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Abstract 

Research purpose  This paper aims to examine the impact of institutional design, glass ceiling syndromes, traditional 
stereotypes on gender equality in public organizations in Egypt, and finally the effect of age as a moderating factor 
of the relation between the dependent and independent variables.

Research methodology  Both qualitative and quantitative research approaches were utilized, employing self-admin‑
istered questionnaires and in-depth interviews to test the research hypotheses.

Research findings  The findings indicate that institutional design factors significantly affect gender equality, 
while traditional stereotypes also have a significant impact. However, the "Glass Ceiling Syndrome" was found to have 
no significant effect. Moreover, the study reveals that women’s age plays a positive moderating role in the relationship 
between institutional design, glass ceiling syndromes, traditional stereotypes, and gender equality.

Originality/value  The originality and value of this study lie in its examination of age as a moderator in the rela‑
tionship between dependent and independent variables, specifically institutional design, glass ceiling syndromes, 
traditional stereotypes, and gender equality. The inclusion of age as a moderating factor led to interesting findings, 
demonstrating its positive influence in shaping gender equality outcomes in public organizations.

Keywords  Institutional design, Glass ceiling syndromes, Traditional stereotypes, Gender equality, Age as a 
moderating factor

Introduction
Due to their cultural, social, political, and economical 
circumstances, many modern cultures still hold women 
in a subordinate position. Men were formerly favored 
over women, and now women’s roles have diminished. 
In the 1980s and 1990s, women’s empowerment began. 
Women empowerment transforms power dynamics in 
favor of women’s rights and equality with men [11, 40]. 
Today’s cultures are more conscious of women’s roles 
and have launched initiatives to abolish gender inequal-
ity. The researchers will explore the hurdles that prevent 

Egyptian women from reaching senior positions in gov-
ernment, using demography as a moderator.

To provide a comprehensive comprehension of the 
concept of "equality" within the scope of our research, 
it is necessary to examine its definition and significance. 
In terms of gender, equality refers to the equitable and 
just treatment of individuals, regardless of their gender 
identity or expression. It involves eradicating discrimi-
natory practices, policies, and attitudes that perpetuate 
gender-based disparities [56]. In the context of Egyptian 
women working in public organizations, equality is of 
paramount importance. Due to cultural, social, and insti-
tutional factors, these women confront unique obstacles 
and challenges. Consequently, it is essential to investigate 
how Egyptian women understand, perceive, and experi-
ence gender equality in the workplace. By delving deeper 
into this topic, we can disentangle the complexities and 
nuances surrounding gender equality, thereby shedding 
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light on the specific challenges women face in public 
organizations in Egypt [3, 36, 38, 43].

Studies highlighted the significance of women’s par-
ticipation in Egypt’s economy. According to the Global 
Gender Gap Report [22], Egypt ranked 129th out of 156 
countries. Around 20% of women are participating in 
the economy related activities, compared to 65% of men. 
(World Bank, 2020). However, this ratio alone does not 
fully capture the extensive contributions of women in 
shaping Egypt’s economic landscape. Research stud-
ies have revealed the substantial role played by women 
entrepreneurs, innovators, and leaders across various 
sectors of the Egyptian economy. These studies also dem-
onstrated that women-led businesses contribute to job 
creation, enhance productivity, and foster innovation. 
Moreover, women’s economic empowerment has been 
shown to have a positive impact on household income, 
poverty reduction, and overall societal well-being. Hav-
ing said that, it is important to acknowledge the chal-
lenges and barriers that those strong women face in fully 
participating in Egypt’s economy. Gender-based dis-
crimination, limited access to resources, and prevailing 
cultural norms are among the factors that would gener-
ally hinder women’s economic advancement in Egypt. 
The Egyptian Government is currently exerting efforts 
to overcome these challenges by implementing gender-
responsive policies, expanding access to finance and 
training opportunities, and creating an enabling environ-
ment that supports women’s economic empowerment [2, 
19, 20, 24–26, 59]; World Bank, 2020.

By delving into the hurdles faced by Egyptian women in 
reaching senior positions in government, this approach 
aligns with the growing recognition that addressing spe-
cific challenges faced by women in attaining leadership 
roles is essential for achieving broader gender equality 
objectives [47]. Research has shown that exploring the 
obstacles encountered by women in advancing to senior 
positions within government structures is pivotal for pro-
moting gender equality. By understanding these hurdles, 
policymakers and organizations can develop targeted 
interventions and policies that address the specific needs 
and challenges faced by women, leading to more inclu-
sive and equitable public organizations [44].

This research study ventures to investigate the above-
mentioned challenges and obstacles that could possi-
bly hinder gender equality in Egypt. The qualitative and 
quantitative nature of this study will help to examine the 
effect of institutional design, glass ceiling syndromes and 
traditional stereotypes as independent variables; on gen-
der equality in public organizations as a dependent varia-
ble. It is hypothesized the variable of age could moderate 
the relationship between the independent and dependent 
variables.

Several relevant theories and research studies served 
as a foundation for our comprehension of the factors 
influencing gender equality in public organizations in 
Egypt as we developed the conceptual framework for our 
empirical research. Our study’s theoretical foundation is 
based on the following theories:

Institutional theory that explains how formal and infor-
mal rules, norms, and practices influence organizational 
behavior and outcomes [15]. We examined the effect of 
institutional design on gender equality in public organi-
zations using this theory. Institutional design incorpo-
rates organizational structures, policies, and practices 
that either promote or inhibit gender equality.

Another theory named the glass ceiling theory empha-
size the argument that women confront invisible barriers 
that prevent their advancement to top leadership posi-
tions within organizations [33, 63]. This theory was uti-
lized to investigate the effect of glass ceiling syndromes, 
such as discriminatory practices and biased perceptions, 
on gender equality in Egyptian public organizations.

The third theory which is called the Social Role Theory 
is another perspective that proposes the notion of soci-
etal expectations and stereotypes impact on the behav-
ior and opportunities of individuals [17]. This study will 
employ this theory to investigate how traditional ste-
reotypes, particularly those pertaining to gender roles, 
impact on gender equality in Egyptian public organiza-
tions. The existence of the age factor as a moderator is 
stemming from previous studies appearing in the litera-
ture [14, 16, 45].

This study is divided into four parts. The first part 
includes the introduction and literature review; the sec-
ond part is tackling the qualitative study and its results 
while the third part is presenting the quantitative study 
and its results. The final part of the study is discussing the 
research conclusion and recommendations.

Equality concept
According to Hernández-Truyol [30], Boulos and La 
Barbera [8], equality refers to nondiscrimination and 
sameness of opportunity and support for each individ-
ual as needed. Non-discrimination  ensures that no one 
is denied their rights because of factors, such as race, 
color, sex, language, religion, political or other opinion, 
national or social origin, property or birth. Inequality or 
lack of sameness would trigger the obligation of affirma-
tive response and ongoing positive rights. The state has 
the responsibility to implement equality among citizens 
and correct and remediate its actions that have created 
inequalities. Equality is about having the same resources, 
as for the word equity implies what is “just” or “fair”, it’s 
about social justice and about not only having the same 
resources, but also having the same circumstances and 
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social, economic conditions. The use of the word equity 
has increased due to the general concern about social jus-
tice and the desire for fairness for historically oppressed 
groups. Advanced by scholars of women in development 
(WID) in the 1970s and early 1980s, equity meant equal 
opportunity for equal contribution between men and 
women.

Gender equality by the Egyptian constitution
Gender equality first appears in the 1956 constitution: 
“All Egyptians are equal under the law in public rights 
and duties, without discrimination due to sex, origin, lan-
guage, religion, or belief” (Article 31). The 1956 constitu-
tion also introduced in (Article 19): “the state facilitates 
for women the agreement between her work in society 
and her duties to the family”. The 2014 constitution, in 
(Article 11) appointed women to high political office, 
including the judiciary, as well as calling for equal repre-
sentation of women in parliament. The 2014 constitution 
called for “social justice” (in Article 8) and “social solidar-
ity” that entail a life of dignity for all citizens [9, 37].

