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Abstract 

This research article is a multi-level, cross-cultural study of women in leadership conducted with both macro-

society data and individual-level data aggregated to the country level.  The research questions are, "what macro 

and micro forces are hindering or advancing women into corporate leadership?"  "How do these forces impact 

the level of women's involvement in corporate leadership in a particular country?"  Data were collected from 10 

secondary sources, available for 213 countries.  The importance of cross-cultural studies on women in leadership 

stems from the potential to better understand why some countries have more women in positions in corporate 

leadership and the factors that affect women's involvement in such positions in different countries.  A “Levels of 

women’s participation in corporate leadership country model” is tested using cluster and discriminant analyses.  

Results indicate that the factors that affect women's participation in corporate leadership in countries with fewer 

women leaders are different from the factors that affect women's participation in countries with high levels of 

participation.  This article proposes that initiatives to increase participation of women in corporate leadership 

need to consider the relevant factors that significantly affect countries at certain levels of women's participation 

in corporate leadership.  

Keywords:  Cross Culture, Glass Ceiling, Gender Equity, Work-family Balance, Women Corporate Leadership 

Introduction 

The factors that affect women’s participation in corporate leadership roles are different across the world, 

changing with a dynamic nature of the environments in which they live (Chen & Li, 2005).  Women within a particular 

society are affected by: 

 The corporate environment - including taxes, procedures, corruption, labour, competition and finances 

(Bertrand, Djankov, Hanna & Mullainathan, 2007; Sharma, 2007). 

 Fundamental social and developmental considerations like education, health and the physical 

environment (Lieb & Thistle, 2005; Sachs, 2005). 

 Economic factors and the level of development of a country, including the types of goods that are 

exported and services that provide a competitive advantage (Papamarcos & Watdon, 2006). 

 Technological and distribution infrastructure (Friedman, 2005; Chan & Qingyang, 2006) 

 The political rights and civil liberties within a country (Puddington, 2008). 

 The beliefs, norms and expectations of the individuals within a particular culture (K.Leung & Bond, 

2004). 
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To date, insufficient attention has been given to the relationship between corporate leadership and the structural 

elements related to corporate culture (Farid, 2007). 

Statement of the Problem 

Culture is a multi-layer construct that comprises an external global layer penetrating a society to indigenous 

layers, ultimately becoming a set of shared values at the group and individual level (Kwok Leung, Bhagat, Buchan, Erez 

& Gibson, 2005).  Understanding corporate cultural systems is critical to the advancement of research on corporate 

leadership in varying contexts (Kirkman, Lowe & Gibson, 2006).  The concept of corporate leadership involves 

relationships deeply rooted in social settings (Bryman, 1996) requiring corporate leadership theory and research to 

integrate corporate leader attributes and behaviours within contextual aspects of corporate leader emergence and 

effectiveness (Yukl, 1998).    

Women tend to occupy less visible positions of corporate leadership through supportive roles, particularly in 

developing countries.  Around seventy women have occupied leadership positions around the world (Zarate, 2008) and 

while these women have certainly set examples for all types of followers, observes and admirers, but surprisingly they 

represent a very small percentage of women in leadership positions.  Rather than spotlighting these extraordinary 

women and elucidating the influence of their achievements, this research examines women in lower levels of leadership, 

like corporate owners and occupying prominent corporate positions, because of the importance of their involvement in 

their economies and societies (Jones, Snelgrove & Muckosy, 2006).  The importance of this research article lies in the 

idea that attitudes toward women in corporate leadership affect women’s participation in leadership and in turn, women 

in positions of leadership engage in policies that positively affect women (Caiazza, 2004).  This reciprocal effect 

furthers the process of gender equality in the workforce and promotes an environment where women are supported to 

move into autonomous and independent activities.  This process gradually leads to further acceptance of women in 

corporate leadership. 

Purpose of the Study 

Traditional and persistent barriers have been shown to hinder the active pursuit of women to obtain the position 

of corporate leadership (Hoyt, 2005); this point is not contested here and is respected as a foundation of the field.  

However, because research and policy tend to view gender issues based on the premise that women are marginalized 

and a glass ceiling effect is still the major impediment to women's participation in corporate leadership.  It is proposed 

here that with the globalization of corporate practices, opportunities, technologies and cultures, women face new and 

different challenges that vary depending on the context of the environment in which they operate.  Research can adapt 

from the idea that gender is a value-based impediment and move toward a discussion of the relationships among culture, 

context and practice with the goal of developing new applicable theories and frameworks (Earley, 2006). 

The significance of the Study 

The considerable increase in education and socio-economic conditions have been supporting for women into 

corporate leadership in certain parts of the world.  However, there are still obstacles facing women. These impediments, 

as well as the positive processes and developments that successfully move women forward into corporate leadership, are 

the focus of this study. If culture is changing, allowing more women to lead, what factors are stunting the progression of 

women into more leadership positions?  What is holding women back from trying to become more independent 

economically?  What is encouraging and supporting these efforts?  The outcome of this study will elucidate the 

important factors that affect women’s participation in the corporate leadership can be encouraged and promoted. 

 

CIKITUSI JOURNAL FOR MULTIDISCIPLINARY RESEARCH

Volume 5, Issue 12, December 2018

ISSN NO: 0975-6876

http://cikitusi.com/21



 
 

Research Questions 

The research questions examined here are: 

What macro and micro forces are hindering or advancing women in corporate leadership? 

 

How do these forces change, depending on the level of women’s involvement in corporate leadership? 

Review of Literature 

The review begins with past research on international efforts made toward gender equality issues.  Following 

this is a review of research done on the topics related to work-family balance, glass ceiling effects, gender stereotypes 

and gender-leader role incongruity.   

Work-Family Balance 

One of the hot topics in the gender literature is the tightrope that women walk in an effort to successfully 

balance their work and family lives.  As women have joined the workforce and climbed into higher positions of 

influence, they have increasingly been beset with mastering the task of wearing multiple hats at the same time.  This 

multitasking characteristic is one that some may argue (Jennings & McDougald, 2007) women have mastered in order 

to juggle all the responsibilities of the home and each family member.   

Aldrich and Cliff (2003) demonstrate that major transformations have occurred in family composition and that 

these changes in roles and relationships can have a major influence on the working lives of both women and men.  

These scholars explained that in North America up until the 1950s and 60s, the family usually means a nuclear two-

generational group with parents and children sharing the same household when few women worked outside the home.  

Over the next 50 years or so, the family system has changed because of transformations in the composition of 

households, including both family and non-family members and in the roles and relationships among family members 

(Aldrich & Cliff, 2003).  In other words, family and profession are embedded together and spillovers exist between the 

two realms.  Applying this family embeddedness perspective to women in corporate leadership, family systems 

influence the processes involved in women’s decisions to engage in positions of corporate leadership by affecting 

resources, family transitions and ultimately the norms, attitudes and values of each family member. 

Women persistently face more household demands and family responsibility (Huang, Hammer, Neal & Perrin, 

2004) even when working outside the home because women are still expected to be the primary caregivers.  This 

reduces the time available for work and increases stress, leading to more work-family conflict and attitudes and 

behaviours that interfere with corporate leadership.  Women leaders experienced less work schedule, autonomy and 

flexibility if they continue to work in the typical retail and personal services industries which have either inflexible 

hours or demanding clients (Bates, 2002) leaving women less control over their work environments and higher levels of 

work-family conflict.  Family-work constraints lead women to pull double duty with home and work responsibilities and 

in turn restrict business growth rather than encourage it.  This resulted in smaller employment size, revenues and income 

levels of women-led business (Jennings & McDougald, 2007). 

