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Abstract 
This study examines the effect that glass ceiling perceptions have on female employees' intention to 
leave life insurance companies in the Kathmandu Valley. As part of a cross-sectional explanatory 
study design, data from 252 female employees was collected in January 2025 using a purposive 
sampling technique through a structured questionnaire. Employee relations, lack of organizational 
support, discriminatory promotion practices, and family obligations were all examined in relation to 
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turnover intention. The results of the correlation study showed that employee relations, 
organizational support, and discriminatory promotion practices were significantly correlated with 
the intention to leave. Employee relations negatively correlated (-0.178, P < 0.05) with turnover 
intention. In contrast, discriminatory promotion practices had a positive correlation (0.320, P < 0.01), 
and regression analysis verified that discriminatory promotion practices, family obligations, and a 
lack of organizational support significantly impacted this intention. According to these results, 
lowering turnover intention and raising organizational commitment among women in the insurance 
industry require removing glass ceiling barriers, advancing gender equality, and fostering better 
employee relations. The study implies the need for diversity initiatives, transparent promotions, 
mentorship programs, and addressing gender biases in organizations. 

 
Keywords: glass ceiling, turnover intention, career advancement, woman employees, insurance 
companies 

 
1. Introduction 

Employee turnover presents significant problems for companies, including financial 
expenses for hiring, training, and severance benefits, as well as lost productivity as 
departing employees are replaced by new hires (Stamolampros et al., 2019). This matter takes on 
greater gravity due to an unseen barrier termed as a glass ceiling, that impedes women 
from securing promotions, regardless of their 
proficiency or qualifications. Even with the appropriate experience and education, 
they commonly face obstacles in climbing the career ladder. This hidden obstacle exists due 
to deeply ingrained biases and work cultures that favor men for leadership roles, thus making 
it more challenging for women to attain the same degree of success. The glass ceiling idea 
is closely related to the Social Closure Theory, which holds that privileged social groups protect 
their status by erecting and maintaining barriers that prevent them from 
achieving higher positions (Murphy, 1984). Social closure mechanisms reinforce women's 
dissatisfaction, lower their motivation, and ultimately increase their intentions to leave male-
dominated corporate structures by keeping them out of top leadership positions also termed as 
turnover intention (Uludag et al., 2011). Turnover intention is a subjective assessment of an 
employee's likelihood of leaving their company shortly (Mobley, 1982). Ajzen (1991) asserts 
that attitudes, which are impacted by experiences and perceptions, determine an individual's 
behavior. In this situation, female employees who feel they are constantly being passed over for 
promotions may grow dissatisfied with their companies and decide to quit. Roman 
(2017) offers empirical evidence in favor of the link between turnover intention and glass 
ceiling beliefs. According to Shaji et al. (2021), several factors, such as gender stereotypes, 
employee relations, personality traits, family responsibilities, discriminatory promotion practices, 
and a lack of organizational support, drastically increase women's turnover. 

Bryant (1984) initially used the phrase "glass ceiling" in an interview with 
Adweek (Carli & Eagly, 2016). The metaphor explains why many women struggle to move up the 
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hierarchy, even with their qualifications (Cotter et al., 2001). This phenomenon is further 
explained by social role theory, which contends that expectations regarding behavior in the 
workplace and career advancement are determined by traditional gender roles (Eagly & Karau, 
2002). Decision-makers may overlook women for leadership positions due to the stereotype that 
they are less autonomous and more communal, perpetuating the glass ceiling (Akpinar-Sposito, 
2013). Women are still underrepresented in higher management, significantly influencing their 
career choices and job satisfaction.  

The glass ceiling is a significant issue in management literature, and studies have 
consistently demonstrated that women face numerous cultural and structural barriers to career 
progression (Kiaye & Singh, 2013). Hymowitz and Schellhardt (1986) popularized the concept by 
characterizing it as an imperceptible obstacle preventing capable females from achieving executive 
positions. Because corporate networks and power structures are frequently monopolized by men, 
this limits opportunities for women. 

Social closure theory helps explain these barriers (Kurtulus & Tomaskovic-Devey, 
2012). As a result, many female managers choose alternative career paths, such as 
entrepreneurship, because they are dissatisfied with their lack of advancement 
opportunities (Kephart & Schumacher, 2005). The opt-out revolution, in which highly 
educated professional women abandon traditional corporate environments, reflects this 
trend (Lisa, 2003). Furthermore, businesses that do not support women's advancement risk losing 
seasoned and highly skilled employees, which reduces talent retention (Goodman et al., 2003; 
Meyerson & Fletcher, 2000).  

Women are still disproportionately underrepresented in managerial roles in Nepal 
compared to men (National Statistics Office, 2022). Social Role Theory argues that because 
women are frequently expected to put family obligations ahead of professional goals, 
cultural norms, and expectations play a part in this ongoing inequality. There is a greater 
likelihood of turnover intention among those who perceive glass ceiling barriers (Spector et al. 
(2007). Although several studies have examined how glass ceiling perceptions affect career 
advancement in Nepal (Mahat, 2023; Lama, 2019; Adhikary, 2016), few have looked at how they 
directly affect turnover intention. This study attempts to bridge this gap and highlight an important 
but little-known organizational problem by examining how perceptions of the glass ceiling affect 
women's inclinations to leave. 

