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Abstract 
 

Anne Ngozi Odoh 

Thesis title: Understanding the Lived Experiences of Being a Woman 

Leader in a Technology Organization 

Keywords: Gender, Leadership, Diversity, Glass ceiling barriers, Gendered 

careers, Women in technology, Gender stereotypes, Women technology 

leaders, Patriarchy, Nigeria and Technology careers.  

Purpose: The aim of this study was to explore the experiences of female 

senior managers in technology organizations and understand how they feel 

about themselves, their roles and their technology organizations. The study 

highlights the issues faced by women working in a gendered role, a 

masculine industry and a non-western, strong patriarchal society. 

Methodology/Design: A qualitative research methodology was adopted for 

this study. Eleven semi-structured interviews were used to collect empirical 

data from women senior managers in Nigerian technology organizations, 

which was thematically analyzed.  

Findings: The findings from this study indicate that women in technology 

are no longer reluctant to progress in this gendered career. Women 

technology leaders are ambitious and driven to scale the semantic barriers 

to top management roles. They experience workplace discrimination, 

insecurities and work-family conflicts, but do not punish themselves for 

sometimes dropping the ball. Rather, they show up to take on daunting 

assignments that prove their competence and choose to lead assertively in 

order to align their core values with the expectations of their role.  

Research Implications: This thesis makes a contribution to the wider 

literature on women leaders in technology by providing new insights on the 

role of patriarchal institutions in technology leadership, from a developing 

country in Africa. 

Practical Implications: Practical contributions are to support aspiring 

women in technology to fine-tune their leadership strategies in order to 
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succeed in this gendered career and become beneficiaries of the vast 

opportunities in this dynamic industry. For technology organizations, to 

understand the issues faced by women leaders so that they can support 

women’s career aspirations by implementing and managing policies that 

support skilled and high-potential women employees to fulfill their career 

aspirations, and become change agents at the top management level. These 

efforts will disrupt stereotypes, change the narrative of inequalities in this 

industry and improve firm performance. 

Originality: This study is the first of its kind to focus on the role of patriarchal 

structures on women leaders’ careers in the technology industry within the 

context of an African society, which is rare in the literature on women leaders 

in technology. 
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 Gender is used in this research to refer to the sociocultural 
characteristics differentiating male and female.  
 

 ICT refers to Information, Communications and Technology and 
includes businesses in Telecommunications, Computer Hardware 
Manufacturing, Software and Design.  
 

 ICT is used throughout this research interchangeably with Technology  
 

 Leaders refer to people in significant positions of power that have 
control over others. They include supervisors, Managers, Senior 
Managers, CTOs, and EDs.  
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 “Women” is used interchangeably with “Females”.
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Chapter 1 
 

Introduction 
 

1.1 Introduction 
 

This thesis is an exploratory study of the experiences of women leaders in 

technology organizations, using qualitative research methods. The context 

for this study is Nigeria, a developing country in West Africa that has a 

growing ICT sector. This chapter presents an overview of the research. It 

begins by introducing the background and motivation for undertaking the 

study, as well as a brief introduction to the concept of patriarchy. It then 

discusses the researcher’s role in this study, which comprises of my 

personal history as a leader in a technology organization, as well as my 

views in relation to the phenomenon being researched. This chapter also 

includes a discussion on the theoretical and practical contributions of the 

research to academia and businesses respectively. The chapter concludes 

with an outline of the individual chapters in the entire thesis.  

 

 

1.2 Background and Motivation of the Study 
 

In this information age, the technology industry has become a significant 

contributor to the economic development of most nations. Over the years, 

this industry has witnessed vast and rapid growth, leading to more 

employment opportunities for skilled workers. The recent global pandemic 

has increased the significance of technology, with most companies having to 

adopt an online strategy for their business operations in order to remain a 

going concern. Globally, women have become more educated and shown 

increased representation in the workforce but their presence in technology 

jobs remains insignificant and continues to decline in comparison to their 
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male counterparts (Clerc and Kels, 2013).  Despite efforts to encourage 

women to participate in this industry, technology jobs continue to be 

traditionally dominated by men (Vitores and Gil-Juárez, 2016) particularly at 

the leadership level. Sadly, women working in technology companies have 

recounted experiences of being misjudged, underestimated, under-valued or 

summarily dismissed (Woodfield, 2000; Griffiths and Moore, 2010; Martin 

and Barnard, 2013; Latchanah and Singh, 2016; Holth et al., 2017) 

 

In recent times, there has been increased emphasis placed on gender 

equality in all spheres of life; political, economic and social. Specifically, 

since the Beijing Platform for Action in 1995, global gender diversity efforts 

have become more prominent, focused and rewarding (Lee et al., 2015; 

World Economic Forum, 2016). In addition, gender equality and women 

empowerment have been listed as vital to achieving the 2030 Agenda for 

Sustainable Development Goals of the United Nations, with a vision to attain 

full gender equality for all women and girls as well as eradicate all legal, 

social and economic barriers to women’s emancipation (UNDP, 2020). In 

Nigeria, there have been moves to ensure the attainment of about 30% of 

females in the workforce. However, despite these efforts, the problem still 

persists (Madsen, 2017). Globally, companies have made increased efforts 

to attain diversity in their workforce and the dynamic technology industry is 

not left out of this new trend.  Although men have historically dominated the 

technology industry, ICT organizations are stepping up to increase gender 

diversity in their workforce. Notable authors (Dezsö and Ross, 2012; Biswas 

et al., 2017) argued that diversity in the ICT workplace or any workplace 

brings diverse perspectives and approaches to issues and problem solving. 

They claimed that the participation of women in senior management 

increases an organization’s overall performance and suggested that there 

are positive gains from having more women in the workforce, particularly at 

the leadership level. According to Dezsö and Ross (2012), the presence of 

women in top management meetings stimulates a broader and richer 
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discussion of alternatives that enriches decision-making. Additionally, 

women leaders bring a renewed view to addressing the uncertainties and 

challenges in the working lives of other women employees, which may not 

have been perceived by their male counterparts. Orbach (2017) further 

argued that having more women in the boardroom brings a balanced 

perspective that contributes to a better understanding of the needs of an 

organization’s customers and employees. Scholars (Paustian-Underdahl et 

al., 2014; Fritz and Van Knippenberg 2017) argued that the communal trait 

of women (qualities of compassion, affection, friendliness, altruism, 

gentleness and soft speaking) has become increasingly recognized as an 

essential element of leadership. In this thesis, I will argue therefore that 

effective leadership should incorporate communal traits and not just purely 

agentic traits, which supports the rationale for having more women in top 

management roles.  

 

 

1.2.1 The ICT Workforce 
 

In the ICT industry, there is a growing desire to attract and retain female 

talent. Despite modest improvements over the years, this problem persists 

(Griffiths and Moore, 2010), especially at the senior management level with 

few women occupying top management roles (Hoobler et al, 2011; 

Latchanah and Singh, 2016). According to Clerc and Kels (2013), highly 

qualified women made up only about 20-30% of the technology workforce. 

Essentially, women have not been effectively incorporated into the ICT 

industry (Vitores and Gil-Juárez, 2016). Women who work in ICT have thus 

had to deal with the challenges of career advancement in a male-dominated 

profession. These challenges have been fueled by societal norms and 

stereotypes that construct the technology industry as a masculine 

environment. Scholars argued that ICT organizations claim to pursue a 

diversity strategy by typically employing a significant number of women for 
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entry-level positions (Gillard et al., 2010; Griffiths and Moore, 2010; 

Latchanah and Singh, 2016; Holt et al., 2017). Despite being equal users of 

technology, women sadly do not participate equally in its development, 

compared to their male counterparts. Unfortunately, most of these women 

are given mundane operator and clerical duties while their male counterparts 

are given the technical, analytical and managerial roles (Ahuja, 2002). This 

limits women’s career advancement to generalist and coordinating roles 

(Holt et al., 2017). As they move into middle management positions, this 

number reduces. It further trickles down to a handful as they move up the 

career ladder to top management. Thus, their voices hold less value in a 

male-dominated meeting, which makes them vulnerable to excessive 

criticism and scrutiny (Orbach, 2017). Eventually, they tend to leave the 

workplace prematurely (Griffiths et al., 2010). This attrition has become a 

major source of concern for HRM personnel in technology organizations 

(Burke et al., 2006). 

 

Scholars (Dezsö and Ross, 2012; Kelan and Mah, 2014; Fritz and Van 

Knippenberg, 2017) claimed that individuals seek senior role models and 

mentors of the same gender because coaching and mentoring contributes to 

growing the confidence of younger employees. When more women leave the 

technology industry at mid-level positions, it becomes difficult to find 

sufficient women in top management to mentor and support younger female 

employees as they navigate the career ladder. A dominant male managerial 

workforce is beneficial to men’s managerial aspirations (Stroh et al., 2004).  

It follows therefore that the scarcity of women in top management constitutes 

a challenge for younger women’s managerial aspirations (Dezsö and Ross, 

2012; Kelan and Mah, 2014), while men who occupy a significant number of 

senior positions are able to mentor and support younger men to more 

opportunities in their careers (McPherson, Smith-Lovin and Cook, 2001). 

Essentially, these organizations continue to be managed by men who share 

similar perspectives (Heilman, 2012; King et al., 2012; Vial et al., 2016). 
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Hence as more women advance to leadership roles in technology 

organizations, a good understanding of their lived experiences as leaders in 

these male-dominated organizations has become an important focus in 

organizational studies. These lived experiences are ways in which events or 

emotions appear to individuals in their everyday life (Brooks, 2015).  

 
Extensive research has been done on the skewed distribution of men and 

women occupying leadership positions in organizations (Sharma and Kaur 

2014; Fritz and Van Knippenberg, 2017; Jauhar and Lau, 2018; Sánchez 

and Lehnert, 2019), as well as the high turnover of the latter. Particularly, 

research shows that the gender leadership gap and turnover is more 

prominent in traditionally male-dominated industries (Vitores and Gil-Juárez, 

2016; Latchanah and Singh, 2016; Khilji and Pumroy, 2019). Constructs 

have been identified within the literature on women in technology that 

focused on high attrition, glass ceiling barriers, unequal pay and 

underrepresentation. These have been extensively studied (Woodfield, 

2002; Gillard et al, 2008; Griffiths et al; 2010; Belgorodskiy et al., 2012; 

Ojokoh et al., 2014; Holth et al., 2017), and are thought to exert considerable 

influence on the development of women leaders in technology. However, 

there appears to be a gap in the literature on women in management 

particularly in understanding the experience and meaning of being a woman 

leader in a traditionally male-dominated technology organization.  

 

 

1.3 The Nigerian ICT sector 
 

In this digital era, the technology sector has become a vital contributor to the 

economic development of every nation. The Nigerian ICT sector has 

recorded significant growth rates both in penetration and diffusion, with 

Nigeria having the highest Internet usage in Africa (Apulu and Ige, 2011; 

IWS, 2020; NBS, 2020). The adoption of ICT facilitated by digital 

technologies and the Internet has radically transformed businesses 



 6 

(especially SMEs), and contributed to the economic growth of the nation. At 

the end of 2019, telecoms contributed 10.6% while the entire ICT sector 

contributed 10.68% to Nigeria’s GDP. In a country of about 200 million 

people, at the end of Q1 2020 the number of active voice subscriptions was 

189 million while the Internet data subscriptions was 136 million. The Year-

on-Year growth rate for voice and data was 9% and 17% respectively (NBS, 

2020). However, a major challenge affecting the efficiency of this sector 

remains the lack of adequate infrastructure and unstable power supply 

(Apulu and Ige, 2011). To address poor infrastructure, the ICT sector was 

privatized to make it more efficient, but this has been hindered by weak 

regulatory policies (Adi, 2015).  

 

 

1.4 Patriarchy 
 

Firestone (1974) suggested that patriarchal societies and subsequently 

gender inequalities originated from the concept of biological determinism. 

Biological determinism posits that human behavior, appearance and abilities 

are solely determined by their biological makeup of being either male or 

female (Walby, 1990). This view believes that everything regarding 

individuals is innate and controlled by their genes. Women have the 

biological ability to bear children, and afterwards they stay back at home to 

nurture these children. This responsibility encumbers women for most of 

their lives, makes them dependent on men for sustenance and ostensibly 

explains the unequal power relationship between the sexes. Men therefore 

took on a dominant role and women a subordinating role in the society. 

Women’s abilities and capabilities, being different from men, justified the 

social arrangements existing in society. However, Dogo (2014) argued that 

feminist theories have criticized the theory of biological determinism for 

legitimizing oppression as arising from supposed ‘natural’, ‘taken-for-granted’ 

and therefore inescapable factors.  
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Patriarchy was originally used to describe a male-dominated family where 

the entire household of a patriarch (women, younger men, children and 

slaves) were under the rule of a dominant male patriarch (Sultana, 2011). 

Hence, the word patriarchy in literal terms means rule by the father (Burr, 

2002), otherwise known as the patriarch. The term patriarch has been used 

in different ways by social scientists. Weber (1947) used it to describe a 

system of government where men used their positions as heads of 

households to rule societies. This view of patriarchy stemmed from the 

ancient feudal system of patronage between an aristocratic lord and his male 

followers (Nilan and Demartoto, 2012), highlighting the domination of 

younger men by older men. This view has since evolved by radical feminists 

to describe the domination of women by men. According to Burr (2002), 

patriarchy is presently used to describe systemic power inequalities between 

men and women. 

 

In contrast to the biologically determinist view, I will, in this thesis, adopt 

Walby’s (1990:20) definition of patriarchy as a system of social structures 

and practices in which men dominate, oppress and exploit women. Walby 

uses the term social structures to reject the concept of biological dualism 

and the assumption that all men and women are in a dominant and 

subordinate position. A similar view of patriarchy by Adisa et al. (2019) 

describes patriarchy as a system that encourages male leadership, 

domination and power over women, children and property, subjecting them 

to economic dependence, violence, domestication and decision-making by 

men. According to Sultana (2011), the patriarchal ideology is responsible for 

assigning different roles, rights and responsibilities to men and women. 

Thus, in a patriarchal society structures are enforced to maintain this male 

domination where inheritance of powers and possession is only from fathers 

to sons and a man’s decent is recognized solely in the male line (Dogo, 

2014).  Traditionalists believe that men are born to have a natural dominant 
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role and women a subordinate role in the society, but critics of this view 

believe that patriarchy is man-made, and therefore can be changed 

(Firestone, 1974; Sultana, 2011). 

 

 

1.5 Researcher’s Role in the study 
 

In qualitative research, there is a need for researchers to position 

themselves and clearly define their role in the writing. This process is the 

concept of reflexivity where the researcher is conscious of the biases or 

experiences that he or she brings to the research, and how they impact on 

the participants and audiences (Creswell, 2013). The researcher’s role can 

impact the entire research process including the research questions, 

research design and data analysis (Creswell, 2003). Reflexivity therefore 

promotes transparency in qualitative research. In this thesis, the 

researcher’s reflexivity will be threaded throughout the research.  

 

It is important to acknowledge here that I am a woman with an educational 

and professional background in technology. Though I currently work as an 

educator, I had previously functioned in technical roles across both 

technology and non-technology organizations. I ascended to a senior 

managerial position within the course of my career before work-family 

conflicts caused me to leave the technology industry entirely. Hence, I was 

curious to understand how women who persisted in this gendered career 

managed to succeed in their roles and live fulfilling lives. Listening to their 

experiences would give me a unique perspective into the careers and 

personal lives of female technology leaders, so that my findings could help 

other women in this industry fulfill their career aspirations. 

 

I started this research by identifying and reflecting on my personal previous 

perceptions, beliefs and experiences in my previous professional roles as a 

woman leader in a technology organization, which were documented in a 
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reflexive journal. This enabled me to focus on the views and accounts of the 

interviewees regarding the phenomenon being described, to ensure that 

their accounts were heard, valued and respected. I will share excerpts from 

my reflexive journal at key stages of this study. 

 

 

1.6 Statement of the Problem  

 

In recent times, technology organizations have extended employment 

opportunities to women in a bid to pursue a diversity strategy. Despite all 

these efforts, a very limited number of women make it to top management 

positions and the boardroom, compared to their male counterparts. A review 

of the literature reveals that this problem still persists, particularly in 

traditionally male-dominated industries like the technology industry. Although 

women are employed in large numbers at the entry level, their numbers 

trickle down to a bare minimum as they begin to climb the career ladder, with 

many of them exiting the industry at mid-level. This research is the first in its 

kind to focus on the experiences of women leaders in the Technology 

industry in Nigeria. The findings have implications for both academics and 

practitioners.  

 

 

1.6.1 Theoretical Contribution 
 

The paucity of research on women technology leaders in developing 

countries poses a biased view towards the Western countries which findings 

cannot be interpreted across non-Western cultures. Mainstream literature on 

women in technology has focused on underrepresentation, barriers and 

stereotypes. Interestingly, these studies mainly considered women in low 

and mid-level positions while the gender-gap in technology leadership that is 

common to these studies, still persists. This continued focus could not 
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address the what and how of the experiences of women leaders who have 

persisted in the technology industry.  

 

This research makes an important contribution by challenging perceived 

views about being a woman leader in technology. Specifically, my research 

uncovered that there is now a shift in the mindset of women leaders in 

technology towards being ambitious and driven to scale unseen barriers to 

top management positions in this industry. This research is exploratory, 

using qualitative methods to provide an empirically grounded understanding 

of what it means and how it feels to be a female leader in a technology 

organization. It does this using empirical data from a developing country in a 

society and culture with a different social context and workplace culture 

compared to other Western and more researched countries. My research 

contributes to the wider literature on women leaders in technology by using 

qualitative methods to provide insights and empirical data on the 

experiences of women leaders in technology from a developing country in 

Africa, which is an under-researched area. 

 

 

1.6.2 Practical Contribution 
 

In view of the evidence-based turn in management, a practical contribution 

of this study is to provide a detailed description of women’s lives as leaders 

in technology organizations, which will be beneficial for younger women 

wishing to advance their careers in technology. In the technology industry 

where there are not many women in leadership positions, it becomes difficult 

for younger women to see themselves getting to the pinnacle of their career 

in this environment. The empirical evidence from this research will be 

beneficial to women in low and mid-level positions who seek to understand 

the leadership development strategies and work values of women leaders 

through their own voices and experiences. This research also provides an 
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understanding of how these women leaders coped with issues similarly 

experienced by women in technology. It is hoped that the experiences of 

these women will enlighten aspiring women in technology who desire to 

advance their careers into more senior, higher paying leadership roles and 

empower them to handle all the exigencies this position could bring to their 

lives. Thus, women can become top decision-makers and beneficiaries of 

the vast opportunities in the fast-evolving information age. 

 

For organizations, the contribution of this research’s findings will also be 

beneficial to influencing the conservative practices around inclusive 

leadership in the technology workplace. Practitioners will be better 

positioned in their attempts to implement and manage policies that support 

skilled and high-potential women employees to fulfill their career aspirations 

and become change agents, especially at the top management level. This 

research will help them address the concerns of women leaders and change 

the narrative surrounding inequalities in technology leadership. Therefore, 

this research is equally beneficial to policy makers and top management in 

the technology industry in order to facilitate practical change within HRM 

policies. It is hoped that these interventions will encourage the diversifying of 

executive firm level leadership and redistribution of power to provide equal 

opportunities for males and females in technology organizations. These 

efforts are expected to promote better organizational performance and 

practices in the technology industry. The benefits of this research can be 

seen in its contribution to the industry, economy and wider society. 

 

 

1.7 Outline of the Thesis 
 

This thesis is organized in six chapters. Chapter one, the introductory 

chapter, provides a background to the research, the context, purpose and 

contributions of the study. In addition, it gives a brief contextual introduction 
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to the Nigerian ICT sector and the concept of patriarchy, which was 

discussed in more detail in the ensuing chapter. The role of the researcher is 

also provided here. This chapter also outlines the structure of the thesis. 

Chapter two is a review of previous literature that is relevant to the study of 

women leaders in the workplace and particularly the technology industry. 

This review provides background literature on key narratives about women in 

technology that defines the scope of the research. 

 

Chapter 3 details the methodology that guided this research as well as the 

data analysis procedure. It justifies the choice for a qualitative research 

methodology and evaluates the suitability of this chosen research method for 

the study. It is divided into 2 sections. The first section describes the 

philosophical underpinning of this study as well as the credibility and 

validation strategies. The second section gives a detailed explanation of the 

research design, which entails the research method adopted, sampling 

technique and approach to data collection. A discussion of the ethical 

considerations for undertaking this research is also included in this chapter, 

before describing the procedure that was adopted for analyzing the data 

collected. The data analysis in this research was guided by a thematic 

analysis (Braun and Clarke, 2006). The data was thematically analyzed by 

highlighting significant statements that were coded and developed into 

overarching themes. A detailed description of the different stages in the 

thematic analysis procedure is provided here.  

 

The research findings are presented in chapter 4. The findings of the 

emergent themes from the thematic analysis are provided in this chapter. 

Chapter 5 provides a discussion of the overall research findings in relation to 

the existing wider literature reviewed in the study. Chapter 6, which is the 

final chapter, is divided into four sections. The conclusions of this research 

are presented in this chapter, with reference to the study objectives and 

answering the research question. In this concluding chapter, an overall 
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narrative report is presented, that describes what it means and how it feels 

to be a woman leader in a technology organization. The second section 

contains a discussion of the limitations to this research. Recommendations 

are provided in the third section of this chapter while the fourth and final 

section provides suggestions for future research areas. 

 

 

1.8 Summary 
 
This chapter presented the background and context for this research. The 

concept of patriarchy and the researcher’s role in the study were discussed, 

while highlighting the theoretical and practical contributions. It also presented 

an outline of the entire chapters in this thesis. This research is exploratory in 

nature and will adopt qualitative methods to understand the experiences of 

women who occupy senior managerial positions in technology organizations 

in the underexplored context of Nigeria. It will describe the experiences and 

events that shaped them right from childhood through the onset of their 

careers, to their years as senior executives, balancing the demands of work 

and family in a male-dominated career. Therefore, this research draws on 

these experiences to describe what it means and how it feels to be a woman 

leader in a technology organization. The next chapter will present a review of 

the wider literature pertaining to this study. 
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Chapter 2 
 

Literature Review 
 

2.1 Introduction 
 

The aim of this chapter is to review the literature that presents the 

background for this research. Particularly, it takes a look at the socio-cultural 

and workplace experiences of women leaders and women leaders in 

technology as they advance in their careers. This review of literature will 

consider articles that are related to my research. Thus, it presents a critical 

analysis of the literature within which this research is grounded. Due to a 

paucity of studies on women technology leaders in developing countries, it is 

anticipated that literature from the Nigerian context would be limited. 

Therefore, this review is expected to focus largely on studies related to 

women and women technology leaders in developed countries, while 

identifying gaps in the literature that will form the focus for this research. The 

identified gaps will enable this thesis make a contribution to academic 

knowledge and practice in the technology industry. 

 

I begin this chapter with a brief overview of Nigeria, which is the country 

where my research was conducted. The overview will highlight Nigeria’s 

population distribution, other socio-economic indicators and a description of 

the Nigerian ICT sector. The chapter will then proceed to a review of the 

literature on women’s participation in the workplace highlighting some of the 

salient issues of underrepresentation. Next, the barriers and stereotypes 

facing women in the workplace are explored. Lastly, it reviews organizational 

norms in the technology industry and its influence on women leaders. 

Women are employed at various roles and levels in technology 

organizations, but we know little about the experiences of women leaders in 

this environment particularly in their quest to achieve their career aspirations 
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to top management roles. This chapter aims to critique what is already 

known about this topic, highlighting divergent views of scholars and 

eventually focusing on areas of departure from my research. These gaps 

establish a basis for the aims, objectives and research question that form the 

focus of this research.  

 

 

2.2 Overview of Nigeria and the ICT sector 
 

Nigeria, a developing nation with an estimated population of about 214 

million people by July 2020 (CIA, 2020) is easily the most populated country 

in Africa. She is often referred to as the “Giant of Africa” due to her massive 

population and abundant natural resources (Nwagbara, 2020). It consists of 

36 states including the Federal Capital Territory Abuja and has 250 ethnic 

groups. (See figure 2.1 below). About 61% of Nigeria’s population is 25 

years and below. Nigeria is historically patriarchal in its political, educational, 

economic and social setting with a socio-cultural preference for large 

families. The Nigerian patriarchal culture has a preference for sons 

therefore, the girl child is trained to be solely responsible for taking care of 

the home and childcare while the boy child is trained to go out and work, a 

practice that is not expected to change in the near future. (Mordi et al., 2011; 

Ifemeje and Ogugua, 2012). Summarily, Nigerian women are to be seen but 

not heard, an ideology that affects both the rural, uneducated and poor 

women as well as the urban, educated and rich women (Ifemeje and 

Ogugua, 2012). This is characteristic of a patriarchal decision-making 

structure (Adisa et al., 2019). 

 

The two dominant religions in Nigeria are Christianity and Islam (CIA, 2020). 

Religion plays a major role in influencing the socio-cultural beliefs of its 

citizens. Although Abuja is the capital city of Nigeria, Lagos remains the 

main business hub and the most populated state in Nigeria and Africa, with 
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an estimated population of about 21 million people. Nigeria’s real GDP is 

made up of the oil and non-oil sector with the oil sector contributing 7.32% 

and the non-oil sector contributing 92.68% (see figure 2.2 below). At the end 

of Q4 2019 Nigeria’s real GDP stood at N19.53 trillion ($50.5BN) with a 

yearly GDP growth rate of 2.27% and total GDP of $446.5BN. Nigeria’s 

income is still largely dependent on the oil sector. The non-oil sector 

comprises of Agriculture, industries and services, with ICT belonging to the 

services sector that contributes 53.64% to the nation’s GDP (NBS, 2020).  

 

 

Figure 2. 1 Map of Nigeria (Adapted from CIA, 2020) 

 

In recent times, the Nigerian ICT sector has recorded significant growth rates 

both in penetration and diffusion. ICT adoption has radically transformed 

businesses (especially SMEs), and contributed to the economic growth of 

the nation. Telecoms contributed 10.6% while the entire ICT sector 
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contributed 10.68% to Nigeria’s GDP at the end of 2019 (NBS, 2020). 

However, a major challenge affecting the efficiency of this sector remains the 

lack of adequate infrastructure and unstable power supply (Apulu and Ige, 

2011). To address poor infrastructure, the ICT sector was privatized to make 

it more efficient, but this has been hindered by weak regulatory policies (Adi, 

2015).  

 

 

Figure 2. 2 Nigeria’s GDP (Adapted from NBS, 2020) 

 

In a global diversity survey (Society for Human Resource Management 

2009:51) Nigeria ranked 45 out of 47 countries, a reflection of its practically 

non-existent legal and regulatory framework to effectively handle workplace 

diversity and inclusion (Adeleye et al., 2014). The dimensions of the survey 
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included levels of diversity in the workplace, societal attitudes towards 

minorities, diversity and inclusion towards publicly elected officials and 

enforcement of equal-rights laws. Similarly, Nigeria’s ranking in the Global 

Gender Gap Report of the World Economic Forum (WEF) has witnessed a 

steady decline from 94 in 2006, to 110 in 2012 (Adeleye et al., 2014), to 118 

out of 144 countries in 2016, (WEF, 2016), to 128 out of 153 countries in 

2019 (WEF, 2020). Sweden was ranked 4th out of 136 countries in 2013 

(Holth et al., 2017), and still maintained her ranking in 2020 (WEF, 2020). 

Historically, the Nordic countries; Iceland (88%), Norway (84.2%), Finland 

(83.2%) and Sweden (82%) have continued to lead the way regarding 

equality between men and women, while persistent cases of inequality and 

discrimination are pronounced in Asia, Sub-Saharan Africa, the Middle East 

and North Africa (Ifemeje and Ogugua, 2012). Although these regions have 

since closed their gender gap, their average scores still remain the lowest 

globally with the middle East and North Africa scoring 60.5%, South Asia 

66.1% and Sub-Saharan Africa 68.2%. Closely following the Nordic 

countries, a Latin-American country (Nicaragua) ranks 5th, New Zealand 6th, 

three European countries (Ireland, Spain and Germany) rank 7th, 8th and 10th 

respectively while a country from the Sub-Saharan African region (Rwanda) 

ranks 9th. With the slow speed experienced in closing the economic 

participation and opportunity gap, it is projected to take 257 years to close 

this gap, while the overall gender gap is projected to close in 94.5 years 

(WEF, 2020). 

 

Most legislative and regulatory efforts towards attaining diversity and equality 

in the Nigerian labor force have been focused on the public sector and 

political institutions, leaving the private sector with autonomy on diversity 

management. Progressive government policies in the public sector resulted 

in the appointment of about 30% of women to public, legislative and judiciary 

positions, including Dr. Omobola Johnson appointed as the first female 

Federal Minister for Information and Communication Technology between 
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years 2011 to 2015. However, the private sector has been slow to catch on 

with this trend, with the percentage of female top managers in private firms a 

mere 14%, compared to 86% of male managers (WEF, 2020). 

 

Source: NCWD/NBS, 2018 

Figure 2. 3: Appointive Ministerial Political Position by Sex (1999-2015) 

 

 

Source: Federal MDAs/NBS, 2018  

Figure 2. 4: Distribution of Employment in Federal MDAs by Grade Level and 
Sex (2015 - 2017) 
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2.3 The Participation of Women and Women Leaders in the Workplace 
 

In the 2020 Global Gender Gap Report of the World Economic Forum (WEF, 

2020), it was reported that closing the gender gap in economic participation 

would take an estimated 257 years to accomplish. As it stands, 55% of 

women (aged 15-64 years) make up the labor market compared to 78% of 

men. There has been a global move for organizations to attain diversity in 

the workplace and at managerial levels and this has led to an increased 

representation of women in the workforce (figure 2.5), particularly in 

government, business and education (Madsen, 2017).  Higher educational 

levels and sectorial changes have contributed to women’s increased 

participation in the workforce (Clerc and Kels, 2013; Latchanah and Singh, 

2016) and in managerial positions (figure 2.6). The percentage of women in 

managerial positions in Fortune 500 companies rose from 17% in 1972 to 

42.7% in 1995 (Stroh et al., 2004). As women become more educated and 

qualified for managerial positions, the number of female managers and 

executives is predicted to rise over the next decade.  

 

Source: OECD 

Figure 2. 5: Employment ratio by sex in 15 OECD Countries 
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Source: OECD 

Figure 2. 6: Ratio of Men to Women Managers in 15 OECD Countries 

 

Research has however shown that despite women’s increased participation 

in the workforce, the proportion of women leaders is still on the decline 

(Eagly and Carli, 2007; Hoobler et al., 2011; Billing, 2011; Bowles, 2012). 

Madsen (2017) noted that the increased number of women managers has 

sadly not translated to having women in significant and influential positions. 

Some scholars attributed this decline to gender differences (Heilman, 2012; 

Paustian-Underdahl et al., 2014; Vial et al., 2016; Gatrell et al., 2017) and 

have demonstrated evidence that gender affects leadership potential in 

organizations because the society prefers men as natural leaders compared 

to their female counterparts (Billing, 2011; Woodrow and Guest, 2014). 

According to Billing, it has become an increasing norm in the society to 

assign managerial roles to men and not women, regardless of the 

peculiarities of the individual organizations, or if the specific managerial job 

can be better handled by a man or a woman. Madsen and Scribner (2017) 

further supported this argument and claimed that traditional gender functions 

as we know them as well as the specific roles assigned to each gender could 

differ from one society to another. However, Billing (2011) asserted that 

organizations have gendered their workplaces and managerial roles to 

reflect the life lived by the average man who is supported by a woman at 



 22 

home, therefore can be more emotionally and mentally dedicated to the job. 

Ford et al., (2020) refer to this practice as the gendering of careers. 

Therefore, since managerial jobs have been constructed as congruent with 

the male gender, such practices could create difficulties for women who find 

themselves in these roles. This is especially true for women managers in 

male dominated organizations like technology. While Billing’s study was able 

to challenge this discourse, the scope of the study lacked an interpretation of 

the experiences of women in management to provide more insight on how 

they manage the complexities of their role across diverse cultures and 

organization contexts.   

 

According to Kramer et al., (2006), increasing the number of women in a 

boardroom to about 3 or more changes the boardroom dynamics and 

increases the chance that their voices and ideas will be heard. However, in 

recent times, the increase of women on boards slowed down to a 3.1% 

increase between 2009 and 2015 (Madsen, 2017). Although it has been 

argued that gender diversity on boards is beneficial to corporate 

performance, (Lee et al., 2015; Orbach, 2017), the Morgan Stanley Capital 

International (MSCI) world index showed that the distribution of women on 

boards was 22.8% in the UK; 20.8% in Canada; 19.2% in US and Australia; 

18.5 in Germany; 5.6% in Latin America and 1% in the Middle East, which 

are quite insignificant representations for their impact and contributions to be 

recognized. Specifically, the participation of women on boards in technology 

companies is the lowest at 6.8% (Madsen and Scribner, 2017).  

 

 

2.4 Underrepresentation of women leaders in the workplace  
 

Recent data by WEF (2016) shows that for men and women entering an 

organization at the same time, women’s representation decreases from 33% 

at the junior level, to 24% at mid-level, 15% at senior level and 9% at 
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executive level (Madsen, 2017). Ford et al., (2020) attributed this 

phenomenon to the organizational gendering of processes in the early and 

mid-career years of employees, which affected women’s rise to more senior 

roles. Leadership is defined here as women holding positions of CTO, COO, 

VP, Director of Technology, senior supervisors and project team leaders. A 

closer look across industry sectors by Noland et al., (2016) shows that in 

almost every industry, women are underrepresented. Their findings revealed 

that certain industries like the healthcare, education, hospitality, professional 

services, social services and utilities had a higher representation of women 

in senior management, compared to other industries like energy, 

engineering, accounting, industrials and technology. Globally though, there 

has been a decline in the proportion of women in senior management while 

there continues to be an unequal distribution of men and women on boards, 

with women remaining the underrepresented gender (Ford et al., 2020). 

 

Vial et al., (2016) describe a leader as one who holds legitimate power and 

authority in an organization, where legitimacy is the state of a leader’s power 

over others being seen as justified and deserved. However, they further 

argued that female leaders are perceived by their subordinates to be less 

legitimate and deserving of their leadership roles than their male 

counterparts, resulting in less respect and cooperation from the latter.   

 

 

2.5 Women in the Nigerian Workplace  
 

The size of the labor market, labor policies and childcare are key factors that 

impact on the careers of Nigerian women who are the primary caregivers, 

particularly for childcare. However, privately run nurseries abound for those 

who can afford their services (Adeleye et al., 2014). About 49% of Nigerian 

women are educated (WEF, 2016) and professionally qualified, leading to a 

slight increase in the number of women in the Nigerian workforce from 
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13.5% in 2012 to 13.8% in 2016 (The World Bank, 2016). In 2017, the 

percentage of women in the labor force was 45.44% (Mundi index). 

However, cultural, religious and organizational prejudices have caused 

women’s underrepresentation in organizational leadership (Mordi et al., 

2010), with only 14% of Nigerian firms accounting for women as senior 

managers compared to the world average of 19% (The World Bank, 2016). 

According to Ifemeje and Ogugua (2012) Nigerian women have consistently 

suffered marginalization and discrimination in the workplace and this practice 

is engrained and institutionalized in the culture. Strong family orientation and 

socio-cultural factors influence the choices women make, particularly with 

respect to organizational leadership. Consequently, Nigerian women tend to 

restrict their career aspirations to occupations that are consistent with 

societal and religious expectations for women because the patriarchal 

culture of the country is also reflected in the corporate world (Mordi et al., 

2011). 

 
A review of the Nigeria labor market reveals unfair workplace practices that 

seem to favor men and discriminate against women. In the Nigerian 

constitution, sections 55, 56, 57 of the Nigerian Labour Act empower the 

Minister of Labour to limit women’s access to certain jobs (Ifemeje and 

Ogugua, 2012). In the Nigerian banking sector, women managers with 

similar or even higher educational qualifications receive a lower 

remuneration than their male counterparts, a similar practice in other 

industries (Adeleye et al., 2014). Particularly, women working in traditional 

masculine occupations encounter great challenges in their career growth 

(Mordi et al., 2011). This is because patriarchal institutions promote male 

hegemony and the subjugation of women, consistent with the Nigerian 

societal practice of treating women as the second sex (Nwagbara, 2020). 

According to the WEF (2020), globally highly skilled women are underutilized 

especially in the high technology sectors and managerial roles due to 

existing barriers.  
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2.6 The Glass ceiling Barriers to women’s leadership career aspirations  
 

The term glass ceiling was first introduced in the mid-1980s and described 

as a puzzling new phenomenon which refers to an invisible but impenetrable 

barrier between women and the executive suite that prevents them from 

attaining the highest levels of the business world regardless of their 

accomplishments and merits (Stroh et al., 2004). It was coined glass ceiling 

by a Wall Street journal article that used it to describe the discriminatory 

organizational practices that create transparent but real barriers, which 

prevent women from attaining top management levels (Sharma and Kaur, 

2014). It has also been used to refer to the processes used by men to 

dominate the top management positions in organizations (Haveman and 

Beresford, 2012). While the ceiling refers to the upper limit women can 

achieve in organizational leadership, the glass refers to the fact that these 

barriers are transparent but not outwardly seeming to those experiencing it 

(Barreto et al., 2009). Notable scholars (Burke et al., 2006; Latchanah and 

Singh, 2016; Sanchez and Lehnert, 2019) suggested an interesting 

perspective to this phenomenon about a self-imposed glass ceiling, where 

some female managers do not deliberately seek out or participate in 

activities that will promote their career aspirations to top management and 

bring on added responsibilities because of their desire to achieve work-life 

balance. Clerc and Kels (2013) agree with this view and suggested that 

women unconsciously impose their own glass ceiling to align with the socio-

economic expectations of the society. These views suggest that women may 

be responsible for their own subjugation in the workplace. In support of this 

view, Stroh et al., (2004) further argued that women tend to avoid aspiring 

for roles that may be more male-friendly, a suggestion that these women 

were reluctant to make the same family sacrifices as their male counterparts. 

In retrospect though, men do not make family sacrifices since the society 

expects that they have supportive spouses at home to handle domestic and 

childcare responsibilities (Holth et al., 2017). However, other researchers 
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provided a contrary view that family responsibilities do not constitute a 

barrier to married women’s leadership aspirations but rather, motivated their 

advancements (Jauhar and Lau, 2018). Therefore, as Ford et al., (2020) 

suggested, women sometimes create their own glass ceiling by bowing to 

societal expectations and sacrificing their career progression for family and 

motherhood responsibilities. 

 

This socio-cultural belief and workplace discrimination affects the interest of 

some women to attain top leadership roles, causing an underrepresentation 

of women at that level. For those who eventually get to the top, Dezsö and 

Ross (2012) claimed that such appointments were potentially beneficial to 

the social and ethical image of organizations to portray gender diversity in 

leadership positions. Woodrow and Guest (2014) further suggested that 

Human Resource (HR) managers sometimes claim fairness in their 

promotion policies to present a positive image of themselves. Consequently, 

doubts about these women’s leadership abilities causes them to be held 

accountable to a higher level of competence than their male counterparts, 

while their outstanding achievements are not given adequate recognition or 

even ignored (Eagly and Carli, 2003; Vial et al., 2016). A similar perspective 

by Karelaia and Guillén (2014) claims that women who work in gendered 

roles have to compensate for their gender by constantly producing 

outstanding performance, which makes them get even better in their job 

assignments. The problem with this perspective however is that over time, it 

could be quite tiring and could be one of the reasons why women leave 

technology or tend to avoid aspiring for gendered roles that are more male 

friendly, thus creating their own self-imposed glass ceiling.   

 

However, a contradiction to this argument is the view that women are less 

likely to aspire for a leadership position if they do not feel that they are 

competent enough to deserve the job, but men would aspire for any 

leadership role whether or not they feel that they have the competencies for 



 27 

the job (Sanchez and Lehnert, 2019). These findings are consistent with the 

work of Latchanah and Singh (2016) who argued that women tend to 

downplay their accomplishments unlike men who are intentional about self-

promoting themselves and their achievements. It was argued that women 

put up this behavior in order to be perceived as less of a threat by their male 

counterparts, who in return would be favorably disposed towards the women 

by recognizing and commending the latter’s achievements. This behaviour 

can also be likened to a self-imposed glass ceiling. The problem with this 

perspective is, however the suggestion that women are not deserving of self-

promoting themselves especially in male-dominated contexts like 

technology, and it further re-enforces the male hegemony in technology and 

similar industries. 

 

Stroh et al. (2004) argued that women were given positions with less 

authority compared to their male counterparts, particularly at top 

management. According to Madsen and Scribner (2017), although the 

number of women in leadership is increasing, these women rarely hold 

decision-making roles. They would usually receive positions to head the 

Marketing, corporate communications or Human resources units, but very 

few get line management positions that lead to CEO positions like the chief 

operations officer or other positions with profit and loss responsibilities. 

Women that usually make it to the CEO position mostly leave their present 

organization to start up their own businesses where they can become the 

CEO (Madsen, 2017). 

 

Heilman (2001) suggested that sometimes women’s achievements are 

attributed to something other than skill and abilities such as physical 

attractiveness and feminineness. There is evidence that women who 

eventually get to the top against expectations experience social resistance in 

the organization (Bowles, 2012), and social identity conflict within 

themselves (Eagly and Carli 2002) originating from cultural values that 
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perceive men as leaders and women as attendants (Eagly and Carli, 2007; 

Bowles, 2012; Heilman 2012; Mordi et al., 2010). Fritz and Van Knippenberg 

(2017) however contradicted this argument with strong evidence 

demonstrating that the agentic association of effective leadership has 

decreased over time, and people have begun to accept that leaders who 

incorporate communal qualities are more effective than those who exhibit 

purely agentic qualities.   

 

According to King et al. (2012), benevolent sexism partly explains why 

organizations assign few women to leadership positions.  Hence, when there 

is a challenging task, benevolent sexism is negatively related to the 

assignment of such tasks to females. Benevolent sexism refers to men’s 

feelings of protectiveness towards the communal qualities of women, 

steering them away from the agentic task of leadership. However, a contrary 

view on benevolent sexism is that it is paternalistic and positively correlated 

with hostile sexism, which espouses men’s powers and degrades women’s 

competencies (Sanchez and Lehnert, 2019), causing instances of 

inequalities that especially limit the career aspirations of working mothers 

(England et al., 2016). 

 

The increased number of professional women in the workplace and the 

presence of female leaders suggest a departure from former ideologies and 

a shift towards greater effectiveness, innovation and radical change (Dezsö 

and Ross, 2012). However, impediments to leadership positions for women 

in the workplace still exist. Perceived socio-cultural barriers and bias about 

women’s abilities have affected the rise in the number of women who aspire 

to, and attain leadership positions (Heilman, 2012; King et al., 2012; Vial et 

al; Gatrell et al., 2017). Surveys reveal compelling evidence that employers 

tend to avoid hiring mothers and women of childbearing age, even when 

they declare their lack of desire to have children (Blau et al., 2013). 

According to Sanchez and Lehnert (2019), some working mothers hit the 
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maternal wall before they hit the glass ceiling because once a pregnant 

woman starts showing, she begins to experience the maternal wall of bias in 

the workplace and is sometimes passed over for promotions, excluded from 

highly visible assignments and client meetings. Interestingly, it was 

established that married and unmarried women are perceived to have family-

work conflict (Hoobler et al., 2011) because culturally, they still have to do 

the shopping, cooking and other domestic chores (Martin and Barnard, 

2013). This understanding of gender roles by the society and by default 

organizations, can be described as conflicting because the challenges of 

overcoming these barriers has led to the high attrition rate of women from 

leadership positions compared to their male counterparts (Ford et al., 2020). 

 

 

2.7 Gender stereotypes in the workplace 
 

Despite women’s advancements in the workforce, stereotype beliefs still 

impact women in the workplace (Stroh et al., 2004), particularly in male-

dominated organizations. Martin and Barnard (2013) argued that women 

working in male-dominated industries experience unique challenges that 

dampen their motivation and willingness to remain in those professions. 

Women and men have experienced discrimination when they applied for 

jobs that were stereotypically suited to the opposite sex; top management for 

women and executive assistant for men (Stroh et al., 2004). According to 

Samo et al., (2019), individual leadership traits are not personal but socially 

constructed as stereotypes that they imbibe while growing up in a particular 

society. In Engineering and ICT organizations, men are associated with the 

core technical jobs while women are associated with the social aspects of 

the job like human resources and marketing (Holth et al., 2017). 

 

A review of the literature on organizational leadership associates masculine 

agentic qualities with successful leaders. Strong evidence was found by 
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Powell (2011) that people characteristically prefer a male boss to a female 

boss, hence the managerial stereotype notion of “think manager-think male”. 

Societal norms link men with traits that connote leadership (Eagly and Carli, 

2007; Powell, 2011; Bowles, 2012), but implicitly steers women away from 

leadership roles by perceiving women who are bold, risk-takers and exhibit 

sufficiently effective leadership skills as bossy, too masculine (Eagly and 

Carli, 2003), dragon lady, ice queen (Heilman, 2012); while men who exhibit 

the same qualities are encouraged into leadership roles. In the same way, 

male leaders who are more interactive and less authoritative are perceived 

as wimpy and passive (Heilman, 2012). Arguably, men and women who act 

contrary to their traditional gender patterns face social and economic 

consequences (Vial et al., 2016).  

 

According to Eagly and Carli, (2007), in the language of psychologists, there 

is a clash between the associations of communal and agentic qualities. This 

means that women are associated with communal qualities of compassion, 

affection, friendliness, altruism, gentleness and soft speaking, while men on 

the other hand are associated with agentic qualities of aggression, ambition, 

dominance, force and individualism. The social role theory (Eagly, 1987) that 

describes the behavioral tendencies believed to be desirable for men and 

women, explains these character traits (Latchanah and Singh, 2016). Social 

role theory proposes that major beliefs about men and women are 

associated with communal and agentic characteristics. Hence, prejudice 

arises when the society holds a stereotype perception about a social group 

that is unmatched with perceived success criteria for certain roles (Eagly and 

Karau, 2002). Since societal norms associate people with agentic traits as 

effective leaders, power differentials between subordinates and leaders is 

greater when women occupy managerial roles, because women are 

perceived to be less deserving of leadership positions than their male 

counterparts. This results in a situation whereby subordinates tend to 

undermine the female leaders’ authority. According to Samo et al., (2019), 
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the stereotypes employees develop against female leaders which in part is 

influenced by prevailing cultural practices, tend to overshadow the perceived 

performance of females in the organization. However, a contrary view by 

Stoker et al., (2012) shows that female leaders are sometimes able to 

surmount these stereotypes and advance in their careers. In reaction to this 

lack of cooperation, female leaders tend to respond with a more masculine, 

dominant leadership behavior in order to impose their authority on 

subordinates (Vial et al., 2016; Samo et al., 2019). The problem with this 

perspective however is that the practices of a female leader are constructed 

negatively by society when she assumes a masculine, agentic nature and 

acts contrary to her stereotyped communal traits of compassion and 

consideration (Powell, 2011; Liu et al., 2015; Samo et al., 2019), a situation 

that questions her leadership authenticity (Liu et al., 2015; Vial et al., 2016).  

Women leaders therefore find themselves in a double bind where their 

communal qualities clash with the agentic expectations of leaders (Eagly and 

Carli, 2007; Fritz and Van Knippenberg, 2017) and are likely to exhibit 

behaviors relative to the task at hand, which may not necessarily conform 

with their traditional gender pattern (Dezsö and Ross, 2012).      

 

Women who already work in the field of core ICT design or development 

confirmed that though they found working with technology attractive and 

were not daunted by the long working hours and tight deadlines, at some 

point in their career they felt they were different from other women working in 

the same organization (Birbaumer et al. 2007). Oftentimes, an ICT woman 

manager might not perceive herself as a feminine person but as a masculine 

engineer (Billing, 2011). 