Individuals also experience the work-family interface in more positive ways through the benefits and enriching 

properties of both work and family and the effects that both realms simultaneously have on each other (Jennings & 

McDougald, 2007).  Ruderman, Ohlott, Panzer and King (2002) counter the role scarcity argument that women have a 

fixed amount of time and energy sectioned into pieces of a figurative pie and that for more time or energy to be 

allocated to one slice, another slice needs to be reduced.  They argued, alternatively, that the roles present in women’s 

personal lives psychologically enhance their effectiveness in business roles.  In other words, emotional abilities, 
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multitasking, interpersonal skills and leadership activities involved in women’s personal spheres positively spill-over 

into professional realms.   

Glass Ceiling 

Context plays a crucial role in women’s involvement in positions of leadership, in that, if women feel alienated 

from leadership positions, they are discouraged from participating (Vinnicombe & Singh, 2002).  Powell and Butterfield 

(1994) combined prior definitions to describe the glass ceiling for women as a barrier to entry into top-level 

management positions based on attitudinal or corporate bias simply because they are women rather than because they 

lack the ability to handle jobs at higher levels.  There have been some inconsistencies in findings related to the validity 

or severity of glass ceiling effect.  While women make up half of the workforce in developed countries these days, there 

are still visible glass ceiling effects that keep women from moving other level management positions, long working 

hours and male-dominated networks particular (Ogden, McTavish & McKean, 2006).   

The existence of discrepancies is most likely due to the context within which the glass ceiling effects operate.  

Like, the more a country has reached higher levels of gender empowerment and equality, the less likely it may be that 

women will face glass ceiling obstacles.  Context also matters in terms of mediating and moderating variables that may 

affect the relationship between gender and the glass ceiling.  In some corporate or societal cultures where women are 

generally accepted at higher levels of leadership, glass ceiling effects may be considerably minimized.  The opposite 

may be true in places where women are severely marginalised and the proverbial glass ceiling is actually made of steel.   

In addition, glass ceiling issues may be less present in corporate started by women themselves.  Although 

owning a business is understood to be challenging, it is nonetheless preferred to working in other corporate.  This leads 

to motivation toward women leading their own businesses based on both an inflexibility of employers towards working 

women with family responsibilities and women’s desires to run their own businesses (Jennings & McDougald, 2007).  

Another reason men and women aim to lead their own businesses is to have the control to choose the flexible hours 

associated with this in an effort to achieve a better balance between work and family (Walker & Webster, 2007). 

Individual Differences, Stereotypes and Role Congruity Studies 

Eagly and Carli (2004) offer several explanations for women’s lesser occupancy of higher level corporate 

leadership positions in the United States.  One explanation is that women make less of an investment in human capital, 

although not necessarily in terms of education or work experience.  Because of women's greater involvement in 

domestic work, their attention is often diverted from training and efforts made toward paid work, causing them to 

experience interruptions in their work history, more than men.  Another explanation is that women and men lead 

differently, and these styles are inconsistent with the role expectations of corporate leaders and therefore lead to a 

potential prejudice and discrimination against women in corporate leadership roles (Eagly & Carli, 2004).   

If perceivers often observe a specific group of people engaging in a particular activity, they are likely to believe 

that the abilities and personality attribute required to carry out that activity is typical of that group of people (Osborn & 

Vicars, 1976).  Stereotyping happens when individuals cognitively categorise people into groups and then acquire 

beliefs that certain attributes are common among members of those groups, including their own.  Some stereotypes are 

exceptionally persistent in some cultures over time, even as feelings about women’s roles have evolved (Powell et al., 

2002).  Sex-role stereotyping depicts men as superior in leadership pursuits because they are considered to possess the 

masculine, agentic qualities (e.g., men are some assertive, competitive, daring and courageous) that are needed to gain 

the necessary level of respect for the successful supervision of followers (Eagly & Mitchell, 2004).   
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Cross-Cultural Leadership 

Corporate leaders act the way they do because followers accept and expect it (Collinson, 2006).  In particular in 

the corporate world, across cultures, there is a convergence of administrative, training and interaction styles due to 

globalised corporate practices.  In an increasingly capitalist system across nations, Javidan and Carl (2004) suggest that 

these commonalities in leadership behaviours and characteristics are the results of a shared need for achievement and 

self-actualisation.  The leadership of cultural change is extremely difficult because it requires changing basic 

assumptions and getting at the deeper levels of culture and dealing with the anxiety associated with those assumptions 

(Schein, 1992).  Applying Schein’s argument, indigenous women who operate within the confines of their cultures to 

increasingly embark on positions of leadership may prove more effective for the purposes of development.  These 

women understand the nuances of their societies and can slowly offer examples of leading small groups and corporate 

while simultaneously changing the deeper level assumptions underlying their culture. 

Methodology 

The data collected for this study was through multilevel, cross-country analysis using macroeconomic and 

macro-social data as well as individual-level corporate environment data from institutions including the World Bank, 

the United Nations (UNDP), the OECD, Freedom House and the Heritage Foundation, all totaling approximately 200 

countries and individual-level cultural survey data from GLOBE, the Global Entrepreneurship Monitor and the Social 

Axioms Survey.  The analysis was done in two parts.  The first part was involved cluster analysis of women in corporate 

leadership (dependent variable) and the second (independent variables) represented the main hypothesis testing 

conducted with discriminate analysis. 

The following discussion is organized according to the variables presented in the hypotheses section, beginning 

with the dependent variable: women in corporate leadership and proceeding to each of the groups of independent 

variables: business environment, societal development, economic, technology and physical infrastructure, political and 

cultural variables.  Each secondary data source is described in detail one time, in the section where that source makes 

the largest contribution to the number of variables presented.   

Sources for Dependent Variable: Women in Corporate Leadership 

The Organisation for Economic Cooperation and Development (OECD) reports a measure called Employers 

and Persons Working On their Own Account which represents individuals who operate their own economic enterprise 

or follow a profession or trade on their own account, whether they employ other people or not.  For the purposes of this 

study, a women-to-total proportion is used, for a final variable called Proportion of firms with female employers & own 

account workers.   

The World Bank Enterprises Survey (World Bank) provided information about women’s entrepreneurship and 

economic and the percent of firms with women in senior positions.  This variable is converted to proportions to maintain 

consistency with the other dependent variable: Proportion of Firms with Females in Ownership Developing Countries 

and Proportion of Women in Senior Positions Developing Countries. 

Sources for Independent Variables:  Corporate Environment 

Two World Bank sources were used to collect data for items related specifically to the corporate environment: 

the World Bank doing Business Project and the World Bank Enterprises Survey.  In addition, two other sources, the 

World Economic Forum and the Global Entrepreneurship Monitor also provide information on the corporate 

environment. Each of these was discussed in the following: 
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Doing Business Projects – The World Bank Doing Business Project gauges corporate regulations and the 

enforcement of those regulations in 178 countries for the purposes of assessing which regulations have the 

greatest effect on economic growth, understanding business-related laws and ascertaining effective modification 

practices. 

