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1 INTRODUCTION

Gender equality has been positioned as
a significant topic and focus of atten-
tion among academics, practitioners,
policymakers, governments, non-gov-
ernmental organizations, and the en-
tire society (Eweje and Nagano 2021).
It has become an important aspect of a
healthy society and sustainable growth
(Tokal et al. 2023). In general, equality is
the right of different groups of people
to have a similar social position and re-
ceive the same treatment, while gender
equality represents the act of treating
women and men equally (Cambridge
Dictionary n.d.). The European Union
defines gender equality as equal visi-
bility, empowerment, involvement, and
opportunities for both men and women
in society (Council of Europe 1998).
In economy, gender equality refers to
the equal opportunity and integration
of men and women into the labour
market (Abendroth 2014). According to
the International Labour Office (2007),
gender equality refers to men and wom-
en having equal rights, opportunities,
and treatment in terms of wages and
career prospects. This does not mean
that there must be an equal proportion
of men and women in every profession,
but rather that both genders should
benefit equally from the same oppor-
tunities (Igbal et al. 2022).

Gender equality has become a global
concern recognized as one of the impor-
tant components in Agenda 2030 and
its 17 Sustainable Development Goals
(SDG) (United Nations 2015). The fifth
SDG aims to achieve gender equality and
empower all women and girls, ensuring
their active participation in leadership
and decision-making, and empower-
ing women through information and
communication technologies, while the
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eighth SDG focuses on full and produc-
tive employment and decent work with
equal pay for all people (United Nations
2018). Women's involvement in all as-
pects of life and work is crucial for sus-
tainable development (Agenda 21 1992;
UN General Assembly 1992). However,
women hold only 37% of the leadership
positions worldwide (World Economic
Forum 2022), and they continue to be
heavily represented in low-status and
low-paid positions (UN Women 2022).
The global Gender Gap Index 2022 es-
timated that it would take 132 years to
close the gender gap and 151 years to
attain equal economic participation and
opportunities (World Economic Forum
2022). According to research, the glass
ceiling effect is one of the factors that
have a detrimental impact on women's
career opportunities. Despite the in-
creased theoretical interest in gender
equality and the glass ceiling, there has
been little empirical research on this
phenomenon (Babic and Hansez 2021),
particularly in the hospitality industry
and its food and beverage segment.
In general, tourism and hospitality indus-
tries are regarded as largely traditional,
patriarchal, and male-dominated. Exist-
ing studies on women's positions in the
hospitality industry found that women
are perceived adversely or even as being
aggressive if they demonstrated a desire
for career advancement, and that there
was no comprehension of why women
wished to progress to higher positions
(Segovia-Pérez et al. 2019). Furthermore,
while women accounted for 55.5% of
the hospitality workforce in 2017, they
remained underrepresented in manage-
rial positions (Ozdemir 2021).

The purpose of this paper is to exam-
ine and analyse the glass ceiling effect
among the women employed in the food
and beverage sector of the hospitality



industry. The food and beverage sector
plays a vital role in global tourism and
economic development (EHL Insights
2024). It encompasses restaurants (hotel
restaurants, exclusive restaurants, clas-
sic bar-restaurants, pizzerias, restaurants
serving Chinese or Mexican food), cafe-
terias, coffee bars, bistros, beach bars.
The food and beverage sector offers
diverse employment opportunities and
significantly shapes a nation’s cultural
authenticity (Getz and Page 2016).

The significance of this research
stems from the fact that women account
for approximately half of the worldwide
population (World Bank 2023), and
gender equality is becoming a signifi-
cant component in plans for economic
growth and development (Ribes Moreno
2023; Tokal et al. 2023). Eliminating the
glass ceiling effect is important, since a
lack of professional advancement op-
portunities is associated with the loss of
talent, employee turnover, job dissatis-
faction, and a lack of commitment and
loyalty (Remington and Kitterlin-Lynch
2017). Furthermore, previous research
indicates that having women on man-
agement teams improves a company’s
financial success (Martinez-Fierro and
Lechuga Sancho 2021).

The paper is structured as follows.
The theoretical part of the paper focuses
on the glass ceiling phenomenon and
the need for equal career opportunities
for both men and women, with a special
emphasis on the food and beverage
sector of the hospitality industry. The
empirical part of the paper includes
research methodology and a descrip-
tion of the research approach such as
research hypotheses, questionnaire
structure, pilot research, the procedure
of the conducted research and applied
statistical tests. After the methodology
and the research results are presented,
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what follows is a discussion of the re-
search findings. The paper concludes
with major findings, implications for
academicians and practitioners, limita-
tions of the conducted research, and
recommendations for further studies
on this topic.

