, K. (2001). Engaging with phenomenology: Is it more of a challenge than it needs 

to be? Qualitative Health Research, 11, 273–282. 

doi:10.1177/104973201129118993 

Cain, L. D. (2015). Barriers encountered by African American women executives. 

(Doctoral dissertation, Walden University). Retrieved from 

https://pdfs.semanticscholar.org/7661/e0cb069c5736c07987ba58ec652737a694ae

.pdf?_ga=2.4858995.1989031963.1566324564-1511021486.1566324564 

Campbell, D., & Wolbrecht, C. (2006). Women politicians as role models for 

adolescents. Journal of Politics, 68(2), 233–247.  

doi:10.1111/j.1468-2508.2006.00402.x 

Carlson, J. A. (2010). Avoiding traps in member checking. The Qualitative Report, 15(5), 

1102–1113. Retrieved from https://core.ac.uk/download/pdf/51087463.pdf 

Catalyst Infographic (2018). The double-bind dilemma for women in leadership: Damned 

if you do, doomed if you don’t. New York, NY: Catalyst. 



151 

 

Charles, A. M. (2017). Perceptions of women of color on career advancement in high 

technology management. (Unpublished doctoral dissertation). Walden University, 

Minneapolis, MN.  

Clarke, V., & Braun, V. (2017). Thematic analysis. The Journal of Positive Psychology, 

12(3), 297–298. doi:10.1080/17439760.2016.1262613 

Cleary, M., Horsfall, J., & Hayter, M. (2014). Data collection and sampling in qualitative 

research: Does the size matter? Journal of Advanced Nursing, 70(3), 473–475. 

doi:10.1111/jan.12163 

Cook, A., & Glass, C. (2014). Above the glass ceiling: When are women and 

racial/ethnic minorities promoted to CEO? Strategic Management Journal, 35(7), 

1080–1089. doi:10.1002/smj.2161 

Crosby, R. A., DiClemente, R. J., & Salazar, L. F. (2006). Research methods in health 

promotion. San Francisco, CA: Jossey-Bass. 

Crouch, M., & McKenzie, H. (2006). The logic of small samples in interviewed-based 

qualitative research. Social Science Information, 45(1), 483–499. 

doi:10.1177/053901846069584 

Cumming-Potvin, W. (2013). New basics and literacies: Deepening reflexivity in 

qualitative research. Qualitative Research Journal, 13(2), 214–230. 

doi:10.1108/QRJ-04-2013-0024 

Czabanowska, K., Domagala, A., Kalaitzi, S., Krogulec, A., Burazeri, G., & Babich, S. 

(2017). Exploring the added value of women healthcare managers in Poland. 

Materia Socio-Medica, 29(4), 280–285. doi:10.5455/msm.2017.29.280-285 



152 

 

Dako-Gyekye, M., & Owusu, P. (2013). A qualitative study exploring factors 

contributing to gender inequality in rural Ghana. Mediterranean Journal of Social 

Sciences, 4(1), 481–489. doi:10.5901/mjss.2013.v4n1p481 

Darko, R. A., & Seibu, M. (2016). Investigating into the barriers militating against 

women taking up coaching roles in Ghana. International Journal of Physical 

Education, Sports, and Health, 3(2), 80–82. Retrieved from 

http://www.kheljournal.com/archives/2016/vol3issue2/PartB/3-1-60.pdf 

Davis, D. R. (2016). The journey to the top: Stories on the intersection of race and gender 

for African American women in academia and business. Journal of Research 

Initiatives, 2(1), 1–12. Retrieved from http://digitalcommons.uncfsu.edu/ 

jri/vol2/iss1/4 

Davis, D. R., & Maldonado, C. (2015). Shattering the glass ceiling: The leadership 

development of African American women in higher education. Advancing Women 

in Leadership, 35, 48–64. Retrieved from http://www.advancingwomen.com/awl/ 

Vol35_2015/Davis_Shattering_the_Glass_Ceiling.pdf 

DeFrank-Cole, L., Latimer, M., Reed, M., & Wheatly, M. (2014). The women’s 

leadership initiative: One university’s attempt to empower females on campus. 

Journal of Leadership, Accountability & Ethics, 11(1), 50–63. Retrieved from 

http://www.na-businesspress.com/JLAE/DeFrank-ColeL_Web11_1_.pdf 

Denzin, N. K., & Lincoln, Y. S. (2011). The Sage handbook of qualitative research (4th 

ed.). Thousand Oaks, CA: Sage. 



153 

 

Dickson, A., Adu-Agyem, J., & Emadi, K. H. (2018). Theoretical and conceptual 

framework: Mandatory ingredients of a quality research. International Journal of 

Scientific Research, 7(1), 438–441. doi:10.15373/22778179 

Diekman, A. B., & Goodfriend, W. (2006). Rolling with the changes: A role congruity 

perspective on gender norms. Psychology of Women Quarterly, 30(4), 369–383. 

doi:10.1111/j.1471-6402.2006.00312x  

Djupe, P. A. (2014). The effects of descriptive associational leadership on civic 

engagement: The case of clergy and gender in protestant denominations. Journal 

for the Scientific Study of Religion, 53(3), 497–514. doi.10.1111/jssr.12133 

Eagly, A. H., & Karau, S. J. (2002). Role congruity theory of prejudice toward female 

leaders. Psychological Review, 109(3), 573–598. doi:10.1037/0033-

295X.109.3.573 

Ellemers, N. (2014). Women at work: How organizational features impact career 

development. Policy Insights from the Behavioral and Brain sciences, 1(1), 46–

54. doi:10.1177/2372732214549327 

Ellemers, N. (2018). Gender stereotypes. Annual Review of Psychology, 69, 275–298. 

doi:10.1146/annurev-psych-122216-011719  

Emerson, R. W. (2015). Convenience sampling, random sampling, and snowball 

sampling: How does sampling affect the validity of research? Journal of Visual 

Impairment & Blindness, 109(2), 164–168. doi:10.1177/0145482x1510900215 

Eriksson, P., & Kovalainen, A. (2015). Qualitative methods in business research: A 

practical guide to social research. Thousand Oaks, CA: Sage. 