 
2. Literature Review 
Turnover Intention 

A standard definition of turnover intention is lacking in the management literature. 
Turnover intention was defined by Tett and Meyer (1993) as a deliberate and conscious desire to 
leave an organization. Similarly, turnover intention is defined by Ozolina-Ozola (2014) as the ratio 
of the average number of employees hired during a given period to the rate at which employees 
leave an organization. Within an organization, employee turnover may occur either voluntarily or 
involuntarily. According to Dess and Shaw (2001), involuntary turnover is termination brought 
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about by the employer; this can result from an employer-initiated termination, a long-term illness, 
a death in the family, or a move abroad. The term "turnover intention" in this paper refers to women 
employee's readiness and desire to quit Nepalese insurance companies. 
 
Glass Ceiling Perception 
According to Carli and Eagly (2016), Gay Bryant coined the phrase "glass ceiling" in 1984 during 
an interview with the US magazine Adweek. Regardless of their credentials or accomplishments, 
the widely accepted metaphor explains why many women cannot progress past a particular point 
in their careers (Cotter et al., 2001). The term was widely recognized after it was initially 
presented in a Wall Street Journal article by Hymowitz and Schellhardt (1986), in which they 
explained it as a subtle barrier that deters capable women from progressing up the 
corporate hierarchy. Many studies have used factors like Denial, Resilience, Acceptance, and 
Resignation in order to assess their opinions about the glass ceiling perception (Smith et al., 2012; 
Rishani et al., 2015; Balasubramanian & Lathabhavan, 2017). However, in this study, these factors 
are divided into relevant variables, i.e., family responsibility, discriminatory promotion practices, 
employee relations, and lack of organizational support, as suggested by Shaji et al. (2021), to make 
it relevant in the Nepalese Context. 
 
2.1 Theoretical Review 
Social Closure Theory 

The process by which one group monopolizes advantages by denying opportunities to 
another group beneath it is the best way to characterize social closure theory (Murphy, 1984). 
The Social Closure Theory also highlights how exclusionary practices lead to segregation 
within and between workplaces. According to some, the dominant groups benefit from these 
actions, which seem purposeful (Tomaskovic-Devey, 1993). In other words, social 
closure happens when opportunities are closed to outsiders and only available to group members. 
Social closure involves both denying others opportunities and preserving opportunities for 
the majority. 
Social Role Theory 

Social roles are associated with particular expectations for people holding positions or 
belonging to a particular social category (Eagly et al., 2003). A hierarchical structure defines the 
roles that leaders play in an organizational setting. However, the organizational leader is 
simultaneously constrained by gender-specific roles. These gender-based roles stem from cultural 
expectations of what makes men and women different. Social role theory states that because gender 
roles influence expectations for individuals and organizations in leadership roles, there are 
behavioral disparities between male and female leaders (Weyer, 2007). Moreover, social role 
theory argues that the disparity between implicit constructs of leadership and stereotypes about 
women leads to bias in evaluating female leaders (Forsyth et al., 1997). 
Attitude Theory 

According to Steel (2002), the attitude theory explains the connection between turnover 
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intention and glass ceiling perception. This implied a strong correlation between turnover intention 
and work attitudes such as contentment with career progression (Boswell et al., 2005). This 
theory holds significance as it is predicted that women employees who experience a glass 
ceiling will be less satisfied with their career advancement, significantly influencing their 
intention to leave (Roman, 2017). As a result of glass ceilings and other forms of career 
discrimination, female employees experience differences in job satisfaction and 
turnover compared to their male counterparts (Downes et al., 2014). 

 
2.2 Empirical Review 
Glass Ceiling Perception and Turnover Intention 

According to Stroh et al. (1992), women were more likely to quit their jobs when they 
thought there were few chances for professional growth. Beehr and Taber (1993) also discovered 
a link between turnover intentions and the perception of upward mobility. According to Downes 
et al. (2014), the absence of professional growth opportunities for women in business may be a 
contributing cause to their high desire to leave. According to a study by Foster et al. (2011), there 
is a more substantial organizational commitment when there are enough opportunities for career 
advancement. This reduced the intention to leave and enhanced the capacity to break through the 
glass ceiling. 
Family Responsibility and Turnover Intention 

Family responsibility and turnover intentions are directly correlated. According to Allen et 
al. (2000), employees may leave the company or look for alternative employment to change their 
work-family balance if they experience stress or disagreements at work. Family responsibility 
raises stress levels, which causes intentions to leave the company because ongoing and unclear 
conflicts at work interfere with employees' personal lives. Employees believe switching to a 
different organization that could help them strike a better work-family balance is one way to 
address this problem (Lambert et al., 2017). Workers with higher family responsibilities reported 
a higher intention to resign (Pasewark & Viator, 2006). Consequently, family responsibility has a 
positive impact on turnover intentions. The following hypothesis has been put forth in light of the 
aforementioned research. 
H1: Family responsibility significantly affects turnover intention. 
Discriminatory Promotion Practices and Turnover Intention 

In a previous study, Morrell (2005) acknowledged that employee salary growth positively 
correlates with promotions, while employee quitting intention is negatively correlated. According 
to the authors, having clear guidelines about career development opportunities within the company 
boosts employees' sense of fulfillment and belonging, reducing their tendency to look for work 
outside of it. In another study, Kim (2012) discovered that one of the key elements of HRM 
practices that significantly hinders state government IT employees' intention to quit 
is the promotion opportunity. Earlier studies thus lead to the following hypothesis. 
H2: Discriminatory Promotion Practices significantly affect turnover intention. 
Employee Relation and Turnover Intention 
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Research shows that supportive workplace relationships significantly influence employee 
turnover intentions, especially for women in the insurance industry. Fisher (1985), showed that 
coworker support was negatively correlated with turnover intentions among the nurses, 
underscoring the significance of peer relationships in retention. In the same way, Tews et al. (2014) 
discovered a correlation between good employee relations and a decreased chance of quitting a 
company. In the insurance industry, where employees frequently work in intricate, high-pressure 
settings, Peer support, both emotional and practical, may help people feel confident and a sense of 
belonging. Because of this support, female employees are less likely to look for work elsewhere 
because they see opportunities for success within the company (Glomb & Tews, 2004). Therefore, 
the following hypothesis is based on the literature that has been previously studied.  
H3: Employee relations significantly affect turnover intention. 
Lack of Organizational Support and Turnover Intention 

