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whatarethechallenges.

ANSWER.

Thephrase'glassceiling'referstoaninvisiblebarrierthatpreventssomeone
from achievingfurthersuccess.Itismostoftenusedinthecontextofsomeone'sage,
gender,orethnicitykeepingthem from advancingtoacertainpointinabusinessor
whenheorshecannotorwillnotbepromotedtoahigherlevelofpositionorpower.
Glassceilingsaremostoftenobservedintheworkplaceandareusuallyabarrierto
achievingpowerandsuccessequaltothatofamoredominantpopulation.Anexample
wouldbeawomanwhohasbetterskills,talent,andeducationthanhermalepeersbut
isobviouslybeingpassedoverforpromotions.Theglassceilingmetaphorinthe
businessworldisareferencetoanemployee'sriseuptheranksofanorganization.In
theory,nothingpreventsawomanfrom beingpromoted,butwomencanseethatthe
highertheyareinthecompany,themorepromotions,payraises,andopportunitiesthey
shouldhave.Insteadofbeingabletoachievethesamesuccessaspeers,thosewho
encounterglassceilingsarestoppedbyinvisibleobstaclesthatpreventthem from
risingfurther.Thefrustratingthingaboutthiskindofoppressionisthatitiscovertand
cannotbeseen.Insteadofbeingatangiblebarrierthatwouldbeeasytoidentify,a
glassceilingintheworkplacepersistsinverysubtleways.

MarilynLoden firstusedtheterm in1978attheWomen’sExpositioninNewYork.
Atthetime,LodenwasanemployeeatNewYorkTelephoneCo.andwasaskedtosit
onapaneltitled“Mirror,MirrorontheWall,”thegoalofwhich,itwouldseem,wasto
blamewomenfortheirlackofadvancementintheworkforce.Lodenwasn’t
convinced.Priortotheconference,NYTelephonehadchargedLodenwithananalysisof
thisveryproblem,andwassure,basedonherresearch,thatlackofconfidenceor
improperdresswasnottheimpedimenttowomen’scareers.This“invisiblebarrierto
advancementthatpeopledidn’twanttorecognize”?Whilefieldingquestionsonthat
panel,shecalledittheglassceiling.

Glassceilingisaculturalproblem fueledbydefactorulesandpractices.Hereareafew
reasonstheglassceilingstillexists.

1.Womentakeonmorechildcareandhouseholddutiesthanmendo

Motherswhoalsodopaidworkfacewhatiscalledthe motherhoodpenalty.Thisrefers



tothefactthatonaverage,womenwhohavechildrenarepaidless,arelesslikelytobe
promoted,lesslikelytogetraises,andmorelikelytobeperceivedaslesscompetent
andlesscommitted(tobothworkandfamily)thanarefathers,menwithoutchildren,
andwomenwithoutchildren.

Andevenin2019,womenareexpectedtotakeonmostofthechildcareandhousehold
duties,evenifsheandherspouseorpartnerbothworkfull-timejobs.Forsingle
mothers,minorities,andwomenofcolorwhoaredisproportionatelyaffectedbythe
genderpaygap,lackof accesstohigh-quality,affordablechildcare makesittoughto
workanyjob,especiallyhigh-payingones,whichoftenrequire longworkinghours
completelyunfriendlytoworkingparents.

2.Aproblem called"covering" 

Covering referstoemployersexpectationsthatworkersdownplayoractivelyavoid
aspectsoftheiridentify,specificallythosethatidentifythem asamemberofaminority.
Forexample,agaywriterbeingdeterredfrom writingaboutLGBTQsubjects,amother
from talkingaboutherchildrenandparentalduties,oranAfrican-Americanmanager
from tacklingissuesofraceintheworkplace.

Coveringisdiscrimination,anditpreventsemployeesfrom beingseenasfullhuman
beingsandcanhinderprofessionalgrowthiftheemployeefailsto“cover.”

3.Sexualharassmentisveryreal

The InstituteforWomen’sPolicyResearch estimatesalmostaquartertomorethan
eightin10womenwillexperiencesexualharassmentatwork. Forty-sixpercentof
thosewomen whoaresexuallyharassedwillleavetheirjobsorevencareers.Forsome,
thiscouldmeanjobhoppingthatpreventscareerladderclimbing.Forothers,itmeans
leavinghigh-payingcareersforlower-payingonestoescapetheproblem andthe
employerswhofailtoaddressit.

Theglassceilingisadifficultproblem totackle,butit'snotimpossible.Hereare
threestrategiesfordoingso.

1.RecognizeThatItExists

Tobreakaglassceiling,youfirsthavetoknowthatit'sthere.Thiscanbedifficultwhen
it'slikelydisguisedascultureortradition.Thereare,however,signstoshowthatone
mayexistinyourorganization:

 Thephrase"that'sjustthewaythingsaredonehere"isusedtojustifyappointments
ordecisions.

 There'slittlediversityatthetop.