 

According to Gillard et al., (2008), over time individuals acquire a gendered 

identity as either feminine or masculine. Thus, they are socially constructed 

in relation to each other. However, if gender is conceived as a relational 

term, then arguably gender is socially constructed as an assigned role 
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(Eagly and Karau, 2002; Griffiths et al., 2007; Gillard et al., 2008; Griffiths 

and Moore, 2010; Bowles, 2012) and gender differences are socially 

constructed with respect to technology, workplace skills and unequal 

distribution of power (Vitores and Gil-Juárez, 2016). Arguably then, 

organizations and their workplace practices are gendered (Ford et al., 2020).  

 

Billing (2011) further argued that the male and female genders are social 

constructions where jobs constructed as masculine (such as managerial 

jobs) are congruent with males, which leads to stereotypes and accepted 

norms in job assignments. She however noted that roles have evolved over 

time with some men now doing women jobs. Nonetheless, the stereotyped 

norm that managerial roles are congruent with men still holds (Powell, 2011; 

Jauhar and Lau, 2018), while Khilji and Pumroy (2019) suggested that 

women who occupy managerial roles tend to dress, act and talk like their 

male counterparts in order to construct an identity that aligns with gendered 

organizational norms. Essentially, a woman who occupies a role in the 

workforce discursively assumed to be a masculine role is expected to exhibit 

the same characteristics as the masculine gender, while men and women 

who act contrary to their traditional gender stereotype face social and 

economic consequences (Billing, 2011; Vial et al., 2016). The problem with 

this perspective is that gendered norms are dependent on the context within 

which they are constructed. Therefore, a male leader is accepted and 

perceived as authentic when his actions align with the agentic traits of 

ambition and aggressiveness. However, a female leader who occupies the 

same masculine role and exhibits the masculine agentic qualities is 

constructed as inauthentic because her actions do not align with the 

communal traits of caution and consideration (Liu et al., 2015). Another 

perspective on this issue is that male leaders in a female-dominated 

organization are better accepted in their role than female leaders in male-

dominated organizations, because the society places a higher value on men 
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than on women (Powell, 2011), and their agentic qualities are congruent with 

higher leadership positions within organizations.  

 

The potential effect of this and other socially constructed influences is that 

the social norms of gender impact on career interests and decisions, limiting 

opportunities that impact on an individual’s career goals (Buse et al., (2013). 

For example, stereotypes about women as mothers create a maternal wall 

bias about decisions concerning women in the workplace, particularly for 

women pursuing leadership roles. This is because employers tend to 

assume that women’s childcare responsibilities would conflict with their work 

demands. Added to this is the notion that since women are perceived as 

nurturers, they are unable to take tough decisions in the workplace (Sanchez 

and Lehnert, 2019) because of the stereotyped perception that their 

communal traits makes them less fit for pressure and professionalism when 

compared to the agentic traits of their male counterparts (Samo et al., 2019). 

Another perspective on this issue by Karelaia and Guillén (2014) is that 

women leaders have to constantly switch between the conflicting role 

requirements of their work and personal lives, which tends to create some 

form of stress for them. For example, they have to spend long hours in a role 

that is socially constructed as masculine and exhibit masculine agentic traits 

of ambition, dominance and force, but when they get home and into their 

family role, they are expected to switch into the communal character of being 

caring, friendly and submissive. 

 

However, according to Khilji and Pumroy (2019), women who found 

themselves in such masculine roles had over time developed coping 

strategies that made them strong and resilient in their roles, a departure from 

the stereotyped view of women as passive and gentle. Their research 

adopted a feminist theoretical perspective to describe women’s experiences, 

providing an understanding of the barriers women face in their organizations 

and their lives. It challenged the dominant narrative of underrepresentation 
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and inequalities with the aim of making women more prominent and 

recognized in the workplace. However, their sample consisted of women in 

the US, in different phases of their careers (who were not all leaders) as well 

as those who had left the industry. Including those who had left the industry 

could not capture the experiences of the participants while they were still 

experiencing the phenomenon. This is because technically they would now 

be operating within a different environment with new experiences. While the 

work of Clerk and Kels (2013) equally explored the career experiences of 

women in IT trying to cope with the career boundaries within a culture of 

gendered organizational norms, their work employed the use of case study 

methodology to sample the opinions of a few women within one particular IT 

industry, who were not necessarily in leadership positions. This method 

failed to capture diversity of experiences from women in different technology 

organizations with varied organizational cultures. Therefore, their findings 

were not representative of the experiences of women in technology but 

exemplary.  

 

Compelling evidence has indicated that men are perceived to be more 

effective in their roles than women in male- dominated industries (Paustian-

Underdahl et al., 2014) because despite their high educational qualifications, 

women in roles that require technical skills are offered a less challenging, 

less analytical, lower job status and remuneration than their male 

counterparts (Gatrell, 2017). This adversely impacts the rapid career 

advancement of these women (Hoobler, 2011) because success for women 

in masculine roles is seen as off limits (Heilman, 2012). According to Martin 

and Barnard (2013), formal and covert organizational practices that heighten 

bias and discrimination are the main challenges faced by women working in 

traditionally masculine professions, especially in a society with traditional 

societal gender norms. They suggested that societal patriarchal structures 

where women adopt submissive roles to men, were responsible for 

impacting stereotyped role expectations in the workplace. This in turn had 
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led to overt and covert organizational policies and practices, causing gender-

bias and subjugation of women in the workplace. While their research 

context was South Africa, which is a similar context to this study, it is an 

African country with a mixed race. South African research on gender-related 

workplace issues affecting women tend to consider the phenomenon of race 

in such studies. Furthermore, their research adopted a case-study 

methodology and mainly considered women in lower and middle-level roles. 

It did not specifically explore the experiences of women who were already 

leaders in these organization. 

 

Griffiths et al., (2007) suggested that women in the technology workplace 

experience difficulty managing their dual professional and domestic role. 

They sometimes record periods of absence taken for the purposes of 

motherhood and similar domestic duties. This affects their visibility and 

chances of being assigned to technical projects that are time and labor 

intensive. From their research findings, Burke et al., (2006) supported the 

stereotyped notion that organizations see married female managers as 

liabilities that could sacrifice their career for family needs, while married male 

managers are perceived as assets that can be fully attentive to their careers 

since their wives provide them with a stable support system back home. 

These findings are consistent with previous studies (Fritz and Van 

Knippenberg, 2017; Sanchez and Lehnert, 2019) that employed mothers are 

perceived as less competent and committed employees, while this negative 

perception did not apply to employed fathers. Evidence shows that men tend 

to miss family activities due to job demands while women tend to miss work 

activities due to family demands (Sharma and Kaur, 2014).   

 

Employees’ commitment to work is often judged by their available hours in 

the workplace and out-of-work social gatherings (O’Hagan, 2018). 

Availability in the workplace despite competing demands of work and family 

is seen as a competitive edge for promotions in the workplace because it 
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signals dedication and commitment (Holth et al., 2017). Essentially, flexible 

working is incongruent with the view of an ideal worker who is readily 

available (Evans, 2012). Since employers tend to recommend employees 

with high visibility for promotions and leadership roles, women in technology 

are more likely than men to be passed over for these assignments. This 

possibility of discrimination makes highly qualified women with children to 

switch fields, move to part-time work or even leave the technology industry 

entirely to other women-friendly industries (Gillard et al., 2008). Part-time 

work leads to lower pay and status and reduces women’s chances for 

promotions. Increased discrimination reduces the satisfaction and 

commitment of women to their jobs. They feel irrelevant and thus plan to 

leave their jobs and the stress they’re experiencing (Stroh et al., 2004).   

 

 

2.8 Organizational Policies on Gender equality 
 

There has been a global move by organizations to attain diversity in the 

workplace and at the managerial level. Therefore, senior management in 

most organizations has begun to design policies that support a gender 

inclusive workplace. However, Burke et al. (2006) suggested that salient 

issues on organizational policies in the workplace regarding recruitment and 

selection; promotion; work-life balance; mentoring, have become the 

transparent barriers for women managers in the workplace. They claimed 

that organizations without clear promotion criteria create opportunities for 

this process to be done at the discretion of senior management staff who are 

probably biased against women because of a pre-conceived notion 

regarding the individual who is deemed fit for the role. Historically, men have 

dominated policy formulation and development (Martin and Barnard, 2013). 

Regarding equality in recruitment, Evans (2012) critiqued the move by 

organizations to adopt best practices in their gender neutral recruitment 

processes, labeling it as an ideological cover which gives an impression of 
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their commitment to change in policy formulation, regardless of whether this 

change is eventually implemented. Essentially, she claims that organizations 

can hide under this safety net if the expected changes are not realized, while 

the problem of inequality in the recruitment exercise still exists.     

 

Woodrow and Guest (2014) asserted that though organizations may claim to 

have transparent HR policies for promoting individuals (particularly women) 

to senior management roles, these have been subjugated by traditional 

gendered assumptions that accept men as natural leaders. Furthermore, 

according to Biswas et al., (2017) the perceived behaviors guiding the 

choices of individuals in organizations are grounded upon both formal 

regulations as well as inherent social rules. However, they challenged the 

presumption that traditional societal values would suppress current moves 

by organizations to design and implement HRM policies that support 

women’s career aspirations, claiming that supportive HRM practices and 

polices can shape managers’ normative beliefs to be favorably disposed 

towards organizations’ intent to promote women. The problem with their 

research is that the conceptual model predicted the intention of senior 

managers to promote women and not the actual behavioral action to 

promote women. Additionally, they adopted data from a self-reported cross-

sectional survey, which was prone to methodological bias and reduced the 

possibility of making statistical inferences in the relationship between 

supportive HRM policies and the intention to promote women to top 

management. Thus, it cannot be stated without any level of uncertainty that 

intention leads to action based on a cross-sectional study. Such assertions 

would require a longitudinal study. 

 

Consistent with these findings are the claim by Belgorodskiy et al., (2012) 

that organizations’ HR policies are sometimes rife with non-transparent 

reward systems and salary secrets. In a similar view, although organizations 

claim to have supportive HRM practices and policies regarding promoting 
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women to top management (Dezsö and Ross, 2012), strong evidence has 

shown that these HRM initiatives have not yielded positive gains for 

women’s promotion to top management (Evans, 2012), a suggestion that 

these supportive HRM policies and practices are far from being 

straightforward (Biswas et al., 2017). In Nigeria, organizations lack formal 

policies and processes to enforce diversity and equality, though this is 

reflected in their corporate communications Sadly, it is avoided, ignored or 

informally managed (Adeleye et al., 2012). 

 

Although Ford and Collinson (2011) suggested that family-friendly policies 

result in conflicting demands that ultimately favor employers over 

employees, Latchanah and Singh (2016) disagreed with this perspective and 

argued that when women are faced with the choice of balancing work and 

family responsibilities, they tend to focus on the latter. Holth et al., (2017) 

supported this view and suggested that the unavailability of women at work 

due to competing family demands undermines organizations’ gender equality 

goals.  

 

 

2.9 Women and work-life balance 
 

The concern of how to balance work and family life is one that working 

women have to deal with, and not men (O’Hagan, 2018). Most times, nobody 

asks men how they balance their lives because women have traditionally 

handled caring and domestic responsibilities. The understanding of work-life 

balance is that paid work and family or social priorities should be seen as 

complementary, and not competing priorities of a fulfilled life (Nwagbara, 

2020). Although organizational policies sometimes play a role in limiting 

women’s promotion to senior management positions, Burke et al., (2006) 

suggested that women sometimes refuse to push for more senior roles 

because of their need to achieve a balance in their work and family. They 



 39 

argued that senior roles come with greater responsibilities that require longer 

hours at work and sometimes may necessitate relocating far away from 

home. Their findings showed that most women felt happier with a job that 

was closer home, even though the remuneration was less. According to Khilji 

and Pumroy (2019), prevailing organizational norms that require full-time and 

uninterrupted commitment to work conflict with the career choices of women 

who are trying to balance the work and non-work aspects of their life and this 

has an adverse effect on their career development. In technology 

organizations where it has been argued that managerial roles are congruent 

with men (Billing, 2011; Holth et al., 2017), balancing the conflicting 

demands for work with family creates feelings of inadequacy, guilt and stress 

in both men and women (Holth et al., 2017).  

 

Although notable scholars have investigated the concept of work-life balance 

in women’s professional lives (Ford and Collinson, 2011; Hobson et al., 

2011) others have critiqued the subjectivity of work-life balance, claiming that 

it assumes individuals should be solely responsible for managing their time 

which if done effectively, would enable individuals to successfully balance 

their work and family lives (Holth et al., 2017). Hobson et al., (2011) 

supported this view and argued that organizations had an obligation to 

empower individuals’ desire to balance their work and life by designing 

family-friendly HR policies and allowing them the freedom to engage in 

activities they felt were more valuable to them. This view suggests that 

organizations can aid or impede individuals’ quest to balance their work and 

life. These criticisms have given rise to new concepts like work-life 

integration or work-life boundary that eschew the controversial concept of 

balance (Holth et al., 2017). 

 

Although Holth et al., (2017) suggested that organizations are capable of 

assisting their employees to achieve work-life balance by providing flexible 

working hours, part-time work and work from home opportunities, the 
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findings of Latchanah and Singh (2016) reveal a trend whereby flexibility is 

given by managers at the team level and is dependent on the employee-

manager relationship, because firm level HR policies on flexibility and work 

from home opportunities are non-existent. However, they also noted that in 

the technology industry, flexible and work from home hours could conflict 

with the desire to achieve a balance because of the assumption that 

individuals can always be available at any time of the day, which includes 

non-office hours. They claimed that such an arrangement conceals 

unfriendly and unwelcome work practices that favor employers over 

employees. Consistent with these findings are the views of Adisa et al., 

(2017) that though mobile technologies enhance flexible working from 

anywhere and at anytime, these technologies have blurred the divide 

between work and non-work spaces, leading to longer working hours that 

have infringed on family relationships, good health and well-being. 

Essentially, if the use of these technologies is not appropriately checked, the 

ensuing situation could create a work-life conflict rather than aid in balancing 

work and life. 

 

In the Nigerian setting, Nwagbara (2020) argued that work–life balance is 

particularly challenging for female workers in a traditionally patriarchal 

society like Nigeria, due to the prevailing institutional and socio-cultural 

frameworks that impact organizational practice and create pressures on 

women. He claimed that this situation arose from the design of HR policies 

to regulate organizational practices, which sadly are culturally and 

institutionally framed to exploit and control female workers. Nigerian women 

are primarily responsible for domestic work and childcare (Ifemeje and 

Ogugua, 2012) while the Nigerian labor market favors men in formal 

employment (Adeleye et al., 2014). Workplace practices are designed to suit 

the traditional masculine worker who is not encumbered with domestic and 

childcare responsibilities, and is always available for work even for long 

hours (Holth et al., 2017; Khilji and Pumroy, 2019). According to Ford and 
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Collinson (2011), the expectations of high performance and pressure to work 

long hours reinforces traditional masculine organizational practices.  Since 

Nigeria’s labor laws and regulatory frameworks are poorly regulated, 

organizational policies on work-life balance have been gendered to favor 

men (Otobo, 2016), with flexible working hours and related policies being 

dependent on the employee-employer relationship, which encourages 

discrimination and exploitation (Adisa et al., 2017). It is not unusual to find an 

employed mother in ICT sometimes working over 16 hours a day as well as 

on weekends, while still being fully responsible for domestic and childcare at 

home. Nigerian women typically receive less spousal support than their male 

counterparts (Adisa et al., 2019). Such a situation creates stress for women 

and is one of the causes of their exit from the corporate world (Nwagbara, 

2020). 

 

 

2.10 Women in Technology  
 

It became clear that the ICT workforce was gender-biased when the 

phenomenon of male domination in the industry was first reported in the late 

1970s and early 1980s (Woodfield, 2000). Cockburn (1985) explored and 

established the relationship between technical skill and masculinity. She 

suggested an ideological relationship between women and skill whereby 

women largely occupy unskilled jobs while jobs that are mainly occupied by 

women are considered unskilled and feminine. Conversely, male-dominated 

jobs are considered skilled and masculine (Buse et al., 2013). These findings 

are consistent with other studies that computing has historically been socially 

constructed as a masculine career (Ensmenger, 2010; Vitores and Gil-

Juárez, 2016). According to Clerc and Kels (2013), women in technology 

have perceived IT jobs to be unhealthy, time demanding and less family-

friendly workplaces that do not support the work-life balance of its female 

employees. Therefore, when they are faced with competing demands of 
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being available for work and family, many qualified women opted out of roles 

that were more time-demanding in place of more family-friendly roles (Holth 

et al., 2017). 

 

In Silicon Valley technology companies, women hold just 26% of computing 

jobs and make up just 18% of computer science graduates. In their study, 

Clerc and Kels (2013) discovered that highly qualified women made up only 

about 20-30% of the technology workforce. This means that women have not 

been effectively incorporated into the ICT industry (Vitores and Gil-Juárez, 

2016). Thus, although there has been increased advocacy for girls to study 

Science, Technology, Engineering and Mathematics (STEM) subjects, there 

is still a dearth of female ICT graduates coming into the workforce, which 

implies that women generally do not tend to study technology courses in the 

higher institutions of learning. In Africa and the rest of the world, women 

have the lowest enrollment rates in technology disciplines from secondary to 

tertiary levels (Akinsowon and Osisanwo, 2014; Ojokoh et al., 2014). One of 

the reasons might be to avoid the challenges other women faced when they 

got into the ICT workforce. Another suggestion by Sainz and Eccles (2012) 

was that from childhood, boys develop a greater preference for Engineering, 

computer ability and the physical sciences than girls. According to Vitores 

and Gil-Juárez (2016), social factors influence girls (lack of) interest to study 

computing where parents, peers, the media and popular culture influence 

career choices of girls based on stereotyped beliefs about girls’ lack of 

abilities with technology. Historically, men in technology have been 

stereotyped to be more competent than women (Clerc and Kels, 2013), 

causing girls to feel that they are less intellectually competent to study the 

STEM subjects than boys. Another perspective on this issue is that computer 

scientists are associated with the stereotyped characteristics of awkward, 

geeks and nerds, who lack interpersonal skills and social abilities (which is 

incongruent with the female gender), but are passionate about technology 

(Sainz and Eccles, 2012; Vitores and Gil-Juárez, 2016). All of these reasons 
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have made computer science unattractive for girls and consequently, this 

choice or lack of interest in the academic discipline of ICT has been 

identified as one of the causes of the gender imbalance in the technology 

workforce.  

 

However, according to Vitores and Gil-Juárez, (2016) this perspective on 

gender inequalities in technology has been criticized for conforming to the 

linearity and supply-side assumptions of the leaky pipeline. Their 

contradictory argument on the linearity assumption is that the leaky pipeline 

assumes a straight, unhindered pathway from an educational discipline in 

ICT to a career in the technology industry, without considering the social 

context of the individual. This social context affects the trajectories for 

women’s careers in technology, which are occasioned by interruptions, exits 

into alternative paths and sometimes re-entries. On the supply side, they 

criticized recruitment practices by industry to ensure that more girls and 

women fill up the pipeline because of the stereotyped beliefs  that females 

lacked interest or knowledge in the STEM careers. The problem with this 

perspective is that in trying to get more females into technology, it pushes 

them to conform to a male standard that is socially structured as a normal 

relationship between males and the STEM careers, while females have more 

problems acquiring these skills due to social and work-life balance 

pressures, and have to work hard at it. Therefore, while trying to achieve 

equality by pushing more women into technology, the existing social 

structures further broaden the inequalities in the technology industry. What 

this means is that pipeline research will continue to reinforce the idea that 

technology is a normative male trajectory, without considering the likelihood 

that women will continue to drop off as they navigate their careers through 

this path due to their different interests and needs. This research adopted a 

feminist constructivist perspective to explore the gendered identities and 

gender power relations in technology that are responsible for the 

underrepresentation of women in computing. Their findings suggested that 
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though organizations have designed programs geared at increasing 

women’s participation in ICT, those efforts have not yielded the desired 

results because they have not addressed the social structures causing 

inequalities and women’s underrepresentation in ICT. However, the research 

did not consider the thoughts and feelings of individuals who are experts in 

this industry (men or women) and have to do gender in congruence with the 

role they occupy in the technology organization.  

 

Griffiths and Moore, (2010) suggested that vertical gender segregation exists 

in the technology workplace where women are typically employed at the 

lower levels of staff functions like operator and clerical roles. This limits their 

portfolio to generalist and coordinating roles (Holt et al., 2017), steering them 

away from technical and line jobs with profitability responsibilities leading to 

leadership positions that are reserved for their male counterparts (Stroh et 

al., 2004; Burke et al, 2006; Gillard et al., 2008; Griffiths et al., 2010). This 

masculine dominance in the allocation of work assignments and the 

masculine culture of the technology industry (Latchanah and Singh, 2016) 

that sees women in male-dominated organizations as outsiders (Liu et al., 

2015) results in a negative workplace experience, and is one of the causes 

of the mid-career exit of some women from technology organizations 

(Cockburn, 1985; Griffiths et al., 2007; Griffiths and Moore, 2010; Vitores 

and Gil-Juárez, 2016).  

 

Clerc and Kels (2013) however argued that women who work in male 

dominated organizations like Technology and Engineering have developed 

coping strategies to ensure that they survive the career politics and reinforce 

their engagement in these organizations. They asserted that the IT industry 

has less confidence in women’s abilities than men. Some of their coping 

strategies include putting in extra effort and time into their work (almost to 

burnout) and emphasizing their personal contributions. These strategies help 

to prove their worthiness for core technical roles that are assigned to men, 
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remain visible and gain the recognition of top management. However, a 

contradictory perspective to this argument by Clerc and Kels (2013) which 

they called a gender-biased self-assessment claimed that women in 

technology do not actively seek linear career progression or salary 

increases, but do not reject them when the opportunity is offered to them. 

Therefore, while some women in technology get overwhelmed and frustrated 

by the barriers to their career progression and leave mid-career to other 

female-friendly, family-friendly industries, others develop coping strategies to 

stay on and weather the storms in order to achieve their career goals. 

Unfortunately, a huge percentage of these women do not make it to, or are 

not even interested in the core technical roles in top management of 

technology organizations.  

 

 

2.11 The Challenges faced by Women Leaders in Technology 
 

Extant research has explored the issue of women’s under-representation in 

the ICT industry and evidence shows this to be particularly significant at 

senior management levels. Gillard et al. (2008) claims that only a small 

percentage of women occupy managerial, design or software development 

positions, which are perceived to be masculine roles. This may be because 

women aspiring to top leadership roles face the dilemma of choosing either 

professional success or personal fulfillment. Griffiths et al., (2007) suggested 

that women without children who worked in ICT might have prioritized their 

career over motherhood. Although Smith (2002) claimed that family and 

domestic duties are not considered a restraint to women aspiring to 

leadership positions, Rose and Hartmann (2004) argued that women are 

sometimes treated equally in the workplace when they behave like men and 

leave their family responsibilities at home. Stroh et al. (2004) agrees with this 

perspective by claiming that home responsibilities are sometimes believed to 

be incongruent with upper management responsibilities. They further argued 
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that women succeed based on their own merits, hard work and limited 

domestic responsibilities, while men succeed because of their personality 

profile of being independent, dominant and extroverted. 

 

This contradiction between women’s domestic roles and the masculine 

technology industry has adversely affected the number of women who aspire 

for leadership roles in technology organizations. There has been a gradual 

increase in women working in the ICT workforce in recent times. 

Contemporary women are shedding their traditional gender roles, fighting for 

intellectual autonomy, invading a once male-dominated territory and 

challenging age-old biases (Gillard et al., 2008). Nonetheless, their number 

trickles down to a handful as they move up the career ladder to top 

management. Eventually, only a small percentage of women attain 

leadership roles in technology organizations and their voices hold less value 

in a male-dominated meeting because studies show that they are still fewer 

than their male counterparts. According to Orbach (2017), having three or 

more women in the boardroom helps them form alliances, increases their 

visibility and impact on decision making. However, a less critical mass of 

women in leadership reduces their power by the solo woman phenomenon 

(being treated as a single member of an underrepresented group) and 

makes them vulnerable to excessive criticism and scrutiny. Such a woman 

tends to feel isolated and less visible. Therefore, although ideas and 

organizational practices about gender leadership roles are progressive and 

evolving, societal ideologies about women and men remain unchanged for 

practical reasons (Kelan, 2007). For those who eventually attain top 

management positions, they are typically assigned to head non-technical 

roles like Human Resources and Marketing (Clerc and Kels, 2013). 

However, a contradiction to this perspective might be that women in 

technology who had to take career breaks or work part-time during their 

reproductive years may have experienced periods of detachment from 

technical work which affected their competence and self-efficacy. The 
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insecurity caused by this situation might be the reason why some of them 

refuse to push for promotions or diverge into non-technical roles, thus hitting 

their own glass ceiling by themselves (Holth et al., 2017). It may therefore be 

argued that this perspective further emphasizes the need for personal self-

development and commitment to work extra harder on the job, to reinforce 

their relevance in the organization.  

 

 

2.12 The gender pay gap in Technology  
 

Research has shown that women typically earn less than their male 

counterparts (Stroh et. al., 2004; England et al., 2016; Burr and Colley, 2017; 

Sanchez and Lehnert, 2019), and these findings are consistent with the 

Technology industry (Belgorodskiy et al., 2012). Interestingly, this may be 

because while the women in technology underestimate their skills and may 

shortchange themselves with respect to remuneration or financial rewards, 

their male counterparts magnify their accomplishments and push for 

recognition for even minute feats (Burke et al., 2006). Despite this assertion, 

findings show that women have a higher salary satisfaction than their male 

counterparts, a suggestion that women may be complacent with respect to 

salary expectations. Presumably, men are more assertive about salary 

negotiations than women who are less hesitant to push for better 

remuneration or promotions (Stroh et al., 2004). 

 

The findings of Sharma and Kaur (2014) show that the gender pay disparity 

globally has narrowed over the years from women earning 45% less than 

men to 24.81% within the period of 2007 to 2013. However, in the US 

women constitute about half of the total workforce but earn considerably less 

than men in the ICT industry (Ojokoh et al., 2014). Interestingly, Sanchez 

and Lehnert (2019) argued that when women become mothers, they 

experience a 4% decrease in salary earnings per child while the reverse is 
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the situation for new fathers, who experience a 6% increase in salary 

earnings, controlling for factors like hours worked and marital status. 

Therefore, women who are absent from work for a period due to pregnancy 

and childcare pay a high price in lost wages (England et al., 2016). This 

situation supports the continued gender pay gap. Hence, when couples need 

to decide on whom should take time off work for childcare, the burden 

naturally falls upon the lower paid partner (Burr and Colley, 2017).  

 

 

2.13 Nigerian women in Technology 
 

Globally, men have typically dominated technology organizations with 

women occupying a mere 27% of ICT jobs (WEF, 2016). Although the 

percentage of women in ICT is low on a global level, the numbers are even 

less encouraging in Nigeria. This is largely due to socio- cultural factors in 

Nigeria. According to Adisa et al. (2019), the strong patriarchal proclivity of 

Nigerian men affects the women’s choice of career. The society expectation 

for women is to work in more feminine jobs while the more demanding STEM 

disciplines are reserved for men (Mordi et al., 2011; Akinsowon and 

Osisanwo, 2014; Ojokoh et al., 2014). 

 

In South Western Nigeria, women in ICT are underrepresented especially at 

the top management positions, and they do not experience rapid career 

progression. However, they were found to be self-motivated in their choice to 

pursue a career in ICT (Ojokoh et al., 2014). 

 

 

2.14  Patriarchal Structures  
 
 
Most of the work on gender inequalities and the domination of women by 

men has been done within feminist perspectives (Walby, 1990; Dogo, 2014). 



 49 

Specifically, radical feminism theory which challenges the oppression and 

domination of women and girls, places patriarchy at the core of its theorizing. 

According to Burr (2002), presently patriarchy is characteristically used to 

describe power inequalities between women and men, while class 

inequalities are described by capitalism. Sultana (2011) stated that it is 

necessary to understand the foundation and social origin of this unequal 

relations between men and women, in order to overcome it.  

 

Walby (1990) distinguished between two major forms of patriarchy which are 

private and public patriarchy. In private patriarchy, household production is 

the main site of women’s oppression where women’s labour is expropriated 

by the patriarch in the household. In public patriarchy, public sites such as 

employment and the state are the main sites for the appropriation of 

women’s labour, which is collective, segregationist and subordinating. Public 

patriarchy subordinates women in all sites, without any exclusion. According 

to Walby (1990), public patriarchy has become more predominant in Britain 

in recent times, although the wage gap and occupational segregation is still 

significant between men and women. Women actively participate in cultural 

institutions and the state, though at a minimal and subordinated level 

(Walby, 1990). This means that the participation of women in paid 

employment is still less than men, and women are given lower job functions 

while the senior roles with decision-making powers are occupied by men 

(Griffiths and Moore, 2007; Madsen, 2017). They also still remain mostly 

responsible for childcare, even after a divorce. 

 
 
 Critics of existing theories of patriarchy argued that they were unable to deal 

with historical and cultural variations of gender inequality, as well as 

differences in ethnicity and class. Alternative explanations proffered by 

Marxist feminists (Mitchell, 1975; Hartmann, 1979; Barrett, 1980) explain 

gender inequalities from the perspective of capitalism and not a system of 

patriarchy. The Marxist position has also been criticized by Socialist and 
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Post-modernist feminists (Rowbothom, 1981; Alcoff, 1988) for this narrow 

focus on capitalism. The latter argued that gender inequalities cannot be 

theorized as a single structure (Walby, 1990). Liberal feminists (Kanter, 

1977) argue that socialization practices transmit sexist expectations and 

behaviours along generations. Hence, they do not see women’s 

subordination as caused by social structures, but by a prejudiced belief 

about men and women which has culminated in a summation of deprivations 

(Burr, 2002). They aim to change these social practices and attitudes by 

advocating for equal opportunities for men and women. They have been 

criticized for refusing to deal with the root cause of gender inequalities such 

as the persistence of patriarchal and capitalist attitudes (Walby, 1990). 

Socialist feminism represents a unification of radical and Marxist feminist 

thought, in an attempt to consolidate feminism under one banner. (Crotty, 

1998). For the social feminist, gender inequalities are explained as a dualism 

of patriarchy and capitalism, where patriarchy existed before capitalism. 

They argued that before industrialization, patriarchy existed in the private 

domain (daughters or wives subordinate to fathers or husbands) and after 

industrialization, it moved into the public (women subordinate to men in the 

workplace) domain. Thus, the gender division of labour in the private and 

public domain sometimes conflict in the oppression of women, where 

marriage and motherhood limit women’s access to professional work 

whereas the low pay they receive keeps them dependent on marriage for 

financial support (Burr, 2002). Another perspective on this issue by Sultana 

(2011) is that women in the workplace experience exploitation by their male 

counterparts, who limit women from accessing the highly visible and best 

paying jobs but keep such jobs for men. This disadvantaged position in the 

workplace makes women more available for household and childcare duties, 

which incidentally makes them disadvantaged in the workplace. 

 

Walby (1990) noted that several writers have each attempted to construct a 

single base theory for patriarchy [Firestone (1974) takes reproduction; 
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Brownmiller (1976) takes men’s violence; Rich (1980) takes sexuality; 

Delphy (1984) takes housework, which has been criticized for being rigid. 

Walby (1990) therefore derived an alternative theory of patriarchy that 

eschews the rigidity identified in previous theories. Walby’s model classified 

patriarchy into six main structures that partially interrelate, while remaining 

relatively autonomous. Her argument for six structures and not a single 

structure was in order to eschew essentialism and reductionism. The six 

structures include patriarchal mode of production (housework), paid work, 

patriarchal relations in the state, patriarchal relations in sexuality, patriarchal 

relations in cultural institutions (such as religion, education and the media) 

and male violence.  

 
 

2.14.1  Patriarchal Mode of Production (housework) 
 

In this structure of patriarchy, women’s labour within the marriage and 

household relationship, is expropriated by their husbands. Here, women 

perform housework (cooking, cleaning and childcare) for their husbands who 

do not pay for this labour because in the marriage relationship, husbands 

have possession of their wives’ labour power. However, a husband may be 

responsible for his wife’s upkeep if she is not in formal employment. In this 

domestic division of labour between husbands and wives in marriage 

relations, the wife (producing class) does more labour than the husband 

(expropriating class), which poses a form of inequality (Walby, 1990). 

 

 

2.14.2  Paid Work 
 

Patriarchal relations within paid work refers to specific forms of occupational 

segregation by sex, and also situations where women are sometimes paid 

less as a form of covert wage segregation, despite the passing of equal pay 

legislations in most western countries. This is also referred to as the gender 
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division of labor. Occupational segregation within paid work could be vertical, 

horizontal, between full-time and part-time workers. Full-time employees 

receive legal protection and are at the top of the career ladder, compared to 

part-time employees (Walby, 1990). Vertical occupational segregation 

occurs where leadership positions are reserved for men. In horizontal 

segregation, some jobs that are less skilled are categorized as women’s 

work while the highly skilled jobs are men’s work (Adisa et al., 2019). 

 

 

2.14.3  Patriarchal relations in the State  
 

In this patriarchal structure, the state is biased in its policies and actions. 

Women are excluded from state resources and power, particularly within the 

gendered political sphere. There is inequality of men and women in both 

representation and power in the executive, judiciary, police and legal 

systems. This patriarchal structure also affects gender relations by ruling on 

divorce and marriage, abortion, sexuality, prostitution, male violence and 

belief systems (Walby, 1990), to mention a few.  

 

 

2.14.4  Patriarchal relations in Sexuality 
 

This patriarchal structure refers to the compulsory nature of heterosexuality 

which gives it preeminence over lesbianism and homosexuality, and the 

internal structure of unequal relations that occur during the sexual act. A 

couple of centuries ago, middle class women in Britain were only expected 

to engage in sexual acts with their husbands in order to be respected in the 

society and to avoid sanctions and stigmatization. Hence, men were 

dominant in both the sexual act and the social arrangement (Walby, 1990). 
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2.14.5  Male Violence 
 

 Although male violence is sometimes assumed to be caused by a 

psychological imbalance in certain men, it is also a resource by men to 

assert power and dominance over women. It is represented in practices that 

shape women’s actions which include rape, wife beating, sexual assault and 

workplace sexual harassment. Patriarchal societies tend to tolerate male 

violence, except in extreme and inappropriate circumstances (Walby, 1990).   

 

 

2.14.6  Patriarchal Relations in Cultural Institutions 
 

This structure of patriarchy refers to a set of discourses that are rooted in 

institutions. There are diverse discourses on masculinity and feminity which 

are institutionalized in religion, education, the media and other forms of 

social life. Patriarchal discourses in religion specify appropriate behaviors for 

men and women, with dire consequences for women that act contrary to 

these behaviors. In education, men are awarded with more qualifications 

than women, though in a covert form, due to the discourse of recognizing 

individuals with meritorious achievement in educational institutions. The 

media also portrays several discourses on masculinity and feminity in 

communication materials, but with clear distinctions between masculinity and 

feminity in media communications (Walby, 1990). 

 

 

2.14.7  Patriarchy in Nigeria 
 

There are cultural variations of patriarchy, especially in societies with strong 

cultural and religious practices like Africa and the middle East. Diwan and 

Vartanova (2017) stated that the Arab, Asian, Muslim-majority and African 

countries (particularly Nigeria and Ghana) are more patriarchal than other 

western countries of the world. Patriarchy is stronger in the Arab and 
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Palestinine cultures with respect to male dominance (Adisa et al., 2019). 

Diwan and Vartanova (2017) suggested that the particular type of patriarchal 

culture in most of Africa discriminates against women’s advancement while 

at the same time, pushing women into the labor market to contribute towards 

household income, due to widespread poverty in the region. However, 

women still experience discrimination in this labor market, which is a double 

jeopardy for them.  

 

The Nigerian culture is characteristically patriarchal (Ifemeje and Ogugua, 

2012; Dogo, 2014; Adisa et al., 2019; Nwagbara, 2020), where social 

stratifications and gender differentiation cause men to dominate women in all 

spheres of life (Adisa et al., 2019). Most Nigerian customary laws do not 

allocate family inheritance of landed property to female children (Ifemeje and 

Ogugua, 2012) hence most properties and other productive resources 

belong to men. The son preference syndrome is prevalent in the Nigerian 

society (Dogo, 2014).  In traditional Nigerian culture and religion, women are 

solely responsible for childcare and domestic work, regardless of their 

professional or class status, while men are exempted from such duties. This 

is a key requirement for women to have successful marriages (Dogo, 2014; 

Adisa et al., 2019). In a defunct Nigerian customary marriage, the woman 

leaves empty-handed and most landlords are reluctant to rent their 

properties to single women (Ifemeje and Ogugua, 2012).  

 

In the workplace, patriarchal systems of socialization and societal 

expectations of roles for men and women has limited women’s leadership 

prospects (Mordi et al., 2011). Patriarchal societal practices are reflected in 

the male domination and subordination of female workers, where men take 

decisions and women fulfill their subordinating societal roles (Dogo, 2014). 

This is particularly rife in the male-dominated technology industry where the 

vertical and horizontal gender division of labour significantly impacts 

women’s career aspirations (Akinsowon and Osisanwo, 2014; Ojokoh et al., 
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2014). In a related issue regarding male domination on women’s labour, the 

high patriarchal predisposition of most Nigerian men affects Nigerian 

women’s choice of occupation or career aspirations. Some Nigerian women 

require their spouses consent regarding highly visible jobs or job relocations, 

which is culturally acceptable (Adisa et al., 2019). This is one of the causes 

of Nigerian women’s subjugation.  

 

 

 

2.15 Summary 
 

This review of literature has shown that though there has been a slight 

increase in women leaders in the workplace, socio-cultural barriers in the 

technology industry have affected women’s rise to leadership roles, and 

caused many women to exit the masculine technology field at mid-career 

levels. Paradigms have been created around the expectations of people in 

positions historically held by men, hindering organizational growth and 

development. Redefining these paradigms (specifically, the culture and 

implicit biases surrounding leadership expectations and competencies in 

male-dominated fields) to a contrary possibility requires persistence and 

determination. Therefore, it is pertinent to explore the nature of the 

experiences of women leaders who persisted in managerial roles and similar 

leadership identities in technology organizations. 

 

This review has also highlighted important gaps in our knowledge: firstly, 

although research on women working in the technology industry exists, 

these studies have been mainly conducted in Western countries and 

investigated women in lower or mid-level (supervisory) job functions in the 

organization (Birbaumer et al., 2007; Holth et al., 2017). There is a paucity of 

empirical research on women technology leaders particularly in developing 

African countries where patriarchal societal norms as well as the high 
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patriarchal proclivity of men strongly impacts on workplace practices and 

enhances the male domination of women. Therefore, I shall argue that there 

is a dearth of research on the Nigerian context, which is a developing 

country in Africa. 

 

Secondly, research on women in technology industries has tended to focus 

on women who have left, and on the culture change needed in organizations 

to encourage women to remain in the ICT workforce (Griffiths and Moore, 

2010). There has been little research to understand the experiences of 

women managers who have chosen to stay in technology organizations 

(Buse et al., 2013), especially in a patriarchal society, a gendered industry 

and a gendered role. There exists strong cultural and religious patriarchal 

structures and practices in Nigeria (and similar African countries) that impact 

on workplace relations, which are experienced differently from other western, 

more researched societies. While the work of Martin and Barnard (2013) has 

a similar focus as this research, the study context (South Africa) is not 

considered a major patriarchal culture compared to Nigeria and Ghana in the 

African region (Diwan and Vartanova (2017). Also, it did not specifically 

consider women who are leaders in the technology industry, nor the cultural 

and institutional peculiarities of a developing, racially homogeneous, 

patriarchal nation in Africa.  

 

A third departure of this research from similar studies on women leaders is 

that although the work of Samo et al., (2019) explored the negative 

experiences of women leaders in the workplace, it did not specifically 

address the experiences of women technology leaders. Their study rather 

focused on the experiences and stereotype beliefs of subordinates to women 

leaders in Pakistan, which is a South Asian country. Although Pakistan is a 

developing country, it is a semi-industrialized nation with the strongest 

socioeconomic index of development compared to other African third world 

nations (Khan and Zerby, 1981). Therefore to date, there are no known 
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empirical studies that explored the experiences of women technology 

leaders from a developing, strong patriarchal nation in Africa.  

 

To address these gaps, this research will critically explore how women 

describe and make sense of their lives as technology leaders in a developing 

country. Thus, it will be beneficial, in terms of our understanding what it 

means and how it feels to be a woman leader in technology to address the 

following objectives: 

 

 

2.16 Research Aims and Objectives 
 

The main aim of this research was to explore the experiences of female 

senior managers in technology organizations and understand how they feel 

about themselves, their roles and their technology organizations. This 

research also explored the leadership development strategies employed by 

these women, which will be beneficial to aspiring women managers in 

technology organizations.  

 

To this end, the research objectives are to: 

 

– Understand the experiences, thoughts and feelings of women leaders 

in their technology organizations 

 

– Explore the leadership development strategies of women leaders in 

technology organizations 

 

– Understand the career motivations and readiness of women leaders 

in technology for higher leadership positions 
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– Provide recommendations for the ICT industry to implement policies 

that promote flexibility and equality of skilled men and women in the 

business culture of technology organizations 

 

To address the above problem statement and research aim, this research 

intends to answer the following research question: 

 

From the experiences of women leaders, how do women make meaning of 

their roles as leaders in technology organizations? 
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Chapter 3 

 

Research Methodology and Data Analysis 
 

 

3.1 Introduction 
 

This chapter describes the methodology and approach to data analysis used 

for this research, which aims to understand how a group of Nigerian women 

make meaning of their roles as leaders in technology organizations. In order 

to understand and make sense of what it means to be a female leader in 

technology, it is necessary that these women recount their own experiences 

(through their eyes), using their own words. This chapter begins with an 

explanation of the philosophical underpinnings guiding this research. The 

philosophical approach underpinning this study is based on a critical realist 

methodology, (using a realist ontology and a relativist epistemology) which 

will be outlined in this chapter. The philosophy underpinning this research 

provides a basis for the researcher’s choice of methodology and data 

collection technique.  

 

This chapter consists of two sections. Section one explains the philosophical 

approach underpinning the study, including the ontology and epistemology. 

Section two describes the research design, which consists of the research 

method adopted, sampling and choice of data collection technique. It also 

includes a background description of each research participant, in order to 

provide some context into understanding how they were raised and the 

influence of certain people in their growing up years. The participants’ 

accounts of their experiences and interactions with key individuals in the 

families and environments where they were raised helped shape how they 

came to have knowledge of their world, core values and true selves. A 

discussion on the research credibility and transferability as well as the 
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validation strategies employed is also found here. This section also includes 

some excerpts from my reflexive diary, a detailed discussion of the ethical 

considerations for this study before going on to discuss the data analysis 

process in detail.  It ends with a summary of the chapter. 

 

 

3.2 SECTION ONE 
 

3.2.1 Research Philosophy 
 

It is important to clarify and understand the research philosophy 

underpinning this study. This is because the research philosophy adopted 

includes assumptions about how the researcher views the world, and these 

assumptions underpin the research strategy, purposiveness of the 

methodology and methods chosen for the study (Saunders et al., 2007). Huff 

(2009) further stated that understanding the research philosophy is 

paramount to shaping how we formulate our problem and research 

questions, and how information is gathered to answer the research question. 

The philosophical approach for this study consists of the ontology, 

epistemology and methodology. Therefore, the philosophical approach to 

this research necessitates understanding the philosophical underpinnings 

that informed the research question, methodology and method of data 

collection and analysis, which are a critical realist methodological approach 

that adopts a realist ontology and a relativist epistemology. 

 

 

3.2.2 Ontology 
 

Ontology is the study of being, and is concerned with understanding what is 

with the nature of reality (Crotty, 1998). According to Geertz (1973), the 

natural world humans are born into and live in is a social world, and our 

knowledge of this social world is constructed by the social and conventional 
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institutions that existed before humans were born into it. He further 

suggested that the natural world has pre-existing cultures, which assigns 

meanings to existing things in a community where an individual is born, 

thereby guiding human behavior and experience of the world. These things 

continue to exist after the individual dies. Therefore, humans can only have 

access to conventional knowledge of the world when they live and interact 

within their cultural setting, as it is the source of their interpretation of 

knowledge.   

 

A similar perspective by Shutz (1967) suggests that social reality has a 

meaning for everyone, which is founded upon the thought objects 

constructed by men. According to Creswell (2013), researchers conducting 

qualitative research are embracing the idea of multiple realities. When 

studying individuals, qualitative researchers aim to report these multiple 

realities which is achieved by using themes that report multiple views of the 

individuals being studied, using their exact words.  

 

This research adopts a critical realist methodology. Critical realists accept 

the reality of the social world and argue that there exists a reality of social 

structures and institutions which underpin our experiences in the social 

world. Therefore, we can only understand and change the social world by 

identifying the institutions responsible for generating those events and 

discourses (Bhasker, 1989). Critical realism emerged out of the 

positivist/constructivist “paradigm wars” (Denzin and Lincoln, 2011). The 

realism ontological notion asserts that realities exist outside the mind, which 

implies objectivism, or an objective detachment in order to understand how 

things really are (Crotty, 1998). It also shares a component of positivism that 

searches for causation in the explanation of social reality, thus enabling the 

suggestions of practical policies that address social problems (Fletcher, 

2017). Although critical realists agree with the positivist view that there is an 

external reality, they reject the stance that there is only one scientific way of 
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gaining knowledge about this reality (Bhasker, 1975; Bryman and Bell, 

2011). This means that critical realists argue against studying social reality 

using only the principles of the natural sciences, a view similar to 

constructivism. What makes critical realism critical is that it identifies 

hypothetical entities which offer possibilities for changing the status quo in 

the social world (Bryman and Bell, 2011).  

 

In this research, I will adopt a realist ontology (the nature and characteristics 

of reality) that sees multiple realities being constructed through the 

experiences and interactions of a group of women leaders within their 

technology organization. Critical realism attributes these women’s subjective 

experiences to structural realities (for example, patriarchy) which the women 

ae slightly aware of. This realist ontology will aid in addressing one of the 

objectives of this research concerned with implementing policies to promote 

flexibility and equality of leadership opportunities for skilled men and women 

in technology.  

 

 

3.2.3 Epistemology 
 

Epistemology is a way of understanding and explaining how we know what 

we know (Crotty, 1998). It is concerned with what constitutes conventional 

knowledge in any field of study (Saunders et al. 2007). Two approaches to 

research that will be discussed in this study are positivism and relativism. 

Crotty (1998:12) states that the positivist epistemology is objectivist by 

definition; therefore these terms are used interchangeably in this research.  

 

Positivism is an epistemological position that advocates for studying social 

reality according to the same principles as the natural sciences. Positivism is 

based on the principle that knowledge of social reality can only be obtained 

when facts are gathered to generate hypotheses that can be tested to 
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formulate theory, all these conducted in an objective manner. Hence, 

objectivism sees the world of business and management as a social 

phenomenon that is independent of social actors and has no external reality 

or objective meaning (Bryman and Bell, 2011). This positivist stance posits 

that things have truths and meaning in themselves. They exist as meaningful 

entities independent of consciousness and experience necessitating 

scientific research to attain that objective truth and meaning (Crotty, 1998). 

This means that the positivist approach to the social sciences seeks to 

explain human behavior using scientific principles. 

 

Individuals experience the world differently, which results in diverse ways of 

knowing or separate realities. The relativist viewpoint sees individuals as 

having multiple realities. In a relativist epistemology, the way things are is 

really how we make sense of them. Hence, the way we make sense (our 

understanding) of our social world or phenomena is not according to 

objective truths, but on historical and cultural interpretations. This means that 

at different times and places, individuals have multiple realities of the same 

phenomena. Describing their realities entails reporting how it is meaningfully 

constructed within a given culture and community (Crotty, 1998). Reality is 

thus subjective and cannot be independent of the mind.  