Enterprises Survey – The World Bank Enterprise Survey questions a random sample about their perceptions of 

the quality of the business environment in 104 developing countries to uncover the most significant 

impediments to venture growth and to increase employment and productivity and the effects of these on 

international competitiveness.   

Global Competitiveness – The World Economic Forum Global Competitiveness Network conducts an annual 

study to help influence investment decisions and direct economic policy by ascertaining obstacles to growth and 

stimuli for economic progress. 

Entrepreneurial Framework Conditions – The Global Entrepreneurship Monitor research program is made up 

of a consortium of researchers in over 40 countries aimed at increasing the understanding of factors that affect 

individuals starting new businesses.   

Sources of Independent Variables: Societal Development 

Three sources are used to collect data for items related to societal development – the World Bank World 

Development Indicators; the United Nations Human Development Program and the World Economic Forum.  Each of 

these is discussed in the following: 

The World Bank World Development Indicators – An introduction to the World Development Indicators is 

provided in the sources for Dependent Women in Leadership Variables.  The World Bank Enterprises Survey 

provides information about women's economic participation in the labour force, including the percent of full-

time female workers. 

The United Nations Development Program – It produces every year the Human Development Report which 

focuses on people as the epicentre of development progress and gathers data on up to 177 countries regarding – 

social progress, economics, efficiency, equity, participation and freedom, sustainability and human security. 

The World Economic Forum – It produces an annual Gender Gap Index which measures the difference 

between men and women with regard to access to resources and opportunities in 128 countries.  The Gender 

Gap Index is an equality measure that comprises composite scores from the gender gap in economic 

participation and opportunity, educational attainment, political empowerment and health and survival. 

Sources for Independent Variables: Economy 

Economic Freedom – The Heritage Foundation creates an empirical measure of economic freedom for 

policymakers and investors each year in 161 countries called the index of Economic Freedom.  The Heritage 

Foundation defines economic freedom as production, distribution, or consumption of goods and services 

without coercion or constraint from the government beyond what is necessary for citizens to protect and 

maintain liberty. 

Other Economic Indicators – Three more sources provided economic measures used in this study – The World 

Economic Forum, the UN and the World Bank.  The World Economic Forum’s Global Competitiveness Report 

provides a measure of country competitiveness with regards to macroeconomic stability used in the present 

study as an economic indicator. 
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Sources of Independent Variables: Technology and Physical Infrastructure 

The World Bank World Development Indicators also offer secondary use of variables related to the physical 

infrastructure of a country that affects a country's development in terms of functionality and transportation capabilities, 

including paved roads, railways, telephone lines and electric power.  The WDI indicators also provide measures of the 

technological infrastructure that affect a country’s level of development and domestic connection to each other and to 

the outside world. 

Sources for Independent Variables: Political 

Freedom House conducts an annual Freedom in the World survey to provide a political freedom score for 193 

countries, called the Political Freedom Index.  The purposes of the present study, the two component measures that 

make up the political freedom index – political rights and civil liberties – are used. 

Sources for Independent Variables: Culture 

Two sources are used for measures of culture in this study – Project GLOBE and Leung and associates Social 

Axioms.  Both are survey research conducted around the world in an attempt to provide measures for culture, a 

confounded construct.  The details of each of these are provided in the following: 

Project GLOBE – The Global Leadership and Organisational Behaviour Effectiveness Research Program 

(GLOBE) surveyed 17,000 middle managers in 62 societies in 3 industries and developed nine quantitative 

dimensions of culture – all questions are framed on a 1-7 scale.  Project GLOBE operationally defined culture 

with indicators of two kinds of cultural manifestations – the first, a commonality among members of collectives 

on particular psychological attributes and the second, a commonality of practices of families, schools, work 

organizations, economic and legal systems and political institutions (House, 2008). 

 

Social Axioms – Social Axioms are general beliefs that are pitched at a high level of abstraction and hence are 

likely to relate to social behaviours across a variety of contexts, actors, targets and time periods (Leung et al., 

2002).  These are the generalized expectancies people hold that guide behaviour within a particular culture.  

Social Axioms represent a pan-cultural structure of broad, context-free beliefs… this structure to q wide range 

of social behaviour (Leung & Bond, 2004).  These include fate control, religion, rewards for effort, social 

complexities and cynicism (Leung & Bond, 2004).    

Cluster Analysis to Develop Dependent Variables 

Cluster analysis is used for this study to categorise a large number of countries into smaller groups so that the 

countries within each cluster would be significantly homogenous and distinct groupings based on women’s participation 

in corporate leadership (Lattin, Carrol & Green, 2003).  Cluster analysis takes a largely heuristic approach based on 

algorithms that are reasonably close to the best possible solution of naturally occurring, homogenous subsets of 

countries.  Since the goal of this study is to divide the countries into four non-overlapping groups or clusters according 

to the global level of women’s participation in leadership, with countries in each group being similar and countries 

between groups dissimilar, the method used is K-means Cluster Analysis. 

K-means clustering allows for finding within-group similarities and between-group differences based on the 

predetermined number of clusters instructed by the researcher.  Euclidean distance, which calculates the distances 

between each pair of countries, is used with K-means cluster analysis to compute distances by essentially assigning 

equal weight to each standardized variable for determining the relative closeness of the countries in each cluster (Lattin 

et al., 2003).  Ultimately, cluster analysis, in this case, sorts countries into clusters so that the degree of association is 
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strong between member countries of the same cluster and weak between member countries of different clusters 

(Wishart, 1998).   

Based on the number of clusters chosen by the researcher, K-means cluster analysis then specifies seed points 

that act as cluster centroids.  Each country is then cycled through the clustering process of analyzing the Euclidean 

distance to determine placement into the cluster with which each country has the closest seed point.  This partitioning 

process continues until each country is correctly classified to a cluster with its best possible distance from the centroid 

(Sclove, 2001; Arnott, 2003).  This method has been called "ANOVA in reverse" because the program tries to move 

countries in and out of clusters, with cluster means that are the most different from each other until final clusters centres 

are determined based on the best the analysis (StatSoft, 2008).   

For the women in corporate leadership cluster variable, two K-means cluster analyses are conducted on three 

continuous dependent variables: Proportion of Firms with Female Employers and Own Account Workers (OECD 2004, 

29 developed countries), Proportion of firms with Females in Ownership Developing Countries (World Bank 

Enterprises Survey 2002-2007, 76 developing countries) and Proportion of Women in Senior Positions in Developing 

Countries (World Bank Enterprises Survey 2002-2007, 66 developing countries). 

Because of missing data dispersed differently among these three variables, it was not possible to run a cluster 

analysis on the three variables together.  Therefore, the first cluster analysis was conducted on the two women in 

ownership variables - the developed countries and the developing countries.  The second cluster analysis was conducted 

on the two developing country variables – women in ownership and women in senior positions.   