2 THE GLASS CEILING
PHENOMENON: THE KEY
ANTECEDENTS AND NEGATIVE
EFFECTS

The metaphor of a glass ceiling was
initially used to describe women’s lim-
ited advancement opportunities in the
organizational hierarchy (Hymowitz
and Schellhardt 1986). Nowadays, this
metaphoris commonly used in business
and management literature (Martin-
ez-Fierro and Lechuga Sancho 2021).
More broadly, the metaphor of glass
ceiling can refer to members of certain
population groups, such as racial/ethnic
minorities, people with diverse sexual
preferences, and women (Stavrinoud-
is et al. 2021), however it is used in
this research specifically in regard to
women. According to definitions, glass
ceiling represents persistent barriers,
discriminatory practices, and attitudes
that prevent qualified women from ad-
vancing to higher management positions
(Powell and Butterfield 2015; Babic and
Hansez 2021), or a lower probability of
women being promoted than men, or
simply a lower proportion of women in
top management positions (Espinosa
and Ferreira 2022). The glass ceiling rep-
resents discrimination against women
in management, and this phenomenon
increases as women advance in their
professional careers within the organi-
zation (Babic and Hansez 2021; Cotter
etal. 2001). Unfortunately, some studies
have discovered that many companies
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proclaim gender equality and equal
career opportunities, although in es-
sence they fail to fulfil them (Benschop
and Doorewaard 1998). There are four
distinctive characteristics of the glass
ceiling effect: (1) gender difference is
not explained by job-relevant charac-
teristics of the employee, (2) gender dif-
ference is greater at higher levels of an
outcome compared with lower levels, (3)
gender inequality exists in the chances
of advancement into higher levels, not
just the proportions of both genders at
higher levels, and (4) gender inequality
increases over the course of a career
(Cotter et al. 2001).

Although women occupy more lead-
ership positions today than in the past
(Taparia and Lenka 2022), they continue
to fall behind men in executive positions
(Timmer and Woo 2023). There are sev-
eral antecedents of the glass ceiling,
which can be observed from four differ-
ent groups of factors: societal and cul-
tural (gender role stereotypes, lower sta-
tus of women in society), individual (lack
of education, lack of self-confidence,
self-efficacy and self-promotion, lack
of managerial aspirations, work-family
conflict), organizational (hostile and be-
nevolent sexism, discriminatory human
resource practices, lack of mentors and
role models), and policy-related (Taparia
and Lenka 2022). The glass ceiling effect
can have a wide range of negative con-
sequences, both at the individual and
organizational levels. Job dissatisfaction,
disengagement, burnout, professional
stress, and low productivity are some
of the major consequences of the glass
ceiling on the individual level. At the
organizational level, the consequences
include employer’s reduced desirability,
employer's poor brand, lower overall
results, and high turnover rates (Tapar-
ia and Lenka 2022). The glass ceiling is
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not merely a barrier to individual career
advancement; it also poses significant
challenges to broader societal progress.
By perpetuating systemic discrimination,
this phenomenon actively impedes the
realization of a more equitable society.
Furthermore, the glass ceiling prevents
organizations and economies from Fully
leveraging the talents and potential con-
tributions of a significant portion of the
workforce, thereby hindering innovation
and economic growth (World Economic
Forum 2020).

3 GLASS CEILING PHENOMENON
IN THE HOSPITALITY INDUSTRY:
HYPOTHESES DEVELOPMENT

Gender has historically played a crucial
role in hospitality employment. Howev-
er, women's access to managerial roles
in hospitality has recently been identi-
fied as an important topic in literature
(Albors-Garrigos et al. 2021), and the
glass ceiling effect has been found to
exist in the hospitality industry (Costa
et al. 2017; Segovia-Pérez et al. 2019;
Fathy and Zidan 2020; Liu et al. 2020).
While women constitute a significant
proportion of the tourism and hospital-
ity workforce worldwide (approximately
56%, according to Stacey 2015), their
representation in higher-ranking posi-
tions remains disproportionately low
compared to their male counterparts
(Mooney 2020; Stavrinoudis et al. 2021).
This disparity is evident, with women
holding less than 40% of managerial
positions, less than 20% of general
management roles, and a mere 5-8%
of board positions in the hospitality
industry (Ristova and Angelkova Petko-
va 2019). Furthermore, other research
results indicate that women in this in-
dustry are often concentrated in roles
characterized by lower wages and a lack



of specialized skills (Ttirkcan 2022). Many
women experience a “broken rung” as
one of the glass ceiling effects, which
manifests as missing the first step in
the “ladder of leadership,” such as the
early stages of the promotion process
(Smith 2015). Consequently, the un-
derrepresentation of women in junior
managerial roles creates a bottleneck
effect, limiting the pool of qualified
female candidates eligible for advance-
ment to higher-level positions (Russen
et al. 2021). Additionally, women in the
hospitality industry often encounter the
“old boys’ network,” an informal and
exclusionary system of male colleagues
who preferentially support and promote
each other’s career advancement. This
phenomenon further impedes women's
access to senior management positions,
thus reinforcing the glass ceiling effect
(Gebbels 2022). Therefore, the first
hypothesis proposed in this research is:

Hypothesis 1: The glass ceiling effect
exists in the food and beverage sec-
tor of the hospitality industry.

The literature highlights several fac-
tors contributing to women's struggle to
advance to higher positions within the
hospitality industry. Societal barriers,
rooted in conscious and unconscious
biases related to gender, play a signifi-
cant role. These biases perpetuate the
stereotypes about women's abilities and
societal expectations regarding their
roles in both professional and family
spheres. Traditional gender roles often
disproportionately burden women with
childcare and household responsibilities,
creating challenges in balancing career
aspirations with family commitments.
The demanding nature of the hospitality
industry can exacerbate this conflict,
forcing women to make difficult choices
that may hinder their career progression
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(Clevenger and Singh 2013). Research by
Boone et al. (2013) reveals that while
both male and female executives pre-
dominantly rely on in-home childcare,
women are more likely to utilize addi-
tional childcare options like school/day-
care and extended family. This suggests
that women may face greater challenges
in arranging and managing childcare,
potentially impacting their career ad-
vancement opportunities, particularly
during critical periods when promotions
are most likely to occur. Furthermore,
household responsibilities can limit
women's ability to network and build
professional relationships. While men
may have more freedom to engage in
after-work networking activities, women
often prioritize family obligations, thus
missing out on valuable opportunities to
connect with colleagues and superiors
(Segovia-Pérez et al. 2019). Therefore,
the second hypothesis proposed in this
research is:

Hypothesis 2: Manifestations of the
glass ceiling effect differ, depending
on the respondent’s personal factors
such as gender, age, marital status,
and parental status.

