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Abstract

The aim of this article is to present the findimgfsa qualitative study aiming at understanding \wais
perceptions with regard to a) gender equality atkplace; b) experiences at workplace with regardender;

c) gender wage gap; d) use of technology for adidrgsissues of inequality and e) suggestions fer th
development of an e-mentoring community platform.

This study sketches the current situation of gerdgrality in the fields of academia, business, netdgy and
health care, and provides deep understanding ddiffieulties that women with different levels okgerience
and expertise encounter in their workplace as a&lhow technology could help them overcome theseess
Data collected demonstrate a variety of challerigesd by women in workplace as well as the needdler
models that will allow young women to overcome stereotypical woman profile as excluded from ecoicpm
political and professional life.

Key words: Gender, technology, discrimination, empowermpatceptions, qualitative

Introduction of distribution”, providing three dimensions of

ander inequality related to employment,
economic resources and the division of
qusework and family care. Gender equality is

services for women or men” (Elwer et al., 201 chieved when one is able to access and enjoy
p1). In al EU Member States 'f’emale he same resources, opportunities and rewards

employment rates are lower than those for mal [egardless their gender (Workplace, ~Gender

When employment is measured in fuII-timgéqua"ty Agency, Australian Government, 2013).

equivalent, the picture is even worse (OECETh'S is a cqmplex matter,.lnvolvmg economical,
2012). demographic and behavioral factors that may

contribute to increase gender-based gaps in the
Despite the efforts made for shrinking the galabor market (ILO, 2012)The newly adopted
between men and women, theUN agenda for 2030 highlights the importance of
underrepresentation of women in highewomen’s empowerment in employment, salaries
positions still exists. Across the Europealand working environment as a basic human right
economy women earn on average 16.4% le(UN news center, 2015).

t7h7ar::er2iesn ’f(;,\rlhg\s,zrm (ijjlgrweoa:r:;% Vgomrﬁgne?énResearch studies demonstrated that women suffer
Equality Challen Z Unit. 2014: Srrxllith 2014l,f'rom low rates of participation in the workforce,
quatity 9 X ' ’ ’gecision making and unequal value of their work

Bryant et al., 2015). Neyer et al. (2013b _ : _
conceptualize gender equality beyond “samene Iglonroe, et al. 2008; Loscocco & Bird, 2012;

Gender inequality can be defined as the lack
“discrimination in relation to opportunities,
allocation of resources or benefits and access
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Blackburn, Jarman, & Racko, 2015). Yetthe overall workforce”. Similarly, recent research

missing women from professional careers affecevidence points systemic gender discrimination
both the workforce, as it misses women'sind inequality in health workforce. Health care
perspective and expertise; and womeprofessionals’ work is traditionally associated to
themselves. Further, most technology is designéemininity as women constitute the majority of

by men and one need to consider that technologgalth care workers (WHO, 2002; 2008), yet
then reflects those who make it (IGNITE, 2014).women’s salary in such positions is devaluated in

. o - .. _the labor market (Tijdens, De Vries & Steinmetz,
Despite the emphasis given in high level pohUca%" .
decisions for encouraging women to reac 013). As pointed out by Newman (2014) more

equality, researchers and practitioners often la tention needs to be paid by governance and
understanding of women’s perspective wit uman resource for h'ealth (HRH) leaders on
regard to gender equality and value of their worwggqe;;[a&décvgmégeg%?gy Irnovitjh:s Qer?dtgbgfﬁ‘
This paper aims at portraying the currenﬁj ' ( ) p

situation in gender inequality by taking aspecmc actions to be carried out which include a

snapshot on the way women experience anff©0,, EeR, JEMEHE O SCRE
ascribe meaning to it in the fields of academia uigancg and imoroverment of HRH ’olicies and
business, technology and health care. The pargeFr P P

presents a qualitative study that brought togethB actices.

women from different areas of work withWomen’s’' representation in the workforce is
different levels of experience to voice their viewslecisive to a country’s social, economic and
regarding to the status of women in their worknnovation competitiveness. Higher capacity
area, obstacles that they encounter as well as hwmovation, financial and political growths are
they perceive technology as a means famongst the benefits reported for drawing
overcoming obstacles in their professiongbolicies that promote equal opportunities. It is a
development. Authors provide an overview ofather constricted view to believe that increase of
the state-of-the art of gender equality in th&omen’s participation in workforce will reveal
workforce; methodology follows. The articlenovel economic and political growth. However,
concludes by linking the empirical results to thencouraging and supporting women in the
existing literature. organizational agenda will allow for a different
perspective to be heard in social, political and
economic discussions.

