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Abstract

This study explores how women’s experiences of menopause shape their career trajectories
at Higher Education Business and Management Schools in the UK and Ireland. Despite
research showing gender and age inequalities in academia, menopause remains an
overlooked factor affecting women’s career trajectories. Adopting a feminist standpoint lens,
this research uses semi-structured interviews to explore how the intersection of neoliberal
culture and postfeminist rhetoric shapes menopausal women'’s career trajectories. Findings
will contribute to our understanding of organisational and cultural barriers that menopausal
women face, offering new insights into gendered ageism. This research aims to inform
policies and practices that promote career equality for women in academia. Its insights may
be transferable to other neoliberal environments, offering a broader perspective on
workplace gender inequalities.
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Introduction

This research responds to Butler's observation that women's experience of menopause in the
workplace is under-researched (Brewis et al., 2025; Butler, 2020). Using a feminist
standpoint lens, my study foregrounds women’s experiences to explore how postfeminism
and neoliberalism influence women’s experience of menopause and shape their career
trajectories in business and management schools in the UK and Ireland.

Emphasising self-reliance and the individual, postfeminism acknowledges past feminist
gains and suggests that women have achieved societal equality (Gill, 2017; McRobbie,
2004). Neoliberalism, likewise, focuses on the individual but does so because of values that
prioritise meritocracy, performance and competition (Yarrow & Johnston, 2022). Both
perspectives position menopause as an individual challenge rather than an organisational
concern (Rottenberg & Gilchrist, 2025), thereby masking the existence of gendered
structural inequalities (Meyers, 2013) in business and management schools.

Empirical evidence demonstrates persistent gender disparities in pay, senior roles, and the
representation of women in academia (Pecis et al., 2022; Sliwa, Mason, et al., 2022).
According to the Higher Education Statistics Agency (HESA), women made up only 32% of
professors in UK universities in the 2023/24 academic year (Higher Education Statistics
Agency, 2025). In business and management schools, a 6% gender gap in senior positions
favours men, and in Russell Group universities, only 25% of professors are women,
compared with 34% in post-92 institutions (Sliwa, Mason, ef al., 2022). These figures reveal
a systemic gender bias that continues to disadvantage women at senior academic levels
(Acker, 2006; Davies, Yarrow and Syed, 2020).

In addition to the underrepresentation of women in academic leadership roles (Davies,
Yarrow and Syed, 2020), Sliwa et al. (2022a) identify a robust talent pool of women that
‘narrows structurally at mid-career’ (p. 5). The mid-career period typically coincides with
the onset of perimenopause and menopause, raising important questions about the
intersection of gender, ageing and careers. My study explores these dynamics by asking:
How do women’s experiences of perimenopause and menopause shape their career
trajectories in business and management schools? By focusing on a context shaped by
neoliberal and postfeminist ideologies, the research seeks to uncover how these broader
discourses shape menopausal women’s experiences and career trajectories.

This developmental paper outlines the theoretical and methodological foundations for an
empirical study. I aim to share preliminary insights at the conference (September 2025). The
paper reviews key literature on menopause, its framing within neoliberal and postfeminist
contexts, and their intersection. It then details the proposed methodology.
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Literature Review
Reconceptualising Menopause: From Biomedical to Woman-Centred

Historically, both society and scholars have viewed menopause through a biomedical lens,
framing it as a decline in reproductive function (Beck et al., 2021; Goldstein, 2000) and
defining it by the cessation of menstruation (Hamoda, 2021). While many women
experience physical and psychological symptoms — including hot flushes, mood swings,
and cognitive difficulties — menopause has also been socially constructed as a disease
(Hickey et al., 2022). This framing reinforces negative associations with illness, barrenness,
and a loss of femininity (Atkinson et al., 2021; Roberts & Hickey, 2016). These views have
contributed to narratives that portray menopausal women as victims of gendered ageism,
further reinforcing their marginalisation in the workplace (Ferguson and Parry, 1998).

A growing body of feminist work has challenged the historic narratives about menopause.
Moving away from a biomedical lens allows the discussion to progress to women’s lived
experiences. Indeed, emerging frameworks, such as bio-psycho-cultural perspectives
(Atkinson, Carmichael and Duberley, 2021) and identity theory (Steffan, 2021) have shown
menopause transition to be a complex interplay of professional identity and gendered
expectations (de Salis et al., 2018; Ferguson & Parry, 1998; Hvas & Gannik, 2008).