Table 1: K-Means Cluster Analysis Women in Corporate leadership 

Ownership Variable Clusters Cluster 1 2 3 4 

Firms with Female Employers & Own Account Workers  Center 0.145 0.244 0.344 0.418 

Firms with Females in Ownership  Center 0.099 0.278 0.228 0.353 

Total N = 95 N 14 35 22 23 

Developing Country Variable Clusters                                 

Firms with Females in Ownership Center 0.100 0.275 0.430 0.440 

Women in Senior Positions Center 0.031 0.107 0.189 0.048 

Total N = 97 N 37 26 18 16 

From these two new K-means 4 clusters variables, a new single 4 cluster Women in Corporate Leadership variable was created.  This was done by combining these 

two variables into one by relying on close securitization of the variables through expert rational evaluation of each country's relation to its cluster centre.  The final 

sample size of the Women in Corporate Leadership Clusters was 115 (n=115).  A couple of decision rules are devised to deal with a small number of discrepancies in 

matching the two K-means cluster variables into one. 

Analysis and Results 

The test for hypothesis 1, which stated that countries can be categorized into significantly different clusters 

based on women’s participation in corporate leadership, is conducted with a multivariate ANOVA.  It is used to test for 

significant differences between the proposed levels.  Results indicated that indeed countries can be categorized into 

clusters with strong within group membership and weak between group associations.  The table below shows the 

analysis of K-means cluster Firms with Women Owners Developed and Developing Cluster variable, the error and the 

corrected total (Firms with Female Employers and Own Account Workers F = 10.39 <.01) (Firms with Females in 
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Ownership F = 14.34, p<.01).  The table also shows the analysis of K-means cluster Firms with Women Owners and 

Senior Positions cluster variable, the error and the corrected total (Firms with Females in Ownership F = 166.93, p<.01) 

(Firms with Women in Senior Positions, F = 2.96, p<.05).  Both Tukey’s and Sheffe post hoc tests indicate all 4 clusters 

for the women in corporate leadership cluster dependent variables are significantly different from each other (p<.001), 

confirming the cluster analysis that partitioned the countries into groups with insignificant within-group differences but 

distinct between-group properties.  

Table ANOVA Test Distinct Clusters – Corporate leadership 

Source Dependent Variable 
Type III Sum 

of Squares 
df 

Mean 

Square 
F Sig. 

K-Mean Cluster Firms with 
Women Owners Both 

Firms with Female Employers and Own Account 
Workers 

0.057 3  0.019 10.30 0.006 

Firms with Females in Ownership 0.128 3 0.043 14.34 0.002 

Error 

Firms with Female Employers and Own Account 

Workers 
0.013 7 0.002 

 
Firms with Females in Ownership 0.021 7 0.003 

Corrected Total 

Firms with Females Employers and Own Account 

Workers 
0.070 10 

 
Firms with Females in Ownership 0.149 10 

K-Means Cluster Firms with 

Women Owners and Senior 

Positions 

Firms with Females in Ownership 0.378 3 0.126 166.93 0.000 

Firms with Women in Senior Positions 0.013 3 0.004 2.96 0.044 

Error 

Firms with Females in Ownership 0.031 41 0.001 
 

Firms with Women in Senior Positions 0.061 41 0.001 

Corrected Total 

Firms with Females in Ownership 0.409 44 

 
Firms with Women in Senior Positions 0.074 44 

 

Discriminant Analysis Tests for Hypotheses 2-7 

Discriminant analysis works with categorical dependent variables and therefore is used for this study for the 

purpose of determining which independent variables would be able to distinguish between the 4-cluster variables 

representing the levels of women's participation in corporate leadership.  The objective is to apply the independent 

variables in order to achieve the most accurate discrimination between groups.  Since this analysis works with two 

dependent 4-cluster categorical variables with countries classified into groups according to the level of women's 

participation in corporate leadership, discriminant analysis is used for the purposes of describing differences among 

these groups based on the independent variables (Mertler & Vannatta, 2002) to uncover, a description of countries in the 

4 different levels of women’s participation in leadership based on the corporate environment, economics, societal 

development, infrastructure and technology, political freedom and culture. 

A discriminant analysis was run on the corporate leadership dependent variable separately for each category of 

variables in each hypothesis: the corporate environment (H2), societal development (H3), economics (H4), technology 

and infrastructure (H5), political freedom (H6) and culture (H7).  Four analyses are run for each hypothesis section to 

uncover the variables that could discriminate among women in corporate leadership from levels 1and 2, levels 2 and 3, 
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levels 3 and 4 and finally overall from levels 1 through 4 to reveal the factors that can distinguish among countries with 

low and high levels of participation of women in corporate leadership. 

Hypothesis 2: The Corporate Environment 

Hypothesis 2 stated that business corporate variables can distinguish among qualitatively different levels of 

women’s participation in positions of leadership.  To test this hypothesis, a stepwise discriminant analysis was run on 11 

subcategories of the corporate environment to determine which of the variables in each of these categories can 

distinguish between levels 1 and 2, 2 and 3, 3 and 4 and among all levels 1 through 4 of women in corporate leadership.  

Gift Giving – Giving gifts to bureaucratic officials to facilitate business is able to distinguish between levels 2 

and 3 only.  A significant function was generated (  = .87, n = 40, p < 05) indicating that paying informal payment to 

get things done is able to accurately classify 63% of the countries in the cross-validated analysis, with a negative 

association (r = -.35).  Making informal payments to bureaucratic officials is negatively related to women’s participation 

in corporate leadership. 

Crime and Corruption – No costs associated with crime and corruption are able to distingu8ish between levels 1 

and 2, 2 and 3, 3 and 4 or among all levels 1 through 4 and are not related to women’s participation in corporate 

leadership. 

Skill Level of Workers – workers still are able to distinguish between levels 1 and 2, a significant function was 

generated (λ = .58, n = 46, p <. 01) indicating that labour skills levels as a major constraint, average number of 

temporary workers and firms offering formal training are able to accurately classify 68% of the countries in the cross-

validated analysis.  Labour skill level as a major constraint and the average number of temporary workers are both 

negatively associated (r = -.31 and r = -.25 respectively) and firms offering formal training is positively associated (r = 

.18) with women in corporate leadership. 

In distinguishing between levels 2 and 3, a significant function was generated (λ = .79, n = 21, p < .05) 

indicating that the Average number of temporary workers is able to accurately classify 64% of the countries in the cross-

validated analysis, with a positive association (r = .04). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .88, n = 32, p< .05) 

indicating that an Average number of unskilled production workers is able to accurately classify 66% of the countries in 

the cross-validated analysis, with a negative association (r = -.25). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .78, n = 56, p < .01) 

indicating that Years of experience of the top manager working is able to accurately classify 40% of the countries in the 

cross-validated analysis, with a positive association (r = .50). 

International Trade – Obstacles to international trade are able to distinguish between all levels of women’s 

participation in corporate leadership, except between levels 2 and 3.  In distinguishing between levels 1 and 2, a 

significant function was generated (λ =. 89, n = 59, p <. 01)indicating that customs trade registrations as a major 

constraint is able to accurately classify 66% of the countries in the cross-validated analysis, with negative association (r 

= -.25). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .89, n + 33, p < .10) 

indicating that Customs trade registrations as a major constraint again is able to accurately classify 66% of the countries 

in the cross-validated analysis, with a negative association (r = -.29). 
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In distinguishing among all levels 1 through 4, a significant function was generated (λ = .82, n = 92, p < .01) 

indicating that Customs trade registrations as a major constraint again is able to accurately classify 40% of the countries 

in the cross-validated analysis, with a negative association (r = -.46).  Women's participation in corporate leadership is 

negatively related to firms feeling that customs and trade regulations are a major constraint. 

