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Abstract

Title: Glass Ceilings, Glass Cliffs and Beyond in the Legal Profession of Solicitors in
England and Wales

Summary

Despite the global acknowledgement of the moral, social, and economic significance of
achieving gender equality, women remain in the minority in decision-making positions across
all industries. In the legal profession of solicitors, women have formed the majority at the
entrylevel since 1990, yet they only represent a third of the partners in law firms. This paper
will explore the challenges for women solicitors in reaching the higher echelons of the
profession, referred to by the metaphor of the "glass ceiling." It will also explore the relatively
recent "glass cliff" phenomenon, which refers to the higher tendency for women than men to
be appointed to precarious leadership positions that are prone to failure. A multifaceted,
multiply determined, and contextual phenomenon, it will be explored through elite interviews
with women partners contextualised in law firms in England and Wales to help improve gender
equality in leadership.
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Introduction

Aim: This developmental paper aims to understand the factors contributing to the
underrepresentation of women solicitors in senior roles in the legal profession of solicitors in
England and Wales. The researcher will design the research questions to address this objective.

Research Methodology and Assumptions: The study examines the lived experiences of
women solicitors in senior roles within the legal profession in England and Wales. Employing
a qualitative paradigm, the cross-sectional research utilises semi-structured interviews as the
primary data collection method. The data will be analysed using reflexive thematic analysis,
grounded in the researcher's pragmatist epistemology and subjective ontological beliefs.

Background: Given the dearth of women at the upper echelons of organisational hierarchies,
this topic is of great interest and importance to the corporate world and academia. McKinsey's
research has established the business case for diversity, "Why Diversity Matters" (Hunt et al.,
2015), finding that corporations in the top quarter for gender diversity were 15% more likely to
experience above-average profitability, rising to 21% three years later (Hunt et al., 2018).
Despite the legislation for equal opportunities and organisations promoting diversity, women
remain primarily in the minority in positions of power and influence. Making this even more
significant as a research area is the impact of COVID-19, which has been especially harmful to
working women, thereby slowing the already sluggish progress of women's rise to senior
management positions further. A McKinsey Global Institute study found that although women
comprise 39% of global employment, they account for 54% of overall job losses (Madgavkar
etal., 2020). Women in senior leadership roles were 1.5 times more likely than men to consider
slowing down or leaving (Kahng, 2021).

Literature Review: The difficulty women encounter in attempting to achieve promotion into
the top management levels is referred to by the metaphor of "glass ceiling," "a transparent
barrier that (keeps) women from rising above a certain level in corporations" (Morrison et al.
1987, p. 13). More scholarly investigations of smashing glass ceilings were called to improve
organisational efficiency (Powell and Butterfield, 2015). While researchers have shown much
interest in the glass ceiling, they have made little effort to develop a deeper understanding of
the phenomenon, its precursors, and its potential consequences (Powell and Butterfield, 2015).
Babic and Hansez (2021) added organisational gender culture to the situational and
interpersonal factors identified by Elacqua et al. (2009) as responsible for the perceived
differential treatment of women, which in turn gives rise to the perception of a glass ceiling.

Cumulatively, these factors adversely affect women's job stress and commitment, job
satisfaction, and intention to quit (Babic and Hansez, 2021) Figure 1 below.

Perceptions Consequences
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( glass ceiling Ambition
. Work-Family * Change of
Perceptions Conflict Profession

Figure 1 - Precursors and Consequences of Glass Ceiling Phenomenon (Adapted from Babic
and Hansez, 2021)
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Theoretical clarification of the scarcity of women in senior roles has come from social
psychologists who explain leadership as a construct that bears qualities most associated with
male attributes, including confidence, decisiveness, risk-taking, and ambition (Schein,
1973;1975; Croson and Gneezy 2009). Theories such as social role theory (Eagly, 1987; Eagly
et al., 2000), role congruity theory (Eagly and Karau, 2002; Koenig et al., 2011) and "think
manager think male" (Eagly and Karau 2002; Schein 1975, 2001) all link leadership positions
to qualities most associated with men. The think-manager-think-male notion (Schein, 1975) has
overshadowed the leadership literature and has since been simulated and confirmed in
numerous backgrounds, including international research (Schein and Mueller,1992; Eagly,
2005; Schein, 2001). The communal traits accredited to women include being kind,
affectionate, gentle, nurturing, sensitive, empathetic, and accommodating (Eagly and Karau,
2002). Researchers contend that women face disadvantages in leadership roles because their
rarity as leaders draws greater attention, making them more easily singled out for disparagement
(Brescoll, Dawson, & Uhlmann, 2010; Eagly & Karau, 2002; Hegarty & Bruckmuller,
2013This paradox results from the conflict between women's social roles in society and the
traits linked to being in a leadership role. Therefore, gender as a differentiating characteristic in
employment, pay and presence in leadership positions continues to play a persistent part
(Barreto et al., 2009).