154 

 

Erlingsson, C., & Brysiewicz, P. (2013). Orientation among multiple truths: An 

introduction to qualitative research. African Journal of Emergency Medicine, 3(2), 

92–99. doi:10.101016/j.afjem.2012.04.005 

Escribano-Ferrer, B., Cluzeau, F., Cutler, D., Akufo, C., & Chalkidou, K. (2016). Quality 

of health care in Ghana: Mapping of intenventions and the way forward. Medical 

Journal, 50(4), 238–247. doi:10.4314/gmj.v50i4.7 

Exkano, J. (2013). Toward an African cosmology: Reframing how we think about 

historically black colleges and universities. Journal of Black Studies, 44(1), 63–

80. doi:10.1177/0021934712465313 

Faiza, A. (2013). A multi-level perspective on equal employment opportunity for women 

in Pakistan. Equality, divesity and inclusion. An International Journal, 32(3), 

289–309. doi:10.1108/EDI-12-2012-0110 

Frimpong, K., & Agyeman-Budu, K. (2018). The rule of law and democracy in Ghana 

since independence. African Human Rights Law Journal, 18(1), 244–265. 

doi:10.17159/1996-2096/2018/v18n1a12 

Fusch, P. I., & Ness, L. R. (2015). Are we there yet? Data saturation in qualitative 

research. Qualitative Report, 20(9), 1408–1416. Retrieved from from 

https://nsuworks.nova.edu/cgi/ 

viewcontent.cgi?article=2281&context=tqr 

Gallant, A. (2014). Symbolic interactions and the development of women leaders in 

higher education. Gender, Work & Organization, 21(3), 203–216. 

doi:10.1111/gwao.12030 



155 

 

Gelinas, L., Pierce, R., Winkler, S., Cohen, I. G., Lynch, H. F., & Bierer, B. E. (2017). 

Using social media as a research recruitment tool: Ethical issues and 

recommendations. The American Journal of Bioethics, 17(3), 3–14. 

doi:10.1080/15265161.2016.1276644 

Gentles, S. J., Charles, C., Ploeg, J., & McKibbon, k. (2015). Sampling in qualitative 

research: Insight from an overview of the methods literature. The Qualitative 

Report, 20(11), 1772–1789. Retrieved from https://nsuworks.nova.edu/tqr/ 

vol20/iss11/5 

Ghana Statistical Service. (2019). Ghana living standards survey report rounds 5, 7, and 

7. Retrieved from http://www.statsghana.gov.gh/ 

Gioia, D. A., Corley, K. G., & Hamilton, A. L. (2013). Seeking qualitative rigor in 

inductive research notes on the Gioia methodology. Organizational Research 

Methods, 16(1), 15–31. doi:10.1177/1094428112452151 

Giorgi, A. P. (2009). The descriptive phenomenological method in psychology: A 

modified Husserlian approach. Pittsburg, PA: Duquesne University Press. 

Giorgi, A. P. (2012). The descriptive phenomenological psychological method. Journal 

of Phenomenological Method, 43(1), 3–12. doi:10.1163/156916212X632934 

Gipson, A. N., Pfaff, D. L., Mendelsohn, D. B., Catenacci, L. T., & Burke, W. W. (2017). 

Women and leadership: Selection, development, leadership, style and 

performance. The Journal of Applied Behavioral Science, 53(1), 32–65. 

doi:10.1177/0021886316687247 



156 

 

Gochhayat, J., Giri, V. N., & Suar, D. (2017). Influence of organizational culture on 

organizational effectiveness: The mediating role of organizational 

communication. Global Business Review, 18(3), 691–702. 

doi:10.1177/0972150917692185 

Golberg, A. E., & Allen, K. R. (2015). Communicating qualitative research: Some 

practical guideposts for scholars. Journal of Marriage and Family, 77(1), 3–22. 

doi:10.1111/jomf.12153     

Grant, C., & Osanloo, A. (2014). Understanding, selecting, and integrating a theoretical 

framework in dissertation research: Creating the blueprint for your “house.” 

Administrative Issues Journal: Connecting Education, Practice, and Research, 

4(2), 12–26. doi:10.5929/2014.4.2.9  

Gregg, M. (2008). Field epidemiology (3rd ed.). New York, NY: Oxford University Press 

Inc. 

Grewal, A., Kataria, H., & Dhawan, I. (2016). Literature search for research planing and 

identification of research problem. Indian Journal of Anaesthesia, 60(9), 635–

639. doi:10.4103/0019-5049.190618 

Groenewald, T. (2004). A phenomenological research design illustrated. International 

Journal of Qualitative Methods, 3(1), 42–55. doi:10.1177/160940690400300104 

Guba, E. G., & Lincoln, Y. S. (1989). Fourth generation evaluation. Newbury, Park, CA: 

Sage. 

Gumpertz, M., Durodoye, R., Griffith, E., & Wilson, A. (2017). Retention and promotion 

of women and underrepresented minority faculty in science and engineering at 



157 

 

four large land grant institutions. PLos ONE, 12(11), e0187285. 

doi:10.1371/journal.prone.0187285 

Guptill, M., Reibling, E. T., & Clem, K. (2018). Deciding to lead: A qualitative study of 

women leaders in emergency medicine. International Journal of Emergency 

Medicine, 11(1), 1865–1372. doi:10.1186/s12245-018-0206-7 

Gyekye, D. (2013). Women at work: A study of the glass ceiling phenomenon among 

managerial women in Ghana. (Doctoral dissertation, University of Ghana, 

Legon). Retrieved from http://ugspace.ug.edu.gh/bitstream/handle/123456789/ 

5272/Dorcas%20Gyekye_Women%20at%20Work.%20A%20Study%20of%20th

e%20Glass%20Ceiling%20Phenomenon%20among%20Managerial%20Women

%20in%20Ghana_2013.pdf?sequence=1 

Hamah, V. (2015). Women’s participation in Ghanaian politics: An assessment of the 

opportunities and limitations. (Doctoral dissertation, University of Ghana, 

Legon). Retrieved from http://ugspace.ug.edu.gh/bitstream/handle/123456789/ 

21889/Women%27s%20Participation%20in%20Ghanaian%20Politics%3B%20A

n%20Assessment%20of%20the%20Opportunities%20and%20Limitations%20-

%202015.pdf?sequence=1&isAllowed=y 

Hao, M. J., & Yazdanifard, R. (2015). How effective leadership can facilitate change in 

organizations through improvement and innovation. Global Journal of 

Management and Business Research: An Administration and Management, 15(9), 

1–4. Retrieved from https://globaljournals.org/GJMBR_Volume15/1-How-

Effective-Leadership.pdf 



158 

 

Hartman, T. (2013). Already but not yet: The status of women Baptist pastors. Review & 

Expositor, 110(1), 65–76. doi:10.1177/003463731311000108 

Haskins, C. Y. (2003). Gender bias in the Roman Catholic Church: Why can’t women be 

priests? University of Maryland Law Journal of Race, Religion, Gender and 

Class, 3(1), 99–124. Retrieved from 

https://digitalcommons.law.umaryland.edu/cgi/ 

viewcontent.cgi?article=1037&context=rrgc 

Hatch, M. J. (1993). The dynamics of organizational culture. The Academy of 

Management Review, 18(4), 657–693. Retrieved from 

http://www.jstor.org/stable/258594 

Hauser, M. C. (2014). Leveraging women’s leadership talent in healthcare. Journal of 

Healthcare Management, 59(5), 318–322. doi:10.1097/00115514-201409000-

00004 

Hesse-Biber, S. N., & Leavy, P. (2010). The practice of qualitative research (2nd ed.). 