Bureaucratic Procedures for Licenses and Permits – bureaucratic procedures for licenses and permits are not 

able to distinguish between levels 1 and 2, 2 and 3, 3 and 4, or among all levels 1 through 4.  Women’s participation in 

corporate leadership is not related to bureaucratic procedures for licenses and permits. 

Bureaucratic Procedures for Enforcing Contracts – Cumbersome bureaucratic procedures for enforcing 

contracts are able to distinguish between all levels of women’s participation in corporate leadership, except between 

levels 2 and 3.  In distinguishing between levels 1 and 2, a significant function was generated (λ = .76, n = 58, p <. 01) 

indicating that enforcement contracts procedures are able to accurately classify 73% of the countries in the cross-

validated analysis with a negative association (r = -.46). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .81, n = 44, p < .01) 

indicating that Enforcing contracts procedures again is able to accurately classify 64% of the countries in the cross-

validated analysis, with a negative association (r = -.42). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .70, n = 102, p < .001) 

indicating that Enforcing contracts procedures again is able to accurately classify 38% of the countries in the cross-

validated analysis, with a negative association (r = -.62).  Cumbersome procedures to enforce contracts are negatively 

related to women's participation in corporate leadership. 

Arduous Tax Systems – Arduous tax systems are able to distinguish between all levels of women’s participation 

in corporate leadership, except among all levels 1 through 4.  In distinguishing between levels 1 and 2, a significant 

function was generated (λ = .92, n = 55, p < .05) indicating that typical firms report less than total sales is able to 

accurately classify 58% of the countries in the cross-validated analysis, with a positive association (r = .23). 

In distinguishing between levels 2 and 3, a significant function was generated (λ = .88, n = 42, p < .05) 

indicating that Typical firms reports less than total sales is able to accurately classify 67% of the countries in the cross-

validated analysis, with a negative association (r = -.35). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .89, n = 34, p < .05) 

indicating that Tax administration as a major constraint is able to accurately classify 63% of the countries in the cross-

validated analysis, with a negative association (r = -.28).  Women's participation in corporate leadership is positively 

related to firms reporting less than 100% of their sales in levels 1 and 2, but negatively related to firms reporting less 

than 100% of their sales in higher levels.  

Bureaucratic Procedures for Starting a Business – Cumbersome bureaucratic procedures for starting a business 

are not able to distinguish between levels 1 and 2, 2 and3, 3 and 4, or among all levels 1 through 4.  Women’s 

participation in corporate leadership is not related to bureaucratic procedures for starting a business. 

Tools to Finance a Business – Access to tools to finance a business is not able to distinguish levels 1 and 2, 2 

and 3, 3 and 4, or among all levels, 1 through 4 and is not related to women's participation in corporate leadership. 

Global Business Competitiveness – Global business competitiveness is able to distinguish between all levels of 

women's participation in corporate leadership, except between levels 3 and 3.  In distinguishing between levels 1 and 2, 

a significant function was generated (λ = .86, n = 58, p < .01) indicating that global competitiveness labour market 
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efficiency is able to accurately classify 60% of the countries in the cross-validated analysis, with a positive association 

(r = .37). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .87, n = 42, p < .05) 

indicating that Global competitiveness financial market efficiency is able to accurately classify 64% of the countries in 

the cross-validated analysis, with a positive association (r = .36). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .85, n = 100, p < .01), 

indicating that Global competitiveness index is able to accurately classify 32% of the countries in the cross-validated 

analysis, with a positive association (r = .50). Global competitiveness overall and global competitiveness of both labour 

market and financial market efficiencies, in particular, are positively related to women's participation in corporate 

leadership.  

Strong Entrepreneurial Environment – A strong entrepreneurial environment is able to distinguish between all 

levels of women’s participation in corporate leadership, except between levels 2 and 3.  In distinguishing between levels 

1 and 2, a significant function was generated (λ = .29, n = 12, p < .05) indicating that strong intellectual property rights, 

Good market opportunity and controls, and Accessible affordable business services supplies are able to accurately 

classify 67% of the countries in the cross-validated analysis, all with a positive association (r = .54, r =.52 and r = .52 

respectively). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .21, n = 14, p < .01) 

indicating that positive impression of Government support, Good market opportunity and controls and Good available 

entrepreneurship training are able to accurately classify 86% of the countries in the cross-validated analysis, all with a 

positive association (r = .70, r = .32 and r = .60 respectively). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .61, n = 26, p < .05) 

indicating that strong intellectual property rights are able to accurately classify 42% of the countries in the cross-

validated analysis, with a positive association (r = .82).  Strong intellectual property rights, good market opportunities 

and control and access to affordable business services and suppliers, a positive impression of government support for 

entrepreneurship and good available entrepreneurship training are all positively related to women's participation in 

corporate leadership. 

Hypothesis 3: Societal Development 

The hypothesis stated that societal institutional variables can distinguish between qualitatively different levels 

of women's participation in positions of leadership.  To test this hypothesis, a stepwise discriminant analysis was run on 

5 subcategories to determine which of the variables in each of these categories can distinguish between levels 1 and 2, 2 

and 3, 3 and 4 and among all levels 1 through 4 of women in corporate leadership.  Correlations are provided to show 

the positive or negative relationship between each significant dependent and independent variable.    

Burgeoning Employment – Burgeoning employment is able to distinguish between all levels of women’s 

participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was created (λ = 

.41, n = 25, p < 001) indicating that Employee Services Female, Unemployment Female and Labourforce Participation 

Male, are able to accurately classify 75% of the countries in the cross-validated analysis.  Unemployment Female and 

Labourforce Participation Male are both negatively associated (r = -.50 and r = -.19) and Employee Services Female is 

positively associated (r = .53) with women in corporate leadership.   
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In distinguishing between levels 2 and 3, a significant function was created (λ = .75, n = 26, p < .01) indicating 

that Unemployment Female again is able to accurately classify 65% of the countries in the cross-validated analysis, but 

with a positive association (r = .48). 

In distinguishing between levels 3 and 4, a significant function was created (λ = .79, n = 26, p < .05) indicating 

that Unemployment Female again is able to accurately classify 67% of the countries in the cross-validated analysis, 

again with a negative association (r = -.43). 

In distinguishing among all levels 1 through 4, a significant function was created (λ = .49, n = 51 p < .001) with 

40% of the countries correctly classified in the cross-validated analysis showing Employee Services Female again with 

a positive association (r = .56) and Unemployment Female again with a negative association (r = -.26).  Women's 

participation in corporate leadership is positively related to the employment of women in the services sector.  Mixed 

results are found for the relationship to the unemployment of women. 

Gender Equality – Gender equality is able to distinguish between all levels of women's participation in 

corporate leadership, except between levels 2 and 3.  In distinguishing between levels 1 and 2, a significant function was 

generated (λ = .56, n = 27, p < .001) indicating that Gender-Related Development Index Value is able to accurately 

classify 78% of the countries in cross-validated analysis, with a positive association (r = .38). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .28, n = 13, p < .001) 

indicating that Gender Empowerment Measure Value is able to accurately classify 82% of the countries in the cross-

validated analysis, with a positive association (r = .17). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = 28, n = 24, p < .001) 

indicating that Gender Empowerment Measure Value is able to accurately classify 78% of the countries in the cross-

validated analysis with a positive association (r = .41).  Gender empowerment and gender-related development are 

positively related to women's participation in corporate leadership. 