The under-representation of women in high-
ranked positions is a pattern that occurs acro
several occupations across the globe includiig an attempt to give women a voice in the arena
health care, academia, entrepreneurshipf workplace, Womenpower (WE-ME) was
business; Science, Technology, Engineering amigveloped. Womenpower is a community
Math (STEM). Although the number of womenplatform aiming to connect different generations
in authority positions increases, there is still af women for addressing issues related to women
continuation of discrimination and womenequality in workplace. It embarks to assist young
experience with regard to downplaying (Monro@vomen to receive support and solidarity from
et al. 2008). Loscocco and Bird (2012women with expertise in their area. Ultimately,
demonstrated that women are more likely tthrough Womenpower a network of women will
work in part time works because of childcare, sbe developed that will enable women to join
there is a limited chance to have a directdorces for achieving their goals.

position due to reduced work’s hours. Accordingi@;:Or the development of Womenpower platform a

Where, one woman 1o seven men holds a dreagiicr-contered “design (UCD) _approach _was
ositio’n and a percentage of 20% retaitﬁ)llowed which aspired to contribute towards a
P P 9 y Pser-friendly system that will encourage young

structural equality. As indicated by Beede et al : .
) , omen to receive support for breaking the
(2011, p. 1), “although women fill close to hah‘unseen barriers in  their professional

of all jobs in the U.S. economy, they hold Iesa :

) . evelopment, and eventually reach higher levels
than 25 percent of STEM jobs. This has been tri‘ﬁ the corporate ladder. UCD is a framework for
case throughout the past decade, even as coll

educated women have increased their Shareer%ﬁdware and software development that ensures
Raximum involvement of key players (Norman

Gender equality in the wor kforce

omenpower platform
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& Draper, 1986). Thus, users will be an integrabusiness, health care, academia and technology.
part of any software or hardware development. In addition for seniors to have a managerial,
nfgecision making position for more than 5 years.

the research engaged in state-of-the-art-reseaCrlﬁgig V(\a/\:ér(afo'[ro t:rie rjutﬂlgr rggggilgsnttﬁe ot;setr5
in the area of gender equality in academi P P

'S ars and not to have a managerial or an
business, technology and health care. Data fr&(ﬁ 9

research manuscripts formed an intervie\i?}u'[ho”ty position.
protocol that was used for elucidatingTool

e e ey AocUS group Gide was designed based on the
! : 9y Aiferature review (Ritchie, 2013). The following

business throughout three focus groups that Weematic areas were revealed: a) gender equality
held (Chen et al., 2013; Elwer et al., 2012; Din workplace; b) experiences at workplace with
et el.,, 2006) These data enabled the researr%

: A ard to gender; c) gender wage gap; d) use of
team to depict the current situation in academi ' L : -
business and health care as well as to elucid ??chnology for addressing issues of inequality

different views with regard to the use o fd e) suggestions for the development of an e-

technology for mentoring and support.mentorlng community platform.

Mentoring provides opportunities for women forData Collection

professional developmgnt as well as person%e focus groups were conducted in three
achievements (Men_tor_mg Women S, N?tworkdifferent dates in agreement with participants.
2015). Moreover, building on women’s views, I authors facilitated the focus group

working prototype of the platform was developed;: P - ;
that enabled users to provide feedback on h<;Eij iscussion; two_authors participated in each

the e-mentoring platform would work (Parmaxﬁ‘YSCUSSion' Each = focus — group lasted
& Vasiliou, 2015). approximately 60-80 minutes. The facilitators

followed the focus group guide with the thematic
M ethodology areas mentioned above. Discussion was recorded
with the permission of the participants.

For the development of Womenpower platfor

Study Design

To gain an in-depth understanding OPataAnaIyss

participants’ views of the role of women in theThematic analysis was performed in order to
workplace a qualitative methodology wasextract key themes related to the areas mentioned
employed. earlier. Although thematic analysis is generally
understood as an analytic technique used in the
context of different qualitative methodological
Three focus groups were implemented. The focapproaches e.g. grounded theory,
groups involved both women in senior and juniophenomenology etc., it can also be used
positions in the areas of academia, business aindependently as a flexible method of analyzing
health care. Three focus groups took place, twyualitative data guiding the search for themes or
with junior participants (focus group 1, n=10;patterns within the data (Braun & Clarke, 2006).
focus group 2, n=6) and one with senioFurther, this kind of research involves that the
participants (focus group 3, n= 8). The aim wasesearch team studies the data in their natural
for all four workplaces (health care, academiaettings in order to interpret the results and
business and technology) to be represented ascribe meaning to them to make sense (Denzin
both senior and junior participants. A& Lincoln 2005, 2009). The analysis was based
convenience sample was used. Participants weye six thematic analysis step&amiliarizing
recruited though researchers’ personal an@searcher with data, generating codes, searching
professional contacts with key people in thesior themes and reviewing themes, defining
fields. Researchers contacted the interviewthemes and produce the report (Braun & Clarke,
though did not know the participants personall006). The recorded focus groups were
and no conflicting interest or relation existed. transcribed verbatim by the research team. To
ide the systematic analysis the topics guiding

interviews were used thematic categories.
ata were repeatedly read and no other
categories were developed.

