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Abstract  Keywords 

The purpose of this study is to reveal school administrators' views 

on the glass ceiling syndrome. The phenomenological method, 

which is among qualitative methods, was used in the study. The 

study group consisted of ten female and ten male school 

administrators working in public schools in the center of Bolu 

province during the first semester of the 2023-2024 academic year, 

selected through convenient sampling method. The study data 

were collected using a semi-structured interview form created by 

the researcher. The data obtained were analyzed using descriptive 

analysis and content analysis, and the data were presented as 

frequencies based on repetition. The results of the study showed 

that while female administrators expressed negative views 

regarding their development in the field of management due to 

taking on multiple roles, male administrators expressed both 

negative and positive views. It was found that both female and 

male administrators generally expressed neutral or positive views 

regarding the impact of organizational factors on the development 

of female administrators in management. It was observed that both 

female and male administrators perceived female administrators 

as successful in some situations and unsuccessful in others, and 

expressed the view that working with female administrators had 

both advantages and disadvantages. Finally, it was concluded that 

both female and male administrators have different views on the 

problems female administrators face due to their gender. In light of 

these results, recommendations were made, such as conducting 

similar studies at the senior management level 

(branch/district/provincial administrators) and implementing 

more positive discrimination in administratorial appointments for 

women. 
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Introduction 

It is well known that schools, which are among the important organizations of our time, are 

institutions that play a leading role in achieving the educational goals of states. It goes without saying 

that it is important for schools to have effective management in order to achieve the educational goals 

set by the state. In this regard, it is considered important to attach importance to the professional 

competencies of school administrators who perform administrative duties in schools and to respect the 
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rights of administrators, such as personal and professional development. However, research suggests 

that administrators today face major problems, especially with regard to their professional 

development, and that female administrators in particular face obstacles due to their gender. It is argued 

that the concept of the "glass ceiling syndrome" has an important place in revealing these obstacles. 

The glass ceiling syndrome was first mentioned by C. Hymowitz and T. D. Schellhardt in the 

Wall Street Journal in 1986 and was widely considered to be the barriers women face in hierarchical 

promotion (Jackson, 2014; Weyer, 2007). In 1987, Morrison et al. (1987, cited in Atacan & Genç, 2023) 

used the concept of the glass ceiling as a transparent barrier that prevents women from advancing 

beyond a certain level in organizations. In other words, the glass ceiling is defined as an artificial barrier 

that prevents qualified women working in the organization from advancing to leadership positions 

(Babic & Hansez, 2021; Jackson & O'Callaghan, 2009; Jefferson, 2019; Macarthur & Samblanet, 2010; 

Mert, 2019). The glass ceiling is based on the fact that women see the goals they set for themselves in 

their careers, but encounter various problems in achieving these goals (Yamagata et al., 1997). Based on 

the definitions in the literature, Atacan (2023, p. 40) defines the glass ceiling as invisible but difficult to 

overcome barriers to women's advancement to the executive ranks, attitudinal and organizational 

biases, and gender-based exclusions due to being a woman. Based on these definitions, it is assumed 

that the glass ceiling syndrome is caused by various reasons. Karaca (2007, p. 53) examined the reasons 

for the glass ceiling in three groups: individual, organizational and social factors. Women's personal 

preferences and perceptions, as well as their multiple roles, are among the individual factors. 

Organizational factors include organizational culture and policies, lack of mentors, and lack of 

participation in informal communication networks. Social factors include occupational segregation and 

gender-based stereotypes. 

When examining definitions of the glass ceiling syndrome, it becomes clear that the glass ceiling 

is a concept closely related to ideas such as feminism, the glass wall, and the queen bee syndrome. 

Feminism, which is frequently encountered in daily life, is an approach that emphasizes the liberation 

of women and political, economic, cultural, and social equality between women and men by opposing 

gender discrimination (Sağlam, 2020; Taş, 2016). Feminism is “A movement that seeks to end sexism, sexist 

exploitation, and oppression” (Hooks, 2012, p. 9). Similarly, feminist theory opposes the presence of gender 

in determining opportunities in life and draws attention to the fact that it is women who suffer from 

gender discrimination (MacKinnon, 2020). In the concept of the glass ceiling, female employees are often 

directed to lower positions within management, and are generally placed in strategically insignificant 

positions rather than in upper management (Ryan, 2015, cited in Acar, 2024). The queen bee concept is 

defined as a situation in which female professionals who have achieved success in a male-dominated 

work environment deliberately distance themselves from their peers, making work life difficult for them 

(Baykal, 2018). Furthermore, the queen bee syndrome is seen as an inseparable feature for successful 

women, causing gender discrimination in the workplace (Sobczak, 2018). Based on these explanations, 

it can be seen that the concepts of feminism, the glass wall, and the queen bee syndrome are similar to 

the glass ceiling syndrome, emphasizing various negative aspects, primarily the problem of career 

advancement. 

Women have different roles such as mother and wife, and they appear in different positions in 

business life. On the one hand, women work for the happiness and peace of their families and try to 

take responsibility for their children, and on the other hand, they can participate in career planning at 

their workplace. However, family responsibilities take precedence over career for many women and 

can be an obstacle to women's advancement (Akyüz, 2021; Anafarta et al., 2008; Atacan, 2023; Atacan & 

Genç, 2023; Atay et al., 2022; Belkıs, 2016; Yelkikalan, 2006). Individual barriers to women's 

advancement also include the fear that their family life will be damaged by taking on multiple roles. 