Thousand Oaks, CA: Sage Publication. 

Hirayama, M., & Fernando, S. (2018). Organizational barriers to and facilitators for 

female surgeons’ career progression: A systematic review. Journal of the Royal 

Society of Medicine, 11(9), 324–334. doi:10.1177/0141076818790661 

Hitchcock, G., & Hughes, D. (1995). Research and the teacher (2nd ed.). London: 

Routledge. 



159 

 

Hodges, J. (2017). Cracking the walls of leadership: Women in Saudi Arabia, gender in 

management. An International Journal, 32(1), 34–46. doi:10.1108/GM-11-2015-

0106 

Holden, P. (2006). Modernity’s body: Kwame Nkrumah’s Ghana. Postcolonial Studies, 

7(3), 313–332. doi:10.1080/1368879042 

Homburg, C., & Pflesser, C. (2000). A multiple layer model of market-oriented 

organizational culture: Measurement issues and performance outcomes. Journal 

of Marketing Research, 37(4), 449–462. doi:10.1509/jmkr.37.4.449.18786 

Hoobler, J. M., Lemmon, G., & Wayne, S. J. (2011). Women’s underrepresentation in 

upper management: New insights on a persistent problem. Organizational 

Dynamics, 40(3), 151–156. doi:10.1016/j.orgdyn.2011.04.001 

Houghton, C., Casey, D., Shaw, D., & Murphy, K. (2013). Rigor in qualitative case-study 

research. Nurse Researcher, 20(4), 12–17. doi:10.7748/nr2013.03.20.4.12.e326  

Hoyt, C. L., Price, T. L., & Poatsy, L. (2013). The social role theory of unethical 

leadership. The Leadership Quarterly, 24(5), 712–723. 

doi:10.1016/j.leaqua.2013.07.001 

Iddrisu, B. M. (2010). Towards increased women participation and representation in 

Parliament. Retrieved from https://bettymould.wordpress.com/2010/11/29/ 

%E2%80%98towards-increased-women%E280%99s-participation-and-

representation-in-parliament%E2%80%99/ 

Inter-Parliamentary Union (2017). Women in parliaments: Situation as of 1st Febuary, 

2019. Retrieved from http:www.ipu.org/wmn-e/classif.htm. 



160 

 

Jabareen, Y. (2009). Building a conceptual framework: Philosophy, definitions, and 

procedure. International Journal of Qualitative Methods, 8(4), 49–62. 

doi:10.1177/160940690900800406  

Jarmon, L. J. (2014). Cracking the glass ceiling: A phenomenological study of women 

administrators in higher education. (Doctoral dissertation, Iowa State University). 

doi:10.31274/etd-180810-4141 

Javadi, D., Vega, J., Etienne, C., Wandira, S., Doyle, Y., & Nishta, S. (2016). Women 

who lead: Successes and challenges of five health leaders. Health Systems & 

Reform, 2(3), 229–240. doi:10.1080/23288604.2016.1225471 

Jay, J. K., & Morgan, H. J. (2016). Strategies for women in leadership to advance their 

careers. Employment Relations Today, 43(3), 23–28. doi:10.1002/ert.21569 

Joshi, A., Neely, B., Emrich, C., Griffiths, D., & George, G. (2015). Gender research in 

AMJ: An overview of five decades of empirical research and calls to action 

thematic issue on gender in management research. Academy of Management 

Journal, 58(5), 1459–1475. doi:10.5465/amj.2015.4011 

Joshi, A., Son, J., & Roh, H. (2015). When can women close the gap? A meta-analytic 

test of sex differences in performance and rewards. Academy of Management, 

58(5), 1516–1545. doi:10.5465/amj.2013.0721  

Kaba, A. (2011). Black American females as geniuses. Journal of African American 

Studies, 15(1), 120–124. doi:10.1007/s12111-010-9134-1 

Kacmar, K., Bachrach, D. G., Harris, K. J., & Zivnuska, S. (2011). Fostering good 

citizenship through ethical leadership: Exploring the moderating role of gender 



161 

 

and organizational politics. Journal of Applied Psychology, 96(3), 633–642. 

doi:10.1037/a0021872  

Kaufman, J. (2012). The global women’s movement and Chinese women’s rights. 

Journal of Contemporary China, 21(76), 585–602. 

doi:10.1080/10670564.2012.666830 

Kendall, M., Harris, F., Boyd, K., Sheikh, A., Murray, S. A., Brown, D., … Worth, A. 

(2007). Key challenges and ways forward in researching the “good death”: 

Qualitative in-depth interview and focus group study. BMJ (Clinical Research 

ed.), 334(7592), 521. doi:10.1136/bmj.39097.582639.55 

Key, S., Popkin, S., Munchus, G., Wech, B., Hill, V., & Tanner, J. (2012). An 

exploration of leadership experiences among white women and women of color. 