Education and Literacy – Quality human capital is able to distinguish between all levels of women's 

participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was generated (λ = 

.44, n = 35, p < .001) indicating that Education Combined Prim Sec Term Males is able to accurately classify 75% of 

the countries in the cross-validated analysis, with a positive association (r = .35). 

In distinguishing between level 2 and 3, a significant function was generated (λ = .84, n = 32, p < .05) indicating 

that Adult Literacy Males Age 15 and Older is able to accurately classify 68% of the countries in the cross-validated 

analysis, with a negative association (r = -.02). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .76, n = 27, p < .01) 

indicating that Global Competitive Higher Education Training is able to accurately classify 64% of the countries in the 

cross-validated analysis, with a positive association (r = .30). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .48, n = 52, p < .001) 

indicating that Adult Literacy Females Age 15 and Older is able to accurately classify 40% of the countries in the cross-

validated analysis, with a positive association (r = .34).  The education of males, higher education and female literacy 

are positively related to women's participation in corporate leadership, male literacy is negatively related. 

Population – the population is positively related to the levels of women's participation in positions of 

leadership.  Age of the population is able to distinguish between levels 1 and 2 and among all levels 1 through 4 of 

women's participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was 
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generated (λ = .75, n = 67, p < .001) indicating that Population Ages 65 and above of total is able to accurately classify 

76 % of the countries in the cross-validated analysis, with a positive association (r = .50).  

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .82, n = 112, p < .001) 

indicating that Population Ages 65 and above of total again is able to accurately classify 45% of the countries in the 

cross-validated, with a positive association (r = .31).  Having adults over the age of 65 in a population is positively 

related to women's participation in corporate leadership. 

Human Health and Environmental Development – Human health and environmental development are able to 

distinguish between all levels of women's participation in corporate leadership, except between levels 2 and 3.  In 

distinguishing between levels 1 and 2, a significant function was generated (λ = .76, n = 19, p < .05) indicating that 

prevalence of undernourishment is able to accurately classify 64% of the countries in the cross-validated analysis, with a 

negative association (r = -.18). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .52, n = 19, p < .01) 

indicating that out of pocket health expenditure and the human development index are able to accurately classify 62% of 

the countries in the cross-validated analysis.  Out of pocket health expenditure is negatively associated (r = -.27) and the 

human development index is positively associated (r = .22) with women in corporate leadership. 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .53, n = 47, p < .001) 

indicating that the human development index and out of pocket health expenditure are able to accurately classify 39% of 

the countries in the cross-validated analysis.  The human development index is positively associated (r = .32) with 

women in corporate leadership.  Out of pocket health expenditure is negatively associated (r = -.29).  Prevalence of 

undernourishment and out of pocket health expenditure are negatively related to women’s participation in corporate 

leadership and human development is positively related. 

Hypothesis 4: Economic Factors 

The hypothesis stated that economic institutional variables can distinguish between qualitatively different levels 

of women's participation in positions of leadership.  To test this hypothesis, a stepwise discriminant analysis was run on 

9 subcategories to determine which of the variables in each of these categories can distinguish between levels 1 and 2, 2 

and 3, 3 and 4 and among all levels 1 through 4 of women in corporate leadership.   

Economic Freedom – economic freedom is able to distinguish between all levels of women's participation in 

corporate leadership, except between levels 2 and 3.  In distinguishing between levels 1 and 2, 3 and 4 and among all 

levels 1 through 4, a significant function was generated for each analysis (λ = .85, n = 62, p < .01; λ = .90, n = 44, p < 

.05; λ = .79, n = 101, p < .001) respectively, indicating that the index of economic freedom is able to accurately classify 

76%, 68% and 36% of the countries in the cross-validated analysis respectively.  The index of economic freedom is 

positively associated with women in corporate leadership in all 3 cases (r = .39, r = .32 and r = .41 respectively).  

Economic freedom is positively related to women’s participation in corporate leadership. 

Macroeconomic Stability – the global competitiveness of macroeconomic stability is not to distinguish between 

levels 1 and 2, 2 and 3, 3 and 4 or among all levels 1 through 4 and is not related to women’s participation in corporate 

leadership. 

Economic Development – economic development is able to distinguish between levels 1 and 2 and among all 

levels 1 through 4 of women's participation in corporate leadership.  In distinguishing between levels 1 and 2, a 

significant function was created (λ = .57, n = 44, p < .001) indicating that GDP per capita PPP and Government 

consumption expenditure of GDP are able to accurately classify 73% of the countries in the cross-validated analysis, 
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with a positive association (r = .45 and r = .16 respectively).  In distinguishing among all levels 1 through 4, a 

significant function was generated (λ = .71, n = 73, p < .001) indicating that GDP per capita PPP is able to accurately 

classify 41% of the countries in the cross-validated analysis, with a positive association (r = .37).  GDP and Government 

expenditure are positively related to women's participation in corporate leadership. 

Non-performing Bank Loans – non-performing bank loans are able to distinguish between levels 1 and 2 only.  

A significant function was generated (λ = .79, n = 42, p < .01) indicating that bank non-performing loans are able to 

accurately classify 74% of the countries in the cross-validated analysis, with a negative association (r = -.45).  Bank 

non-performing loans are negatively related to women's participation in corporate leadership. 

Domestic Credit Provided to the Private Sector – domestic credit provided to the private sector is able to 

distinguish between levels 3 and 4 and among all levels 1 through 4 of women's participation in corporate leadership.  In 

distinguishing between levels 3 and 4, a significant function was generated (λ = .89, n = 45, p < .05) indicating that 

domestic credit provided by banking sector is able to accurately classify 67% of the countries in the cross-validated 

analysis, with a positive association (r = .33).  In distinguishing among all levels 1 through 4, a significant function was 

generated (λ = .89, n = 111, p < .01) indicating that domestic credit to the private sector is able to accurately classify 

34% of the countries in the cross-validated analysis, with a positive association (r = .28).  Domestic credit is positively 

related to women's participation in corporate leadership.  

Taxes – taxes are able to distinguish between levels 3 and 4 only.  A significant function was generated (λ = .85, 

n = 25, p < .10) indicating that highest marginal tax rate is able to accurately classify 67% of the countries in the cross-

validated analysis, with a positively association (r = .18).  The highest marginal tax rate is positively related to women's 

participation in corporate leadership. 

Inflation – inflation is not able to distinguish between levels 1 and 2, 2 and 3, 3 and 4 or among all levels, 1 

through 4 and is not related to women's participation in corporate leadership. 

Inflows and Outflows – imports and exports signifying international trade are able to distinguish between levels 

1 and 2 and between levels 3 and 4 of women’s participation in corporate leadership.  In distinguishing between levels 1 

and 2, a significant function was generated (λ = .87, n = 60, p < .01) indicating that imports of goods and services are 

able to accurately classify 62% of the countries in the cross-validated analysis, with a positive association (r = .36).  In 

distinguishing between levels 3 and 4, a significant function was generated (λ = .87, n = 41, p < .05) indicating that 

foreign direct investment inflows are able to accurately classify 64% of the countries in the cross-validated analysis, 

with a negative association (r = -.35).  Imports are positively related to women's participation in corporate leadership, 

but FDI inflows are negatively related.  