Previous research on this topic indi-
cates a complex relationship between
educational level and the perception of
barriers to career advancement among
women in the hospitality industry. While
educational level appears to influence
women's perceptions of these barriers
(Bazazo et al. 2017), it does not neces-
sarily guarantee increased promotions
for women. The hospitality industry
presents unique nuances and challenges
that may be best understood through
direct experience rather than solely
through formal education. Soft skills,
such as communication, interpersonal
relationships, emotional intelligence,
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and problem-solving, are highly valued
in this sector and are often cultivat-
ed through on-the-job training (Baum
2006). Hands-on experience in diverse
roles within the industry can foster a
deeper understanding of operations,
customer service, and leadership, po-
tentially outweighing theoretical knowl-
edge gained in academic settings (Deery
and Jago 2015). Additionally, the indus-
try's high turnover rates create oppor-
tunities for rapid career progression,
as organizations constantly seek new
talent and leadership to maintain oper-
ational efficiency (Enz and Siguaw 2000).
Therefore, while educational attainment
may play a role in shaping women'’s per-
ceptions of career barriers, it is not the
sole determinant of the advancement
in the hospitality industry. Practical ex-
perience, adaptability, and the ability to
navigate the industry’s unique challeng-
es are also critical factors to consider.
Furthermore, the hospitality industry’s
dynamic nature, characterized by evolv-
ing customer preferences, emerging
technologies, global trends, and un-
foreseen disruptions like the COVID-19
pandemic, often favours individuals
who are adaptable, quick learners, and
thrive in fast-paced environments. Such
individuals may experience rapid career
advancement regardless of their educa-
tional background or the length of work
experience. Nevertheless, studies such
as Zhong et al. (2013) emphasize the
importance of both work experience
and formal education in Facilitating
women's career advancement within the
hospitality industry. Therefore, the third
hypothesis proposed in this research is:

Hypothesis 3: Manifestations of the
glass ceiling effect differ depending
on the respondent’s education level
and the length of work experience.
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4 RESEARCH METHODOLOGY

An empirical study was conducted using
a specially designed questionnaire. The
questionnaire began with profile ques-
tions to determine the respondents’ key
characteristics: gender, education, mari-
tal status, and parental status. Including
both genders allows for a more compre-
hensive understanding of the glass ceil-
ing phenomenon and its manifestations.
This approach can uncover potential
gender-specific challenges or biases
that may not be apparent when encom-
passing only one gender. The following
set of questions concerned the respond-
ents’ country of employment, type of
food and beverage facility where they
work, job position, length of work ex-
perience in food and beverage facilities,
and the length of work in the current
food and beverage facility. In addition to
the profile questions mentioned above,
the questionnaire included statements
formed in the measurement scale “Glass
Ceiling Effect” to which respondents an-
swered using a seven-point Likert scale
(1 —completely disagree, 7 —completely
agree). This research applied a measure-
ment scale developed from the three
initial statements designed to examine
manifestations of the glass ceiling ef-
fect among women in managerial posi-
tions. Notably, these statements have
been adjusted in this research with the
aim to encompass all women employees
within the food and beverage sector,
not solely those in managerial positions
(Elacqua et al. 2009: 288): (e.g. women
at our company “generally progress
to a certain level, then go no further”,
“| believe our company is not serious
about eliminating barriers that prevent
women from reaching their potential”,
and women at our company “are of-
ten excluded from important senior



management communications”). Apart
from the above mentioned statements,
the measurement scale included three
additional statements more suitable to
European culture, developed on the ba-
sis of the research of Babic and Hansez
(2021) (e.g. | notice that men progress
more quickly than women in this compa-
ny; women are not given the same treat-
ment as men in managerial positions at
this company; and men are able to get
jobs at higher hierarchical levels in this
company than women, even with the
same expertise and skills) with the aim
of more thoroughly investigating mani-
festations of the glass ceiling effect. The
pilot research included 30 respondents
from the food and beverage sector of
the hospitality industry, with the aim
to ensure the comprehensibility of the
questions and their unambiguity and
clarity, as well as the reliability of the
measurement scale. Cronbach’s Alpha
coefficient for the measurement scale
“Glass Ceiling Effect” in this pilot re-
search was above 0.7, indicating a high
reliability.

The final questionnaire was distrib-
uted online, and all the responses were
anonymous. The response collection pe-
riod lasted from October 2023 to Janu-
ary 2024. This study used a non-prob-
abilistic sampling approach which is
well-suited for exploratory quantitative
research. Convenience sampling includ-
ed distributing the survey on LinkedIn
profiles in order to reach readily avail-
able participants, whereas purposive
sampling involved emailing the survey
to possible respondents who met cer-
tain research criteria (Fajgelj 2020). The
questionnaire was sent to the e-mail
addresses of hospitality managers of
establishments such as hotel restau-
rants, exclusive restaurants, classic
bar-restaurants, pizzerias, restaurants
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serving Chinese or Mexican food, caf-
eterias, coffee bars, bistros, and beach
bars with a polite request to take 15
minutes to complete the questionnaire
and forward it to other employees.
The research was conducted in four
countries (Serbia, Montenegro, Croatia,
and Bosnia and Herzegovina) which
share similarities in terms of their so-
cialist past, post-socialist transitions,
socio-economic challenges, and cultur-
al norms. These shared characteristics
help explain why similar results might
persist across these countries, despite
their individual variations and specific
circumstances.