Sampling

Participants’ ages and career stage varied ama
the groups. The inclusion criteria were th
participants to be females, from the fields o
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Ethical Considerations work place in association to gender equality. A
All participants were informed about the research. 1 OF participant _from the f'el.d of b_usmess
hexpressed the feeling that Cypriot societal and

study in person verbally and in writing. Eac ultural influences are strong and men hold most
participant signed a consent form. It was als® 9

explained that participants had the right ,[Snanagenal positions.

withdraw at any time of the study. During the'... | realized that as a woman | could never

focus groups all principles of Belmont reporhold a managerial position. | think that our

were followed and applied. The principles ofociety is one of the communities in which men
confidentiality, anonymity and personal datare thought to be remarkable and capable
were also taken in consideration. enough to hold managerial positions.”

Results (Participant business - senior 3)

Data collected indicated similarities as well agunior participants agreed that there is inequality

discrepancies between women in different are%scvt\:(s)g(c?ria\?v?t,h ré)v;?a/etro w:rgeanygari)leaats\%g?lg
and different years of expertise. Figure 9

provides an overview of the stances voiced b drrgtmlslga;he aglav?/(s)rr?ggmsgee?r?ﬁﬁggs allrk;léh?)f
participants in the areas of gender equality at’P Y, P

workplace, experiences at workplace in regar giﬂgﬂ%r;'g?ielsvelljnpszsétgog;:il:Qe'rrev\\/'grr]lﬂl%ﬁén
to gender, gender wage gap, and use Y, P

technology. Participants in mentors’ focus grou Oari:gilmar?tlg‘rsr; F‘iﬁzlt;‘gl]jloﬁot:ui)i(r?enslzli’o?e{ju?rl:;
expressed similar views regarding gend P e .
jn a company aiming at the greatest possible

equality articulating equal opportunities in thei rofit. men are preferred since women are more
workplace. On the other hand, junior participante ! P )
motional and may not be able to cope with

from the field of health care had a different Vlevgifficult situations or hard decisions. Sometimes,

of gender equality at workplace. In the following -
section we present the analysis of the da 2ven women employers are been more suspicious
categorised in the five areas mentioned earlief?wardS women employees.

Gender equality at workplace, experience 4&t..Every problem we have with machines we are
workplace in regards to gender, gender wage gigoking for a man to fix it. We find a male
and the use of technology for addressing gendeolleague to do it...we believe that we are not
equality issues. good in engineering. And | wonder if women do
not have the inclination to technology or if we
prefer not to deal with.” (Participant health -

Most of the participants in the senior focus groujunior 10)

expressed similar views with regard to genOIGEartici ants seemed to agree that women face
equality. They stated that they were given equ P 9 . .
éeallenges at work, however in a different

opportunities and employers did not discriminat

due to gender. However, it was noted from som egree.
senior participants the general feeling endl often feel that not only my boss, but staffoals
experience that sometimes things are not as eqeapect me to do something more to prove my
as they seem. abilites to manage difficult tasks "

“It is obvious that our directors believes that(Partlmpant business- senior 3)
men can do better management than usParticipants also voiced pregnancy as a barrier
(Participant health - senior 3) that women need to address in their workplace:

1. Gender equality at workplace

“In some cases if you are pregnant and you take
ick leaves/time off for breastfeeding the baby,
ey will fire you...or cut off a large part of you

salary...There are companies that have in their

2. Experiences at workplace in regards to gendaequirements that the woman needs to sign that

he will not get pregnant for 3 years.”

FaDarticipant health - junior 11)

Junior participants from the health field had
different view of gender equality at workplace.

Participants from the senior focus grou
expressed the influence of Cypriot culture a
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Gender equality at *Equal responsibilities
workplace *Inequal opportunities

Experiences at

sSocietal and cultural influences men's managerial successes

WO rkpla ce | nhre ga rd 21 *Woman's role at family hinders women's claim to higher positions
to gender

* Pregnancy as a barrier to success in workplace

Ge n d erwa ge ga p » Higher visibility of gender wage gap in the private sector

USE Of tE'Ch nDngy *Positive stance towards the use of technology for women mentoring
. eissues of safety and anonymity in a community e-mentoring platform
and safetyissues

Figure 1. Overview of the stances voiced by pgréinis in the areas of gender equality at workplace,
experiences at workplace in regards to gender,eyamdge gap, and use of technology.