Women's lack of self-confidence that they will not be able to move up is seen as an important obstacle 

(Fettahlıoğlu & Çelik, 2007). 
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It is a fact that organizational culture and politics occupy an important place among the 

organizational factors that are among the causes of the glass ceiling syndrome. In male-centric 

organizational cultures, the idea that men have better leadership skills than women prevails (Mert, 

2019). The lack of mentors is one of the organizational factors of the glass ceiling syndrome. Women 

usually want a woman mentor, but they may face difficulties in this regard because the number of 

female administrators is low. In addition, women at the executive level in organizations may view their 

successful peers as a threat and therefore be reluctant to build relationships (Douse, 2009). It is assumed 

that the lack of women in leadership positions reveals a lack of participation in informal communication 

networks. Women, of whom there are few in leadership positions, do not find enough space for 

themselves in the communication networks, and therefore their social circles are not as large as those of 

men. While men have strong communication with each other, it is assumed that they encounter women 

with a negative social image (Bilimoria & Liang, 2007, cited in Mert, 2019). The fact that women have 

more family responsibilities in addition to their work can also have a negative impact on women's 

ability to engage after hours and thus interact with administrative staff (Jackson, 2001). 

It is assumed that occupational segregation and gender stereotypes occupy an important place 

among the social factors that are considered to be a further cause of the glass ceiling syndrome. In the 

shadow of the traditional social structure, the idea arises that men will be more successful in 

management positions than women. Women are exposed to the glass ceiling due to this understanding, 

and as a result, they may have difficulty advancing their careers (Atacan, 2023). As a result of this 

obstacle, women may have to spend more time and effort (Karaca, 2007). It is argued that women 

possess characteristics such as being emotional, gentle, and helpful, while men possess characteristics 

such as being aggressive, confident, and ambitious. Therefore, leadership roles are often perceived as 

more suitable for men (Duehr & Bono, 2006). Based on these findings, it can be said that various reasons 

cause the glass ceiling syndrome in women and that these reasons can occur in all organizations. From 

this point of view, it can be interpreted that women in schools, which are important organizations in 

society, may have problems in advancing to higher management positions due to the glass ceiling 

syndrome. 

The literature indicates that the glass ceiling syndrome has significant consequences in addition 

to its causes. Taparia and Lenka (2022) stated that the glass ceiling syndrome leads to consequences 

such as job satisfaction, burnout, occupational stress, decreased productivity, low organizational 

performance, and increased employee turnover. Babic and Hansez (2021) found in their studies that the 

glass ceiling triggers work-family conflict, which in turn increases the likelihood of leaving the job and 

reduces job commitment. Similarly, Wei et al. (2025) found in their study in China that the glass ceiling 

syndrome affects burnout among women and has an impact on work-family conflict and burnout. It is 

evident that the glass ceiling syndrome causes both individual and organizational problems in this 

context. 

The glass ceiling syndrome can be linked to leadership theories. The findings indicate that an 

effective leadership style in organizations is an important factor in preventing the glass ceiling 

syndrome. For example, transformational leaders coach their followers, creating an environment for 

their personal development and learning (Harms & Crede, 2010). Ethical leaders, on the other hand, 

prioritize the interests of their group rather than their own, respect the rights of employees in 

accordance with ethical principles, and treat them fairly (Zhu et al., 2004, cited in Esmer, 2013). From 

this, it can be concluded that the effects of the glass ceiling syndrome can be minimized in an 

organization with effective leadership characteristics. This can be attributed to a negative relationship 

has been observed between school leadership and glass ceiling barriers (Kozan et al., 2025). Considering 

that the glass ceiling syndrome is thought to be effective on concepts such as organizational justice (Tunç 

& Özmen, 2016), organizational trust (Örücü & Akgül, 2019), job satisfaction (Yıldız & Bedük, 2020), 

and job fulfillment (Duruk & İnce, 2024). 
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The glass ceiling syndrome is seen to be not just a problem for one country or region, but rather 

one of the common problems facing the world in general. For example, Dimovski et al. (2010) found in 

their study conducted in Singapore and Malaysia that female administrators encountered the glass 

ceiling and lacked sufficient institutional support. Joseph and Shaji (2020) identified the main glass 

ceiling barriers in their study in India as family responsibilities and organizational practices, gender 

stereotypes, organizational culture, and individual barriers. Achour (2025) concluded in his study in 

Tunisia that there is a positive relationship between perceived glass ceiling and burnout. Sharma and 

Kaur (2019) concluded in their study in India that female administrators face the glass ceiling in terms 

of organizational and social barriers. In the United Kingdom, gender discrimination is a problem in the 

workplace, and although there has been progress, the needle still points towards men in senior positions 

(Nationwide Employment Lawyers, 2025). Livingstone et al. (2016), in their study conducted in Canada, 

found that glass ceilings perpetuated by men and women's primary responsibility for household chores 

are the biggest obstacles to equitable promotion. 

In Turkey, there are more women than male teachers in schools. For example, 409.063 of the 

975.698 teachers working in public education institutions in the 2021-2022 academic year are male and 

566,635 are women (Ministry of National Education [MoNE], 2023). On the other hand, the proportion 

of women in leadership positions, including school administrators, is of course significantly lower than 

that of men. According to the Directorate General for the Status of Women (2023, pp. 28-29), 10.56% 

(3438) of school principals, 10.24% (282) of deputy principals and 25.35% (14032) of assistant principals 

are women. In the provincial organization of the Ministry of National Education (MoNE), 3.7% (3) of 

national education directors at provincial level, 1.46% (11) of permanent national education directors at 

district level, 4.88% (14) of deputy national education directors at provincial level and 7.4% (199) of 

permanent branch directors are women. This data shows that while there are more women teachers 

than male teachers in Turkey, the opposite is true for administrators. It is known that the glass ceiling 

syndrome is an important obstacle for women to make a career in any field, especially in management. 