Women’s equality in the public organizations in Egypt
According to Merry [41], Mntambo et  al. [42], Perianes 
Bermúdez [46], Awoa et al. [4] cultural, societal, and reli-
gious norms, as well as governmental failures to provide 
adequate protections made women a subject to violence, 
discrimination and lack of equal access to basic systems 
in many countries all over the world, especially in the 
developing countries and Egypt is no exception to this 
fact. Regarding the female and male labor force partici-
pation rate (% of each gender’s population between ages 
15–64) in Egypt (1990–2017), in 1990, 23.2% of the Egyp-
tian women between ages 15 to 64 were part of the labor 
force. In 1994, the female labor force participation rate 
increased marginally to 24.4. In 2017, 24.1% of Egypt’s 
women between ages 15 to 64 participated in the labor 
force. These minimal percentages of women participa-
tion in the labor force in Egypt is due to socially assigned 
gender roles being institutionally enforced. In other 
cases, beside institutional reasons, societal perceptions 
and expectations of women and pressure from family 
and spouses, are also largely responsible for these mod-
est percentages of women participation in the labor force 
in Egypt. This prevents women from having control over 
their own lives from the accessibility to sufficient neces-
sities and care, and from having an increased voice and 
presence in economic matters. All previous mentioned 
notions cause women inequality with the opposite gen-
der. As for the parliament seats, Egypt has shown a gen-
eral increase in the number of women in parliament. 
From the period 1997 till 2009, seats held by women were 
below 3%. In 2010, the percentage jumped to 12.7%, but 

dropped down to 2% for the year 2011 and 2012. In 2016 
and 2017 less than 15% of seats were held by women [57].

Institutional design factors and gender equality
Institutions articulate required, prohibited or permit-
ted actions within the organizations; as such institutions 
constitute power settlements, which are inevitably con-
tested [7, 28]. They also express the sanctions author-
ized if rules are not followed. It is known that rules shape 
workforce behavior as they constrain some actors and 
empower others, with respect to the roles they may play, 
and the types of actions they may take type of rewards 
they may expect [48].

Assigning institutional rules alone, does not really jus-
tify and explain gender inequality within the organiza-
tions, as institutional effects are generated by ‘real human 
individuals’ (females or males) who are occupying dif-
ferent positions and hold different perspectives on the 
gender power balance and possibilities for change [13, 
24, 25]. The core question is: “Does institutional capac-
ity affect policies no matter who is governing?” Hence, we 
need to put into consideration the extent to which tradi-
tional gender norms are embodied in informal rules and 
institutional legacies. As such, we need to study relation-
ship between specific design of state institutions and pro-
women policy outcomes. Furthermore, we would like to 
refer to an important aspect of the issue, which is the 
‘gendered effects’ as these effects interact with external 
factors not related to the institutional rules and regula-
tions. Institutional interconnections are a main source of 
gendered effects. Studying these interactions is crucial to 
understanding how politics is gendered [64].

Examples of these factors, where and when meet-
ings are held maybe a disadvantage to women with car-
ing responsibilities. Also, it may be hard for women who 
are fearful of traveling at night. Moreover, informal rules 
about the suitable age for certain jobs, may be a strong 
gendered effect as women are more likely than men to 
have taken career breaks and may be older than their 
male counterparts when competing for the same job. 
As well as those women who wish to engage in tradi-
tional leadership roles but are framed unsuitable because 
of embedded assumptions about how women should 
behave. [21, 52].

From the previous discussion we can hypothesize the 
first hypothesis:

H1  Institutional design factors significantly affect gen-
der equality in public organizations.

The glass ceiling syndrome
The metaphor “glass ceiling” was for the first time used 
by Marilyn Loden in the 1970s. This term was used in 
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the beginning in the economics sector but with advance-
ments it is now being widely used in almost every sector 
of career. ‘Glass’ refers to the unforeseen barriers and hur-
dles and ‘ceiling’ refers on the other hand to the distant 
rank advancement highlighting the discrimination in gen-
der preferences [10].

According to Julie I Bockarie [35] “Glass Ceiling Syn-
drome” affects mainly women, but also minority groups 
as well. It is described as an invisible barrier that prevents 
women and minorities from reaching decision-making 
positions or attaining opportunities within organizations. 
This syndrome shows up in our personal and social lives 
as well, for example, girls’ education is not given priority 
in certain parts of the world and even in the western soci-
eties where women receive education, gender bias is still 
evident.

Zaazou and Halim [67], Babic and Hansez [5], Elac-
qua et  al. [18] explained why women managers rarely 
reach the highest levels of their organization. As stated, 
sometimes interpersonal relationships influence the way 
women and their male counterparts are treated within 
the organization. For example, women employees whose 
supervisors act as their mentors perceive less differential 
treatment among employees in their company.

In addition, the existence of an informal social network 
of senior people within the firm facilitate the exchange of 
valuable information related to new positions, manage-
rial decisions, and ongoing projects [49]. Limited acces-
sibility to such a network would negatively affect = the 
chances of promotion and therefore, lead to a perception 
of a glass ceiling. Finally, the friendly relationships with 
the company’s decision-makers are playing an important 
role in minimizing the glass ceiling syndrome effect for 
women employees [5].

Therefore, we can develop the second hypothesis:

H2  The “Glass Ceiling Syndrome” significantly affect 
gender equality in public organizations.

Gender stereotypes and gender equality
Gender stereotypes are consensus and generalizations 
about what men and women are like. It is about the dis-
tribution of men and women social roles at home and at 
work as well. Stereotypes allow people to categorize and 
simplify what they observe and make predictions and 
assumptions about others. Stereotypes regarding gender 
are very influential because gender is an aspect of a per-
son that is noticed and cannot be forgotten. [29].

According to Stewart et al. [55] gender stereotypes are 
generalized assumptions regarding common traits such as 

ambition, power and competitiveness as inherent in men, 
and communal traits such as nurturing, empathy and con-
cern for others as characteristics of women. Gender-based 
stereotypes are developed by social norms related to mas-
culinity and femininity (e.g. physical attributes, tempera-
ment, occupation/role suitability, etc.), of course, these 
norms are subject to the influence of culture and time.

Tabassum and Nayak [58] stated that stereotyping 
serves many purposes reflecting a variety of cognitive 
and motivational processes. Mainly it is a way of allow-
ing the perceiver to rely on previously stored knowledge 
in place of incoming information and justifying the status 
quo or in response to social identity.

Bian et al. [6] argued that the career of young men and 
women are shaped by societal stereotypes about gender. 
For example, the common stereotype that men are better 
than women at mathematics erodes women’s performance 
in this realm weakens their interest in mathematics-inten-
sive fields. However, popular beliefs about women’s abil-
ity associate not only specific cognitive processes such 
as mathematics, but also the overall amount of cogni-
tive ability. The belief of men superiority in cognitive 
abilities may explain the gender gaps in many prestigious 
occupations.

From the previous discussion we develop the third 
hypothesis:

H3  Traditional stereotypes significantly affect gender 
equality in public organizations.

Age and gender equality
Sharma and Kaur [51] presented in their study three 
main barriers working women are facing when trying to 
attain high managerial positions. These barriers are per-
sonal barriers, organizational barriers and societal barri-
ers. The authors also discussed the moderating effect of 
marital status (single or married) on the relationship of 
glass ceiling for women (GCW) and work engagement. 
The findings of the study revealed that the organizational 
and societal barriers had a major impact of 39 percent on 
work engagement, and that marital status of the women 
managers acted as a moderator between the organi-
zational and societal barriers of GCW and their work 
engagement level.

In comparison to men, women experienced 53% more 
discrimination in respect to age and gender. Neverthe-
less, gender may interact with occupation that influences 
employment-related decisions for specific occupations, 
for example, men are suitable for software engineers and 
women as nurses [66].
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Wilkinson and Male [65], Ross and Mirowsky [50] 
stated that older women compared to men may face 
more educational and employment challenges than do 
younger women. They also mentioned in their study that 
in general, older people feel less in control of their own 
lives than do younger persons, and older women may be 
considered disadvantaged than their male counterparts 
due to accumulative work, educational and economic 
past experiences.

According to Alon-Shenker and MacDermott [1], the 
intersection of age and gender is affecting female work-
ers drastically due to the current limitations of anti-dis-
crimination laws and regulations that reduce the negative 
impact of this intersection on older working women.