The questionnaire was distributed
to about 2,000 employees, and after
three kind follow-up e-mails, a total of
1,082 respondents filled out the ques-
tionnaire, indicating a response rate
of 54.10%, which has been considered
acceptable in social sciences (acceptable
response rate ranges from 30 to 70%)
(De Vaus 2013).

The processing and analysis of the
collected data were performed using Mi-
crosoft® Excel® 2019 and Statistical Soft-
ware for Social Sciences, SPSS, version
21.0. Cronbach’s Alpha coefficient for
the measurement scale “Glass Ceiling Ef-
fect” was 0.948, indicating high reliability
for the scale (Taber 2018). The normality
of the data distribution was examined
using the Kolmogorov-Smirnov test,
along with histograms, skewness, kurto-
sis, the normal probability curve, and the
boxplot. The results for the scale “Glass
Ceiling Effect”, with a significance (Sig.)
of 0.000, indicated that the assumption
of normal data distribution was not met.
As a result, non-parametric statistical
techniques were used for statistical
analysis within the measurement scales.
The Mann-Whitney U-test was used
to compare differences between two
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groups, while the Kruskal-Wallis H-test
and Tukey HSD test were used to com-
pare differences among three or more
groups with a 95% confidence interval.
Levene's test for equality of variances
was applied in all tests comparing dif-
ferences between groups, meeting the
assumption of variance homogeneity in
all the cases (p > 0.05).

5 RESEARCH RESULTS

Table 1 presents basic information about
the respondents. The study encom-
passed 1,082 respondents, with 56.4%
men and 43.6% women. Regarding age
distribution, the majority of respond-
ents (63%) were between the ages of
31 and 50, followed by those aged up
to 30 (25%). Regarding education, the
majority of respondents completed
secondary school (58.8%). More than
one-fifth of respondents had a high-
er school diploma, while 15.4% had

Table 1 Basic information about respondents

completed university. Such educational
structure is not surprising, given the
fact that the food and beverage sector
of the hospitality industry often has a
significant proportion of employees with
secondary education. The emphasis on
respondents with secondary education
allows for a focused examination of the
glass ceiling's impact on the early-career
trajectories within the hospitality indus-
try and the glass ceiling phenomenon.
Almost 70% of the respondents were
married or in a partnership, while 60%
had children.

Table 2 presents the basic informa-
tion about the respondents’ employ-
ment. The majority of respondents
worked in Croatia (45.6%), followed
by Serbia (25%). A certain proportion
of respondents worked in Montenegro
(15.2%) and Bosnia and Herzegovina
(14.3%). The majority of respondents
worked in hotel restaurants (38.1%), fol-
lowed by exclusive restaurants (20.2%).

Answers N %

Male 610 56.4
Gender

Female 472 43.6

Up to 30 270 25.0
Age From 31 to 50 682 63.0

Above 50 130 12.0

Primary School 21 1.9

Secondary School 649 58.8
Education

Higher School 242 21.9

University 170 15.4

Married/Partnership 750 69.3
Marital status

Single/Divorced/Widowed 332 30.7

With children 652 60.3
Parental status

Without children 430 39.7

Source: Authors
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Table 2 Basic information about the respondents’ employment

Answers N %
Croatia 493 45.6
Serbia 270 24.9
Country
Montenegro 164 15.2
Bosnia and Herzegovina 155 14.3
Hotel restaurant 412 38.1
Exclusive restaurant 219 20.2
Type of Food.a'nd Classic bar-restaurant 170 15.7
beverage facility
Pizzeria, restaurant serving Chinese or Mexican food 143 13.3
Cafeteria, caffe bar, bistro, beach bar 138 12.7
Less than 1 year 304 28.1
Length of working From 1 to 5 years 438 40.5
experience in pres-
ent Food and bever- From 5 to 10 years 202 18.6
age facility From 10 to 15 years 69 6.4
More than 15 years 69 6.4

Source: Authors

Asmaller number of respondents worked
in classic bar-restaurants (15.7%), pizze-
rias, restaurants serving Chinese or
Mexican food (13.3%), and cafeterias,
coffee bars, bistros, beach bars (12.7%).
In terms of working experience in the
current food and beverage facility, the
majority of respondents have worked
there for 1 to 5 years (40.5%), followed
by those who have worked in their cur-
rent facility for less than 1 year (28.1%).
There were 18.6% of respondents who
have worked in the present food and
beverage facility from 5 to 10 years, and
12.8% of respondents who have worked
for more than 10 years. The inclusion of
respondents who worked less than 1
year and from 1 to 5 years is important
as the early years of a career are forma-
tive in shaping individuals' perceptions
of fairness, equity, and opportunity
within the organization. Analysing the

experiences of employees with varying
tenure can reveal whether manifesta-
tions of the glass ceiling effect differ
based on the length of the time spent
in the food and beverage facility. This
can help identifying potential systemic
biases or discriminatory practices that
may emerge over time.

Table 3 presents the results for the
number and percentage of women and
men in various job positions in food and
beverage facilities. Men are more likely
to have higher-level job positions such as
Director, Food and Beverage Manager,
Bar Manager, Restaurant Manager, and
Executive Chef, whereas women are
more likely to hold lower-level jobs such
as Restaurant Support Staff and Kitchen
Support Staff. The results imply that
gender balance varies by job type, with
notable disparities in gender in leader-
ship and managing positions.