Types of Goods and Services Produced and Sold – the types of goods and services produced and sold are able to 

distinguish between all levels of women’s participation in corporate leadership.  In distinguishing between levels 1 and 

2, a significant function was generated (λ = .83, n = 39, p < .01) indicating that commercial services exports are able to 

accurately classify 63% of the countries in the cross-validated analysis, with a positive association (r = .32).    

In distinguishing between levels 2 and 3, a significant function was generated (λ = .85, n = 36, p < .05) 

indicating that foods exports is able to accurately classify 65% of the countries in the cross-validated analysis, with a 

positive association (r = .23). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = 85, n = 33, p < .05), 

indicating that computer communications and other services exports are able to accurately classify 59% of the countries 

in the cross-validated analysis, with a positive association (r = .32).  Commercial services in general, food and computer 

communication exports are all positively related to women's participation in corporate leadership. 
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Hypothesis 5: Technology and Physical Infrastructure 

The hypothesis stated that technology and physical infrastructure institutional variables can distinguish between 

qualitatively different levels of women's participation in positions of leadership.  To test this hypothesis, a stepwise 

discriminant analysis was run on 2 sub-categories to determine which of the variables in each of these categories can 

distinguish between levels 1 and 2, 2and 3, 3 and 4 and among all levels 1 through 4 of women in corporate leadership.   

Physical Infrastructure – physical infrastructure is able to distinguish between all levels of women's 

participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was generated (λ = 

.63, n = 27, p < .01) indicating that electric power consumption is able to accurately classify 64% of the countries in the 

cross-validated analysis, with a positive association (r = .40). 

In distinguishing between levels 2 and 3, a significant function was generated (λ = .71, n = 19, p < .05) 

indicating that telephone mainlines is able to accurately classify 53% of the countries in the cross-validated analysis, 

with a negative association (r = -.16). 

In distinguishing between levels 3 and 4, a significant function was generated (λ = .90, n = 40, p < .05) 

indicating that global competitiveness basic infrastructure is able to accurately classify 60% of the countries in the 

cross-validated analysis, with a positive association (r = .36). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .63, n = 51, p < .001) 

indicating that fixed lines and mobile phone subscribers are able to accurately classify 39% of the countries in the cross-

validated analysis, with a positive association (r = .31).  Electric power, fixed line and mobile phone subscribers and 

basic infrastructure are positively related to women's participation in corporate leadership, but telephone main lines are 

negatively related.  

Technological Advancements – technological advancements are able to distinguish only between levels 1 and 2 

of women's participation in corporate leadership.  A significant function was generated (λ = .57, n = 26, p < .001) 

indicating that mobile phone subscribers are able to accurately classify 72% of the countries in the cross-validated 

analysis, with a positive association r = .44). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .74, n = 47, p <.01) 

indicating that personal computers are able to accurately classify 43% of the countries in the cross-validated analysis, 

with a positive association (r = .38).  Mobile phone subscribers and personal computers are positively related to 

women's participation in corporate leadership. 

Hypothesis 6: Political Freedom 

Hypothesis 6 stated that political variables can distinguish between qualitatively different levels of women’s 

participation in positions of leadership.  To test this hypothesis, a stepwise discriminant analysis was run on 2 

subcategories to determine which of the variables in each of these categories can distinguish between levels 1 and 2, 2 

and 3, 3 and 4 and among all levels 1 through 4 of women in corporate leadership.  Neither political rights nor civil 

liberties are able to distinguish between levels 1 and 2, 2 and 3, 3 and 4 or among all levels of 1 through 4 and are not 

related to women’s participation in corporate leadership. 

Hypothesis 7: Culture 

The hypothesis stated that cultural institutional variables can distinguish between qualitatively different levels 

of women's participation in positions of leadership.  To test this hypothesis, a stepwise discriminant analysis was run on 
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3 subcategories to determine which of the variables in each of these categories can distinguish between levels 1 and 2, 2 

and 3, 3 and 4 and amount all levels 1 through 4of women in corporate leadership.  This was done in 3 groups of 

analyses: 1. Cultural values and practices, 2. Leadership practices and 3. Social axioms.   

Cultural Values and Practices – performance orientation, assertiveness, power distance and humane orientation 

are not able to distinguish between levels 1 and 2, 2 and 3, 3 and 4 or among all levels, 1 through 4 and are not related to 

women's participation in corporate leadership. 

Future orientation is able to distinguish between levels 1 and 2 only.  A significant function was generated (λ = 

.60, n = 20, p < .05) indicating that future orientation society practice and future orientation society values are able to 

accurately classify 75% of the countries in the cross-validated analysis.  Future orientation society values in positively 

associated (r = .40) with women in corporate leadership.  Future orientation practices are negatively related to women's 

participation in corporate leadership, but future orientation values are positively related. 

Gender egalitarianism is able to distinguish between 2 and 3 and among all levels 1 through 4 of women's 

participation in corporate leadership.  In distinguishing between levels 2 and 3, a significant function was generated (λ = 

.83, n = 21, p < .10) indicating that gender egalitarianism society practice is able to accurately classify 71% of the 

countries in the cross-validated analysis, with a positive association (r = .42).  Gender egalitarianism values and 

practices are positively related to women’s participation in corporate leadership. 

Collectivism is able to distinguish between levels 1 and 2 and among all levels 1 through 4 of women's 

participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was generated (λ = 

.70, n = 20, p < .05) indicating that in group collectivism society practice is able to accurately classify 70% of the 

countries in the cross-validated analysis, with a negative association (r = -.55). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .78, n = 45, p < .05) 

indicating that in group collectivism society practice is able to accurately classify 40% of the countries in the cross-

validated analysis, with a negative association (r = -.41).  In the group, collectivism practices are negatively related to 

women's participation in corporate leadership. 

Uncertainty avoidance is able to distinguish between all levels of women’s participation in corporate leadership, 

except between levels 2 and 3.  In distinguishing between levels 1 and 2, 3 and 4 and among all levels 1 through 4, a 

significant function was generated in each case (λ = .70, n = 20, p < .05; λ = .84, n = 25, p < .05; λ = .70, n = 45, p < .01 

respectively) indicating that uncertainty avoidance values are able to accurately classify 60%, 72% and 88% 

respectively of the countries in the cross validated analysis, with negative association in each instance (r - .50, r = -.40 

and r = -.50 respectively).  Uncertainty avoidance values are negatively related  to women’s participation in corporate 

leadership. 

Culturally Endorsed Leadership Skills – charismatic and visionary leadership and autonomous leadership are 

not able to distinguish between levels 1 and 2, 2 and 3, 3 and 4 or among all levels, 1 through 4 and are not related to 

women's participation in corporate leadership. 

Team oriented leadership is able to distinguish between only levels 2 and 3 or women's participation in 

corporate leadership.  A significant function was generated (λ = .80, n = 21 p < .05) indicating that team-oriented 

leadership is able to accurately classify 71% of the countries in the cross-validated analysis, with a positive association 

(r = .45).  Team oriented leadership is positively related to women's participation in corporate leadership. 