In a brief produced by the United Nations [62], age 
associated with gender is playing an important role in 
shaping the lives of older women. Both women and men 
experience ageism when they get older, but women expe-
rience aging and its impact differently. Nevertheless, 
there are other intersectional factors, such as race, eth-
nicity, gender identity, religion and social origin aggra-
vate the risk of gender inequality and discrimination 
against older working women.

Manzi et  al. [39] argued that age intersection with 
gender may play a critical role in shaping women’s work 
life. The authors revealed that women in the workplace 
experience more age-based stereotype threat than men; 
they found out that age-based stereotype affects people 

differently according to their gender. The author stated 
that older people experience different forms of discrimi-
nation based on gender, race, ethnicity, and disability. 
However, women’s perceptions of age discrimination are 
higher among white women than among racial-ethnic 
minority populations. While most studies of age discrimi-
nation find few if any gender-based differences [27].

Finally, we can hypothesis the fourth and last 
hypothesis:

H4  Women’s age moderates the relationship between 
institutional design, glass ceiling syndromes, traditional 
stereotypes, and gender equality in public organizations.

Research model
See Fig. 1.

Methods
The researchers conducted a qualitative and quantita-
tive study. A mixed methodology approach, combin-
ing qualitative and quantitative methods, offers valuable 
insights and enhances the comprehensiveness of under-
standing in research [12, 31, 60]. By employing both 
qualitative and quantitative methods, researchers can 
gain a deeper understanding of the research topic from 
different perspectives, enriching the overall analysis and 
interpretation of findings, and brings several advantages: 
Firstly, it allows for triangulation “Triangulation is a key 

Gender moderate the rela�on 
between the 3 Hypotheses

Institutional Design

Glass Ceiling 
Syndrome

Tradi�onal 
Stereotypes

Age

Gender Equality in 
Public Organiza�ons

Fig. 1  Model of the research
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methodological strategy that enhances the validity and 
reliability of research findings by using multiple sources, 
methods, or perspectives to converge and corroborate 
evidence [34]”, where findings from different methods 
are compared and validated, enhancing the reliability 
and credibility of the research [32]. Secondly, it enables 
a comprehensive understanding of the research topic by 
capturing both the depth of individual experiences and 
the broader patterns or trends within a larger population 
[61]. This comprehensive understanding is especially rel-
evant in complex research areas where multiple factors 
and contexts interact. By employing a mixed methodol-
ogy approach, researchers can leverage the strengths of 
both qualitative and quantitative methods, leading to a 
more robust and holistic understanding of the research 
topic [32]. The qualitative data provide depth and rich-
ness, while the quantitative data provide breadth and 
statistical significance. Quantitative methods, such as 
surveys or statistical analyses, provide researchers with 
numerical data that can be analyzed to identify patterns, 
trends, and relationships [32, 61].

This integration between qualitative and quantita-
tive approaches helps researchers gain a more nuanced 
understanding of the research phenomenon, its under-
lying mechanisms, and potential relationships between 
variables.

The qualitative study
The study is presented by the literature review, in addi-
tion to the exploratory study, where researchers con-
ducted 20 in-depth interviews. The number of interviews 
conducted was determined by the principle of data satu-
ration, where new information and insights reached a 
point of redundancy. This ensured that a thorough explo-
ration of the research topic was achieved through a suf-
ficient number of interviews. In our study, we followed 
the principle of saturation when determining the sample 
size for the qualitative interviews [23]. We conducted 
interviews with participants until we reached a point 
of saturation, where new interviews no longer yielded 
substantially new insights or perspectives related to our 
research objectives. This allowed us to capture a diverse 
range of experiences and perspectives from participants 
who were knowledgeable and had relevant insights into 
the topic of gender equality in public organizations in 
Egypt. Qualitative methods, such as in-depth interviews 
or focus groups, allow researchers to explore the experi-
ences, perceptions, and subjective interpretations of par-
ticipants [32, 61]. Through open-ended questions and 
detailed exploration, qualitative data provide rich and 
context-specific information that captures the nuances 
and complexities of the research phenomenon.

In summary, the consolidation of quantitative and qual-
itative results offers a holistic comprehension of the deter-
minants that impact gender parity within governmental 
institutions. The user underscores the importance of insti-
tutional design, traditional stereotypes, and age as crucial 
determinants, while also indicating a lack of association 
between glass ceiling syndromes and gender parity. The 
aforementioned insights possess the potential to enlighten 
policymakers and organizations in their efforts to advance 
gender equality and establish all-encompassing settings.

Participants’ demographics
The selection of the qualitative research participants is 
designed to ensure that researchers captured social dif-
ferences and diversity within the selected sample.

Participants’ number
The total number of participants are Twenty.

Participants’ gender and occupations
The researchers targeted men and women from differ-
ent age categories and social/educational classes, 18 par-
ticipants were community leaders, non-governmental 
organization (NGO) members, activists, business own-
ers, bankers, and 2 participants were high ranked public 
position holders.

Participants’ age
Participants’ age ranged between 30 and 58.

Results and discussion
Qualitative research findings
Findings of the participants’ interview
To sum up participants’ opinions and views toward 
women equality in public organizations, researchers are 
presenting followings the topics of the interview (in bold) 
and underneath the participants’ answers.

When researchers addressed the participants with a 
question regarding the effect of traditional stereotyping 
on gender equality in public organizations, many of them 
answered saying that ‘negative stereotypes’ toward women 
are affecting their attainment of high ranked positions in 
the public sector. Cultural, socio-economic and political 
environment especially in developing countries is mar-
ginalizing women’s role, as men in these countries have 
definitely better chances in holding higher governmental 
positions. They also mentioned that there is a dogmatic 
belief that women in general are docile, patient and toler-
ant of certain jobs like teachers, secretaries or clerical jobs.
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Then, researchers approached the respondents with a 
question regarding the “Glass Ceiling Syndrome” and its 
impact on gender equality in public organizations. The 
majority of respondents answered saying most women 
are not aware of the ‘glass ceiling syndrome’ effect or they 
do not care about having higher positions. Actually, in 
developing countries in general, women are not familiar 
with this expression.

Researchers then asked respondents about age as a 
moderator between stereotypes, glass ceiling syndrome 
and institutional design affect gender equality in public 
organizations, the majority stated that age is not affecting 
women attainment of leading positions in public organi-
zations; whereas gender and education level are playing 
a main role in hindering women’s attainment of leading 
positions in public organizations more than age factor. 
Few of them believe that age is affecting both genders in 
public organizations.

The researchers addressed two high ranked public posi-
tion holders: The Undersecretary of Ministry of Public 
Business Sector and the Governor of Damietta Governo-
rate with a question regarding gender equality and gender 
diversity in the public work environment. They argued 
that women are part of the society and there should be 
an equal distribution of power as gender equality is very 
crucial for democracy and a country’s development.

They also stated that the Holding Group signed a proto-
col with the International Finance Corporation in Octo-
ber 2022, which main terms were analyzing the current 
condition of gender equality and gender diversity in the 
public work environment. According to the protocol, 
it has been agreed to develop a plan for upgrading and 
developing the work environment of the Egypt Insurance 
Holding Group emphasizing equality and justice among 
both genders.

Finally, they mentioned that the Financial Regula-
tory Authority’ issued a law in August 2021 stating that 
women representation in any board of directors of the 
Financial Regulatory Authority subsidiaries, should not 
be less than 25% or at least there should be two-woman 
representatives in the board.

When researchers asked the participants about other 
demographic factors affecting women equality in the 
public organizations, many of them answered saying that 
one of the main reasons of depriving women from high 
positions in public organizations is that many women 
especially in Upper Egypt are prohibited by their families 
from education and from work outside their very limited 
domestic arena. Educated women and men are equally 
capable of performing the same jobs.

(The qualitative research questions are stated in 
Appendix 1, pp. 20 & 21).

Quantitative research findings
The researchers developed a questionnaire containing 
self-administered statements in the form of Likert scale. 
The questionnaires were distributed among 300 employ-
ees to pick up information on respondents’ opinion 
about the effect of ‘institutional design’, the traditional 
stereotypes, the glass ceiling syndrome’ and ‘age’ (as a 
moderating factor between all three above-mentioned 
variables) on gender equality in public organizations, 
gender equality and to obtain numerical data for statis-
tical analysis. Our responds were 251, and 41 question-
naires were excluded for missing data and non-validity, to 
reach approximately 210 valid questionnaires that were 
returned with respondent rate of 70% which is statisti-
cally acceptable for data analysis. The sample size for the 
survey was determined using appropriate sample size cal-
culation techniques to ensure adequate statistical power 
and representativeness of the target population [53].