Journal of Organizational Change Management, 25(3), 392–404. 

doi:10.110/09534811211228111 

Kirchherr, J., & Charles, K. (2018). Enhancing the sample diversity of snowball samples: 

Recommendations from a research projects on anti-dam movements in Southeast 

Asia. Plos, 13(8), e0201710. doi:10.1371/journal.pone.0201710 

Kirsch, A. (2018). The gender composition of corporate boards: A review and research 

agenda. Leadership Quarterly, 29(2), 346–364. doi:10.1016/j.leaqua.2017.06.001 

Klettener, A., Clarke, T., & Boersma, M. (2016). Strategic and regulatory approaches to 

increasing women in leadership: Multilevel targets and mandatory quotas as 

levers for cultural change. Journal of Business Ethics, 133(3), 395–419. 

doi:10.10007/s10551-014-2069-z 



162 

 

Koh, C., Allen, T. D., & Zafar, N. (2013). Dissecting reasons for not telecommuting: Are 

nonusers a homogenous group? The Psychologist-Manager Journal, 16(4),    

243–260. doi:10.1037/mgr0000008 

Krook, M. L., & Norris, P. (2014). Beyond quotas: Strategies to promote gender equality 

in elected office. Political Studies, 62(1), 2–20. doi:10.1111/1467-9248.12116 

Kubu, C. S. (2017). Who does she think she is? Women, leadership and b(ias) word. The 

Clinical Neuropsychologist, 32(2), 235–251. 

doi:10.1080/13854046.2017.1418022 

Kuhlmann, E., Ovseiko, P. V., Kurmeyer, C., Gutierrez-Lobos, K., Steinbock, S., von 

Knorring, M., …. & Brommels, M. (2017). Closing the gender leadership gap: A 

multi-center cross-country comparison of women in management and leadership 

in academic health centers in the European Union. Health Resources for Health, 

15(2). doi:10.1186/s12960-016-0175-y 

Lanaj, K., & Hollenbeck, J. R. (2015). Leadership over-emergence in self-managing 

teams: The role of gender and countervailing biases. Academy of Management 

Journal, 58(5), 1476–1494. doi:10.5465/amj.2013.0303 

Leech, N. L., & Onwuegbuzie, A. J. (2007). An array of qualitative data analysis tools: A 

call for data analysis triangulation. School Psychology Quarterly, 22(4), 557–584. 

doi:10.1037/1045-3830.22.4.557  

Leedy, P. D., & Ormrod, J. E. (2010). Practical research: Planning and design (9th ed.). 

Upper Saddle River, NJ: Pearson. 



163 

 

Leifer, C., Kress-Gazit, H., Weeden, K., Meulen, M. C. H. V. D., Clancy, P., & Sassler, 

S. (2015). The truth about discrimination in science, from six female professors. 

Retrieved from https://qz.com/473961/the-truth-about-discrimination-in-science-

from-six-female-professors/ 

Lennon, T., Spotts, D., & Mitchell, M. (2013). Benchmarking women’s leadership in the 

United States. Colorado women’s college at the University of Denver. Retrieved 

from https://womenscollege.du.edu/media/documents/ 

BenchmarkingWomensLeadershipintheUS.pdf 

Lo, C. O., Tan, Y. S. M., Chrostowski, M., Hu, S. -F., Chan, D., Sue, D. M., Wu, I., & Li, 

W. (2019). Reenvisioning gifted education in British Columbia: A qualitative 

research protocol of policy analysis in the context of a redesigned curriculum. 

International Journal of Qualitative Methods 18, 1–9. 

doi:10.1177/1609406918822233 

Lyons, C. (2013). Breaking through the extra thick-stained glass ceiling: African 

American Baptist women in ministry. Review & Expositor, 110(1), 77–91. 

doi:10.1177/00346373131100 

Maanga, G. (2013). The relevance and legacy of Nelson Mandela in the twenty-first 

century Africa: An historical and theological perspective. African Journal of 

Histroy and Culture, 5(5), 96–113. doi:10.5897/AJHC12.022 

Madanchian, M., Hussein, N., Noordin, F., & Taherdoost, H. (2017). Leadership 

effectiveness measurement and its effect on organization outcomes. Procedia 

Engineering, 181(2017), 1043–1048. doi:10.1016/jproeng.2017.02.505 



164 

 

Madden, M. (2011). Gender stereotypes of leaders: Do they influence leadership in 

higher education? Wagadu: A Journal of Transnational Women’s & Gender 

Studies, 9, 55–88. Retrieved from http://www.questia.com/library/journal/1P3-

2667100521/gender-stereotypes-of-leaders-do-they-influence-leadership 

Madsen, D. H. (2019). Gender, power and institutional change. The role of formal and 

informal institutions in promoting women’s political representation in Ghana. 

Journal of Asian and African Studies, 54(1), 70–87. 

doi:10.1177/0021909618787851 

Mangundjaya, W. L. H., Utoyo, D. B., & Wulandari, P. (2015). The role of leadership 

and employee’s condition on relation to organizational change. Procedia- Social 

and Behavioral Sciences, 172(2015), 471–478. doi:10.1016/jsbspro.2015.01.385  

Marchand, A., Haines, V. Y., & Dextras-Gauthier, J. (2013). Quantitative analysis of 

organizational culture in occupational health research: Atheory-based validation 

in 30 workplaces of the organizational culture profile instrument. BMC Public 

Health, 13(443). doi:10.1186/1471-2458-13-443 

Marcus, N., Moran, Y., & Kotschwar, B. (2016). Is gender diversity profitable? Evidence 

from a global survey. Peterson Institute for International Economics. Working 

Paper No. 16–3. doi:10.2139/ssm.2729348 

Mariotto, F. L., Zanni, P. P., & de Moraes, G. H. S. M. (2014). What is the use of a single 

case study in management research? Rev. Adm. Empres., 54(4), 358–369. 

doi:10.1590/50034-759020140402  



165 

 

Maxwell, J. A. (2013). Applied social research methods series: Vol. 41. Qualitative 

research design: An interactive approach (3rd ed.). Thousand Oaks, CA: Sage.  

McCann, C. R., & Kim, S-K. (2017). Feminist theory reader: Local and global 

perspectives, (4th ed.). New York, NY: Routledge  

McCleskey, J. A. (2014). Situational, transformational, and transactional leadership and 

leadership development. Journal of Business Studies Quarterly, 5(4), 117–130. 

Retrieved from http://jbsq.org/wp-content/uploads/2014/06/June_2014_9.pdf 

Meyer, D. Z., & Avery, L. M. (2008). Excel as a qualitative data analysis tool. Field 

Methods, 20(10), 1–22. doi:10.1177/1525822x08323985 

Miles, M. B., Huberman, A. M., & Saldana, J. (2014). Qualitative data analysis: A 

method sourcebook (3rd ed.). Thousand Oaks, CA: Sage. 

MindTools. (2016). Leadership. Retrieved from 

https://www.mindtools.com/pages/article/newLDR_41.htm 

Morgan, R., George, A., Ssali, S., Hawkins, K., Molyneux, S., & Theobald, S. (2016). 