STANOVNISTVO, 2025, 63(1), 51-72



60 | Anempirical study of the glass ceiling’s impact on gender equality and career opportunities

Table 3 Gender structure regarding job position of respondents

S Women Men Total
N % N % N %
Director 26 5.53 52 8.85 78 7.21
Food and Beverage Manager 18 3.83 52 8.85 70 6.47
Bar manager 9 1.91 37 6.30 46 4.25
Restaurant manager 43 9.15 64 10.89 107 9.89
Executive Chef 38 8.09 70 11.91 108 9.98
Chef 82 17.45 98 16.67 180 16.64
Pastry chef 31 6.60 12 2.04 43 3.97
Bartender 36 7.66 28 4.76 64 5.91
Waiter 81 17.23 130 22.14 211 19.50
Sommelier 42 8.94 40 6.80 82 7.58
Restaurant support staff 34 7.23 15 2.55 49 453
Kitchen support staff 32 6.81 12 2.04 44 4.07
Total 472 100.00 610 100.00 1082 100.00
Source: Authors
Table 4 Gender structure regarding country and type of food and beverage facility
Croatia Montenegro Serbia E:igéaggcgma
N % N % N % N %
Women

Hotel restaurant 91 51.70 25 25.77 39 33.62 14 16.87
Exclusive restaurant 32 18.18 20 20.62 25 21.55 12 14.46
Classic restaurant-bar 19 10.79 12 12.37 17 14.66 14 16.87
E;ff;?ﬂ;ﬁse/ Mexi- 1, 682 28 2887 17 1466 27 3253
Cafeteria, coffeebar, 55 1250 12 1237 18 1552 16 19.28

Total 176 100.00 97 100.00 116 100.00 83 100.00

Men

Hotel restaurant 144 45.43 27 40.30 51 33.12 21 29.17
Exclusive restaurant 67 21.11 16 23.88 31 20.13 16 2.22
Classic restaurant-bar 50 15.77 14 20.90 36 23.38 8 11.11
E;Zr]zfgsat'airr‘g:fe/ Mexi- 4y 347 6 8.96 26 1688 16 2222
Efsftfge”a' coffee bar, 45 1418 4 5.97 10 649 11 15.28

Total 317 100.00 67 100.00 154 100.00 72 100.00

Source: Authors
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Table 4 presents the structure of
women and men regarding their em-
ployment in various food and beverage
facilities in the observed countries.
In Croatia, women outnumbered men
only in hotel restaurants and in pizzerias,
Chinese/Mexican restaurants. In Mon-
tenegro, women outnumbered men in
pizzerias, Chinese/Mexican restaurants
and in cafeterias, coffee bars and bistros,
while in Serbia, women outnumbered
men in hotel restaurants, exclusive res-
taurants and in cafeterias, coffee bars,
and bistros. In Bosnia and Herzegovina
men outnumbered women only in hotel
restaurants.

Table 5 presents statistical results
(number, percentage, mean (M), stand-
ard deviation (SD)) for statements on the
scale “Glass Ceiling Effect”. The answers

J. Luki¢ Nikoli¢, P. Labus | 61

from the seven-point Likert scale were
summarized into three groups for easier
understanding and discussion: disagree
(answers 1, 2 and 3), neutral (answer
4), and agree (answers 5, 6 and 7). The
mean value for each statement ranges
between 2.10 and 2.30, indicating that
the glass ceiling effect is perceived to
not exist in the food and beverage sec-
tor of the hospitality industry. In addition
to the mean values, the frequency and
percentage of the respondents’ answers
clearly demonstrate that the majority
of respondents stated that glass ceiling
effect did not exist in food and beverage
facilities in which they were employed.
Of all respondents, 77.91% disagree
with the statement that women gener-
ally progress to a certain level and then
go no further, while 78.65% respondents

Table 5 Statistical results regarding statements in the scale “Glass Ceiling Effect”

Statements Answers N % M SD
Disagree 843 77.91
Womgn at our company generally progress to a Neutral 53 490 230 1978
certain level, then go no further.
Agree 186 17.19
| believe our company is not serious about Disagree 851 78.65
eliminating barriers that prevent women from Neutral 56 5.18 2.26 1.935
reaching their potential. Agree 175 1647
Disagree 880 81.33
Women at our company are often excluded 'From Neutral 47 434 210 1.865
important senior management communications.
Agree 155 14.33
Disagree 862 79.67
| notice Fhat men progress more quickly than Neutral 0 462 224 1953
women in this company.
Agree 170 15.71
Disagree 866 80.04
Women are no;glven the same treatment as menin Neutral 59 5 45 216 1913
managerial positions at this company.
Agree 157 14.51
Men are able to get jobs at higher hierarchical levels Disagree 857 79.21
in this company than women, even with the same Neutral 54 4.99 2.22 1.937
expertise and skills. Agree 171 15.80

Source: Authors
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disagree with the statement that their
employers are not serious about elim-
inating barriers that prevent women
reaching their potential. More than 80%
of the respondents disagree with the
statement that women are often exclud-
ed from important senior management
communications. Furthermore, around
80% of the respondents disagree with
the statements that men progress more
quickly than women, that women are
not given the same treatment as menin
managerial positions, and that men are
able to get jobs at higher hierarchical
levels than women, even with the same
expertise and skills. A certain number of
respondents showed a neutral attitude
regarding the statements, ranging from
4.62% to 5.45%.