Descriptive research
Participants’ characteristics
Table 1 the sample characteristics demonstrates that the 
respondents had a wide range of backgrounds. There 
were 94 females and 117 males in the study group. The 
majority of respondents were undergraduate students at 
a university (47.1 percent). Between students (45.7 per-
cent) and employees in the private sector, people who 
answered the survey had a wide range of occupations to 
choose from (30.5 percent).

Testing hypotheses
Testing hypothesis 1: Institutional design factors significantly 
affect gender equality in  public organizations  When it 
comes to the statement, “The extent to which traditional 
gender norms are embodied in informal rules and insti-
tutional legacies affect gender equality.” (4.25). As for the 
lowest man it addresses the statement saying “Institu-
tional change is often gradual, as actors actively exploit 
the inherent ambiguities of institutions bias” (3.19). The 
descriptive results showed that indeed institutional design 
factors significantly affect gender equality in public organi-
zations. Most participants agreed that institutional rules 
shape workforce behavior as they constrain some actors 
and empower others. They also agreed that institutions are 
substantively gendered through numerous mechanisms 
emerge from social norms that result in gender bias. The 
sample is homogeneous and representative because the 
standard deviation of all statements is less than 2 (Table 2).
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Testing reliability for  institutional design and  women 
attainment of  leadership positions in  public affairs 
of  the  Egyptian government  Statements 1–10 were 
found to be trustworthy and consistent by "0.867" in the 
Cronbach’s Alpha reliability test, which suggests that 

our variables are consistent with the intended variables. 
(Institutional design and women attainment of leadership 
positions). Thus, we can conclude that the claims accu-
rately describe our data (Table 3).

Chi‑square test  Kruskal–Wallis Test was valid as 
Table  4 reveals that there is a significant relationship 
between institutional design and women attainment 
of leadership positions in the government workforce. 
Depending on the significance of institutional design 
(0.000). The researchers came to the conclusion that H1 
is accepted by utilizing the chi square approach.

It is clear from the table that there is a positive and 
strong association between institutional design and the 
number of Egyptian women in leadership positions. As 
Egyptians ladies have good communication and can com-
promise to solve problems, committed to their job and 
finally, they can cooperate easily with the external soci-
ety. People attitude toward women in high positions of 
authority inside the government is seen as a liability. Cor-
relation coefficients whose magnitude are between 0.3 and 
0.5 indicate variables which have a moderate correlation.

The statistical results of this hypothesis revealed that 
the statements addressed to participants were trustwor-
thy and reliable as Cronbach alpha was 0.867 and the 
mean of all statements was above 3 and standard devia-
tion below 2, which indicates that data are clustered 
around the mean and the sample is homogeneous and 
representative. The p-value in Kruskal–Wallis Test as 
it was 0.000. The correlation test proved that there is a 
positive and strong association between institutional 
design and gender equality in public organizations. It 
read 0.342** (Table 5) It is clear from the table that there 
is a positive and strong association between institutional 
design and the number of Egyptian women in leadership 
positions. As such, Hypothesis 1 is accepted.

Testing Hypothesis 2: The “Glass Ceiling Syndrome” signifi‑
cantly affect gender equality in public organizations  The 
highest mean addressed the statement saying: “Glass 
ceiling syndrome is described as an invisible barrier that 
prevents women and minorities from reaching decision-
making positions” (4.12). The lowest mean addressed the 
following statement: “I believe, glass ceiling syndrome is 
arousing from gender inequality” (2.32). Most participants 
agreed with a high mean that despite legislation for equal 
opportunities for both genders and the increasing num-
ber of qualified women, they are still largely underrepre-
sented in the decision-making process in all sectors. They 
less agreed that Glass ceiling syndrome shows up in our 
personal and social lives as well. The sample is homogene-
ous and representative because the standard deviation of 
all statements is less than 2 (Table 6).

Table 1  Participants’ characteristics

Frequency Percent (%)

Gender

 Male 116 55.2

 Female 94 44.8

 Total 210 100.0

Age

 Less than 20 years old 28 13.3

 20 to less than 30 years old 145 69.0

 30 to less than 40 years old 22 10.5

 40 to less than 50 years old 9 4.3

 Above 50 years old 6 2.9

Total 210 100.0

Educational level

 Uneducated 6 2.9

 High school student 15 7.1

 University student 99 47.1

 Bachelor’s degree holder 82 39.0

 Post graduate degree holder 8 3.8

Total 210 100.0

Marital status

 Single 134 63.8

 Engaged 27 12.9

 Married 38 18.1

 Divorced 7 3.3

 Widowed 4 1.9

Total 210 100.0

Occupation

 Unemployed 11 5.2

 Student 96 45.7

 Private sector employee 64 30.5

 Public sector employee 7 3.3

 Business owner 21 10.0

 Professional as (Doctor, governor, 
lawyer, other…)

11 5.2

Total 210 100.0

Monthly income level

 Less than 2000 EGP 6 2.9

 2000 EGP to less than 5000 EGP 15 7.1

 5000 EGP to less than 8000 EGP 99 47.1

 8000 EGP to less than 11,000 EGP 82 39.0

 11,000 EGP and above 8 3.8

Total 210 100.0

Mean income: 7442.8 EGP
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Testing reliability of the relationship between glass ceil-
ing syndrome and gender equality in public organizations.

Table 7 shows that Cronbach’s Alpha is 0.712, which is 
larger than 0.6, it was determined that the statements are 
reliable and consistent.

Chi‑square test  The Kruskal–Wallis test in Table 8 indi-
cates that there is insignificant relationship between the 
glass ceiling syndromes and women’s advancement in the 
government workforce. Using the chi square approach, 
researchers decided that H2 was rejected because of the 
insignificance level of p-Value 0.178.

It is clear from Table 9 that there is a negative asso-
ciation between Glass ceiling syndrome and gender 
equality in public organizations. A value of  − 1 means 
a perfect negative association of rank. As such, a value 
of ( − 0.568) proves a negative association between the 
two variables. People attitude toward gender equality in 
public organizations is negatively insignificant affected 
by the glass ceiling syndrome.

If we have a look at the statistical results, we will 
notice that the Kruskal–Wallis test is valid, as it indi-
cates that there is no correlation between traditional 
stereotyping and gender equality in public organiza-
tions. The P-value is 0.178, which is considered a sig-
nificant negative level. There is no impact between glass 
ceiling syndromes on gender equality in the Egyptian 
public organizations. Moreover, all 11 statements in the 
descriptive part addressed to participants; proved that 

Table 2  The frequency, mean and standard deviation of hypothesis (1)

Statements Strongly Agree (5) Agree (4) Neutral (3) Disagree (2) Strongly 
disagree 
(1)

Mean S.D

Institutional rules shape workforce behavior as they con‑
strain some actors and empower others

76
(36.2%)

77
(36.7%)

43
(20.5%)

11
(5.2%)

3
(1.4%)

4.01 .953

Individuals who are occupying institutional different posi‑
tions hold different perspectives on gender equality

86
(41.0%)

84
(40.0%)

32
(15.2%)

7
(3.3%)

1
(.5%)

4.18 .843

Institutional interconnections are a main source of gender 
inequality

76
(36.2%)

69
(32.9%)

47
(22.4%)

14
(6.7%)

4
(1.9%)

3.95 1.013

The extent to which traditional gender norms are embodied 
in informal rules and institutional legacies affect gender 
equality

104
(49.5%)

64
(30.5%)

34
(16.2%)

6
(2.9%)

2
(1.0%)

4.25 .894

New institutions are often male-dominated and lack feminist 
voices

79
(37.6%)

57
(27.1%)

43
(20.5%)

23
(11.0%)

8
(3.8%)

3.84 1.158

Gender equality can be achieved through policies that can 
produce change, training and tools, and number of women 
staff and managers

78
(37.1%)

76
(36.2%)

37
(17.6%)

15
(7.1%)

4
(1.9%)