A company's level of appreciation for the contributions made by its employees is known 
as organizational support (Eder & Eisenberger, 2007). Employees feel good about their 
organization when their contributions are acknowledged (Zagenczyk et al., 2020). When workers 
believe they have strong organizational support, they are more devoted to their employer (Afzal et 
al., 2019). On the other hand, employees are more likely to make plans to leave if they feel that 
their company is not supporting them (Akgunduz & Sanli, 2017). Thus, the literature discussed 
above leads to the following hypothesis.  
H4: Lack of organizational support is positively associated with turnover intention  
 
2.3 Research Framework 

Figure 1. Research Framework 
 

 
Source: Shaji et al. (2021); Downes et al. (2014); Pasha et al., (2020) 
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3. Research Methods 
3.1 Research Design 

This study used a cross-sectional research approach to examine whether 
women employees' intentions to leave are influenced by their perceptions of the glass ceiling. The 
analysis was conducted using a cross-sectional approach since it allows data to be collected at a 
single point in time (Downes et al., 2014; Mahat, 2023; Adhikary, 2016). Using an explanatory 
research design, the independent variable (glass ceiling perception) and the dependent variable 
(turnover intention) were linked to establishing causal relationships. This design helps to 
understand how women's perceptions of the glass ceiling impact their intention to leave 
their organizations. 
 
3.2 Population and Sample 

The study's participants were female employees of Kathmandu Valley-based life insurance 
companies. The Kathmandu Valley has 237 branches of 14 life insurance companies (Nepal 
Insurance Authority, 2024). Thus, as a representative sample, the Kathmandu Valley was chosen. 
There were significantly fewer women in executive positions in insurance companies, as stated 
by Misra et al. (2017). Additionally, the turnover rate is relatively higher. The women who worked 
for life insurance companies in the Kathmandu Valley were the subjects of this study. The 
questionnaire was sent only to female staff members, adopting a purposive sampling strategy.  

In line with Hair et al. (2016), the minimum sample size required for causal research would 
be five to ten times the number of items used. In this study, 26 items were used to evaluate five 
variables. In light of the advice given by Hair et al. (2016), the study's sample size would be at 
least 130 and 260 at most. Within the range mentioned above, 252 responses were taken for further 
analysis. 
 
3.3 Instruments/ Measurements 

A Likert scale with five points—one denoting strongly disagree and five denoting strongly 
agree-was used to measure the responses. The five statements for family responsibilities, three for 
discriminatory promotion practices, four for employee relations, and four for lack of organizational 
support were taken from Shaji et al. (2021). The two statements for discriminatory promotion 
practices were adopted from Misra and Sirohi (2019). One statement for employee relations was 
adopted from Subramaniam et al. (2016). One statement for lack of organizational support was 
adopted from Mohapatra et al. (2019). The six statements for turnover intention were adopted 
from Blomme et al. (2010). 
 
3.4 Data Collection and Analysis Procedure 

The primary data for the study were collected through a questionnaire 
survey using the online application Google Forms. Respondents who had access to the 
internet via computers or mobile devices filled out the survey. The gathered answers were 
automatically entered into an Excel spreadsheet, where the required data cleansing steps were 
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carried out before analysis. Descriptive analysis was performed using the mean and standard 
deviation to summarize the data and offer insights into the central tendencies and variability of the 
responses. The degree of association between the independent and dependent variables was 
ascertained through correlational analysis. Furthermore, regression analysis was used to test the 
research hypotheses by looking at the predictive relationships between the variables. The 
Statistical Package for Social Sciences (SPSS) Version 26 and Microsoft Excel were used for 
statistical analyses. 
 

4. Findings 
This section presents the results of the data analysis. It begins with the respondent's 

demographic profile, including their age, marital status, level of 
education, and employment history. Cronbach's alpha assesses the reliability of the measurement 
scales to ensure internal consistency. While regression analysis assesses the independent variable's 
predictive impact on the dependent variable, correlational analysis looks at the direction and strength 
of relationships between variables. 
 
Table 1: Demographic profile of respondents 
 Category Frequency Percent 
Age (Years) 18-23 20 7.9 
 24-29 39 15.6 
 30-35 56 22.2 
 36-41 83 32.9 
 42 and above 54 21.4 
Marital Status Married 149 59.1 
 Unmarried 103 40.9 
Educational Attainment High School 25 9.9 
 Bachelor 131 52.0 
 Masters 96 38.1 
Length of Service Less than 2 years 28 11.1 
 2-7 years 52 20.6 
 8-13 years 96 38.1 
 14 years and more 76 30.2 
Current Position  Lower level 105 41.7 
 Middle level 122 48.4 
 Top-level 25 9.9 

The study included 252 respondents in total. Age, marital status, highest level of 
educational attainment, length of service, and current position within the company were among 
the socioeconomic traits of the respondents that were evaluated. The respondents' demographic 
details are shown in Table 1. A significant portion of respondents (32%) were 36 to 41 years old. 
52 % of participants had a bachelor's degree as their highest level of education, and the majority 
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(59.1%) were married. Furthermore, 36% of those surveyed had worked for their employer for 
less than a year. In a similar vein, the majority of responders (48.4%) were employed at the middle 
level of the organizational structure. The finding suggests the perception of a glass ceiling in the 
insurance industry that only 9 9 % of respondents held top-level positions. 
 