 Atypicalleadersmodeltheirbehavioronthatof"typical"leaders,alteringtheir
managementstylesortakingupnewactivitiesto"fitin."

 Sexist,racist,orotherprejudiciallanguageiscommonacrosstheorganization,but
peopleexcuseitas"banter."

 There'sresistancetoinnovationandchange,especiallyoverthelongterm.

 Thereareillogicalpaygapsbetweendifferentgroupsofemployees.

 Fast-trackcareerprogramsareinplaceforminoritygroups,butfewparticipants
progress.(Theseprogramsareoftenagenuineefforttoredressanimbalance,but
someareintendedtodemonstrateequality,withoutcreatingit.)

 It'shardforemployeestogetseniorleaders'time,andtherearelimitedopportunities
formentoringfrom seniorpersonnel.

2.WhatYouCanDoasanEmployee

Thefirstthingtorealizeisthattheglassceilingisnoreflectionofyourvalueasa
personorasanemployee.Theverynatureofglassceilingsmeansthatevenifyou've
positionedyourselftomeeteverydemandofarole,you'llstillbedeniedtheopportunity.

So,weassumeherethatyouunderstandandhavethe keycompetencies  andself-
confidencerequiredfortheupperlevelsofyourorganization,butthatyouarestillbeing
deniedadvancement.
 Channelyourfrustrationintopurposefulaction. Experiencingorwitnessingthe

impactofaglassceilingcanleaveyoufeelingfrustrated,depressed,orangryatthe
injustice.Usethispassionasacatalystforaction,butdon'tallowitto controlyour
behavior .

 Developyourawarenessoftheissue. Learnmoreaboutwhereglassceilingsexistin
yourbusiness,whotheyaffectandhow.Thebetteryouunderstandtheissue,the
moreopportunitiesyou'llidentifytopromotechange.

 Raiseyourconcerns. Ifyoubelievethatthere'saglassceilinginyourorganization,
butyourmanagersdon'trealizeit(or,worse,theydenyit), speakup  or tellthem
(appropriately)thatthey'reinthewrong .Thismakesitharderforotherstoignore
theissue,andyoumayfindimportantallies.

 Bepatient,but assertive . Dismantlingaglassceilingwilltaketime,butcheckin
regularlywithyourmanagertoseewhatprogressisbeingmade.Don'tallowthoseat
thetopto"park"orforgettheissue.

 Takeresponsibilityforyourowndevelopment. Ifyou'renotbeinggiventhe
opportunitiesthatyoufeelyoudeserveinyourcurrentsituation,itmightbetimeto
seekthem elsewhere.

3.ActionsYourOrganizationCanTake



Asamanager,yourroleinhelpingyourorganizationtodismantleglassceilingsis
critical.Butwithouttheinputofseniorleaders,changewillbefarharder.

Below,weexploresomestrategiesforencouragingorganizationalchange.

First,youneedtoopenadialogueabouttheissue.Thiscanmeanhavingsome
difficultconversations,anditrequireshonestintrospectionfrom seniorleaders.Have
theydoneanything,inadvertentlyorotherwise,thatmayhave sabotaged  people's
progression?Dotheyfear"losingout"themselvesiftheorganizationbecomesmore
inclusive?Dotheyworrythatitwillaffectperformance?
Encourage openconversations abouttheseissues,andseewheretheylead.Theremay
beabacklash,butyoucancounterthisbystressingthatchangeneedn'tbethreatening.
Itshouldsimplyallowthosewhodeserveopportunitiestoaccessthem,regardlessof
gender,race,oranyotherfactor.
Askyourteam membersfortheirviews.Youmaydiscoverimportantfactsand
suggestionsforimprovementbyaskingpeopleabouttheirexperiences.

Next,encourageyourorganizationtorecognizeandchallengebias.Youcanlearn
moreaboutthisinourarticle, AvoidingUnconsciousBiasatWork .
Akeyactionistoreviewyourrecruitmentandpromotionpractices.Thesearetheareas
wheretheglassceilingismostcommonlyimposed.Conducta"deepdive"intoyour
currentpracticesandconsiderhowtheymaybeaffectingdifferentgroups'chancesof
progression.

Supportyourteamstoreachtheirgoals.Youcandothis
through mentoring , skillsassessments ,encouraging innovation ,helpingpeopleto find
theirallies  (ortobecomeone),and raisingtheirprofiles .
Theoverallfocusshouldbeonpromotingdiversity:diversityofideas,diversityof
perspectives,anddiversityofinnovation.

Thechallengeof21stcenturywomanhoodnodoubthasfacedalotofcriticism.
Itisnosubjectofdebatethatwomenallovertheworldaredulyrespectedandgiven
theirprideofplaceinthesociety.However,inNigeriancase,ithasbeenrevealedthat
over70percentofwomenendupuneducatedwhichinturnrobthem theopportunityof
participatinginpartisanpolitics.
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