In Turkey, it can be assumed that the glass ceiling syndrome is the reason why women teachers are not 

sufficiently involved in higher management, especially in school administration. Considering that there 

are many different reasons for the glass ceiling syndrome, it is important to uncover these reasons. The 

aim is therefore to make suggestions to the relevant decision-makers on how to solve this problem and 

to contribute to the relevant literature. 

Purpose of the Study 

The purpose of this study is to determine the views of school administrators on the glass ceiling 

syndrome. To this end, female administrators were asked the following questions: 

1-How would you rate the impact of taking on more than one role as a woman administrator 

(mother, wife, administrator, etc.) on your development in the field of administration? 2-How would 

you rate the impact of organizational factors (organizational culture, organizational policies, inequality 

of opportunity, communication issues, etc.) on your development in the field of administration as a 

women administrator? 3-How would you rate the success of female administrators in the field of school 

administration as a female administrators? 4-As a women administrator, what do you think about 

working with women administrators? (advantages/disadvantages) 5-As a women administrator, 

should there be affirmative action in favor of female administrators? What do you think about this issue? 

6-What difficulties do you face in your life as a women administrator? What are your views on this 

issue? 
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The male administrators were asked the following questions: 1- How do you assess the impact 

of female administrators taking on more than one role (mother, wife, administrator, etc.) on their 

development in the field of management? 2- In your opinion, what impact do organizational factors 

(organizational culture, organizational policies, inequality of opportunity, communication problems, 

etc.) have on the development of female administrators in the field of administration? 3- How do you 

assess the success of female administrators in the field of school administration? 4- What do you think 

about working with female administrators? (advantages/disadvantages) 5- What do you think of 

positive discrimination in favor of women administrative staff? 6- What difficulties do female 

administrators face in their administratorial life because of their gender? What is your opinion on this 

topic? 

Method 

Research Model 

In this study, which aims to determine the views of school administrators about the glass ceiling 

syndrome, the phenomenological method, one of the qualitative research methods, was used. 

Qualitative research is known as an approach in which verbally and visually detailed data is collected, 

analyzed, and presented to uncover situations, facts, events, and relationships (Gay et al., 2012). 

Phenomenological design is known as a research method (Yıldırım & Şimşek, 2011) that focuses on 

phenomena that are recognized but lack deep understanding. As the aim was to uncover school 

administrators' views on blanket syndrome in detail, the phenomenological design was used. 

Study Group 

The study group of the current research consists of 10 women and 10 male administrators 

(principals/vice principals) working at different levels of public education in Bolu Center in the first 

semester of the 2023-2024 academic year. Instead of the maximum diversity sampling method, an 

convenient sampling method was used in sample selection. In maximum diversity sampling, the aim is 

to maximize the demographic diversity of the individuals whose views and experiences regarding the 

problem under investigation will be examined (Yıldırım & Şimşek, 2011). However, due to the limited 

number of female administrators available under the current conditions, which reduces diversity, an 

appropriate sampling method was employed in the study. A convenient sampling method is one that 

facilitates reaching and including individuals or groups within the scope of the research (Ekiz, 2009). 

On the other hand, the fact that researchers cannot predict the representativeness of the sample 

(Nachimas & Nachimas, 1996, cited in Yıldız, 2017) is seen as a limitation of the appropriate sampling 

method. In this study, importance was placed on participants being volunteers and having worked or 

currently working with administrators of the opposite sex, thus paving the way for participants to give 

more realistic answers on the subject. 
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Table 1. Demographic Characteristics of the Participants 
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FA1 Over 21 years Secondary 

School 

Bachelor's 

degree 

MA1 13-16 years High School Bachelor's 

degree 

FA2 9-12 years Primary 

school 

Master's 

degree 

MA2 13-16 yeras Primary 

school 

Bachelor's 

degree 

FA3 13-16 years High School Bachelor's 

degree 

MA3 9-12 years Secondary 

School 

Bachelor's 

degree 

FA4 5-8 years High School Master's 

degree 

MA4 17-20 years Secondary 

School 

Master's 

degree 

FA5 9-12 years Secondary 

School 

Master's 

degree 

MA5 9-12 years Preschool Bachelor's 

degree 

FA6 9-12 years Secondary 

School 

Master's 

degree 

MA6 13-16 years High School Master's 

degree 

FA7 5-8 years Secondary 

School 

Master's 

degree 

MA7 13-16 years Preschool Bachelor's 

degree 

FA8 5-8 years Preschool Bachelor's 

degree 

MA8 13-16 years High School Master's 

degree 

FA9 0-4 years Preschool Bachelor's 

degree 

MA9 13-16 years Preschool Master's 

degree 

FA10 Over 21 years Primary 

school 

Bachelor's 

degree 

MA10 Over 21 years Secondary 

School 

Bachelor's 

degree 

Table 1 shows the demographic characteristics of the participants. When the table is analyzed, 
it is seen that 10 of the participants are women, and 10 of them are male. It was also seen that 1 of the 
administrators had 0-4 years of seniority, 3 of them had 5-8 years of seniority, 5 of them had 9-12 years 
of seniority, 7 of them had 13-16 years of seniority, 1 of them had 17-20 years of seniority, and 3 of them 
had 21 years or more of seniority. In addition, 5 of the administrators worked in preschool, 3 in primary 
school, 7 in secondary school, and 5 in high school; 11 of them had bachelor's degrees, and 9 of them 
had master's degrees. 