Table 6 Results of Mann-Whitney U-test

of the glass ceiling effect in the an-
swers of men (Md=1.17, N=610) and
women (Md=1.33,N=472),U=139179.5,
7=-0.992, p=0.321.

In addition, the Mann-Whitney U-test
did not show a statistically significant
difference in the existence of the glass
ceiling effect in the answers of the
respondents who were married/in part-
nership (Md=1.17, N=750) and single/
divorced/widowed (Md=1.25, N=332),
U=121364.5, 7=-0.699, p=0.484.

Likewise, the Mann-Whitney U-test
did not show a statistically significant dif-
ference in the existence of the glass ceil-
ing effect among the respondents with
children (Md=1.17, N=652) and those
without children (Md=1.33, N=430),
U=136358.5, Z=-0.803, p=0.422.

Answers N M Md U z p
Male 610  533.66  1.17
Gender 139179.5  -0.992  0.321
Female 472 551.63 1.33
Marital Married/Partnership 750 537.32 117
121364.5  -0.699  0.484
status Single/Divorced/Widowed 332 55094 125
With children 652 53564  1.17
Ptare”tal 1363585  -0.803  0.422
status Without children 430 55039  1.33

Source: Authors

Table 6 presents the results of the
Mann-Whitney U-test. The Mann-Whit-
ney U-test did not show a statistically
significant difference in the existence

Table 7 Results of Mann-Whitney U-test (women)

Further examination focused only on
women. Results are presentedin Table 7.
The Mann-Whitney U-test did not show
a statistically significant difference in

Answers N M Md u z p
With children 196 241.11 1.25

Women 26144.0 -0.655 0.513
Without children 276 233.22 1.33
Married/Partnership 305 238.95 1.67

Women 24720.5 -0.558 0.577
Single/Divorced/Widowed 167 232.03 1.00

Source: Authors
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the existence of the glass ceiling effect
in the answers of women with children
(Md=1.25, N=196) and those without
children (Md=1.33, N=276), U=26144.0,
Z=-0.655, p=0.513. In addition, the
Mann-Whitney U-test did not show a
statistically significant difference in the
existence of the glass ceiling effect in
the answers of women who were mar-
ried/in partnership (Md=1.67, N=305)
and those who were single/divorced/
widowed (Md=1.00, N=167), U=24720.5,
7=-0.558, p=0.577.

Table 8 presents the results of the
Kruskal-Wallis H-test. The Kruskal-Wallis
H-test did not identify statistically sig-
nificant differences regarding the age
of the respondents x?(df=2, N=1082)
=2.347, p=0.309 and the length of the
working experience in the current food
and beverage facility x*(df=4, N=1082)
=7.625, p=0.106.

The Kruskal-Wallis H-test results show
that there are statistically significant dif-
ferences in the responses based on ed-

Table 8 Results of the Kruskal-Wallis H-test
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ucation levels, x*(df=3, N=1082) =8.110,
p=0.044. Compared to other educational
levels, respondents with a university
degree showed the highest median
score (Md=1.75), followed by those with
secondary school education (Md=1.33).
However, further analysis with the Tuk-
ey HSD test did not reveal statistically
significant differences in the responses,
F(df=3, N=1082)=1.583, p=0.192. Eta
square equals 0.004.

In addition, the Kruskal-Wallis H-test
results show that there are statistically
significant differences in responses
based on the length of the working
experience in the present food and bev-
erage facility, x*(df=4, N=1082) =10.097,
p=0.039. The respondents who have
worked less than one year in their cur-
rent facility have the highest median
score (Md=1.67). However, further anal-
ysis with the Tukey HSD test did not
reveal statistically significant differences
in responses, F(df=4, N=1082)=1.896,
p=0.109. Eta square equals 0.007.

Answers N M md x? df p
18-30 270 564.38  1.50
Age 31-50 682 535.87 1.17 2.347 2 0.309
Over 50 130 523.52 117
Primary School 21 479.55  1.00
Secondary School 649 545.06  1.33
Education 8.110 3 0.044*
Higher School 242 506.61 1.00
Faculty 170 585.22 1.75
Less than 1 year 304 582.74  1.67
Length of work- From 1 to 5 years 438 536.02 117
INg EXPEMencen =t om 50 10 years 202 51982 100  10.097 4 0.039*
present food and
beverage facility  From 10 to 15 years 69 488.77  1.00
More than 15 years 69 510.82 1.00

Source: Authors
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Table 9 Results of the Kruskal-wallis H-test (women)

Answers N M md X2 df )
18-30 147 256.17 1.83

Women 31-50 270 230.54 117 5801 2 0.055
Over 50 55 213.16 1.00
Primary School 18 223.89 1.00

Women Secondary School 265 239.49 1.50 3081 3 0.350
Higher School 109 219.91 1.00
Faculty 80 252.04 1.58
Less than 1 year 160 247.86 1.67
From 1 to 5 years 172 238.71 1.33

Women From 5 to 10 years 88 228.72 1.08 4660 4 0.324
From 10 to 15 years 23 194.67 1.00
More than 15 years 29 217.53 1.00

Source: Authors

Table 9 presents the results of the
Kruskal-Wallis H-test specifically for
women. The Kruskal-Wallis H-test did not
identify statistically significant differenc-
es regarding the age of women x?(df=2,
N=472) =5.801, p=0.055 and their edu-
cational level x*(df=3, N=472) =3.281,
p=0.350. Additionally, the Kruskal-Wallis
H-test did not identify statistically signif-
icant differences regarding the length
of the working experience of women in
their current food and beverage facility
x*(df=4, N=472) =4.660, p=0.324.