 

3.2.4  Conceptualizing Sex and Gender  
 

Within a realist ontology, it is important in this research to define the 

conceptions of ‘sex’ and ‘gender’. According to Oakley (1972:16), sex refers 

to the biological differences between male and female, the visible difference 

in genitalia and related difference in procreative function, while gender is 

cultural and refers to the sociocultural characteristics differentiating 

‘masculine’ and ‘feminine’.  New (2005) stated that human beings are almost 

all (99.6%) born to be sexually dimorphic as male or female, enabling 

different reproductive roles. Hence, the concept of sex is biologically 
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constant while the concept of gender is cultural and sociological, differing 

with time and place (Oakley, 1972). Dogo (2014) therefore argues that 

though individuals are born with a biological sex of either male or female, the 

society they are born into teaches boys to exhibit masculine traits of 

strength, courage and ambition while girls are taught to exhibit feminine traits 

of softness and compassion. According to New (2005), sex is ontologically 

prior to gender. It however does not determine gender and gender is not 

reducible to, nor interchangeable with sex. Therefore, in this thesis I will 

adopt the conceptions of sex and gender as defined by Oakley (1972).  

 

 

 

3.3 SECTION TWO:  
 
 

3.3.1 Research Design 
 

This section explains the research design adopted in this study, which 

consists of the research method, sampling technique and approach to data 

collection technique employed. 

 
 

3.3.2 Method 
 
One of the ways of understanding individuals’ thoughts, feelings and 

experiences about an issue is by the use of qualitative research methods 

(Saunders et al. 2007). Strauss and Corbin (1990) define qualitative 

research, as any kind of research that produces findings not arrived at by 

means of statistical procedures or other means of quantification. A 

qualitative approach to data collection and analysis was used for this 

research because qualitative methods are more flexible and sensitive to the 

social context in which the data is collected (Creswell, 2013). It enables a 

detailed understanding of the context in which research participants address 

an issue, while gathering data about their subjective experiences.  
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Qualitative research embraces the idea of multiple realities. Qualitative 

research intends to report these multiple realities as seen through different 

views. It is ideal for exploring the existence of a phenomenon or exploring a 

particular issue about people in their social world, and not necessarily to find 

a causal effect (Creswell, 2003) or an explanation. Since this research aims 

to understand the phenomenon of how a group of women make meaning of 

their roles as leaders in technology organizations, a qualitative research 

method is a suitable approach for this study. It is inductive in its approach to 

research and adopts a subjective perspective. It does not start with a theory 

at the beginning, but the theory unfolds while carrying out the research. This 

qualitative research adopted an inductive logic, which emerged as the 

researcher collected and analyzed the data. 

 

Using scientific methods to study the behavior of humans in their social 

world entails validity of the results, but it is a dispassionate and distanced 

way to study human behavior since it does not consider the person in the 

experience nor how human consciousness connects with existing objects in 

the world (Moustakas, 1994). Besides, the dynamic nature of human 

behavior makes it difficult to predict using any scientific tools, which is why 

human behavior towards a reality is difficult to quantify. The researcher can 

only understand the social world being studied by experiencing the realities 

that exist in same social world.  

 

Although qualitative methods do not adhere to issues of validity and 

reliability which makes generalization of the findings impossible, however the 

findings from qualitative research are transferable and can be used by other 

scholars to answer related questions or explore similar phenomenon. 
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3.3.3 Sampling 
 

The Population for this research was Lagos, an urban city in Nigeria. 

Although Nigeria is one of the fastest growing economies in sub-Saharan 

Africa, has a population of about 200 million people that is estimated to grow 

to about 214 million by July 2020 (CIA, 2020), Jonsen et al., (2011) noted 

that it represents an under-researched area in Africa. Lagos has a 

population of about 21 million people making it the largest and most 

populated urban city in Africa. Though Lagos is no longer the Federal Capital 

Territory of Nigeria, it has the highest number of ICT organizations and 

SMEs in the country and still remains the commercial nerve center of 

Nigeria. The head offices of all the Nigerian banks, telecommunications and 

ICT companies are situated in Lagos. For these reasons, it became 

necessary and expedient to focus on Lagos as the context for this research. 

The sampling technique was purposive, targeting senior female managers in 

technology organizations, because they can purposefully inform an 

understanding of the research phenomenon (Creswell, 2013). Cassell and 

Symon (2004) posit that purposive sampling enables the selection of 

participants whose characteristics and experiences are exactly associated 

with the phenomenon being researched, in order to provide a richer 

description to the overall essence description. A purposive sample of 11 

women participated in this phenomenological research. 19 women who fitted 

the sampling inclusion criteria were contacted but eventually 12 of them 

agreed to participate in the research. One of the participants was interrupted 

by a professional call halfway through the interview and she was never able 

to re-schedule a time to complete the session, leading to incomplete data. 

Therefore, the responses from said participant were excluded from the 

analysis. 

Each participant had been in a senior managerial position for four years or 

more in either her current organization or a combination of technology 

organizations. The participants had a minimum of 8 direct reports as the 
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least and 250 as the most. In applying purposive sampling to select the 

participants, I ensured that those who could likely have conflicting interests 

with the outcomes of the study were not selected. Each participant was 

selected from a different technology organization rather than using a single 

organization, in order to elucidate diverse ways the research phenomenon is 

experienced and described within the technology industry. The organizations 

were selected based on personal contacts of the researcher, business and 

non-profit associations in Nigeria like Women in Business and public service 

(WIMBIZ); Leading ladies Nigeria (LLN) and Women in Technology (WIT). 

Small sample sizes are characteristic of qualitative methods and provide an 

in-depth evaluation of individual cases in the phenomenon being researched 

(Cassell and Symon, 2004). According to Creswell (2013), an important thing 

to note when studying small sample sizes in qualitative research is the need 

to collect extensive information from each participant in the research. Morse 

(1994) suggests that phenomenological interviews should have a minimum 

of 6 participants, while Polkinghorne (1989) as summarized in Creswell, 

(2013:81) recommends interviewing between 5 to 25 individuals. A look at 

the phenomenology research done by Riemen (1986) involved 10 

participants. Bauger and Bongaardt (2016) adopted Giorogi’s descriptive 

phenomenology method in their research that involved 9 participants. 

Chance et al. (2020) transcendental phenomenology involved 8 participants 

while Wallmo et al. (2020) interpretive phenomenological study involved 7 

participants.  

Creswell (2013) suggested that between 8 to 10 interviews are sufficient for 

a phenomenological study because the research aims to explicate 

transferable information about the phenomenon, not to generalize about it. 

Therefore, in this research I conducted eleven (11) interviews with female 

senior managers working in various technology organizations in Lagos 

before saturation was reached. According to Creswell (2013) saturation is 

reached when interviewing more participants does not add any new 
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understanding to the identified themes. After the 11th interview session, I 

realized that there was no new information gathered which was different 

from the already established themes, signaling that saturation had been 

reached. Saturation was deemed to have occurred at the 9th interview, but I 

decided to continue with the remaining two interviews to actually confirm that 

saturation had been reached and there was no new data to be gotten. At this 

point, I decided to stop conducting any more interviews. 

 

3.3.4 Data Collection 
 

Kvale, (1983:174) defines the qualitative research interview while using a 

phenomenological approach as: an interview, whose purpose is to gather 

descriptions of the life-world of the interviewee with respect to interpretation 

of the meaning of the described phenomena. Primary data for this research 

was collected using one-on-one interviews as these allowed me a greater 

involvement that was needed to capture non-verbal behavior of the 

participants, which could not be achieved via other forms such as telephone 

voice interviews (Saunders et al. 2007). The interviews intended to closely 

examine the participants, develop an in-depth view of their experiences and 

perspectives of their jobs as technology managers and to understand how 

they come to have this perspective. One-on-one interviews involving face-to-

face interaction have been argued to be the fullest condition of participating 

in the mind of individuals, to acquire more knowledge about them (Cassell 

and Symon, 2004). Notable scholars (Cassell and Symon, 2004; Saunders 

et al., 2007; Creswell, 2013) have argued that one-on-one interviews give 

the interviewer greater control over who provides responses to the 

questions, compared to a questionnaire of which someone other than whom 

it was intended for can provide responses.  

A pilot test of the interview was conducted using two of my professional 

colleagues. This pilot identified some ambiguities in the interview protocol, 

as well as questions that seemed overtly structured. With this feedback, I 
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modified the questions in the interview protocol by grouping similar questions 

and included some probing ones. Semi-structured interviews were used for 

this research. According to Bryman and Bell (2011), semi-structured 

interviews enable the researcher collect rich data and are useful in exploring 

issues that questionnaires may not have identified. They are also 

appropriate for studies in under-researched areas (Burr and Colley, 2017). 

The interview questions were designed to address the research question 

and objectives, and were guided by identified issues from previous literature 

that focused on specific situations in the women’s lives as technology 

managers. 

 Open-ended questions were used to conduct the interviews because they 

allow participants to describe a situation or an experience. Follow-up and 

probing questions were also used to encourage the participants to elaborate 

on a particular answer, thereby providing clarification and a deeper 

understanding into particular viewpoints related to addressing the research 

objectives. Saunders et al. (2007) suggested that probing questions be used 

to follow up on responses that are significant to answering the research 

question. They also suggested that open-ended questions allow the 

participants express their views in their own words, in order to make sense 

of their experiences as technology managers. Moustakas (1994) also stated 

that open-ended questions are preferred for phenomenological studies to 

enable the participants share their experiences in vivid details, allow the 

interviewer collect accurate information devoid of abstractions about the 

worldview of the participants, and also to aid bracketing of the interviewer’s 

ideas. Open-ended questions were used in this research to enable the 

participants construct meanings of a situation regarding their interactions 

with others and in specific contexts of where they live and work (Creswell, 

2013).  

The interview questions were designed to find out what the participants had 

experienced, how they had experienced it and what contexts or situations 



 70 

affected their experiences (Cresswell, 2013). Saunders et al. (2007) 

suggested that open-ended questions should be designed to start with the 

words what and how. It was expected that the overall description of the 

phenomenon under study would unfold as the participants recounted their 

thoughts, feelings and experiences.  

The interview questions (see Appendix A) were designed to ascertain the 

participants’ feelings about their job; the culture in technology organizations; 

their working conditions; how they see themselves in relation to their 

leadership role; work-life balance and their views on mentorship. The same 

questions were not used for all the participants, but these varied from one 

interview to another based on the participant’s response to an earlier 

question. Specifically for particular interviews, some questions were either 

omitted or included depending on the organizational context, or because the 

participant said something significant to addressing the research question 

and objectives, that necessitated further probing. For example, one of the 

interview questions asked: How would you describe people’s response to 

you as a woman leader compared to your male counterparts? The 

participant’s response caused me to probe further by asking the following 

two questions: what keeps you motivated in this role? Do you think your 

experience would be different if you were working in a multi-national IT 

organization? The order of the questions was also varied in some interviews, 

depending on the participant’s approach to answering questions and her 

responses to previous questions. For these reasons, questions in the 

interview guide were modified as the interviews progressed by removing 

ambiguous questions, including new and relevant issues relating to the 

research and discarding questions whose responses had no bearing with 

answering the research question (Cassell and Symon, 2004).  

The nature of this research being a qualitative one required that the 

researcher get as close as possible to the participants. Creswell, (2013) 

suggested that qualitative research should be conducted where the 



 71 

participants live and work, which is the context for understanding their 

accounts. This way, the researcher is able to know what they know. 

Relativists focus on the context within which people live and work in their 

social world (personal, cultural and historical influences) in creating 

knowledge of the world they live in. This is because people create their own 

reality around themselves. Their world consists of their home, work, daily 

schedule and problems. Hence, I positioned myself in this same socio-

cultural setting and tried to interpret how knowledge was shaped by these 

socio-cultural influences on the participants. This is why qualitative research 

is often referred to as interpretive research (Creswell, 2003).  

Going by this understanding, the interviews were conducted at the business 

premises of the participants over an eight-week period spanning April 2019 

to June 2019. Three of the interviews were conducted via Skype video call 

because those particular participants had to leave the country within the 

period just before the scheduled interview, and they were not due back until 

much later in the year. Nonetheless, one of the Skype interviews involved 

the participant whose interview session was never completed and so was 

discarded from the analysis. The other nine interviews were conducted in the 

respective participant’s assigned office. At the start of the interview, the 

researcher went through the contents of the consent form with the participant 

to be certain that she was a willing candidate; thereafter the participant’s 

signature was appended on the hardcopy consent form. Participants who 

were interviewed via Skye had to scan and email their signed consent 

letters.  

The interviews lasted on average, one hour and five minutes, with the 

shortest interview being 43 minutes and the longest 1 hour and 28 minutes. 

They were conducted in English and audio-recorded with the participants’ 

consent. I listened carefully without interrupting or disturbing the flow of 

conversation. Since the questions were open-ended, I sometimes asked 

probing questions in order to get a deeper understanding of the experience 
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being shared. I also took notes of the interview setting, key points, 

expressions, gestures and other body language observed during the 

interview sessions. During the entire data collection process, I kept a 

reflexive journal account of my thoughts and feelings after each interview 

was conducted. 

 

3.4 Participants 
 

Eleven women were interviewed, with their ages ranging from the early 

thirties to the late forties. These women presently work as senior managers 

and executives in either Software or Telecommunications organizations. 

Their working experiences spanned between 9 and 25 years while their 

years as leaders in an ICT organization ranged from 4 to 14 years. Out of 

the 11 participants, 8 were currently married with children, while 3 of them 

were unmarried and had no children. See Appendix D, Appendix E and 

Table 3.1 below for the profile of the research participants.  

 

 

Table 3. 1 Profiles of Research Participants 

 

S/N Name Age Marital 

status 

No. Of 

children 

Years in a 

Leadershi

p role 

Company 

sector 

1 Atinuke 34 Married 2 4 Software 

2 Omolola 43 Single Nil 4 Telecoms 

3 Tolulope 42 Single Nil 11 Software 

4 Uzoma 40 Married 3 14 Software 

5 Fatimah 44 Single Nil 12 Software 

6 Emem 42 Married 3 13 Telecoms 

7 Adebisi 30 Married 1 4.5 Software 
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8 Ayodeji 42 Married 2 12 Software 

9 Risikat 47 Married 3 14 Software 

10 Ese 42 Married 2 14 Telecoms 

11 Ivie 33 Married 2 7 Software 

 

 

 

3.4.1 Participants’ Background 
 

In accordance with the validation strategies for this research, rich thick 

descriptions were used to describe the participants, while taking great care 

to protect their identities and their organizations. The participants were all 

women who had been leaders in a technology organization for more than 

four years. They were all upwardly- mobile executives who had gained broad 

experience and expertise by traversing various organizations within the 

technology industry. All the participants worked in the Technology industry, 

but in different ICT organizations. They shared their experiences about 

activities pertaining to their daily interactions in their world, which included 

their careers and personal lives. Their ages ranged from 30 to 47, with the 

mean age of 42 years. Eight of the women were married with children, while 

three were single at the time of the interviews. All except one of the women 

were graduates who had attained a post-graduate degree in Business, 

Engineering or Science. Table 5.1 below shows the profiles of the 

participants at the time of this research. Each participant has been assigned 

a pseudonym for the purpose of confidentiality. 

 

 

Atinuke 

 

Atinuke is a 34-year-old married woman with two children, a boy and a girl. 

She works in a software multinational company and has spent four years as 

a senior executive in this organization. As a child, she was very active and 
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enjoyed out-door activities. Her father had a huge influence on her growing 

up. Seeing him strive to attain his professional qualifications even as a 

married man with children was a huge inspiration for her and that inspired 

her to pursue and achieve her own goals right from a tender age. This 

experience while growing up taught her that it was never too late for one to 

achieve whatever they set out to achieve, as long as they remained 

persistent in the pursuit of their goals.  

 

Atinuke is a quiet lady who prefers less talk and more action. She is quite 

analytical and detail oriented. Atinuke is not very particular about being 

fashionable and prefers to dress in casuals while sporting a low-cut natural 

hairstyle. When she is not working in the office, she prefers to spend time 

alone at home either watching television or reading a book. She sees herself 

as an introvert and does not consider herself to be a sociable person. 

However, if a job assignment requires an extroverted nature, Atinuke is 

willing to come out and get it done. 

 

 

Omolola 

 

Omolola is 43 years old, single with no children. She is the fifth child out of 

seven children born to parents who were teachers. As a child, Omolola 

participated in a lot of outdoor activities. She did not believe that any sport 

was reserved for either males or females and was active in all games, 

particularly football and volleyball. For this reason, she remembered being 

quite close to her brothers who were always playing outdoor games, and 

referred to herself as a tomboy. Her parents were bold and outspoken and 

this affected Omolola such that she was raised to be very expressive with a 

strong and confident personality. This is clearly evident when she speaks 

and walks. Her steps are evenly paced, almost as if she is counting them 
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and she walks with her shoulders straight and high. She speaks in a firm, 

authoritative (almost commanding) tone and never looses eye contact.   

 

Her father was a great influence on her and always encouraged her to 

achieve her goals, pursue whatever she believed in and not shy away from 

speaking up. Particularly, Omolola’s father instilled in her a strong desire to 

be studious and focused in school. Coming from a home of teachers, 

reading and studying hard was a paramount expectation of her parents for 

all their children. She believes that her upbringing set the foundation for 

shaping her values and her personality. 

 

Omolola is quite fashionable and pays close attention to her appearance. 

Being the only female Engineer in her team, she often refers to herself as 

one of the guys. However, her looks are far from masculine as she is well 

groomed from head to toe, wears fashionable clothes and works out 

frequently at the gymnasium. Her self-confidence makes her dress and look 

feminine, even while taking on the identity of an engineer.  Her office is neat 

and tidy with pictures and flowers giving the room a more feminine appeal. 

Omolola is an avid fun lover and always creates time to party with friends 

and family. She has a strong bond with her family and endeavors to attend 

almost all family engagements both in the city where she lives and back 

home in the village. She also takes her Christian faith seriously and 

endeavors to attend all Sunday and mid-week church services. 

 

 

Tolulope 

 

Tolulope is a 42- year- old single lady born into a family of well-educated and 

hardworking parents. She doesn’t have any children. He parents are both 

medical professionals and her dad started his own hospital at a very young 

age while her mother worked in a multinational organization as a medical 
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officer. Even though she came from a family of medics and her parents’ 

expectation from her was to study something around the medical sciences or 

even be a medical doctor, Tolulope chose to study computer science. She 

was a well-rounded student, but her dislike for Biology and preference for 

Mathematics and Further Mathematics further steered her away from the 

medical discipline into the STEM discipline. She loves to read and update 

herself about latest trends in technology, and is particularly interested in 

getting to understand the political terrain of any country she finds herself in.  

 

In her primary school days, Tolulope was an ardent lover of music. She 

played the piano and the recorder; she was a member of the school band 

and engaged in various extra-curricular activities. She also loved to read and 

watched quite a few television programmes as a child. Tolulope received her 

tertiary education in the UK where she worked for some years in Software 

development before returning to Nigeria. She is very religious and her 

Christian faith is quite important to her, as this shapes a lot of her thoughts, 

decisions and actions.  

 

Tolulope has very expressive eyes that light up whenever she is talking 

about something she is quite passionate about, which includes leading a 

technical team and mentoring. She is a quiet and reserved lady who is quite 

analytical and introspective in all she does. She prefers spending time alone 

reading a good book. However, she is beginning to make a conscious effort 

to spend more time with family and friends both at home and abroad. The 

fast and dynamic nature of technology may have taken its toll on Tolulope 

because after being in a technical role for over twenty tears and managing 

technology for about eleven years, Tolulope is considering leaving the 

technology industry and opting for a role that is more attuned to General 

Management. 
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Uzoma 

 

Uzoma is a married lady with three children. After her university education, 

she has spent all 17 of her working years in VOOCOM, where she was one 

of their pioneer staff. She grew up in a family of only female children. Uzoma 

is 40 years old and the fourth child out of five children. Her parents were 

academicians with her father being a retired Professor of Chemistry and her 

mum a retired university Librarian. Her parents lived in the university staff 

quarters so she spent her childhood years growing up in the serene 

environment of a university campus. Being born into a family of academics, 

her parents made it quite clear that excellent grades in school as well as 

high morals were key expectations of all their children and this motivated 

them to be studious in school. Uzoma’s parents are very devoted Christians 

and raised all their children with a strong foundation in God. 

 

Uzoma’s parents were strict and raised their children to be hardworking and 

committed in everything they did, as this was a guarantee to a successful 

life. They were however flexible regarding their children’s preferred choices 

for their secondary and tertiary institutions, and allowed them choose their 

course of study. This was something very unusual in a time when Nigerian 

parents made choices for their children regarding the institutions they would 

attend and particularly what course they would study. Some Nigerian parents 

even influenced the type of organization their children were expected to work 

in upon graduation. This freedom to choose made Uzoma somewhat 

confident.  

 

She remembered her father as a passionate Catholic who was very 

supportive of his children’s educational goals. Uzoma also described her 

father as an exuberant man whose presence garnered enough attention. On 

the contrary, she referred to her mother as a gentle, organized, extremely 

principled and prayerful woman whom she labeled a very strong Christian. 
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Growing up, she does not remember her parents being very strict with her, 

but remembers her eldest sister (whom she termed her military sister) as the 

strictest person in her childhood years. This sibling was the one who 

checked her school grades and tutored her in Further Mathematics. She 

remembered her eldest sister angrily hitting her when she found Uzoma 

watching TV after failing a test in Further Mathematics.  

 

Uzoma is an extroverted and fashionable lady. She is quite expressive, 

vivacious and passionate when she speaks. Her immediate family is very 

important to her and she has pictures of her husband and children hanging 

on the wall right beside her computer. These pictures motivate her when 

she’s having a bad day, and she seems to gain some comfort and 

reassurance from glancing at them periodically. Uzoma’s husband is a 

businessman as well as a part-time church pastor. As the wife of a pastor, it 

is customary for her to support her husband’s ministry so she has huge 

responsibilities in the church. Besides that, her spiritual life is very important 

to her wellbeing and she lives a triangular lifestyle from the office to the 

home to the church.  

 

 

Fatimah 

 

On first encounter with Fatimah, one cannot help but notice her vivacious 

and passionate nature. She brings with her a lot of positive energy into the 

room and is motivated by things that challenge her. She talks pretty fast and 

gesticulates a lot especially when trying to buttress a point. Her office is not 

in a very tidy state, but she seems to know where to find any item she 

needs. 

 

Fatimah is a Software Engineer in her early forties, single with no children. 

Fatimah is bold, focused and driven. She loves unorthodox processes and 
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challenging the norm in her profession. Fatimah achieves this by following 

her own internal compass. After receiving her Masters degree in the United 

States, she started her career as a technical account Engineer and worked 

in a few hardware and software organizations before relocating to Nigeria to 

work for a software multinational company. 

 

When Fatimah is not working as a technical person, she enjoys fashion 

merchandising. She is quite fashionable in her appearance and does not 

look like a typical Engineer in any way. Fatimah also enjoys dancing and is a 

certified Zumba dance instructor. She feels that being a technical person, 

her passion for fashion and dance causes people to see her as a sort of 

enigma. This was because she felt that female software engineers are 

stereotyped as anti-social as well as perceived to be only interested in core, 

technical processes, computer bits and bytes. 

 

Fatimah’s paternal grandfather played a pivotal role in her childhood years. 

She shared that he was not a strict man. Rather, he was very open and 

accommodating, therefore she could discuss almost anything with him. He 

was very supportive of her exertions, and she recalled him attending every 

school event where she participated and especially celebrating her 

achievements. Her mother on the other hand was very pushy, and from an 

early age made it clear to Fatimah that she expected her to get a bachelor’s 

degree, then a Masters degree before she could get married. She recalls her 

mother constantly nagging her about her single status because by all 

societal standards, a Nigerian lady in her early forties is expected to be 

married and have children. Fatimah grew up in a home that was open, free 

and close knit. She also spent a lot of time with her extended family and she 

regularly exchanged visits with her cousins. Her extended family often 

holidayed together at her grandfather’s farm and this further strengthened 

their family bond. Fatimah enjoyed a lot of freedom as a child. Her siblings 

tagged her the rebel leader because she did not allow anything stop her from 
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getting whatsoever she wanted. Her parents were adventurous and loved 

exploring various parts of the world with their children.  

 

 

Emem 

 

Emem is a 42-year-old married lady with three children. She speaks in a 

firm, steady tone and exudes an air of calm confidence while maintaining 

eye contact all the time. She is the third child out of four children. Emem 

describes her mum as a very strong and energetic woman who was the 

financial pillar of their family. Her mum operated various businesses 

simultaneously in order to provide for the family hence, she traveled quite 

often and was barely at home.  

 

Despite being their family’s financial provider, Emem could see that her mum 

did her best to ensure that their father maintained his respect and position as 

the head of the house. She remembered her father as a caring dad whose 

visits to her in the boarding school were always highly anticipated by Emem 

and her friends, because he would show up with a wide variety of foods and 

drinks for everyone. Emem’s strict parents did not allow her do a lot of 

socializing as a young girl. The only outings she remembered going to were 

home lessons and church activities. Emem was a key member of the debate 

team while in secondary school and this helped her to develop boldness and 

confidence, which is why as an adult she is very vocal and does not cringe 

from confrontations.  

She started her career in the UK as a telecommunications Engineer and 

worked for a couple of the biggest telecommunications firms in the UK 

before returning to Nigeria to work for one of the telecommunications firms in 

the country. In her early days as a manager in her current company, Emem 

remembered being the only female amongst 20 other managers. Although 

she attended an all-girls secondary school, Emem learned early how to 
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manage male relationships in the university and the workplace without 

offending anyone whose behavior was out of line. She has worked in her 

present company for 15 years and has been in a managerial role for 13 out 

of those years. 

 

Her husband is a businessman whom Emem describes as her advocate and 

cheerleader. When she is not working, she prefers to spend time at home 

with her children or getting a spa treatment with a couple of her close 

friends. Her religious family upbringing influenced her greatly such that to 

date Emem still loves to serve in the church.  

 

 

Adebisi 

 

Adebisi is a young woman of 30 years. She is married with a son. She 

started her career very early when she was about 20 years old and rose very 

fast because she was hardworking, determined and career-driven. Adebisi 

was born into a family of 6 and her father influenced a lot of her academic 

and career choices from an early age. She had wanted to become a medical 

doctor but ended up studying computer science at her father’s insistence. 

She however does not regret this decision. 

 

Right from a tender age, her father encouraged her to always push for 

recognition and equality in all she did. He particularly spurred her on in the 

university when she wanted to change her course of study because she felt 

intimidated to be amongst 8 girls in a class of 100. Her father’s response to 

her suggestion was: That’s why you’re there, because you have to make a 

change, you have to make a difference. That experience shaped her career 

and her life in general, making her want to settle for nothing less than the 

best at all times. For Adebisi, her career comes first, a resolution that her 

partner understands and supports. 
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Although Adebisi wears fashionable clothes and accessories, she prefers a 

more casual look in the office. He office space has a bare look with only the 

intercom, computer and her handbag on her worktable. The only other 

furniture in the room is a small round meeting table with two chairs. Her 

physical fitness is quite important to her as her daily routine starts with an 

early morning run by 5am. Her office allows her to work remotely so her work 

hours are flexible. However, since her direct bosses are not resident in 

Nigeria, she has sometimes been woken up to join a 7am conference call or 

remained in the office as late as 12 midnight due to the difference in time 

zones. Thankfully, her boss respects her weekends and avoids any official 

contact with Adebisi during this time. For her weekends, Adebisi enjoys a 

relaxing time either at the Ikoyi club or at the cinema with her family. 

 

 

Ayodeji 

 

Ayodeji is a married woman with two children. She has a neat and tidy 

appearance, which is also reflected in her office space. Ayodeji is not a very 

fashionable lady but she dresses smartly. She loves nature and so her office 

is beautifully decorated with little potted plants at odd corners. Though her 

first degree was not in the ICT discipline, over the years Ayodeji has found 

herself working with technology and leading a large team of developers. She 

was able to manage this transition and excel in this new role by arduously 

studying and arming herself with all she needed to know about this new 

industry she found herself in.   

 

Her mother was widowed at a very tender age so she grew up not really 

knowing her father. Her mother was a teacher at first, who later worked in a 

church. Therefore, childhood years for Ayodeji and her older brother were 

spent in modest means and her family naturally attended all church 
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programmes religiously. Due to her humble beginnings, Ayodeji determined 

from childhood that she must become a rich woman later in her life. In her 

own words: My first goal in life was to become the richest woman in the 

world because I did not grow up in a rich home. Ayodeji also had a strong 

desire to be liked and respected by everyone. Incidentally, her small frame 

made her sometimes feel disregarded both in school and at the workplace. 

One of her aunts, a top government executive at the time and someone 

Ayodeji had so much regard for, made her believe that she would only be 

respected if she were very intelligent in school. This strong believe motivated 

Ayodeji to work extra hard to be amongst the top three scholars and this 

actually got her the respect and admiration she craved for. She carried this 

same ideology and attitude to the workplace and she beliefs that hard work 

has been instrumental to her career success. Ayodeji refers to herself as a 

perfectionist. Reflecting back on her secondary school days, she recalled 

being described as bossy and was nicknamed Margaret Thatcher, Iron Lady. 

However, Ayodeji believes that over time, she has evolved into being a 

leader.  

 

Ayodeji started her first business at age 10 when she had just begun her 

secondary education. She remembered buying, re-packaging and selling 

popcorn to her classmates at double her cost price. She could also recollect 

that her grandmother was an avid businesswoman and supposes that this 

trait had rubbed off on her right from childhood to her adult years. Recently, 

she started an eCommerce store that sells maternity wears. This was 

inspired by her frustrations in finding ready-to-wear, smart and affordable 

maternity outfits when she was pregnant with her second child.  

 

In her spare time, Ayodeji spends time at home with her children as well as 

in church where she is a minister of the gospel. She co-runs a counseling 

outfit with her husband who is a certified business coach and strategist, 

because she is passionate about the growth and development of individuals. 
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She revealed that: I see people like chocolates and I REALLY like 

chocolates.  

 

 

Risikat 

 

Risikat is one of the Executive Directors in a fully indigenous Nigerian 

computer firm, engaged in the manufacture of hardware and software 

solutions. She is 47 years old, married, with three children. She began her 

career in her present organization two decades ago, but left for about 5 

years to join an accounting firm before coming back to her present 

organization where she rose to the position of an Executive Director within 

the space of 13 years. Risikat speaks in a firm, authoritative tone and her 

office has a bare, masculine look. There are no pictures or decorations on 

the walls or on the table. Though she dresses neatly, she is not particularly 

fashionable.  

 

Risikat’s late father was well educated and worked as a senior administrator 

for one of the state governments in the Western region of Nigeria. He mother 

supervised the catering unit of a small firm. Hence, she grew up in a middle- 

class family in a small city, and was not privileged to have a few luxuries as 

a child. She sometimes envied the other girls who lived in the bigger cities 

like Lagos and Abuja and came to the boarding school with fancy snacks 

and clothes provided by their parents, which hers could not afford. Risikat 

remembered that her father always encouraged her not to be bothered by 

this, but rather to be very studious because he claimed that time will be a 

leveler. When she reflected on those words of her father and how far she 

had come in her career, she agreed that time had indeed been a leveler 

between her and her secondary school mates.  
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Growing up as a child, her father was her greatest influencer and imbedded 

in her a strong reading culture. This trait has helped her through her career 

especially when despite having a degree in Computer Science, she had to 

work in the financial services sector as an auditor and also an accountant. 

She remembered buying several accounting books and educating herself on 

all the basic accounting principles in addition to other professional trainings 

she received.  

 

As a young rookie manager, Risikat described herself as a battler who was 

very task-oriented. However, over time she has learned to develop emotional 

intelligence and soft people skills. Her Christian faith has a profound impact 

on her and she believes that all her successes in her life and career were 

predestined and directed by God. Her husband is a church pastor and she 

describes him as being extremely supportive of her career. He often makes 

up for her absence at home by being available for their three children as at 

when needed, especially when she is indisposed. 

 

 

Ese 

 

Ese is an elegant and fashionable lady with a calm and soft-spoken voice. 

She is deep reflective and speaks slowly, analyzing her words and the 

conversation at the same time. Ese is 42 years old, married with two 

children. Her office is neat with colorful furniture that gives it a warm feel. 

Little ornaments decorate the table and shelves in the room, but there are no 

family pictures.  

 

She grew up in humble surroundings and though her parents were financially 

handicapped and not well educated, they made it quite clear to their children 

that they wanted them to have a good education. Ese’s parents raised their 

children to believe that education would get them out of poverty so as a 
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child, she was quite focused and driven to excel in her studies. Ese’s parents 

resided in the western region of Nigeria but she attended a boarding school 

that was situated in the eastern region. She remembered having to stay back 

in school during the half-term breaks because her parents could not afford 

the transportation fare for her to return home and go back to school again 

within such a short period. She also spent some of her holidays with 

relatives who lived close by in the east. Reflecting back, she remembered 

not having to complain that her school fees were sometimes not paid on 

time, or that she did not get pocket money like other students. For Ese, her 

role was to excel and deliver in the school environment that she was 

privileged to be in.  

 

As a child, Ese was quite introverted until her primary 3, when an ugly 

incident caused her to become the extroverted Ese that she is to date. She 

became a noisemaker in class and began having more friends. Thinking 

back to the tough environment she grew up in, Ese believes that this was 

instrumental to her developing a profound interest for any good challenge. 

She has an intrinsic desire to prove that any challenge is surmountable, such 

that she can inspire others to do it. 

 

Her husband is equally a busy professional who goes on frequent official 

trips. His busy work schedule and hers often conflict and makes it difficult for 

them to spend sufficient time together. Although Ese misses their bonding 

time, she is focused on achieving her career goals and does not mind 

sacrificing some family time. Ese believes that, you can’t juggle all the balls, 

something has to give. 
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Ivie 

 

Ivie is a woman in her early thirties who was raised in a close-knit middle-

class family of 6, in the western region of Nigeria. She is the third and only 

female child out of four children. Her father worked as an accountant in a 

corporate organization while her mother was a housewife. Even though her 

mother did not work in an office, Ivie remembered that her mother always 

ensured that their house was always neat and tidy, meals served at the right 

time and the children did their homework when it was due. Her mother made 

sure that they prepared their school things the night before and their father 

was not left out of this expectation. Her mother was a firm, organized and 

disciplined woman who ran their home with a tight fist. She did not hesitate 

to spank any of her children who attempted to fall out of line.  

 

As a young girl, Ivie loved reading and spending time with her father. She 

would often prefer to spend her after-school hours with him in his office so 

that she could use his computer. This was an unusual passion for the only 

girl child in their family to have. It was no surprise to anyone when she 

decided to study Computer Science at the university. Presently, she is the 

Managing Director of the software company that she works in. Ivie is married 

with two young children. 

 

At the workplace, Ivie is highly organized, detail oriented and result-driven. 

You can see this from the way her office is arranged. There is a place for 

every single item in her office; her bag has a particular section where it 

stays, her jacket hangs neatly on the jacket hanger, stationery are properly 

put away in cup holders and immediately Ivie is done with a particular 

stationery, she puts it back in the exact same location she got it from. 

Despite the fact that she employed a personal assistant, her digital reminder 

sends out an alarm at intervals to remind her about upcoming engagements. 
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She does a lot of planning ahead and usually has what she terms Plans A to 

G. 

 

Ivie gets a lot of domestic and family support back home from her sister who 

lives with her and ensures that her children are well taken care of. She is 

also married to a very supportive spouse who runs his own business, which 

gives him the flexibility to be available for their two young children. 

 

 

3.5 Credibility and Transferability of the research 
 

Some of the ways of measuring the quality, rigour and wider potential of a 

research include validity, reliability and generalizability (Mason, 1996). There 

have been concerns among qualitative researchers regarding the relevance 

of validity and reliability in assessing qualitative research. Critics of 

qualitative research have argued that it is ambiguous and unscientific due to 

failure of the results to adhere to issues of validity and reliability (LeCompte 

& Goetz, 1982). However, notable qualitative researchers (Lincoln and 

Guba, 1985; Guba and Lincoln, 1994) developed alternative approaches to 

assessing validity and reliability in qualitative studies. They proposed 

substituting validity and reliability with the criteria of trustworthiness, where 

trustworthiness consists of four criteria: credibility, transferability, 

dependability and confirmability. 

 

Guba and Lincoln (1994) argued that validity and reliability could not be 

applied to qualitative research because these concepts assume an 

objectivist view that a single absolute reality exists about the social world. 

Rather, they argue that multiple accounts exist about the social world and 

provide an alternative to evaluating qualitative research using the terms 

credibility and transferability. Due to the existence of multiple accounts of 

social reality, it becomes necessary to evaluate the credibility of the 
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researcher’s account and method in determining if it will be acceptable to 

others (Bryman and Bell, 2011). 

 

Credibility refers to the likelihood that a researcher arrives at a trustworthy 

account (in the midst of several possible accounts) of any social reality, 

which is acceptable to others. Credibility in qualitative research can be 

established by prolonged engagement and analysis in the method applied to 

the research (Guba and Lincoln, 1994), and also by ensuring that the 

research adhered to the proper ethical codes of conduct (Bryman and Bell, 

2011). To ensure credibility in this research, in-depth interviews that lasted 

an average of one hour were used to collect rich data about the participants’  

experiences in their lives as female leaders in technology organizations.  

 

The concept of transferability refers to the likelihood that others can transfer 

information from the findings of the in-depth descriptions of the participants’ 

accounts to similar phenomena and contexts, to determine if the findings can 

be transferable based on shared characteristics (Erlandson et al., 1993). 

Transferability was achieved in this research by adapting the interview 

questions from previous literature on women leaders in technology, to 

ensure that the findings were grounded in theory (Lincoln and Guba, 1985). 

Transferability of the research findings can be established by using rich, 

thick descriptions (Geertz, 1973; Erlandson et al., 1993). Moustakas (1994) 

agrees with this perspective and suggests that data validity of 

phenomenological research can be established in the richness of the 

conversation. In this research, transferability of the research findings was 

also established by collecting rich, thick descriptions to describe the 

participants’ accounts. Additionally, this research provided a detailed 

description of the participants themselves. Although the findings from 

qualitative studies do not allow for generalization, they are transferable such 

that other researchers or management consultants can apply the findings to 
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improve upon subsequent academic studies and business practices 

respectively, especially those with similar contexts like Africa.  

 

3.6 Validation strategies 
 

Lincoln and Guba (1985) recommended specific strategies for the attainment 

of rigor and credibility of the research findings, which have been further 

developed by other scholars. In particular, Creswell (2013:251) suggested 

that credibility in qualitative research could be established through various 

strategies he proposed as validation strategies. Creswell proposed eight 

validation strategies that qualitative researchers should use to evaluate their 

research. They include: (1.) Prolonged engagement and persistent 

observation in the field; (2.) Triangulation; (3.) Peer review or debriefing; (4.) 

Negative case analysis; (5.) Clarifying researcher bias from the outset of the 

study; (6.) Member checking; (7.) Rich, thick descriptions; (8.) External 

audits. Bryman and Bell (2011:396) emphasize two validation strategies for 

qualitative researchers namely respondent validation (also known as 

member checking) and triangulation. However, Creswell (2013) recommends 

that for any research, qualitative researchers should engage in at least two 

of the validation strategies. 

In this qualitative research, I employed three validation strategies to 

establish credibility of the findings. They include clarifying researcher bias 

from the beginning, rich, thick descriptions and peer reviewing. Reflexivity 

helped me to identify and clarify any bias and preconceptions I had about the 

participants or the phenomenon being researched, so that I approached the 

interviews with an open mindset. Rich, thick descriptions were collected to 

describe the participants and their accounts. Lastly, the findings of this 

research as well as the interpretations I arrived at were shared in peer 

review sessions with fellow doctoral researchers in the university. This 

served as an external check on the research strategies used in this study. 
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3.7 Excerpts from my Reflexive diary 
 

It is useful, at this point, to reflect on some of the challenges I faced during 

the data collection stage. Although meetings were scheduled and agreed 

beforehand with the participants, I still experienced some problems with 

gaining access to two of the participants due to several re-scheduled 

meetings that necessitated applying more persuasion. Despite these efforts, 

as I stated earlier, one of the interview sessions never got completed and 

had to be discarded from the analysis. I did not rely on referrals from 

participants because although their referrals would likely be more 

cooperative, it was possible that the participants would refer me to their 

friends within the industry with whom they share opinions and experiences. 

Hence, their views may likely be similar and I feared that the interview 

questions may be discussed amongst themselves, resulting in pre-rehearsed 

answers. I declined requests from some participants to see the interview 

questions beforehand, but applied more persuasion and re-assured them 

that we would not deviate from the objectives as stated in the information 

sheet sent to them earlier. According to Oakley (1981:33), the interviewer 

should be friendly but not too friendly, aiming for a balance between the 

warmth needed for creating rapport with the participants, and professional 

competence that accords respect to the interviewer.  

In discussing my reflexivity, I considered Oakley’s (1981) feminist principle of 

reducing power imbalance and inequalities between myself and the 

participants. I ensured that my presence or appearance did not intimidate the 

participants in any way during the data collection stage. Actually, they were 

all successful middle-class women with quite impressive professional 

profiles. I was actually the one who felt a bit apprehensive about meeting 

with them. According to Tang (2002), other attributes like class, socio-

cultural and personal backgrounds could potentially affect the power 

dynamics between the interviewer and interviewees. That notwithstanding, I 
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donned a professional personality (both in dressing and speaking) that I felt 

could create an atmosphere of trust where they felt free and safe to 

genuinely share their experiences with me. I am not naturally a talkative 

person, so I went prepared to listen more and talk less.  

 

Oakley (1981:41) suggested that interviews yield best results when the 

interviewer-interviewee relationship is non-hierarchical and the interviewer 

surrenders some information about his or her own personal identity in order 

to strengthen that relationship. This inclusive relationship ensures that the 

participants are respected and their accounts are heard and valued 

throughout the research. I went into those sessions not as one superior to 

them, but as one of them. I was conscious of the fact that since the 

participants did not know me beforehand, I needed to build rapport so that 

they could speak freely during our meetings. For example, before the start of 

the interviews, participants once again wanted to know more about my 

research objectives so I briefly shared why I was interested in this topic, 

even though this was included in the Information sheet earlier sent to them. 

According to Oakley (1981), no intimacy without reciprocity. I discovered that 

participants I contacted via LinkedIn had looked up my profile and learnt that 

I have an IT background, so I was perceived as a member of this group or 

one of them. Oakley (1981) stated that when interviewers and interviewees 

share same gender socialization (sisterhood), it minimizes the social 

distance between them. Thus, being a Nigerian woman in IT who was raised 

in the same society as them, provided a shared understanding with the 

participants. All these, I perceived, were to my advantage, made the 

participant feel more relaxed and aided better rapport during the interviews.  

 

I was a bit nervous during my first session, because I was unsure of the 

reception I would receive. However, all the participants were quite friendly 

and co-operative. It was unbelievable that we were only just meeting for the 
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first time. I thoroughly enjoyed the sessions, and listening to them share their 

experiences, some of which I could relate with as a former woman in 

technology.  

 

 

3.8 Ethics in Research 
 

The study of ethics in qualitative research constitutes the principles of right 

and wrong, morality and being honorable, embracing goodness, performing 

virtuous acts, generating goodwill and the choice of justice over injustice 

(Madison, 2011:96). According to Punch (2014:36), ethics is the study of 

what constitutes good, right, or virtuous courses of action. Ethics that is 

applied in research focuses on the contexts of planning, conducting, 

communicating and following up research. Ethics within the context of 

research can also be viewed as the appropriateness of behavior towards the 

rights of those who become subject to your work (Saunders et al., 2007). A 

good qualitative study has to show evidence that proper ethical standards as 

administered by respective institutional review boards have been adhered to 

throughout the research study. This includes the process of obtaining 

informed consent from the participants, content that is included or excluded 

in the write-up and what claims are made (Neyland, 2007).  

 

Bryman and Bell (2011) suggested that ethical issues habitually revolve 

around two major concerns: how to treat the participants in the research and 

the activities to engage in or avoid while relating with the participants. These 

concerns address four key areas namely: harm to participants; informed 

consent; invasion of privacy; deception. These concerns have been 

developed into principles guiding the codes of ethics that address what is 

acceptable to do and in what conditions this is acceptable. Punch (2014) 

focuses on the principles of autonomy, confidentiality and beneficence. 

Professional associations in the field of educational research have 
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developed different ethical codes for business and management 

researchers, which are constantly being revised. This research adopted the 

ethical principles as contained in the 2014 British Psychological Society code 

of human research ethics (BPS, 2014) which are similar to those identified 

by Punch (2014) and were in agreement with the University of Bradford’s 

research ethics requirements. They are: respect for autonomy, privacy and 

dignity of individuals and communities; scientific integrity; social 

responsibility; maximizing benefit and minimizing harm.  

 

3.8.1 Respect for autonomy, privacy and dignity of individuals and 

communities 

 

This principle addresses participants’ moral rights to privacy, self-

determination, personal liberty and natural justice. Researchers have a 

responsibility to protect participants’ moral rights as this demonstrates 

respect for their dignity. Research that follows the due process for valid 

consent, confidentiality, anonymity and fair treatment adequately protects 

these rights. In this research I respected the participants’ knowledge, 

experience, expertise, ethnic origin, marital status, religion and belief, 

education, language and socio-economic status. They were allowed to share 

their views and thoughts based on their values and beliefs. 

 

Respect for autonomy allows participants to voluntarily decide on whether to 

participate in the study. It also allowed them to withdraw their participation 

and request that their data be destroyed from storage sites. There was 

however a time limit for data withdrawal, which was made know to the 

participants at the onset of the study. In the consent form, they were 

informed that they could withdraw their consent anytime before the data 

analysis commenced. Respecting participants’ privacy refers to ensuring that 

the identities of individuals and their organizations are anonymized, except 

otherwise requested by the participant. In meeting with this requirement, I 
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used pseudonyms for each participant, their organization, friends or spouses 

mentioned in order to conceal their identities. Data extracts that were shared 

with my supervisors also contained these pseudonyms. 

 

As the research involved primary data collection from individuals, ethics 

approval was sought from the University of Bradford ethics committee, which 

was granted on the 12th of April 2019 by the chair of the University of 

Bradford Research Ethics Panel Committee. In applying this principle to the 

research, the participants were sent an information sheet (containing a 

confidentiality agreement) and a consent form (see Appendix B and 

Appendix C), the former emphasizing the confidentiality of the information to 

be provided as well as the anonymity of the participants and their respective 

organizations. Bryman and Bell (2011) noted that anonymity is potentially 

problematic when using visual data. This research used only audio 

recordings for the interviews, with permission granted by the participants. 

The consent form informed them that the interview would be audio recorded, 

their participation was voluntary; they could withdraw their participation at 

any time before the data analysis commenced, their responses would remain 

anonymous and they could refuse answering any questions. A follow-up 

phone call was also made to further clarify any concerns about 

confidentiality, anonymity, use and storage of the data collected. All these 

were agreed upon before scheduling an appointment for the interview. 

 

3.8.2 Scientific Integrity 

 

This principle advocates for research to be designed and conducted in a way 

that ensures quality, integrity and contribution to knowledge and 

understanding. A poorly designed and conducted research causes 

misleading information and can be potentially harmful. The confidentiality 

agreement sent to participants in this research contained details of the 

research aims as well as the relevance of their participation to the success of 
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the research. This research was conducted according to the scholarly 

principles of research design as established in Moustakas’ (1994) 

transcendental phenomenological approach to data collection and analysis. 

These principles as outlined by Moustakas (1994) adopt a logical and 

systematic approach to research design and analysis that ensures high 

quality and integrity of phenomenological studies. 

 

3.8.3 Social responsibility 

 

This refers to researchers working within the limits of their professional 

competence. Researchers have a responsibility to acknowledge, respect and 

protect vulnerable individuals or groups, as well as be able to collaborate 

with professional colleagues, research participants and other stakeholders. 