Data Collection Tool 
School administrators' views on the glass ceiling syndrome were elicited using a semi-

structured interview form. The interview, which provides the opportunity to learn about individuals' 
knowledge, thoughts, attitudes and behaviors on various issues and the possible reasons for these issues 
in the shortest possible way (Karasar, 2018), was considered suitable for the present research. To this 
end, the interview questions were created by reviewing the national and international literature to 
determine the thoughts of school administrators about the glass ceiling syndrome in a brief form. In the 
validity and reliability phase, the opinions of three faculty members specializing in the field were 
obtained, thereby aiming to ensure internal validity. In the next phase, a pilot study was conducted with 
two women and two male administrative employees who were not part of the study group to determine 
whether the interview questions were clear and understandable for the participants. 

Data Collection 
The data required for the study were collected in accordance with the ethical committee 

approval obtained from the Human Research Ethics Committee of Bolu Abant İzzet Baysal University 
at its meeting dated October 12, 2023, and numbered 2023/08. The required data were collected in person 
by the researcher in December and January by obtaining consent from the volunteer administrators. 
Prior to the interview, the administrators were informed about the study and advised that their open 
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identities would not be included in the study. This enabled the administrators to be more open and 
objective about the topic. No fixed time constraint was imposed on the interviews, and in general the 
interviews lasted around 30 minutes. 

Data Analysis 
The present study was conducted using qualitative data analysis. The main purpose of 

qualitative data analysis is to uncover hidden information within the social structure. The set of studies 

in which the issues related to the study are revealed after separating and classifying the data obtained 

through techniques such as observation and interview and the studies are reported is called qualitative 

data analysis (Özdemir, 2010). In the present study, which aims to reveal the views of administrative 

employees about the glass ceiling syndrome, the required data were analyzed using the methods of 

descriptive analysis and content analysis. The purpose of content analysis is to guide the academic 

studies planned for the future related to the subject under investigation and to reveal the general trend 

situation regarding the subject (Ültay et al., 2021). Descriptive analysis, on the other hand, is a type of 

analysis in which the data obtained are regularly interpreted and communicated to the researchers, 

usually with verbatim quotations, as the opinions obtained are presented as a whole (Yıldırım & Şimşek, 

2011). For this purpose, the opinions obtained in the current study have been coded and presented. The 

most frequently repeated statements have been grouped under specific headings and shown in tables. 

The tables are sorted from the most frequent opinion to the least frequent. The opinions have also been 

classified internally, with the aim of providing the reader with detailed results. In addition, to enable 

the reader to access detailed information, the themes have been supported by different statements that 

constitute the theme and presented according to their frequency. For example, participants' views on 

the impact of female administrators taking on multiple roles on their development in the field of 

management have been classified under the themes of no impact, positive impact, and negative impact. 

Under the theme of negative impact, the views of female and male participants are also presented in the 

table according to frequency. The researcher carefully read and interpreted the opinions obtained in 

order to minimize potential biases in the data analysis process. The aim was to minimize potential bias 

by including direct quotations from the participants' views. To increase the credibility of the study, the 

findings were compared, and to this end, a different researcher was asked to interpret the data obtained. 

The data analyzed by the researchers were compared, and the degree of consistency was determined. 

A high degree of consistency was observed in the interpretation of the data. Data that created 

inconsistencies were discussed again, and a consensus was reached on the data that created 

inconsistencies. Thus, it was concluded that the data obtained were consistent with each other and were 

valid and reliable. According to the opinions obtained, the data were presented with frequency so that 

the views of the administrators were presented objectively. To ensure the confidentiality of the study 

participants, female administrators were coded as "FA1, FA2..." and male administrators as "MA1, 

MA2..." coded. The frequencies showing the repetition of opinions were not added to 100, as a 

participant may have more than one opinion. 

Findings 

In this part of the study, the results, interpretations related to the results and direct quotations 

are given. 

The first part of the study examined the opinions of women and male administrators on the 

impact of female administrators taking on more than one role (e.g. mother, wife, administrator) on their 

development in the field of management. The opinions of the administrative staff on this topic are listed 

in Table 2. 
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Table 2. The Impact of Female Administrators Taking on more than one Role on Their Development 

in the Field of Management 

Female Administrator f Male Administrator f 

No effect 4 No effect 3 

It has a negative impact. Because;  It has a positive effect. Because;   

Workload is too much 5 They understand children better 2 

I experience role confusion 4 Their fighting spirit increases 2 

I am short of time 2 They manage different people more easily 1 

My motivation decreases/psychology deteriorates 1 It has a negative impact. Because;  

  They experience role confusion 3 

  High workload 2 

  They are perceived as overly emotional 1 

Table 2 presents the views of the administrators on the development of female administrators 
in the field of management when they assume more than one role. When the table is analyzed, it is seen 
that the opinions of female administrators are grouped under the headings of "no effect" (f=4), and 
negative effect. It was understood that the opinion of "workload is too much" (f=5) was expressed most 
frequently by female administrators. The opinions of male administrators were grouped under the 
headings "no effect" (f=3), "it has a positive effect", and "it has a negative effect". In the opinion that it 
has a positive effect; "They understand children better" (f=2), and "Their fighting spirit increases" (f=2); 
in the opinion that it has a negative effect; "They experience role confusion" (f=3) were the most 
frequently expressed opinions. When the table is analyzed, it is seen that both women, and male 
administrators have different opinions on the subject. 

The actual opinions of the participants regarding the research are as follows: "None at all. It did 
not hinder me..." (FA1), "...I have a lot of difficulty in transitioning between roles... Work intensity is the biggest 
obstacle in terms of my development..." (FA3), "I think it is positive. They give more of themselves to work than 
us. They understand children better... The fact that their work is difficult increases their fighting spirit." (MA3), 
"...In short, the fact that female administrators concentrate on one of their roles causes problems for them to fulfill 
other roles fully. They either disrupt their home or their work." (MA10). 