4.00 1.005

The negotiation processes through which new institutions 
are designed are often male-dominated and lack feminist 
voices

106
(50.5%)

53
(25.2%)

37
(17.6%)

12
(5.7%)

2
(1.0%)

4.19 .983

Institutions are substantively gendered through numerous 
mechanisms emerge from social norms that result in gender 
bias

74
(35.2%)

76
(36.2%)

48
(22.9%)

11
(5.2%)

1
(.5%)

4.00 .915

Institutional change is often gradual as actors actively exploit 
the inherent ambiguities of institutions bias

52
(24.8%)

45
(21.4%)

31
(14.8%)

55
(26.2%)

27
(12.9)

3.19 1.398

Significant increase in women’s representation in institutions 
needs new rules for gender equality

53
(25.2%)

75
(35.7%)

47
(22.4%)

28
(13.3%)

7
(3.3%)

3.66 1.096

Table 3  Reliability test

Cronbach’s alpha No. of item

0.867 10

Table 4  Kruskal–Wallis Test

Institutional design and women attainment of leadership 
positions in public affairs of the Egyptian government

p-Value Institutional design 0.000

Table 5  Correlation

**p < 0.05. The asterisks (*) next to the z-scores represent the level of statistical 
significance for each variable

Institutional design and gender equality in public organizations

Correlation coefficient 0.342**
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not all statements have a mean above 3, but few state-
ments had a mean below 3. The sample is homogeneous 
and representative because the standard deviation of all 
statements is less than 2. H2 is rejected.

Testing Hypothesis 3: Traditional stereotypes significantly 
affect gender equality in  public organizations  Partici-
pants agreed with the highest mean (4.12) that traditional 
gender stereotypes derive from the awkward division of 
men and women roles both in the home and at work. They 
agreed with the lowest mean among (3.27) that children 
learn about gender stereotypes from their immediate 
environment and the media, as such they learn how to 
behave in gender-appropriate ways (Table 10).

In general, participants believed that gender-based ste-
reotypes are informed by social norms relating to ideals 
and practices of masculinity and femininity. The sample 
is homogeneous and representative because the standard 
deviation of all statements is less than 2.

Testing reliability for traditional stereotypes and gender 
equality in public organizations. Perception is compatible 
with assertions one through ten in Table 11, which indi-
cates that the reliability test was reliable and consistent 
with Cronbach’s Alpha by "0.931," according to the above 
table. Because of this, we may conclude that the state-
ments accurately measure our variables.

Chi-square table It is clear from Table 12 that there is 
a positive and strong association between traditional ste-
reotypes and gender equality in public organizations.

Table 6  the frequency, mean and standard deviation of hypothesis (2)

Statements Strongly
Agree(5)

Agree
(4)

Neutral
(3)

Disagree
(2)

Strongly 
Disagree
(1)

Mean S.D

Glass ceiling syndrome is described as an invisible barrier that prevents women 
and minorities from reaching decision-making positions

84
(40%)

86
(41%)

27
(12.9%)

8
(3.8%)

5
(2.4%)

4.12 .940

Glass ceiling syndrome
shows up in our personal and social lives as well

18
(8.6%)

34
(16.2%)

41
(19.5%)

68
(32%)

49
(23%)

2.54 1.249

Glass ceiling syndromes also can induce faulty assessments of people 76
(36.2%)

59
(28.1%)

42
(20%)

22
(10.5%)

11
(5.2%)

3.80 1.190

I believe, glass ceiling syndrome is arousing from gender inequality 11
(5.2%)

24
(11.4%)

45
(21.4%)

72
(34.3%)

58
(27.6%)

2.32 1.149

Glass ceiling syndrome allows people to categorize and simplify what they 
observe and to make predictions about others

11
(5.2%)

24
(11.4%)

45
(21.4%)

72
(34.4%)

58
(27.6%)

2.90 1.180

Glass ceiling syndrome affects mainly women, but also minority groups as well 80
(38.1%)

74
(35.2%)

41
(19.5%)

15
(7.1%)

0 4.04 .930

The personal attitudes of an individual in promoting glass ceiling 44
(21%)

57
(27.1%)

40
(19%)

42
(20%)

27
(12.9%)

3.23 1.333

Job segregation is promoting glass ceiling syndrome in organizations 30
(14.3%)

40
(19%)

70
(33.3%)

47
(22.4%)

23
(11%)

3.03 1.196

Both the gender employees are progressing, but at a certain time women 
employees fail to get promoted to higher posts and their male counterparts 
attain the senior post on the basis of gender discrimination

52
(24.8%)

53
(25.2%)

65
(31%)

26
(12.4%)

14
(6.7%)

3.49 1.183

The friendly interpersonal relationships can hinder the glass ceiling syndrome 
in the organizations

29
(13.8%)

61
(29%)

64
(30.5%)

27
(12.9%)

29
(13.8%)

3.16 1.227

Despite legislation for equal opportunities for both genders and the increasing 
number of qualified women, they are still largely underrepresented in the deci‑
sion-making process in all sectors

93
(44.3%)

66
(31.4%)

35
(16.7%)

12
(5.7%)

4
(1.9%)

4.10 1.002

Table 7  The reliability test

Cronbach’s Alfa N of items

0.712 11

Table 8  Kruskal–Wallis Test

The relationship between glass ceiling syndrome and gender 
equality in public organizations

p-Value Glass ceiling syndrome 0.178

Table 9  Correlation

Glass ceiling syndrome and gender equality in public 
organizations

Correlation coefficient  − 0.568
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As shown in Table 12 by the Kruskal–Wallis test, using 
the chi square approach, researchers decided to accept 
H3 because of the significance level of 0.000.

It is clear from Table 13 that there is a positive associa-
tion between traditional stereotypes and gender equality 
in public organizations. Correlation coefficients whose 
magnitude are between 0.6 and 0.79 indicate variables 
which can be considered strongly correlated. This means, 
there is a strong relationship between traditional stereo-
types and gender equality in public organizations.

Regarding hypothesis three, if we do the same above-
mentioned steps, we have taken in comparing hypothesis 
two statistical and qualitative results, we’ll come up with 
the following:

First, the descriptive results confirmed most of respond-
ents agree to some degree that traditional stereotypes are 
playing a vital role regarding gender equality in the public 
sector. The mean of most statements is above 3.00; as well 
as the sample is homogeneous and representative because 
the standard deviation of all statements is less than 2.

Table 10  The frequency, mean and standard deviation of hypothesis (3)

Statements Strongly Agree (5) Agree (4) Neutral (3) Disagree (2) Strongly 
disagree 
(1)

Mean S.D

The stereotypes associating only men with brilliance 
is a typical stereotype and hinders women advancements

71
(33.8%)

85
(40.5%)

40
(19.0%)

12
(5.7%)

2
(1.0%)

4.00 .920

If gender biasness is ignored, then true skills of women 
employees can be realized

68
(32.4%)

83
(39.5%)

48
(22.9%)

9
(4.3%)

2
(1.0%)

3.98 .902

Traditional gendered stereotypes see the certain traits such 
as ambition, power and competitiveness as inherent in men, 
and other traits such as nurturing, empathy and concern 
for others as characteristics of women

47
(22.4%)

91
(43.4%)

51
(24.3%)

19
(9.0%)

2
(1.0%)

3.77 .931

Gender-based stereotypes are informed by social norms 
relating to ideals and practices of masculinity and femininity

76
(36.2%)

59
(28.1%)

42
(20%)

22
(10.5%)

11
(5.2%)

3.80 1.190

In order to utilize the talents of individuals residing 
in a country, contribution of both genders on the basis 
of merit needs to be ensured

80
(38.1%)

73
(34.8%)

30
(14.3%)

24
(11.4%)

3
(1.4%)

3.97 1.055

The faulty assessments of gender stereotypes can negatively 
affect opportunities and work outcomes for women

80
(38.1%)

74
(35.2%)

41
(19.5%)

15
(7.1%)

0 4.04 .930

There is a paradox regarding the increase number of women 
workforce and their imprisonment in rigid gender stereo‑
types

70
(33.3%)

73
(34.8%)

52
(24.8%)

15
(7.1%)

0 3.94 .931

Gender stereotypes are enforced by both men and women 64
(30.5%)

66
(31.4%)

60
(28.6%)