Researchers are also expected to act professionally in the possibility of an 

unexpected consequence or predicted outcome of the research.  

 

There were no physically or emotionally vulnerable individuals in this 

research as the participants were made up of matured, literate women 

between the ages of 30 and 50, who had attained master’s degree 

qualifications and were currently leaders in their respective organizations. 

Therefore, they had no communication difficulties and were not dependent or 

lacking in capacity in any way to give informed consent or respond to the 

interview questions. Since this research aims to understand the meaning of 

being a woman leader in technology, the possible outcomes do not pose any 

potential harm to individuals in the society.  

 

3.8.4 Maximizing benefit and minimizing harm 

 

The aim of this principle is to avoid potential risks or harm to the 

psychological wellbeing, personal values, mental health and invasion of 

privacy to the research participants and other stakeholders. According to 
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Diener and Crandall (1978) the participants must not encounter harm to their 

physical body, self-esteem, stress, and career prospects, or be put under 

any undue pressure. Punch (2014) also suggested that harm should not 

come to the participants’ peers, families, acquaintances, individual 

researchers and their professional colleagues.  

 

In keeping with this principle, the participants in this research gave both 

verbal and written voluntary consent to participate in the study. They 

suggested that the interviews be conducted during daytime in their business 

premises, which is a familiar and safe environment for them. This also 

contextualized the research findings (Lincoln and Guba, 1985). Their level in 

the organization entitled them to have private offices so they felt comfortable 

and free from stress while recounting their experiences. They also did not 

feel any distress as they recounted their daily experiences in their 

professional and personal lives. There was no risk to the participants’ jobs 

since I was bound by the confidentiality agreement, the audio recordings and 

transcripts were solely in my custody and the participants were free to refuse 

answering questions that made them uncomfortable. Furthermore, I 

personally transcribed the audio recordings so there was no risk of third-

party access to the data. The consent forms, audio recordings and interview 

transcripts were kept in a locked drawer in my private office, accessible only 

to me. The audio recordings were only listened to using earphones to protect 

the confidentiality of the data provided, while the soft copy transcripts were 

stored on my computer in password-protected files that were accessible only 

to me.  

 

In maximizing benefit to the participants, the information sheet (see 

Appendix B) contained the aims of the research and the potential benefit to 

participants for participating in the study. A key benefit to them entailed 

being able to provide empirical data for policy makers in the technology 
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industry to implement strategies that support high-potential women in top 

management. 

 

 

3.9 Data Analysis 
 

 
This research used qualitative methods to examine multiple perspectives of 

the reality of being a woman leader in a technology organization. These 

multiple perspectives emerged by coding the data into themes that were 

analyzed using thematic analysis. The themes emerged from the data 

through an inductive approach that did not necessitate any predetermined 

theoretical or conceptual framework. Quotes from the interview transcripts 

were used to provide more insight into the emergent themes. This section 

describes the different stages of the data analysis procedure used in this 

research. 

 

Meanings emerged from analyzing the data in the different themes. Bryman 

and Bell (2011) noted that in qualitative research, no single interview is 

looked at in isolation. It has to be reviewed within the context of other 

interviews for it to provide meaning to the researcher. By summarizing the 

resultant meanings from each theme, an overall essence description was 

arrived at which espoused our understanding of what it means and how it 

feels to be a woman leader in a technology organization.  

 

Creswell (2013) describes the general process of data analysis in qualitative 

research to involve reading through the data, organizing the data according 

to codes, grouping the codes into sub-themes and themes, representing the 

data in figures or tables and finally forming an interpretation of the data. 

Other leading authors in qualitative research methods have provided general 

approaches to data analysis, which have undergone subsequent reviews by 
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other authors. The data analysis in this research was carried out using the 

Braun and Clarke (2006) Thematic Analysis procedure. This can be seen in 

table 3.2 below.  

 

 

Table 3. 2 Data Analysis Procedure 

 

s/n Thematic Analysis (Braun and Clarke, 2006) 

1 Familiarizing with data 
 

2 Generating initial codes 
 

3 Searching for themes 
 

4 Reviewing themes 
 

5 Defining and naming themes 
 

6 Producing the report 
 

 

 

3.9.1 Thematic Analysis 
 

Thematic analysis, as defined by Braun and Clarke (2012) is a method for 

systematically identifying, analyzing and reporting patterns of meaning (also 

known as themes) across a data set. In this definition, patterns of meaning 

across a data set implies that the researcher is able to make sense of 

collective experiences or shared meanings from multiple data sets, not just a 

single data set alone. Sandelowski and Leeman (2012) define a theme as a 

coherent integration of disparate pieces of data that constitute the findings. 

This means that themes are significant statements that commonly occur in 

most or even all of the interviews, which are relevant to the study objectives 

or answering the research question. A similar definition of themes by 

Creswell (2013) sees them as broad units of information consisting of 
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several aggregated codes that form a common idea. Meaning units 

subsequently emerge by grouping clusters of themes together in order to 

interpret the data.  

 

Notable authors (Braun and Clarke, 2006; Braun and Clarke, 2012; 

Vaismoradi et al., 2013; Creswell, 2013; Swain, 2018) claimed that thematic 

analysis is widely used in qualitative research. This is because it is flexible, 

easy to learn, produces rich descriptions of experiences in qualitative data 

analysis and provides basic foundational skills needed to engage with other 

qualitative data analysis approaches. Consequently, thematic analysis is a 

preferred choice for researchers who are new to qualitative methods (Braun 

and Clarke, 2012). Thematic analysis is a flexible tool that allows for social 

interpretation of data and provides thick descriptions of the data, which is 

useful towards informing policy development (Braun and Clarke, 2006).  

 

Vaismoradi et al. (2013) noted that to ensure consistency, the philosophical 

underpinnings of any research should be considered when choosing a data 

analysis method. Following this understanding, it has been suggested that 

thematic analysis can be conducted within both a realist and constructionist 

philosophical approach (Braun and Clarke 2006; Vaismoradi et al., 2013). 

This research adopted the thematic analysis approach as proposed by 

Braun and Clarke (2006) because it is consistent with the realist 

philosophical approach and validation strategies used in this research. The 

thematic analysis stages as proposed by Braun and Clarke (2006:87) 

involves six steps which include: Familiarizing with data; generating initial 

codes; searching for themes; reviewing theme; defining and naming themes; 

producing the report. The following sections discuss each of these six steps.  
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3.9.2 The Data Analysis Procedure 
 

Stage 1- Familiarizing with data 

 

Immediately after the interview sessions, I did a verbatim transcription of the 

audio recordings of the sessions. This means that I did not influence the 

transcription in any way. I personally transcribed all the audio recordings to 

ensure confidentiality of the data provided. Although this was a rather 

tedious task, transcribing the data helped me to become more familiar with 

the data since the transcription process necessitated me repeatedly listening 

to the recordings. Additionally, it eased the process of integrating the 

handwritten notes of interview setting, gestures, expressions and other body 

language that I observed during the interviews, which enhanced the rich 

descriptions of the data. Grammatical errors, improper sentences, pidgin 

language, exclamations and non-verbal expressions were transcribed 

accordingly. I used pseudonyms to protect the real identities of the 

participants and their organizations in accordance with maintaining the 

confidentiality and anonymity stated in the research ethics.  

 

Next, I read through all the transcribed data a few times, to get familiar with 

the data and any recurring pertinent issues before the data was organized 

into codes. At this data familiarization stage, within the data in Microsoft 

Word, I made memo notes of interesting statements and patterns in the 

entire dataset that could form likely codes. Since I personally transcribed all 

the audio recordings of the interviews, it was easier for me to be immersed in 

the data and become familiar with the discussions and all aspects of the 

transcripts. 
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Stage 2- Generating initial Codes  

 

The next stage in the analysis process was to code the data. The aim of 

coding data in research data analysis is to reduce the large transcribed data 

into smaller, manageable units that can be easily analyzed. The coding 

stage in this research involved looking for significant statements (data 

extracts) in the entire data set and organizing them according to similar 

patterns of meaning. Coding was done at the semantic meaning of the data 

that addressed the research question and objectives.  

 

The codes emerged inductively from within the transcribed data and not from 

any preexisting theories, which means that they were identified while reading 

and re-reading through the data. Creswell (2013) suggested that not all 

information from the transcripts is used in a qualitative study so some of the 

data may be redundant. The coding in this research was specifically limited 

to information that was relevant to addressing the study objectives and 

answering the research question. NVivo qualitative data analysis software 

was used to aid in organizing the transcribed data into codes and storing 

them for later retrieval. 

 

In addition to using NVivo, since the data set was small, the transcripts were 

also coded manually as a check against the NVivo codes and to improve on 

the validity (rigor) of the analysis process. According to Welsh (2002) manual 

coding makes it possible to validate some of the researcher’s own 

discoveries from repeatedly reading through the data. Manual coding is 

sometimes necessary because respondents tend to express similar ideas in 

different ways as well as implied meanings related to their context, making it 

impossible for computer software to discover all these similar responses. 

Welsh further argued that combining software data analysis packages with 

manual methods is likely to produce the best results when analyzing 

qualitative data. This is because the manual process allows the researcher 
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to be fully immersed in the data, which is a key role of the researcher in 

analyzing and interpreting qualitative data. 

 

Initially 49 sets of codes emerged using NVivo (see Appendix F). Some of 

the codes were renamed to properly capture the meanings in all the data 

extracts that comprised the code. For example, know your worth was 

renamed to making an impact because in addition to understanding the 

value the participants bring to their organizations, they also expressed their 

need to channel this strength into positively impacting the lives of younger 

colleagues as well as impacting their organization’s processes. Some of the 

significant statements were coded into more than one node (a node in NVivo 

represents a code) to capture all likely interpretations of their meanings. I 

decided to leave the referred statements within their respective nodes and 

review them when the themes would begin to emerge. I also reviewed the 

data extracts in all the nodes to ensure that they correctly described their 

respective nodes. Those data extracts that did not properly fit into their 

nodes were un-coded from their nodes and recoded into other nodes that 

best described the meanings in those statements.  

 

A second level of coding was carried out on the initial codes to identify any 

overlaps or shared meanings within the 49 codes that could be clustered 

together according to coherent meanings in the data sets. This re-coding 

process was done manually using Microsoft Word. The use of NVivo in this 

research was purely for the purpose of organizing the data, and not to 

conduct the analysis or generate interpretations of the data. According to 

Welsh (2002), qualitative software facilitates organization of the data and 

limits errors, just like a loom facilitates the knitting of tapestry. However, an 

overview of the final picture can only be conceived and produced by the 

weaver, in this case the researcher who is guided by the research questions 

and objectives. Welsh further argued that using a combination of qualitative 

software and manual coding during data analysis enhances the quality, rigor 
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and trustworthiness of the research. Manual coding facilitated a deeper 

familiarity with the data sets. 

 

The initial codes 49 codes were then grouped together according to 

similarities of meaning in the data set. I used different color strips in 

Microsoft Word to represent codes with similar meanings and later on 

merged them together and assigned a label to each new group of codes. 

This reduced the number of codes to 17 labels, as shown in Appendix G. I 

also included a fourth column in the table that contained a short summary of 

each new label. These summaries helped me to recall what each label 

captured as well as the meanings across the data sets for each code. These 

were useful in aiding the search for common themes across the 17 labels. 

These 17 new labels were successively classified according to common 

themes and sub-themes. 

 

 

Stage 3- Searching for Themes 

 

During this phase, the re-coded data labels were examined for possible 

relationships between them, which could be clustered according to likely 

overarching themes that are related to the research objectives or answering 

the research question. According to Braun and Clarke (2006), a theme 

captures a significant pattern of response within the data set that relates to 

the research question. The data extracts within this first set of themes were 

reviewed to ensure that they correctly interpreted the theme. The 17 codes 

were clustered according to codes with similar meanings and patterns. This 

resulted in the emergence of 6 overarching themes. While searching for 

themes, I once again applied reflexivity during the process to ensure that my 

presuppositions or existing theory do not provide any potential bias in the 

emergent themes (Long et al., 2020). Two of the codes (Organizational 

culture and Future aspirations) did not fit into any themes and did not have 
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sufficient data to form a theme so they were classified as sub-themes. 

Another code (Retirement plans) was classified as a floating idea (Braun and 

Clarke, 2006) because the objectives of this research are not intended to 

capture the retirement plans of the participants. However, this code was not 

entirely discarded because it added to an understanding of the participants’ 

ultimate career goals in the technology field. 

 

The 6 themes and their respective codes were represented using a table 

with a brief description of each theme (see Appendix H and Appendix I). 

They were also visually represented using a thematic map as shown in 

Appendix J. A thematic map is a visual representation of the developing 

analysis used to identify codes, themes, sub-themes and their 

interconnections (Braun and Clarke, 2012). Visually representing the themes 

helps to ease the process of analysis and discussion. 

 

The 6 themes that emerged represented related issues across the entire 

dataset that would eventually form an overall coherent description of the 

participants’ experiences, which answers the research question. At the 

interpretative level, further analysis was carried out on the data extracts 

within each theme to ensure proper consistency of meaning, and to also 

ensure that they correctly described and interpreted their respective themes, 

while answering the research question.  

 

 

Stage 4- Reviewing themes 

 

This stage involved carrying out a quality check on the themes by reviewing 

their respective codes to ensure that they were a correct representation of 

the entire data set. At this stage, I checked all the data extracts contained in 

the themes to ensure that they correctly interpreted the shared meanings in 

the themes. Some of the codes and data extracts that did not properly fit into 
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the themes were discarded from the analysis. I was guided at this stage by 

the need to ensure proper coherence in the data that encompassed each 

theme. I also checked the themes to ensure that each theme had a singular 

focus and that there were no similarities or overlap between themes. 

Interrelationships however existed between the meanings in each theme. 

 

 

Stage 5- Defining and naming themes 

 

After all the themes had been reviewed and modified with appropriate 

descriptions for each theme, the next stage of analysis involved assigning 

names to each theme that clearly defined and captured the semantic 

meanings arrived at from the data sets. The themes were assigned names 

that immediately identify and present a description of what the theme is all 

about. Once names had been assigned to the themes, I selected data 

extracts that could be used to tell a coherent and analytic narrative that 

adequately covered the description of each theme. The data extracts 

selected were direct quotations from the participants of what they 

experienced in their personal and professional lives as leaders in 

technology. These accounts were required to support and properly illustrate 

the key issues highlighted in each theme, which would aid our understanding 

of the phenomenon.  

 

 

Stage 6- Producing the Report 

 

This overall description of the phenomenon (the essence of the experience) 

that would aid our understanding of what it means and how it feels to be a 

woman leader in a technology organization was presented in form of a 

narrative report. This overall description I eventually arrived at was an 

encompassing interpretation of the experiences of all the participants in this 
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research. It comprised of broader meanings and implications about what was 

explicitly recounted by the participants. This means that I considered the 

setting and context in which the phenomenon was experienced (Creswell, 

2013). It is expedient that qualitative researchers have access to the context 

underpinning the collected data to avoid misinterpreting the participants 

(Branney et al., 2019). The essence description is presented as a final 

concise, coherent, analytic report in the Conclusions (chapter 6) of this 

thesis. I also used tables and thematic maps to visually present the pattern 

of relationship of themes in the essence description. These can be seen in 

the Appendix section of this thesis. Presenting the essence description in 

form of a narrative, tables and figures provided more clarity on the pattern of 

interrelationships of the meanings in the themes. 

 

 

3.10 Themes 
 

Analyzing the data collected in this research resulted in the emergence of six 

themes with their 17 corresponding parent labels (Appendix G). The themes 

in this research emerged by grouping 14 of the parent labels according to 

common units of meaning that related to the research objectives or research 

question. The themes, their corresponding labels and the research objective 

or research question each theme addresses are shown in Appendix H. The 

six themes and twenty five final labels (codes) that were used in the analysis 

are shown in table 3.3 below.  
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Figure 3. 1 Themes 
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and driven 

to scale 
those 

barriers

Unequal 
playing field

Feeling 
insecure

Self and self-
discovery

Keeping 
most of the 

plates 
spinning

Showing up 
and taking 
the driver's 

seat
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Table 3. 3 Themes, corresponding labels and research objective  

 

S/
N 

THEMES 
 

LABELS BRIEF 
DESCRIPTION OF 
THEMES 

RESEARCH 
OBJECTIVE/ 
QUESTION 
 

1 -Ambitious 
and driven to 
scale those 
barriers 
 
 

- Seeking 
opportunities 
- Continuous self-
learning 
- Resilience  
- Informal mentors 
 
 

This theme describes 
the strategic steps 
taken by the 
participants, to 
facilitate their career 
advancements and 
surmount the seeming 
barriers to their 
progress in the 
organization. Their 
desire to continuously 
develop themselves is 
driven by the need to 
be ahead of their male 
counterparts and 
remain relevant, 
despite their obvious 
underrepresentation 
in management.  
 

-Leadership 
development 
strategies 
 
-Career 
motivations and 
readiness for 
higher leadership 
roles 

2 - Self and 
self-discovery 
 

- Family 
background 
- Identity and core 
values 
- Firm and 
Assertive  
 

This theme is focused 
on the participants’ 
feelings about 
themselves. Here, 
they describe 
themselves in terms 
of their core values 
and what is important 
to them as individuals, 
irrespective of how 
the world sees them.  
The theme provides 
insights into the 
participants’ 
constructions about 
them, their world and 
their job, to enable us 
see and understand 
who they are through 

- Experiences and 
feelings about 
themselves 
 
-Making meaning 
of themselves 
and their roles as 
leaders in 
Technology 
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their own eyes.  
 

3 Showing up 
and taking the 
driver’s seat 

-Confidence 
- Competence 
- Make an impact 
- Self-efficacy 
 

This theme describes 
how the participants 
are able to rise up to 
challenging tasks 
given to them. They 
describe how they are 
driven to demonstrate 
their competence for 
any assignment they 
are given. These 
accomplishments 
ultimately boost their 
confidence and self-
efficacy in their ability 
to be effective in their 
leadership roles.   
 

-Making meaning 
of themselves 
and their roles as 
leaders in 
Technology 
 
Leadership 
development 
strategies 

4 - Keeping 
most of the 
plates 
spinning 
 
 

-Prioritizing 
- Sacrifices 
- Support systems 
- Stopping the 
clock 
- Don’t beat 
yourself up 
 

In this theme, the 
participants describe 
their attempts to 
ensure that their 
personal and 
professional lives are 
perfectly integrated. 
They describe their 
challenges, regrets 
and sacrifices made 
towards attempting to 
achieve this balance, 
which sometimes 
results in having to 
make some hard 
choices.  
 

- Experiences and 
feelings about 
themselves 
 

5 Unequal 
playing field 

-
Discrimination/bias 
- Stereotype views 
about women in IT 
- Socio-cultural 
practices 
- Not accepted 
- Work twice 
harder 
 

This theme is a 
description of the 
discriminatory and 
unfair treatment the 
participants received 
in their present 
organizations. It also 
describes their 
feelings and 
somewhat frustrations 

Experiences, 
feelings about 
themselves and 
their technology 
organizations 
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about receiving 
unequal treatment 
compared to their 
male counterparts in 
the organization. 
 

6 - Feeling 
insecure 

-Seen but not 
heard 
- Feelings of 
insecurity 
- Discounting 
accomplishments 
- Advocating for 
yourself 
 

This theme captures 
the feelings of the 
participants regarding 
being unheard and 
relegated to the 
background with 
respect to decision- 
making in their 
organization. They 
described their 
feelings of insecurity 
and the tendency to 
not speak up at 
meetings since their 
contributions are often 
not taken seriously or 
summarily dismissed.  
 

Experiences, 
feelings about 
themselves and 
their technology 
organizations 
 
 
 

 

 

 

 

3.11 Summary 
 

The aim of this chapter was to describe the methodology, research design 

and data analysis procedure adopted in this research. The methodology was 

presented in two sections: section one critically reviewed the philosophical 

assumptions underpinning the research design while section two described 

the research design and provided an in-depth review of the qualitative 

research method used. The approach to sampling and data collection 

method was also discussed extensively in section two, including the 

rationale for adopting this approach. Furthermore, this section contained an 

evaluation of the research process using the strategies for credibility, 
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transferability and validation. The ethical considerations applied during this 

research were also discussed, which included respect for autonomy, privacy 

and dignity of individuals and communities; scientific integrity; social 

responsibility; maximizing benefit and minimizing harm.  

 

Next, this chapter provided an in-depth discussion of the six-stage Braun 

and Clarke (2006) thematic data analysis procedure that was adopted in this 

research. The process was inductive because the research themes emerged 

from the interview data, rather than from pre-existing theoretical frameworks. 

The analysis process began by fully transcribing the interview data verbatim, 

while including written notes taken during the interviews. The interview 

transcripts were coded both manually and with the aid of NVivo software. 

The coded data was then re-coded into labels before classifying the codes 

into 6 emerging themes with similar patterns of meaning within each theme. 

The data analysis process generated 1 floating theme where the floating 

theme represented data that did not directly address the research objectives 

but was useful to our understanding of the participants’ career goals.  

 

Finally, the six overarching themes that emerged during the data analysis 

stage were displayed in a table with a brief description of each theme, its 

corresponding codes and the research objective the theme addresses. The 

thems were also illustrated using a thematic map (as shown in appendix J) 

to allow for an easier understanding and discussion of the findings. These 

final themes that emerged were described in form of a detailed, analytic 

narrative report that captured the overall essence of the experience, and 

answered the research question. This overall essence description is 

subsequently described in the Conclusion chapter. In the next chapter, 

details of the findings of each theme will be described in detail using 

supporting key quotes from the participants. It will closely be followed by my 

interpretation of each theme within the situation and context that the 

participants described those experiences to further elucidate our 
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understanding of the underlying meanings in each theme. According to 

Creswell (2013), my interpretations of the themes will be based on intuitions 

and insights as understood from the participants’ accounts of their 

experiences. The themes are not presented according to any particular order 

of significance or superiority.  
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Chapter 4 

 

Findings 
 

4.1 Introduction  
 

The purpose of this research was to understand the experiences of being a 

female leader in a technological organization. The data for this research was 

collected by conducting one-on-one interviews with eleven women who have 

been leaders in a technology organization for at least four years. Thematic 

analysis was used to analyze the interview data. During the thematic 

analysis, clusters of meaning (or themes) emerged that were relevant to 

addressing the research objective and answering the research question.  

 

This chapter presents the preliminary findings and overarching themes that 

emerged during the thematic analysis of the interview data from eleven (11) 

women who are leaders in various technology organizations in Lagos. Six 

dominant themes representing specific issues emerged at the end of the 

thematic data analysis process. The themes were: Showing up and taking 

the driver’s seat; Unequal playing field; Feeling insecure; Keeping most of 

the plates spinning; Self and self-discovery; Ambitious and driven to scale 

those barriers. For each theme, I first of all present an overall summary of 

the theme, the labels (re-grouped codes) that constitute the description of 

that theme before providing supporting quotes from the participants. 

Thereafter, I provide my interpretations of these quotes within the setting and 

context of the experience, while also discussing these findings in relation to 

the larger research literature previously reviewed. The chapter ends with a 

summary.  
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4.2 Ambitious and Driven to Scale those Barriers 
 

This theme describes the strategic steps taken by the participants, to 

facilitate their career advancements and surmount the seeming barriers to 

their progress in the organization. Most of the participants talked about 

intentionally seeking opportunities while investing in continuous self-learning 

and professional development. They shared that this objective is driven by 

their desire to remain ahead of their colleagues who are predominantly male, 

so that they can remain relevant in the organization and increase their 

chances for higher leadership roles. They also talked about the importance 

of being resilient and the role of informal mentors in pursuing their ambition 

to scale the unseen barriers to top management. 

 

In talking about their career aspirations towards higher leadership roles, the 

participants described their strategies for meeting these aspirations. They 

recounted their strategy of being focused and intentionally seeking out 

strategic roles in line management that ultimately lead to executive 

leadership, in a bid to surmount the unseen barriers to their leadership goals. 

The following quotes provide more insights on this strategy: 

 

Extract 1 

There’re certain things over the years you tend to find in executive 

leaders, that business acumen and ability to understand the entire 

business. For some people like,... I have a mentor in ABC who 

...eventually she moved into commercial but she seemed to have 

that,... you know. She’s now a director. It’s something I realized. 

There’re certain things you need to understand. You need to have a 

strategic view of the business; you need to have some consciousness 

of financial impact. So it’s not just functional. So functional is good, 

but it’s also good to have as much as possible, a rounded view of the 

business. So that’s what allows you to grow in my view. That’s why 
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I’ve had as many as 3 jobs as a senior manager. As a manager I had 

2. So, I just keep challenging myself, keep broadening my skills, trying 

to educate myself as well so that when that opening comes up, I’m 

well qualified for it. (Emem) 

 

Extract 2 

I’ve done so many different things in my pursuit for being a well-

rounded business person, and I’ve had an enjoyable career, I’ve 

enjoyed my career, I’ve enjoyed the things I’ve done. I’m on a VP 

track this year. I know where I’m going. But again, it’s almost been a 

conscious choice because I’ve been like... I will go do that job so that I 

can climb the ladder. (Fatimah)  

 

Emem (see Extract 1) shared that she knew what her career goals were and 

was focused on the strategies she needed to adopt in the course of her 

journey to achieving these goals. Part of that strategy involved moving from 

core technical roles to embrace other parts of the technology business. She 

realized that top executives were required to have basic knowledge about 

every aspect of the organization. Though she was quite comfortable and 

efficient in her technical knowledge and skills, Emem decided to push her 

ambition by moving away from a technical role to a strategic business role 

that was people-facing. Like Emem, Fatimah (see Extract 2) was also 

focused on her goal to climb the career ladder and attain a top management 

position, so she deliberately moved away from a core programming role into 

a people-facing role in order to have an all-round view of the entire 

technology business. Here, we see that the participants were deliberate 

about the roles they pursued in their organization because they knew that 

those roles had a strategic impact on their career aspirations to executive 

management. There is evidence from the findings by Weiss and Adams 

(2011) that aspiring leaders in technology intentionally seek out strategic 

business roles in their quest to climb the career ladder to top management. 
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This is because of a desire to move away from being seen as a leader with 

only core technical skills, to being perceived as one capable of linking 

technical, business and people management skills to become a well-rounded 

technical, business and organizational top executive in technology.  Wallace 

and Kaiser (2017) also listed breadth of experience (across business lines 

and business functions), as well as people and leadership skills amongst 

others as key capabilities for developing potential senior leaders in 

organizations. Therefore, intentionally seeking opportunities away from 

functional technology and across business units that would develop their 

people and business skills, or broader growth, was described as a goal-

focused strategy to achieve their ambition of getting to top management.  

 

One of the participants expressed her irritation towards women who 

attempted to exploit the technology organization’s recent equality initiatives 

by pushing forward their career aspirations. She also talked about women in 

technology who used their gender as an excuse for not taking on 

assignments that were inconvenient. She felt that an ambitious woman in 

technology should define her career goals and have a focused strategy for 

achieving those goals.  

 

Extract 3 

So what I always tell ladies is don’t play the lady’s card. Don’t say 

(murmurs) okkkk I’m a woman so I should get EXTRA favor, or my 

workload should be lighter cos I’m a woman. I think you bring yourself 

down when you say that. Look, you’re a lady, you’re a human being, 

you have the brain capacity! What do you want? So, as a lady, 

connect with the positives in that place. I have people that work in 

government, they are fulfilled in their jobs!! (claps hands angrily). I tell 

you! They didn’t allow the mess get into them. NO. Everywhere, 

there’s a mess, but you can separate yourself. Connect with what 

matters. And if you do that, whether you are a woman or man, doesn’t 
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matter. Are you competent? Be competent, put your mind on what 

matters, focus on the positives, challenge yourself to add value (claps 

hands together). Women sometimes get be-clouded. Because I’m a 

woman? (Irritated look in her eyes, with derision) Look, the world will 

give way to a person that knows where they are going to! Do you 

know where you are going? (Uzoma) 

 

Uzoma shared how her female mid-level managers (her direct reports) 

created self-imposed barriers by playing the lady’s card to accept only role 

assignments that were convenient for them. At the same time, these women 

were exploiting the organization’s equality initiatives by expecting unmerited, 

favoured promotions. She lamented that such women were not making 

efforts to improve their knowledge or skills and suggested that this behaviour 

showed a lack of motivation and drive to advance their careers in 

technology. Another participant referred to this behaviour as putting a ceiling 

(personal barrier) to what one can achieve. This is consistent with findings 

on the concept of a self-imposed glass ceiling for women managers where 

notable scholars (Latchanah and Singh, 2016; Sanchez and Lehnert, 2019) 

suggested that women managers sometimes do not want to participate in 

activities or role assignments that will support their career aspirations 

because of balancing work and family responsibilities.  

 

In describing their career journey, the participants talked about being 

resilient in their quest to achieve their career goals. From their accounts, 

they shared that certain tough experiences in their careers almost 

discouraged them from continuing their career in technology but being 

resilient enabled them to persevere and stay focused on their end goal.  

 

Extract 4 

Yeah, I learnt that I’m actually... that I have a lot of perseverance 

(eyes rolling) errrmmm, because you know other people would’ve said 
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well, you know you have a lot of experience, if it’s tough, why don’t 

you just leave and go and do something else? But I knew that it was 

something I wanted to do, I knew..., erm..., you know XYZ is a 

company that I always wanted to work for so I hung in there, and 

erm..., you know..., and it paid off in the end! (Tolulope) 

 

Extract 5 

I think because so much is required the few of us that are able to 

make it through, we are so.... so good. We probably will be like almost 

10 times as good as our male counterparts, the few that can.... you’ll 

be shocked at the knowledge and exposure that we have, now 

compared to maybe even men that will be at that level. We will be 

giving you better content but I think it’s because of what we had to go 

through, like I said, I was passed for a particular promotion 3 times, so 

most times I was up-ing my game each time I went for it. I was trying 

to show that I can do this exceedingly exceedingly well. So by the 

time I actually got it, everyone was shocked! I was probably, maybe 

even 10 times better than them. So that’s why you deliver. (Ese) 

 

Tolulope recounted (see Extract 4) that being resilient was a key driver in 

achieving her ambition to scale unseen barriers she encountered in her 

leadership journey, and her resilience eventually paid off when she achieved 

her career goals. Tolulope, a single, reserved lady had spent 20 years in 

technology. She was not brought up to be pushy about her goals, but rather 

to work hard, be confident in her competencies and allow her work speak for 

itself. Sadly, this made her lose a few promotions to her more aggressive 

male colleagues. However, being resilient in the face of adversities in her 

career helped Tolulope to achieve her career aspirations. A resilient woman 

has a lot of inner strength, self-efficacy and perseverance that enables her 

quickly adapt to these unpleasant circumstances without giving up, while 

remaining focused on her career goals. Ese’s account (See Extract 5) 
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reveals how her resilience improved her drive and output and kept her 

focused on her ambition to become a top executive in her organization. 

According to Karelaia and Guillén (2014) women who work in a man’s world 

have to compensate for their gender by constantly producing outstanding 

performance, which makes them get better and better in their job 

assignments. Ese’s experience can be likened to one riding on the waves of 

a storm and eventually re-surfacing stronger and successful on the other 

side. Her ensuing success built up her self-confidence, knowledge and skills 

for the role. An interesting perspective that the participants realised about 

being resilient was that each time they tried for a higher role, they had to 

prepare harder and longer than their male counterparts who assumed that 

they had a natural advantage over the women. Hence, the women were 

essentially developing their knowledge and skills to become better qualified 

than their male counterparts for the next opportunity. According to Dezsö 

and Ross (2012), women managers strive to be much better in order to 

overcome the barriers to their career advancement, an indication that top 

women managers may have better knowledge and skills than their male 

counterparts. Clerc and Kels (2013) further suggested that women who work 

in male dominated organizations like Technology and Engineering have 

developed coping strategies to ensure that they weather the storm within a 

culture of gendered organizational norms. 

 

The participants shared their views on the importance of continuous self-

learning. They emphasized the importance of a woman in IT acquiring 

sufficient knowledge and skills that will keep her ahead of her male 

colleagues. They shared experiences of when their expertise and versatility 

in their field made them relevant in their organization and earned them 

credibility and respect from their teams. 
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Extract 6 

If it’s in simple terms, it’s continuous learning. I don’t think.... you don’t 

know too much, or as they say, you haven’t arrived. Let me put it that 

way. You’re continuously learning. I feel when you think you’ve 

arrived, then you’ve put a ceiling to what you think you can achieve. 

But when you’re open to learning, then you’ll see that we keep 

improving. It’s like you fine-tune. You keep finding ohh..i can do it 

better but I think I should change this. I think this is a better way to do 

this. (Ese) 

 

Extract 7 

Ok, that’s critical. SO, I always say to myself, how can I be relevant? 

(thinking hard, faraway look, speaks slowly) ... You have to refresh. 

You have to re-apply yourself. You have to make sure you’re 

investing in yourself so that you stay relevant. So, what do I mean? 

When I became the COO, I didn’t know how to be a chief. I didn’t 

know how to do it. I used to just come to work and....I needed to carry 

the people along. I needed to communicate better. I didn’t know how 

to do that. I had to learn those things, and that learning is even what 

makes you more relevant, and after a while, the things you need to 

learn change. When you learn, you can apply. You need to keep 

learning to stay relevant. (Uzoma). 

 

Extract 8 

A man does not have to do much to be great, they already have a 

path and then roles are open to them more than women. They look at 

women and say oh look at this one, she will soon go and get married 

and give birth and all of that. Even while you are away, be impactful 

wherever you are. So, work twice as hard, stay ahead of the game, be 

very VERY knowledgeable. Have a lot of information because that is 

what you will use in knocking those men down. (Adebisi) 
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Extract 9 

So there was a lot of...i kind of came in against the wind. So it was 

like,....i don’t wanna say that they were looking out for me to fail, but 

there was now like “ok, let’s see what wonder woman wants to do...” 

(laughs out loud). So, for a very long time, I struggled. But I’m actually 

glad I didn’t know because eventually they got to know me, they got to 

see my work and so all those pre-conceived things dropped off. 

Eventually they realized I was capable, they realized I could do my 

job. So, they ended up becoming my advocates, and it was based on 

getting to know me, getting to know my capabilities. You need to 

continue to be relevant in your field so that you can stand tall, 

anywhere you are. (Emem) 

 

Ese’s expression (see quote in Extract 6) “... you’ve put a ceiling to what you 

think you can achieve” suggests that individuals can put limitations on 

themselves by not engaging in continuous improvement especially with 

respect to the dynamic technology organization. This means that individuals 

cannot get to a point where they believe they know it all. There is always 

something new to learn especially as the dynamics of the job keep changing. 

Therefore, Ese’s comment necessitates that continuous self-learning is 

critical for any woman leader in technology who has a career goal of scaling 

unseen barriers to the top management. Such a woman should not place 

any limitations on herself. Uzoma supported this view that about continuous 

self-improvement when she stated that the things people need to learn 

change over time, as is prevalent in the rapidly evolving technology industry. 

For Adebisi and Emem, they felt that continuous self- improvement was 

necessary so that they could stand out and be ahead of their male 

counterparts. People will readily engage with someone who has outstanding 

knowledge and expertise in a field. Adebisi (see Extract 8) claimed that men 

in IT already had a clear-cut path for themselves compared to women. 

Therefore, when Emem (see Extract 9) talked about coming in against the 
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wind and struggling to stay afloat, we could understand that she was battling 

unseen forces against her assignment to that role. Apparently, her role being 

a core technical one, was traditionally assigned to a man, implying the 

normal direction of the “wind” in that organization.  This got her labeled as 

wonder woman, a description for a woman with seemingly extraordinary 

capabilities to perform far above the expectations of an ordinary woman in a 

role that has been traditionally constructed according to masculine norms. 

Ford et al. (2020) referred to this practice as the gendering of careers.   

Eventually though, her skills and expertise which she acquired by 

continuously improving herself helped her to live up to their expectations and 

stand out as the “superhero” she was likened to. Thus, she earned their 

respect and cooperation. The work of Vial et al. (2016) supports this finding 

where they posited that female leaders are perceived by their subordinates 

to be less deserving of roles that have been constructed as masculine such 

that they tend to undermine her authority. Samo et al. (2019) further argued 

that this stereotyped behavior partly beclouds the female leader’s 

performance. However, the light of a star always shines so a woman who 

has expert knowledge and skills in her role will always stand out and stand 

tall amongst her peers.  

 

The participants described what mentoring meant to them as leaders in 

technology. They acknowledged the role of mentors in providing guidance 

and support towards their leadership aspirations. They shared that observing 

and emulating the strategies of someone who had achieved similar career 

goals as theirs was a key aspect of their leadership development strategy. 

They also emphasized the need to have a sponsor in top management who 

would act as an advocate to facilitate promotion opportunities.  

 

Extract 10 

I believe mentorship is very very important, and we all need it at every 

level in our lives. Because with mentorship you are able to stand on 
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the shoulders of a giant, and you are able to avoid the mistakes they 

have made. So when I was starting my career in accounting, 

somebody already told me that. So mentorship may be formal or 

informal. So there’re times when it’s not formal formal, you know, but 

you must have people that you can go to for advice. (Risikat). 

 

Extract 11 

I think, even if you do not have a mentor you interact with on a daily 

basis, have someone you look up to, ok? It is good. It shapes you. It 

gives you that drive..., that sometimes even when you get weak and 

you’re like kai!! See what this person just achieved! Why don’t I go for 

it? I can do it. (Adebisi). 

 

Extract 12 
There’s another huge part of my career that got nothing to do with 

direct mentoring – they were all me now just seeking mentors directly 

between physical proximity and all... So the indirect one was also very 

fundamental because at the second phase of my career, that became 

very clear. But it wasn’t really only about the basic principles, but I 

was learning to see people do things and trying to replicate what 

they’ve done. So how they’ve managed crisis, how they’ve managed 

stress, I wanna find out how you did this, how did you get there, I 

listened a lot to them, and sub-consciously I was imbibing a lot of 

things, so I applied that a lot in the second phase of my career 

because then when I was faced with crisis, I would just mentally ask 

myself, what would Osaz do? Osaz was one of the guys that I was 

observing... so I do that sub-consciously. (Ese). 

 

 The participants shared their views and experiences with mentors. Although 

they agreed that it was necessary to have a mentor, they scarcely sought out 

mentors for themselves. In describing their mentoring relationships, the 
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participants revealed that these relationships were mostly informal where 

they observed women whose career achievements they admired, and 

attempted to emulate their leadership strategies. The following extracts 

describe their mentoring relationships: 

 

Extract 13 

Well, I SHOULD have a mentor, I’m looking out for one.........(chuckles 

and hides face)...like I’m WEARIED by that matter,...so how do I go 

about it? Do I go asking people oya, mentor me, mentor me.. (laughs) 

(Uzoma). 

 

Extract 14 

So I’m the one person that I’ve never had a mentor officially because 

I’m a perfectionist. But I’ve learned now that....somebody was saying 

something, so the person that is your mentor, you can’t expect the 

person to be perfect. Like you yourself, you’re not perfect, right? So 

you pick the parts that really apply and you focus on what you can 

and what you want to learn from the person and look for someone 

else for other parts. But being a perfectionist, I mean if I look at you 

and I see 2 wrong things about you, I’m like (comic, childish 

voice)...eheeeee....this person cannot be my mentor. She cannot be 

the one to mentor me. no..no..no..noo..I mean that’s a dis-service. 

However, as I looked back, and all those women that I mentioned, 

never officially my mentor, but I realize they have been mentoring me 

informally. (Ayodeji). 

 

Extract 15 

I have people that I look up to and I have relationships that I have 

come across with during my work, you know or in other spheres, so I 

would say that they’re INFORMAL mentors in that I never sat down to 

say you’re my mentor, and I now, formally, you know, there was no 
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formal arrangement, but it’s almost, you know, it’s like, errmmm... the 

way the relationship is, you know, you learn from that person, and 

then not necessarily in tech, you know, they’re in different spheres of 

life, but then there’s something about you, and the way that you work, 

and what you’ve achieved that I admire, you know and so I have a 

relationship with you. (Tolulope) 

 

 

Extract 16 

I have a mentor in ABC who was just such a reflection of the things I 

felt I wanted. I like to seek out people that entirely mirror what I’m 

looking for. Now, I don’t know if that’s the best way to do it, but at 

least I can see they’ve done what I want to do, which Is what drew me 

to Wunmi. So we have...it’s an informal mentoring relationship. I 

wouldn’t call it a formal one. So we engage, I ask her advice for 

things, she gives me advise on how to navigate my way through what 

Is essentially a male-dominated environment. I learn from her from 

watching her. So for well over 10 years I could see how she made 

decisions, how she strategically managed conflict, things like that ‘cos 

I was usually in the room. So it was more like learning from her 

behaviour. She just seemed to be able to handle the situations well. 

She always made the right decisions and she had no problem making 

tough decisions and she was very good at managing guys 

(smiles)...you know. Just similar to me, most of the time all my direct 

reports are male. So she had male direct reports. So it’s just 

really....just watching that and understanding the dynamics of the 

environment. That’s the way I like to develop. But I’ve not had a 

formal mentoring relationship with anyone. I’m not against it, I just 

haven’t found..., or maybe I’ve not just seen enough women to ask, or 

been close enough to ask. (Emem). 
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Extract 17 

The funny thing is I’ve NEVER had a woman mentor, I’ve NEVER had 

a woman that I can be able to go to and say ok, this person is who I’m 

gonna emulate, and a friend of mine and I were talking the other day 

and she’s like you know...in our own way I think we were the 

pioneers, because there was nobody like us, right? There was 

no...erm...it wasn’t like there was some amazing women Software 

Engineers that I could look up to when I was going through my role 

and my life as an Engineer, you know what I’m saying? 

like....like...like now, there’s more. Now you have all the women in 

tech, you know, ...so you’re dealing with some of the 

things,...underlying fundamental issues.. but.. (pauses).. then it was 

like where do I go? How do I grow as a woman Engineer? Where do I 

go? There was nobody to really model that for me, you know. Women 

in this industry need a different kind of support. (Fatimah). 

 

From their experiences with mentors, most of the participants revealed that 

they did not consciously seek formal mentors. One of the reasons they gave 

for this was that there were insufficient women in top management to mentor 

them. Scholars (Dezsö and Ross, 2012; Kelan and Mah, 2014; Fritz and Van 

Knippenberg, 2017) claimed that individuals seek same-sex role models and 

when there are few women in top management, this poses a challenge for 

women in the organization. However, they had informal mentoring 

relationships with women they admired and tried to model their careers after 

these women. These informal mentors could be compared to role models 

and it has been shown that role models positively impact women’s 

leadership aspirations (Fritz and Van Knippenberg, 2017). Kelan and Mah 

(2014) also argued that women engage in social psychological admiration of 

other senior women they want to emulate as their role models. They talked 

about being motivated by the achievements of their informal mentors, 

especially when these achievements bore close resemblance with their own 
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personal career aspirations. They felt that if these women could achieve 

such feats, it was important to stay close to them, observe how they were 

able to accomplish these things and where the relationship permitted, 

receive guidance from them. Sometimes, having a mentor was perceived as 

an expectation for a woman in technology. Uzoma (see Extract 13) 

emphasized that she “...SHOULD have a mentor...” implying that she was 

not totally convinced about her personal need for one because she had 

effectively navigated her progress up the corporate ladder so far on her own, 

but felt that having a mentor was an expectation. Fatimah (see Extract 19) 

agreed that sometimes people have mentors or engage in mentoring just to 

receive credits for this on their CVs, without necessarily committing to the 

cause.  

 

The participants also talked about what it felt like to be a mentor. In 

describing their mentoring experiences with their mentees, they disclosed 

that though they were keen on mentoring younger women in technology, 

they sometimes felt that it caused them a lot of stress and pressure, making 

them somewhat reluctant to commit to having mentees. Particularly, they 

discussed the issue of time constraints and the fact that mentees were not 

always specific about their requirements from a mentor. The following 

extracts describe what they experienced with their mentees:  

 

Extract 18 

 

(irritated tone) So people say mentor me, mentor me....(hisses), I 

don’t have time nah? Who has time about mentor? I like to mentor 

people, I think I owe it to people, so I say ok.. I even say must you all 

do one on one? That one on one session is quite EXHAUSTING.... 

like seriously! And sometimes some people will not want to go. 

Bringing up issues that are not relevant. YOU ARE TIREDDDD!!!! 

They will not end it. The conversation will go into 10 hrs. (bangs 
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hands on the table). There was one time I spoke at an event, I now 

made the mistake of giving out my number. Hey!! I had like 10....I will 

just be sitting down there, I have a visitor. They say one young girl. 

She says you’re my mentor. She will talk and talk, enter one area, 

enter another area ...so you know what? I said this is not a 

sustainable lifestyle and I had to tell her I can’t. You know what? Send 

me a message ..(big sigh). I think it’s important. I think it pays, but you 

have to be specific- this is what I want to get out of this mentorship, so 

it’s not just a time to gist. It’s a time to be deliberate in conversation. 

(Uzoma). 

 

Extract 19 

I think that mentorship is an overused word, and I think people 

sometimes forget that this is actually an action. I think a lot of people 

do it sometimes to put something on their CV, to say oh, I’ve done this 

or I’m this or I’m that, and I’m like that’s not what mentorship is about. 

If I can make it work, what are you willing to put into this mentorship 

relationship? WHAT DO YOU WANT FROM ME AS A MENTOR? 

And they’re thinking oh...I just want you to be my mentor! I’m like 

ok...but what do you want form me? How can I help you? 

Ermmm...and maybe I’m also that way because of the “kind of 

mentors I’ve had”? Again I’ve never had a full mentorship relationship, 

but I just say to someone you know what? I need you to help me do 

x,y,z, or they’ve challenged me to say how can I help you? Think 

about it, and then let’s talk. (Fatimah) 

 

We recall that Uzoma did not feel the need to have a formal mentor, but felt 

that it was an expectation. Here again (see Extract 18) she demonstrated 

that she once again perceived formal mentoring as an expectation when she 

stated: “...I think I owe it to people,...”. Uzoma advocates for women to be 

empowered and treated equally both in her personal life (her church 
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environment) and her work life. From Fatimah’s account, we see that she 

also had a similar attitude towards formal mentoring, although she claimed 

that hers originated from a lack of experience with formal mentors.     

Essentially, from the experiences of these participants with mentoring 

relationships, it could be suggested that the pressure of trying to navigate 

the corporate ladder and reach their goal amidst the unseen barriers for 

women leaders in the masculine technology environment could have 

contributed to them shying away from mentoring younger women in 

technology. Additionally, it could be that their lack of experience with formal 

mentors made them ill-equipped in the art of mentoring. Summarily, Tolulope 

and Ayodeji (see Extracts 14 and 15) made us understand that there’s no 

perfect mentor, but a woman can make herself a perfect protégée, who 

keeps different mentors for different purposes. 

 

 

4.3 Showing up and taking the driver’s seat 
 

In this theme, the participants talked about their ability to step into any 

situation and take charge. It commences with the participants describing 

what it felt like to be perceived as competent and able to make an impact in 

the organization. Thereafter, it described their experiences of being able to 

take charge of very challenging tasks and conquering those assignments. 

Finally, the theme takes a look at what this feat did for their confidence and 

self-esteem. 

  

In talking about what it felt like to be seen as competent in their role, the 

participants described their experiences of taking on key assignments that 

significantly affected the organization’s bottom-line, which were rejected by 

their male counterparts. They described how their successful outcome 

portrayed them as being competent and significant to the overall progress of 

their organizations.  
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Extract 1 

SO I was able to lead that project and it was successful such that by 

the end of the project when they said they wanted someone from JKL 

at the dinner, The MD of RSTBANK came and said oh, from JKL, and 

one of them called me and when I came out, they were all chanting 

my name ”Ayo!! Ayo!!”, and I’m sure the MD was like “who’s this tiny 

girl that all these men are ....” so I gave the speech and everybody 

clapped and I was like....so that was my experience. I felt REALLY 

REALLY GOOD. I mean that does a lot for a person’s esteem! Oh 

yesss....I mean even before then, I was already getting good respect 

from these older men and people who knew more so that new respect 

felt good, confidence booster. You have to believe in yourself. Without 

belief, I think it’s self-sabotaging. Even when all the doors are open, 

you won’t even see them. But when you believe something, even 

when there’re no doors, you start to see doors where they don’t exist, 

and you start to create doors. (Ayodeji). 