The second sub-problem of the study was the administrators' views on the impact of 
organizational factors (such as organizational culture, and policies, inequality of opportunity, 
communication problems) on the development of women administrators in the field of management. 

Table 3. The Effect of Organizational Factors on the Development of Female Administrators in the 

Field of Management 

Female Administrator f Male Administrator f 

No effect 5 No effect 4 

It has a positive effect. Because;  It has a positive effect. Because;  

I received support 4 They receive support 2 

It has a negative impact. Because;  It has a negative impact. Because;  

I had communication problems 1 They have communication problems 3 

  They experience inequality of opportunity 2 

  They are exposed to negative prejudices 1 

Table 3 shows the opinions of women, and male administrators on the effect of organizational 
factors on the development of women administrators in the field of management. When the table is 
examined, it is seen that the opinions of women (f=5), and male (f=4) administrators are grouped under 
the views of no effect, positive, and negative effect. It was understood that female administrators 
expressed the views of "I received support" (f=4) in their views that it had a positive effect, and "I had 
communication problems" (f=1) in their views that it had a negative effect. Similarly, male 
administrators frequently expressed the view that "they receive support" (f=2) for the view that it has a 
positive effect, and "they have communication problems" (f=3) for the view that it has a negative effect. 
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When the table is analyzed, it is seen that male administrators also have different opinions on the 
subject. 

The actual opinions of the participants regarding the research were as follows: "I did not 
experience any obstacles or problems. This is related to the situation of the schools. There is no problem with these 
issues in our school." (FA7), "...I get positive feedback, and support... I do not experience inequality of opportunity. 
The distribution of tasks is fair." (FA6), "There is no negativity related to organizational factors. However, 
communication problems can have a negative impact on their development in the field of management. They may 
have problems in communicating with some people in the school..." (MA1), "I can say that prejudices affect the 
development of female administrators in this field, and that female administrators find fewer opportunities than 
male administrators due to prejudices." (MA8). 

The third sub-problem of the study was the administrators' views on the success of female 
administrators in the field of school administration. 

Table 4. Achievements of Female Administrators in the Field of Management 

Female Administrator f Male Administrator f 

No effect of gender 2 No effect of gender 1 

Successful. Because;  Successful. Because;  

They can do it when they want to 4 They are organized, meticulous, and detailed 3 

They are organized, meticulous, and detailed 4 They can think differently from men 3 

They are emotional, and motherly 3 They communicate well with women students 1 

They give importance to cooperation, and 

solidarity 

2 They communicate well with women teachers 1 

They are ambitious 1 They are more motherly 1 

They understand women students better 1 Unsuccessful. Because;  

Unsuccessful. Because;  They are too emotional 3 

Their roles are too much 1 It is difficult for them to do work outside of 

working hours 

2 

Their workload is too much 1 They are not flexible 1 

They have a high sense of competition 1 They cannot look at things from a broad 

perspective 

1 

  They have problems with their fellow 

colleagues 

1 

Table 4 presents the views of women, and male administrators on the success of female 
administrators in the field of management. It was seen that the opinions of both women (f=2), and male 
administrators (f=1) were grouped under the headings "Gender has no effect", successful, and 
unsuccessful. In addition to this, it was understood that female administrators intensively expressed the 
views of "They can do it when they want" (f=4), and "They are organized, meticulous, and detailed" (f=4) 
under the successful title, and "Their roles are too much" (f=1), "Their workload is too much" (f=1), and 
"They have a high sense of competition" (f=1) under the negative title. Male administrators, on the other 
and, were mostly united under the successful heading; "They are organized, meticulous, and detailed" 
(f=3) , and "They can think differently from men" (f=3), and under the unsuccessful heading; "They are 
too emotional" (f=3). When the table is analyzed, it is seen that both women, and male administrators 
have different opinions on the subject. 

The actual opinions of the participants regarding the research were as follows: "...There are 
successful, and unsuccessful. It doesn't matter whether they are male or women..." (FA5), "...We do our job more 
lovingly , and meticulously because we come here willingly...." (FA4), "Since women are emotional, they approach 
students more emotionally. For this reason, I think they are better with students..." FA7), "In general, female 
administrators  are more troubled... There may be different problems... There may be a sense of competition." 
(FA9), "They can think differently from us. They can put forward different options better than us. They can 
communicate better with women students, and women teachers." (MA2), "They may be less effective. Because 
they involve their emotions too much. They have sudden, and emotional approaches in big events..." (MA1). 
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The opinions of female and male administrators on working with female administrators 
(advantages/disadvantages) constitute the fourth sub-problem of the study. 

Table 5. Advantages, and Disadvantages of Working with Female Administrators 

Kadın Yönetici f Erkek Yönetici f 

Advantage;  Advantage;  

Our feelings, and thoughts are similar 8 Easy communication with women teachers 7 

We can communicate easily 4 Easy communication with women students 7 

Solidarity is achieved 3 Effective communication with women parents 5 

Disadvantage;  They are more systematic 3 

None 3 They are more sensitive about cleanliness, and 

hygiene 

1 

They may be inadequate in physical work 3 They can see things from different perspectives 1 

They may want less work, and responsibility 3 Disadvantage;  

They are too emotional 1 They may be inadequate in physical work 5 

High rate of taking leave, and medical reports 1 It is difficult to work outside working hours 3 

They are dominants 1 They are not cold-blooded 2 

They are detail-oriented 1 High rate of taking leave, and medical reports 2 

Jealousy/Envy 1 Having problems with fellow colleagues 2 

It is difficult to work outside working hours 1 They are too emotional 2 

  They are not flexible 1 

Table 5 presents the views of female and male administrators regarding working with female 
administrators. When the table is analyzed, it is seen that the most frequently expressed opinions of 
female administrators about the advantages of working with female administrators are "We have 
similar feelings, and thoughts" (f=8), and "We can communicate easily" (f=4). Regarding the 
disadvantages, it was seen that they concentrated on the views of "None" (f=3), "They may be inadequate 
in physical work" (f=3), "They may want less work, and responsibility" (f=3). As for the advantages of 
working with female administrators, male administrators concentrated on "Easy communication with 
women teachers" (f=7), and "Easy communication with women students" (f=7). Regarding the 
disadvantages, it was understood that they mostly expressed the view that "They may be inadequate in 
physical work" (f=5). When the table is analyzed, it is seen that both women, and male administrators 
have different views on the subject. 