Women’s experience of menopause in the context of neoliberal environments

Neoliberal ideology in business and management schools has been a catalyst for both growth
and disparity in the arena of gender equality (Tzanakou and Pearce, 2019; Yarrow and
Johnston, 2023). Market-driven practices encourage competition, individualism, and traits
such as rationality and logic (Zaidman, 2020), leaving little space for recognising the
vulnerabilities associated with menopause (Edwards et al., 2022; Yarrow and Davies, 2022).
Indeed, such vulnerabilities challenge workplace norms of femininity, which are shaped by
masculine cultures and the idea of the ideal worker (Acker, 1990). Neoliberal frameworks in
Higher Education (HE) position deviation from the ideal worker as an individual problem to
be self-managed (Orgad and Rottenberg, 2023). Consequently, the absence of menopause
from organisational discourse contributes to policies and procedures that inadequately
support menopausal women (Riach and Jack, 2021).

Masculinised workplace norms in business and management schools (Apospori et al., 2021)
and the resultant stigmatisation of menopause render conversations about menopause
invisible (Beck, Brewis and Davies, 2020; Grandey, Gabriel and King, 2020) and taboo
(Beck et al., 2020; Hardy et al., 2019). Therefore, menopausal women are silenced (Collins
et al., 2024; Nosek et al., 2008) and organisational expectations reinforce the belief that they
must manage their symptoms privately (Grandey, Gabriel and King, 2020; Atkinson,
Carmichael and Duberley, 2021; Rottenberg and Gilchrist, 2025). Additionally, women are
expected to maintain visibility and the constant appearance of productivity and engagement
at work (Mavin and Grandy, 2016). As a result, women engage in aesthetic labour (Mavin
and Grandy, 2016) and what Sang et al. (2021) describe as bloodwork — the additional
physical and emotional labour required to manage menstruation and genealogical health in
the workplace. This includes pain, leakage, stigma and lack of access to facilities (Sang et
al., 2021). Both forms of labour often go unnoticed and unrecognised thereby compounding
the burdens placed on menopausal women (Mavin and Grandy, 2016; Sang ef al., 2021).
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As neoliberal universities fail to accommodate life transitions, such as menopause (Beck,
Brewis and Davies, 2021; Rottenberg and Gilchrist, 2025), these organisations reinforce
structural inequalities that hinder career progression (Apospori ef al., 2021). By framing
menopause as a personal issue rather than a workplace concern, neoliberal academic cultures
reinforce the silence surrounding it. This silence not only shapes menopausal women’s day-
to-day working conditions (Beck et al., 2020; Collins et al., 2024; Hardy et al., 2019) but
may also have implications for how their performance is assessed and managed (Beck,
Brewis and Davies, 2021). The interplay of structural inequalities, organisational silence,
and performance expectations may significantly affect the career trajectories of menopausal
women.

Postfeminist rhetoric and its uneasy relationship with claims of gender equality in
Business and Management Schools

Despite postfeminist rhetoric claiming the achievement of gender equality (McRobbie,
2004; Gill, K. Kelan and M. Scharff, 2017), the realities faced by women in the neoliberal
academia (Edwards et al., 2022; Orgad & Rottenberg, 2023), especially those navigating the
complexities of menopause (Theis ef al., 2023), tell a different story. The postfeminist
narrative reinforces individualism and self-management, however, this narrative does not
focus on structural barriers that impede equality (Benn, 2013). As a result, postfeminist
rhetoric, which suggests that feminist goals have been realised, also perpetuates the very
inequalities that it purports to have overcome.

Postfeminist sensibilities are characterised by an emphasis on choice, empowerment, and
individual responsibility (Gill, 2016). Yet this emphasis can obscure the collective action and
support systems required to tackle systemic gender inequalities (Morgenroth & Ryan, 2018).
For menopausal women, this is particularly challenging. Workplace expectations that
women manage and mitigate menopause symptoms independently, without burdening the
organisation, often neglect the flexibility and understanding menopausal women require
(Hickey et al., 2017). This individualised framing discourages collective action and silences
open discussion of women’s experiences (Nosek, Kennedy and Gudmundsdottir, 2008).