3. Gender wage gap were struggling in regards to the fact that Cyprus

- is a small society and most people know each
Participants  from  all - groups expn:’\S'S(':‘(%I)S'ther and this may influence their work.

contradicting views with regard to women's
earnings vis-a-vis men’s. Moreover, differenCultural underpinnings need to be taken into
experiences were revealed between wometcount, as culture is deeply embedded and
working in public vis-a-vis private sector. Fordifficult to be reformed. Although improvements

women in private sector gender inequality andave been made, still very few women are in
wage gap was more visible in their workplace. decision making positions. According to Cuddy

t al. (2010) culture can shape the contents of

113 H 0
...I have a salary difference (less 20%) from mgen der stereotypes.

male colleagues” (Participant business - senio
1- private sector) Discussion

4. Use of technology and safety issues Despite the growing social and political effort to

With regard to the use of technology forestablish gender equality women still experience

developing a community e-mentoring platform'nequa"ty in their professional development.
all participants demonstrated a positive stanczgsetraed:rse ?]anif?gcﬁjedonjrsﬁf' %?me e?1f dgr]e
Controversies arose for issues of anonymity, . . P - 9

safety and privacy. Participants in the seni ainstreaming and equality policies - include

. Imited accountability mechanisms in public
group unanimously agreed that they would pref%r[;gnencies, lack of awareness on the different

being anonymous on the platform. Participant ffect that policies may have on men and women

from the technology industry indicated that thergnd lack of an effective monitorina svstem in
must be a name to increase credibility g sy

pseudonym. There is a possibility to have a IL:( "aE'gaD“”goglezr)‘d%Ieﬁh“eﬂgyrlg'é'g“t‘gei :\:‘g actions
of mentors, but mentors to be anonymou ’ ' 9

Mentoring can be take place both publicly 0Poordlnatlon system as to have a useful and

privately -starting from the platform and thenmeanlngful result.

expanding to the real world. All participants

www.internationaljournalofcaringsciences.org
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In this study, there are similarities but als®Women’s ideas and business receive less start up
differences in the views amongst the groups&vestment and venture (IGNITE, 2014), while
However, in principle there is an agreement thamay provide creative and innovative approaches.
ge_znqler |_neq_ual_|ty exists in many sectors anﬂonnblom et al.
within daily life in Cyprus. It seems that women___. S : e

. : . ainstreaming in regional policies reported that
who work in the public sector have experience . . . :

; . ue to economic growth they did not give senior
less gender inequality compared to thosg o
: ; . . .Tpositions to women.

working in the private sector. This is
understandable in regards to payment as publicseems that the participants would like to use
sector has payment scales with no gend#re technology and are positive for the
differentiation. In private sector, although scaledevelopment of a community platform that
may exist, the employer may alter salaries bas#duld bring together women mentors and
on different arguments such as productivitynmentees. This reinforces the usability of the
years of experience, education and so on. platform. According to Kogut et al. (2014), the

. . : explosion of data nowadays through the use of
Reconciling family and work is an urgent need tgocial networks can improve the structural

be applied in the Cyprus context. Consideringqua"ty. Small changes can have big

Between family and work fe consit the heart GiCTiEvements that could be a remarkable
y |{nprovement for women. With regard to safety

it (OECD, 2012). Neyer et al. (20;3a) npted thadnd security issues, the senior group would like
mothers often come across difficult dllemma§

and need to choose between maintaining theirj%)‘% have an anonymous profile ‘while junior

(2005) analyzed the gender

) . . rticipants would like to know the name or at
and having another child. Parenthood is one ast the status/specialty of the mentor
the main factors underlying the gender '
employment gapsin most EU Member States, Overall, focus groups revealed that the platform
the employment rate for women who havavill be useful to both groups of women- mentor
children is much lower than for women withouand mentees. The senior group stated that the
children; while this is the opposite for menplatform will respond to the needs of the
(OECD, 2012). Cyprus social welfare support iparticipants to be available at home page with
almost nonexistence in regards to family friendlyheir qualifications. It will be important that
policies such as provision of part time jobs imuestions from mentees to be accepted in both
public sector, working from home, nurseries danguages, Greek and English, otherwise a
workplace. This becomes more difficult withnumber of young women in need will be
women in more needs such as single pareexcluded.
families, where women are the majority in carin

and providing for these families. sf’iurther, there is a need to express their thoughts,

discuss the problems and challenges of women at
These actions enhance reconciliation of familworkplace, and also success stories. As there is
and working life and allow women to bethe chance of a foreign mentor or mentee,
productive and take the chance of decisiotfanslation should be available and needs to be
making and/or managerial positions. FurtheJone probably by the research team considering
strong and sustainable balanced economgender and cultural sensitivity. Cultural norms
growth can be achieved by promoting aneénd discriminatory social institutions often
improving female working opportunities (OECD,restrict the economic and social role of women
2012). worldwide (OECD, 2012).