 

Extract 2 

And then over the yrs. what I found is that...you know you always 

have to come from a position of power, and power means your 

knowledge, your capability. You have to know your stuff. That’s non-

negotiable. You need to speak from a position of knowledge. You 

must show that you can do what you do, and I think that I was able to 

do that very well in the Network unit so I didn’t have to DEFEND 

myself all the time. My opinion was sought, rather than me trying to 

throw myself into the mix. (Emem) 

 

Ayodeji (see Extract 1) described her experience of leading an all male team 

of about 40 developers (who were far older and experienced than she was) 

to successfully deliver on a project with very tight deadlines.. She talked 

about what this meant and how it felt for her to take charge and be 
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successful in her role on that assignment. This was significant to Ayodeji 

because being born and raised in Western Nigeria she was mindful of the 

cultural expectation for a young woman to respect and defer to her male 

colleagues, especially when they were much older than she was, regardless 

of her being the boss. It was strange and unexpected for a younger woman 

to direct proceedings in a team of older men in technology. Ayodeji’s 

experience is consistent with the finds of Nwagbara (2020) that work 

practices in Nigerian workplaces are a reflection of the existing socio-cultural 

practices. It is also supported by the work of Billing (2011) who stated in her 

study that where such scenarios occurred, the woman was usually 

subconsciously taken to be the subordinate (secretary or some other role in 

the team) while the men were assumed to be the manager. Though her 

small frame made people often discount her, Ayodeji grew up with a strong 

internal belief and spiritual orientation driving her conviction that she can 

accomplish anything her mind is set upon.  

 

Emem’s account (See Extract 2) showed how her competence portrayed her 

as someone valuable to the proper functioning of the organization. Her 

demonstrated competence endeared her to top management, who 

requested her expert views when important decisions were being made. Just 

like the popular saying that a goldfish has no hiding place, Emem’s 

competence, which she derived by engaging in continuous self-learning 

made her stand out in her role such that decision makers in her organization 

came to her without her going to meet them. Clearly, they were confident in 

her ability to deliver, which she always did. 

 

From the experiences described above, it can be seen that these women 

were making a significant impact in their organizations based on their core 

competencies. However, besides being seen as competent and significant in 

their organizations, some of the participants were also keen on impacting the 
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professional lives and careers of their subordinates, in order to motivate 

them to become better versions of themselves.  

 

Extract 3 

I also enjoy making other leaders, building the team. It gives me great 

joy when I see someone that I have worked with being able to deliver 

on a certain thing because I had worked with them and developed 

them. In the course of my career, I think I’ve made certain people 

managers, in terms of skills. Equipping them to be able to apply for 

their jobs and supporting them to make sure they get those roles. So, 

my original team, 5 of them, they’ve moved up the ranks. I know 

people in ABC, over 10yrs they’ve been in the same role. So it gives 

me joy to develop other people. (Emem). 

 

Extract 4 

With this role, because I’m highly empowered,... so you just have to 

create some kind of opening for the organisation to understand that 

women need some kind of support, that’s what happens when you sit 

at these tables and you do get that a lot when you’re quite senior’ cos 

the roles are quite empowered, like I did in Ghana. Then I was the 

one now deciding to HR, you know what? I think we should be doing 

this now, so when women go on maternity, when they come back, 

they should have a welcome-back pack, yes, so that they are aware 

that these are their benefits, and we should also inform their 

colleagues that look, she’s back, but she’ll be closing at THIS time, so 

people don’t also take it out on them thinking oh...so she now goes 

home early? But that’s the policy. The policy says we can allow them 

to. So, well, because I think because these roles are empowering, you 

can use the roles to your benefit, and that’s what I’ve done. (Ese). 
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Extract 5 

I’m happy when I’m able to give the ladies here a crèche so we paid 

for a crèche down the road, and my team is the only team that does 

24/7 because of the call centre. I was able to swing that because of 

my position. (chuckles), We started having married women in the call 

centre saying I can no longer keep up. So the first married woman,... 

there was nothing I could do. But then later I said let’s look at the 

budget, ok, we have a slack here, team bonding and money, we will 

never finish it. Let’s see how much we can pay for a crèche. And HR 

supported our initiative and paid, and we’ve kept it for about 3 years, 

so a lot of people say oh...that team if you’re there, you will get free 

crèche. (Uzoma). 

 

Extract 6 

I like being recognized as a leader in a certain area, you know and 

then being called upon to give presentations, or, so to go beyond your 

normal, you know your projects that you have at work and to go back 

now into industry or into, other areas and be seen as an industry 

leader you know and er.., respected for that and acknowledged for 

that. Erm so more recently, I’ve had a few things where I’ve had to go 

and speak to people, who I’ve never met before say at conferences, 

or at workshops...it made me feel good! It made me feel that you 

know, at the end of the day, you know you’ve put in 20yrs, almost 

20yrs of your life into something and it’s good to know that you know, 

now you’re at that stage where you can begin to impact some other 

people, and to, you know, to help the industry as a whole, and to, to 

help other people you know especially the younger people, you know, 

as they find their way through erm their tech careers. (Tolulope). 

 

Ese and Uzoma recounted (see Extracts 4 and 5) how they were able to 

impact their technology organization as well as the professional lives of 
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younger female employees because they occupied roles that were 

empowered to change certain norms in their organizations. Ese described 

her experience of being able to influence the HR policy for maternity and 

nursing mothers in the organization due to her top position in management. 

However, since she was the only senior female leader and it was a foreign 

assignment to another African country, she could not ensure the continuity of 

those practices after she left the organization and handed over to a male 

manager. Thus, when a woman in technology occupies an executive role as 

one of the key decision-makers in the organization, she is empowered to 

implement favourable policies for other women in the organization. She 

becomes a change-maker and subsequently is enabled to drive that desired 

change. Although Emem and Tolulope (see Extracts 3 and 6) did not have 

leadership roles that empowered them to make changes, from their accounts 

we can understand how fulfilling it felt for them to be able to give back to the 

technology industry as well as develop and impact the lives of younger 

women.  

 

Some of the participants described instances when they stepped up to 

handle challenging assignments that other colleagues were reluctant to take 

on. They shared that their aim of doing this was first of all to show that they 

were competent and able to handle tough assignments at any time, and 

secondly to motivate younger women to believe that they also have what it 

takes to step up to any challenge and take charge as effectively as their 

male counterparts.  

 
Extract 7 

And there was now one of our subsidiaries, MNO, and the Company 

needed a turnaround and they felt, oh, who could do this for us? Oh, 

let’s take this lady that everything she touches turns round. So I was 

posted to PQR as the CEO of MNO. When I look back now, at the 

transformational process of MNO. That really took the company from 
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out of the woods. A company that was dead. A company that had like 

48 staff and then became 6 and I BUILT THAT COMPANY into a 

pride of place in ABC. I felt GOOD....I felt very good about the fact 

that I was able to achieve the turnaround within a very good time, and 

MOST IMPORTANTLY that I was able to setup a structure that could 

outlast me. So the success is there to speak for it. (Risikat) 

 

Extract 8 

So most times I’m desirous of a position, or I’m driven to go for a 

position. It’s not entirely because of the material benefit. I’ve seen that 

most times it’s more than that. It’s more because of my intrinsic need 

number one, to prove that it can be done, so that I could open doors 

for others or inspire or motivate others to do it. Sometimes it’s just the 

thrill of the challenge, or the......the ....the ego...you know, the need to 

feel that ego that yes, you know, I’m this. So some other senior 

colleague from another department approached me once that there 

was a project, and they were looking for who to run it. And he was 

clear from day 1 that the project might not be successful, , it was 

gonna fail anyway, because every other place my organization had 

run it, it wasn’t successful, but they were required to run it in Nigeria 

and they needed to give it to someone to run, and he was clear from 

day 1 that they were not gonna give you any extra pay or extra....but 

he felt I had the drive to give it...you know,...attempt it. So it was clear 

at that point everyone said oh noo.. don’t do it. Why would you do 

something if it was clear it was gonna fail, it was clear you were not 

gonna get any material reward? My boss literally called me into the 

room and said see, I don’t expect any miracles. That place is dead. 

See. There’s nothing there. But I looked at it the other way. I didn’t 

really have anything much to do anyway, so why not take it on? And i 

told myself why should you be giving me the dead ones? You 

shouldn’t be giving me the dead ones. And you know, like,...it’s....and 
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even if you think it’s dead, you’ll watch me change it (laughs). So I ran 

that project for 9 months, and in running that project, I was exhibiting 

other traits which I didn’t know, because I was already a technical 

person and I was now going into marketing and being driven to prove 

that it was successful and prove everybody wrong. I was engaging 

with whosoever I thought was a stakeholder to make this project 

successful. So even though the technical guys complained that the 

marketing guys are giving them a tough time because they say they 

don’t understand, I showed up with the marketing guy. They said 

oh....the customer care guy said they don’t understand how they’re 

gonna talk to customers about it, it doesn’t make sense, I showed up 

there. Whoever was gonna be errr...err...you know....., I looked for a 

way to solve it with that team. So eventually, I nailed it. It was a 2 

years project but I nailed it in under a year. By the time I got it, 

everyone was shocked (laughs). (Ese) 

 

A couple of the participants described what taking on challenges did for their 

self-confidence. One of the participants described her strategy for coping 

with the initial fears and anxieties she experienced whenever she decided to 

step up to a challenge on the job. The participants further shared what they 

learned about themselves and their capabilities when they chose to take the 

lead on projects that other colleagues were reluctant to take on.  

 

Extract 9 

Errmmmm...(thinking and rolling eyes) I think I learned that (a.) I’m 

tougher than I thought (b.) I learned how to cope with...with..with...not 

fear, but with trepidation, nervousness. I learned how to deal with 

nervousness by one trick, which Is that any man I meet, I don’t care, if 

you are the president of Nigeria or the president of the US, or the 

biggest, richest person, I don’t care who you are, you’re somebody’s 

father, you’re somebody’s brother, you’re somebody’s uncle. And if I 
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can look at you in that light, it takes away the fear from me. (Raised 

voice) BECAUSE I HAD TO WALK INTO OFFICES AND TALK TO 

MEN WHO WERE WAY MORE EXPERIENCED THAN I WAS, WHO 

HAD BEEN CODING SINCE BEFORE I WAS BORN, AND I’M THE 

ONE TRYING TO BE THE EXPERT IN THE ROOM TELLING THEM 

WHAT I KNOW! Right? (talks very fast, agitated) And truly, on those 

systems, I really was the expert. They didn’t know my system, and 

that’s what I have to learn and get comfortable with. They don’t know 

what I know. They know what they know and yes, they can correct 

me, no doubt, but on MY system I was the expert and I BETTER 

make sure I was the expert. (Fatimah). 

 

Extract 10 

Ok, so, that role, you know,.. it gave a lot of erm... how will I put it, 

defensive good vibes. I don’t know how to explain that (laughs) but I 

did it, and then I got rewarded later. So, don’t shy away from 

something because it’s being pushed at you, you know. It’s a tough 

role, but you get respected for it. (Adebisi). 

 

Although Fatimah recounted (see Extract 9) how she usually experienced 

feelings of apprehension when suddenly faced with difficult tasks. It seemed 

that she usually experienced this fear when she had to face the partners in 

her organization who were probably predominantly male. Recall that Fatimah 

talked about seeing the people seated at the other end of the table as 

someone’s father, brother or uncle. This implied that they were older male 

colleagues who have more industry experience than her. However, being 

successful in whatever assignment or project the participants boldly showed 

up and took the lead on brought them renewed confidence, respect and 

equally strengthened their self-efficacy.  
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4.4 Unequal playing field 
 

In this theme, the participants described instances when they felt they had 

been unjustly treated in terms of job assignments. They also talked about 

experiencing biased reactions when they showed up for meetings, 

particularly because it was assumed that certain core management roles 

would be assigned to a man. Therefore, in order to be perceived as 

competent and deserving of their role, the participants talked about the need 

for women in technology to work twice harder than their male counterparts. 

Nonetheless, the women talked about the role of socio-cultural practices and 

beliefs in shaping the way men treat women both at home and at work. Such 

treatment has caused some women leaders to painfully take a back seat in 

meetings or when resolving conflicts, a situation which they described as 

frustrating. 

 

One of the participants felt that she had been unfairly treated when she 

suspected that the organization preferred to assign certain line roles to men 

and not to women. In technology organizations, men habitually occupy key 

line roles, especially when they are technical and affect the core operations 

of the organization (Holt et al., 2017). When a woman occupies these roles, 

other employees are sometimes biased about her eligibility for that role. Ese 

described her experience at a promotion interview when she was asked 

certain questions that she felt were biased and unrelated to the interview.  

She shared that she felt she lost a few promotion opportunities because of 

her gender, which she found rather frustrating.  

 

 

Extract 1 

I don’t like to play the gender card but I would say it was quite tough. 

Part of it could be because of the gender. There’re some positions I 

was passed on for like 2 or 3 times before I was given a chance to do 
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it! (hands raised in the air and high-pitched voice). I think a part of it 

was gender, like I told you, because people had looked at the 

complications of that role and they were struggling to comprehend 

how a woman would do it. So for example, there was this role that 

required that you travel a lot. You don’t live in the country. And their 

understanding of a woman in our environment was –you’re gonna 

leave your husband, what’s gonna happen to your kids, you know? So 

people were trying to make those kinds of decisions on my behalf, 

which I think was unfair. I think I should be given a chance to be the 

one to make that call. You sense that when you see it in an interview. 

So the interview was going really well, but the interviewer was asking 

me – are you going to still have more kids? Is you husband aware that 

you’re applying for this role? I don’t think if my husband was sitting at 

that seat, they’ll ask him the same questions. Nobody’s gonna ask 

him is your wife aware that you’re applying for this role? Nobody’s 

gonna ask him are you planning to have more kids? (laughs)..but they 

asked me. People were already projecting. (Ese).  

 

Here, Ese described how she experienced biased treatment at a promotion  

interview with an all-male panel, when she was asked questions like “are you 

going to still have more kids? Is your husband aware that you’re applying for 

this role?” She felt that this was unusual practice and covert gender 

discrimination against a woman because the interviewers asked her 

unprofessional and biased questions which she did not think they would 

have asked a man in a professional interview. Her statement: I don’t think if 

my husband was sitting at that seat, they’ll ask him the same questions 

reveals that the interview team was probably biased against a woman taking 

on that role. Ese suggested that men in technology who are biased towards 

women and treat them unfairly, might be influenced by their understanding of 

the socio-cultural constructed stereotypes for women in the society where 

these men were raised, which have been translated into organizational 
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norms. According to Diwan and Vartanova (2017), the societal culture of the 

country where one lives greatly impacts their actions and beliefs, sometimes 

superseding one’s personal values. This view is consistent with the findings 

by Sanchez and Lehnert (2019) that stereotypes about women as mothers 

creates a maternal wall bias about decisions concerning women in the 

workplace, particularly for women pursuing leadership roles. This is because 

employers tend to assume that women’s childcare responsibilities would 

conflict with their work demands 

 

Job assignments in an IT organization sometimes involve relocation to other 

geographical regions and frequent travels. In Nigeria, the societal 

expectation is that women should always be in the same geographical 

location as their children since they are the primary caregivers. Although 

advancements in education and globalization have caused this mindset to 

evolve overtime, it is still ingrained in some workplaces, especially when the 

top decision makers are core traditionalists with strong patriarchal 

dispositions who still believe that a woman’s place is at home with her 

children. This is a form of patriarchal relations within paid work that 

segregates women within it (Walby, 1990). It also highlights the prevalent 

male hegemony over women in decision-making at the domestic level, which 

is supported by the Nigerian culture. Hence, women’s career decisions are 

oftentimes subject to their spouses’ or fathers’ approval (Adisa et al., 2019).  

Khilji and Pumroy (2019) also posited that the leadership in organizations 

tends to make decisions for women regarding their suitability for certain 

roles, particularly when these roles are technical (Holth et al., 2017). 

 

Although it was amusing to Uzoma that she was sometimes mistaken for a 

man during meetings, she felt that these experiences at meetings were 

biased reactions and was intimidated by such encounters.  
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Extract 2 

(Clears throat)...to be honest sometimes it can be intimidating, 

sometimes you even go for a meeting and they say (Exclaims) OH!! 

YOU’RE A WOMAN! They’re looking for a man. OH! UZO, I 

THOUGHT YOU ARE A MAN (laughs very hard). I say oh, I’m sorry to 

disappoint you, (laughs again). Sometimes it can be intimidating 

because you think you’ve walked into a biased situation but I think it’s 

just..., erm, ....you make up your mind not to look at that. (Uzoma). 

 

 

Ayodeji recounted her experience of being described as a Mr. in official 

correspondences. In Western Nigeria, the name Ayodeji is typically given to 

men, so when a woman bears the name Ayodeji, her gender could easily be 

mistaken for that of a man. Co-incidentally, Ayodeji is also a top executive in 

a multinational software organization, which once again is a role in 

technology organizations that is usually assigned to men.  Ayodeji was the 

first woman to be given that role in their Nigerian office. Hence, that biased 

view about what gender should typically occupy her role had affected the title 

she was given in correspondences. She felt offended whenever both 

indigenous and foreign colleagues addressed her as Mr. depicting the male 

gender, without bothering to do further research on her person.  

 

Extract 3 

Anywhere I go, the first thought....even people that write me from 

abroad will describe me as “Mr.”. They will see Ayodeji, they will say 

“Mr.” ...Yeah,..... that always happens but....ermmm... I don’t really.. I 

think at this stage in my career, people who are calling me anywhere 

usually would’ve done some research so I don’t see why they seem 

so surprised. (Ayodeji)  

 

Fatimah, like Ayodeji, was often also mistaken for a man. Although she 

equally felt saddened by this, she saw the humor in it and did not let this 
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bother her. The following quotes provide more insights on people’s biased 

views regarding certain leadership roles in technology: 

 

Extract 4 

It is fun when you get into some conference call and they say ohh.. 

Mr. Fatimah and I say oh hii...! I’m here...! (laughs hard) I get it all the 

time. In the meetings they say Mr. Fatimah, I’m like Ok, if you’d 

Googled me, you’d know I’m not a Mister, oh well, thank you, here I 

am. Errmmm...it’s fun also when we get to the meeting room and 

they’re all waiting for the person to come and I’m like ok.., who are we 

waiting for and then they say oh, we’re waiting for Mr. Fatimah. And 

then I said ok, I’m here. (laughs)...you know, ok. So fun, I think the fun 

part is the surprise on people’s faces when they realize who it 

is...(laughs) (Fatimah). 

 

 

Uzoma described what she initially experienced on commencement of her 

new role as a COO. She felt that those biased reactions arose because the 

COO role in her organization was habitually assigned to a man. People 

questioned her eligibility for that role and insinuated that she got the position 

because of her familiarity with the CEO, not her qualifications.  

 
Extract 5 

Like when I became head of operations people were saying, you 

know, how did she make it? how did she get it?....because it was  a 

man who occupied this position before. That was my boss. His 

portfolio was split actually, so it was a difficult period, because...a 

sensitive one. Errrmmmmm.... so it was as if oooo, so I was the 

favored child of my MD? People were asking questions. Who is she? 

Where is she from? Because when I was in business in another 

subsidiary which was my previous role, I was quite to myself so I 

didn’t...I was not really exposed to other parts of the business so 
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people didn’t know me then. Uzoma...they know my name, but people 

that have not worked with me, experienced....ahh! What does she 

know? How can they make her Head of Operations? Does she know 

operations? She doesn’t know operations! And they will tell my 

subordinates; your boss doesn’t know her work. Does she know her 

work? Operations? She can’t ...she CAN’T do it! Does she think this is 

Marketing? So that was there. (laughs).. I don’t know if it was because 

I was a woman, I think maybe if I was a man, maybe....some people 

who had said some things would not have said them!...so like can she 

do it? She can’t do it! Are you sure she can do it? Probably favored, 

because the MD likes her... It was a bit annoying,. sad!... but I just 

overlooked it because at the end of the day, it doesn’t matter. You’re 

here to do a job. I try not to listen to gossip as a person. Ehen...i’m 

very sensitive as a person. I’m sensitive like.... My memory can snap! 

Kpaa!!! I can remember what happened when I was 4 years old. I can 

remember what happened on my 5th bday. I can remember the day 

my sister did not want to share her toy with me. I can remember! 

(bangs hands on the table) (Uzoma). 

 

Uzoma’s initial experience as the first female COO in her organization 

showed how the traditional practice of assigning that role to a man led to the 

prejudiced behavior she initially encountered. Her eligibility for that role was 

doubted amidst suggestions that CEO familiarity, luck or spiritual favour was 

responsible for her appointment. Her colleagues made comments like 

“...Probably favored, because the MD likes her...”. These inferences made 

Uzoma angry, since she spoke vehemently in a loud, angry tone and banged 

her fists on the table while describing the events that occurred when she was 

newly appointed as the COO. She was angry at the employees who made 

snide remarks about her job appointment.  In addition, Uzoma also felt that 

the employees were already biased towards her gender and perceived her 

unqualified because she was being assigned a role typically occupied by a 
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man. She stated: “I think maybe if I was a man, maybe....some people who 

had said some things would not have said them!...so like can she do it? She 

can’t do it! Are you sure she can do it?” Thus, she initially experienced some 

resistance and un-cooperation within her team, until she was able to prove 

her competence for the role. Essentially, the IT industry has more confidence 

in men than in women (Clerc and Kels, 2013). 

 

This finding is supported by the work of Heilman (2012) who suggested that 

sometimes women’s achievements are attributed to qualities other than skill 

and abilities, such as physical attractiveness and feminineness. This sexist 

belief suggests that women can only progress in an organization if they 

leverage on their sexuality. There is strong evidence by Bowles (2012) that 

women who eventually get to the top against expectations experience social 

resistance in the organization. Particularly in instances where such roles are 

constructed as masculine, women may not be accepted as deserving of that 

role, nor given the due treatment and respect that would have been ascribed 

to men in that position (Viat et al., 2016). 

 

The participants talked about feeling the need to work twice harder than their 

male counterparts in order to be perceived as competent and deserving of 

their roles as female leaders in technology. They shared what it felt like to 

put in this extra effort on the job in order to be recognized, despite having the 

requisite knowledge and skills commensurate with their male counterparts. 

The following extracts describe what the participants felt was required in 

order for them to be recognized and accepted in their teams and 

organizations. 

 

Extract 6 

Honestly, it’s very weird because honestly, we’ve come a long way, 

like about the female gender and the male gender but,... it’s weird that 

the bias is still there. It’s just very weird like,... sometimes, yes 
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sometimes you get your piece out, you get spoken erm to the right 

way, you get recognized, but it’s an unconscious bias. I don’t know 

how to explain it but a lady still has to do twice as much work as a guy 

would do. Even as a senior executive even in the tech world because 

tech is so masculine, (pauses) soooo masculine (intensity in her 

voice.) Infact, I know like in my workplace they’re making conscious 

effort to try to make the inclusiveness thing, to mix the male and 

female constitution of the board, trying to make more of us leaders 

and everything. But that in itself is a good sign but at the same time, a 

lady still needs to work almost twice as much as a man to get 

recognized, and,... and to be heard sometimes, you have to be very 

bullish, live the.....infact! I’ve read books, (eyes waving, shaking head, 

looks exasperated) like I’ve had to improve on myself, by reading 

books, trying to learn from other people’s experiences, how to get 

heard, how to speak out in a room, all these things like you have to 

leave the femininity behind and actually bring out …you know! 

(Atinuke) 

 

Extract 7 

You have to work twice as hard as the man. You have to show 

yourself, you have to show your strengths. If the guys are doing 

100%, do 250%. Be noticed. Don’t stop, don’t take NO for an answer. 

If you have times when you need to be in meetings with men, make 

sure you know your onions, because they will look for ways to 

puncture whatever you have to say. (Adebisi). 

 

Extract 8 

You have to be very VERY focused and determined. You have to DO 

the EXTRA on the job. If they want you to do 1, do 2, like I said. As a 

woman, I don’t know if the western world has been de-mystified but 

here, in Nigeria, you need to be one and a half of a man for them to 
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accept you as a man. Yeeesss... for them to accept you as a man, be 

one and a half of a man. A woman must be one and a half of a man 

FOR THEM TO ACCEPT YOU AS A MAN. The man will do 1, that’s 

perfect. 100%. But as a woman, if you want them to say ok, she can 

do what this man has done, you must do MUCH more than what that 

man has done for them to say she can do what this man has done. 

That is how it is. (Omolola). 

 

Atinuke (see Extract 6) stressed on the masculinity of the technology 

industry in her statement “tech is so masculine, (pauses) soooo 

masculine...” and further reveals that even though her organization had 

made attempts to reduce inequalities within the management team, in reality, 

such moves had not changed the masculine culture of the organization. She 

shared how frustrating this was for her and how she sometimes had to 

exhibit the female boss stereotype in order to get recognized and heard. This 

female boss stereotype is similar to the agentic qualities of aggression, 

dominance and force. Vial et al., (2016) argued that a woman who occupies 

a role in the workforce discursively assumed to be a masculine role is 

expected to exhibit the same characteristics as the masculine gender. 

Therefore, trying to be bullish and leaving the femininity behind to play the 

boss was Atinuke’s own way of saying I am in charge here and I will not let 

you take me for granted. According to Billing (2011), organizations have 

gendered managerial roles to favor the male gender therefore notable 

scholars (Ford et al., 2020; Khiljil and Pumroy, 2019) suggested that female 

leaders tend to act, dress and use language that is congruent with the male 

agentic behavior of dominance in order to be heard. This behavior could be 

one of the reasons for perceiving them as bossy and hard. Adebisi (see 

Extract 7) reflected on a similar experience of being intimidated by her male 

counterparts during meetings, who deliberately faulted her opinions and 

suggestions. However, since she was raised to be very hardworking and 

always push for whatever she wants, she resolved to work extra harder than 
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the men and garner as much knowledge and skills as was required for the 

job so that when she eventually spoke in meetings, her contribution would be 

valued.  

 

Omolola (see Extract 8) shared an interesting perspective that women in 

technology need to work extra harder than their male counterparts in order to 

be accepted as men. This interesting view introduces an innate assumption 

that the female gender is not recognized in technology, and women who 

work in technology are invading a man’s world (Latchanah and Singh, 2016). 

It reinforces the male hegemony existing in the technology industry and 

questions whether policies designed towards inclusivity in leadership roles 

are genuine or aimed at potentially benefiting the social and ethical image of 

the organization (Dezsö and Ross, 2012). Vitores and Gil-Juárez (2016) 

support this finding and argued that women have to work harder in 

technology because the industry has been socially constructed to conform to 

a male standard, where a normal socially structured relationship exists 

between males and the STEM careers. On the other hand, females are 

perceived to have more problems with acquiring technical skills. Notable 

authors (Clerc and Kels, 2013; Khilji and Pumroy, 2019) also suggested that 

the IT industry is more confident in the abilities of men than women and pays 

more attention to the contributions made by men while tending to discount 

those made by women. Others argued about the stereotyped belief that 

managerial jobs are congruent with men (Liu et al., 2015; Jauhar and Lau, 

2018), which partly overshadows female leaders’ performance (Samo et al., 

2019).  Therefore, working twice harder than their male counterparts is 

typically female leaders’ strategy to gain visibility and acceptance in their role 

(Vial et al., 2016). Supporting this view is the finding that women who work in 

gendered roles have to compensate for their gender by constantly producing 

outstanding performance (Karelaia and Guillén, 2014), far and above that of 

their male counterparts. However, this results in needless stress (Karelaia 
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and Guillén, 2014) and a likely negative leadership experience (Sanchez and 

Lehnert, 2019). 

 

From their experiences, some of the participants described instances when 

they received sexist comments from male colleagues. They felt that the 

socio-cultural beliefs and practices in Nigeria were responsible for such 

behavior in the workplace. They described what it felt like to be addressed 

(both verbally and non-verbally) dismissively by some of their male 

colleagues in the workplace. The following extracts provide more insights on 

these encounters: 

 

Extract 9 

These behaviours are as a result of their cultural background. Why I 

said that is because it’s more prevalent down here. It is because 

we’re patriarchal in nature so it’s almost inherent for a certain gender 

to feel that they’re superior to another gender. ‘I have heard 

comments like ”BUT I HAVE A WIFE LIKE YOU AT HOME” just 

because there’s an altercation and this is someone that is supposed 

to be your subordinate. That’s his own narrative. It’s like 

you’re....you’re a ...you’re less, I’m superior, so I don’t care about your 

position or.....your....you know. So when you hear that, you 

understand that it’s kind of INGRAINED. I don’t think he woke up one 

morning and thought that he was gonna be nasty to me because he 

felt superior, but because he had grown up to believe that a certain 

gender could be (Ese). 

 

Extract 10 

You know when you’re engaging in a conversation and you get that 

look from your colleague... You know the look when you’re like “I 

HAVE YOUR TYPE AT HOME” you know...(laughs out loud) It’s hard 

to say if this is an African or a global thing because I never really 
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encountered that abroad, but I can argue that I wasn’t necessarily a 

leader, but I was an Engineer in my roles in the UK and I never got to 

that point where my leadership was being questioned. Erm...but it 

definitely is here, definitely is here, and you will get that look...of....you 

know...OH! WHY IS THIS ONE TALKING or you know, I have your 

type at home, you know... I was coming from a place where you send 

someone an email, the thing gets done, in Nigeria you send an email, 

you make a call, you go and visit them at their table, and then you buy 

them lunch (laughs out loud). You know, I was exasperated in the first 

year. I would say I’ve been sending you mails, I’ve been sending you 

mails, you’re not responding to my mail. So I kinda learned the lingua. 

So there was some guy I sent some mail. I will never forget. So I kept 

telling him, I was asking for something, I just kept asking, saying 

KINDLY RESPOND, PLEASE KINDLY RESPOND. I’ve sent this for 

the last. ..you know, like English, English English. So I now picked up 

the phone and called him and said “ah ah, oga, you want them to 

sack me? He said eheeennn...you have finished speaking 

English”..(laughs out very loud). I...it really just brought home to me 

that I AM IN A DIFFERENT WORLD, I AM IN A DIFFERENT 

WORLD, and I really immediately adjusted, I said Oga, ah 

ahhh....how far? Help your sister. You know, you just have to... you 

know? (Emem.) 

 

Ese (see Extract 9) shared her view that some men in her organization 

talked to their female colleagues in this condescending manner because 

they were raised in a patriarchal society that regarded men as superior to 

women (domestic and gender-based division of labour). Therefore, the male 

employees (who may sometimes be subordinates to women managers) 

expect females to ascribe them with more respect as men because that is 

what their wives do back home, and this lady manager is also a woman like 

the one they have back home who shows them respect as the culturally 
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accepted superior gender. Emem (see Extract 10) shared that sometimes 

her male colleagues gave her a disdainful “look” when she tried to speak in 

meetings, which she felt was a non-verbal way of dismissing her contribution 

and questioning her leadership. She felt the “look” meant that she was 

expected to be silent and submissive towards the men in the room, just the 

way any typical Nigerian wife would be towards her husband. According to 

Adisa et al. (2019), the patriarchal Nigerian society views and treats women 

less than men, and it is typically understood that a woman’s role is at home 

in the kitchen. Such unprofessional conduct is related to how such men were 

raised in a society rife with gendered norms that construct women as the 

inferior gender that should not be given much regard. This view is consistent 

with the findings of Ifemeje and Ogugua (2012) that Nigerian women 

(whether educated or uneducated) are to be seen, not heard. It is also 

supported by the work of Samo et al. (2019) who suggested that this 

behavior is linked to the patriarchal socio-cultural environment male 

subordinates grew up in that reinforces male superiority over women and 

overshadows their respect for female leaders. It is also consistent with the 

findings of Nwagbara (2020) who posited that work practices in Nigerian 

workplaces are a reflection of the existing patriarchal socio-cultural practices. 

Ford et al. (2020) also supported this finding and suggested that experiences 

of women receiving derogatory and condescending statements from male 

colleagues reveals how certain men disrespect women and reduce them to 

sex objects whose expected place is at home, but decided to invade a 

masculine domain. Emem recounted how her understanding of the influence 

of these socio-cultural belief systems in her workplace helped her apply 

subtlety in the midst of the socio-political game in her organization. I already 

shared in my first theme how Emem realized that she came in “against the 

wind” and was labeled “wonder woman” so it would seem that her male 

colleagues were biased about her appointment and deliberately sought for 

ways to put her down. 
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Besides instances where some men in technology referred to their female 

colleagues in a condescending manner, the participants shared that 

sometimes, they were not duly regarded in decision-making processes as 

well as during conflict resolutions between themselves and their male 

counterparts. They described what it felt like to be expected to take a back 

seat, be silent and submissive to whatever decisions favored their male 

counterparts. The following extracts provide more insights into the 

participants’ views and experiences about being related to the backseat. 

 

Extract 11 

That’s what I’m saying that you need to go out there. For what you 

believe in, you have to pursue it, you have to go after what you 

believe in, you have to stand up for what you believe, you have to 

express yourself, you have to speak up. (Raised voice) You have to 

manage the stakeholders. I just realized that, and I realized it late. If I 

realized this earlier, I would’ve been somewhere. So, you manage the 

stakeholders but then, how do you manage it? My concern is,... I 

cannot call black white, I can’t call black red. Black remains black. It’s 

not my core value. It’s not part of me. It’s not even the company core 

value. (Speaks angrily) Sometimes it really makes me feel like I 

should have an option and just walk away. (Long pause) I feel like I 

should have an option and walk away! (Omolola). 

 

Extract 12 

I had to go into a customer environment and I read out the rules and it 

got over-ridden by the country manager because...he could do that, 

but it was wrong. Ok. And then I had to take it up, you know, take it all 

the way to the highest level of escalation that I could, you know and I 

was seen as a bad person. And that was simply because I did not 

budge. Ok, that also came down to oh, she’s a woman, why is she 

behaving like that? Why is she so stubborn? (talks with derision) Oh 
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no! I’m not stubborn; I’m just following the rules! So when we got 

called to sit and say ok, let’s talk about this problem, how do we 

resolve this? And I read my part and he read his part, it was very 

obvious who was wrong. But because I was a woman, I was also kind 

of relegated to the corner to say errr...yes you’re right, you know..... 

and they said but the other person also has.... and I’m like....hell!!! So 

I wrote a report and I sent it out to everybody and said if this repeats 

itself, I will take personal actions. It was not quite interesting, you 

know, because first, I think...I... I don’t know what to call it whether it 

was just about being a woman but (opens eyes expressively) there’re 

certain positions where they feel a man should be and then not just a 

regular man but a man who goes out and hangs out with them so they 

can be able to manipulate their decisions. (Adebisi). 

 
 
Omolola (see extract 11) described her stoic belief in the male dominance 

prevalent in technology organizations when she used the word 

“stakeholders’ to refer to the top male leaders in the organization. This 

means that she already ascribed permissible ownership of the organization 

to the male employees, believing that they already have a clear-cut path to 

leadership roles compared to their female counterparts. Essentially, the 

women in technology were expected to defer to the “stakeholders” and not 

challenge or question any decisions made by them. This was particularly 

frustrating for Omolola who was brought up to be expressive and firmly stand 

for her values.  

 

Adebisi (see Extract 12) was equally raised to pursue whatever she believed 

in, as well as to push for recognition and fair treatment in all circumstances. 

She described a particular standoff she had with a male colleague and how 

other male colleagues criticized her for being too stubborn, tough and 

insistent on her rights, a behaviour that does not conform to the societal 

stereotype of a female. She felt coerced to accept an unfair judgment 
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because of a societal belief that a woman is expected to portray the female 

communal stereotype of altruism and gentleness, which was rather 

frustrating for her. According to Heilman (2012), men are excused for 

exhibiting anger and pride but women are criticized for exhibiting such 

masculine behaviors. This experience is consistent with the findings of Samo 

et al. (2019) that society constructs the behavior of female leaders negatively 

when they exhibit masculine agentic behaviors of aggression and 

dominance, which is contrary to the societal stereotyped feminine traits of 

consideration and submissiveness. Adebisi’s understanding of the tacit 

leadership structures influencing the formal (internal organization) and 

informal (hanging out with the boys) work environment of her organization 

made her concede to the wishes of her male superiors who already 

remarked that a woman was not expected to be defiant. Adebisi knew that in 

her organization, the informal work environment strongly influenced decision-

making and since she did not interact in those circles, she was 

disadvantaged in this scenario. Therefore, to her displeasure, she had to 

back down and let the men have their way. 

 

 

4.5 Feeling insecure 
 

This theme describes the feelings of the participants about being unheard 

and relegated to the background regarding decision-making in their 

organizations. They described what it felt like to be seen as a leader in the 

organization but not heard or taken seriously, which made them tend to not 

speak up at meetings since their contributions were sometimes overlooked 

or summarily dismissed. The participants also talked about having insecure 

feelings that sometimes caused them to discount their accomplishments. 

They shared how they overcame this by advocating for themselves.  

 

From their experiences, the participants shared their feelings about 

instances in their workplaces when they felt that they were being snubbed by 
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their male counterparts in order to intimidate and make them feel insecure. 

One of the participants described a particular experience she had at a 

meeting when she felt that her male colleagues deliberately disregarded her 

contribution. The following extracts provide more insights on these issues: 

 

Extract 1 

They will always be there, which is what I’ve realized, because 

unconscious bias, or conscious bias...ok let’s say conscious bias, 

you’re aware of it. It’s something that sometimes is just culturization, 

maybe the environment? Something they’ve picked up in the family. 

They’re not even aware that they’re that biased, you know. (Ese). 

 

Extract 2 

While I was in the boardroom, I gave my opinion, but when my male 

colleague said that, he got listened to, and then when you have a 

good chairman like mine he said oh! But this lady already said that, so 

how come nobody, you know, referenced what she had said, or why 

is everybody tilting towards the man? (Adebisi). 

 

Ese (see Extract 1) recounted that the behaviour of her male counterparts 

towards her was a “conscious bias” because in the socio-cultural 

environment where these men grew up, women were expected to be silent in 

meetings that involved men and allow the latter make important decisions. 

Although education and globalization have since influenced this ideology, the 

effect of the patriarchal culture most Nigerian men grew up in was still deep-

rooted in their minds, causing them to relegate women to the background as 

the inferior gender. Adebisi’s description of her experience in the boardroom 

(see Extract 2) showed how she felt when she made a contribution in a male 

dominated meeting that was disregarded because coming from a woman, 

they felt it was trivial. However, when a man at that meeting made the same 

contribution, it was recognized as a relevant point. Essentially, the men 
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refused to hear Adebisi. It might be that they switched off when she spoke 

because of a gender-superior mindset or because they grew up believing 

that women should not speak up in the presence of men. This aligns with 

Ese’s perception that their frame of reference had affected their views and 

actions. These beliefs were possibly inculcated in the families and cultural 

environment where they were raised. Such treatments could lead to women 

refusing to speak up at meetings. Ford et al. (2020) argues that this 

treatment could be a form of oppression that is disadvantageous to women.  

 

The participants shared their experiences of not speaking up to push forth 

their ideas and suggestions in meetings because they were unsure if their 

opinions would be taken seriously. This was because in the past, their 

opinions had usually been ignored, dismissed or ridiculed.  

 

Extract 3 

When I say suggestions and I feel that is the way that we should go, 

and these people don’t....I keep wondering “why can’t they see it”? 

I’ve come to realize that, that is not the way some people perceive it. 

But now, all I need to do is to make my suggestion. If you see it, fine. 

If you don’t see it, I DON’T FEEL BAD. SO I’ve stopped feeling bad 

about my suggestions or approaches that were not...so I have 

had more to refrain my mindset and it has been very good. I’ve made 

up my mind that whatever the outcome is, I’ll gladly accept and deal 

with it, so you will never see me saying “I told you.......”.(Risikat). 

 

Extract 4 

In my earlier years I didn’t know how to get a lot of things done so I 

used to let the difficulty intimidate me, and when you go for meetings, 

you see all the guys, guys, guys,...sometimes you don’t wanna ask 

questions or even contribute. (Uzoma). 
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Reflecting on her past experiences, Risikat (see Extract 3) described how 

she stopped attempting to push forward her suggestions at meetings and 

resigned herself into the background of decision-making. Her vocal 

emphasis on “I don’t feel bad. SO I’ve stopped feeling bad . . . “ makes us 

understand that she was deeply hurt when she realized that all the while, 

she was not being heard. Hence, she resolved not to speak up any longer 

and just accepted whatever emerged out of her male colleagues’ decisions. 

Essentially, Risikat decided to take a back seat in management meetings 

and this decision made her find greater peace with herself and everyone 

else as she stated, “I have had more to refrain my mindset and it has been 

very good”. For Uzoma (see Extract 4) it was the fear of being ridiculed for 

making trivial contributions in the midst of her male colleagues who 

obviously dominated the room, that made her refuse to speak up and make 

her contributions. It elicited a frightfully insecure feeling that perhaps 

whispered to her; “Keep silent so that you do not say the wrong thing and get 

mocked. After all, you are in a man’s domain.” During Uzoma’s years as an 

Engineering student, she was one of four girls in a class of 150 people. Also, 

the fact that her grades in Mathematics and Mechanics were not as good as 

that of her male classmates intimidated her and made her shy in the midst of 

her classmates. Now in the workplace, she found herself in a similar 

situation as a rookie staff with little knowledge and experience compared to 

her male colleagues. Her previous experience with this scenario at school 

made her shy away from any utterances that could get her mocked. From 

their accounts, these participants sometimes refrained from pushing for their 

own suggestions to be accepted by the men, neither did they challenge 

whatever decisions the men took, even when they were convinced that those 

decisions were not favorable ones for the organization. The work of Khiliji 

and Pumroy (2019) supports this finding, where they stated that silence is a 

muted strategy likely to signal conformity with masculine organizational 

norms.  
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The participants described their feelings of insecurity regarding both 

themselves and their job. They talked about instances when they found 

themselves questioning their own management decisions. Sometimes, they 

even doubted their eligibility for the role assigned to them, even when they 

knew that they were fully qualified for it. They talked about their inner fears 

and struggling to put up a confident demeanour before their subordinates, 

although inwardly they were emotionally disturbed by the thought of failure.  

 

Extract 5  

Literally the first few months I used to have meetings and then go to 

the bathroom and cry. I used to ask myself, what did I just do there? 

(chuckles)...like...did I make the right call? I think I get emotional 

support help from my friends. They are people that won’t judge you. 

It’s win win. I also have friends that do cry on my shoulder a lot too. 

That’s why I say it’s lonely at the top. There’s few of us, you know, 

who are quite senior. You can’t cry to your staff ‘cos there could be a 

crisis and I can’t go crying to them, you know. (Ese) 

 
Extract 6 

Sometimes you feel this imposter syndrome like, am I really all that? 

Is there really something about me? To be honest, I didn’t have a 

speck of inferiority complex when I was growing up, I don’t know 

where it came from, but a kind of intimidation that felt like,... am I 

really unique? Am I really this special? Am I really all that?....So, I 

don’t know why I had that, but I actually had a struggle with that. 

Maybe I’m suffering from inferiority issues. No, I don’t know where it 

came from. Then you now enter University, Maths you know, they will 

give you D, Ahhhhh!! Hee heeeeee!!!! So you now feel maybe I’m not 

sharp, maybe I’m even dull, who sent me to even do this 

Engineering? (Uzoma). 
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Ese (see Extract 5) shared how lonely it could be for a woman in top 

management with regards to moral support and empathy because in reality, 

they are so few or none at all. She was the only woman to have attained the 

peak of her career in that organization. These findings are supported by 

notable scholars who asserted that women who eventually get to the top 

against expectations experience social resistance in the organization 

(Bowles, 2012), and social identity conflict within themselves (Eagly and 

Carli, 2002) originating from cultural values that perceive men as leaders 

and women as attendants (Eagly and Carli, 2007; Bowles, 2012; Heilman 

2012; Mordi et al., 2010). Billing (2011) also suggested that when a woman 

advances to a senior role, she loses her close friendship with other 

colleagues who are now her subordinates and cannot share her challenges 

with them for fear of being perceived as incompetent. This situation could 

cause loneliness for a woman at that phase of her career in technology. The 

accounts of Ese and Uzoma show how they struggled within themselves to 

fill shoes that they somewhat felt were too big for them, despite having the 

requisite qualifications and skills. Uzoma (see Extract 6) labelled this 

reaction the “imposter syndrome” because she sometimes felt that she was 

not deserving of her role. An imposter syndrome is a psychological feeling 

that doubts one’s eligibility, leading to an internal fear of being exposed as a 

fraud. It is a feeling of being unworthy for a task or a position and worrying 

that someone will discover this perceived unsuitability. Therefore, we 

understand that Uzoma was afraid that she would not be successful at this 

role. This fear was fuelled by the discriminatory remarks other employees 

made about her being assigned a core technology role that was historically 

given to a man.  

 

From their experiences, the participants reflected on how feelings of 

insecurity caused them to discount their own job accomplishments. They 

shared that their subconscious mind made them feel they were not good 

enough for this role so whatever they achieved would never be good enough 
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or as good as what a man (who is perceived to be more deserving) would 

achieve.  

 

Extract 7 

Erm because I think that as women, sometimes we don’t, you know, 

recognize our own abilities and we’re not confident in ourselves, erm.. 

especially in the tech field where there’re not that many of us, so 

sometimes we second-guess ourselves you know, erm.., when you 

compare yourself to your male counterpart who probably doesn’t even 

have as much experience as you but you know, there’s just that 

mindset of, or that innate thinking that well, maybe you’re not that 

quite,... or you don’t know it quite as much as they do because you 

know because you’re a female in that field. erm ..you know and erm I 

am not one to vocalize or to really be out there and to be saying ok, 

this is what we’re doing and achieving....erm, you know Like I said, I’d 

rather do a lot of the introspecting, you know, behind the scenes and 

then work behind the scenes, and not really be seen to be out there, 

you know at the forefront doing it just because I’m not you know, 

vocal enough. So, erm... so that is a challenge for me. (Tolulope) 

 

Extract 8 

Ermmm and also I find that in the Nigerian tech space, people just 

tend to discount women, and I think that’s actually one thing that I 

know I’ve done, and that people also do, ermm, not just in Nigeria 

though but it’s that I think as women, we tend to discount our 

accomplishments. So, a guy would be like ok, I’m good at my job, I’m 

just good at this, and to be honest with you, honestly speaking, that 

thing I said about discounting our abilities and discounting our 

achievements is very, very real, because we still do it all the time, 

even now I’m like oh, why’re they all making such a fuss about, ...erm, 

...you know,... my role and all that? (Fatimah). 



 161 

 

Tolulope’s account (see Extract 7) revealed how she felt that women working 

in a field perceived to be men’s domain may not be as good as the men 

working in the same field. She described this feeling as an “innate thinking” 

that made her believe that despite being more experienced than her male 

colleagues, she was not as knowledgeable as them because she is a 

“female in that field”. These thoughts were borne out of insecure feelings 

some women in technology had because they felt that they were invading a 

man’s domain, where the men in the organization (the “stakeholders”) had 

legitimate leadership roles in the organization (Vial et al., 2016). Consistent 

with these findings is the work of Sainz and Eccles (2012) who argued that 

since men have historically been stereotyped to be more competent than 

women, girls feel that they are less intellectually competent than boys at the 

STEM subjects and these ideologies are carried into the STEM professions. 