How to do (or not to do)… gender analysis in health system. Health Policy and 

Planning, 31(8), 1069–1078. doi:10.1093/heapol/czwo37  

Morse, J. M. (2015). Critical analysis of strategies for determining rigor in qualitative 

inquiry. Qualitative Health Research, 25(9), 1212–1222. 

doi:10.1177/1049732315588501 

Moustakas, C. (1994). Phenomenological research methods. Thousand Oaks, CA: Sage.  



166 

 

Msila, V. (2013). Obstacles and opportunities in women school leadership: A literature 

study. International Journal of Education Science, 5(4), 463–470. 

doi:10.1080/09751122.2013.11890108 

Murray, G., & Agyare, A. (2018). Religion and perceptions of community-based 

conservation in Ghana, West Africa. PLos ONE, 13(4), e0195498. 

doi:10.1371/journal.pone.0195498 

Murray, D., & Chua, S. (2014). Differences in leadership styles and motives in men and 

women: How generational theory informs gender role congruity. In European 

Conference on Management, Leadership and Governance; 2014, 192–199. 

Retrieved from http://academic-conference.org/conferences/ecmlg/ecmlg-future-

and-past/ 

Musah, B. I., & Gariba, I. (2013). Women and political decision making: Perspectives 

from Ghana’s parliament. Journal of Alternative Perspectives in the Social 

Sciences, 5(3), 443–476. Retrieved from http://japdd.org/upload/1.%20musah.pdf 

Nadya, A. F., Romilia, S., Kevin, C., Wen-Hsin, C., & Min, W. (2016). Comparison of 

women engineers who persist in or depart from engineering. Journal of 

Vocational Behavior, 92, 79–93. doi:10.1016/j.jvb.2015.11.002  

Naidu, M., & Hoel, N. (2013). Continuities and departures: Women’s religious and 

spiritual leadership. Journal for the Study of Religion, 26(2), 5–12.  

Retrieved from https://www.jstor.org/stable/ 

jstudyreligion.26.2.5?seq=1#page_scan_tab_contents 



167 

 

Namrata, G. (2017). Gender inequality in the work environment: A study of private 

research organization in India. Equality, Diversity, and Inclusion. An 

International Journal, 36(3), 255–276. doi:10.1108/EDI-04-2016-0029 

National Commission for the Protection of Human Subjects of Biomedical and 

Behavioral Research (1978). The Belmont Report: Ethical Principles and 

Guidelines for the Protection of Human Subjects of Research.  Retrieved from 

https://videocast.nih.gov/pdf/ohrp_belmont_report.pdf 

Newkirk, D., & Cooper, B. S. (2013). Preparing women for Baptist church leadership: 

Mentoring impact on beliefs and practices of female ministries. Journal of 

Research on Christian Education, 22(3), 323–343. 

doi:10.1080/10656219.2013.845120 

Ngunjiri, F. W. (2016). I am because we are: Exploring women’s leadership under 

Ubuntu worldview. Advances in Developing Human Resource 18(2), 223–242. 

doi:10.1177/1523422316641416 

Nkomo, S. M., & Ngambi, H. (2009). African women in leadership: Current knowledge 

and a framework for future studies. International Journal of African Renaissance 

Studies-Multi, Inter-and Transdisciplinarity, 4(1), 49–68. 

doi:10.1080/18186870903102014 

Odame, F. S. (2014). Ghanaian tradition women leaders and sustainable development: 

The case of Nadowli district of Ghana. European Scientific Journal, 10(14), 

1857–7881. Retrieved from 

http://eujournal.org/index.php/esj/article/viewFile/3417/3181 



168 

 

Oltmann, S. (2016). Qualitative interviews: A methodological discussion of the 

interviewer and respondent contexts. Forum Qualitative Soziaforschung/ Forum: 

Qualitative Social Research, 17(2), 1–16. doi::10.17169/fqs-17.2.2551 

O’Neil, D. A., & Hopkins, M. M. (2015). The impact of gendered organizational systems 

on women’s career advancement. Frontiers in Psychology, 6(905), 1–4 

doi:10.3389/fpsyg.2015.00905 

O’Neil, D. A., Hopkins, M. M., & Sullivan, S. E. (2011). Do women’s networks help 

advance women’s careers? Differences in perceptions of female workers and top 

leadership. Career Development International, 16(7), 733–754. 

doi:101108/13620431111187317 

Opdenakker, R. (2006). Advantages and disadvantages of four interview techniques in 

qualitative research. Forum Qualitative Soziaforschung/Forum: Qualitative 

Social Research, 7(4), 1–14. doi:10.17169/fqs-7.4.175 

O’Reilly, C. A., Chatman, J., & Caldwell, D. F. (1991). People and organizational 

culture: A profile comparison approach to assessing person-organization fit. 

Academy of Management Journal, 34(3), 487–516. doi:10.2307/256404 

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K. 

(2015). Purposeful sampling for qualitative data collection and analysis in mixed 

method implementation research. Administration and Policy in Mental Health, 

42(5), 533–544. doi:10.1007/s10488-013-0528-y 

Parcheta, N., Kaifi, B. A., & Khanfar, N. M. (2013). Gender inequality in the workforce: 

A human resource management quandary. Journal of Business Studies Quarterly, 



169 

 

4(3), 240–248. Retrieved from http://citeseerx.ist.psu.edu/viewdoc/ 

download?doi=10.1.1.651.8200&rep=rep1&type=pdf 

Parker, P. (2015). The historical role of women in higher education. Administrative Issues 

Journal: Education, Practice, and Research, 5(1), 3–14. doi:10.5929/2015.5.1.1  

Patton, M, Q. (2002). Qualitative research & evaluation methods (3rd ed.). Thousand 

Oaks, CA: Sage. 

Patton, M. Q. (2015). Qualitative research & evaluation methods (4th ed.). Thousand 

Oaks, CA: Sage. 