17
(8.1%)

3
(1.4%)

3.81 1.007

Children learn about gender stereotypes from their 
immediate environment and the media, as such they learn 
how to behave in gender-appropriate ways

32 (15.2%) 45
(21.4%)

89
(42.4%)

36
(17.1%)

8
(3.8%)

3.27 1.039

I believe that traditional gender stereotypes derives 
from the awkward division of men and women roles 
both in the home and at work

94
(44.8%)

68
(32.4%)

34
(22.9%)

7
(6.7%)

7
(3.3%)

4.12 1.017

Table 11  The reliability test

Cronbach’s alpha Number of items

0.931 10

Table 12  Kruskal Wallis Test

Traditional stereotypes and gender equality in public 
organizations

p-Value Citizen’s perception 0.000

Table 13  Correlation

**p < 0.05. The asterisks (*) next to the z-scores represent the level of statistical 
significance for each variable

Traditional stereotypes and gender equality in public 
organizations

Correlation coefficient 0.751**
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Furthermore, all statements addressed to the par-
ticipants were reliable as Cronbach’s Alpha measured 
0.931, which means the statements accurately measure 
what it supposed to measure (traditional stereotypes is 
significantly affecting gender equality in the public sec-
tor. Finally, according to the correlation test, it measured 
0.751 and this means there is a substantial correlation 
between traditional stereotypes and gender equality in 
public organizations. Hypothesis 3 is accepted.

Testing Hypothesis 4: Women’ age is  playing a  moderat‑
ing role in  gender equality in  public organization  See 
Tables 14 and 15.

Structural model analysis
SEM was used to test the research hypotheses. In terms 
of its sizing, there were no problems with the model. The 
chi-square to degrees of freedom ratio was too low at 2.1, 
falling below the 3 cut off point. GFI is 0.92, CFI is 0.92, 
NFI is 0.92, and IFI is 0.93, with an RMSEA of 0.077." 
(Hair and colleagues 1998). Hypotheses 1 and 3 were 
found to be significant, according to the results (Tables 5 
and 13).

Societal interactions and citizens’ perceptions all had 
a positive impact on gender equality in public organi-
zations. Whereas hypothesis 2 found to be insignifi-
cant according to the results of (Table 9) as glass ceiling 
syndromes has a negative impact on gender equality in 
public organizations. It is clear that age influences gen-
der equality in public organizations (hypothesis 4) sig-
nificantly with the highest degree for institutional design 

(4.490), and significantly for traditional stereotypes 
(1.754), but with insignificant relation for glass ceil-
ing syndromes (2.231) then this supports hypothesis 4. 
Based on the results, authors discovered significant posi-
tive relation for institutional design and traditional ste-
reotypes and negative relation for glass ceiling syndromes 
and all affected by age (Table 15).

According to the Structural Model Analysis (SEM), 
societal interactions and citizens’ perception (H1 & H3) 
all had a positive impact on a woman’s ability to rise to 
leadership positions. H2 was rejected due to the statisti-
cal results which indicated that glass ceiling syndromes 
have a negative impact on a gender equality in public 
organizations. (Table 9).

Looking at the SEM (Table 15) z-score for the variables: 
‘Institutional design (ID)’; Traditional Stereotypes (TS)’; 
and Glass Ceiling (GC)’ that age influences gender equal-
ity in public organizations (hypothesis 4) significantly 
with the highest degree for institutional design (z-score: 
4.490), and significantly for traditional stereotypes 
(1.754), but with insignificant relation for glass ceiling 
syndromes (2.231). Based upon the results researchers 
discovered significant positive relationship between insti-
tutional design and traditional stereotypes and a negative 
relationship between glass ceiling syndromes and all are 
affected by age (gender, age and education groups) this 
supports hypothesis 4.

Summary of hypotheses testing
See Table 16.

The specific and standardize findings of the study
The qualitative research findings can be related to the 
quantitative research findings to provide a compre-
hensive understanding of the research topic. The spe-
cific findings related to institutional design and gender 
equality in public organizations indicate that institu-
tional design factors significantly affect gender equal-
ity. Regarding hypothesis one, the research conducted 
found that institutional rules shape workforce behavior 
as they constrain some actors and empower others. It 

Table 14  Hypotheses test results (Moderation hypotheses are excluded)

**p < 0.05. The asterisks (*) next to the z-scores represent the level of statistical significance for each variable

Structural paths Standardized path coefficients Hypothesis 
supported 
(Yes/no)

Hypothesis 1: Institutional design → gender equality in public organizations 0.547** Yes

Hypothesis 2: Glass ceiling syndromes → gender equality in public organizations 0.271 No

Hypothesis 3: Traditional stereotypes → gender equality in public organizations 0.351** Yes

Table 15  The moderating effect of age

ID Institutional design; GCS Glass ceiling syndromes; TS Traditional Stereotypes; 
GE Gender Equality

**p < 0.01; *p < 0.05. The asterisks (*) next to the z-scores represent the level of 
statistical significance for each variable

ID → GE GCS → GE TS → GE

Age 0.866  − 0.412 0.436

z-score 4.490**  − 2.231 1.754*
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was also revealed that institutions are substantively gen-
dered through numerous mechanisms that emerge from 
social norms, resulting in gender bias. The study further 
tested the reliability of institutional design and women’s 
attainment of leadership positions in public affairs of the 
Egyptian government. The statements addressing partici-
pants were found to be trustworthy and consistent, with 
a Cronbach’s Alpha reliability test score of 0.867. This 
suggests that the variables accurately describe the data. 
Additionally, a Chi-Square Test was conducted, which 
revealed a significant relationship between institutional 
design and women’s attainment of leadership positions in 
the government workforce. The statistical results showed 
a positive and strong association between institutional 
design and the number of Egyptian women in leadership 
positions (gender equality).

Moreover, the p-value is 0.000 and the mean of all 
statements is above 3.6 & above 4, which proved a strong 
agreement among participants on all statements.

The correlation coefficient between institutional design 
and gender equality was 0.342, indicating a moderate 
correlation. Therefore, based on these specific findings, it 
can be concluded that institutional design plays a crucial 
role in shaping gender equality in public organizations. 
Hypothesis one is accepted.

The presence of this positive correlation suggests 
that institutional factors, such as established regula-
tions, social norms, and operational procedures, exert 

influence on workforce conduct and results, including 
the attainment of gender equality. Moreover, the pres-
ence of women in positions of leadership can function as 
exemplars, motivating and encouraging other women to 
actively seek out leadership positions. This, in turn, fos-
ters a positive feedback loop that promotes gender equal-
ity and empowerment.

As for the second hypothesis, the glass syndrome 
effect, it is described as an invisible barrier that prevents 
women and minorities from reaching decision-making 
positions or attaining opportunities within organizations. 
It is a metaphor for the invisible barrier that prevents 
some people from rising to senior positions. The litera-
ture assures this relationship not only at work, but also in 
women’s social personal lives. The statistical results didn’t 
agree with the literature as the hypothesis is rejected as 
p-value is 0.178, which is bigger than 0.000 proving no 
relationship between the independent and dependent var‑
iables of the hypothesis. As well as the Correlation Coef‑
ficient is  − 0.568. A value of ( − 0.568) proves a negative 
association between the two variables. To explain that, we 
may say that glass ceiling syndrome is not the only factor 
affecting women equality in public organizations; other 
factors are affecting women’s equality in public organiza‑
tions such as education, awareness, traditions and values 
as well as institutional designs and negative stereotypes of 
women in Egypt. Hypothesis two is rejected.

