Neapolis University

HEPHAESTUS Repository http://hephaestus.nup.ac.cy
Department of Economics and Business Master in Public Administration (MPA)
2024-01

The role of organizational culture in
mitigating social stereotypes and gender
Inequalities in the workplace

Papapolykarpou, Georgia

by (cepA+AAACI£°] AlBA+YYsx "1 ©°.A.A cACUlAR®ANEY:, £C¢»® Y1051 Yul0lh o
by"t¢ ©-A-A, z%PALAA®Yly cpu-Ag»tA A A

http://hdl.handle.net/11728/12678
Downloaded from HEPHAESTUS Repository, Neapolis University institutional repository



Neapolis
University
Pafos

NEAPOLIS UNIVERCITY OF PAFOS

MASTER IN BUSSINESS ADMINISTRATION

(MBA-EN)

GEORGIA PAPAPOLYKARPOU

JANUARY 2024



Neapolis
University
Pafos

Neapolis University of Pafos

“The role of organizational culture in mitigating social

stereotypes and gender inequalities in the workplace’

Dissertation which was submitted for obtaining a master’s degree

in business administration at Neapolis University.

Georgia Papapolykarpou

January 2024



Copyrights

Copyright © Georgia Papapolykarpou, 2024

All rights reserved.

The approval of the Dissertation by Neapolis University does not necessarily imply the

acceptance of the author’s views on behalf of the University.



Validity Page

Student’s Name & Surname: Georgia Papapolykarpou

Dissertation Title: The role of organizational culture in mitigating social stereotypes and
gender inequalities in the workplace

This Dissertation was prepared in the context of the studies for obtaining a Mater Degree at
Neapolis University of Pafos and was approved on............ [date of approval] by the members
of the Examiners” Committee.

Examiners’ Committee.

First Supervisor (Neapolis University Pafos): Dr. Stuliani Gkiosi
Committee member: Dr. Christos Papadimitriou

Committee member: Dr. Patroklos Patsoulis



DECLARATION

I, Georgia Papapolykarpou, being fully aware of the consequences of plagiarism, declare
responsibly that this paper entitled “The role of organizational culture in mitigating social
stereotypes and gender inequalities in the workplace™, is strictly a product of my own personal
work and all sources used have been duly stated in the bibliographic citations and references.
Where | have used ideas, text and/or sources of other authors, they are clearly mentioned in the
text with the appropriate citation and the relevant reference is included in the bibliographic

references section with a full description.

The Declarant



Acknowledgments

First of all, I would like to express my sincere gratitude to my esteemed professor Mrs. Giosi
Styliani for her invaluable assistance and guidance as well as her warm support during the

writing of my thesis.

I would also like to thank the members of the examiners’ Committee, my husband, and my

family as they always supported me on every step of the way and urge me to continue to try.

This dissertation would not have been possible without the support, encouragement, and
expertise of these individuals, especially of my professor. I am sincerely grateful for her

contribution to the completion of this academic endeavor.



Abstract

Gender inequality remains a prominent concern on a global scale, particularly within the formal
workplace. Women frequently encounter different manifestations of bias and inequity, which
detrimentally affect their professional encounters. The presence of gender bias leads to a
cascade of errors in decision-making processes, posing a significant threat to gender equality
within companies and organizations. Various studies have demonstrated that Human Resources

(HR) managers tend to rate male applicants as more qualified than their female counterparts.

The purpose of this dissertation is to investigate and analyze the role of organizational culture
in facing and mitigating social stereotypes as well as gender inequalities in the workplace of
the Electricity Authority of Cyprus (EAC), a semi-government organization in Cyprus known
as AHK.

The target also is to understand how the practices, values, norms, and beliefs in an organization
can conduce to or dispute existing gender disparities and stereotypes. By emphasizing
organizational culture, this study aims to explore how collective behaviors and attitudes in an

organization or industry can influence issues related to gender.