The intersection of neoliberalism, postfeminism and menopause: A critical exploration

In business and management schools, menopause intersects with neoliberal and postfeminist
ideologies, presenting a unique challenge often obscured by both paradigms. Neoliberal
work culture prioritises productivity and meritocracy (Yarrow & Davies, 2022; Yarrow &
Johnston, 2022), while postfeminist narratives promote self-management and resilience,
suggesting gender equality has been achieved (Gill, 2016; Lewis et al., 2017). Yet curiously,
the ideological overlap between these paradigms in business and management schools
affects menopausal women by masking structural inequalities and limiting
acknowledgement of their lived experiences, including how peri-menopause and menopause
influence career trajectories.

In business and management schools, the intersection of menopause with neoliberal and
postfeminist ideologies presents a unique challenge that is often obscured by the rhetoric of
both theoretical paradigms. The neoliberal work culture, which prioritises productivity
within a meritocratic environment (Yarrow & Davies, 2022; Yarrow & Johnston, 2022),
curiously intersects with a postfeminist narrative promoting self-management and resilience,
positing that equality has been achieved (Gill, 2016; Lewis et al., 2017). Resulting in a
masking of structural inequalities and biases that affect menopausal women. This leaves
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little room for acknowledging the lived realities of peri-menopause and menopause and how
this may shape women’s career trajectories.

Gaps in the literature

Literature on gender inequality in business and management schools has primarily examined
workplace discrimination (Sliwa, Gordon, et al., 2022) and broader causes of gender
disparity. Although these studies illuminate gendered barriers, they often overlook women’s
experiences of biological phenomena that shape their working lives. Experiences of
menstruation (Grandey, Gabriel and King, 2020; Sang et al., 2021), pregnancy (Gatrell,
2013; Gatrell, Cooper & Ernst Kossek, 2017), and menopause (Butler, 2020; Atkinson,
Carmichael & Duberley, 2021; Beck, Brewis & Davies, 2021) remain marginal in
mainstream discussions of gender inequality and career progression. Given that menopause
typically occurs during mid-career, when women are often applying for leadership positions
or navigating increased performance demands, its exclusion from career-focused gender
research is a critical oversight.

The intersection of gendered ageism with performance management in business and
management schools remains underexplored (Beck, Brewis and Davies, 2021). As dominant
frameworks are grounded in neoliberal principles of productivity, self-regulation, and
meritocracy (Apospori et al., 2021; Zaidman, 2020), they rarely acknowledge the embodied
realities of menopause — such as cognitive difficulties, fatigue, and hot flushes (Geukes et
al., 2016; Hickey et al., 2017; Steffan & Potocnik, 2022). The neglect of these embodied
experiences reinforces gendered ageism by failing to accommodate the needs of menopausal
women (Beck, Brewis and Davies, 2021). This neglect highlights the need to investigate
how performance management frameworks shape menopausal women’s career trajectories
and contribute to enduring gendered inequalities (Atkinson, Carmichael and Duberley,
2021).

This literature review highlights gaps in how neoliberal and postfeminist rhetoric shape
menopausal women’s experiences in business and management schools. While gender
inequality has been widely studied, the impact of menopause on career trajectories remains
underexplored. My research responds to this oversight by examining how women’s
experiences of perimenopause and menopause shape their career trajectories, offering a
more nuanced account of gendered embodiment in the workplace.

Research Design

A qualitative research design is used because it allows for the flexibility to investigate the
meanings and personal interpretations women ascribe to menopause, particularly in
professional contexts (Seibold, 2000; Voicu, 2018). Qualitative diaries kept over 12 weeks,
and/or semi-structured interviews will be used to collect rich, detailed data (Seibold,
Richards and Simon, 1994).

This study uses a qualitative design for its flexibility in exploring the meanings and personal
interpretations women attach to menopause, particularly in a professional context (Seibold,
2000; Voicu, 2018). Data will be generated through semi-structured interviews, which will
enable the collection of rich contextually grounded narratives (Seibold, Richards and Simon,
1994). These interviews provide space for open reflection, enabling participants to explore
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the impacts of menopause and the socially constructed meanings they attach to it (Plowman,
2010; Radcliffe, 2013).
Next Steps

Participants who self-report experiencing peri-menopause or menopause are being recruited
through an initial questionnaire, followed by an interview.

Data collection will take place between April and September 2025.

Data analysis will follow Braun and Clarke’s (2006) framework. Preliminary findings will
be ready for presentation at the conference in September 2025.

Mandy Lim Page 6 of 10



References

Acker, J. (1990) ‘Hierarchies, Jobs, Bodies: A Theory of Gendered Organizations’, Gender
and Society, 4(2), pp. 139—-158. Available at:
https://doi.org/10.1177/089124390004002002.