Paustian-Underdahl, S. C., Walker, L. S., & Woehr, D. J. (2014). Gender and perceptions 

of leadership effectiveness: A meta-analysis of contextual moderators. Journal of 

Applied Psychology, 99(6), 1129–1145. doi:10.1037/a0036751 

Pedwell, C., & Whitehead, A. (2012). Affecting feminism: Questions of feeling in 

feminist theory. Feminist Theory, 13(2), 115–129. 

doi:10.1177/1464700112442635 

Petronella, M. (2017). Women’s participation in decision making in public and political 

spheres in Ghana: Constrains and strategies. Journal of Culture, Society and 

Development, 37, 47–52. Retrieved from https://pdfs.semanticscholar.org/558f/ 

f96ec82f1d31f9a0900917c438689aaeebe9.pdf 

Phipps, S., & Prieto, l. (2016). A discovery for early labor organizations and the women 

who advocated work-life balancce: An ethical perspective. Journal of Business 

Ethics, 134(2), 249–261. doi:10.1007/s10551-014-2428-9 



170 

 

Pryzgoda, J., & Chrisler, J. C. (2000). Definitions of gender and sex: The subtleties of 

meaning. Sex Roles, 43(7-8), 553–569. doi:10.1023/A:100712361 

Pyeatt, N. L., & Yanus, A. B. (2017). Increasing women’s political participation: The 

role of women-friendly districts. Representative Democracy, 53(3-4), 185–199. 

doi:10.1080/00344893.2018.1438306 

Ravitch, S. M., & Carl, N. M. (2016). Qualitative research: Bridging the conceptual, 

theoretical, and methodological. Thousand Oaks, CA: Sage Publications. 

Ravitch, S. M., & Riggan, M. (2017). Reasons & rigor: How conceptual framework 

guide research. Los Angeles, CA: Sage. 

Read, C. Y., Pino-Betancourt, D. M., & Morrison, C. (2016). Social change: A 

framework for inclusive leadership development nursing education. Journal of 

Nursing Education. 55(3), 164–167. doi:10.3928/01484834-20160216-08 

Richardson, F. W. (2014). Enhancing strategies to improve workplace performance 

(Doctoral dissertation). Retrieved from 

http://scholarworks.waldenu.edu/dissertations 

Rincon, V., Gonzalez, M., & Barrero, K. (2017). Women and leadership: Gender barriers 

to senior management positions. Intangible Capital, 13(2), 319–386. 

doi:10.3926/ic.889 

Ritchie, J., Lewis, J., Nicholls, C. M., & Ormston, R. (Eds.). (2013). Qualitative research 

practice: A guide for social science students and researchers. Thousand Oaks, 

Delhi: Sage.  

Roberts, T. (2013). Understanding the research methodology of interpretative 



171 

 

phenomenological analysis. British Journal of Midwifery, 21(3), 215–218. 

doi:10.12968/bjom.2013.21.3.215 

Roca, A., Okomo, U., Usuf, E., Oriero, E. C., Janha, R., Achan, J., & Cerami, C. (2018). 

African women working in global health: Closing the gender gap in Africa? The 

Lancet Global Health, 6(4), e369. doi:10.1016/S2214-109X(18)30063-9 

Roman, M. (2017). Relationship between women’s glass ceiling beliefs, career 

advancement satisfaction, and quit intention. (Doctoral dissertation). Retrieved 

from http://scholarworks.waldenu.edu/dissertations 

Rubin, H. J., & Rubin, I. S. (2012). Qualitative interviewing: The art of hearing data. 

Thousand Oaks, CA: Sage. 

Sadler, G. R., Lee, H., Lim, R. S., & Fullerton, J. (2010). Recruitment of hard-to-reach 

population subgroups via adaptations of the snowball sampling strategy. Nursing 

& Health Sciences, 12(3), 369–374. doi:10.1111/j.1442-2018.2010.00541.x 

Saldaña, J. (2016). The coding manual for qualitative researchers (3rd ed.). Thousand 

Oaks, CA: Sage. 

Sanjari, M., Bahramnezhad, F., Fomani, F. K., Shoghi, M., & Cheraghi, M. A. (2014). 

Ethical challenges of researchers in qualitative studies: The necessity to develop a 

specific guideline. Journal of Medical Ethics and Histroy of Medicine, 7(14), 1–6 

Retrieved from htpp://jmehm.tums.ac.ir 

Sasano, M. (2015). Gender equality a challenge for women in Ghana. Global News. 

Retrieved from http://globalnews.ca/content/2018025/gender-equality-a-

challenge-for-women-in-ghana/ 



172 

 

Schein, E. H. (2010). Organizational culture and leadership (4th ed.). San Francisco, 

CA: Jossey-Bass. 

Schwanke, D. (2013). Barriers for women to positions of power: How societal and 

corporate structures, perceptions of leadership and discrimination restrict 

women’s advancement to authority. Earth Common Journal, 3(2), 1–21. 

Retrieved from http://www.inquiriesjournal.com/articles/864/barriers-for-women-

to-positions-of-power-how-societal-and-corporate-structures-perceptions-of-

leadership-and-discrimination-restrict-womens-advancement-to-authority 

Seidman, I. (2013). A review of interviewing as qualitative research: A guide for 

researcher in education and the social sciences. The Journal of Educational 

Research, 107(5), 428. doi:10.1080/00220671.2014.938514 

Shank, G. D. (2009). Qualitative research: A personal skills approach. (2nd ed.). Upper 

Saddle River, CA: Pearson-Merrill Prentice Hall. 

Sharma, A. (2016). Managing diversity and equality in the workplace. Cogent Business & 

Management, 3(1), 1–14. doi:10.1080/23311975.1212682 

Shepherd, S. (2017). Why are there so few female leaders in higher education. A case 

structure or agency? Management in Education, 31(2), 82–87. 

doi:10.1177/0892020617696631 

Shuji, B., Fainshmidt, S., Nair, A., & Vracheva, V. (2012).Women in upper echelons of 

management, tenure and legal risk. British Journal of Management, 25(2), 388–

405. doi:10.111/j.1467-8551.2012.00847.x 



173 

 

Shwetha, B. L., & Sudhakar, H. H. (2014). Learning, memory, and executive function in 

female BPO employees exposed to regular shifts. National Journal of Physiology, 

Pharmacy & Pharmacology, 4(1), 20–24. doi:10.5455/njppp.2014.4.140620133 

Sieber, J. E., & Tolich, M. B. (2013). Planning ethically responsible research (Vol. 31). 

Thousand Oaks, CA: Sage. 

Smith, K. N., & Gayles, J. G. (2018). “Girl power”: Gendered academic and workplace 

experiences of college women in engineering. Social Sciences, 7(11), 1–23. 

doi:10.3390/socsci7010011 

Sojo, V. E., Wood, R. E., Wood, S. A., & Wheeler, M. (2016). Reporting requirements, 

targets, and quotas for women in leadership. The Leadership Quarterly, 27(3), 

519–536. doi:10.1016/j.leaqua.2015.12.003 

Sossou, M-A. (2011). We do not enjoy equal political rights: Ghanaian women’s 

perceptions on political participation in Ghana. SAGE Open. 1–9. 

doi:10.1177/2158244011410715 

Stamarski, C. S., & Son Hing, L. S. (2015). Gender inequalities in the workplace: The 

effects of organizational structures, processes, practices and decision makers’ 

sexism. Frontiers in Psychology, 6, 1–20. doi:10.3389/fpsyg.2015.01400 

Stephan, U., Patterson, M., Kelly, C., & Mair, J. (2016). Organizations driving positive 

social change: A review and an integrative framework of change processes. 