The actual opinions of the participants on the research were as follows: "...It is easier to get along 
because our feelings, and thoughts are similar." (FA5), "...They may be inadequate in repair, and renovation 
works. It can be difficult for them to stay late at school or work outside of working hours..." (FA8), "... There can 
be a lot of jealousy, and envy among women..." (FA10), "They communicate more easily with women teachers, 
and women students, and more effectively with women parents." (MA4), "There can be problems with physical 
work. It is difficult to work outside working hours. They panic more in the face of events. They are not cold-
blooded." (MA3), "They are too emotional... They can be harsh in their attitudes, and behaviors, especially towards 
their fellow students." (MA8) 

The views of women, and male administrators on positive discrimination in favor of female 
administrators constituted the fifth sub-dimension of the study. 

Table 6. Opinions on Positive Discrimination in Favor of Female Administrators 

Female Administrator f Male Administrator f 

Yes. It should be done;  Yes. It should be done;  
In administrative appointments 7 In administrative appointments 7 
In workload, and on shifts 2 In workload, and on shifts 1 
No. It should not be done;  No. It should not be done;  
Because there should be equality between 
women, and men 

4 Because there should be equality between 
women, and men 

4 

Because administration is a volunteer job 3 Because there must be merit 2 
  Because administration is a volunteer job 1 
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Table 6 shows the opinions of women, and male administrators on positive discrimination in 

favor of female administrators. When the table is analyzed, it is seen that both women (f=7), and male 

(f=7) administrators expressed the opinion "In administrator appointments" most frequently under the 

heading "It must be done". Similarly, both women (f=4), and male (f=4) administrators frequently 

expressed the opinion "Because there should be equality between women, and men" under the heading 

"It must not be done". When the table is analyzed, it is seen that both women, and male administrators 

have different opinions on the subject. 

The actual opinions of the participants regarding the research are as follows: "...It should be a 

must in appointments. There should be a woman administrator in every school. Because women teachers, and 

women students can explain their situations better to female administrators..." (FA2), "There should be more 

female administrators. In some schools, it may be compulsory to have only women administrators. It should not 

be during working hours. Women, and men should be equal. Because being an administrator is a voluntary job." 

(FA8), "Measures should be taken to have female administrators in schools... Working hours, and workload should 

be the same. Because this situation can be abused." (MA7), "No, it should not be. You should give the job to those 

who know the job. It is important that people with merit come. Gender is not important." (MA9) 

The sixth sub-dimension of the study is the views of women, and male administrators on the 

problems faced by female administrators in their administratorial lives due to their gender. 

Table 7. Problems Faced by Female Administrators due to Their Gender 

Female Administrator f Male Administrator f 

Yes, we do;  Yes, they do;  

Communication problems with parents 4 Rude behavior, and bullying from parents 3 

Role confusion 3 Communication problems 3 

Work overload 2 Work overload 2 

Lack of time for ourselves, and our families 2 Disciplinary problems for students 2 

Students use our goodwill 1 Role confusion 2 

Difficulty with physical work 1 Social norms 2 

No, we don't. Because;  negative prejudices 1 

Our attitude, and stance are clear 4 No, they do not. Because;  

We are experienced 3 They are privileged because they are women 2 

Our working environment is harmonious 1 Our parents have a high level of culture 1 

  Their attitudes are clear 1 

Table 7 shows the opinions of women, and male administrators on the problems that female 

administrators face in the field of administration due to their gender. It was observed that female 

administrators tors expressed the views of "Communication problems with parents" (f=4) most 

frequently under the yes heading, and "Our attitude, and stance are clear" (f=4) most frequently under 

the no heading. Male administrators, on the other h, and, mostly expressed "Rude behavior, and 

bullying from parents" (f=3) , and "Communication problems" (f=3) under the yes heading, and mostly 

expressed the opinion that "They are privileged because they are women" (f=2) under the no heading. 

When the table is analyzed, it is seen that both women, and male administrators have different views 

on the subject. 

The actual opinions of the participants regarding the research are as follows: "We encounter 

problems. There are too many roles, and duties on women. There can be problems with physical work. We may 

have problems with parents who are not underst, anding." (FA5), "I don't have problems because my working 

environment is harmonious. We do not have problems because we are experienced, and st, and upright." (FA9), 

"They do. It can be seen in disciplinary problems for students..." (MA3), "They may experience rude behavior, 

and bullying from parents. Social norms, and prejudices are also effective in this. Of course, the environment 

where the school is located is also important." (MA2), "...No. Because they are few in number. Therefore, they are 

privileged because they are women." (MA1) 
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Conclusion, Discussion, and Recommendations 

This part of the study presents the results, the discussion and the proposals related to the 

results.  

As part of the first sub-problem of the study, the opinions of female and male administrators 

on the development of female administrators in the field of management due to taking on more than 

one role were included. Although there were opinions among female and male administrators that this 

situation has no impact, it was found that there were also opinions expressing that female 

administrators face negative aspects such as high workload and role confusion. This can be attributed 

to women having to exert greater effort due to taking on different roles, the simultaneous emergence of 

work and family demands, or women experiencing conflict due to role incompatibility (Akyüz, 2021). 