Acker, J. (2006) ‘Inequality Regimes Gender, Class, and Race in Organizations’, Gender &
society, 20(4), pp. 441-464. Available at: https://doi.org/10.1177/0891243206289499.

Apospori, E. et al. (2021) Work Package 2 Deliverable 2.1: Synthesis of GE SoA and SoP
Project Full Title: Transparent and Resilient Gender Equality Through Integrated
Monitoring Planning And Implementation. Available at: https://targeted-mpi.eu/wp-
content/uploads/2022/03/TARGETED-MPI_ WP2-

D2.1 Synthesis of GE SoA  SoP.pdf (Accessed: 5 January 2023).

Atkinson, C., Carmichael, F. and Duberley, J. (2021) ‘The Menopause Taboo at Work:
Examining Women’s Embodied Experiences of Menopause in the UK Police Service’,
Work, Employment and Society, 35(4), pp. 657-676. Available at:
https://doi.org/10.1177/0950017020971573.

Beck, V., Brewis, J. and Davies, A. (2020) ‘The remains of the taboo: experiences, attitudes,
and knowledge about menopause in the workplace’, Climacteric, 23(2), pp. 158—164.
Available at: https://doi.org/10.1080/13697137.2019.1656184.

Beck, V., Brewis, J. and Davies, A. (2021) ‘“Women’s experiences of menopause at work and
performance management’, Organization, 28(3), pp. 510-520. Available at:
https://doi.org/10.1177/1350508419883386.

Benn, M. (2013) ‘After post-feminism: Pursuing material equality in a digital age’, Public
policy research, 20(3), pp. 223-227. Available at: https://doi.org/10.1111/3.2050-
5876.2013.00757 x.

Braun, V. and Clarke, V. (2006) ‘Using thematic analysis in psychology’, Qualitative
Research in Psychology, 3(2), pp. 77-101. Available at:
https://doi.org/10.1191/1478088706qp0630a.

Brewis, J., van Amsterdam, N. and Wijntuin, P. (2025) ““How did I cope with that for so
long every day, all day?” Disruption, misrecognition, and menopause at work’,
Organization [Preprint]. Available at: https://doi.org/10.1177/13505084241311242.

Butler, C. (2020) ‘Managing the Menopause through “Abjection Work”: When Boobs Can
Become Embarrassingly Useful, Again’, Work, Employment and Society, 34(4), pp.
696—712. Available at: https://doi.org/10.1177/0950017019875936.

Collins, H., Barry, S.H. and Grace (2024) ““Difficult to Divulge”: The Impact of
Organisational Silence around the Menopause’, Work, Employment and Society
[Preprint]. Available at: https://doi.org/10.1177/09500170231212127.

Davies, J., Yarrow, E. and Syed, J. (2020) ‘The curious under-representation of women
impact case leaders: Can we disengender inequality regimes?’, Gender, work, and
organization, 27(2), pp. 129-148. Available at: https://doi.org/10.1111/gwao.12409.

Edwards, M. et al. (2022) ““I am not a Gentleman academic”: Telling our truths of micro-
coercive control and gaslighting in Business Schools using “Faction™’, Gender, Work
and Organization [Preprint]. Available at: https://doi.org/10.1111/gwao.12905.

Ferguson, S.J. and Parry, C. (1998) ‘Rewriting Menopause: Challenging the Medical
Paradigm to Reflect Menopausal Women’s Experiences’, Frontiers: A Journal of
Women Studies, 19(1), p. 20. Available at: https://doi.org/10.2307/3347130.

Geukes, M. et al. (2016) ‘The impact of menopause on work ability in women with severe
menopausal symptoms’, Maturitas, 90, pp. 3—8. Available at:
https://doi.org/10.1016/j.maturitas.2016.05.001.

Mandy Lim Page 7 of 10



Gill, R. (2016) ‘Post-postfeminism?: new feminist visibilities in postfeminist times’,
Feminist Media Studies, 16(4), pp. 610-630. Available at:
https://doi.org/10.1080/14680777.2016.1193293.

Gill, R. (2017) ‘The affective, cultural and psychic life of postfeminism: A postfeminist
sensibility 10 years on’, European journal of cultural studies, 20(6), pp. 606—626.
Available at: https://doi.org/10.1177/1367549417733003.

Gill, R., K. Kelan, E. and M. Scharff, C. (2017) ‘A Postfeminist Sensibility at Work’,
Gender, Work and Organization, 24(3), pp. 226-244. Available at:
https://doi.org/10.1111/gwao.12132.