Such reproachful scrutiny was covered in an article published by The Times (Judge, 2003),
concluding that women had "wreaked havoc" on the organisations they had led and that "Britain
would be better off without women on the board" (Judge, 2003, p. 21). Research into this claim
showed that women were highly likely to be chosen for board positions when a company was
in crisis. This set of circumstances was named the "glass cliff" phenomenon (Ryan & Haslam,
2005; 2007) to encapsulate the loftiness of these positions and their intrinsic precariousness.
The irony is that women who manage to smash the glass ceiling are likely to be placed in glass
cliff positions, prone to failure. The visual image of the metaphor "glass cliff" might insinuate
that women are pushed off certain positions. However, in their seminal work, Ryan and Haslam
(2007) identify the fundamental attributes of a high-risk job, typically characterised by a
combination of challenging factors such as insufficient recognition, support, and information,
along with inadequate resources and tight deadlines for completing tasks (Ryan, Haslam,
Hersby, et al., 2007) and can have varying outcomes.

Consequently, as shown in Figure 2 below, the net result of the glass cliff effect is multifaceted,
culminating in shorter tenure for women leaders compared to their male counterparts and a
higher turnover rate for the companies (Pearson & Clair, 1998). Further, women are adversely
impacted by suffering high levels of stress, becoming disenchanted and demotivated with a
reduced commitment to the organisation (Ryan, Haslam, Hersby, Kulich, Wilson-Kovacs,
2009). Although validated through empirical research and anecdotal backing (Ryan et al. 2016),
the support for the glass cliff phenomenon has not been unequivocal. Some quantitative studies
(Adams, Gupta and Leeth, 2008; Esposito, 2021) have found no evidence of the glass cliff
phenomenon.

However, the presence of a glass cliff is context-dependent (Morgenroth et al., 2020; Ryan et
al., 2016), and perceptions play a vital role in ascertaining the glass cliff effect (Haslam et al.,
2010; Ryan et al., 2016). Sabharwal (2013) also calls for considering perceptions and broader
circumstances, highlighting the need to gain insights from the experiences and stories of women
leaders to identify ideas and best practices. More recently, Esposito (2021) also intimated that
interviewing both senior and middle management women would invite observations of what
opportunities for senior leadership positions they have encountered and the reasons for taking
them up since women are shown to be more risk-averse than men (Charness and Gneezy, 2012)
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yet presenting a paradox by ending up in riskier positions (Darouei & Plutt, 2018).
Understanding their experiences in the job, whether they have considered leaving, and, if so,
the reasons for their decisions (Esposito, 2021) would inform the presence, causes and
responses to the glass cliff phenomenon in the context of the solicitors' profession.

To summarise, when women break through the glass ceiling and attain leadership positions,
they often face the possibility of being placed in glass cliff positions. Figure 2 below details
the possible causes and implications of the glass cliff phenomenon, along with factors that may
moderate its impact. So far, the glass cliff phenomenon has been tested predominantly by
quantitative, archival and scenario-based experimental studies. Since its conception in 2005 by
Ryan and Haslam, the focus has been on the intentions of the organisations appointing women
into glass cliff positions (Haslam et al., 2010; Ryan et al., 2016). This paper aims to examine
the perceptions of the position holders of their lived experiences and the circumstances
surrounding the appointments qualitatively in the context of the solicitors' profession in
England and Wales. This study would, therefore, add to academic knowledge on these
phenomena and gender equality in leadership and align with the Diversity and Inclusion drive
in the business world and the solicitors' profession.

This developmental paper addresses the underexplored area of women's perceptions and
contextual factors surrounding glass cliff positions within the solicitors' legal profession.
Despite comprising 62% of new entrants into the solicitor profession, women only represent
37% of partners in law firms (SRA, 2023). To date, scholarly inquiry into the glass cliff
phenomenon within the legal profession remains sparse. Previous research has primarily
focused on scenario-based studies involving law students (Ashby, Ryan & Haslam, 2007),
which, while insightful, lack the firsthand perspectives of actual position holders. Consequently,
a gap exists in understanding how women in senior solicitor roles perceive and navigate these
potentially precarious leadership positions, particularly concerning their decision-making
processes and the nuanced organisational and interpersonal dynamics they encounter.