6 DISCUSSION OF THE
RESEARCH FINDINGS

This research investigated the glass
ceiling effect using statistical data on
the proportion of men and women in
various job positions in food and bever-
age facilities, as well as replies reflecting
the participants’ personal impressions
of the glass ceiling’s existence. Table 3
showed that men outnumbered women
in higher-level job positions, while wom-
en outnumbered men in lower-level job
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positions, suggesting a possible mani-
festation of the glass ceiling. However,
results presented in Table 5 revealed
that the majority of respondents an-
swered that the glass ceiling did not
existin the observed food and beverage
facilities (mean values for answers on
statements range from 2.10 to 2.30).
A small proportion of the respondents
reported some manifestations of the
glass ceiling effect, ranging from 14.33%
to 17.19%. This leads to the conclusion
that Hypothesis 1 has been accepted:
the glass ceiling effect exists in the food
and beverage sector of the hospitality
industry, although to a small extent
according to the personal perceptions
of the respondents.

The results of the conducted sta-
tistical tests (Mann-Whitney U-test,
Kruskal-Wallis H-test, Tukey HSD test)
revealed that there were no statistically
significant differences in respondents’
answers about the manifestations of
the glass ceiling effect based on their
gender, age, marital status, or parental
status, thereby rejecting Hypothesis



2. Furthermore, the findings of the
Kruskal-Wallis H-test and further analysis
with the Tukey HSD test revealed that
there were no statistically significant dif-
ferences in manifestations of the glass
ceiling effect based on the respondents’
education and the length of work experi-
encein the food and beverage facilities,
rejecting Hypothesis 3.

The results of this research are slight-
ly better than those of other studies
on the same topic conducted in other
countries. For example, a study involv-
ing 60 alumni (77% female and 23%
male) from a major United States hos-
pitality and tourism college, currently
working in management or above in
various segments of the industry, found
that 45.8% of them perceived a glass
ceiling effect within their companies,
while 46% agreed that women were
not promoted to senior management
positions at the same rate as men. Addi-
tionally, 63% reported observing fewer
women supervisors than men counter-
parts (Clevenger and Singh 2013). In a
separate study involving 200 women
employees from hotels, ASEZA, and
the University of Jordan Agaba branch
in Agaba, Jordan, the mean value for
the statement affirming the existence
of the glass ceiling within organizations
was 3.06. Furthermore, the mean value
for the statement asserting that women
were not promoted at the same rate as
men was 3.19. Notably, the statement
regarding the underrepresentation of
women in managerial roles compared
to men garnered a slightly higher mean
value of 3.49 (Bazazo et al. 2017). A sur-
vey encompassing 145 women hotel
employees in the United Kingdom and
Ireland found that 66% of women disa-
greed with the statement that they had
fewer opportunities for advancement
than men (Deiana and Fabbri 2020).
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Furthermore, a study involving 14 fe-
male hospitality employees in the South-
east United States indicated that half of
the respondents had not encountered
the glass ceiling effect or did not Ffully
grasp the concept, irrespective of their
managerial positions (Chen et al. 2021).

On the other hand, regarding results
from the same region, a study conduct-
ed in Vojvodina, Republic of Serbia,
involving ten women aged 27 to 50,
revealed that 80% of them perceived
men as being favoured and receiving
significantly better career opportunities
within the hotel industry (Garaca et al.
2021). These findings suggest varying
perceptions of the glass ceiling effect
among women in the hospitality indus-
try, influenced by geographical context
and individual experiences. Apart from
governments, non-governmental or-
ganizations and policymakers, compa-
nies in the hospitality industry play an
essential role in achieving, supporting,
and nurturing gender equality through
their corporate and social responsibility
initiatives (Grosser et al. 2017). The ine-
quality in gender advancement to high-
er positions in the hospitality industry
can be easily observed, especially given
that careers are mostly continuous in
the sense that an individual progresses
from an entry-level position to a first-
line management, middle-level man-
agement, and top management (Ng and
Pine 2003).

The results of this research revealed
that majority of respondents in the
food and beverage facilities did not
perceive the existence of the glass ceil-
ing, despite the fact that the hospital-
ity industry had some characteristics
that unsuitable for women due to their
traditional orientation to family and
social responsibilities (Stavrinoudis et
al. 2021), such as the need to provide
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services 24 hours a day throughout the
year, particularly on weekends and state
holidays, and participation in various
events scheduled after working hours
(Fathy and Zidan 2020). Empowering
women in the hospitality industry rep-
resents a significant step towards not
only eliminating gender inequalities, but
also improving overall business results.
By creating a supportive environment
and enhancing diversity and inclusion in
the workplace with the special focus on
gender equality, the hospitality industry
can make a substantial contribution to
a sustainable future. Furthermore, the
fact that the hospitality industry in Ser-
bia, Croatia, Montenegro, and Bosnia
and Herzegovina is breaking down the
glass ceiling has a positive impact on
many otherindustries as well as society.
This is particularly relevant with regards
to the requirement that candidates and
potential candidates for the member-
ship in the European Union adhere to
gender equality (Lilyanova 2018).