Goldstein, D.E. (2000) ““When ovaries retire”: contrasting women’s experiences with
feminist and medical models of menopause’, Health, 4(3), pp. 309-323.

Grandey, A.A., Gabriel, A.S. and King, E.B. (2020) ‘Tackling Taboo Topics: A Review of
the Three Ms in Working Women'’s Lives’, Journal of Management, 46(1), pp. 7-35.
Available at: https://doi.org/10.1177/0149206319857144.

Hamoda, H. (2021) BRITISH MENOPAUSE SOCIETY Tool for clinicians What is the
menopause? Available at: https://thebms.org.uk/wp-content/uploads/2022/03/17-BMS-
TfC-What-is-the-menopause-01D.pdf (Accessed: 16 April 2023).

Hardy, C. et al. (2019) ‘Tackling the taboo: talking menopause-related problems at work’,
International Journal of Workplace Health Management, 12(1), pp. 28-38. Available
at: https://doi.org/10.1108/IJWHM-03-2018-0035.

Hickey, M. et al. (2017) ‘No sweat: managing menopausal symptoms at work’, Journal of
Psychosomatic Obstetrics and Gynecology, 38(3), pp. 202-209. Available at:
https://doi.org/10.1080/0167482X.2017.1327520.

Hickey, M. et al. (2022) ‘Normalising menopause’, The BMJ [Preprint]. Available at:
https://doi.org/10.1136/bmj-2021-069369.

Higher Education Statistics Agency (2025) Higher Education Staff statistics and data
2023/24. Available at: https://www.hesa.ac.uk/news/28-01-2025/higher-education-
staff-statistics-and-data-202324 (Accessed: 27 June 2025).

Hvas, L. and Gannik, D.E. (2008) ‘Discourses on menopause - Part II: How do women talk
about menopause?’, Health, 12(2), pp. 177-192. Available at:
https://doi.org/10.1177/1363459308091428.

Lewis, P., Benschop, Y. and Simpson, R. (2017) ‘Postfeminism, Gender and Organization’,
Gender, Work and Organization. Blackwell Publishing Ltd, pp. 213-225. Available at:
https://doi.org/10.1111/gwao.12175.

Mavin, S. and Grandy, G. (2016) ‘A theory of Abject Appearance: Women elite leaders’
intra-gender “management” of bodies and appearance’, human relations, 69(5), pp.
1095-1120. Available at: https://doi.org/10.1177/0018726715609107.

McRobbie, A. (2004) ‘Post-feminism and popular culture’, Feminist Media Studies, 4(3), pp.
255-264. Available at: https://doi.org/10.1080/1468077042000309937.

Meyers, M. (2013) ‘The war on academic women: Reflections on postfeminism in the
neoliberal academy’, Journal of Communication Inquiry, 37(4), pp. 274-283.
Available at: https://doi.org/10.1177/0196859913505619.

Morgenroth, T. and Ryan, M.K. (2018) ‘Addressing gender inequality: Stumbling blocks and
roads ahead’, Group processes & intergroup relations, 21(5), pp. 671-677. Available
at: https://doi.org/10.1177/1368430218786079.

Nosek, M., Kennedy, H.P. and Gudmundsdottir, M. (2008) Silence, Stigma, and Shame:
Distress During the Menopause Transition’, Journal of midwifery & women s health,
53(5), pp. 482—482. Available at: https://doi.org/10.1016/j.jmwh.2008.05.017.

Mandy Lim Page 8 of 10



Orgad, S. and Rottenberg, C. (2023) ‘Mediating menopause: Feminism, neoliberalism, and
biomedicalisation’, Feminist Theory [Preprint]. Available at:
https://doi.org/10.1177/14647001231182030.

Pecis, L., Stead, V. and Wilkes, M. (2022) GENDER MATTERS 2022. Available at:
https://www.lancaster.ac.uk/media/lancaster-university/content-
assets/documents/lums/research/GenderMatters2022.pdf (Accessed: 14 February
2023).

Riach, K. and Jack, G. (2021) “Women’s health in/and work: Menopause as an intersectional
experience’, International Journal of Environmental Research and Public Health,
18(20). Available at: https://doi.org/10.3390/ijerph182010793.

Roberts, H. and Hickey, M. (2016) ‘Managing the menopause: An update’, Maturitas, 86,
pp. 53-58. Available at: https://doi.org/10.1016/j.maturitas.2016.01.007.