The methodology used was quantitative, with the use of questionnaire with closed end
questions. The survey findings indicated that employees in the Electricity Organization
generally hold minimal stereotypes about men and women. Additionally, their opinion about

the position of women in companies and organizations is rather positive or at least neutral.

Key words: Gender inequalities, stereotypes, organizational culture, Human Resources,

practices



MepiAnyn

H avicotNTa TV QUAWVY TOPAPEVEL VO GNPOVTIKO TPORANUO OE TAYKOG I KAIPOKA, 1d10iTEpa
0ToV €MioNUO XWPo epyaaiag. Ot yuVaiKEC AVTIUETWTICOUV GUXVA SIOQPOPETIKEG EKONAWCEIC
TPOKOTAANYNG KAl avioOTNTOC, Ol OToie eMNPEACOLY OPVNTIKA TIC EMAYYEAUATIKEC TOUG
ouvavtioel;. H mapouaoia g pepoAnYiag Twv @UAwv 0dnyei o€ pio olpa AaBwv OTIg
dlodIKaoieg AYNg amo@acewy, BETOVTOG ONUAVTIKI OTIEIAN YIa TNV 100TNTA TwWV QUAWY OE
ETAIPEIEC KAl OPYAVIOPOUE. AlAQOPEC MEAETEC €Xouv Oeigel OTI o1 BIELBUVTEC AvBpWTIVOL
Avvapikou (HR) teivouv va a&loAoyolv Toug Gvopeg AITOOVTEC WE TIIO KATAPTIOPEVOUC aTO TIG

YUVOIKEC GUVABEAPOULC TOUC.

ZKOMOC Tn¢ mopovoa dOTPIBAG €ival va dlEPELVACEL Kal va ovaADCEL TOv POAO TNG
OPYAVWOIOKIC KOUATOUPOG OTNV OVTIPETWTIOT KAl GUBALVOT TWV KOIVWVIKWY OTEPEOTUTIWV
KaBWC Kal Twv aviooTATWV PETAEL Twv QUAWVY OTO XWPO epyaaiag tn¢ Apxnc HAeKTpiopou
Komnpou (AHK), evo¢ nUIKPATIKOL opyaviopol aTtnv Kompo yvwoto wg AHK.

O otdxog eival €miong Vo KOTOVONOOLKE TIWC Ol TPOKTIKEG, Ol Qa&ieC, 01 KOVOVEC Kal Ol
TEMOIOAOEIC OE £vav OPYaVIGUO PTOPOUY VO 00NYACOULV 1) VO au@IGRNTAGOLY TIC UTTAPXOUTEC
aVIo0TNTEG Kal OTEPEOTUTIA PETOEL TwV QUAwv. Aivovtag £p@ocn oTnv 0pyavwoIoKh
KOUATOUPQ, OUTA N MEAETN OTOXEVEL VO BIEPEVVACEL TIWE Ol GUAAOYIKEC GUUTIEPIPOPES KOl
OTACEIC O€ Evav 0pyavIouo i évav KAGSo UmopoUlv va EMNPEACOLY BEPOTA TOU OXETICOVTOI UE

TO QUAO.

H pebodoloyia mou Xpnaoiyomolbnke ATav TOCOTIKA, PE TN XPrON EPWTNUOTOAOYIOU HE
EPWTACEIG KAEIOTOL TUTIOL. Ta euprjuata tng €peuvac €de1&av OTL oL gpyalOpEvVol OTov
Opyaviopo HAEKTPIKNC EVEpYELng YEVIKA €X0UV EAAXIOTA OTEPEGTUTO VIO TOUC AVOPEC Kal TIC
yuvaike¢. EmmAov, n yvoun toug yia Tn 6€0n Twv YUVAIKWV O ETAIPEIEC KOl OPYAVITHOUG

gival HAAAOV BETIKN) 1) TOUAGXIGTOV OULJETEPN.

NEEEIC_KAEIO10: AVIOOTNTEC QPUAOUL, OTEPEATUTIA, OPYOVWOIOKH KOUATOUPO, AvOpWTIvo

OUVAMIKO, TIPOKTIKES