Additionally, organizational culture and policies may also be considered influential in this situation. 

Indeed, male-dominated organizational culture contributes to the glass ceiling being felt more strongly 

(Karcıoğlu & Leblebici, 2014). In such work environments, it is difficult for women to advance to 

leadership positions. To eliminate this, cultural change and policies and practices that support gender 

equality must be developed (Northouse, 2021, cited in İş & Solmaz, 2025). In addition, male 

administrators also expressed the view that the fact that administrators take on more tasks leads to 

positive outcomes, such as a better understanding of children and an increase in their fighting spirit. 

When examining the relevant literature, it was found that there are results that support the results of 

the current study. For example, Mert (2019) examined the barriers that prevent female teachers from 

becoming administrators in the context of glass ceiling syndrome in her doctoral thesis and concluded 

that individual barriers include multiple roles such as mother or wife. Similarly, Atacan (2023) examined 

the impact of glass ceiling syndrome on the career development of female employees and found that 

reasons such as women taking on multiple roles and the child factor were detrimental to the promotion 

of female administrators. Kirişçi and Can (2020) examined the views of educational and school 

administrators on the glass ceiling syndrome and concluded that the problems of women such as 

mothers, wives, etc. strongly affect the performance of administrators. In the same study, it was found 

that some participants thought that this situation was not effective and the result was similar to the 

research results. When the literature is examined, it is seen that there are various studies (Aksu et al., 

2013; Bulut & Çelikten, 2021; Kalafatoğlu & Torun, 2022; Liff & Ward, 2001; Özkan et al., 2023; Sari, 2012; 

Yücedağ & Günbayı, 2016) that are similar to the research results. 

The second sub-problem of the study examined the views of female and male administrators 

on the impact of organizational factors on the development of administrators in the area of 

management. Both female and male administrators overwhelmingly believed that organizational 

factors were not effective in the development of administratorial administrators. They also 

overwhelmingly believed that organizational factors have a positive impact on women's development 

and that women are supported. In addition, it was observed that some male administrators in particular 

expressed that women in administration face organizational barriers such as communication problems 

and inequality of opportunity. In general, it can be concluded that there is a positive organizational 

environment for female administrators in schools and that the development of women in their 

administrative careers is supported within the organization. Aksu et al. (2013) concluded in their studies 

that both female and male school administrators are not significantly hindered in terms of 

organizational culture. Similarly, İş and Solmaz (2025) concluded in their article on female 

administrators that female administrators encounter obstacles such as inequality of opportunity and 

organizational biases in their path to becoming administrators, which is consistent with the research 

results. However, there are also studies that differ from the results of the research. For example, Atacan's 

(2023) study found that women in administration face obstacles such as bullying, male dominance in 

management, gender discrimination, hiring male administrators, and women being seen as unsuitable 

for leadership in the context of organizational culture and politics, which differs from the research 

results. One reason for this difference may be gender norms. Gender norms define the limits of people's 

roles and responsibilities in their lives, and social perceptions are shaped by the values and norms of 
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societies. Values and norms shaped by biological gender within society form the basis of individuals' 

attitudes within that society. Furthermore, these values and norms also shape expectations of 

individuals (Demir, 2020). From this, it can be concluded that the effects of gender norms continue to 

be seen in different studies, and that high-level positions such as management are not considered 

suitable for women. 

The third sub-problem of the study was the views of female and male administrators on the 

success of female administrators in the field of school administration. There are opinions among male, 

and female administrators that gender has no effect on success. In addition, both male and female 

administrators stated that they consider female administrators successful because they are organized 

and meticulous. In addition, female administrators often expressed the view that administrators are 

successful because administrators are emotional and motherly, and male administrators often expressed 

the view that women are successful because women think differently than men. On the other hand, 

female administrators consider female administrators unsuccessful because they play a big role and 

have a heavy workload, and male administrators consider female administrators unsuccessful because 

it is difficult for them to work outside of working hours. Both female and male administrators' 

perception that administrators are successful in the field of management is considered important for the 

future career development of administrators. Taş et al. (2023) in their study on preschools and Kirişçi 

and Can (2020) in their study on school and education administrators supported the results of the 

research by concluding that some administrators think that gender is not important in management. 

Kirişçi and Can (2020) also stated in their study that some female administrators were successful in 

terms of sacrificial and diligent work in the field of management, successful in terms of communication 

and unsuccessful in terms of emotional decision making and supported the results of the current 

research. It is considered significant that male administrators perceive female administrators as 

successful in some situations and unsuccessful in others. This may be attributed to the experiences of 

male administrators. It can be argued that a male administrator who has worked with a female 

administrator who loves her job and balances her work and family life, either in the past or present, will 

generally view the female administrator he works with as successful. This is because the male 

administrator may have a positive opinion of the female administrator due to reasons such as her 

viewing events from a different perspective, being nurturing, and being able to connect more easily 

with female students. On the other hand, it is normal for a male administrator who has worked with or 

is working with a woman who wants to be a administrator but cannot balance her work and family life, 

is not supported by her family, tries to take on family responsibilities alone, etc., to have more negative 

opinions. In this case, it can be thought that the male administrator, who has to take on more 

management responsibilities at school, expresses negative opinions about female administrators. 