Sanchez and Lehnert (2019) further asserted that women tend to discount 

their abilities especially in STEM disciplines because of stereotypes that men 

are more intellectually competent than women in STEM professions like 

Engineering and Technology.Therefore, when these women accomplished 

things that men would typically celebrate and leverage upon to promote 

themselves in the organization, they were not as vocal about it.  

 

From their experiences, the participants described what it felt like for a 

woman leader in technology to advocate for herself in order to curb any 

feelings of insecurity or intimidation. They talked about having to be 

deliberate about acknowledging as well as celebrating their 

accomplishments and relevance to both their organization and the Nigerian 

technology space. They shared that doing this elicited an emotional feeling 

of joy and pride in themselves and their achievements as leaders in 

technology. This further increased their self-esteem and confidence in their 

abilities to be effective in their roles as women leaders in technology.  The 
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following extracts illustrate what the participants did to advocate for 

themselves: 

 

Extract 9 

So, Erm.. recently there was an article about a bunch of prominent 

women in Nigeria, I was one of the women included. 

Ermm...and....so....after that came out, some partners were looking at 

me...and they were like oh!..congratulations, I’m like oh thank you, 

and all that. And then I went to their office and we’re talking and this 

person said to me oh! wow! So you’re one of the prominent women in 

corporate Nigeria? Oh really?? And I’m like oh well...I’m looking at 

him like you’re my partner, we work together, you know me, know my 

work and you’ve seen this article and all of a sudden it’s making you 

think .... I’m thinking, so what were you thinking about me before? 

Yeah! You know? Ermm...after that article came out, I also started 

thinking about this and I said, “YOU KNOW WHAT FATIMAH, YOU 

ARE ONE OF NIGERIA’S FINEST, AND IT’S OK TO SAY THAT”. 

IT’S OK!!!! LIKE BE COMFORTABLE WITH THAT. IT’S OK. (Speaks 

very fast) So, I have this inner dialogue always going on with myself 

back and forth, but telling myself it’s ok to say that, it’s ok to feel that 

and it’s ok to believe that, ‘cos you actually are! You have worked 

hard, none of this was given to you for free, I’ve worked my butt off, 

I’ve....I’ve had opportunity given to me, yes, but I’ve also taken that 

opportunity and I’ve not thrown it away, I’ve not...you know. I deserve 

all I’m getting! (Fatimah). 

 

Extract 10 

I was tasked with building the data Network basically, which is the 

core. Yeah, so it was a lot, I think it was after the deployment that I 

realized the scale of it, but at the time it was just we need to do it, let’s 

do it, work with the vendors, decide who the vendors are, try and build 
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this Network, align with the radio team. Again so in the heat of things, 

it didn’t seem as big as it was. But by the time we deployed and 

they’re making announcements like you know, data Network and you 

realize the scale of what you have just achieved, yeah! But at the time 

it just seemed as if everyone has to dig in, we need to put in the extra 

hours, we need to do this, we need to do that, and we just did! And 

that’s why a lot of the time, when we achieve something, I try to make 

them understand that we just deployed xyz in the largest Network in 

Africa! It makes me feel very proud! Obviously very proud, very 

accomplished, but I don’t necessarily dwell on it, because there 

always seems to be something else that you need to do. So we’ve 

done 3G, LTE, you know. Once you do LTE, 5G is on the way. So 

there’s always something else for me to do. But I always tell my team, 

let’s just step back and enjoy the moment. So I try to create ways 

where we celebrate ourselves, you know. Personally, I try to celebrate 

myself and my small wins. It’s not easy nahh,...you know? (Laughs 

loudly). (Emem). 

 

Fatimah recounted (see Extract 9) her experience of how her male partners 

reacted when information about her accomplishments in the technology 

industry became available in the public domain. It appeared that previously, 

they had never perceived her to be someone of value or importance. This 

experience and realisation awakened in her a resolve to own her 

achievements and not be modest about it. For Emem (see Extract 10), 

acknowledging her wins and celebrating herself and her team re-enforced 

her internal belief that she was competent and relevant to the organization, 

which consequently increased her confidence and self-efficacy. She 

acknowledged that though there was always something new to achieve in 

the dynamic technology industry where she worked, it was important for her 

to sometimes step back and appreciate her little accomplishments and 

contributions. 
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4.6 Keeping most of the plates spinning 
 

Participants shared their challenges with achieving work-life balance. In this 

theme, the participants described what they did to integrate their personal 

and professional lives. They talked about four major strategies they 

employed to achieve this, which include prioritizing; making sacrifices; 

stopping the clock and having a good support system. They described the 

challenges, regrets and sacrifices they made while striving to achieve this 

balance, which sometimes resulted in having to make some hard choices.  

 

The participants talked about having to prioritize between the demands of 

work and family. They described instances when they focused on activities 

they felt were most important to them and should come first in their priority 

scale. Sometimes the lesser priority got completely sidelined but they did not 

seem to bother so much, as long as the effect was minimal on their central 

goal of integrating their work and family life. 

 

Extract 1 

For like eehh....for like the past, ...since January, I’ve only gone to the 

gym maybe like 4 times, and that’s unlike me. I normally would be in 

the gym for like 3 times a week. Infact I stopped paying! I told them 

that since I’m not showing up (laughs) I shouldn’t pay, because 

money is gonna waste, you know because I CAN’T FIND TIME. 

Normally I would love to go to a gym for a certain time but that’s been 

taken by another priority. I wouldn’t,... I CAN’T squeeze the time. I like 

to take my kids to school in the morning, so I can spend that time with 

them in the car, that’s when we talk, and all that, and I don’t wanna 

trade that ‘cos if we trade that, then we’ll be saying you go to school 

then I go to the gym and all that then after the gym I go to work. So 

since I can’t and I need to stay back and work late, so I rather give 

them that priority than give them ,...then you know...something always 
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has to give, so you’re always trying to juggle, and you’re prioritizing 

and de-prioritizing. (Ese). 

 

Extract 2 

I just make sure that there’s a system at home so that my home is not 

disrupted. Erm, I try to make time for myself. I try to make time for the 

different parts of my life. I try as much as possible, to make time for 

my husband, my kids, and I spend more time with myself. So yes, I 

would love to spend more time with them so that is why when I’m 

commandeered on a holiday to do certain things, I’m like.... ok! I’d 

rather sleep! So you see I can watch a TV, series .....1-10, sleep wake 

up, sleep wake up, I can even follow it. Do you understand? I’d rather 

sleep. But again, just having to make sure that everyone’s ok on this 

side. I need to stabilize home so that I can focus on work. (Emem). 

 

Prioritizing entails a lot of planning, organization and discipline, to ensure 

that the important tasks actually get done first. It becomes necessary when 

there are more tasks to complete within a limited time. From their accounts, 

the participants shared how they chose to fulfill what was most important to 

their personal and professional well-being and give up or shelve those things 

that were further down their priority scale.  Ese (See Extract 1) shared how 

she prioritized doing the morning school runs with her children over her gym 

classes because there was insufficient time to do both and still get to work 

on time. Therefore, she resolved to spend less time at the gym and rather 

devoted those hours to bonding with her children on the drive to school. This 

was important to Ese because she usually arrived home late at night after 

her children had gone to bed so she was not able to catch up with their 

activities for the day. This way, they could have their little chat and her 

children could feel her presence in their lives. Reflecting on this, I could 

recall a similar time in my professional life when I would get home rather 

late, usually when the children were either having dinner or taking their night 



 166 

shower. I struggled to get through the characteristically thick Lagos traffic so 

that I could go through their homework with them (even though the lesson 

teacher would have done so already) before bed. Evening time was also the 

period I did my much-needed exercise, but I found myself shelving this for 

that bonding time with the children. Sometimes I missed it, but I still made 

sure to check their schoolbags for the homework, go through it and leave 

any minor corrections on sticky notes that they could see in the morning after 

I would have left for work.  

 

For Emem, rather than prioritize family over work, she chose to fulfill both 

work and family demands and de-prioritize her personal time. This way, she 

can keep both her family and work at a healthy state, though this comes at 

the detriment of her private time. 

 

From their experiences, the participants described instances when they had 

to make very hard choices between their family and their career aspirations. 

These difficult choices included foregoing highly visible official trips, top 

executive job appointments and romantic relationships. One of the 

participants shared that trying to achieve a balance in a woman’s life 

required making a financial investment on an asset or the services of a 

caregiver. What they felt was most important was ensuring that the aftermath 

of their choices did not create any disastrous consequences.  

 

Extract 3 

Errmmm so there’re times when I had to drop off a lot of traveling just 

because I had to be closer to my son. Of course we know this is the 

formative age. When I say formative, they’re getting to hear stuff from 

outside and you need to correct that. So there were times when I had 

to drop off getting to another level because I needed to be with him. 

So my role involves a lot of traveling, like I said, and meeting new 

customers, breaking into new territories, you know. And at some point 
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I said you know what? I’m gonna focus on the countries that are 

close, so that even if I need to be home, it doesn’t take me 3 to 4 

hours to get back on a plane. So, those are the kind of sacrifices I’ve 

had to make and I can tell you that it has actually taken a bit off my 

plan or made it longer basically. (Adebisi). 

 

Extract 4 

I was just starting life then so I now got engrossed into the job that 

before I knew it, time was going. I now realized that I was so married 

to the job that I let a lot of things like relationships pass me by. I had 

to let go of a whole lot like I’m saying, interpersonal relationships, my 

own personal issues apart from work. (Omolola). 

 

Extract 5 

You know I’ve had situations where I’ve had a job opportunity and I 

didn’t take, maybe 2 or 3 times and I don’t know... Well, so the last 

one before this one was a role in Cameroon. So at some point, at the 

end of the year, I like to do an evaluation about what’s next for me. So 

I had a conversation with my husband once in terms of if I get 

seconded to another Operations Company and we kind of worked 

something out. So we kind of had a plan and he was open to it. I think 

that was really the message of the conversation that if it does happen, 

it’s not a problem. So I now made myself available to those roles in 

terms of having people know that I was open to it. And within a week 

of saying that, I got a call from my MD that he has this thing, ,....do I 

think.... It’s like you should come now now now!! You know, I’m like 

okkk.....I didn’t expect it to be so quick! So literally like one week after 

letting him know that it’s like I’m ready to go.... he called me and...... 

(low, sombre voice) I literally started having chest pains, as in 

physical chest pains. THE REALITY OF THE WHOLE THING 

DAWNED ON ME!!!! I’m like no, no, no...I’m not ready to go away 
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from ANY of my kids, of not seeing them everyday. I’M NOT.... Even 

though I’d talked about it with my husband, so I even now couldn’t 

blame it on him. He had given me the license to do that and I just 

realized I wasn’t ready to do that. I wasn’t strong enough to be away 

from them, because already I’m away from them so the little I have, I 

will,...so for me it’s just those times I have to mould the little moulding 

that I can mould. To now not even be THERE! No, I just wasn’t ready 

for that. That’s when I knew that yes, I can take this but NOT NOW. 

(Emem). 

 

Extract 6 

Work-life balance, you have to make sacrifices. You can’t say 

oohhhh....(murmurs) I want to leave early...I don’t want a nanny. If you 

don’t want a nanny, you will get a crèche, or you get a househelp, you 

have to get something. Oho!...worklife balance, and you don’t want to 

invest the funds? Myself and my husband had to agree and say listen, 

we’re going to move to a bigger house, a closer house to your office. 

So, that for me means more time at home. I don’t have to leave home 

so early, I can leave by say 7,...past 7. Some days I will drop my 

children in school and make that bonding. If I was living far, I will 

probably be saving a lot more money, but what’s the point? (Uzoma). 

 

Prioritizing sometimes means sacrificing one desire for something over 

another. Most times, this necessitates making some tough decisions that 

could be regretted. Adebisi (see Extract 3) shared that she had sacrificed 

high visibility foreign trips to very distant countries because she did not want 

to be too far away from her son at any point in time. Therefore, in trying to 

balance her work and family, Adebisi chose her family over her career 

aspiration. Like Adebisi, Emem (see Extract 5) shared that she had to 

sacrifice receiving a promotion to a top executive role that involved 

relocating to another country because she did not want to be separated from 
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her family, especially her children. From Emem’s experience, we understand 

that sacrificing a very highlevel promotion over her family was a difficult 

choice for her to make. Emem is very passionate about her job but at the 

same time, she refuses to be an absent mum in her children’s lives. Her 

description of having physical chest pains when it dawned on her that if she 

accepted a long awaited, coveted promotion, she would have to relocate to 

another country and probably be separated from her children for a very long 

time, shows how this thought practically broke her heart. A psychological 

feeling of anxiety and trepidation was probably what filled her heart with 

heaviness and caused those chest pains. Emem knew that she could not 

have both at that particular time so she sacrificed the promotion and made 

the painful choice of staying back with her family. This finding aligns with the 

work of Burke et al. (2006) who posited that women have traditionally been 

the caregivers and working mothers have constantly had to battle with the 

demands of caring for their (young) families and pursuing their career 

aspirations. This conflicting situation causes them some form of 

psychological anxiety from having to choose between spending sufficient 

time with their families and pursuing their career goals. In most cases, these 

women choose their families over their career, a choice they perceive as a 

selfish one. Holth et al. (2017) further argued that balancing the conflicting 

demands for work with family tends to create feelings of inadequacy, guilt 

and stress in both men and women. Omolola, a single boisterous lady in her 

forties, on the other hand reflected on how she was intensely “married” to 

her job at the start of her career and did not make time for romantic 

relationships. However, in retrospect her views and understanding of 

personal fulfillment had evolved over time. Presently, many years into her 

career, the reality of this choice hit her and she admitted to having missed 

some things. In retrospect, this relentless determination to advance her 

career was a regrettable choice she made over her personal life since she 

did not feel quite fulfilled. Uzoma recounted (see Extract 6) how she chose to 

buy a more expensive house that was closer to her office at Lagos Island to 
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avoid leaving home very early in the morning. Previously, she lived at Lagos 

mainland and because of the early morning traffic, she usually left home by 

5am (when her children were still asleep) in order to get to work before 8am. 

Going home was a similar experience in traffic and she usually got home 

after 10pm when her children had already gone to bed. Therefore, even 

though houses at Lagos Island cost twice as much as those on the 

mainland, Uzoma and her husband chose to sacrifice the funds so that she 

could have some time to bond with her kids in the mornings and evenings. 

 

Whilst describing the sacrifices they made, the participants shared that 

though they harbored regrets about the tough choices they had to make, 

they resolved not to beat themselves up for not being able to completely 

achieve a perfect balance between their work and family life. They talked 

about accepting within themselves that it was okay to drop the ball 

sometimes since no one could have a perfect life, while taking succor in the 

positive outcomes of their choices.  

 

Extract 7 

I was trying to keep my marriage and my career, and both of 

them...keep them at a healthy state. It’s a huge struggle when you 

have a job that requires that you’re traveling every other week and 

you’re basically working...you’re on call (that’s how I like to call 

myself) you’re on call the whole 24hours, but you still have a marriage 

you have to keep and kids that probably don’t even understand that. 

So, there’s a whole big phase I went through of feeling guilty, you 

know, then I started realizing there’s no good or bad, I need to be 

responsible and I need to move. Spending too much time beating 

myself and being guilty doesn’t help. My ability to adapt was quite 

important. (Ese) 
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Extract 8 

I think it’s just about, erm at each stage in your life, appreciating 

where you are, and living in that moment and appreciating it, you 

know, for what it is and getting the best out of it. And I think, pretty 

much, I would say that I’ve done that. I would say that I’m very happy 

with the career that I’ve had so far, ermm.. and I think maybe what I 

would’ve done differently is enjoy myself a bit more (laughs).... but I’ll 

say the good times outweigh the bad times so I don’t dwell on them at 

all. (Tolulope). 

 

Extract 9 

For years I felt guilty about it, For years I felt guilty about it... but....you 

know, as I am now,... look....the objective is that the homework is 

done. ....Nobody says that I must do the homework. The objective is 

that the food is cooked fresh....,they didn’t write anywhere that I have 

to cook it (laughs out loud)..do you get? And my children are fine! 

Then again, I resolved not to feel so guilty. It’s God that looks after my 

children. I can only do my best, give them my best, and it’s God that 

watches over them. (Emem). 

 

The participants recounted how they chose to come to terms with some of 

life’s issues that they could not completely resolve, one of which was being 

able to perfectly balance their work and life. Ese (see Extract 7) reflected on 

how harboring guilty feelings about not being able to keep her marriage, 

family and work at an equilibrium state was detrimental to her mental health. 

Like Ese, Emem (see Extract 9) also felt guilty about not being able to spend 

an equal amount of time at home and at work. Therefore, she chose to adapt 

to the situation and focus on ensuring that the gaps she created were filled in 

some way or another. These views and reflections of the participants show 

that in life, one has to make choices because you cannot have it all. The 
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participants suggested that women leaders in technology should not beat 

themselves up for making choices in a bid to living balanced lives. 

 

Balancing a challenging career and one’s personal life can be an uphill task 

for a woman in technology, and sometimes she has to take a break from the 

stress of trying to stabilize everything around her. The participants described 

instances when they had to consciously tune off from work-related activities 

and create time for personal relaxation activities like attending social 

engagements, exercising, watching movies and any other thing that helped 

them de-stress and relate more with family and friends. The following 

extracts provide more insights on what they did to stop the clock and unwind: 

 

Extract 10 

I’ve read my mails maybe twice already, but I made a conscious 

effort..I’m not responding to any emails. Like, like once I brought out 

my laptop like this, like the first thing I did was turn off my sync, 

because, there’s (pauses)….it’s very weird. You just want to be 

available 24/7. You want to,..you know that call that comes by 5am, 

you want to respond to it, you want to be proactive enough, all those 

things! It’s weird but it just happens! (smiles) so, you have to learn to 

take,... to take some days that you just stop! (Atinuke). 

 

Extract 11 

Ok, ok, so, (laughs)...erm...I...for me it’s not really a desire for a social 

life. It’s a desire for MY time...ME time. SOO... it’s not necessarily that 

I want to be outside late with people (chuckles). Most of the time, it’s 

just that I need to recharge. I need to have MY time. I need to be with 

my girls and laugh and be stupid. You know. I need to go to a movie 

by myself, you know, different things. IF I can’t find a friend, I go and 

watch the movie myself anyway. (laughs). I think over the years I’ve 

understood that I just need to recharge myself. So sometimes I just 
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block out a day, I go to the spa, I do this, do that, do leg, do hand, I 

mean, whatever is there to do, just do. I have few friends. I don’t have 

a lot of people I call friends. (Emem). 

 

Extract 12 

What I do now is from the moment I come home, I create that time for 

myself; that I must have my dinner, I must return my missed calls, I 

must make calls to family and friends, before taking up the computer 

to continue but....so on a typical day once I go to the office , I come 

back, sometimes, maybe once or twice a week, if I have time, I’ll 

branch to church activities, go to the gym, I can branch and greet a 

friend, or if I have a friend to come, I can give that appointment and I 

make it. I wasn’t doing this before now, so I now saw that I’ve cut 

out,.. I’ve missed some things, so with this emphasis on work-life 

balance, I’m trying to make a conscious effort to do that. So I have to 

be sure I connect with family and friends. I have my own clique of 

friends that I visit, hang out with, watch movies. And now like they say 

I like party, I attend parties. My church people they say ahhh... you’re 

going to village too much. I say that is family because I remember 

that,.. I just realized that family is everything. Yes, you have friends, 

but family is number 1. So, anything happening in my family, I will go. 

I will travel. They’re doing marriage, they’re doing funeral, they’re 

doing birthday, I attend all of that. Even in church, I’m very much 

involved in my church. (Omolola). 

 

Extract 13 

There’s also an erm onus on the person you know, to then create 

those boundaries that you keep to that ok, I’m working from X to X 

and erm.. you know make time for other things; make time for family, 

make time for,..for events or occasions that matter to you and 

erm,...that sometimes can be very difficult because if you’re a high 
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performer, you just wanna keep on working, you wanna keep on 

hitting those results, you know, performing and all that, and it’s hard to 

draw those boundaries that you know, when do I actually stop 

working?.. and in these days of agile working, I think that also adds to 

it because once you have your laptop, you can work from anywhere! 

so really your work is anywhere you are with your laptop! So it’s not 

always easy. erm.., I think that for the first few years in this role, I 

really didn’t do a good job of that. I think I was very stressed, and it 

had an effect on me healthwise at the end of the day. So I had to take 

care of my health, errmm.. so exercising more, de-stressing more, 

because you know I think it has taken a toll on my health. (Tolulope) 

 

Living and working in a busy city like Lagos could be quite stressful 

particularly with the heavy traffic situation and tight deadlines. Under such 

circumstances, it could be difficult for women leaders in technology to create 

a balance in their working lives, especially in the current technologically 

advanced era that enhances agile working. The participants described how 

they had to consciously disengage themselves from work-related issues 

during non-office hours in order to create time for themselves, their families 

and friends. Omolola previously talked about how she had sacrificed her 

romantic relationships as well as interpersonal relationships with family and 

friends. Reflecting on what she had lost, Omolola (see Extract 12) was now 

determined to rectify her past errors and salvage those relationships. 

Therefore, she made a deliberate resolve to adjust her busy schedule, visit 

friends and attend social engagements of her loved ones. This means that 

individuals have to deliberately create a balance for themselves. Tolulope 

(see Extract 13) further shared how though she knew the importance of 

creating time for personal relaxation, she could not consciously achieve this 

until a near health crisis gave her a wakeup call to apply the breaks to her 

rigid work routine. These participants became resolute about literally 

stopping the clock intermittently, created time to unwind, did some sporting 
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activities, attended social events or just enjoyed some solitude time. Holth et 

al. (2017) supports this finding and suggested that individuals have the 

responsibility of managing their time and if this is done effectively, would 

enable them achieve a balance in their work and family lives. The technology 

organization is a dynamic one and with advances in wireless Internet 

technologies, people have the flexibility to work outside the office. Agile 

working has become a trend in all industries, especially in technology 

organizations. While it has its advantages, the drawbacks are that individuals 

may not be able to consciously switch off from their work mode, as long as 

they are able to connect to the office network from outside the office 

premises. This adversely affects the aim of trying to achieve work life 

balance. The participants talked about how individuals have to be 

responsible for deliberately creating a balance in their lives, else in these 

days of agile work modes, one could be tempted to keep working all day, 

everyday. 

 

Despite acknowledging the importance of living a balanced life and making 

efforts to achieve this, some participants still felt that this feat was 

impracticable. They shared their views in the following extracts: 

 

Extract 14 

For me, I’ve never had a work life and a home life. For example, in 

Nigeria was the first time I worked 9-5. I had NEVER. In my first job 

out of school, I was a support Engineer. You go in, you work from 

basically from 8am to 7pm at night you go back home and back home 

you continue working, you carry your computer, you continue working, 

you work till midnight, if there is a customer with an issue, basically 

you work on the issue, and then again you work on the weekends, 

maybe you get a day off during the week to kinda make up for it 

but....(speaks slowly) I’ve NEVER had a regular office 9-5 IN MY 

ENTIRE CAREER. NEVER! So even now, that’s one of my 
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challenges, how do I disconnect from work? because my training right 

off the back was...work... you just work when you need to work, and 

so I’ve had problems finding a way to balance my life around that. I 

love working. (Fatimah). 

 

Extract 15 

Ohhhh...nooo... work-life balance is not everyday. The day I heard 

that, I became relieved. It doesn’t....there are days you will work late, 

sorry. There are days you will not. (Uzoma). 

 

Extract 16 

There’re so many other things that I’m also involved in so I get some 

ME time ....HHHmmm..well like between 1am and 3 am (laughs) so I 

don’t sleep, yeah! I’ve joked that that’s the time I feel like actually just 

being me....maybe read something, watch something,... that’s the only 

time I have for me!!! Yeah, I’m trying to change that because I really 

realize that I need more sleep, yeah. In the morning I will be up 

by........6.......maybe 6:30....because again most times I won’t have 

slept before 2 or 3am. (Ayodeji). 

 

The accounts from these three participants revealed that no matter how 

much they tried, they were just unable to stop the clock and take a break 

from work. However, managing their working lives was still a work–in-

progress for them and even though they were keen on remaining high 

performers and meeting tight deadlines, they were equally mindful of the 

adverse effects this behaviour could have on their health.  

 

The participants who were married with children talked about the need to 

have a strong support system to assist with home and childcare.  From their 

experiences, most of them emphasized that a key factor of a good support 
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system is a supportive partner to motivate them during challenging moments 

and assist with domestic and childcare responsibilities.  

 

Extract 17 

Ok, I must confess that one of the strengths of my life is my husband. 

He’s been VERY VERY supportive. For instance tomorrow now, our 

daughter need to go for pre-screening for University. I already told 

him I’m not going to be available. Infact now they’ve gone to pick one 

of them in their school and I told him my day is filled up! Can you 

please help me to monitor it and he’s doing that. So I think a very 

supportive spouse is key. (Risikat). 

 

Extract 18 

I’ve been VERY VERY, ...VERY lucky with my husband in terms of....I 

think even when we were dating in the UK, I made it clear to him 

that...not really made it clear but I think somewhere in the relationship 

it became clear that I’m the working type, and he also made it clear 

that he’s not the working type (laughs). So, there’s a 9-5 and there’s a 

no 9-5. So we kind of understood that about each other. So for me, a 

strong support system is necessary. Erm..an advocate for a husband 

helps a lot where he’s always,.... you know...., I think..I believe he’s 

prouder of me than I am of myself! So.....having him is awesome. 

He’s like my cheerleader....erm...and then understanding my 

husband, (chuckles) because he’s not the “change diaper” type 

(laughs) which Is why I have 2 nannies (laughs). So I just realized that 

for me to be able to focus here, I need to stabilize there. Right? For 

me to be able to sit down and I can give my 110% here, I need to 

make sure that everybody there’s ok. (Emem). 
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Extract 19 

So my husband has been not just guidance but support. Daddy P, 

God bless him. he’s not a payment person. He’s just a Network 

Engineer and a businessman. He says I don’t know payment but try 

this, try that, and you know,... that gives me light. You know 

sometimes when I work hard, and the following week when I say I’m 

not going to work, he says why are you not going to work? I say I’m 

tired, I’ll go to work late, he says you can’t. You have to be consistent. 

Consistency matters. Anytime I’m on leave, he’s always saying was 

your leave approved? I’m like really? Yes it was. I’m not a truant 

(laughs hard). But that’s how he is. So...I had to find a system that 

works. I know people say house help....?? I thank my God, househelp 

works for me. In my initial stages with my children, I used to do crèche 

a lot, so that helped me. I had a reputable crèche near my house so I 

know they won’t want to drug your baby or anything like that....so that 

put my heart at ease. When I come home, I have a help there to 

support me. I work, to be honest, I don’t have time to go home and 

wash plates. I CAN’T! I’M BUSY PLEASE!! Don’t be angry. I’M NOT 

LAZY. So I’ve always had helps, but then I have supporting systems – 

either crèche or there was a time that my cousin came to stay with me 

for about 2 years so that helped, you know, and now my husband is 

there....although so for him, as I said, his meals are important and he 

insists that I prepare them. So I find a way. (Uzoma). 

 

From their experiences, the participants talked about how a woman leader in 

technology needs to have a strong support system to take care of her home 

front, especially those who had young children. They shared how a 

supportive partner is a key player in a good support system. Emem and 

Uzoma (see Extracts 18 and 19) shared that though their spouses did not 

work full time jobs, these men were very traditional in their views about the 

duties of a husband and a wife in a Nigerian home, so did not expect to be 
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burdened with domestic responsibilities. Being typical Nigerian men, their 

patriarchal disposition espouses their belief that childcare and domestic 

chores are a woman’s responsibility, and men are exempted from such 

chores. However, they filled in the gaps whenever the need arose and also 

provided emotional support to their wives’ careers. Adisa et al. (2017) 

supports this finding, and stated that Nigerian mothers in ICT who work long 

hours and sometimes even on weekends, are still expected to be 

responsible for childcare and other domestic responsibilities back at home. 

Therefore, these participants talked about how they had to resort to 

alternative caregiving options like crèches, nannies and other domestic staff. 

Emem even had two nannies just to ensure that she has a perfectly 

workable system of support to cater for the needs of her home and her 

children. However, although Uzoma’s husband approved of her engaging a 

househelp, he was not open to the person performing certain domestic 

duties like cooking his meals. This is characteristic of a traditional Nigerian 

patriarchal culture where the domestic division of labour requires that a wife 

be solely responsible for preparing her husband’s meals (Adisa et al., 2019). 

Uzoma, unlike Emem, had adjusted to this practice, albeit the stress it 

sometimes caused her because it was a key requirement for success in her 

marriage.  A strong and stable support system is fundamental to balancing 

work and life and is important to both married and single ladies. Notable 

scholars (Hoobler et al., 2011; Martin and Barnard, 2013) support this finding 

and suggested that married and unmarried women have work-family 

conflicts since grocery shopping, cooking and cleaning are societal 

expectations of women.  Therefore, all the participants talked about investing 

funds to get additional support at home in form of nannies, domestic staff 

(such as cleaners and cooks) and sometimes paying for a crèche. The 

married participants stated that their spouses played a pivotal role in helping 

them cope with the competing demands of work and family. It is important to 

mention here that most of the married participants’ spouses were 

entrepreneurs so they were flexible in terms of work demands, which 
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complemented the participants’ dual commitments to work and family. The 

work of Holth et al. (2017) supports this finding that the flexible working 

conditions of one spouse enhances the support given to the other partner’s 

career aspirations. They however shared that this did not mean that their 

spouses resigned themselves wholly to doing domestic chores. Being typical 

Nigerian men, their patriarchal disposition espouses their belief that 

childcare and domestic chores are a woman’s responsibility, and men are 

exempted from such chores. However, they filled in the gaps whenever the 

need arose and also provided emotional support to their wives’ careers. 

Some of the participants however shared that because they were now in 

senior roles, they were entitled to either work from home occasionally or 

have a flexible working schedule.  

 

The participants shared that asides having supportive partners, house helps 

and crèches, they sometimes needed another kind of support for their own 

emotional and mental wellbeing. They talked about joining a support group 

of people with like minds where they could share their challenges.  

 

Extract 20 

So outside of work, I make friends that are from my industry so they 

understand my challenges. So when I’m going through something, 

they’re actually people to go to. So I make sure that I try to find my 

support network ‘cos it’s going to be essential, ‘cos there’re days that 

you think you will go crazy. (Atinuke). 

 

Extract 21 

I sought for help so for once, I joined this support group. Those are 

one of the things you do. It’s like helping you put a mirror to yourself, 

a self-help rep. to look for skill sets because what they’re doing is 

they’re pointing you in directions. So we looked for 5 other women 

that have done some things like that and talked with them. We have 
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coffee with them and ask them just simple questions and see what we 

can come out with. In just having those discussions alone, you start to 

get answers. You start to see tools you can use because they will also 

share their experience and tell you this is what I could’ve done better. 

(Ese). 

 

 

 

4.7 Self and self-awareness 
 

This theme is focused on the participants’ feelings about themselves. It 

provides insights into the participant’s constructions about them, their world 

and their job, to enable us see and understand who they are through their 

own eyes. The theme starts with exploring the participants’ family 

background. It then goes on to look at their personal identity, that is what the 

participants perceive about themselves. Here, the participants described 

themselves in terms of their core values irrespective of how the world sees 

them. They described themselves as individuals and also as leaders in their 

organizations. This theme ends with the participants’ descriptions about 

instances when they had to be firm and assertive in their communication and 

encounters with colleagues and subordinates, so that they would not be 

taken for granted. 

 

I begin the discussion of this theme by taking a look into the family 

background of the participants, as this is the foundation upon which their 

identities and core values were formed. The participants shared that family 

members played a fundamental role in their education and career choices. 

Nine out of the eleven participants specifically stated that their fathers had 

the most influence on them during their growing up years. They talked about 

how their fathers influenced the courses they studied at the University, which 

ultimately informed their career choices. The following extracts provide more 
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insights on the participants’ experiences in the families where they were 

raised: 

 

Extract 1 

Growing up for me was fun. I was born into a family of 6, and 

ermmm...my greatest interest or person of interest would be my dad, 

because, erm.. the career I have today was, you know, born out of his 

own thought mindset and, you know, even though he didn’t go to 

school, he knew what was up, what was the in-thing and where the 

world was going to, which was the tech space. My dad always 

believed that, err.. as a woman you should not stop, you should not 

think ok, there’s a limit for women, so I should stay at this position and 

not push. He always wanted us to push. I’ll give an example. There 

was a time when... when I first got to school, I realized that in a class 

of about 100, we were just about 8 girls. You know, so I went back 

home to say dad look, there’re just 8 girls in that class. It’s not a 

woman thing. And then he said that’s why you’re there, because you 

have to make a change, you have to make a difference, and you have 

to....and so he said NO, that’s why you should be there. You should 

be able to do more than just what the regular woman is doing. And so, 

that experience alone shaped my career, my life generally you know, 

and made me always want to go for the best at all times. (Adebisi). 

 

Extract 2 

I actually grew up in a place that erm,...I was...,I was allowed to be 

very expressive. So, I wasn’t raised as a timid person. I’ve grown up 

to have my own mindset, to be able to speak up, and all of that 

because my parents were bold. They were outgoing people who 

were..., who would speak up and stand up for their rights and even 

the rights of the oppressed. So I was raised that way, speaking up, 

and, you know standing up, knowing when to say “NO” when to say 
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“YES” and what to..., to stand for what is right and not what is wrong. 

And of course, no.1 thing, hardwork pays. They always said hardwork 

pays. That is what actually molded me to be who I am today, that I 

was able to face my studies. My parents will always tell you, you need 

to face your studies. Once you can make it through your studies, you 

will become whatever you need to become and that is why I am here 

today because I was able to follow through and develop myself. 

(Omolola). 

 

Extract 3 

I grew up in a very great family. My dad’s a professor and so 

academics, you don’t joke. My mum is also an academician, a 

librarian by training. So my parents are very er...academically 

focused. We grew up in a University environment, in the staff quarters 

in a very, you know, serene but very streamlined environment. You 

knew what you needed, I mean academics was important, morals was 

important, focus was important. My parents made it clear what was 

expected of you. I respect my dad so much and I don’t wanna let him 

down. He creates an impression on me. Yes! He definitely does. My 

dad is passionate, he doesn’t know how to do things half-heartedly, 

which challenges me. (Uzoma). 

 

From their experiences at home while growing up, the participants talked 

about how their fathers motivated them to believe that they could achieve 

their goals and encouraged them to always push for whatever they believed 

in as well as work hard academically so that they could be successful in life.  

Adebisi (see Extract 1) specifically shared that her father raised her to be 

bold and persistent about attaining her goals. Similarly, Omolola (see Extract 

2) was raised by parents who were bold, and who encouraged her to be very 

expressive about her aspirations. She also shared how her parents 

inculcated in her the zeal to work hard in order to achieve academic 



 184 

excellence, with the belief that this would make her successful in life. Hence, 

it can be seen that the values they picked up from home while growing up 

molded their personality and general outlook towards life. Essentially from 

childhood, these women were not raised to be docile like the traditional 

Nigerian girl child, but were raised as aspiring leaders. The participants 

talked about how their parents (mostly their fathers) influenced their core 

values and academic choices right from childhood. This is typical of Nigerian 

families where it is assumed that parents have a duty to guide the career 

paths of their children. In line with the patriarchal practices in Nigeria, fathers 

mostly make these decisions for their children, even if the fathers are 

uneducated. This finding is consistent with the work of Vitores and Gil-

Juárez (2016) who suggested that families (particularly parents) form part of 

the agents of socialization that influence the choice of girls to either study or 

avoid studying computing. They claimed that parents persuade girls to study 

non-computing courses due to stereotyped beliefs that girls are not 

intellectually competent to study ICT. Contrary to this opinion, my research 

provides evidence that in present times, parents of female children 

encourage them to study STEM subjects and become disruptors of a 

stereotyped field.  

 

A fundamental aspect of their family background that the participants talked 

about was the spiritual orientation they received while growing up. They 

stressed the importance of spirituality on their general wellbeing both as 

individuals and as women leaders. They shared that right from childhood, 

their spiritual orientation had a profound impact on their thoughts, actions 

and core values. It also strengthened their self-efficacy in themselves and 

their ability to excel at whatever they do. They ascribed their past and 

present achievements to their strong faith and trust in God. The following 

extracts provide more details about their spiritual orientation: 
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Extract 4 

I’m quite emotionally attached to my mum. Mummy is spiritual, I 

mean, my mum is a very strong Christian, I remember her waking up 

at night to pray, and that thing amazes me about mummy. I’ve been a 

Christian since I was 16. I just give God praise. I’m not religious. I just 

tell people, I’m a Christian. I mean I really really am. I REALLY LOVE 

GOD, I do, like I really do, and that has been a major pillar for me as 

an individual, my decisions in life. Then, in Nigeria, typically,..you 

know...there’s a church factor. (Uzoma). 

 

Extract 5 

Maybe because of my Christian background, I also learned that I can 

take something from zero to hero, from nothing to something. I also 

learned during those roles that everything I need is within me. So 

there was a time we needed to do the BVN project, and one day I was 

having....we were having a lot of issues. Of course then I was the 

CEO of PQR and I was deputy project manager. There were 2 CEOs 

handling it and the other CEO was the project manager, and he was 

giving us a lot of issue and I was having headache. And that day as I 

was going to bed I asked my assistant, and the guy said that we need 

to walk away form this project. By the time I woke up the next morning 

by 4am, God started telling me what we needed to do and I started 

writing it down. I had to make a presentation to the standing 

committee and they were all clapping, and one of the ladies walked 

up to me and said, how did you come about this? I believe in God’s 

guidance. I believe in His instructions. That is very important in my 

life. (Risikat).  

 

Most of the participants in this research described how their spiritual 

orientation influenced their lifestyle and beliefs about their career aspirations. 

From their accounts, we can understand that growing up to the present age, 
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their conducts and choices were guided by their spiritual orientation, which 

was formed right from their childhood years. Uzoma’s (see Extract 4) 

recollection of her mother waking up to pray when she was a child made a 

great impression on her and because she was emotionally attached to her 

mother, Uzoma adopted this path right from her teenage years. In talking 

about her spiritual orientation, Risikat (see Extract 5) described an 

experience of how she was able to connect with and hear directly from God 

to receive guidance on a critical project so that she would not make a false 

move or take a wrong decision. Nigerians are known to be very spiritual 

people. Uzoma confirmed this when she stated: “Then, in Nigeria, 

typically,..you know...there’s a church factor..”. Most Nigerians attend either 

a church or a mosque, with some being more involved than others.   

 

The participants described their personal identity, which is what they feel 

about themselves and their role as technology leaders. They talked about 

feeling the need to be firm, assertive and maintain clear boundaries in the 

workplace. While describing their personalities, strengths and motivations for 

their jobs, they also shared what they felt about their true selves and  their 

core values both as individuals and as leaders in a technology organization.  

 

Extract 6 

I’m fun-loving. I’m a human being nau, so I can’t stress everything. I’m 

not boring nau, I’m not boring at all, I’m not boring. (laughs out loud). 

You know what they say about IT guys... boring. . .but I’m not boring 

nau. Ahh! I try not to be boring. Even in my office, they keep telling 

me that I am, erm, what do you call all these Lagos women that do 

party party every weekend....(laughs out loud). Even my cousin dem 

will say party party (laughs). I’m not boring! It’s just that in IT, if you’re 

not careful, if you’re not careful, ...! (Omolola). 
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Extract 7 

One person that actually helped me was my first manager. It was 

while working with him that I discovered that naturally I’m a battler, 

and I needed to work on some of those things. When I first started, I 

was VERY TASK ORIENTED. For me “Good morning” is not part of 

work. Can we please do the work and then be talking about good 

morning? So,....yes, they were 2 years I cried most of the time 

because I was a rookie manager but I think those experiences helped 

me in later life.  Now I’m consciously trying to switch roles...(pauses) 

because there’re times in my house when I do things and my husband 

will say; “This is not your office. This is our house. I am in charge 

here” (laughs). So, from the personality profile, I’m a VERY STRONG 

choleric. (Risikat). 

 

Extract 8 

I’ve always been ..err....and this Is how my friends describe me: “very 

self-motivated”. I think I’ve learned to be a leader, if I am being 

truthful. I think I was more bossy than a leader growing up. 

Ermmm...this is just my own impression. I do know that growing up a 

lot of people described me as being bossy. My nickname in 

secondary school was Margaret Thatcher, iron lady. So I’ve evolved. I 

think a lot of people do things because they fear me. I used to joke 

with...like my wedding, when I got married, everybody in the team 

came, and I’m not sure if it was out of love or out of fear (laughs). If 

you don’t go.....!!! People from Abuja came to Ibadan (laughs 

hard)....and anybody who didn’t come, I sent them a mail ...”I noticed 

you were absent at my wedding, yeah I missed you, but... you 

know.....” (talking and laughing at the same time). So yeah, maybe the 

fear of Ayodeji made people do things. Errrmmmm.... so my 

personal....one thing I say is that I like people. I really really like 

people. I give this example all the time but it’s really....I see people 
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like chocolates and I REALLY like chocolates. So you know like those 

boxes of chocolates that have different things, different flavours, 

different colours, some have strawberries...so that’s just the thing. 

Everyone that you meet has so much, so much inside them. This 

organization has really changed me, even as a person. I’ve learned to 

be more patient; I’ve learned to take feedback. I will say I’m not the 

best person at taking feedback...I don’t really like to be criticized 

(laughs) but now I don’t see it as criticism, I see it as feedback and 

how you can be better. (Ayodeji). 

 

From their accounts and experiences, the participants talked about their 

personalities and how they saw themselves both as individuals and as 

female leaders in technology. Their descriptions ranged from fun loving to 

task oriented, stern and bossy. There is an implied notion that IT people are 

busy and boring. Busy because they work round the clock (thanks to agile 

working possibilities) and boring because they are always interacting with 

machines hence see things and people as either 0s and 1s. According to 

Khilji and Pumroy (2019), these are stereotypes associated with Engineers 

and similar masculine professions where it is perceived that Engineers are 

only concerned with number and mathematical equations. This notion is 

consistent with the findings that computer scientists are associated with the 

stereotyped characteristics of awkward geeks and nerds, who lack social 

abilities and interpersonal skills, which are therefore incongruent with the 

female gender (Sainz and Eccles, 2012; Vitores and Gil-Juárez, 2016). 

However, in describing how she saw herself as an individual as well as a 

female leader in technology, Omolola (see Extract 6) shared that she did not 

see herself as a boring person. However, her statement “..in IT, if your not 

careful, if you’re not careful...!” conceded that an IT executive could get 

really lost in the job and forget that the world had moved on. We recall that 

Omolola had previously shared how she missed out on relationships earlier 

on in her IT career because she was “married to the job” and had let some 
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things pass her by. Women leaders in particular have been stereotyped as 

being hard, mean and bossy (Eagly and Carli, 2003; Heilman, 2012). From 

their experiences in their early years as managers in technology, Risikat and 

Ayodeji (see Extracts 7 and 8) shared how they came to a realization and 

self-discovery of this truth about themselves. They had donned this new self 

of being agentic (bossy and pushy) for so long that they sometimes forgot to 

be their true self. For example, Risikat who is an ED in her organization 

shared how she was used to being authoritative and speaking with a loud, 

aggressive voice at work. Unknown to her, she had unconsciously 

transferred the same behavior to her home. Her spouse had to remind her 

that back home, she is not the head of the house and as such needed to 

return to the submissive role of a stereotyped Nigerian wife. This is 

consistent with the finding by Martin and Barnard (2013) that women who 

desire to be successful in male-dominated environments have to display 

agentic behaviors that are uncommon to them.  Nevertheless, they talked 

about how they made deliberate efforts overtime to change. These changes 

included evolving from a task-oriented to a transformational leader and from 

being a boss to being a leader. When I presented Omolola’s profile in 

chapter 5, I shared that Omolola said she is seen as an Engineer at work, 

therefore she sees herself as an Engineer. It is important to note that this 

participant is the only woman in her team so it might be that in order to gain 

social approval within her team, she identifies as an Engineer and not as a 

female Engineer. Notable scholars (Buse et al., 2013; Khilji and Pumroy, 

2019) asserted that the Engineering profession and by implication being an 

Engineer, is congruent with the masculine gender. This finding is supported 

by Billing (2011) who suggested that our identities are created through our 

interaction with others. Oftentimes, an ICT woman manager might not 

perceive herself as a feminine person but as a masculine Engineer, putting 

her Engineering self in the foreground and her gender identity in the 

background. Khilji and Pumroy (2019) further suggested that women in 

masculine roles construct an identity that aligns with the masculine 



 190 

organizational norms of their managerial role by acting, dressing and talking 

like men in order to be accepted in this role.   

 

A few of the participants described instances when they had to be firm and 

assertive in their views and decisions, especially in a workplace that was 

predominantly male. They felt that this prevented others from taking them for 

granted. From their experiences, they described conflict situations they 

encountered with other colleagues as well as subordinates and shared what 

they did to assert their position in a firm and calm manner.  

 

Extract 9 

I’m vocal, I will not let things slide. I found out earlier on that as a 

woman, in setting the tone, once something is done that you cannot,.. 

that goes against your values, you must put your foot down. You 

know because you tend to swing between not wanting to live the 

female stereotype. Ok, the female leader is bossy and loud and...you 

know, they’re hard, they’re difficult, but you also don’t want people to 

take you for a ride. So for me it was yes, where things can be let go, I 

will let go, but if I believe that if I let this slide it sets the tone for the 

future, I wouldn’t let it go. I don’t cringe at confrontation, wherever it is. 

Not that I argue. I don’t shout, you know. You can say whatever you 

want to say but I don’t agree with you and I will tell you why I don’t 

agree with you. And we can either agree to disagree or you will 

convince me or I convince you. It’s like in any relationship, if 

something happens that you know you cannot live with, you cannot 

just allow it to be. You must be able to say this doesn’t align with me. 

(Emem). 

 

Extract 10 

So I remember I had a situation the last time. I was in a room and I 

felt like, erm...i felt like I wasn’t getting alignment in that room. I had a 
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lot of people, very senior men, that I was talking to about some 

strategy and I was getting a lot of pushback. I felt they were already 

biased before we came into that room. So I just told myself Ese, take 

it easy. If it was Ikenna, he wouldn’t really care about their reflection. 

He would state his case and he would backup. And I tried to do just 

that. I tried not to get their reflections to erm...you know, kind of 

distract me and it was quite...(chuckles). I tried to voice out what I 

thought was my understanding and what I thought should be the way 

forward, but not trying to force or convince anyone. Of course it went 

well...because people first of all were shocked! (Thoughtful look in 

eyes) They didn’t expect that kind of an outcome. I think they had 

expected a confrontational meeting, so they had come ready for the 

confrontation, but they didn’t get that. They were a bit not too sure 

about how to take it because I got phone calls after that trying to 

explain... (Ese). 

 

Extract 11 

That experience like... it taught me that like for example, when you’re 

in a situation you don’t see male or female. You have to just address 

the situation as it is and you have to be firm, you have to be 

unwavering in your decision. It’s like borderline being almost bossy 

but not bossy, because when you’re bossy as well that’s a problem. 

No, but you have to be firm, you have to be assertive. (Atinuke). 

 

The participants in this research described how they endeavored to remain 

firm and assertive in their dealings with colleagues and subordinates. Emem 

(see Extract 9) talked about how she makes sure to communicate her core 

values and expectations clearly and firmly from the onset of any situation 

she encounters. She however talked about the complexity of balancing 

people’s perception of her as a stereotyped female leader with the notion 

that she could be taken for granted. Emem comes across as someone who 
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is bold, confident and vocal. Overtime, she has been able to prove her 

competence and value to her organization. Though she is vocal and not 

easily intimidated, Emem tries to manage this behaviour by remaining calm 

and assertive when communicating her opinions in any confrontation to 

avoid being labelled a loud and bossy female leader.  Atinuke’s account (see 

Extract 11) showed how she agreed with Emem’s perspective that a woman 

leader needs to balance being firm with being bossy when she stated “...you 

have to be firm; you have to be unwavering in your decision. It’s like 

borderline being almost bossy but not bossy,..”. A leader who is perceived as 

indecisive can easily be manipulated and taken for granted by fellow 

colleagues and even subordinates, especially in the male-dominated 

technology workplace where women leaders are sometimes underestimated. 