Table 16  Summary of hypotheses testing

Hypotheses Results

H1: Institutional design factors significantly affect gender equality in public 
organizations

p-Value: Institutional design (0.000)
There is significant relationship between institutional design and gender 
equality in the Egyptian public organizations
H1 is Accepted

H2: The “Glass Ceiling Syndrome” significantly affect gender equality 
in public organizations

p-Value: Glass ceiling syndromes (0.178)
There is no impact between glass ceiling syndromes on gender equality 
in the Egyptian public organizations
H2 is rejected

H3: Traditional stereotypes significantly affect gender equality in public 
organizations

p-Value: Traditional stereotypes (0.000)
Citizen’s perception positively affect gender equality in public in the Egyp‑
tian public organizations
H3 is accepted

H4: Women age is playing a moderating role in gender equality in public 
organization

p-Value: (Institutional design, Glass ceiling syndromes, and Citizens’ per‑
ception) (0.001, 0.064, 0.023) sequentially
Age is playing a moderating role between (Institutional design, Glass 
ceiling syndromes, and Citizens’ perception) and gender equality in public 
Egyptian public organizations
H4 is accepted as age is playing a positive moderating role in the rela‑
tionship between Institutional design and gender equality in public 
organizations; age is playing a positive moderating role in the relationship 
between Glass Ceiling Syndrome and gender equality in public organiza‑
tions; and finally, age is playing a positive moderating role in the rela‑
tionship between Traditional Stereotypes and gender equality in public 
organizations
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The third hypothesis: Traditional stereotypes signifi‑
cantly affect gender equality in public organizations. This 
time, again the literature and the statistical results align 
and agree. Participants believed that gender-based ste-
reotypes are informed by social norms relating to ideals 
and practices of masculinity and femininity. The mean 
of all statements is above 3.9 & above 4. Cronbach alpha 
result was 0.931, which suggests that the variables are 
consistent with the intended variables. p-value is 0.000, 
which proves a positive and strong association between 
traditional stereotypes and gender equality in public 
organization. Hypothesis three is accepted.

The fourth hypothesis: Age is playing a moderating role 
between (Institutional design, Glass ceiling syndromes, 
and Citizens’ perception) and gender equality in public 
Egyptian public organizations. The literature stated that 
in comparison to men, women experienced 53% more 
discrimination in respect to age and gender [66]. The 
statistical results proved that p-value for (Institutional 
design, Glass ceiling syndromes, and Citizens’ percep-
tion) is (0.001, 0.064, 0.023) respectively. Age is playing 
a moderating role between (Institutional design, Glass 
ceiling syndromes, and Citizens’ perception) and gender 
equality in public Egyptian public organizations. H4 is 
accepted.

To conclude:
The findings reveal that traditional stereotypes sig-

nificantly affect gender equality in public organizations. 
However, the glass syndrome effect hypothesis, which 
refers to the invisible barrier that prevents women and 
minorities from reaching decision-making positions, was 
rejected. The statistical results did not align with the lit-
erature on this hypothesis. Overall, the combination of 
qualitative and quantitative research methods provides a 
comprehensive understanding of the research topic and 
enhances the validity and reliability of the findings.

Conclusion
Organizational practices that promote equal employ-
ment opportunity and anti-discrimination policies are 
associated with greater workplace opportunities in gen-
eral, as well as increased access to management. This is 
supported by many empirical findings. As such, the rela-
tionship between the institutional design, rules and regu-
lations within the organization and women’s equality in 
public organizations is a positive relationship. That’s why 
statutory changes and rule of law are required to decrease 
gender inequality. Demanding electoral laws that pro-
mote alliances and create new opportunities for women 
to compete in parliamentary.

However, simply increasing women’s representation 
in management may not be sufficient, as some find-
ings suggest that the positive effects of managerial posi-
tions on inequality may be most significant at higher 
levels of management. Therefore, gender integration at 
lower management levels may not produce the ripple 
effects that come with integrating positions that possess 
real power and authority. Symbolic changes or changes 
limited to lower management levels are likely to be 
ineffective.

Regarding Gender Stereotypes, more evidence is needed 
to establish whether female managers may indirectly 
influence inequality within organizations. These indirect 
effects operate through processes rooted in social cogni-
tion. For instance, the visibility of women in leadership 
positions can challenge stereotypes that suggest women 
managers are less effective than their male counterparts.

On the other hand, the presence of women in man-
agement may also reduce the emphasis on gender as a 
relevant category, influencing the beliefs of all workers 
regarding women leaders. This perspective aligns par-
tially with the "queen bee" viewpoint [54], which argues 
that successful women do not support other women but 
instead conform to the norms of the male-dominated sys-
tem. The “queen bee” viewpoint also may align with the 
eastern culture especially developing eastern countries 
like Egypt, and that goes hand in hand with the previous 
literature findings and statistical findings of this study (H3 
is accepted).

As for the “Glass Ceiling Syndrome” effect, researchers 
rely the contradiction between the literature findings and 
this study’s empirical findings to cultural issues.

Most female leaders do not feel glass-ceiling effects 
because either they are not aware of this issue or they 
do not care about having higher positions. Researchers 
believe that ‘Glass Ceiling Syndrome’ is  a metaphor for 
the invisible barrier that prevents some people from ris-
ing to senior positions. This applies for women and other 
minorities who could be men as well. So, ‘glass ceiling 
syndrome is not referring to women only, but also to a 
wide range of minorities. It does not have a direct posi-
tive effect on gender equality in public organizations in 
Egypt. Researchers believe the ‘glass ceiling syndrome’ 
is a metaphor for the invisible barrier that prevents some 
people from rising to senior positions. This applies for 
women and other minorities who could be men as well. 
It does not have a direct positive effect on gender equality 
in public organizations in Egypt.

The literature and the statistical findings assured that 
women age is playing a positive moderating role between 
institutional design, glass ceiling syndromes, traditional 
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stereotypes, and gender equality in public organizations, 
respectively. Although, the exploratory interview results 
revealed that respondents (especially the two informed 
participants) did not acknowledge this relationship. 
They believed age is playing a moderating role for both 
genders.

The researchers would like to highlight the answers 
of the two informed participants regarding age factor in 
general and its relationship with women’s equality in the 
public sector; they clarified that age is affecting both gen-
ders not only women as the retirement age in the Egyp-
tian public sector is 60 years old for males and females as 
well.

In conclusion, further research is indispensable to 
uncover the mechanisms that lead to increased diver-
sity in top management positions and to understand 
how managerial diversity shapes the opportunities and 
achievements of employees below the managerial level. 
This necessitates robust data collection efforts that allow 
for rigorous testing of how specific organizational poli-
cies, practices, and other factors influence access to top 
management positions for members of protected groups.

Recommendations
Based upon the statistical and qualitative research results, 
researchers came up with following recommendations
Further research is indispensable to uncover the mecha-
nisms that lead to increased diversity in top management 
positions and to understand how managerial diversity 
shapes the opportunities and achievements of employees 
below the managerial level. This necessitates robust data 
collection efforts that allow for rigorous testing of how 
specific organizational policies, practices, and other fac-
tors influence access to top management positions for 
members of protected groups.

Gender integration at lower management levels may 
not produce the ripple effects that come with integrating 
positions that possess real power and authority. Symbolic 
changes or changes limited to lower management levels 
are likely to be ineffective. To address larger patterns of 
inequality and improve representation for women and 
other protected groups, interventions may be necessary 
at multiple levels to cultivate organizational leaders who 
are more than mere figureheads.

Organizations, especially the public ones, should 
develop measures to reconcile work and family life which 
would increase the attractiveness of work not only for 
women—mothers, but also for men—fathers.

Organizations should create equal opportunities for 
employment and career advancement for all employ-
ees equally, regardless of gender and provide working 

conditions that ensure equal opportunities for men and 
women following the code of ethics.

Merely examining laws and modifying discrimina-
tory statutes is not enough to address gender inequality 
effectively. Achieving true gender equality goes beyond 
ensuring equal rights; it also requires providing equita-
ble access to services, resources, economic opportunities, 
and political representation.

Maintaining policy co-ordination is crucial to ensure 
the continuous progress of gender reform. This co-ordi-
nation should occur both horizontally, involving various 
government entities at the central or federal level, and 
vertically, fostering collaboration between different lev-
els of government. This approach is necessary because 
achieving gender equality and integrating it into main-
stream practices often involves implementing cross-cut-
ting initiatives that impact multiple policy domains.

Enhance opportunities for women’s organizations to 
engage in the policy-making process in a manner that is 
inclusive and transparent. This can be accomplished by 
involving them in advisory bodies that are regularly con-
sulted by the government. By including women’s organi-
zations in these advisory roles, their perspectives and 
expertise can be effectively incorporated into the policy-
making process.

Implement policies aimed at promoting better work-
life balance and creating a more women-friendly envi-
ronment within legislatures. This can be achieved by 
adopting gender-sensitive parliamentary practices and 
procedures. Such measures can help ensure that legisla-
tive bodies are accommodating and responsive to the 
needs and experiences of women, facilitating their active 
participation and representation in decision-making 
processes.