Contribution to Knowledge and Practice: This research will investigate the perceptions of
women solicitors' journeys to senior positions within a qualitative paradigm. It offers
methodological diversity by examining their lived experiences within the context of the
solicitors' profession through semi-structured interviews. This methodology will enable the
capture of the rich insights necessary for exploring their perceptions of the two phenomena,
their impact on their journeys, and what and who, in their perceptions, can help moderate their
impact. This research will make numerous contributions not only from a theoretical standpoint
but also from a practical perspective. Gender equality and inclusion are high priorities for
businesses, including The Law Society and the legal profession (SRA, 2023). However,
statistics indicate that talented and skilled women solicitors are leaving the profession in large
numbers. The study also contributes to the literature on gender and leadership stereotypes and
their impact on the career progression of women solicitors within law firms. Alvesson (1993a)
asserts that culture centres on lived experiences, emphasising individuals, relationships,
meanings, and emotions. It involves how people within groups interpret and value their reality
similarly and how these interpretations and values differ among different groups. Alvesson
(2002) further acknowledges that gender, generation, class, and occupational groups enhance
cultural diversity rather than uniformity.

Further, this research will also equip legal firms and other employers with insights to foresee

and counteract this extra layer of subliminal sex discrimination in the workplace. By increasing

awareness, this research hopes to move the profession's focus from numerical feminisation

(Menkel-Meadow, 1989; Bolton & Muzio, 2007) to meaningful integration of women solicitors

into the profession's higher echelons, thereby helping improve organisational selection policies

to help retain the skills but also helping increase their commitment and retention. By aligning
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their gender equality policies and nurturing female talent, in light of the findings, they can help
provide the necessary resources women solicitors need to do justice to the leadership positions.

Finally, this research will help inform women in general, and women solicitors in particular,
who aspire to reach the highest pinnacles of their careers by increasing awareness of the
relatively recent glass cliff phenomenon. This heightened awareness will enable them to adopt
a holistic perspective on leadership positions and the surrounding circumstances, including the
risk of failure and the possible motivations of the organisation (Figure 2). Consequently, this
insight will empower them to make more discerning decisions

Possible Moderators

Possible Causes

* Gender Stereotypes
(Think manager -think
male)

* Organisational Crisis

(Think crisis think
female)

* Organisations
signalling change

* Women exercising
own choice

* Gender equal
leadership

* Women leadership to
be more common

* Company gender
ratios / company
culture

* Support for the
appointed leader

* Predisposition of the

Possible Implications

* Shorter tenure for
women

* Reputational damage

*High levels of stress

*Disenchantment and
demotivation

*Reduced commitment
to the organisation

* Higher rate of
turnover

decision makers

Figure. 2 — Possible Causes, Moderators and Implications of the Glass Cliff Positions

Next Steps: The next steps for this developmental paper would be for the researcher to evaluate
the perceptions of women solicitors in senior positions within a qualitative research strategy
employing semi-structured interviews through reflexive thematic analysis (Braun and Clarke,
2022). Examining the rich insights gained from women's lived experiences in senior solicitor
roles and contrasting them with the existing literature will enable us to draw conclusions and
formulate recommendations regarding the potential emergence of the glass cliff phenomenon.
Conducting elite interviews presents a compelling challenge, particularly in managing the
power dynamics between the elite interviewees and the interviewer within the context of semi
structured interviews. This dynamic will necessitate a heightened awareness of the researcher's
identity and reflexivity, constituting a critical research methodology component. As the
research progresses, the findings will contribute to theoretical and practice-based
understandings of the glass ceiling and cliff phenomena and guide future research directions.



References

Adams, S., Gupta, A. and Leeth, J. (2009) ‘Are Female Executives Over-represented in
Precarious Leadership Positions?’ British Journal of Management, 20(1), pp.1-12.

Alvesson, M. (1993a) ‘Cultural perspectives on organizations. Cambridge University Press.

Alvesson, M. (2002) ‘Understanding organizational culture (2nd ed.). SAGE.
https://doi.org/10.4135/9781446280072.

Ashby, S., Ryan, M. and Haslam, A. (2007) 'Legal Work and the Glass Cliff: Evidence that
Women are Preferentially Selected to Lead Problematic Cases', Wm. & Mary J. Women & L.,
13, pp. 775-805. Available at: https://scholarship.law.wm.edu/wmjowl/vol13/iss3/5
(Accessed: 18 January 2022).