Table 2: Reliability and Descriptive Statistics of Independent and Dependent Variable 
Variables No of 

Items 
Cronbach's 
Alpha 

Mean Standard 
Deviation 

Family Responsibilities 5 0.79 4.06 0.33 
Discriminatory Promotional Practices 5 0.82 3.58 1.47 
Employee Relations 5 0.71 1.91 0.47 
Lack of Organizational Support 5 0.70 3.91 1.37 
Turnover Intention 6 0.82 3.91 1.43 

Descriptive statistics and reliability data for important variables measured on a Likert 
scale-where 1 denotes "strongly disagree" and 5 denotes "strongly agree"—are shown in Table 2. 
Cronbach's alpha values illustrate the reliability of these variables and range from acceptable to 
excellent (Taber, 2017). Family Responsibilities (α = 0.79), Discriminatory Promotional Practices 
(α = 0.82), Employee Relations (α = 0 .71), Lack of Organizational Support (α = 0 .70), Job 
Satisfaction (α = 0.78) and Turnover Intention (α = 0.82) all showed good reliability. The mean 
scores suggest general agreement with the statements: Family Responsibilities (M = 4.06, SD = 
0.33), Discriminatory Promotional Practices (M = 4.58, SD = 1.47), Employee Relations (M = 
1.91, SD = 0.47) and Lack of Organizational Support (M = 3.91, SD = 1.37). The mean score of 
turnover Intention (M = 3.91, SD = 1.43) suggests general agreement towards the existence of 
turnover intention in respondents. These findings suggest that because of the presence of a glass 
ceiling perception, respondents agreed with having a turnover intention.  

 

Table 3: Correlational Analysis of Independent and Dependent Variable 
 FR DPP ER LOS TI 
FR      

 
DPP 

.634**     

.000     

ER .612** -.521**    

.000 .000    

LOS .294** -.484** .535**   

.000 .000 .000   

TI .020 .320** -.178** .158*  
.764 .000 .005 .012  

Note: *: Correlation is significant at 0.05 level 
 **: Correlation is significant at 0.01 level 

The correlation results between Turnover Intention (TI), Employee Relations 
(ER), Discriminatory Promotion Practices (DPP), Family Responsibility (FR), and Lack of 
Organizational Support (LOS) are shown in Table 3. The findings show no 
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meaningful correlation between family responsibility and Turnover Intention (TI) (r= 0.020, p= 
0.764). Similarly, a moderate positive correlation between Discriminatory Promotion Practices 
(DPP) and Turnover Intention (TI) was seen (r= 0.320, p< 0.001), indicating that greater turnover 
intention was linked to higher perceptions of DPP. Likewise, there was a negative correlation 
between Employee Relations (ER) and Turnover Intention (TI) (r= -0.178, p= 
0.005), indicating that lower turnover intention was linked to better employee relations. Turnover 
intention and Lack of Organizational Support (LOS) showed a weak correlation (r= 0.158, p= 
0.01). 
 
Table 4: Regression Analysis of Independent and Dependent Variable 
 
Unstandardized 
Coefficients 

T Sig. Collinearity 
Statistics 

 

 B Std. Error   Tolerance VIF 
(Constant) 0.575 0.459 1.254 0.211   
FR .306 .076 4.007 .000 .418 2.394 
DPP .445 .071 6.257 .000 .296 3.373 
ER -.217 .074 -2.951 .004 .409 2.446 
LOS .362 .049 7.394 .000 .595 1.680 
Adjusted R square  0.33 R 0.589   
F  19.548 Sig 0.000   

 
Table 4 shows the regression analysis results. The analyzed independent variables included 

lack of organizational support, employee relations, discriminatory promotional practices, 
and family responsibilities. T-values, significance levels (p-values), and unstandardized 
coefficients for each independent variable are displayed in the table. Family responsibility emerges 
as a statistically significant contributor to turnover intention (B= 0.306, t= 4.007, p<.05), 
suggesting that family responsibility had a significant role in turnover intention. Discriminatory 
promotional practices show a significant positive relationship with turnover intention (B = 0.445, 
t= 6.257, p< .05), indicating that greater discriminatory promotional practices corresponded to 
higher turnover intention. Employee relations stood out as a significant variable having a negative 
relationship with turnover intention (B= - 0.217, t= -2.951, p< .05). This implies that the better the 
employee relation, the lower the turnover intention. Lack of organizational support also exhibited 
statistically significant coefficients (B= 0.362, t= 7.394, p<0.05). With an adjusted R-
squared value of 0.33, the model's independent variables accounted for about 33% of the variance 
in turnover intention, indicating a lower level of explanation. The regression model 
was also statistically significant (F= 19.548, p< 0.05), indicating that the included independent 
variables collectively contributed to explaining turnover intentions. Hence, the hypotheses H1, H2, 
H3 and H4 were accepted. 
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5. Discussion and Conclusion 
This study analyzed the impact of the glass ceiling perception on the turnover intention of 