7 CONCLUSION

The results from this research have sig-
nificant implications for the academic
community and practitioners, particu-
larly policymakers, leaders and manag-
ers in the hospitality industry. To the
best of the author’s knowledge, this
is one of the first studies to include
over 1,000 respondents from four dif-
ferent countries with similar histories
and cultures. In general, the results
are valuable for the entire academic
community due to the fact that gender
equality represents one of the pillars of
sustainable development. This paper
undertakes research and analysis of
current literature on gender equality
and the glass ceiling effect to provide a
fullunderstanding of these phenomena
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in the contemporary corporate world.
In addition to a literature review, the
paper incorporates empirical research
in the hospitality industry, with special
emphasis on its food and beverage sec-
tor, which provides actual data and basis
for future research on the glass ceiling
in this sector and industry. Furthermore,
a standardized questionnaire was ap-
plied in the research, and its validity and
reliability have been verified. Aside from
the academic community, this research
could have significant implications for
practitioners, particularly policymakers,
leaders, and managers in the hospitality
industry. They may realize the need to
eliminate the glass ceiling effect and
provide equal opportunities for career
advancement for men and women.
Consequently, they will have the best
talent in their companies, regardless of
gender, resulting in superior results and
achievements.

The conducted research is accom-
panied by several limitations. First, the
research examined only the presence of
the glass ceiling phenomenon in terms
of women'’s advancement within organ-
izational hierarchies, neglecting other
important manifestations such as gen-
dered professional roles (jobs tradition-
ally perceived as “male”) and the gender
pay gap, both of which are important
for a thorough understanding of gender
disparities. Future research should look
into these other factors to present a
more complete picture of the challeng-
es that women experience in the work-
place. Second, this research included
only organizations from the food and
beverage sector of the hospitality indus-
try, and consequently the results and
conclusions cannot be generalized to
the entire hospitality industry and other
industries. Third, the questionnaire only
comprised close-ended questions, so



the respondents were unable to write
down and express their thoughts and
feelings regarding glass ceiling effects.

The limitations indicated above can
be used to provide recommendations
for future research on this topic. First
of all, this research provides a basis for
further research on the glass ceiling ef-
fect, not only in the food and beverage
sector of the hospitality industry, but
also in the entire hospitality industry,
as well as other industries. It would be
useful to investigate and analyse the
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human resource approaches and proce-
dures employed in the observed food
and beverage facilities. Furthermore,
it would be beneficial to examine the
overall performance of those facilities
and compare them to the performances
of other facilities and companies that
do not have gender equality in order
to make more profound conclusions.
Finally, it would be beneficial to include
open-ended questions in the question-
naires and conduct interviews in order
to reach deeper conclusions.
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Empirijsko istraZivanje uticaja
~Staklenog plafona” na jednakost
polova i mogucénosti za razvoj karijere
u sektoru hrane i pic¢a

PROSIRENI SAZETAK

Jednake karijerne moguénosti za oba pola, muskarce i zene, predstavljaju klju¢nu polugu za odr-
Zivi razvoj. Jedan od fenomena koji negativno uti¢e na jednakost polova je efekat ,staklenog
plafona”. U kompanijama u kojima je prisutan ovaj fenomen, Zene su suocene sa nevidljivom bari-
jerom (staklenim plafonom) koja ih sprecava da napreduju na vise menadzerske pozicije. Cilj ovog
rada je daispita i analizira da li se Zene koje su zaposlene u sektoru hrane i pi¢a u okviru ugosti-
teljske industrije suocavaju sa efektom staklenog plafona. Empirijsko istrazivanje je sprovedeno
primenom posebno koncipiranog upitnika koji je poslat restoranima (hotelskim restoranima, ek-
skluzivnim restoranima, klasi¢nim restoranima, restoranima specijalizovanim za odredenu vrstu
hrane, picerijama), kafeterijama, kafi¢ima, bistroima i barovima u Srbiji, Crnoj Gori, Hrvatskoj, Bo-
sni i Hercegovini. U periodu od oktobra 2023. do januara 2024. godine na upitnik je odgovorilo
ukupno 1082 ispitanika. Prikupljeni odgovori su obradeni primenom Microsoft® Excel® 2019 i
statistickog softvera za drustvene nauke — SPSS, verzija 21.0. Za testiranje postavljenih hipoteza
primenjeni su neparametarski statisticki testovi (Mann-Whitney U-test, Kruskal-Wallis H-test i Tu-
key HSD test). Dobijeni rezultati su pokazali da od ukupnog broja ispitanika, mali procenat sma-
tra da u njihovoj kompaniji postoji efekat staklenog plafona. Manje od petine ispitanika, tacnije
17,19% ispitanika smatra da Zene u njihovoj kompaniji napreduju do odredenog nivoa, ali ne
dalje od toga, odnosno da nemaju pristup najvisim menadzerskim pozicijama. Isto tako, 16,17%
ispitanika smatra da njihova kompanija ne pristupa ozbiljno eliminisanju barijera koje sprecavaju
Zene da iskoriste svoj pun potencijal. Oko 14% ispitanika smatra da su Zene &esto iskljucene iz
vaznih informacija visih nivoa menadZzmenta i da Zene na menadzerskim pozicijama nemaju isti
tretman kao muskarci. Dalje, oko 16% ispitanika smatra da muskarci ne samo da brze napreduju
od Zena, vec lakse mogu da dobiju poslove na visem hijerarhijskom nivou u poredenju sa Zenama
iako imaju iste kompetencije. Rezultati statistic¢kih testova su pokazali da se rezultati ispitanika o
postojanju efekta staklenog plafona ne razlikuju u zavisnosti od njihovog pola, starosti, bra¢nog
statusa, dece, obrazovanja, niti duzine radnog iskustva u objektu koji pripada sektoru hrane i pica.
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jednakost polova, stakleni plafon, karijerne moguénosti, ugostiteljstvo, sektor hrane i pic¢a
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