The fourth sub-problem of the study was the opinions (advantages/disadvantages) of female 

and male administrators about working with female administrators. While female administrators cited 

similar feelings, thoughts and ease of communication as advantages of working with female 

administrators, they cited inadequacies in physical work, less responsibility, etc. as disadvantages. Male 

administrators, on the other hand, mentioned ease of communication between female administrators, 

teachers, parents and students as advantages and inadequacies in physical work and difficulty in 

working outside of working hours as disadvantages. Apart from these, both female and male 

administrators had different opinions (see Table 5). Among the opinions, the high number of opinions 

on the advantages of working with female administrative staff is considered important. This situation 

shows that both genders have a positive attitude towards female administrators. In their study on 

education and school employees, Kirişçi and Can (2020) concluded that administrators want to work 

with female administrators because women communicate easily, work harmoniously and think in 

detail. In the same study, some administrators stated that they did not want to work with women 

because of their emotional decision making, selfishness and moodiness, which is similar to the results 

of the current study. The fact that women have an advantage in communicating with students and 

parents due to their emotional depth (Günsel et al., 2015) could lead to women having an advantage in 

management communication. It can be interpreted that this situation may contribute to the success of 

female administrators in general. 
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The fifth sub-problem of the study was the views on affirmative action in favor of female 

administrators. Both male and female administrators expressed their opinions on affirmative action in 

favor of women, especially in appointments. In addition, there were also opinions about positive 

discrimination in favor of female administrators in terms of workload, albeit to a lesser extent. On the 

other hand, it was concluded that there should be no discrimination between male and female 

administrators for reasons such as gender equality, merit and the fact that administration is a voluntary 

activity. Although the number of female teachers in Turkey is high (MoNE, 2023), the number of female 

administrators is quite low (Directorate General for the Status of Women, 2023). Although the Ministry 

of Education's Regulation on the Appointment of Administrative Employees (Millî Eğitim Bakanlığına 

Bağlı Eğitim Kurumlarına Yönetici Seçme ve Görevlendirme Yönetmeliği, 2021) provides for positive 

discrimination in favor of administrative employees in some schools, this is obviously not enough. It is 

known that the percentage of female administrators in education is also low in Western countries, 

although not as low as in Turkey (İnandı et al., 2009). It is well known that social norms and prejudices 

play an inhibiting role in the promotion of women to leadership positions in societies. It is assumed that 

gender stereotypes based on these prejudices have an important function (Can, 2008; Usluer, 2000). It 

can be assumed that educational institutions are among the institutions in which these gender 

stereotypes are particularly pronounced. From this point of view, it can be assumed that these 

stereotypes are also effective in Turkey and prevent women from rising to the management level of 

schools, so that the number of female administrators in schools is low. 

The sixth sub-problem of the study is the views of administrators on the difficulties women 

experience in their leadership lives because of their gender. Female administrators indicated that they 

experience problems such as communication issues with parents, role confusion, and work overload. 

Male administrators, on the other hand, indicated that female administrators face problems such as rude 

behavior, bullying by parents, communication problems, and work overload. In addition, it was found 

that female and male administrators also felt that female administrators did not experience any 

problems. While female administrators emphasized the fact that their attitudes and stances were clear 

and that they had experience, male administrators focused on the view that women were privileged. 

Özkan et al. (2023) concluded in their study on the problems of female administrators in school 

administration that although some female administrators stated that they had no problems, some of 

them had problems such as housework, the inability to allocate time for children and spouses, and the 

inability to communicate properly. Yücedağ and Günbayı (2016), in their study on the problems of 

female teachers who left their position as educational administrators in MoNE, concluded that female 

administrators struggled with family, social, personal, etc. Problems. It goes without saying that these 

two studies are comparable to the present study in terms of results. Özertürk and Gül (2021) 

investigated the barriers for women working in education to become administrators in the context of 

the glass ceiling syndrome. In the study, female administrators supported the results of the research by 

concluding that female administrators, unlike male administrators, had problems with parents trying 

to intimidate them. Furthermore, it is significant that some female administrators stated that they had 

no problems because their attitude and position was clear. It can be concluded that some female 

administrators want to continue their career despite the glass ceiling syndrome and believe that the 

profession of an administrator is not only suitable for men. 

Studies conducted in different countries (Achour, 2025; Derin, 2020; Dimovski et al., 2010; 

Joseph & Shaji, 2020; Livingstone et al., 2016; Nationwide Employment Lawyers, 2025; Sharma & Kaur, 

2019), it is understood that the glass ceiling syndrome is a situation generally observed in all countries. 

It can be concluded that the consequences of the glass ceiling syndrome, which generally arises due to 

individual, social, and organizational reasons, are similar worldwide and in Turkey. 
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When the research is evaluated overall;  

While female administrators expressed negative views regarding the development of female 

administrators in the field of management due to their taking on multiple roles, male administrators 

expressed both negative and positive views. 

Female and male administrators generally held neutral or positive views regarding the impact 

of organizational factors on the development of female administrators in the field of management. 

Female and male administrators view female administrators as successful in some situations 

and unsuccessful in others, and believe that working with female administrators has both advantages 

and disadvantages. 

It was found that female and male administrators have different views on the problems female 

administrators face due to their gender. 

In light of these results, it may be recommended that similar studies be conducted in different 

provinces and that the research be extended to include branch administrators, district and provincial 

directors, in addition to school administrators. For practitioners, it may be recommended that 

administrators be more flexible regarding women's working hours and that seminars be held for 

parents, teachers, and administrators to eliminate negative preconceptions about female administrators. 

Finally, it may be recommended that female administrators be given positive privileges through the 

implementation of a quota system for women in administratorial appointments to address 

communication and opportunity inequality issues, and that in-service training courses be provided to 

improve their communication skills. 

Finally, the fact that the working group was limited to the central district of Bolu and excluded 

employees working in different organizations, particularly private school teachers, from the scope of 

the research can be considered a limitation of the study 
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