women employees working in life insurance companies inside Kathmandu Valley. First of all, the 
demographic profile of respondents suggested a very low (9.9%) representation of women 
employees in top-level management positions in insurance companies, indicating that some 
barriers prohibit women from climbing up the leadership ladder in life insurance companies. 
Similar trends were noted by Shrestha et al. (2023), who discovered that patriarchal organizational 
structures, family obligations, and cultural norms make it difficult for women in Nepal to assume 
leadership positions. Additionally, studies by Subedi and Shrestha (2023) and Adhikari and 
Shrestha (2023) show that women in Nepalese organizations frequently face "invisible barriers"—
like biases and restricted access to career advancement opportunities—that keep them from rising 
to the top of the leadership ladder, even when they possess the same professional experience and 
educational background as their male counterparts. The dominance of male-dominated networks 
and a dearth of mentoring opportunities exacerbate these barriers, making it harder for women to 
access the unofficial power structures that generally support career advancement. In line with the 
findings of Yeo (2020), the negative correlation between employee relations and turnover 
intention implies that improved employee relations within the company result in lower 
turnover intention. The regression analysis indicates that all four independent variables, 
discriminatory promotional practices, employee relations, family responsibilities, and lack of 
organizational support, significantly impact women employees' turnover intention. However, 
family responsibilities did not substantially impact women employees' turnover intention.  

The study's findings support both the Social Role Theory and the Social Closure Theory, 
which explain how female employees perceive a glass ceiling in their workplaces (Eagly et al., 
2003; Weyer, 2007). According to social role theory, workplace dynamics are shaped by gender-
based expectations and societal norms, frequently resulting in gender differences in career 
advancement (Eagly & Karau, 2002). Similarly, social closure theory emphasizes systemic 
obstacles that restrict women's chances for career progression and strengthen gender-based 
occupational segregation (Tomaskovic-Devey & Avent-Holt, 2019). These theoretical assertions 
are supported by the descriptive statistics in this study, which show that women employed by life 
insurance companies in Nepal frequently perceive a glass ceiling obstructing their career 
advancement.  

Furthermore, attitude theory offers a critical framework for comprehending how 
perceptions of the glass ceiling affect turnover intentions. According to this theory, attitudes about 
career advancement and job satisfaction impact employees' behavioral intentions, including their 
propensity to leave a company (Steel, 2002). Regression and correlation analyses demonstrate a 
strong positive relationship between turnover intention and glass ceiling perception in this study, 
which is consistent with this theoretical perspective. If women employees perceive barriers to 
career advancement, they are more likely to feel dissatisfied and ultimately increase their intention 
to leave their organizations. 

The study emphasizes how crucial it is for employers to support staff members with family 
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obligations, aligning with the research conducted by Allen et al. (2000) and Pasewark and Viator 
(2006), as both highlight the significant influence of family obligations on turnover intention. 
Allen et al. (2000) contend that increased work-family conflict causes job dissatisfaction and 
increases employee turnover. Pasewark and Viator (2006) also stress that when employees with 
significant family responsibilities don't receive enough support, like flexible work schedules, they 
may think about quitting for a better work-life balance. Consistent with the findings of Kim (2012), 
the results show that discriminatory promotional practices significantly affect turnover intention. 
Kim (2012) demonstrated that workers' job dissatisfaction and turnover risk rise when they believe 
that promotion policies are unfair and are based on non-merit criteria, such as gender, favoritism, 
or biased managerial choices. Additionally, the study discovered a significant negative 
correlation between employee relations and the intention to leave, aligning with Fisher's (1985) 
findings. Strong interpersonal ties among coworkers and encouraging leadership can improve job 
satisfaction and organizational commitment, which in turn can lower turnover intention, according 
to Fisher's study, highlighting the significance of positive workplace relationships. This suggests 
that the better the employee relations in the organization, the lower the intention to leave. Lack of 
organizational support significantly impacts turnover intention, which aligns with the study of 
Afzal et al. (2019). Employees who feel their company is providing them with high support will 
be loyal to it. These results contribute to a broader discussion on gender inequality in the 
workplace by offering empirical evidence in favor of the theoretical assertions of Social Role 
Theory, Social Closure Theory, and Attitude Theory. According to the study, organizational 
interventions that address the structural and attitude barriers that hinder women employees from 
advancing in their careers are essential to lowering the likelihood of turnover and promoting 
gender parity in the business sector. 
 

6. Implications of the Study 
The implication could involve implementing diversity and inclusion initiatives, promoting 

transparency in promotion processes, providing mentorship and leadership development programs, 
and actively challenging gender stereotypes and biases. Employers should establish 
an inclusive and friendly work environment where women are respected, feel valued, and have 
the necessary resources to succeed. Encourage open dialogue and feedback, create opportunities 
for collaboration and mentorship, and celebrate diversity and achievements within the 
organization. Similarly, organizations can invest in leadership development programs tailored to 
women employees. Building the fundamental abilities, self-assurance, and fortitude required to 
overcome the glass ceiling and advance to leadership roles within the company should be the 
primary goal of these programs. It underscores the need for organizations, particularly within the 
life insurance sector, to critically assess their support systems and employee relations practices to 
rescue glass ceiling perception. The study underscores the importance of addressing specific 
organizational barriers such as family responsibilities, discriminatory promotional practices, and 
insufficient organizational support. Implementing targeted initiatives to improve employee 
relations and support women's career advancement can mitigate turnover intentions and foster a 
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more inclusive work environment. These efforts not only promote gender equality but also 
enhance organizational stability and performance by retaining talented women employees through 
job satisfaction. 
 