Journal of Management, 42(5), 1250–1281. doi:10.1177/0149206316633268 

Sugiyama, K., Cavanagh, K. V., van Esch, C., Bilimoria, D., & Brown, C. (2016). 

Inclusive leadership development: Drawing from pedagogies of women’s and 



174 

 

general leadership development programs. Journal of Management Education 

40(3), 253–292. doi:10.1177/1052562916632553 

Sutton, J., & Austin, Z. (2015). Qualitative research: Data collection, analysis, and 

management. The Canadian Journal of Hospital Pharmacy, 68(3), 226–231. 

doi:10.4212/cjhp.v68i3.1456 

Tagoe, M., & Abakah, E. (2015). Issues of women’s political participation and decision- 

making in local governance: Perspectives from the central region of Ghana. 

International Journal of Public Administration, 38(5), 371–380. 

doi:10.1080/01900692.2014.938822 

Taplay, K., Jack, S. M., Baxter, P., Eva, K., & Martin, L. (2014). Organizational culture 

shapes the adoption and incorporation of simulation into nursing curricula: A 

grounded theory study. Nursing Research and Practice, 2014, 197591. 

doi:10.1155/2014/197591 

Teague, L. J. (2015). Higher education plays critical role in society: More women leaders 

can make a difference. Forum on Public Policy Online, 2015(2). Retrieved from 

https://files.eric.ed.gov/fulltext/EJ1091521.pdf 

Tessier, S. (2012). From field notes to transcripts, to tape recording: Evolution or 

combination? International Journal of Qualitative Methods, 11(4), 446–460. 

doi:10.1177/160940691201100410 

Tsikata, D. (2009). Women’s organizing in Ghana since the 1990’s: From individual 

organizations to three coalitions. Development, 52(2), 185–192. 

doi:10.1057/dev.2009.8 



175 

 

UN General Assembly, Convention on the Elimination of All Forms of Discrimination 

Against Women. (1979). Retrieved from https//www.refworld.org/docid/ 

3ae6b3970.html 

Verniers, C., & Vala, J. (2018). Justifying gender discrimination in the workplace: The 

mediating role of motherhood myths. PLos ONE, 13(1), e0190657. 

doi:1371/journal.pone.0190657 

Walker, R. C., & Aritz, J. (2015). Women doing leadership styles and organizational 

culture. International Journal of Business Communication, 52(4), 452–478. 

doi:10.1177/2329488415598429 

White, D. E., Oelke, N. D., & Friesen, S. (2012). Management of a large qualitative data 

set: Establishing trustworthiness of the data. International Journal of Qualitative, 

11(3). doi:10.1177/160940691201100305 

White, J. S. (2012). Hers institutes: Cirriculum for advancing women leaders in higher 

education. Advances in Developing Human Resources, 14(1), 11–27. 

doi:10.1177/1523422311429732 

Wood, H. J. (2019). Gender inequality: The problem of harmful, patriarchal, traditional 

and cultural gender practices in the church. HTS Teologiese Studies/ Theological 

Studies 75(1), a5177. doi:10.4102/hts.v75i1.5177 

Woods, E. H. (2015). A phenomenological study of female gender inequality in the 

defence industry. (Doctoral dissertation). Retrieved from 

http://scholarworks.waldenu.edu/dissertations 



176 

 

Wynen, J., op de Beeck, S., & Ruebens, S. (2015). The nexus between gender and 

perceived career opportunities. Public Personnel Management, 44(3), 375–400. 

doi:10.1177/0091026015588194 

Yee, L. (2015). Fostering women leaders: A fitness test for your top team. Retrieved from 

https://www.mckinsey.com/business-functions/organization/our-

insights/fostering-women-leaders-a-fitness-test-for-your-top-team  

Yilmaz, K. (2013). Comparison of quantitative and qualitative research traditions: 

Epistemological, theoretical, and methodological differences. European Journal 

of Education, 48(2), 311–325. doi:10.1111/ejed.12014 

Yin, R. K. (2016). Qualitative research from start to finish. (2nd ed.). New York, NY: 

The Guilford Press.  

Yousaf, R., & Schmiede, R. (2017). Barriers to women’s representation in academic 

excellence and position of power. Asian Journal of German and European 

Studies, 2(2), 1–13. doi:10.1186/s40856-017-0013-6 

Zhu, Y-Q., Gardner, D. G., & Chen, H-G. (2016).Relationships between work team 

climate, individual motivation, and creativity. Journal of Management, 20(10), 1–

22. doi:10.1177/0149206316638161 

  



177 

 

Appendix A: Letter of Introduction and Recruitment 

Dear Potential Research Participant, 
I am Dorothy Appiah, a doctoral candidate in the Management program at 

Walden University, conducting a research study on the lived experiences of Ghanaian 
women in leadership pursuit of professional careers in organizations. The purpose of this 
study is to adequately explore, describe and understand the lived experiences of Ghanaian 
women leaders regarding their pursuit of higher leadership positions, and what can be 
done to improve the situation.  

I am kindly seeking Ghanaian women in leadership positions in public, private, 
and political sector organizations to participate. The participation in this study is 
voluntary, and you may withdraw from the study at any time. The study is completely 
anonymous and tagging A-T will be used in place of names. The eligibility for 
participation in this study includes the following criteria: (a) Ghanaian women leaders 
with at least 10 years of past or present experience in leadership. 

Your contribution to this study will be of great importance to assist in positive 
social change in organizations. You are ensuring that Ghanaian women leaders are 
receiving support in their pursuit of career advancement that might benefit the future 
generation of women leaders aspiring to leadership positions.  

If you would be interested in participating in this study, kindly review and return 
the signed consent form which is attached to this email. Please feel free to contact me if 
you would like additional information via this email. 

 
Respectfully, 
Dorothy Appiah, 
Doctoral Candidate, Walden University. 
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Appendix B: Social Media Recruitment 
 

Dear Prospective Participants, 
 
I am Dorothy Appiah, a Ph.D. candidate at Walden University, studying Leadership and 
Organizational change in Management. I am conducting a research study on the Lived 
Experiences of Ghanaian Women in Leadership. The purpose of this study is to 
understand the lived experiences of Ghanaian women leaders’ pursuit of professional 
careers, due to the less value received from Corporate and Human Resource personnel in 
organizations. 
 