Rottenberg, C. and Gilchrist, K. (2025) ‘The menopausal subject at work: gendered
embodiment and neoliberal management in the UK’, Journal of Gender Studies
[Preprint]. Available at: https://doi.org/10.1080/09589236.2025.2451202.

de Salis, 1. et al. (2018) ‘Experiencing menopause in the UK: The interrelated narratives of
normality, distress, and transformation’, Journal of Women and Aging, 30(6), pp. 520—
540. Available at: https://doi.org/10.1080/08952841.2018.1396783.

Sang, K. et al. (2021) ‘Blood Work: Managing Menstruation, Menopause and
Gynaecological Health Conditions in the Workplace’, International Journal of
Environmental Research and Public Health 2021, Vol. 18, Page 1951, 18(4), p. 1951.
Available at: https://doi.org/10.3390/IJERPH18041951.

Seibold, C. (2000) ‘Qualitative research from a feminist perspective in the postmodern era:
Methodological, ethical and reflexive concerns’, Nursing Inquiry, 7(3), pp. 147-155.
Available at: https://doi.org/10.1046/5.1440-1800.2000.00063.x.

Seibold, C., Richards, L. and Simon, D. (1994) ‘Feminist method and qualitative research
about midlife’, Journal of Advanced Nursing, 19(2), pp. 394—402. Available at:
https://doi.org/10.1111/1.1365-2648.1994.tb01097 .x.

Sliwa, M., Mason, K., et al. (2022) Equality, Diversity, Inclusion and Respect in UK
Business and Management Schools. Available at: https://www.bam.ac.uk/knowledge-
hub/projects/equality-diversity-inclusion-and-respect.html (Accessed: 3 April 2023).

Sliwa, M., Gordon, L., ef al. (2022) “That’s bang out of order, mate!”: Gendered and
racialized micro-practices of disadvantage and privilege in UK business schools’,
Gender, Work and Organization [Preprint]. Available at:
https://doi.org/10.1111/gwao.12920.

Steftan, B. (2021) ‘Managing menopause at work: The contradictory nature of identity talk’,
Gender, Work and Organization, 28(1), pp. 195-214. Available at:
https://doi.org/10.1111/gwao.12539.

Steffan, B. and Potoc¢nik, K. (2022) ‘Thinking outside Pandora’s box: Revealing differential
effects of coping with physical and psychological menopause symptoms at work’,
Human Relations [Preprint]. Available at:
https://doi.org/10.1177/00187267221089469.

Theis, S. et al. (2023) ‘Quality of life in menopausal women in the workplace—a systematic
review’, Climacteric [Preprint]. Available at:
https://doi.org/10.1080/13697137.2022.2158729.

Tzanakou, C. and Pearce, R. (2019) ‘Moderate feminism within or against the neoliberal
university? The example of Athena SWAN’, Gender, Work and Organization, 26(8),
pp. 1191-1211. Available at: https://doi.org/10.1111/gwao.12336.

Voicu, 1. (2018) ‘The social construction of menopause as disease: A literature review’,
Journal of Comparative Research in Anthropology and Sociology Preview publication

Mandy Lim Page 9 of 10



details, 9(2), pp. 11-21. Available at:
https://media.proquest.com/media/hms/PFT/1/09uTB? s=WrqEoNEpHM%2F2iZ%?2
BiQWH2XjZUHc%3D.

Yarrow, E. and Davies, J. (2022) ‘A typology of sexism in contemporary business schools:
Belligerent, benevolent, ambivalent, and oblivious sexism’, Gender, Work and
Organization [Preprint]. Available at: https://doi.org/10.1111/gwao.12914.

Yarrow, E. and Johnston, K. (2022) ‘Athena SWAN: “Institutional peacocking” in the
neoliberal university’, Gender, Work and Organization [Preprint]. Available at:
https://doi.org/10.1111/gwao.12941.

Yarrow, E. and Johnston, K. (2023) ‘Athena SWAN: “Institutional peacocking” in the
neoliberal university’, Gender, Work and Organization, 30(3), pp. 757-772. Available
at: https://doi.org/10.1111/gwao.12941.

Zaidman, N. (2020) ‘The incorporation of self-spirituality into Western organizations: A
gender-based critique’, Organization, 27(6), pp. 858—881. Available at:
https://doi.org/10.1177/1350508419876068.

Mandy Lim Page 10 of 10