7. Limitations and Directions for future studies 
When evaluating the results, the limitations of this study must be considered. First, the 

small sample size of 252 participants selected from among female workers in insurance companies 
in Kathmandu limits the broad applicability of the study. The findings might not fully represent 
employees in other sectors or geographical areas. Second, because the study was only done briefly, 
the findings might change as new ideas, practices, and attitudes are developed. Third, because the 
convenience sampling technique may not represent the total population of insurance industry 
employees, it introduces potential biases. Furthermore, this study excludes other potential factors 
like job satisfaction, organizational culture, or career development opportunities that could affect 
turnover intentions in favor of concentrating only on the barriers of glass ceiling perception as a 
determinant of turnover intention. Understanding the role of mediating factors, like job 
satisfaction, between the perception of a glass ceiling and the intention to leave might improve the 
understanding of the underlying mechanisms.  

Future studies can overcome these constraints and improve the generalizability of the 
results by using a more significant and varied sample from several industries. Future researchers 
are also encouraged to perform mediation analyses to investigate the possible role of job 
satisfaction in the relationship between the intention to leave and the perception of a glass ceiling. 
Future studies that use job satisfaction as a mediator can shed light on the complex relationship 
between intentions to leave and perceptions of the glass ceiling.  

 

References  
1. Adhikary, J. R. (2016). Barriers to career progression: a study of the perceptions of Nepali 

women employees. Journal of Business and Management Research, 1(2), 17-32.  
2. Adhikary, J. R., & Shrestha, B. K. (2023). Human capital as enabler of career success: 

Perceptions of Nepali women executives. Journal of Business and Management Research, 
5(1-2), 1-19. https://doi.org/10.3126/jbmr.v5i1-2.58564 

3. Afzal, S., Arshad, M., Saleem, S., & Farooq, O. (2019). The impact of perceived supervisor 
support on employees’ turnover intention and task performance. Journal of Management 
Development, 38(5), 369–382. https://doi.org/10.1108/jmd-03-2019-0076 

4. Akgunduz, Y., & Sanli, S. C. (2017). The effect of employee advocacy and perceived 
organizational support on job embeddedness and turnover intention in hotels. Journal of 
Hospitality and Tourism Management, 31, 118-125. 
https://doi.org/10.1016/j.jhtm.2016.12.002 

5. Akpinar-Sposito, C. (2013). Women in management research: Theoretical perspectives. 
4eme Franco-Tchèque. Trends in International Business, (1-12). 



  170 
 
 
 

6. Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, M. (2000). Consequences associated with 
work-to-family conflict: a review and agenda for future research. Journal of Occupational 
Health Psychology, 5(2), 278.  

7. Autry, C. W., & Daugherty, P. J. (2003). Warehouse operations employees: linking person‐
organization fit, job satisfaction, and coping responses. Journal of Business Logistics, 24(1), 
171–197. https://doi.org/10.1002/j.2158-1592.2003.tb00036.x  

8. Balasubramanian, S. A., & Lathabhavan, R. (2017). Women’s glass ceiling beliefs predict 
work engagement and burnout. Journal of Management Development, 36(9), 1125–1136. 
https://doi.org/10.1108/jmd-12-2016-0282  

9. Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in social 
psychological research: Conceptual, strategic, and statistical considerations. Journal of 
Personality and Social Psychology, 51(6), 1173–1182.  

10. Beehr, T. A., & Taber, T. D. (1993). Perceived intra‐organizational mobility: Reliable versus 
exceptional performance as means to getting ahead. Journal of Organizational Behavior, 
14(6), 579–594. https://doi.org/10.1002/job.4030140608 

11. Blomme, R. J., Van Rheede, A., & Tromp, D. (2010). Work-family conflict as a cause for 
turnover intentions in the hospitality industry. Tourism and Hospitality Research, 10(4), 
269–285. https://doi.org/10.1057/thr.2010.15 

12. Boswell, W. R., Boudreau, J. W., & Tichy, J. (2005). The relationship between employee 
job change and job satisfaction: the honeymoon-hangover effect. Journal of applied 
psychology, 90(5), 882.  

13. Carli, L. L., & Eagly, A. H. (2016). Women face a labyrinth: an examination of metaphors 
for women leaders. Gender in Management, 31(8), 514–527. https://doi.org/10.1108/gm-02-
2015-0007 

14. Cotter, D. A., Hermsen, J. M., Ovadia, S., & Vanneman, R. (2001). The glass ceiling effect. 
Social Forces, 80(2), 655–681. https://doi.org/10.1353/sof.2001.0091 

15. Dess, G. G., & Shaw, J. D. (2001). Voluntary turnover, social capital, and organizational 
performance. Academy of Management Review, 26(3), 446-456. 
https://doi.org/10.5465/amr.2001.4845830 

16. Downes, M., Hemmasi, M., & Eshghi, G. S. (2014). When a perceived glass ceiling impacts 
organizational commitment and turnover intent: the mediating role of distributive justice. 
Journal of Diversity Management, 9(2), 131–146. https://doi.org/10.19030/jdm.v9i2.8971 

17. Eagly, A. H., Johannesen-Schmidt, M. C., & Van Engen, M. L. (2003). Transformational, 
transactional, and laissez-faire leadership styles: a meta-analysis comparing women and 
men. Psychological bulletin, 129(4), 569.  

18. Eder, P., & Eisenberger, R. (2007). Perceived organizational support: reducing the negative 
influence of coworker withdrawal behavior. Journal of Management, 34(1), 55–68. 
https://doi.org/10.1177/0149206307309259  

19. Fisher, C. D. (1985). Social Support and Adjustment to work: a longitudinal study. Journal 
of Management, 11(3), 39–53. https://doi.org/10.1177/014920638501100304 



  171 
 
 
 

20. Forsyth, D. R., Heiney, M. M., & Wright, S. S. (1997). Biases in appraisals of women 
leaders. Group Dynamics: Theory, Research, and Practice, 1(1), 98.  