(Woodfield, 2000; Griffiths and Moore, 2010; Latchanah and Singh, 2016). 

Ese’s account (see Extract 10) of her experience in a strategy meeting made 

us understand how being assertive rather than confrontational helped her to 

win over everyone at the meeting. Arguably, it seemed that her senior male 

colleagues in the meeting expected her to boss her way through while 

forcing everyone to accept her position. She shared that they expected a 

loud and angry confrontation with her and sensed that they had come 

prepared for it. However, like Emem, she resolved not to exhibit the female 

stereotype behaviour she felt they were expecting but to the amazement and 

somewhat disappointment of others, remained calm and assertive while 

stating her position. Their major challenge was trying to balance the 

requirements of their role between living the female leader stereotype of 

being bossy, hard and difficult (which has been closely associated with the 

agentic traits of men (Eagly and Carli, 2007; Heilman, 2012), and being a 

woman with the communal traits of compassion, sensitivity, consideration 

and niceness (Fritz and van Kippenberg, 2017). They described instances 

when they had to be bossy and bullish in order to assert their authority and 

be heard, even though this did not align with their core values. While the 

participants did not want to be perceived as hard and bossy, they also did 
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not want to be perceived as soft and feminine because they felt that the 

latter were usually taken for granted especially in male-dominated 

environments. Therefore, they talked about being firm and assertive which 

aligns with their core values. The findings of Eagli and Carli (2007) and Fritz 

and van Knippenberg (2017) support this view, where they claimed that 

women leaders sometimes find themselves in a double bind where their 

communal qualities clash with the agentic expectations of their role as 

leaders. Dezsö and Ross (2012) further argued that such women usually 

exhibit behaviors that align with the task in question, which may not conform 

to their gendered norms. These findings are also consistent with the work of 

Billing (2011) who suggested that authentic leadership views take into 

consideration the relationship between the true self and the moral values of 

a leader. In all these accounts, the participants demonstrated how being firm 

and assertive made them gain the respect of their colleagues and 

subordinates.   

 

One of the participants shared her experience with female subordinates who 

tried to manipulate her into granting undue promotions or exemptions, just to 

exploit technology organizations’ gender equality goals. She remembered 

feeling particularly irritated by this behaviour because of her belief in 

meritocracy.  

 

Extract 12 

The reason why people say this women, man, gender, women 

equality..(claps hands angrily).. I like women equality but let’s move 

away from doing this! Everybody do your work! Let’s not use woman, 

woman,....because I’m a woman I should come and promote you? It’s 

not like that. There was a time all my direct reports were ladies, 

competent, exemplary ladies. There was a time it was all guys. Such 

it is. Look, it is who is competent (slams hands on the table again). 

Are you competent? Be competent, put your mind on what matters, 
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focus on the positives, challenge yourself to add value (claps hands 

together). (Uzoma). 

 

Here, Uzoma talked about how she was firm and assertive when her 

younger female subordinates attempted to shy away from discommoding 

assignments because they expected that their female boss would empathize 

with them regarding the job’s peculiarities. Uzoma is a strong advocate for 

women’s equality in her organization and previously, we saw how she was 

able to sway her colleagues in top management to approve a crèche for the 

mothers in her team, signaling that she empathizes with her female 

subordinates who have young children. However, it seemed that these 

women sometimes tried to take advantage of her benevolence so Uzoma 

decided to be firm about enforcing certain requirements of the job and 

communicating her core values of hard work and meritocracy. There is a 

tendency for female subordinates in male dominated organizations who have 

female bosses to expect empathy and compassion from the latter. Uzoma’s 

account showed how a female technology leader has to be firm and 

transparent by awarding promotions based on merit and not on empathy. It 

emphasizes how women technology leaders should not be perceived to be 

partial towards their own gender. 

 

Besides being firm and assertive, the participants described what it meant 

for their colleagues and superiors to be professional in their conduct towards 

them. They also talked about their expectations regarding mutual respect for 

personal boundaries and work ethics. The following extracts further illustrate 

what they felt about maintaining boundaries in the workplace: 

  

Extract 13 

Errmmm, but towards, more recently, I’ve realized that you need to 

say No, you need to be able to say No sometimes you know for 

meetings that are gonna happen in the weekend, in the evenings. You 



 195 

just need to be able to say No, you know I have other commitments 

and stand your ground. What you realize is that soon ehhhh, people 

around you will understand that look, the fact that she’s saying No 

doesn’t mean that she’s not a performer. It just means that she has 

other priorities and in the end she will,... you will get your results you 

know. (Tolulope). 

 

Extract 14 

And that’s something I’ve had to learn, to actually say you know 

what? No, and to not feel bad about it. That’s not my responsibility if I 

say No to something that I’m being asked to do. It’ll be great to do 

everything but I can’t, and I’ll just have to come to terms with my own 

limitations....ermmm...I think I’m definitely a little bit unorthodox 

because again, I just,... I do me, and people are like wow! You’re 

bold, you’re outspoken, you’re surprising or you think differently and 

I’m like you know....I’m just following my own internal compass. 

(Fatimah). 

 

Tolulope and Fatimah shared their feelings on how they expected to be 

treated with respect and their need to maintain boundaries with fellow 

employees in the organization. Tolulope (see Extract 13) shared how being 

clear and unwavering about her core values regarding work ethics meant 

that over time, people began to understand what was an acceptable level of 

professional engagement with her and they learned to respect her 

boundaries. Fatimah (see Extract 14) talked about following my own internal 

compass to mean that she would not pretend to be who she is not, just to 

please the people on the other end of the table. They however affirmed that 

setting boundaries and being able to boldly say No to obnoxious work 

demands was only possible because they were competent and consistently 

delivered results in their organizations.  
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4.8 Researcher’s Reflexivity 
 

The stages of analyzing the data and writing up the findings once again 

necessitated that I apply reflexivity. Here, I reveal to the reader my previous 

knowledge and experiences that may have influenced what and how I see 

the phenomenon being researched. First of all, personally transcribing the 

interview data was extremely tedious and tiring. However, repeatedly 

listening to the recordings and incorporating my hand-written notes made it 

easier for me to be immersed in the data such that I could see things through 

their own eyes. For example, as a Nigerian woman, I was familiar with the 

popular phrase I have your type at home, which Nigerian men typically used 

to demonstrate dominance over women. However, it was shocking to hear 

the participants recount how these disrespectful words were used on them, 

even in a professional workplace.  

While writing up the findings for the theme unequal playing field, I reflected 

on a personal experience I had during the earlier years of my career in ICT 

when I worked on the technical Help Desk of an oil and gas company. The 

ladies in my team were not allowed to go to offshore platforms or rigs to 

solve infrastructure problems. We were limited to the shorebase facilities. My 

boss did not believe that offshores was a place for ladies, but for the guys. 

Also, when there were opportunities to go out of the state to handle major 

technical jobs, the women were not even given an opportunity to indicate 

their interest. It was characteristically assigned to the men in the team, who 

got more exposure and experience from handling such assignments. While 

this might have been done in good faith, I felt that it was unfair to the ladies 

in IT because female nurses were allowed to go offshores to treat ill or 

wounded employees if it was risky to airlift the patient to the hospital.  

Referring to my reflexive journal while writing up the findings of this research 

mitigated the risk of imposing my preconceptions and interviewer differences 

(Oakley, 1981) on the findings, or attempting in any way to manipulate the 
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views of the participants to fit my personal views, knowledge or experiences 

about the phenomenon being studied. Easterby-Smith et al. (2002) as 

summarized in Saunders et al. (2007:318), claimed that interview bias 

affects the reliability of qualitative studies where researchers are likely to 

impose their own beliefs and assumptions during interviewing as well as 

during data interpretation. 

I was also reflexive about previous research findings and theories. Creswell 

(2013) stated that such previous knowledge could influence how the 

researcher approaches interpretation of the data, with a tendency to 

manipulate this data to align with the findings of previous research studies. 

For example, previous findings reveal that formal mentoring is fundamental 

to the career success of women in technology. However, the findings of my 

research show a departure from this view. Most of the participants claimed 

that they did not have a formal mentor and had navigated the leadership 

ladder either on their own, or by emulating the strategies of a role model in 

the technology industry whom they admired. This was an interesting and 

rather surprising finding for me which I had to reflect on in my journal so that 

regardless of my convictions, I could accurately report the participants’ 

views.  

 

4.9 Summary 
 

 

Participants described how they consistently remained focused and driven to 

achieve their career goals. They achieved this by intentionally seeking out 

strategic leadership opportunities, investing in continuous self-improvement, 

staying resilient and informal mentoring. Continuous self-development 

helped them stay ahead of their male counterparts and remain relevant in 

the fast-evolving technology industry. Being resilient on the job is the ability 

to handle certain adversities that occur during one’s career (such as stressful 
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and failed assignments, lost promotion opportunities), maintain control over 

one’s feelings and still move ahead with a positive attitude. It is the ability to 

beat all odds and bounce back after any unpleasant ordeal. Despite careful 

career planning and continuous self-development, uncertainties sometimes 

occur that could cause a setback in one’s career journey. An ambitious 

woman in technology who is driven to surmount unseen barriers is required 

to be resilient in times of adversity in order to attain her career goals. Most of 

the participants in this research did not actively seek formal mentors but had 

informal mentors and role models whose careers they tried to emulate. The 

success stories and achievements of their informal mentors motivated the 

participants to stay driven, believing that it was possible for them to achieve 

the same and even more.  

 

The participants talked about how they showed up to take on challenging 

assignments that made a significant impact in their organization, which 

ultimately increased their self-confidence and self-efficacy. They recounted 

how they literally rolled up their sleeves, got their hands dirty and boldly 

threw themselves into the mix to achieve a successful outcome on 

particularly challenging projects. From their accounts, we understand that 

when a woman leader in technology is competent and impactful in her 

organization, she earns respect from her male counterparts, is seen as 

someone valuable to the organization and her opinions are sought when 

making important decisions. This boosts her confidence and self-efficacy in 

her ability to be effective in any leadership role she is given. A person that 

shows up to take the lead in difficult circumstances is confident in their ability 

to own the task and be accountable for the outcome, good or bad. The 

participants who stepped up to take on tasks that others found daunting 

were intentional about making an impact and adding value to the 

organization. Showing up to take the lead maximized their participation in 

that task or project and they took ownership for the outcomes. They felt that 

this strategy essentially upsizes a woman’s visibility for higher leadership 
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roles in the technology organization whenever they become available, which 

contributes towards scaling the unseen barriers in her career aspirations.  

 

Technology and the STEM disciplines have always been perceived as tough 

and masculine or otherwise something for the boys. This stereotype societal 

view creates an unequal playing field for women leaders in technology, who 

are sometimes given a back seat in decision-making. The participants 

attributed this treatment to the patriarchal socio-cultural practices prevalent 

in Nigeria that consider men to be superior to women, and expect the latter 

to be seen but not heard. This ideology has been imported into the 

predominantly male-dominated technology workplace is and has resulted in 

discriminatory acts against even qualified women in technology. 

Increasingly, people tend to ascribe luck, spiritual favor, or CEO support to 

the successes of well qualified women in the technology organization. 

Although the leaders in the technology industries are making conscientious 

efforts to narrow the gap in gender leadership especially at the top 

management level, the participants shared that women in technology need 

to work twice harder than their male counterparts in order to be recognized, 

respected and heard. The socio-cultural and religious practices prevalent in 

the patriarchal Nigerian society have influenced the way women are treated 

and regarded. Men are made to believe that women should be submissive 

and accept whatever decisions men make. Essentially, the men are in 

charge. Sadly these ideologies and practices have been extended to the 

workplace, with men making sexist comments at their female colleagues and 

relegating them to the background especially regarding decision-making. A 

resonating phrase in this finding was “I have your type at home”.  People’s 

opinions on gender roles both in a professional and a non-professional 

environment (work and home) are formed in response to the ideologies they 

received about the social constructions surrounding men and women in the 

society where they grew up. Although education and modernization can 
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somewhat influence and improve these perceptions, they do not completely 

change them.  

 

The participants described their experiences of being unheard and relegated 

to the background. They tended not to speak up at meetings because they 

felt that their male counterparts sometimes disregarded their contributions at 

meetings, which was a consequence of the strong patriarchal society they 

grew up in. Sometimes, education and exposure could cause men with this 

frame of reference to do the right thing and treat both sexes equally. Other 

times, the socio-cultural influence is strongly ingrained in some men that it 

overwhelms their rational judgments. The masculine nature of technology 

organizations tends to create feelings of insecurity in female employees. 

According to Latchanah and Singh (2016) these inequalities are especially 

obvious at the leadership level. Insecure feelings espouse feelings of 

intimidation and the tendency to discount one’s accomplishments. 

Patriarchal structures in the technology industry perpetrates a mindset that 

certain executive roles in technology should be assigned to men because 

women are inferior to men, cannot be as good as men and should be seen 

but not heard. Men are stereotyped to be more intellectually competent than 

women in STEM professions like Engineering and Technology (Sainz and 

Eccles, 2012; Sanchez and Lehnert, 2019). Hence, women in STEM 

disciplines sometimes align with this notion and tend to downplay and 

second-guess themselves even when they achieved great feats, unlike men 

who are intentional about self-promoting themselves and their achievements 

(Heilman, 2012; Latchanah and Singh, 2016). Therefore, in order to 

obliterate any insecure and intimidating feelings in the technology workplace, 

the participants advocated for themselves by intentionally promoting and 

celebrating their minor and major accomplishments on the job. This 

increased their self-efficacy, helped their self-confidence and stimulated feel-

good hormones, which inspired the drive to scale any barriers to their career 

goals. This finding is contrary to previous research by scholars (Heilman, 
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2012; Latchanah and Singh, 2016) that women in technology do not 

intentionally promote themselves and their achievements. However, in my 

research I argue that Nigerian women in Technology are intentional about 

promoting themselves and their achievements because it boosts their self-

worth, re-enforces their self-efficacy in their capabilities and helps to grow 

their self-confidence. 

 

Balancing work and family can be a tedious task for a workingwoman in a 

country like Nigeria where traditionally, women are the caregivers while the 

men go out to work and earn money to take care of their families. 

Participants described how difficult it was to juggle work, family and personal 

life without dropping any ball. There will always be something pressing that 

needs to be done at work and in one’s personal life so living a balanced life 

entails give and takes. Hence, they had to make hard choices, but resolved 

not to beat themselves for making those sacrifices or worry over things they 

could not control. Life has its problems but a key to living well is to put these 

problems in perspective as this helps individuals deal well with internal 

stress. The technology workplace is challenging enough for a woman leader 

and making room for guilty feelings leads to a lot of internal stress and 

anxiety. They decided to focus on the positives and learned to adapt to their 

situations because they recognized that having a positive disposition could 

greatly increase their inner happiness, improve their personal and 

professional relationships and also increase their chances of a successful 

career. Since the advent of digital technology, it has become increasingly 

difficult to separate one’s personal and working life. Agile working has 

become a trend, making it difficult to create boundaries between our working 

and personal lives which affects individuals’ wellbeing. According to 

Nwagbara (2020), although organizational policies on work-life balance exist, 

in practical terms high performance management is rewarded, albeit its 

negative effect on the lives of employees. Adisa et al. (2017) also suggested 

that though mobile technologies enhance flexible working, they have blurred 
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the divide between work and non-work spaces, leading to longer working 

hours that invade on family relationships, good health and well-being. This 

situation ultimately creates a work-life conflict. A working mother who wishes 

to have a successful career needs strong support systems like spouses, 

family and caregivers whom she trusts and who understand her goals. 

Notwithstanding, women still desire to monitor their children and inculcate 

the right values in them, especially with the rampant cases of child abuse by 

caregivers and online pedophiles. A single woman is also faced with making 

choices that align with either her professional or personal lifestyle. In all, the 

participants shared how they accepted that a perfectly balanced life is not 

always possible to achieve, but proper planning and discipline helps. 

 

Participants further described how they see themselves and discussed how 

their family background, which included their spiritual orientation, shaped 

their core values as individuals and leaders. They talked about how their 

parents influenced their academic discipline and raised them to be 

hardworking and studious in order to be successful in life. In Nigeria, parents 

(particularly fathers) greatly influence their children’s choice of academic 

discipline and career. This patriarchal practice is still prevalent to date. The 

participants also expressed the importance of spirituality to their general 

wellbeing both personally and professionally. They described how their 

spirituality which was formed from their childhood years has shaped and 

guided their thoughts and actions personally as well as professionally. 

Assertiveness means the subtle ability to influence people to buy into your 

thoughts without being confrontational. The participants described how they 

had to be assertive in relating with colleagues and subordinates, without 

being perceived as bossy when trying to put forward their ideas and affirm 

their leadership amidst a male-dominated team. The pressure a woman 

leader in technology feels to get results could make her exhibit agentic traits 

of aggressiveness and dominance in a bid to assert her leadership role 

(Clerc and Kels, 2013). A competent woman leader in technology who is 
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relevant in her organization and does not feel insecure in her job will be bold 

enough to set the tone in a firm and assertive way. Participants shared how 

doing this relayed a message to everyone, to respect and not cross their 

personal boundaries. They felt the need to set and maintain boundaries from 

the onset so that other employees would not take them for granted. 

Overtime, everyone would eventually come to respect their personality and 

core values. All these findings contributed towards their ambition of scaling 

the unseen barriers for women leaders in technology. The next chapter 

presents a discussion of each theme in relation to the research objectives. 
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Chapter 5 

 

Discussion of Findings 
 

5.1 Introduction 
 
This chapter consists of a discussion of the findings and relates them to the 

larger research literature developed, in order to draw conclusions for this 

thesis. Using a thematic analysis the following six themes emerged in the 

research findings: (i.) Ambitious and driven to scale those barriers (ii.) 

Showing up and taking the driver’s seat (iii.) Unequal playing field (iv.) 

Feeling insecure (v.) Keeping most of the plates spinning (vi.) Self and self-

discovery. These themes are inter-related, as will be seen in this discussion. 

However, I will discuss each theme separately and in detail.  

 

While relating my findings to the larger research literature, three similarities 

were found to further validate my research; women in technology are still 

underrepresented at the leadership level, societal and stereotyped norms 

about women are still very pervasive in technology leadership, women face a 

double bind between being their true self and living the female leader 

stereotype. However, new knowledge was also uncovered that women in 

technology are ambitious, confident and driven to scale the barriers to top 

management roles in this industry. When they have the right drive and 

support, women technology leaders perceive that they are equally as 

capable as their male counterparts at this level.  

 

This study uncovered that women technology leaders have learned to thrive 

in a gendered role within an unequal playing field. They sometimes feel 

insecure and unaccepted due to societal and stereotyped norms. However, 

they have learned to work twice harder than men, stay resilient, maintain 

their core values and be assertive so that they can remain relevant in their 

organizations. They experience work-family conflict that causes them some 
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stress but they are able to integrate this with their personal lives to achieve a 

fair balance. This means that they sometimes have to make sacrifices 

because no one can have it all. These limitations do not stop them from 

achieving their goals and owning their successes. Women technology 

leaders are confident, ambitious and driven to scale the unseen barriers to 

top management.  A rich and comprehensive description of this narrative 

that is focused on the overall description of the experience is presented in 

the concluding chapter.  

 

 

5.2 Discussion of Themes  
 

 

5.2.1 Showing up and Taking the Driver’s Seat 

 

In this theme the participants talked about their confidence to show up, take 

charge of tough assignments and achieve great results against all odds. This 

means that they were able to make an impact, which increased their self-

efficacy in themselves and their abilities. They shared their experiences of 

how they were intentional about accepting challenging tasks that other 

employees were reluctant to take on because such tasks were either 

extremely tough or doomed to fail. They did this to prove that they were 

competent and capable of turning around seemingly daunting projects into 

successful outcomes for the organization. They also recounted how such 

experiences endeared them to top management and proved that they were 

relevant to the organization. This strategy is consistent with the findings of 

Clerc and Kels (2013) who described this as a coping strategy for women 

who work in male-dominated organizations like technology, to survive the 

career politics, reinforce their relevance, remain visible and gain the 

recognition of top management.  
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Another key aspect of this theme was that women leaders who have 

advanced to top executive roles are able to influence some changes in HR 

policies. However, since their voices are few, they can only make minimal 

changes and not be able to make major changes that will positively impact 

the lives and careers of younger women in the organization. Thus, from this 

theme, we understand that when women leaders show up to drive 

challenging tasks that are not attractive to other employees, their confidence 

to step up and lead the team to a successful outcome increases their 

relevance, visibility and endears them to top management for future 

promotional opportunities. They become a reference point for others to 

emulate, male and female alike. This also earns them the respect of their 

male counterparts, which boosts their confidence and supports their ambition 

to scale any limitations to top management. Furthermore, when there are 

more women in top management making organizational-wide decisions, it 

brings a renewed outlook to addressing the uncertainties and challenges in 

the working lives of women in technology, which may not have been 

perceived by top male leaders. 

 

 

5.2.2 Unequal playing field  

 

The findings of this theme captured the participants’ experiences about 

receiving discrimination, biased treatment and not being accepted in their 

technology organization due to the influence of societal and stereotyped 

norms at play in the workplace. They resolved to work twice harder than the 

men in order to be perceived as deserving of their roles. However, none of 

the participants talked about experiencing sexual harassment or working in 

an extremely hostile environment. The technology industry has been 

historically dominated by men and constructed as a masculine workplace. 

Research has also shown that leadership roles in technology and other 

male-dominated industries are constructed as masculine and congruent with 
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the male gender (Gillard et al., 2010; Clerc and Kels, 2013; Vitores and Gil-

Juárez, 2016; Jauhar and Lau, 2018). This stereotyped view about 

leadership roles in technology is one of the reasons why most women 

technology leaders experience discrimination and are not accepted as 

deserving of their leadership role.  

 

A few of the participants recounted their experiences of receiving biased 

treatment during conflicts with male colleagues and how this resulted in a 

negative workplace experience for them such that they desired leaving 

technology entirely to a different industry. The society has gendered 

expectations of women being soft and men being hard. These expectations 

lead to stereotypes and status quo norms (Billing, 2011) and defying norms 

can be quite challenging (Khilji and Pumroy, 2019). These findings also align 

with the findings of Stroh et al. (2004) and Gillard et al. (2008) that increased 

discrimination reduces the job satisfaction and commitment of women 

making them feel irrelevant. Over time, such women plan to leave these 

stressful jobs or even leave the technology industry entirely to other women-

friendly industries. 

 

Though the participants revealed that their individual organizations were 

taking positive steps to eradicate gender inequalities at all levels especially 

in recruitment and promotion policies, they talked about how they still 

experienced covert and overt biased treatment. This means that there 

appears to be a gap between policy formulation and practice. According to 

Burke et al. (2006), when organizations have no clear-cut policies for 

promotion, the senior management staff performs this task at their discretion. 

In the Nigerian technology industry, the senior management staffs are 

predominantly men who were raised in a patriarchal culture that constructs 

men as natural leaders and women as nurturers who would soon be absent 

for a while due to childbirth and childcare. Stroh et al. (2004) suggested that 

this is because men are perceived to be dominant and will not be distracted 
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on the job due to domestic or childbearing responsibilities. This could 

account for why men are not asked such discriminatory questions at 

recruitment or promotion interviews.  

 

Although majority of the participants claimed that they did not experience 

discrimination or unfair treatment from male employees in the organization, 

they however talked about having to work twice harder than their male 

counterparts to prove that they were deserving of their roles in order to be 

accepted as leaders in technology. Extant literature has established that 

barriers exist for women leaders in technology. These barriers are intrinsic 

as well as pronounced because managerial roles have been socially 

constructed as congruent with the male gender (Eagly and Karau, 2002; 

Billing, 2011; Powell, 2011; Jauhar and Lau, 2018) and this is one of the 

causes of inequalities in technology and similar male dominated professions. 

These inequalities are further pronounced in a country like Nigeria where 

male hegemony is the norm.  

 

The stereotyped belief surrounding the technology workplace and 

technology leadership has caused women leaders in technology not to be 

accepted. Women who work in technology are perceived to be invading 

men’s territory (Latchanah and Singh, 2016). Some of the participants 

shared experiences of receiving verbal and non-verbal derogatory 

statements from male colleagues because of this ideology. Specifically, the 

statement: I have your type at home came up repeatedly during the 

participants’ accounts. Also, the participants talked about receiving non-

verbal looks and body language that they interpreted to mean: why is this 

one talking? This means that some of the participants’ male colleagues did 

not expect women to express their views or opinions in a meeting room filled 

with men because the socio-cultural expectation for a Nigerian woman is for 

her to be seen, but not heard.  
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5.2.3 Feeling insecure 

 

This theme captured the participants’ feelings of insecurity in the technology 

workplace that made them sometimes discount their accomplishments and 

doubt their capabilities. They described how they were seen in meetings but 

not heard, overlooked, or even summarily dismissed by their male 

counterparts such that they resolved not to speak up in future. However, 

they were intentional about advocating for themselves and celebrating their 

achievements in order to overcome these insecure feelings. In this theme, 

the participants talked about how they sometimes felt insecure about 

themselves and their capabilities, basically a feeling akin to the imposter 

syndrome that made them question their eligibility for the leadership roles 

assigned to them. This feeling particularly happened to some of the 

participants who eventually got appointed to top management roles that had 

never been assigned to women in the past. This naturally stirred up 

discourses and banter amongst employees who attributed these 

appointments to some things other than skill and expertise.  

 
A woman in technology who feels insecure tends to discount or downplay 

her accomplishments, no matter how major they may seem. Some of the 

participants talked about the tendency to second-guess themselves and their 

achievements because of the innate belief that they invaded the men’s 

domain. They shared that some of these feelings began since their days in 

the university when girls were highly outnumbered in the STEM disciplines 

and the boys always had the best grades. Therefore, they sometimes felt 

that they could never be as skilled as the men who are naturally proficient at 

the STEM disciplines like technology. It may be that the socio-cultural 

constructions of men as the superior gender coupled with the workplace bias 

the participants experienced in their gendered roles might have wrought 

these insecure feelings.  

 



 210 

5.2.4 Keeping most of the plates spinning 

 

This theme focused on the participants’ accounts about the challenges of 

trying to balance their work and family lives. They developed coping 

strategies to achieve this by prioritizing their needs, and sometimes 

sacrificing work, family or personal time. In addition, they leveraged on 

support systems like their spouses, family, crèches, caregivers and other 

domestic staff in order to meet work demands and family responsibilities. 

Occasionally they selfishly stopped the clock to get some personal relaxation 

time or dropped the ball, but did not beat themselves over this. An interesting 

outcome of this theme was a third concept of personal time. In referring to 

work-life balance, most scholars typically refer to an individual’s work life and 

family life. Very little is said about the individual’s personal life particularly 

when the individual is married with children. This theme discusses work-life 

balance from the perspective of balancing the participants’ work, family and 

personal lives where personal life refers to the four dimensions of human 

needs namely: Physical (body), Mental (mind), Social (heart) and Soul 

(spiritual). 

 

The socio-cultural expectation in Nigeria is that caring responsibilities 

primarily fall on married and unmarried women’s shoulders. Sometimes the 

participants had to make hard choices between their job and family.  Some 

of them sacrificed their career aspirations for family responsibilities and felt 

temporarily unfulfilled. Others sacrificed family life and personal time for work 

and in retrospect wished they could have done things differently. The 

assumption that the life of a working mother revolves around her family is 

one that professional women have had to deal with. For this reason, work-life 

balance for a working mother implies balancing the demands of her work 

and family. For single women, one would presumably relate work-life 

balance to balancing their work and personal lives, although even that could 

be a challenge in this digital era of agile working. Societal perpetuated 
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gender stereotypes for domestic and childcare responsibilities have caused 

Nigerian men to be passive in these duties. Hence, little consideration is 

given to the need for working mothers to take care of their personal lives. 

Therefore, the participants had to invest in a strong support system, which 

they stated was vital to achieving this balance and progressing in their 

careers.   Regrettably, a perfectly balanced life is not always achievable and 

one could drop the ball occasionally. Nonetheless, the participants were 

determined not to punish themselves over the outcomes of their choices, but 

to focus on the positives. They settled for integrating their work, family and 

personal lives while relying on a strong, stable support system (comprising of 

family, spouses and househelps) to make this achievable. Thus, they 

understood that all plates are not equally important and focused on the 

critical ones to ensure that they did not drop off.  This way, they were able to 

stay resilient and driven to achieve their ambition of attaining top 

management roles in technology. 

 

 

5.2.5 Self and self-discovery 

  

This theme described the participants’ constructions about themselves as 

individuals and also as leaders in technology. It made us understand how 

they see themselves through their own eyes. Here, they described how their 

family background and spiritual orientation (where the latter greatly impacts 

the lives of most Nigerians) significantly contributed to their career success. 

They also expounded their challenges of aligning their true selves and core 

values with the organizations’ practices, which necessitated being firm and 

assertive in their leadership roles.  

 

Another key outcome of this theme was the participants’ accounts of 

struggling to align the expectations of their role with their core values and 

true self. They talked about coming to terms with who they really are and 
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how they were intentional about making certain changes to their behavior 

and leadership style. Notwithstanding, this self-discovery did not deter them 

from maintaining their core values and carrying out their leadership 

assignments in a firm and assertive manner. Authentic leaders are deeply 

aware of their true selves, trust their own thoughts, feelings and values 

(internal compass) and their leadership is based on their core values, not a 

desire for social approval.  

 

This theme described how the participants attempted to make sense of their 

true selves by using the families where they were raised as the basis for 

constructing their personal and professional identities. They also described 

how they experienced contradictory demands between their true selves and 

the gendered expectations of their leadership roles. The participants shared 

how this conflict between the self and their gendered career was emotionally 

tasking for them such that they sometimes had to code switch between 

maintaining their core values and seeking social approval to be accepted. 

However, they were able to find a middle ground by being assertive and 

aligning with their core values while engaging with male counterparts or 

subordinates. Assertiveness has been stereotyped as a masculine trait that 

is required to climb the leadership ladder (Jauhar and Lau, 2018; Khilji and 

Pumroy, 2019). Assertive leadership requires a lot of inner strength and self-

confidence (self-efficacy) to stand tall and maintain one’s core values 

regardless of the outcomes. These traits supported the participants’ ambition 

to scale the barriers to top management in technology.  

 

 

5.2.6 Ambitious and driven to scale those barriers 

 

A discussion of this theme is presented last because it was seen to be 

central to a contribution of this research, with other emergent themes relating 

to it in one way or the other. This theme emerged from the participants 
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talking about the strategies they took to develop themselves as leaders and 

enhance their career aspirations to achieve top management roles, despite 

the semantic barriers they encountered along this journey. They shared that 

continuous self-learning and intentionally seeking strategic leadership 

opportunities helped them remain relevant to their organizations. Being 

resilient in times of adversity and the guidance of informal mentors kept them 

focused on their ambition to scale the unseen barriers to top management 

roles in technology.  

 

The participants described how they understood what was important to their 

leadership aspirations, and how they intentionally moved away from core 

technical and functional roles to seek opportunities across business units 

that would help broaden their growth. This strategy aided their ambition of 

getting to executive leadership. Sometimes they experienced painful 

situations of discrimination like being passed over for promotions or 

gendered roles that favored men. Rather than leave technology to a more 

female-friendly industry, they determined to be resilient and maintain a 

tunnel vision on their goal to scale the barriers to top management.  

 

To succeed and remain relevant in the fast-evolving technology world, 

continuously seeking to improve one’s knowledge is vital. In an industry 

where leadership roles are unequally distributed between men and women, it 

is essential that women, the underrepresented gender (Martin and Barnard, 

2013; Vitores and Gil-Juárez, 2016), possess and exhibit unparalleled 

knowledge and skills to earn credibility and respect in the organization. 

However, women who do not make efforts at self-improvement or even shy 

away from bigger responsibilities could be responsible for their own 

subjugation, or a self-imposed glass ceiling (Latchanah and Singh, 2016). 

While it can be argued that working mothers may not be able to accept 

certain roles due to family responsibilities, they should equally not feel 

entitled to receive unmerited promotions. Nevertheless, they would be 
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expected to continuously develop themselves towards such a time when 

they would no longer have conflicting work and family responsibilities. This 

way, they remain relevant and possibly ahead of their male counterparts in 

knowledge, if not in skills. This middle ground is a win situation for both 

working mothers and the organization. Some of the participants revealed 

that their organization provides career development programmes for its 

employees. Nothwistanding, because these women were self-driven and 

self-motivated, they made efforts to personally fund training programmes 

they found relevant to their self-development and leadership aspirations, 

especially when they were not qualified to be sponsored for such trainings by 

their organization. Such moves are indicative of women who own their 

professional development and are driven to achieve their ambition of getting 

to the pinnacle of their career in Technology.  

 

The participants talked about how informal mentors inspired and indirectly 

guided them in advancing their leadership aspirations in technology. 

However, an interesting outcome from this research was that only a few of 

the participants intentionally sought out formal mentors, but claimed to have 

navigated the career ladder on their own. They felt that mentoring was a 

professional expectation that the mentors were not fully committed to. This 

was an interesting contrast to findings from previous studies (Buse et al., 

2013; Martin and Barnard, 2013; Khilji and Pumroy, 2019) which argue that 

formal mentoring of women in engineering and technology helps them grow 

and be successful in their careers. They claimed that the right mentoring 

creates positive motivation and facilitates the achievement of career goals. 

Although Latchanah and Singh (2016) argued that mentoring and networking 

groups are not enough to get more women into leadership roles, in recent 

times more emphasis is being placed on formally mentoring younger women 

in the technology industry. The participants were however eager and 

committed to mentoring younger women in technology, albeit the time 

constraints, provided the mentoring sessions had a structured plan of 
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objectives and outcomes. This may be one of the reasons why the younger 

women in IT have few mentors at the top. 

 

This theme described how the participants implemented strategies of 

continuous self-improvement, resilience and mentoring to prove themselves 

and demonstrate their capabilities for top management roles in Technology. 

It is important to note here that in their research, Heilman (2012) and 

Latchanah and Singh (2016) claimed that women in IT lack ambition, skills, 

leadership traits and self-confidence to progress as leaders in technology 

organizations and particularly stated that their lack of self-confidence makes 

these women create a self-imposed barrier to attaining leadership. Contrary 

to this opinion, the experiences of the participants in my research provides 

strong evidence that Nigerian women leaders in technology are driven, 

confident and ambitious to reach and even scale the barriers to top 

management roles. I argue that this renewed ambition has been fueled by 

recent movements by women globally, challenging gender inequalities in all 

spheres of life. Globalization and improved education has led to a shift in 

societal expectations for Nigerian men and women, as well as in traditional 

masculine industries. Families are beginning to invest in the professional 

development of the girl child, who is being brought up to be independent, 

outspoken and ambitious. This was the reverse practice in earlier 

generations of the Nigerian girl child. Additionally, technological 

advancements have promoted the growth of agile working and eased the 

desire for professional women in recent times to balance their work and 

family lives. 

 

 

5.3 Contribution to Theory 
 

This research has contributed to the existing wider literature on women in 

technology by exploring the experiences of women leaders in technology 
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from the context of a developing, strong patriarchal country in Africa. 

Mainstream literature tends to focus on issues of underrepresentation, 

barriers and stereotypes affecting women in technology who are at the low 

and mid-levels of their career. The current study builds on this by providing 

empirical evidence and new insights on the role of strong patriarchal 

institutions in technology leadership, specifically as it affects the leadership 

aspirations of Nigerian women in the technology industry. This is sparse in 

the literature on women leaders in technology.  

 

 

5.4 Contribution to Practice 
 

On the practice end, an understanding of the experiences of women leaders 

will contribute towards supporting aspiring women in technology who desire 

to advance their careers into more senior leadership roles. This research will 

help them fine-tune their leadership strategies in order to surmount the 

patriarchal structures and practices they encounter in the workplace, 

empowering them to persist in a gendered role, gendered career and remain 

driven to succeed as top leaders in the industry. This way, women can 

become top decision-makers and beneficiaries of the vast opportunities in 

this fast-evolving industry.  

 

For technology organizations, this research will help them understand and 

address the issues faced by women leaders, support their career aspirations 

by diversifying executive firm level leadership and redistributing power to 

provide equal opportunities for males and females in the industry. These 

efforts are expected to foster better organizational performance, disrupt 

stereotypes and change the narrative of inequalities in the technology 

industry. Therefore, policy makers and HR professionals in technology can 

use this study as a reference to change the narrative and foster a culture of 

inclusivity in technology leadership. 
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5.5 Summary 
 

This chapter presented a discussion of the research findings on the 

experiences of women leaders in technology. Through exploring their 

experiences, this thesis has increased our understanding of what women 

leaders in technology are faced with in their daily lives as professionals and 

individuals from their own voices. It has also made us to understand the 

challenges they encounter which include barriers to ascending the career 

ladder in technology; discrimination and unfair treatment; balancing work and 

home responsibilities, stereotyped gender representations and the sacrifices 

they had to make in their ambition to scale the unseen barriers to achieve 

their career goals. The participants in this research talked about their coping 

strategies to adapt to these challenges which included continuous self-

improvement, resilience, working twice harder and being assertive in 

leadership. Furthermore, they shared how a strong support system helped 

them integrate their work, family and personal lives into a somewhat 

balanced lifestyle. 

 

The experiences as recounted by the participants are part of their daily lives 

and have helped shape the women they are today and how they interpret 

their roles as women leaders in technology. These accounts of the 

participants give us some insights into how they experienced being a woman 

leader in Technology. The next chapter is the final and concluding chapter of 

this thesis. It will present the overall essence description of the phenomenon 

in form of a detailed narrative that answers the research question. Also 

included in the next chapter are the study limitations, recommendations and 

areas for future research. 
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Chapter 6 

 

CONCLUSIONS, LIMITATIONS, RECOMMENDATIONS AND FUTURE 
RESEARCH 

 

6.1 Conclusions 
 

The aim of this thesis was to understand how a group of women experienced 

being leaders in technology both in their daily lives as professionals and as 

individuals, from their own voices using qualitative methods. This concluding 

chapter will provide a detailed overall description of what it means to be a 

female leader in a technology organization. It is the final stage in the Braun 

and Clarke (2006) Thematic data analysis procedure, which consists of 

presenting the overall description of the phenomenon in form of a detailed 

narrative report. In this chapter, I present the overall description that enables 

a deeper understanding of all the participants’ experiences within their 

personal and professional world. 

 

A woman who is driven to reach the pinnacle of her career in technology 

adopts a strategy to get there and is driven to take the necessary steps to 

achieve her ambition. These steps include seeking out strategic roles that 

lead to top management, continuous self-development and having mentors 

to help her navigate her way up the corporate ladder. She encounters 

challenges along the way, but remains resilient with a tunnel vision mindset 

on her career goals. Though she operates in an unequal playing field, she 

does not dwell on it but rather builds on her knowledge and skills so that she 

can be ahead at all times and be relevant in the organization. In the dynamic 

technology world, a woman needs to be competent to prove that she is 

relevant in the industry. She shows up when the situation demands, to boldly 

take the lead on challenging tasks. She rises up to the situation to be the 

leader that she was assigned to be since she is confident in her knowledge 

and abilities to succeed despite the challenges she might encounter. This 
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makes her a reference point, increases her self-efficacy and ultimately earns 

her respect from male employees. She sometimes feels insecure and 

discounts her accomplishments when she is not accepted or treated unfairly 

but she advocates for herself, celebrates and promotes her achievements 

and is assertive in her leadership role. She knows that she is a professional 

working woman as well as a caregiver who needs time for herself. Therefore, 

she tries as much as possible to balance her life by ensuring that her work, 

family and personal lives are integrated. She knows she cannot have it all by 

being a perfect mother, wife and professional so she leverages on support 

systems available to her to ensure that she keeps the critical plates spinning 

around her in an attempt to live a fairly balanced life. This means that when 

she drops a plate sometimes, she does not beat herself up so much about it 

but focuses on the positives. Essentially, when they have the right drive and 

support, competent and high-potential women in technology organizations 

succeed just as well as men (Heilman, 2012). They are not inferior to their 

male counterparts in terms of knowledge or skills. If anything, they are 

equally capable at this leadership level and are driven to attain top 

management roles in this industry.  

 

The technology environment is an unequal playing field. Women have 

encountered instances of discrimination and biased treatment from male 

employees. It is particularly rife in Nigeria because of the patriarchal socio-

cultural practices that see men as superior to women. These practices are 

transferred to the technology industry leading to stereotyped expectations for 

leadership and other job assignments that are deemed to be congruent with 

the male gender. This makes women leaders in technology feel that they are 

not accepted. The men sometimes emphasize this treatment by ignoring 

women’s contributions in meetings due to Nigerian cultural norms that 

women are to be seen and not heard. Therefore, women leaders and women 

in technology generally have to work twice harder than their male 

counterparts in order to prove that they are deserving of their roles. Despite 
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all these strategies to remain relevant and driven in their career ambition to 

attain top management roles, women in technology sometime harbor 

insecure feelings. They tend to discount their accomplishments because 

they are striving to succeed in a man’s world where success for women is 

seen as of limits (Heilman, 2012). This means that sometimes they do not 

feel that they are as good as the men who are stereotyped as natural 

leaders. Nonetheless, they are intentional about celebrating small 

accomplishments while embracing their failures, knowing that failures are an 

opportunity to learn and grow a step closer to success. This helps them 

remain resilient about their potential to successfully attain top management 

roles. 

 

Professional women attempting to balance their work, family and personal 

lives are adversely impacted by the societal expectations for women 

regarding domestic and childcare responsibilities. This places a huge strain 

on women and causes them unnecessary stress. The participants in this 

research had however learned to prioritize, made sacrifices and invested in 

support systems so that they could focus energetically on their career 

aspirations to achieve top management roles. The responsibilities of family 

and childcare did not stop them from achieving their goals and owning their 

success. This means that they were happy with the choices they made; they 

had no regrets, were able to manage the pressures of the job and enjoyed 

every bit of their lives. Balancing work and life is not always achievable 

because no one can have it all. However, the participants were able to build 

a lifestyle around their jobs by integrating their work, family and personal 

lives into a workable, functioning, somewhat stable system that suited them.  

 

It is important for women leaders in technology to know their true selves and 

communicate their core values to everyone in a firm and assertive way. 

Women leaders sometimes find themselves in a double bind where their 

communal traits conflict with the agentic expectations of their leadership role. 
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The cultural mindset that a woman should not be bold or challenge opinions, 

but should be gentle and submissive, stereotyping the typical African 

woman, has been a source of concern for many Nigerian women aspiring to 

leadership positions where they have to exhibit agentic qualities in their role. 

Even for those who got to the top, they sometimes had to make a trade-off 

between maintaining their true self and consciously aligning with societal 

expectations of their gender. At such instances, they felt that they were 

playing catch-up in a gendered role and seeking for social approval to be 

accepted and perceived as deserving of their role. Communicating what 

does not align with one’s true self or core values requires inner confidence 

and competence on the job. These virtues made them stand tall and lead in 

an assertive manner.  

 

While there exist policies in organizations to achieve equality in the 

distribution of work assignments, most organizations, especially the male-

dominated ones, still conform to the gendered masculine norm in their 

practices and processes. Paradigms have been created around the 

expectations of people in positions historically held by men. Redefining that 

paradigm to a contrary possibility requires persistence and determination. 

Specifically, the culture and inherent bias surrounding the construction of 

leadership roles and competency in the technology industry has to change 

for better economic growth and development, by having consistent and 

constructive conversations. With more women leaving the industry at mid-

level positions, having mentors at the top gets increasingly difficult. The 

women leaders in this research did not recount so many instances of having 

a female mentor in a senior position. Arguably, this was because there were 

fewer women leaders in the past than there are now. Having more women in 

top management roles in the technology industry would positively impact and 

encourage other women to pursue a career in this industry. It also empowers 

women to become decision makers where they can make changes regarding 
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policies and processes within the technology industry and mentor younger 

women to the top.  

 

A cultural change for inclusivity also has to happen in the Nigerian society. 

However, this is a long-term goal because changes in culture tend to be slow 

in relation to individuals whose beliefs have shifted from the norm, acting 

differently and influencing others in the population to change, albeit slowly 

(Diwan and Vartanova, 2017). Therefore, in the short and immediate term, 

leaders in the technology industry could embrace and foster a culture of 

inclusivity that accords respect and acceptance to both men and women in 

technology so that both genders can succeed in this domain. This will also 

enhance better and versatile decision-making in top management and 

increase employee-leadership satisfaction and commitment to work. Care 

should however be taken to ensure that organizations do not become 

impartial or over-compensate women while attempting to close the gender 

leadership gap. In order to bring about this much needed change, it is 

important to provide empirical data that will contribute to what is already 

known about women leaders in technology and by transference male 

dominated industries, particularly regarding their personal and professional  

experiences from the context of a developing country in Africa.  

 

 

6.2 Limitations  
 

A limitation to this research is that one cannot totally exhaust the essences 

of any experience because essence statements are time and location bound, 

which are shaped by the context of the interviewee (Cassell and Symon, 

2004). When the interviewees are heterogeneous with varying historical and 

socio-cultural backgrounds, an overall description of their experiences could 

be difficult to develop (Moerer-Urdahl and Creswell, 2004). Secondly, due to 

time and resource constraints, the sample was limited to people who live and 
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work in the South Western part of Nigeria, which could also limit the 

research findings. Thus, this research was not able to sample the thoughts 

and feelings of women technology leaders across Nigeria. It is assumed that 

if the sample was extended to the entire country, the research findings might 

be different. Due to the research methodology used, the sample size was 

small, which was insufficient to make any significant generalizations. 

However, the strength of a qualitative research lies in the richness and 

quality of the data collected, not on the sample size, and this research has 

been able to fulfill that requirement. 

 

A third limitation of this research was that participants’ self responses may 

have been influenced by their desire to limit any negative impacts on 

themselves or their individual organizations, despite the anonymity and 

confidentiality agreements that were agreed upon before commencing the 

research. According to Eagly and Wood (2011:763), self-reports are prone to 

be reported in line with perceived gender roles and the individual’s desire to 

respond in a socially appropriate manner. Therefore, my research was 

limited to what the participants chose to share in their accounts. Lastly, 

although I applied reflexivity throughout the data collection stage, it was 

difficult to eschew personal judgments regarding certain accounts about the 

technology industry since I had prior knowledge and experience working in 

this environment. Therefore, it was difficult for me to completely avoid 

bringing my biases into the study. Creswell (2013) argued that in qualitative 

studies, the researcher’s assumptions tend to bias the outcome of data 

analysis. The ability of researchers to effectively bracket presuppositions is 

still debatable (Brooks, 2015). I however kept a reflexive journal where I 

recorded all my thoughts, feelings and biases throughout major stages of 

this research.  
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6.3 Recommendations  
 

Notable scholars have discussed the high attrition rate of women in 

technology and the glass ceiling barriers for women leaders extensively. To 

date, practitioners and industry leaders have been faced with the challenge 

of retaining women particularly from the mid-level to senior management 

role. This research provides recommendations for technology organizations 

that will support women leaders to achieve their career ambitions and remain 

fulfilled in their jobs. 

 

One of the recommendations is for technology organizations to be intentional 

about inclusive leadership and the re-distribution of power, giving equal 

opportunities to qualified, competent male and female employees in 

technology from the junior to senior levels. Technology organizations should 

showcase the accomplishments of their female leaders and not summarily 

dismiss them. This will ensure that every individual’s valuable contribution is 

recognized and treated fairly. It will also promote the understanding that 

diversity is not a threat to any gender but rather a competitive advantage for 

the wider organization.  