Participative leadership is able to distinguish between levels 3 and 4 only.  A significant function was generated 

(λ = .81, n = 25, p < .05) indicating that participative leadership is able to accurately classify 60% of the countries in the 
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cross-validated analysis, with a positive association (r = .43).  Participative leadership is positively related to women's 

participation in corporate leadership. 

Humane oriented leadership is able to distinguish between only levels 1 and 2 of women’s participation in 

corporate leadership.  A significant function was generated (λ = .78, n = 20, p < .05) indicating that humane oriented 

leadership is able to accurately classify 70% of the countries in the cross-validated analysis, with a negative association 

(r = -.47).  Humane oriented leadership is negatively related to women's participation in corporate leadership.  

Self-Protective Leadership is able to distinguish between levels 3 and 4 and among all levels 1 through 4 of 

women's participation in corporate leadership.  In distinguishing between levels 3 and 4, a significant function was 

generated (λ = .81, n = 25, p < .05) indicating that self-protective leadership is able to accurately classify 80% of the 

countries in the cross-validated analysis, with a negative association (r = -.53).  Self-protective leadership is negatively 

related to women's participation in corporate leadership. 

Social Axioms – complex social systems are not able to distinguish between levels 1 and 2, 2 and 3, 3 and 4 or 

among all levels 1 through 4. 

Cynicism is able to distinguish between only levels 3 and 4 of women’s participation in corporate leadership.  A 

significant function was generated (λ = .53, n = 12, p < .05) indicating that social cynicism is able to accurately classify 

75% of the countries in the cross-validated analysis, with a negative association (r = -.69).  Social cynicism is negatively 

related to women's participation in corporate leadership.  

Rewards for application are able to distinguish between levels 1 and 2 and among all levels through 4 of 

women's participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was 

generated (λ = .51, n = 20, p < .01) indicating that reward for application is able to accurately classify 85% of the 

countries in the cross-validated analysis, with a negative association (r = -.70). 

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .39, n = 15, p < .01) 

indicating that reward for application is able to accurately classify 93% of the countries in the cross-validated analysis, 

with a negative association (r = -.78).  The reward for application is negatively related to women's participation in 

corporate leadership. 

Flexible religion is able to distinguish between levels 1 and 2 and among all levels 1 through 4 of women’s 

participation in corporate leadership.  In distinguishing between levels 1 and 2, a significant function was generated (λ = 

.40, n = 20, p < .001) indicating that religiosity is able to accurately classify 95% of the countries in the cross-validated 

analysis, with a negative association (r = -.77).    

In distinguishing among all levels 1 through 4, a significant function was generated (λ = .43, n = 15, p < .01)) 

indicating that religiosity is able to accurately classify 100% of the countries in the cross-validated analysis, with a 

negative association (r = -.75).  Religiosity is negatively related to women's participation in corporate leadership. 

Fate control is able to distinguish between levels 1 and 2 only.  In distinguishing between levels 1 and 2, a 

significant function was generated (λ = .74, n = 20, p < .05) indicating that fate control is able to accurately classify 70% 

of the countries in the cross-validated analysis, with negative association (r = -.51).  Fate control is negatively related to 

women’s participation in corporate leadership. 
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Discussion 

Much the same way that Acs and Szerb (2007) propose that promoting enterprise development in middle-

income countries should follow different strategies than in developed economies, the results of the present study show 

that a similar approach is true for promoting women in corporate leadership.  The middle-income countries need to 

concentrate on building human capital and improving technology, while developed countries should concentrate on 

reforming the labour market and financial market deregulation (Acs & Szerb, 2007).  Socio-economic and contextual 

factors affect gender differences in entrepreneurial activity (Minniti & Nardone, 2007).    The present research article 

includes the missing contextual factors not covered by Minniti and Nardone.   

Level 1 – Minimal Participation of Women in Corporate leadership:  

In level 1 with minimal representation of women in corporate leadership, the focus needs to be on labour skills 

and formal job training to increase the talent pool of the labour and make workers and the labour market more 

productive and efficient.  Customs and trade regulations are the major constraints and bureaucratic procedures are 

inefficient obstacles.  Fundamental human development and equality of genders in life prosperity are challenges and 

undernourishment is a societal concern.  Individuals need access to bank loans and the provisions and support to make 

payments on those loans in order for the business environment to prosper. Finally in level 1, women work very hard to 

provide for themselves and their families, but are constrained by family and household responsibilities, a fear of the 

unknown and change, feelings of a lack of control over their own lives and by cultures that lack practice in planning for 

the future and are limited by religious tradition. 

Level 2 – Moderate Participation of Women in Corporate leadership: 

 In level 2 with a moderate representation of women in corporate leadership, many of the similar characteristics 

as in level 1 persist with some progress made.  While skill level of workers remains a major constraint, more firms offer 

formal training and have a positive impact on women leading businesses.  Intellectual property rights, opportunities for 

new businesses and new products and access to affordable suppliers, contractors and professional, legal and banking 

services are improved over countries in level 1 and help women advance into corporate leadership with a significant 

impact.  Domestic credit provided by banks for business loans and a focus on building expertise in commercial services 

are still important for international trade and creating more opportunities for women.  Finally, in level 2, across-the-

board gender egalitarian values and practices, a comfort with the unknown and making changes, more individualistic, 

less dominance from religious values, more belief in personal self-efficacy and internal locus of control and team-

oriented leadership practices characterize culture and the business environment that is conducive to women becoming 

more involved in leading businesses. 

Level 3 – Substantial Participation of Women in Corporate leadership: 

In level 3 with a more substantial representation of women in corporate leadership, making informal payments 

to officials to get things done, customs and trade regulations, contract enforcement and tax administration are all 

constraints to business efficiency.    While labour market efficiency remains important, the focus becomes expanded to 

financial market efficiency in order to achieve global competitiveness.  Gender empowerment, reducing out-of-pocket 

health expenditures and overall growth in human development are all powerful forces in the advance of women to 

participate more in corporate leadership.  Foreign direct investment is more characteristic in level 3 than in the prior two 

levels and computer and communication oriented services exports remain critical to opportunities for women to lead 

businesses.  Culturally, society still supports gender egalitarianism, risk-taking propensities, individualism, fewer 

expectations to adhere to traditional religious values, an affiliation toward hard to work in the face of challenges that 
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women face to ascending to leadership positions and participative leadership styles versus individualistic and 

autonomous or self-centred leadership. 

Level 4 – Pronounced Participation of Women in Corporate leadership: 

In level 4 with a more pronounced representation of women in corporate leadership, payments and gifts for 

government officials are less of an issue, although customs and trade regulations and enforcing contracts are still major 

constraints.  Employment of women in the services sectors, in communication-oriented service exports, in particular, is 

still an important factor reducing unemployment of women and helping women lead businesses.  Literacy of females is 

less of an issue as in earlier levels and gender empowerment is strong and higher education is essential.  Economic 

freedoms are still assigned to a more sophisticated economy.  Business loans, basic infrastructure and technology 

remain vital forces for women to become business leaders.    Foreign direct investment has a negative impact perhaps as 

foreign corporate open operations and women become employees instead of starting their own businesses.  Culture 

revolves around gender equality, lower uncertainty avoidance values, support for individual accomplishments and 

growth, less pressure to follow traditional religious values, hard work and determination for women to lead businesses, 

participative and democratic leadership styles as opposed to those more autonomous or self-protective in nature. 
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