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Abstract

The aim of this master’s thesis is to examine the impact of gender stereotypes on women’s career
advancement within the Georgian business environment. The relevance of the research stems from the
fact that, despite the existence of legal frameworks and organizational policies promoting gender
equality, women remain underrepresented in managerial and decision-making positions, indicating the

systemic nature of gender inequality.

The study employs a mixed-methods approach. The quantitative component involved a
structured questionnaire administered to 300 respondents, with the data analyzed using
descriptive and inferential statistical techniques, including the chi-square test, Spearman’s
rank correlation, and regression models. To complement and deepen the quantitative findings,
five in-depth interviews were conducted with human resource managers and middle-level

female managers. These qualitative data were analyzed using a thematic analysis approach.

The findings reveal that the most prevalent gender stereotype relates to the perception of
leadership as a role associated with masculine qualities. The results further demonstrate that a
high intensity of gender stereotypes significantly increases perceptions of hidden barriers to
women’s career advancement, while the formal presence of performance evaluation systems
often fails to neutralize these biases. The central conclusion of the study is that gender
inequality within organizations operates not only through overt discrimination but also
through systemic mechanisms embedded in ostensibly neutral language. This research thus
contributes to both academic and practical discussions on gender equality by providing

empirical evidence from the Georgian business context.

Keywords: Gender stereotypes; Women’s career advancement; Leadership; Organizational

culture; Georgian business