Babic, A. and Hansez, 1. (2021) 'The Glass Ceiling for Women Managers: Antecedents and
Consequences for Work-Family Interface and Well-Being at Work', Frontiers in Psychology,
12. doi: https://doi.org/10.1037/11863-000.

Barreto, M., Ryan, M. and Schmitt, M.T. (2009) 'The Self-fulfilling effects of contemporary
sexism: How it affects women's well-being and behaviour', in Barreto, M., Ryan, M. and
Schmitt, M.T. (eds.) The glass ceiling in the 21st century: Understanding barriers to gender
equality. Washington: American Psychological Association, pp. 99-123. doi:
https://doi.org/10.1037/11863-000.

Bolton, S. and Muzio, D. (2007) 'Can't Live with 'Em; Can't Live without 'Em’, Sociology,
41(1), pp. 47-64. doi: 10.1177/0038038507072282.

Braun, Victoria and Clarke, V. (2022) ‘Thematic analysis: A practical guide.” London: SAGE
Publications.

'Brescoll, V., Dawson, E. and Uhlmann, E. (2010) 'Hard Won and Easily Lost', Psychological
Science, 21(11), pp. 1640-1642. doi: 10.1177/0956797610384741.

Charness, G. and Gneezy, U. (2012) 'Strong evidence for gender differences in risk taking',
Journal of Economic Behavior & Organization, 83(1), pp. 50-58.
doi:10.1016/j.jeb0.2011.06.007.

Croson, R. and Gneezy, U. (2009) 'Gender differences in preferences', Journal of Economic
Literature, 47(2), pp. 448-474. doi:10.1257/jel.47.2.448.

Darouei, M. and Pluut, H. (2018) 'The paradox of being on the Glass Cliff: Why do women
accept risky leadership positions?', Career Development International, 23(4), pp. 397—426.
doi:10.1108/cdi-01-2018-0024.

Eagly, A. (1987) Sex Differences in Social Behavior: A Social-Role Interpretation. Hillsdale:
Erlbaum.

Eagly, A.H. (2005) 'Achieving relational authenticity in leadership: Does gender matter?', The
Leadership Quarterly, 16(3), pp. 459-474. doi: 10.1016/j.leaqua.2005.03.007.

7


https://doi.org/10.4135/9781446280072
https://doi.org/10.4135/9781446280072
https://doi.org/10.4135/9781446280072
https://doi.org/10.4135/9781446280072
https://doi.org/10.4135/9781446280072
https://doi.org/10.4135/9781446280072
https://scholarship.law.wm.edu/wmjowl/vol13/iss3/5
https://scholarship.law.wm.edu/wmjowl/vol13/iss3/5
https://scholarship.law.wm.edu/wmjowl/vol13/iss3/5
https://scholarship.law.wm.edu/wmjowl/vol13/iss3/5

Eagly, A.H., Wood, W. and Diekman, A.B. (2000) 'Social role theory of sex differences and
similarities: A current appraisal’, in Eckes, T. and Trautner, H.M. (eds.) The developmental
social psychology of gender. Mahwah, NJ: Lawrence Erlbaum, pp. 123-174.

Eagly, A. and Karau, S. (2002) 'Role congruity theory of prejudice toward female leaders',
Psychological Review, 109, pp. 573-598.

Elacqua, T., Beehr, T., Hansen, C. and Webster, J. (2009) 'Managers' beliefs about the glass
ceiling: Interpersonal and Organisational Factors', Psychology of Women Quarterly, 33(3),
pp- 285-294.

Esposito, S. (2021) 'Glass Cliffs at middle management levels: an experimental study',
Equality, Diversity and Inclusion: An International Journal, ahead-of-print(ahead-of-print).

Haslam, S.A., Ryan, M.K., Kulich, C., Trojanowski, G., and Atkins, C. (2010) 'Investing with
prejudice: The relationship between women's presence on company boards and objective and

subjective measures of company performance', British Journal of Management, 21, pp.
484487. doi: 10.1111/5.1467-8551.2009.00670. x.

Hegarty, P. and Bruckmiiller, S. (2013) 'Asymmetric Explanations of Group Differences:
Experimental Evidence of Foucault's Disciplinary Power', Social and Personality Psychology
Compass, 7(3), pp. 176-190.

Hunt, V., Layton, D. and Prince, S. (2015) 'Why Diversity Matters', [online] Available at:
https://www.mckinsey.com/business-functions/people-and-
organizationalperformance/ourinsights/why-diversity-matters [Accessed 22 February 2022].