21. Foster, B. P., Lonial, S., & Shastri, T. (2011). Mentoring, career plateau tendencies, turnover 
intentions and implications for narrowing pay and position gaps due to gender-structural 
equations modeling. Journal of Applied Business Research, 27(6), 71-84.  

22. Glomb, T. M., & Tews, M. J. (2004). Emotional labor: A conceptualization and scale 
development. Journal of Vocational Behavior, 64(1), 1–23. https://doi.org/10.1016/s0001-
8791(03)00038-1  

23. Goodman, J. S., Fields, D. L., & Blum, T. C. (2003). Cracks in the glass ceiling. Group & 
Organization Management, 28(4), 475–501. https://doi.org/10.1177/1059601103251232 

24. Grant, A. M., Christianson, M. K., & Price, R. H. (2007). Happiness, health, or relationships? 
managerial practices and employee well-being tradeoffs. Academy of Management 
Perspectives, 21(3), 51–63. https://doi.org/10.5465/amp.2007.26421238 

25. Hair, Jr., J.F., Sarstedt, M., Matthews, L.M. and Ringle, C.M. (2016). Identifying and treating 
unobserved heterogeneity with FIMIX-PLS: part I – method. European Business Review, 
28(1) 63-76. https://doi.org/10.1108/EBR-09-2015-0094 

26. Hom, P. W., Mitchell, T. R., Lee, T. W., & Griffeth, R. W. (2012). Reviewing employee 
turnover: focusing on proximal withdrawal states and an expanded criterion. Psychological 
bulletin, 138(5), 831.  

27. Hymowitz, C., & Schellhardt, T. D. (1986). The corporate woman (a special report): Cover-
-The glass ceiling: Why women can't seem to break the invisible barrier that blocks them 
from the top jobs. Wall Street Journal, 1, 4-5.  

28. Kephart, P., & Schumacher, L. (2005). Has the glass ceiling cracked? An exploration of 
women entrepreneurship. Journal of Leadership & Organizational Studies, 12(1), 2–15. 
https://doi.org/10.1177/107179190501200102  

29. Kim, S. (2012). The impact of human resource management on state government IT 
employee turnover intentions. Public Personnel Management, 41(2), 257–279. 
https://doi.org/10.1177/009102601204100204 

30. Klassen, R. M., & Chiu, M. M. (2010). Effects on teachers' self-efficacy and job satisfaction: 
Teacher gender, years of experience, and job stress. Journal of educational Psychology, 
102(3), 741.  

31. Kurtulus, F. A., & Tomaskovic-Devey, D. (2012). Do female top managers help women to 
advance? A panel study using EEO-1 records. The Annals of the American Academy of 
Political and Social Science, 639(1), 173-197. 

32. Lama, B. (2019). Effect of glass ceiling on women’s career development in banks operating 
in Pokhara Metropolitan City. Journal of Nepalese Business Studies, 12(1), 100-110.  

33. Lambert, E. G., Hogan, N. L., Keena, L. D., Williamson, L. C., & Kim, B. (2017). Exploring 
the association between different types of social support with role stress, work–family 
conflict, and turnover intent among private prison staff. Journal of Applied Security 
Research, 12(2), 203–223. https://doi.org/10.1080/19361610.2017.1277866  



  172 
 
 
 

34. Lisa, B. (2003). The opt-out revolution. New York Times Magazine, 10(26), 23-32.  
35. Locke, E. A. (1969). What is job satisfaction? Organizational Behavior and Human 

Performance, 4(4), 309–336. https://doi.org/10.1016/0030-5073(69)90013-0 
36. Mahat, D. (2023). Glass ceiling factors affecting women’s career advancement in public 

sector of Nepal. Social Science Research Network. https://doi.org/10.2139/ssrn.4559781 
37. Meyerson, D. E., & Fletcher, J. K. (2000). A modest manifesto for shattering the glass 

ceiling. Harvard Business Review, 78(1), 126-136.  
38. Mishra, U. S., Pattanayak, S., Dash, M., & Dash, M. (2017). Investigating the mediating role 

of affective commitment in the relationship between perceived organizational support and 
turnover intention: a case of Indian insurance industry. International Journal of Economic 
Research, 14(7), 455-464. 

39. Misra, P., & Sirohi, K. (2019). Challenges of women employees in the managerial cadre in 
Indian IT, Civil and Electronics Industry: An analysis. Australasian Accounting, Business 
and Finance Journal, 13(2), 107-122.  

40. Mobley, W. H. (1982). Some unanswered questions in turnover and withdrawal research. 
˜the oeAcademy of Management Review, 7(1), 111–116. 
https://doi.org/10.5465/amr.1982.4285493 

41. Mohapatra, M. D., Satpathy, I., & Patnaik, B. C. M. (2019). Organizational commitment and 
job satisfaction in information technology sector. International Journal of Innovative 
Technology and Exploring Engineering, 8(9), 1993-1999.  

42. Morrell, K. (2005). Towards a typology of nursing turnover: the role of shocks in nurses’ 
decisions to leave. Journal of Advanced Nursing, 49(3), 315–322. 
https://doi.org/10.1111/j.1365-2648.2004.03290.x 

43. Murphy, R. (1984). The structure of closure: A critique and development of the theories of 
Weber, Collins, and Parkin. British Journal of Sociology, 547-567. 