Findings in the Neyer et al. (2013a) studyn WomEnpower platform, all questions and
demonstrated that directors believe that womeanswers need to be filtered by the platform’s
are more emotional and may not be able to copeordinator for reasons of anonymity,
with difficult situations or decisions. However,confidentiality and safety. It is important to note
investing in women’s leadership has essentitthe women’s willingness to advice and support
effects on a country’s Gross Domestic Productther women in all sectors, in a professional and
GDP and the welfare of next generations (Boozupportive manner. This highlights the felt need
and Co, 2012). A research of 7280 leadefsom mentees and mentors and at the same time
conducted by Zenger Folkman (2012) shows thagcognizing the usefulness of such platform. The
women excel at most leadership competencigdatform provides the mean to set the bases for a
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productive and creative community of women and retirementContemporary Social Sciencé-

and men at the same time. 15. DOI:10.1080/21582041.2014.981756
) Braun, V., & Clarke, V. (2006). Using thematic
Conclusion analysis in psychologyQualitative Research in

. : ; Psychology3, 77-101.
Crossing the 21 century with no doubt there is Bryant, M., Winters, P., & Matson, J. (2015). Gende

gender inequality in Workplace. Employers pay gap. Uhuru, Available at-
should _b_e ﬂex'b_le_’_ _prOVIde and ~ support http://lib.dr.iastate.edu/uhuru/vol10/iss3/10/?utm_
opportunities and initiatives at work regardless gorce=lib.dr.iastate.edu%2Fuhuru%2Fvol10%2Fi
gender. Employers should provide equal ss3%2F10&utm_medium=PDF&utm_campaign=
opportunities and salaries for men and women. PDFCoverPages (accessed 6 May 2017)
Empowering women to participate in all aspect€hen, Z., Ge, Y., Lai, H., & Wan, C. (2013)
of everyday life can achieve locally and globally Globalization and Gender wage inequality in
agreed goals for development and sustainability China.World Developmen#4, 256-266.
in many aspects. This may improve the quality d{oontz, S. (2013). Why gender equality stallidw
life for women, men, families and consequently YO'K Times, Available ~ at:

e . . http://www.nytimes.com/2013/02/17/opinion/sund
communities. Local policies and strategies need

L . /why-gender- lity-stalled.html?_r=0
to be revisited and enhanced. The capacity of ?gc\évegsggnl eDreiglrﬁ)'eyr/ ;Oame) et

government needs to be strengthening in thg,qdy, J. C. A, Crotty, S., Chong, J., & NortonyiL
application of gender responsive and sensitive (2010). Men as Cultural Ideals: How Culture
approach throughout the local financial Shapes Gender Stereotypedarvard Business
management starting from the public sector. School. Available at:
There are many leading women figures in all http://www.hbs.edu/faculty/Publication%20Files/1
sectors that can be used as paradigms and/or0-097.pdf (Accessed 1 December 2016)
success stories. Within a time of economic crisi®enzin. N. K., & Lincoln, Y. S. (2009Handbook of
women can have their chance and role. This is a Qualitative Researci(Edisi Bahasa Indonesia).
. . Yogyakarta: Pustaka Pelajar
collective benefit and needs to be seen as sucrg

: - | enzin, N. K., & Lincoln, Y. S., (2005)Qualitative
supporting gender equality is the adoption and | .ccarch 39Edition. California: Sage.

implementation of a human right's principle-ping, w. w., Murray, F., & Stuart, T. E. (2006).
equality. Gender differences in patenting in the academic
NI life sciencesScience313(5787), 665-667.
Limitations of the study Elwer, S., Alex, L., & Hammarstrom, A. (2012).
The findings of this study cannot be generalized. Gende_r (i|_’1) equality among employges infielder
The convenience sample used in forming the care: implications for healthnt J Equity Health

focus groups and the fact that participants 11, 1-10.

represented three sectors only consist also E4ropean Union Equality Challenge Unit (2014).
limitation. Tackling the gender pay gap in the European

Union. Belgium: European Union. Available at:
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