Focusing on commonalities as people have many 
shared values and principles. It is important for both men 
and women leaders to share their experiences to identify 
what is common and what is different. This will enrich 
diversity and inclusion within an organization and will 
enforce sustainability.

Decision makers in organizations need to give special 
attention to senior workers and employees training and 
invest in a career development program. These programs 
and also career counseling provide senior employees with 
long-term support for improving their skills, abilities and 
competencies.

Shaping a positive age climate and age-friendly organi-
zational culture can reduce ageism challenges; and it will 
also lead to an appreciation of age diversity at workplace.

Offer media training programs focused on eliminating 
gender stereotypes. These training sessions can educate 
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media professionals on recognizing and challenging gen-
der biases and stereotypes in their work. By equipping 
them with the necessary knowledge and tools, media 
practitioners can contribute to creating a more inclusive 
and equitable media landscape that promotes gender 
equality and representation.

It is very important to set up a role model for women 
empowerment especially at grass roots level to encom-
pass political, economic, and justice issues in these 
communities.

Women leaders should work toward dealing with the 
stereotype that women are weak participants in political 
systems.

Appendix 1

Participants interview questions

	 1.	 In your opinion, what are the social barriers that 
hinder women empowerment and attainment of 
leading positions in public organizations?

	 2.	 Do gender stereotypes play an important role in 
denying women opportunities of attaining high 
positions in the public sector?

	 3.	 Do negative stereotypes in rural places and upper 
Egypt regarding women’s rights in education and 
work affect their opportunities in attaining leading 
positions in the public sector?

	 4.	 Are community negative stereotypes are the reason 
behind limiting women chances of working in gov-
ernment’s leading positions.

	 5.	 What about society’s acceptance of women holding 
high ranked positions in the public sector?

	 6.	 What is the society’s main perception of women 
capabilities of succeeding in high ranked positions 
in the public sector?

	 7.	 What about women abilities of increasing value in 
political participation?

	 8.	 Does society in rural areas and upper Egypt ques-
tion women’s capabilities of making rational deci-
sions, and coping with emotional stress and chal-
lenges?

	 9.	 Do you believe that older women have less oppor-
tunities in holding high ranked positions in public 
organizations?

	10.	 Do you think older women suffer from discrimina-
tive decisions and actions in public organizations?

	11.	 In your opinion, do rules and regulations and pub-
lic institutional designs affect women’s equality and 
empowerment in public organizations?

	12.	 Do you believe, the combination of age and insti-
tutional design factors are prohibiting women’s 
attainment of high ranked positions in the public 
sector?

Appendix 2

Research questionnaire in likert scale form
The following statements are measuring the Institu-
tional design factors towards gender equality in public 
organizations, so please indicate your level of agreement 
towardsthe following statements. (5 strongly agree - 4 
agree - 3 neutral - 2 disagree - 1 stronglydisagree)

Statements Strongly 
agree 
(5)

Agree 
(4)

Neutral 
(3)

Disagree 
(2)

Strongly 
disagree 
(1)

Institutional rules 
shape work‑
force behavior 
as they constrain 
some actors 
and empower 
others

Individuals who 
are occupying 
institutional dif‑
ferent positions 
hold different 
perspectives 
on gender 
equality

Institutional 
interconnec‑
tions are a main 
source of gender 
inequality

The extent 
to which 
traditional 
gender norms 
are embodied 
in informal rules 
and institutional 
legacies affect 
gender equality

New institu‑
tions are often 
male-dominated 
and lack feminist 
voices
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Statements Strongly 
agree 
(5)

Agree 
(4)

Neutral 
(3)

Disagree 
(2)

Strongly 
disagree 
(1)

Gender equality 
can be achieved 
through policies 
that can produce 
change, train‑
ing and tools, 
and number 
of women staff 
and managers

The nego‑
tiation processes 
through which 
new institutions 
are designed are 
often male-dom‑
inated and lack 
feminist voices

Institutions are 
substantively 
gendered 
through numer‑
ous mecha‑
nisms emerge 
from social 
norms that result 
in gender bias

Institutional 
change is often 
gradual as actors 
actively exploit 
the inherent 
ambiguities 
of institutions 
bias

Significant 
increase in wom‑
en’s representa‑
tion in institu‑
tions needs new 
rules for gender 
equality

The following statements are measuring the “Glass 
Ceiling Syndrome” toward gender equality in public 
organizations, so please indicate your level of agreement 
toward the following statements. (5 strongly agree—4 
agree—3 neutral—2 disagree—1 strongly disagree).

Statements Strongly
Agree (5)

Agree
(4)

Neutral
(3)

Disagree
(2)

Strongly 
Disagree
(1)

Glass ceiling 
syndrome 
is described 
as an invisible 
barrier that pre‑
vents women 
and minorities 
from reaching 
decision-making 
positions

Statements Strongly
Agree (5)

Agree
(4)

Neutral
(3)

Disagree
(2)

Strongly 
Disagree
(1)

Glass ceiling 
syndrome
shows up in our 
personal 
and social lives 
as well

Glass ceiling syn‑
dromes also can 
induce faulty 
assessments 
of people

I believe, glass 
ceiling syndrome 
is arousing 
from gender 
inequality

Glass ceiling 
syndrome allows 
people to cat‑
egorize and sim‑
plify what 
they observe 
and to make 
predictions 
about others

Glass ceiling 
syndrome affects 
mainly women, 
but also minority 
groups as well

The personal atti‑
tudes of an indi‑
vidual in promot‑
ing glass ceiling

Job segregation 
is promoting 
glass ceiling 
syndrome 
in organizations

Both the gender 
employees are 
progressing, 
but at a certain 
time women 
employees fail 
to get promoted 
to higher posts 
and their male 
counterparts 
attain the senior 
post on the 
basis of gender 
discrimination

The friendly 
interpersonal 
relationships can 
hinder the glass 
ceiling syndrome 
in the organiza‑
tions
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Statements Strongly
Agree (5)

Agree
(4)

Neutral
(3)

Disagree
(2)

Strongly 
Disagree
(1)

Despite legisla‑
tion for equal 
opportunities 
for both genders 
and the increas‑
ing number 
of qualified 
women, they 
are still largely 
underrep‑
resented 
in the decision-
making process 
in all sectors

The following statements are measuring the Traditional 
stereotypes toward gender equality in public organiza-
tions, so please indicate your level of agreement toward 
the following statements. (5 strongly agree—4 agree—3 
neutral—2 disagree—1 strongly disagree).

Statements Strongly
Agree (5)

Agree
(4)

Neutral
(3)

Disagree
(2)

Strongly 
Disagree
(1)

The stereotypes 
associating 
only men 
with brilliance 
is a typical stereo‑
type and hinders 
women advance‑
ments

If gender bias‑
ness is ignored, 
then true skills 
of women 
employees can 
be realized

Traditional 
gendered 
stereotypes see 
the certain traits 
such as ambi‑
tion, power 
and competitive‑
ness as inherent 
in men, and other 
traits such as nur‑
turing, empathy 
and concern 
for others 
as characteristics 
of women

Gender-based 
stereotypes 
are informed 
by social norms 
relating to ideals 
and practices 
of masculinity 
and femininity

Statements Strongly
Agree (5)

Agree
(4)

Neutral
(3)

Disagree
(2)

Strongly 
Disagree
(1)

In order to utilize 
the talents 
of individu‑
als residing 
in a country, 
contribution 
of both genders 
on the basis 
of merit needs 
to be ensured

The faulty assess‑
ments of gender 
stereotypes 
can negatively 
affect opportuni‑
ties and work 
outcomes 
for women

There is a para‑
dox regard‑
ing the increase 
number 
of women work‑
force and their 
imprisonment 
in rigid gender 
stereotypes

Gender 
stereotypes 
are enforced 
by both men 
and women

Children learn 
about gender 
stereotypes 
from their 
immediate 
environment 
and the media, 
as such 
they learn 
how to behave 
in gender-appro‑
priate ways

I believe 
that traditional 
gender ste‑
reotypes derive 
from the awk‑
ward divi‑
sion of men 
and women roles 
both in the home 
and at work
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