Hunt, V., Prince, S., Dixon-Fyle, S. and Yee, L. (2018) 'Delivering through Diversity', [online]
Available at:
https://www.mckinsey.com/~/media/mckinsey/business%20functions/organization/our%20in
sights/delivering%?20through%?20diversity/delivering-through-diversity full-report.ashx
[Accessed 22 February 2022].

Judge, E. (2003) 'Women on board: Help or hindrance?', The Times, 21 March.

Kahng, J. (2021) 'disruptHers | Winston & Strawn', [online] Available at:
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-

cliffleadershipopportunities-for-women-in-times-of-covid-19.html [Accessed 6 October
2021].

Koenig, A. et al. (2011) 'Are leader stereotypes masculine? A meta-analysis of three research
paradigms', Psychological Bulletin, 137(4), pp. 616-642. doi: 10.1037/a0023557.

Madgavkar, A., White, O., Krishnan, M., Mahajan, D. and Azcue, X. (2020) 'COVID-19 and
gender equality: Countering the regressive effects', McKinsey Global Institute.

Menkel-Meadow, C. (1989) 'Exploring a Research Agenda of the Feminization of the Legal
Profession: Theories of Gender and Social Change', Law & Social Inquiry, 14(2), pp. 289319.
doi: 10.1111/5.1747-4469. 1989.tb00063. x.


https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html
https://www.winston.com/en/disrupthers-the-podcast/flying-from-the-glass-cliff-leadership-opportunities-for-women-in-times-of-covid-19.html

Morgenroth, T., Kirby, T.A., Ryan, M.K. and SudKamper, A. (2020) 'The who, when, and
why of the glass cliff phenomenon: A meta-analysis of appointments to precarious leadership
positions', Psychological Bulletin, 146(9), pp. 797-829.

Morrison, A., White, R. and Van Velsor, E. (1987) Breaking the Glass Ceiling: Can Women
Reach the Top of America's Largest Corporations? Reading, MA: Addison-Wesley.

Pearson, C.M. and Clair, J.A. (1998) 'Reframing crisis management', The Academy of
Management Review, 23(1), pp. 59-76. doi: 10.2307/259099.

Powell, G. and Butterfield, D. (2015) 'The glass ceiling: what have we learned 20 years on?',
Journal of Organizational Effectiveness: People and Performance, 2(4), pp. 306-326.

Ryan, M. and Haslam, S. (2005) 'The glass cliff: evidence that women are over-represented in
precarious leadership positions', British Journal of Management, 16, pp. 81-90.

Ryan, M. and Haslam, S. (2007) 'The glass cliff: Exploring the dynamics surrounding the
appointment of women to precarious leadership positions', Academy of Management Review,
32, pp. 549-572.

Ryan, M., Haslam, S., Hersby, M., Kulich, C. and Wilson-Kovacs, M. (2009) 'The stress of
working on the edge: Implications of glass cliffs for both women and organisations', in
Barreto, M., Ryan, M.K. and Schmitt, M.T. (eds.) The glass ceiling in the 21st century:
Understanding barriers to gender equality. Washington, DC: American Psychological
Association, pp. 153-169.

Ryan, M., Haslam, S., Morgenroth, T., Rink, F., Stoker, J. and Peters, K. (2016) 'Getting on
top of the glass cliff: Reviewing a decade of evidence, explanations, and impact', The
Leadership Quarterly, 27(3), pp. 446-455.

Sabharwal, M. (2013) 'From Glass Ceiling to Glass Cliff: Women in Senior Executive
Service', Journal of Public Administration Research and Theory, 25(2), pp. 399-426.

Schein, V. (1973) 'The relationship between sex role stereotypes and requisite management
characteristics', Journal of Applied Psychology, 57, pp. 95-105.

Schein, V. (1975) 'Relationships between sex role stereotypes and requisite management
characteristics among female managers', Journal of Applied Psychology, 60(3), pp. 340-344.

Schein, V. (2001) 'A global look at psychological barriers to women's progress in
management', Journal of Social Issues, 57(4), pp. 675-688. doi: 10.1111/0022-4537.00235.

Schein, V. and Mueller, R. (1992) 'Sex role stereotyping and requisite management
characteristics: A cross-cultural look', Journal of Organizational Behavior, 13(5), pp. 439447.
doi: 10.1002/j0b.4030130502.

SRA (2023) 'Diversity in law firms' workforce', Solicitors Regulation Authority. Available at:
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
(Accessed: 07 February 2024).


https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/
https://www.sra.org.uk/sra/equality-diversity/diversity-profession/diverse-legal-profession/