 

Recruitment and promotion practices should be objectively based on 

qualifications and requisite skills, eschewing all socio-cultural influences and 

bias. This will increase the number of senior women in management and 

empower them to use their position to implement and influence policies that 

support women in technology. When women are empowered as key decision 

makers, they will be able to drive a change in organizational practices and 

the workplace culture. This would eradicate or at best mitigate the 

challenges for aspiring women in technology to attain the peak of their 

career and transcend the tacit glass ceiling. Furthermore, supporting more 

women to attain top management roles in technology guards against a 

dearth of role models and mentors for younger women. It will increase the 
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number of successful women they can model their careers after and re-

affirm in them the belief that they can also achieve their career aspirations 

and attain top management roles in future. With more women in technology 

leadership, instead of re-enforcing stereotypes, it will disrupt them and 

change the narrative of inequalities as well as how women are treated and 

accepted.  

 

Another recommendation is for organizations to prioritize the financing of 

measures that will foster gender equality, women empowerment and career 

development initiatives. They should develop and implement proper capacity 

building modalities for younger women in technology organizations to 

support them through the various stages of their lives and careers so that 

they can have fulfilling and professionally enriching careers. This may 

necessitate the provision of childcare facilities and flexible or limited work 

hours for mothers with young children. It may also require the provision of 

additional professional leadership training for women who just resumed from 

maternity leave, to bring them up to date with recent changes in the dynamic 

technology industry. With these measures in place, the perception of the 

technology industry as a male –friendly or masculine workplace could be 

improved.  

 

Lastly, the Nigerian government should reform its labor policies on working 

hours for women to reflect global standards of the International Labor 

organization (ILO) and ensure its implementation in organizations, to make 

them become more socially responsible. Specifically, these laws should 

cover compensation to both men and women for working extra hours both in 

the public and private sectors. This will help curb the culture of 

presenteeism. Employees should have the right to choose if they wish to 

work extra hours and receive due compensation without being coerced to do 

so.  
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6.4 Future Research 
 

The limitations of this research provide opportunities for future research to 

further develop on the findings. Future research may involve a mixed 

methods approach to test if results from a surveyed number of women 

technology leaders in the six geo-political regions of Nigeria would reflect the 

findings of this qualitative research. Mixed methods would allow for wider 

sampling with a survey, and more rigorous analysis of the data. It would also 

be interesting to change the participants’ profile and explore the experiences 

of men working in traditionally female-dominated industries like nursing, 

hospitality, primary school teaching and media to understand alternate 

outcomes and gain new insights to this phenomenon. Other studies worthy 

of exploration include a comparative case study between the experiences of 

women leaders in the male dominated technology industry and the 

experiences of women leaders in a female-friendly industry. On a global 

level, it could also be worthwhile exploring this phenomenon as an 

international case study between Nigeria and a developed country like the 

UK, to test if the findings are transferrable across continents. This would 

increase our understanding of this phenomenon and contribute to the 

formulation of uniform policies for gender equality of women globally. An 

example of such a policy formulation is the 2015 United Nations Sustainable 

Development Goals (SDG 5) aimed at eradicating gender inequalities and 

empowerment of women and girls to achieve full, equal participation and 

leadership at the social, economic and political levels.  

 

Future research should also explore the experiences (thoughts, feelings and 

behaviors) of women leaders in other male-dominated industries like 

Engineering, Finance and Education. It would also be worth studying the 

experiences of women who left the technology industry to other female-

friendly environments to find out if their experiences are different from those 

who participated in this research and expound our understanding of this 
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phenomenon. Additionally, it would be interesting to explore the perception 

of male top leaders in technology to understand their thoughts and feelings 

towards their female counterparts. Such a study will provide empirical data to 

understand their awareness and expectations of the female leadership role 

in technology, in order to establish any inconsistencies or similarities in what 

we already know about this phenomenon. 
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Appendix A 

 

Interview Protocol 
 

Interview Guide  
 
Project Title: Understanding the Lived Experiences of Being a 
Woman Leader in a Technology Organization 
 
 
 

• Introduce self and the research 

• Explain timing and re-emphasize confidentiality throughout 

• Review the consent form once again 

• Request permission to tape-record the interview 
 
 
Opening questions - Biographical information 
 
Age range, (25-35; 36-45; 46-55) marital status, children, ages of children, 
years of service, years in present role, years in previous role  
 
 
Identity  
 
The goal is to describe each participant’s life experiences that influenced her 
becoming a leader at a senior level. (Addressing objective 3a; career 
motivations) 
 

Let’s start from the very beginning, to where you are today  
 
1. Tell me about your childhood years 

a. What were the childhood activities you enjoyed doing? 
b. How would you describe the person(s) who influenced who you are 

today? 
c. What are some lessons or beliefs you picked up from these people? 
d. How did they shape the person you are today? 

(Who were they, what did they do? how did they stand out? what did you learn?) 
 
2. (Let’s look @ the big pic) Tell me the highlights of how you got here in your 
career  
(How did you develop an interest in technology?)  
 
3. How will you describe the person(s) who taught you the most during your 

career? 
a. What did that person do that made him/her so special? 
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(Addressing objective 3b; readiness for higher positions) 
 
4. How will you describe your first stretch assignment, which you found more 

challenging than prior jobs? 
 
5. What did you learn about yourself from that experience? 
(personal characteristics that helped you succeed in that assignment) 

 
 
Perception of self  
 
The goal is to allow the participant to recount the details of her life as a leader by 
describing her experiences as a leader. . (Addressing objective 1; thoughts, 
feelings) 
 
Let's talk about your life as an executive including the activities that comprise your 
daily life 

1. How would you describe yourself as a leader? 
(Describe your interactions with senior management, peers and 
subordinates) 
 

2. Besides being an executive, how else would you describe yourself? 
a. How will you describe a typical day in your life as an executive, 

including activities not related to your career?( highlights? lowlights?) 
b. How has your leadership role impacted your lifestyle/work/life 

balance? 
c. What sacrifices have you made in your life as an executive? 

 
3. What, about being a leader, has been somewhat challenging for you? 

a. What are examples of difficult situations you have experienced? 
b. How did those moments make you feel? 
c. How were you able to overcome this experience? 
d. What did you learn about yourself? 

 
4. What, about being a leader, has been fun for you? 

a. What are examples of situations you’ve enjoyed? 
b. How did those moments/situations make you feel? 
c. What did you learn about yourself? 

 
 
Perception of organization  
 
The goal is to encourage the participant to interpret the meaning her experience as 
a leader in her organization holds for her. (Addressing objective 1; thoughts, 
feelings and experiences) 
 
Let’s talk about your role as an executive and what this leadership experience 
means for you 
 

1. How do you feel about being a leader/an executive in a technology 
organization? 
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2. How would you describe people’s response to you as a woman leader 

compared to your male counterparts? 
a. How accepted do you feel as part of the senior management? 

Explain please. Have you encountered any particularly challenging 
experience? 

b. What sort of support is available to you in your organization? 
c. How effective is it? If not, how can it be more effective? 
d. What will make you consider leaving this role? 

 
3. What are your views about the underrepresentation of women at the senior 

management positions in technology organizations? 

 

 
Leadership development 
 
The goal is to encourage the participant to reflect on her leadership strategies, 
focusing on what she does that could be advisable to women in lower level 
positions in technology (Addressing objective 2; leadership development 
strategies) 
 
We will now talk about your leadership strategies and any advise you have for 
aspiring women leaders 
 

1. What are some of the things you do to ensure you remain relevant in your 
role? 

2. What are your views on being a mentor? 
3. What are your views on having a mentor? 
4. What has been your greatest achievement in your leadership role?  
5. What would you do differently in future? 
6. What advice would you give to an aspiring female subordinate in your 

organization about managing her career to an executive position? 
 (what does she need to do? what should she let others help her with?) 

  

 
Closing Questions 

 
1. What else would you like to share with me about your journey to this role? 
2. Are there any areas you feel I may not have covered during the course of 

this interview? 
 

• Thank the participant for her time. 

• Let her know that she has the right to preview the recording and transcripts  
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Appendix B 

 

Information Sheet 
           --

/--/2019 
 

The Head of xxxx 

Company name 

Company address 

Lagos 

 

Information Sheet  
 
Dear Ma,  

I would like to request for your participation in a research project titled “Understanding 
the Lived Experiences of Being a Woman Leader in a Technology Organization”. This 
project is part of the requirements for receiving a Doctorate degree in Business 
Administration from the Bradford University School of Management.  

I would like to ask for your support in participating in an interview that will last between 
60 to 90 minutes, and will focus on your personal experiences in your present role as a 
female manager in a technology organization in Nigeria. With your knowledge and 
experience, you can contribute to a better understanding of this phenomenon. Your 
responses will be treated in absolute confidence and the research findings will be made 
available to you on request.  

 

Purpose of the Study 

The aim of this research is to understand how women managers make meaning of their 
role as leaders in technology organizations. It seeks to understand their thoughts and 
feelings about themselves, as well as describe their experiences as leaders in technology 
organizations. This is a qualitative research that explores what it means and how it feels to 
be a woman leader in a technology organization. This research will also explore the 
leadership development strategies of women leaders that will be beneficial to aspiring 
women managers in technology organizations. 
 
The study of gender equality and inclusion in the leadership of organizations is at the 
forefront of academic and practitioner debates, which are centered on Western countries. 
An understanding of this phenomenon in Africa is almost unknown. This research seeks to 
provide more understanding of these debates by providing empirical evidence from a 
developing country in Africa.  
 
Potential Risks and Discomfort 

Participation in this research does not pose any risk to your job. You will be asked about your 

thoughts and feelings about yourself and your organization, which may cause you some 

discomfort. You may become uncomfortable when answering questions relating to your job role 

and work environment that you may be reluctant to share. The only person observing your 

responses is the interviewer and you may decide to terminate the interview at any time you feel 

uncomfortable, without any consequences. 
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Potential Benefit 

There may not be direct benefits to you as a participant in this research. However, it is 
hoped that your experiences will increase our understanding of what it means and how it 
feels to be a female leader in technology, which may help technology organizations 
implement and manage gender egalitarian strategies and policies that support skilled and 
high-potential women employees at the top management level. 

Confidentiality 

This letter provides a guarantee that:  

1. The identity of your organization will not be disclosed to the public verbally or in 
any publication in the duration of the research project and afterwards.  

2. Your own identity and those of any persons you may mention in the course of the 
interview – names or any personal identifying characteristics – will not be 
disclosed to the public verbally or in any publication in the duration of the research 
project and afterwards.  

3. The data resulting from the interview that you give will be kept in password-
protected files in a secure location (locked private office) accessible only to myself.  

4. Your identity and those of your organization and any persons you may mention in 
the interview will be concealed in the interview transcripts using pseudonyms. The 
recording and transcribed data of the interview will be destroyed after the 
completion of my DBA degree.  

 

Participation and Withdrawal 

Your participation in this research is entirely voluntary. You may withdraw your 
participation any time before the data analysis, without giving a reason why and without 
consequences, leading to your data not being used in the research. You may also refuse to 
respond to any interview questions you do not wish to answer and still remain in the 
research. 

Rights of Participants 

Your participation in this research does not waive any of your legal claims, rights or 
remedies. You may withdraw your consent at any time during or after the study without 
any penalty. This research has been reviewed and received ethics approval by the chair of 
the University of Bradford Research Ethics Panel Committee on 12/04/19. 

If you have any question or concerns, please do not hesitate to contact me at 
a.n.odoh@student.bradford.ac.uk. If you have any queries about the DBA Programme, you can 
contact my supervisor. Her contacts are as follows: 

Dr. Caroline Parkinson  
E-mail: c.parkinson4@bradford.ac.uk  

 

Sincerely, 

Anne Odoh 

DBA Student, University of Bradford 

Tel: 08063436472 

Email: a.n.odoh@student.bradford.ac.uk 

mailto:a.n.odoh@student.bradford.ac.uk
mailto:c.parkinson4@bradford.ac.uk
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Appendix C 

Consent Form 
 
Project title: Understanding the Lived Experiences of Being a Woman Leader in a Technology 

Organization 
Name and email address of Student: Anne Odoh – a.n.odoh@student.bradford.ac.uk 
Name and email address of Supervisor: Dr. Caroline Parkinson – C.Parkinson4@bradford.ac.uk 
 

Please state ‘Yes’ or ‘No’ to the following statements: 
           Please circle as appropriate 
1. I have been informed about the purpose for which my interview will be used  

if I give my consent and I have been given the opportunity to ask questions. 
 YES/NO 
 

2. I give my consent for the interview to be audio-recorded.   
 YES/NO 
 

3. I understand that I can withdraw my consent at any stage during or after the  
the interview, and before the data analysis,  without giving a reason why, leading to  
my data not being used in the research.      
           
 YES/NO  

        
4. I understand that any information that would identify me or my organization  

will be coded in the project data.      
 YES/NO 
 

5. I understand that all audio recordings and transcribed data files will be erased on  
completion of the project.       
 YES/NO 
 

6. I give my consent for anonymised extracts from my interview to be used in  
publications reporting on the findings from the research.    YES/NO 
          

I confirm my willingness to participate in this research and I give my consent for my interview data to be 
used as described in the information sheet.  
  
Interviewee: 
Signed ......................................................................................................... 
 
Name in BLOCK CAPITALS............................................................................. 
 
Date............................................................................................................ 

Student: 
Signed......................................................................................................... 
 
Name in BLOCK CAPITALS............................................................................. 
 
Date............................................................................................................ 
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Appendix D 
 

Participants by Age 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Age

25-35

36-45

46-55
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Appendix E 

 

Participants by Marital Status 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Marital Status

Single

Married
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Appendix F 
 

Initial Codes 
 

S/
N 

INITIAL 
CODES 

KEY ILLUSTRATIVE QUOTES  HEADINGS 

1 Being ahead A man does not have to do much to be great, they 
already have a path and then roles are open to them 
more than women. They look at women and say oh 
look at this one, she will soon go and get married and 
give birth and all of that. Even while you are away, be 
impactful wherever you are. As a leader, anywhere. 
Sometimes people even get called up sometimes 
from being in the frontline in churches or other 
organisations where they find themselves. So, work 
twice as hard, stay ahead of the game, be very very 
knowledgeable. Have a lot of information because 
that Is what you will use in knocking those men down 
 

Ambitious, 
driven and 
continuously 
developing 

2 Knowledge 
building  

If it’s in simple terms, it’s continuous learning. I don’t 
think....you don’t know too much, or as they say, you 
haven’t arrived. Let me put it that way. You’re 
continuously learning. I feel when you think you’ve 
arrived, then you’ve put a ceiling to what you think 
you can achieve. But when you’re open to learning, 
then you’ll see that we keep improving. It’s like you 
finetune. You keep finding ohh..i can do it better but I 
think I should change this. I think this is a better way 
to do this. 
 

Ambitious, 
driven and 
continuously 
developing 

3 Prove 
yourself 

There’s that little, you know, mentality. It’s still there. 
As a woman you still need to prove yourself, which is 
what I’m saying. Bring in that passion, prove yourself. 
You must at least, you must do at least one and a half 
times what the man would do to really get recognized 
as a woman. It’s there everywhere, and it’s still there 
in the tech org. that you must prove yourself that you 
are better than the man for them to even accept that 
you are as good as the man. 
 

Ambitious, 
driven and 
continuously 
developing 

4 Prioritizing for like eehh....for like the past, ...since January, I’ve 
only gone to the gym maybe like 4 times, and that’s 
unlike me. I normally would be in the gym for like 3 
times a week. Infact I stopped paying! I told them that 
since I’m not showing up (laughs) I shouldn’t pay, 

What comes 
first 



 255 

because money is gonna waste, you know because I 
CAN’T FIND TIME. Normally I would love to go to a 
gym for a certain time but that’s been taken by 
another priority. I wouldn’t,... I CAN’T squeeze the 
time. I like to take my kids to school in the morning, 
so I can spend that time with them in the car, that’s 
when we talk, and all that, and I don’t wanna trade 
that. ‘cos if we trade that, then we’ll be saying you go 
to school then I go to the gym and all that then after 
the gym I go to work. So since I can’t and I need to 
stay back and work late, so I rather give them that 
priority than give them ,...then you know...something 
always has to give, so you’re always trying to juggle, 
and you’re prioritizing and de-prioritizing. 
 

5 Seeking 
opportunities 

I find my job fulfilling and I’ve always been lucky to 
have roles that continually challenge me. And when I 
find that I’m getting a bit complacent, I seek a 
change. That’s why I’ve had as many as 3 jobs as a 
senior manager. As a manager I had 2; I had VAS 
and I had broadband, then I became a senior 
manager. I’ve done data, I’ve done switching, now I’m 
doing biz enablement. So, just keep challenging 
myself, keep broadening my skills, trying to educate 
myself as well. 
 

Ambitious, 
driven and 
continuously 
developing 

6 Staying 
relevant 

Ok, that’s critical. SO I always say to myself, how can 
I be relevant? (thinking hard, faraway look, speaks 
slowly)... You have to refresh. You have to re-apply 
yourself. You have to make sure you’re investing in 
yourself so that you stay relevant. So hat do I mean? 
When I became the COO, I didn’t know how to be a 
chief. I didn’t know how to do it. I used to just come to 
work and....I needed to carry the people along. I 
needed to communicate better. I didn’t know how to 
do that. I had to learn those things, and that learning 
is even what makes you more relevant. When you 
learn, you can apply, and after a while, the things you 
need to learn change. You need to keep learning to 
stay relevant. 
 

Ambitious, 
driven and 
continuously 
developing 

7 Work twice 
as hard as 
men 

You have to be very VERY focused and determined. 
You have to DO the EXTRA on the job. If they want 
you to do 1, do 2, like I said. As a woman, I don’t 
know if the western world has been de-mystified but 
here, in Nigeria, you need to be one and a half of a 

Discrimination/b
eing unjustly 
treated. 
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man for them to accept you as a man. 
 

8 Networking I DO THAT A LOT and people are amazed why I do 
that. I do that because I also want to understand... the 
market Is dynamically changing and you have to 
adapt to change. You need to understand what is 
going on even from the younger generation ‘cos they 
are the early adopters in some of these things. You 
need to proactively go out to search for things. 
 

Being in the 
game 

9 Firm and 
Assertive 

I’m vocal, I will not let things slide, and then I found 
out also earlier on that as a woman, in setting the 
tone, once something Is done that you cannot, that 
goes against your values, you must put your foot 
down. You know because you tend to swing between 
not wanting to live the female stereotype. Ok, the 
female leader is bossy and loud and...you know 
they’re hard, they’re difficult, but you also don’t want 
people to take you for a ride. So for me it was yes, 
where things can be let go, I will let go, but if I believe 
that if I let this slide it sets the tone for the future, I 
wouldn’t let it go. I don’t cringe at confrontation, 
wherever it is. Not that I argue. I don’t shout, you 
know. You can say whatever you want to say but I 
don’t agree with you and I will tell you why I don’t 
agree with you. And we can either agree to disagree 
or you will convince me or I convince you. It’s like in 
any relationship, if something happens that you know 
you cannot live with, you cannot just allow it to be. 
You must be able to say this doesn’t align with me. 
 

Firm and 
assertive 

10 Focused So my advice to younger women is that they should 
avoid distractions and stay focused. Looking back, life 
is full of distractions. Your children can distract you, 
your husband can distract you, your siblings can 
distract you, but at the end of it, life is individualistic. 
So you must make sure that you try your best to work 
in the path that is set for you. 
So working in the path that is set for one, 
understanding your purpose and staying in it is very 
key.  
 

Focused on 
your goal/ 
tunnel-vision/ 
single minded 
concentration  

11 Career-
driven 

I believe very strongly that I am meant to be....i like to 
call myself a “Captain of Industries” (laughs). I don’t 
wanna say I’m supposed to be a CEO, I don’t know 
how far it’s supposed to go, but in my mind...it took 

Focused on 
your goal/ 
tunnel-vision/ 
single minded 
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me a very long time because I’ve always tried to 
understand my calling....but I believe that I am built to 
go as far as possible as an exec. I don’t know where 
that’s gonna be. 
 

concentration 

12 Result-
driven 

I don’t have one leadership style, but when I first 
started, I was VERY TASK ORIENTED. For me 
“Good morning” is not part of work. Can we please do 
the work and then be talking about good morning?. 
For me I’ve always believed, when there’s a job to be 
done, I give it to the best man for the job. I’m not 
looking at too many things. I want to achieve results. 
This is the cheapest way...., this is the person that will 
spend the less time. I’m not looking at how will this 
person feel or that person feel. 
 

Focused on 
your goal/ 
tunnel-vision/ 
single minded 
concentration 

13 Family 
background 

Yeah, like I said, I actually grew up in a place that 
erm,... I was..., I was allowed to be very expressive. 
So, I wasn’t raised as a timid person. I’ve grown up to 
have my own mindset, to be able to speak up, and all 
of that because my parents were bold. They were 
outgoing people who were..., who would speak up 
and stand up for their rights and even the rights of the 
oppressed. So I was raised that way, speaking up, 
and, you know standing up, knowing when to say 
“NO” when to say “YES” and what to..., to stand for 
what is right and not what is wrong.  
 

Identity/ this is 
who I am 

14 Self-efficacy I..., I learned that erm..., you really can do, you can 
take up any role that you’re given, if you put your 
mind to it so you know, that role itself, is something 
that nobody really wanted to do because we have a 
legal department, but it was given to me. SO they 
needed someone who had a bit of the IT experience, 
and then someone who they just felt could get things 
done. 
 

Showing up  

15 Competence And then over the yrs. what I found is that...you know 
you always have to come from a position of power, 
and power means your knowledge, your capability. 
You must show that you can do what you do, and I 
think that I was able to do that very well in Network so 
I didn’t have to DEFEND myself all the time. My 
opinion was sought, rather than me trying to throw 
myself into the mix. 
And then also, you have to know your stuff. That’s 

Showing up  
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non-negotiable. You need to speak from a position of 
knowledge. 
 

16 Confidence Hhhhmmmm... Well I will say know your stuff. i mean, 
I will say that at the end of the day you have to be 
confident and..., erm..., part of that confidence is 
knowing that you know your stuff, so, you know, 
doing everything you can do to get informed, doing 
everything you can do to get trained up, whatever 
skills that you have that you wanna..., or whatever 
area that you’re concentrating on, make sure you’re 
skilled, make sure you have the right training, make 
sure you learn, make sure you keep abreast of what’s 
going on and you’re ontop of your game. And, erm, 
you know, then just be confident in that. Just be 
confident in ...you know,.... don’t look around at 
whether there’re male or female, just be confident as 
long as you know your stuff and then just go for it. 
 

Showing up  

17 Love a 
challenge 

So most times I’m desirous of a position, or I’m driven 
to go for a position. It’s not entirely because of the 
material benefit. I’ve seen that most times it’s more 
than that. It’s more because of my intrinsic need, no.1 
to prove that it can be done, so that I could open 
doors for others or inspire or motivate others to do it. 
Sometimes it’s just the thrill of the challenge, or 
the......the ....the ego...you know, the need to feel that 
ego , that good that yes, you know, I’m this. 
 

Showing up 

18 Resilience Yeah, I learnt that I’m actually, that I have a lot of 
perseverance (eyes rolling) errrmmm, because you 
know other people would’ve said well, you know you 
have a lot of experience, if it’s tough, why don’t you 
just leave and go and do something else? But I knew 
that it was something I wanted to do, I knew..., erm..., 
you know XYZ is a company that I always wanted to 
work for so I hung in there, and erm..., you know..., 
and it paid off in the end! 
 

Bending me 
does not break 
me/ remaining 
resilient 

19 Passed over 
for 
promotion 

I don’t like to play the gender card but I would say it 
was quite tough. Part of it could be because of the 
gender. There’re some positions I was passed on for 
like 2 or 3 times before I was given a chance to do it! 
(hands raised in the air and high-pitched voice). I 
think a part of it was gender, like I told you, because 
people had looked at the complications of that role 

Discrimination/b
eing unjustly 
treated. 
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and they were struggling to comprehend how a 
woman would do it.  
 

20 Identity So, as a person, hhhmmmmm....i think it’s a bit 
erm....(long pause), there’s a ...there’s a ......i try as 
much as possible not to......it’s.....it’s........now I’m 
consciously trying to switch roles...(pauses) because 
there’re times in my house when I do things and my 
husband will say “This is not your office. This is our 
house. I am in charge here” (laughs). So what I’m 
trying to do now is I’m learning to switch roles 
(speaks gently)..When I need to be a mother, I try to 
be a mother, when I need to be a wife, ....so which 
means I need to be submissive, I try to be a 
submissive person, when I’m with a customer, I need 
to understand, I try to understand, but when I’m also 
with staff and I NEED YOU TO GET SOMETHING 
DONE....So, from the personality profile, I’m more of 
a choleric, but over time, I’ve been able to work on 
my weaknesses of a choleric, and I try to tame the 
other side that Is task-oriented. 
 

Identity/ this is 
who I am 

21 Know 
yourself 

Ok, one of the things I also came to discover about 
myself is that I am somebody who is..., erm..., 
adaptable, who.....I can...adapt. I can...take on roles. I 
can do turnaround. I learned that I’m a tipping-point 
leader. I learned that I can create,...and maybe 
because of my Christian background, I also learned 
that I can take something from zero to hero, from 
nothing to something. I also learned during those 
roles that everything I need is within me. 
 

Identity/ this is 
who I am 

22 Maintain 
your 
boundaries 

Errmmm, but towards, more recently, I’ve realized 
that you need to say No, you need to be able to say 
No sometimes you know for meetings that are gonna 
happen in the weekend, in the evenings, you just 
need to be able to say No, you know I have other 
commitments and stand your ground. What you 
realize is that soon ehhh, people around you will 
understand that look, the fact that she’s saying No 
doesn’t mean that she’s not a performer. It just 
means that she has other priorities and in the end she 
will,... you will get your results you know. 
 

Identity/ this is 
who I am 

23 Making an 
impact  

And there was now one of our subsidiaries, MNO, 
and the Company needed a turnaround and they felt, 

Showing up 
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oh, who could do this for us? Oh, let’s take this lady 
that everything she touches turns round. So I was 
posted to PQR as the CEO of MNO. When I look 
back now, at the transformational process of MNO. 
That really took the company from out of the woods. 
A company that was dead. A company that had like 
48 staff and then became 6 and BUILT THAT 
COMPANY into a pride of place in ABC. I felt 
GOOD....I felt very good about the fact that I was able 
to achieve the turnaround within a very good time, 
and MOST IMPORTANTLY that I was able to setup a 
structure that could outlast me. So the success is 
there to speak for it 
 

24 Spiritual 
orientation 

I’m quite emotionally attached to my mum. Mummy is 
spiritual, I mean, my mum is a very strong Christian, I 
remember her waking up at night to pray, and that 
thing amazes me about mummy. I’ve been a 
Christian since I was 16. I just give God praise. I’m 
not religious. I just tell people, I’m a Christian. I mean 
I really really am. I REALLY LOVE GOD, I do, like I 
really do, and that has been a major pillar for me as 
an individual, my decisions in life. Then, in Nigeria, 
typically,..you know...there’s a church factor.  
 

Identity/ this is 
who I am 

25 Mentoring I believe mentorship is very very important, and we all 
need it at every level in our lives. Because with 
mentorship you are able to stand on the shoulders of 
a giant, and you are able to avoid the mistakes they 
have made. So when I was starting my career in 
accounting, somebody already told me that. So 
mentorship may be formal or informal. SO there’re 
times when it’s not formal formal, you know, but you 
must have people that you can go to for advice 
 

Mentoring as a 
criteria to 
scaling barriers  

26 Creating 
time 

Having to get someone entrust you with whatever 
you’re mentoring them for that means it’s a 
professional life, anything, whatever you’re mentoring 
in. It’s a rare privilege, it’s.., it’s like an honor but AT 
THE SAME TIME (high pitch voice on “at the same 
time”, shaking head, talking fast), it’s a lot of 
pressure. Pressure in terms of you have to make sure 
what.., you’re always.............. (long pause) ahead. 
You always have something to give, and you can only 
have something to give if you also build on yourself. 
Er.., also time pressure because aside fixing your 

What comes 
first 
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personal life, fixing your work life, you have to have 
time for your mentees. 
 

27 Learn from 
others 

I think, even if you do not have a mentor you interact 
with on a daily basis, have someone you look up to, 
Ok? It is good. It shapes you. It gives you that drive..., 
that sometimes even when you get weak and you’re 
like kai!! See what this person just achieved! Why 
don’t I go for it? I can do it. 
 

Mentoring as a 
criteria to 
scaling barriers 

28 Mentor or 
Coach? 

I sought for help so for once, I joined this support 
group. Those are one of the things you do. It’s like 
helping you put a mirror to yourself, a self-help rep. to 
look for skill sets because what they’re doing is 
they’re pointing you in directions. So we looked for 5 
other women that have done some things like that 
and talked with them. We have coffee with them and 
ask them just simple questions and see what we can 
come out with. In just having those discussions alone, 
you start to get answers. You start to see tools you 
can use because they will also share their experience 
and tell you this is what I could’ve done better.  
 

Mentoring as a 
criteria to 
scaling barriers 

29 Someone in 
your corner 

And Vincent just came up to us informally as a VP 
and just started talking...so what’re you guys doing? 
What’s this? What’s that? Let me know if you need 
anything, and we just became friends. It was never a 
formal mentorship role, we never said oh...be our 
mentor, but he did mentor us. And he mentored us 
more on navigating the business world, you know, 
and trying to figure out and how to stand out to be 
seen. 
 

Mentoring as a 
requirement/crit
eria to scaling 
barriers 

30 Sexism So, anywhere I go, the first thought....even people 
that write me from abroad will describe me as “Mr.”. 
They will see Ayo, they will say “Mr.” ...Yeah,..... that 
always happens, but....ermmm... I don’t really.. I think 
at this stage in my career, people who are calling me 
anywhere usually would’ve done some research so I 
don’t see why they seem so surprised 
 

Stereotype 
views about 
women in IT 

31  
Not heard 

While I was in the boardroom, I gave my opinion, but 
when my male colleague said that, he got listened to, 
and then when you have a good chairman like mine 
he said oh! But this lady already said that, so how 
come nobody, you know, referenced what she had 

Discrimination/b
eing unjustly 
treated. 



 262 

said, or why is everybody tilting towards the man? 
 

32 Advocating 
for yourself 

I said, “YOU KNOW WHAT FATIMAH, I SAID YOU 
ARE ONE OF NIGERIA’S FINEST, AND IT’S OK TO 
SAY THAT”. IT’S OK!!!! LIKE BE COMFORTABLE 
WITH THAT. IT’S OK. So, I have this inner dialogue 
always going on with myself back and forth, back and 
forth but telling myself it’s ok to say that, it’s ok to feel 
that and it’s ok to believe that, ‘cos you actually are! 
You have worked hard, none of this was given to you 
for free, I’ve worked my butt off, I’ve....I’ve had 
opportunity given to me, yes, but I’ve also taken that 
opportunity and I’ve not thrown it away, I’ve not...you 
know. I deserve to be at the top 
 

Seen but not 
heard 

33 Men in IT 
are superior 
to women 

You have to be very VERY focused and determined. 
You have to DO the EXTRA on the job. If they want 
you to do 1, do 2, like I said. As a woman, I don’t 
know if the western world has been de-mystified but 
here, in Nigeria, you need to be one and a half of a 
man for them to accept you as a man. Yeeesss... for 
them to accept you as a man, be one and a half of a 
man. A woman must be one and a half of a man FOR 
THEM TO ACCEPT YOU AS A MAN. The man will 
do 1, that’s perfect. 100%. But as a woman, if you 
want them to say ok, she can do what this man has 
done, you must do MUCH more than what that man 
has done for them to say she can do what this man 
has done. That is how it is. 
 

Stereotype 
views about 
women in IT 

34 Stereotyping So for example, maybe the role required that you 
travel a lot. You don’t live in the country. And their 
understanding of a woman in our environment was –
you’re gonna leave your husband, what’s gonna 
happen to your kids, you know? So people are trying 
to make those kinds of decisions on your behalf, 
which I think was unfair? I think you should be given a 
chance to be the one to make that call. You sense 
that when you see it in an interview. So the interview 
is going really well, but the interviewer is asking you – 
are you going to still have more kids? Is you husband 
aware that you’re applying for this role? I don’t think if 
my husband was sitting at that seat, they’ll ask him 
the same questions. Nobody’s gonna ask him is your 
wife aware that you’re applying for this role? 
Nobody’s gonna ask him are you planning to have 

Stereotype 
views about 
women in IT 
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more kids? Nobody’s gonna ask him...(laughs)..but 
they asked me. 
 

35 Women 
should be 
empathetic 

I had to go into a customer environment and I told 
them what, you know, read out the rules and it got 
over-ridden by the country manager because...he 
could do that, but it was wrong. Ok. And then I had to 
take it up, you know, take it all the way to the highest 
level of escalation that I could, you know and I was 
seen as a bad person. And that was simply because I 
did not budge. Ok, that also came down to oh, she’s a 
woman, why is she behaving like that? Why is she so 
stubborn? (talks with derision) Oh no, I’m not 
stubborn; I’m just following the rules! 
 

Stereotype 
views about 
women in IT 

36 Organization
al culture 

Honestly they’re making a conscious effort but I will 
say top management is there but some people just in-
between are not there yet. Top management has 
made a conscious effort not to be seen as being 
biased or not to be seen as…you know, right? 
 

Organizational 
culture 

37 Play the 
game 

There is a better rapport between the men that the 
women. I’ve learned to do something. I listen from 
both sides and I work with everybody. So when the 
men have stuff, they call me to tell me this is the 
latest. Are you aware? The women also call me. And 
that is because I have decided that this is where I 
wanna be, it’s part of the plan and for me to be inside 
this plan, I have to work with both parties. So, if 
there’s a ..let’s say there’s a promotion story hanging 
around, they need to promote somebody and the 
person needs to get this done, the guys know first...all 
the time, because they talk. They go..., they hang out. 
I have a lot of male friends. I have a lot of female 
friends, but when the guys call me, I run faster 
because they have a lot more information than the 
ladies.  
 

Being in the 
game 

38 Feelings of 
insecurity 

Literally the first few months I used to have meetings 
and then go to the bathroom and cry. I used to ask 
myself, what did I just do there? (chuckles)...like did I 
make the right call? I think I get emotional support 
help from my friends. They are people that won’t 
judge you. It’s win win. I also have friends that do cry 
on my shoulder a lot too. That’s why I say it’s lonely 
at the top. There’s few of us, you know, who are quite 

Seen but not 
heard 
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senior. You can’t cry to your staff ‘cos there could be 
a crisis and I can’t go crying to them, you know. 
 

39 Discounting 
accomplish
ments 

Erm.. because I think that as women, sometimes we 
don’t, you know, recognize our own abilities and 
we’re not confident in ourselves, erm.. especially in 
the tech field where there’re not that many of us, so 
sometimes we second-guess ourselves you know, 
erm.., when you compare yourself to your male 
counterpart who probably doesn’t even have as much 
experience as you but you know, there’s just that 
mindset of, or that innate thinking that well, maybe 
you’re not that quite, or you don’t know it quite as 
much as they do because you know because you’re a 
female in that field. 
 

Seen but not 
heard 

40 Not making 
excuses  

So what I always tell ladies is don’t play the lady’s 
card. Don’t say (murmurs) okayyyyy.... I’m a woman 
so I should get extra favor, or my workload should be 
lighter ‘cos I’m a woman. I think you bring yourself 
down when you say that. Look, you’re a lady, you’re a 
human being, you have the brain capacity. 
 

Ambitious, 
driven and 
continuously 
developing 

41 Not 
speaking up 

When I say suggestions and I feel that is the way that 
we should go, and people don’t....i keep wondering 
“why can’t they see it”? I come to realize that, that is 
not the way some people perceive it. But now, all I 
need to do is to make my suggestion. If you see it, 
fine. If you don’t see it, I DON’T FEEL BAD. SO I’ve 
stopped feeling bad about my suggestions or 
approaches that were not...so I have had more to 
refrain my mindset and it has been very good. I’ve 
made up my mind that whatever the outcome is, I’ll 
gladly accept and deal with it, so you will never see 
me saying “I told you.......”. 
 

Seen but not 
heard 

42 Socio-
cultural 
practices 

Why I said that is because it’s more prevalent down 
here. It Is because we’re patriarchal in nature so it’s 
almost inherent for a certain gender to feel that 
they’re superior to another gender. ‘I have heard 
comments like..” BUT I HAVE A WIFE LIKE YOU AT 
HOME” just because there’s an altercation and this is 
someone that is supposed to be your subordinate. 
That’s his own narrative. It’s like you’re....you’re a 
...you’re less, I’m superior, so I don’t care about your 
position or.....your....you know. So when you hear 

Stereotype 
views about 
women in IT 
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that, you understand that it’s kind of INGRAINED. I 
don’t think he woke up one morning and thought that 
he was gonna be nasty to me because he felt 
superior, but because he had grown up to believe that 
a certain gender could be 
 

43 Balancing it 
all 

Managing work and personal life is not as crazy as 
many people tend to make it sound. 4 things I ensure 
to put in place: Excessive planning (I usually have 
Plans A - F/G sometimes :) ) Hard-work (putting the 
extra work in, e.g. completing a task at 2am to ensure 
the next day is maximised) Having a supportive 
Partner (you can’t thank God enough for this) Having 
a strong support network of family and friends who 
align with your vision 
 

Balancing it all/ 
You cannot 
have it all 

44 Don’t beat 
yourself up! 

I was trying to keep my marriage and my career, and 
both of them...keep them at a healthy state. It’s a 
huge struggle when you have a job that requires that 
you’re traveling every other week and you’re basically 
working...you’re on call (that’s how I like to call 
myself) you’re on call the whole 24hours, but you still 
have a marriage you have to keep and kids that 
probably don’t even understand that. So, there’s a 
whole big phase I went through of feeling guilty, you 
know, then I started realizing there’s no good or bad, I 
need to be responsible and I need to move. Spending 
too much time beating myself and being guilty doesn’t 
help. My ability to adapt was quite important.  
 

Balancing it all/ 
You cannot 
have it all. 

45 Sacrifice Errmmm so there’re times when I had to drop off a lot 
of traveling just because I had to be closer to my son. 
Of course we know this Is the formative age. When I 
say formative, they’re getting to hear stuff from 
outside and you need to correct that. So there were 
times when I had to drop off getting to another level 
because I needed to be with him. SO my role involves 
a lot of traveling, like I said, And meeting new 
customers, breaking into new territories, you know. 
And at some point I said you know what? I’m gonna 
focus on the countries that are close, so so that even 
if I need to be home, it doesn’t take me 3-4 hrs to get 
back on a plane. So, those are the kind of sacrifices 
I’ve had to make and I can tell you that it has actually 
taken a bit off my plan or made it longer basically. 
 

Balancing it all/ 
You cannot 
have it all. 
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46 Stopping the 
clock 

Ok, ok, so, (laughs)...erm...I...for me it’s not really a 
desire for a social life. It’s a desire for MY time...ME 
time. SOO... it’s not necessarily that I want to be 
outside late with people (chuckles). Most of the time, 
it’s just that I need to recharge. I need to have MY 
time. I need to be with my girls and laugh and be 
stupid. You know. I need to go to a movie by myself, 
you know. Different things. IF I can’t find a friend, I go 
and watch the movie myself anyway. (laughs). I think 
over the years I’ve understood that I just need to 
recharge myself. So sometimes I just block out a day, 
I go to the spa, I do this, do that, do leg, do hand, I 
mean, whatever is there to do, just do. I have few 
friends. I don’t have a lot of people I call friends.  
 

Balancing it all/ 
You cannot 
have it all. 

47 Support 
systems 

So for me, also a strong support system is necessary. 
Erm..an advocate for a husband helps a lot where 
he’s always,.... you know...., I think he’s prouder of 
me than I am of myself! I think, I believe, you know. 
So.....having him is awesome. He’s like my 
cheerleader. And then when we started having 
children, the more of these situations, the more of 
these big bang things we want to do ..erm...and then 
understanding my husband, (chuckles) because he’s 
not the “change diaper” type (laughs) which is why I 
have 2 nannies (laughs). So I just realize that for me 
to be able to focus here, I need to stabilize there, 
right? For me to be able to sit down and I can give my 
110% here, I need to make sure that everybody 
there’s ok. 
 

Balancing it all/ 
You cannot 
have it all. 

48 Future 
Aspirations 

Well...i think the higher you go, you know, you tend to 
just ask yourself what you want from life, and..erm.. 
you know, and I think the world that you live in now, 
you can have multiple careers in one lifetime, you 
know, so I’m always asking myself, do I wanna do 
this tech forever? Erm I think one of the drawbacks is 
that technlogies are always changing so you always 
have to be constantly on.., in your.., you know, 
reading up and understanding what the new 
technologies coming up are, training yourself and re-
training yourself, and it gets to a point where you 
think do I wanna do that or do I just wanna go into 
pure management, you know, that I don’t have to 
worry about....you still have to keep up to breast with 
technologies, but if you’re staying on the technology 

Future 
aspiration 
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stream, being a technocrat and being a technical 
person, you need to go that level deeper and really 
understand the technology at the level of detail that 
everybody else isn’t doing. But if you go into 
management you know and you stay in the line of 
management, it doesn’t even have to be an IT 
company, it’s just, you know, your normal 
management. skills and just being able to lead a team 
of....you know.., people in the corporate world. 
 

49 Retirement 
plans 

You know over the course of the years, sometimes 
you will challenge yourself and say are you just in 
your comfort zone? Why are you still here? But I tell 
myself I have changed roles....people leave, they 
come back. There was a time I was saying I was 
going to start a business and my husband was 
saying...what business are you going to start? 
(chuckles). I think it was the fear of putting all my 
eggs in one basket rather than needing to move. So I 
really don’t know, but I believe that when it comes, I 
will. 
 

When it’s all 
said and done. 
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Appendix G 

 

Re-coding of Initial Codes 
 

S/N LABELS 
 

CODES 

1 Ambitious, driven and 
continuously developing 

Being ahead 
Knowledge building  
Prove yourself 
Seeking opportunities 
Not making excuses 
 

2 What comes first 
 

Prioritizing 
Creating time 
 

3 Staying relevant/Being in 
the game 

Staying relevant 
Networking 
Play the game 
 

4 Firm and Assertive Firm and assertive 
 

5 Have a tunnel-vision 
mindset  

Focused 
Career driven 
Result driven 
 

6 Identity Family background 
Identity 
Know yourself 
Maintain your boundaries 
Spiritual orientation 
 

7 Showing up/Taking the 
driver’s seat 

Self-efficacy 
Competence 
Confidence 
Love a challenge 
Making an impact 
 

8 Bending me does not 
break me/Remaining 
resilient 
 

Resilience 
 

9 Discrimination/ Taking a 
back seat 

Passed over for promotion 
Work twice as hard as men 
Not accepted 
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10 Mentoring as a criteria to 
scaling barriers  

Mentoring 
Learn from others 
Mentor or coach? 
Someone in your corner 
 

11 Stereotype views about 
women in IT 

Sexism 
Men in IT are superior to women 
Stereotyping 
Women should be empathetic 
Socio-cultural practices 
 

12 Seen but not heard Advocating for yourself 
Not speaking up 
 

13 Organizational culture  Organizational culture (Sub-
theme) 
 

14 Feelings of insecurity Discounting accomplishments 
Feelings of insecurity 
 

15 Balancing it all, making 
choices, you cannot have 
it all. 

Balancing it all 
Don’t beat yourself up! 
Sacrifice 
Stopping the clock 
Support systems 
 

16 Future Aspirations, 
Getting to the next level 
 

Future aspirations (Sub-theme) 
 

17 Retirement plans When it’s all said and done 
(Floating idea) 
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Appendix H 

 

Themes, corresponding labels and research objective 
 

 

S/
N 

THEMES 
 

LABELS BRIEF DESCRIPTION 
OF THEMES 

RESEARCH 
OBJECTIVE/ 
QUESTION 
 

1 -Ambitious and 
driven to scale 
those barriers 
 
 

-Ambitious, 
driven and 
continuously 
developing 
- Staying 
relevant 
- Have a 
tunnel-vision 
mindset  
- Bending me 
does not break 
me 
- Mentoring as 
a criteria to 
scaling barriers 
 

This theme describes 
the strategic steps 
taken by the 
participants, to facilitate 
their career 
advancements and 
surmount the seeming 
barriers to their 
progress in the 
organization. Their 
desire to continuously 
develop themselves is 
driven by the need to 
be ahead of their male 
counterparts and 
remain relevant, despite 
their obvious 
underrepresentation in 
management.  
 

-Leadership 
development 
strategies 
 
-Career 
motivations and 
readiness for 
higher leadership 

2 - Self and self-
discovery 
 

-Firm and 
Assertive  
-Identity 

This theme is focused 
on the participants’ 
feelings about 
themselves. Here, they 
describe themselves in 
terms of their core 
values and what is 
important to them as 
individuals, irrespective 
of how the world sees 
them.  
The theme sheds light 
into the participant’s 
constructions about 
them, their world and 
their job, to enable us 

- Experiences and 
feelings about 
themselves 
 
-Making meaning 
of themselves and 
their roles as 
leaders in 
Technology 
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see and understand 
who they are through 
their own eyes.  
 

3 Showing up and 
taking the 
driver’s seat 

-Showing up 
 
-Taking the 
driver’s seat 

This theme describes 
how the participants are 
able to rise up to 
challenging tasks given 
to them. They describe 
how they are driven to 
demonstrate their 
competence for any 
assignment they are 
given. These 
accomplishments 
ultimately boost their 
confidence in their 
ability to be effective in 
their leadership roles.   
 

-Making meaning 
of themselves and 
their roles as 
leaders in 
Technology 
 

4 - Keeping most 
of the plates 
spinning 
 
 

-What comes 
first 
-Balancing it all 
 
 
 

In this theme, the 
participants describe 
their attempts to ensure 
that their personal and 
professional lives are 
perfectly integrated. 
They describe their 
challenges, regrets and 
sacrifices made 
towards attempting to 
achieve this balance, 
which sometimes 
results in having to 
make some hard 
choices.  
 

- Experiences and 
feelings about 
themselves 
 

5 Unequal playing 
field 

-Being given a 
back seat 
- Stereotype 
views about 
women in IT 

This theme is a 
description of the 
discriminatory and 
unfair treatment the 
participants received in 
their present 
organizations. It also 
describes their feelings 
and frustrations about 
receiving unequal 

Experiences, 
feelings about 
themselves and 
their technology 
organizations 
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treatment compared to 
their male counterparts 
in the organization. 
 

6 - Feeling 
insecure 
 

-Seen but not 
heard 
- Feelings of 
insecurity 

This theme captures 
the feelings of the 
participants regarding 
being unheard and 
relegated to the 
background, with 
respect to decision- 
making in their 
organization. They 
described their feelings 
of insecurity and the 
tendency to not speak 
up at meetings since 
their contributions are 
often not taken 
seriously or summarily 
dismissed.  

Experiences, 
feelings about 
themselves and 
their technology 
organizations 
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Appendix I 

 

Themes and corresponding codes 
 

S/N THEMES 
 

CODES 

1 -Ambitious and driven to scale 
those barriers 
 
 

- Seeking opportunities 
- Continuous self-learning 
- Resilience  
- Informal mentors 
 
 

2 - Self and self-discovery 
 

- Family background 
- Identity and core values 
- Firm and Assertive  
 

3 Showing up and taking the 
driver’s seat 

-Confidence 
- Competence 
- Make an impact 
- Self-efficacy 
 

4 - Keeping most of the plates 
spinning 
 
 

-Prioritizing 
- Sacrifices 
- Support systems 
- Stopping the clock 
- Don’t beat yourself up 
 

5 Unequal playing field -Discrimination/bias 
- Stereotype views about women in IT 
- Socio-cultural practices 
- Not accepted 
- Work twice harder 
 

6 - Feeling insecure -Seen but not heard 
- Feelings of insecurity 
- Discounting accomplishments 
- Advocating for yourself 
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Appendix J 

 

Thematic Map 
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