44. National Statistics Office. (2022). National population and housing census 2021. 
https://censusnepal.cbs.gov.np/results/household 

45. Nepal Insurance Authority. (2024). Number of branches and employees of life insurers as on 
Chaitra 2080. 
https://nia.gov.np/Admin/images/InsurerStatistics/Files/66376778c0fb6_1714907000.xlsx 

46. Ozolina-Ozola, I. (2014). The impact of human resource management practices on employee 
turnover. Procedia - Social and Behavioral Sciences, 156(2), 223-226. 
https://doi.org/10.1016/j.sbspro.2014.11.178 

47. Pasewark, W. R., & Viator, R. E. (2006). Sources of work-family conflict in the accounting 
profession. Behavioral Research in Accounting, 18(1), 147–165. 
https://doi.org/10.2308/bria.2006.18.1.147 

48. Pasha, A. T., Ali, S. W., & Malik, S. (2020). Connection between glass ceiling beliefs of 
female employees and their commitment towards organization: Mediation of job satisfaction. 
Pakistan Journal of Social Sciences, 40(2), 925-936.  



  173 
 
 
 

49. Rishani, M., Mallah, M., Houssami, S., & Ismail, H. (2015). Lebanese perceptions of the 
glass ceiling. Equality, Diversity and Inclusion, 34(8), 678–691. https://doi.org/10.1108/edi-
11-2014-0082 

50. Roman, M. (2017). Relationships between women's glass ceiling beliefs, career 
advancement satisfaction, and quit intention (Doctoral dissertation, Walden University).  

51. Shaji, J. P., Joseph, J. K., & K, T., V. (2021). Development and validation of a scale to 
measure glass ceiling among women employees in the banking sector. Global Business 
Review, 097215092110501. https://doi.org/10.1177/09721509211050136 

52. Shrestha, I., Dahal, R. K., Ghimire, B., & Rai, B. (2023). Invisible barriers: Effects of glass 
ceiling on women's career progression in Nepalese commercial banks. Problems and 
Perspectives in Management, 21(4), 605. http://dx.doi.org/10.21511/ppm.21(4).2023.45 

53. Smith, P., Crittenden, N., & Caputi, P. (2012). Measuring women’s beliefs about glass 
ceilings: Development of the career pathways survey. Gender in Management, 27(2), 68–80. 
https://doi.org/10.1108/17542411211214130 

54. Spector, P. E., Allen, T. D., Poelmans, S., Lapierre, L., Cooper, C. L., O’Driscoll, M. P., 
Sánchez, J. I., Abarca, N., Alexandrova, M., Beham, B., Brough, P., Ferreiro, P., Fraile, G., 
Lu, C., Lu, L., Moreno-Velázquez, I., Pagon, M., Pitariu, H. D., Salamatov, V., Widerszal‐
Bazyl, M. (2007). Cross‐national differences in relationships of work demands, job 
satisfaction, and turnover intentions with work–family conflict. Personnel Psychology, 
60(4), 805- 835. https://doi.org/10.1111/j.1744-6570.2007.00092.x 

55. Stamolampros, P., Korfiatis, N., Chalvatzis, K., & Buhalis, D. (2019). Job satisfaction and 
employee turnover determinants in high contact services: Insights from employee’s online 
reviews. Tourism Management, 75, 130–147. https://doi.org/10.1016/j.tourman.2019.04.030 

56. Steel, R. P. (2002). Turnover Theory at the Empirical interface: Problems of fit and function. 
˜TheoeAcademy of Management Review, 27(3), 346–360. 
https://doi.org/10.5465/amr.2002.7389900 

57. Stroh, L. K., Brett, J. M., & Reilly, A. H. (1992). All the right stuff: A comparison of female 
and male managers' career progression. Journal of applied psychology, 77(3), 251.  

58. Subedi, R., & Shrestha, M. (2023). From fighting to flying: Women leadership in private 
schools of Kathmandu valley. KMC Journal, 5(1), 281-300. 
https://doi.org/10.3126/kmcj.v5i1.52467 

59. Subramaniam, G., Khadri, N. A. M., Maniam, B., & Ali, E. (2016). The glass ceiling 
phenomenon-does it really affect women's career advancement in Malaysia?. Journal of 
Organizational Culture, Communications and Conflict, 20, 81.  

60. Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, turnover 
intention, and turnover: path analyses based on meta‐analytic findings. Personnel 
Psychology, 46(2), 259-293. https://doi.org/10.1111/j.1744-6570.1993.tb00874.x 

61. Tews, M. J., Stafford, K., & Michel, J. W. (2014). Life happens and people matter: Critical 
events, constituent attachment, and turnover among part-time hospitality employees. 



  174 
 
 
 

International Journal of Hospitality Management, 38, 99–105. 
https://doi.org/10.1016/j.ijhm.2014.01.005 

62. Tomaskovic-Devey, D. (1993). Gender & racial inequality at work: The sources and 
consequences of job segregation. Cornell University Press, 48(6), 1273  

63. Weyer, B. (2007). Twenty years later: Explaining the persistence of the glass ceiling for 
women leaders. Women in Management Review, 22(6), 482–496. 
https://doi.org/10.1108/09649420710778718 

64. Zagenczyk, T. J., Purvis, R. L., Cruz, K., Thoroughgood, C., & Sawyer, K. (2020). Context 
and social exchange: perceived ethical climate strengthen the relationships between 
perceived organizational support and organizational identification and commitment. 
International Journal of Human Resource Management, 32(22), 4752–4771. 
https://doi.org/10.1080/09585192.2019.1706618 