I am kindly seeking Ghanaian women leaders who have at least ten years of experience in 
management or leadership positions in public, private, and political organizations to 
participate in a face-to-face interview. But with the Covid19 pandemic, the use of 
telephone or Skype will be appropriate. The interview timeframe may last between 45 to 
60 minutes. At any time during the interview, participants can decline to move forward if 
uncomfortable with the process. This study is strictly voluntary and confidential. There is 
no penalties or risk associated with the process and no compensation for participation. 
 
The Institutional Review Board (IRB) approval number from Walden University for this 
study is xxxxxxxxxxxxx. If you are interested, please contact me. 
 
 
 

 
 
Sincerely 
Dorothy Appiah 
Ph.D. in Management Candidate 
Walden University 
dorothy.appiah@xxxxxxx.edu 
(xxx) xxx-xxxx 
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Appendix C: Informed Consent Form 
 

You are invited to take part in a research study that seeks to explore, describe and 
understand the lived experiences of Ghanaian women in senior-level positions in public, 
private, and political sector organizations. The researcher is inviting Ghanaian women 
leaders with 10 years of leadership experience in the past or present. You are qualified to 
be a participant in this study because of your knowledge and expertise on the 
phenomenon of the study. I obtained your contact information via LinkedIn professional 
platform. This participation form is part of a process called “informed consent” to allow 
you to read, ask questions, and understand this study before deciding whether to take 
part.  

This study is being conducted by a researcher named Dorothy Appiah, who is a 
doctoral student at Walden University.  

 
Background Information: 
 The purpose of this study is to adequately explore, describe, and understand the 
lived experiences of Ghanaian women in senior-level positions in public, private, and 
political organizations, regarding their pursuit of professional careers, and what can be 
done to improve the situation. 
  
Procedures: 
If you agree to be in the study, you will be asked to:  
• Participate in a semi-structured face-to-face interview that will last approximately 60 

minutes. Unless any unfortunate situation occurs, the researcher may use phone or 
skype as a plan B.  

• Answer questions related to the phenomenon of the study and your experience, 
including your successes and challenges. 

• Agree with your permission to handwritten field notes in conjunction with audio 
recordings during the interview to avoid any misinterpretation and misquotation of 
your responses. 

• Within 72 hours after the interview, you will receive a copy of the transcript to 
review and edit what the researcher did not capture accurately. This procedure is 
called member checking, which ensures the accuracy of your responses and the 
credibility of the study. This can take about 20-30 minutes of your time. 

Here are some sample questions: 
1. How would you describe your experiences in a senior-level position as a woman? 
2. How do you describe the lack of women leadership in organizations in Ghana? 
3. What are your perceptions on how career development policies and programs in 

your organization support women leaders? 
 
Voluntary Nature of Study 
 This study is entirely voluntary and confidential. Everyone will respect your 
decision on whether or not you choose to be in the study. No-one will treat you 
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differently if you decide not to be in the study. If you decide to join the study now, you 
can still change your mind later. You may withdraw from the study at any time. 
 
Risk and Benefits of Being in the Study: 
 Although it is anticipated that there is no specific risk associated with this study, 
being in this type of study involves some risk of the minor discomforts that can be 
encountered in daily life, such as fatigue, stress, and anxiety. Being in this study would 
not pose a risk to your safety or wellbeing. 

This study is important, although, there are no benefit to an individual participant, 
the outcome of the study could improve the representation of Ghanaian women in senior-
level positions, reduce gender gap, and increase equal opportunity, which has prevailed 
for years in organizations. The social change impact of the study may benefit 
organizational performance, the future generation of Ghanaian women aspiring to 
leadership positions, and women leaders will have the ability to effectuate social change. 

 
Payment: 
 Participation in this study is entirely voluntary, there will be no payment or 
reimbursement for being part of the study. 
 
Privacy: 

Any information you provide will be kept confidential. The researcher will not 
use your personal data for any purposes outside of this research project. Also, the 
researcher will not include your name or anything else that could identify you in the 
study reports. Tagging A-T will be used in place of names. All electronic data will be 
kept secured by password protection and data encryption. Data will be kept for a period 
of at least five years and will be destroyed as required by the university.  
 
Contact and Questions: 
 If you have questions now or at a later time, you may contact the researcher via 
email at dorothy.appiah@waldenu.edu.  
 If you want to talk privately about your rights as a participant, you can call the 
Research Participant Advocate at my university at 612-312-1210. Walden University’s 
approval number for this study is 04-30-20-0589140 and it expires on April 29th , 2021. 
 Please print and keep a copy or save this consent form for your records. 
  
Statement of Consent: 
If you feel you understand, please indicate your consent to participate by replying to this 
email with the words “I Consent.” 
Signature of Researcher ___________________________ Date _______________ 
Thank you, 
Dorothy Appiah 
Ph.D. Candidate, Walden University 
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 Appendix D: Interview Protocol 
 

Date: _____________________________________________ 

Time of Interview: ___________________________________ 

Interviewer: __________________________________________ 

Interviewee: __________________________________________ 

Interview Questions: 

1. Tell me more about the challenges you encounter in pursuit of your professional 
career as a women leader? 
 

2. Can you describe how Ghanaian women leaders view their opportunities in key 
leadership position and decision making? 
 

3. How would you describe a woman leader compared to a man leader? 
 

4. What factors do you believe encourage or discourage Ghanaian women in key 
leadership positions in any of these organizations? 
 

5. Can you describe how learning or education heightened your ability in deciding to 
pursue a senior-level position? 
 

6. If you knew then what you know now in leadership and career advancement, 
describe any decision that you would change and why? 
 

7. Can you describe how you feel about work dynamics, task, wages, time 
flexibilities, and promotions in these organizations? 
 

8. What resources or support do you think can be implemented that would contribute 
to improving women’s progression to all leadership positions? 
 

9. Do you intend to stay at your current position and organization in the long-term if 
there is an improvement in the situation? 
 

10. Is there anything else you feel like discussing with me that has not been captured 
or addressed under this topic? 
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Closing Statement 

Thank you for your time and effort to make this interview a success. I will send a 

copy of the transcription to you for the accuracy of all information given. I will also send 

you a completed copy of the research study once it is finalized. 
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