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Ba M0 Vo EKPPACH TNV EIMKPIVI LOV EVYVOUOGHVI] GTNV OIKOYEVELL LLOV Y10, T1)
dwopkn otNpign kot evBappuvon kad’ 6An  ddpkela TV 6Tovd®V Hov. Evyapiotd
Beppd Tovg eihovg pov ylo TV KOTavONoN Kol T CUUTOPAGTACT] TOVS, KaOMG Kot TNV
emPAénovoa kadnyniTpia pov Ap. Mapia Kamapdn, yio tnv moAdtiun kabodniynon kot
VROGTHPIEN TG GTNV EKTOVNON NS TapoVGOS OMAMUATIKNG epyaciag. KAietvovtag, Oa
NBera va aplep®S® To TAPOV £PY0 G€ OAOVG ekElvOLG TTOL e didaEav Ot "Apet Ko
KkOmo¢ ael cuvaxkorovBel", avayvopilovtag Ot KaOe axadnuaikd exitevypa etvon

OTOTEAECLLOL EMILOVIC TPOSTADELOG KOl APOGIMONG.



HEPIAHYH

H mapovca epeuvntikn epyacia S1EpgLVE TO POIVOUEVO TNG YVAAIVIG 0pOPNG KABMG Kot
TNV VTOEKTPOCHOTNOT| TOV YOVOIK®OV 6€ BEceLg dtoiknomng, eoTidlovtog Kupiwg oTig
AVTIMYELS TOV ePYAlOPEVOV YOl TIG ELPVAES O10KPIGELS AAAG KO TOVG TOPAYOVTEG TTOV
TIC EVOLVOUMVOVV. XTOYOG TG £pYACiag elval 1 KOTAvONoN TOV EUTOdIMV TOV
avTILETOTILOVV 01 Yuvaikeg otV emayyeALoTIKN ovEMEN, 060 kot 1) aglordynon g

EQUPUOYNG TOAITIK®V 16OTNTOGC GTOVG EMOLYYEALATIKOVS OPYOVIGHOVC.

H perém Baciotnke kupimg oe puktm pebodoroyia, e TNV ¥PNOT EPOTNUOTOAOYIOV TOV
dwvepndnke og 114 gpyalopevous. Ta amoteléopato KoTESEIENV KUPLOPYOVG

TOPAYOVTEG, TNV VITAPEN KOWVOVIKOV GTEPEOTVTMV KOl Ol OIKOYEVELNKES VITOYpe®oeElc. H
GTOTIOTIKY] AVOAVOT) TapoLGiace cLGYETIoN HeTa&h TG avTiAnyng mepi dlakpicemv Kot

NG EMAOYNG CUYKEKPIUEVOV OLTUDV.

H épeguva avadeucviel TV ovayKn GUGTNIOTIKNG EPOPUOYNG TOALTIKMV 1GOTNTOG Kot
TEPULTEP® OLEPEVVNONG TOMTIGUIKADV KO OPYAVAOTIKOV TAPAYOVTOV TOV GUVINPOVV TIG

AVIGOTNTEG.

AEEEIS KAEWOLA: YVAALVT] OpOPT], 1ICOTNTO POA®V, EXAYYEAUATIKY AVEMEN, SLOKPIGELS,

dloknTikég Béoelg
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ABSTRACT

The present research study investigates the phenomenon of the glass ceiling and the
underrepresentation of women in leadership positions, focusing primarily on
employees’ perceptions of gender discrimination and the factors that reinforce it. The
study aims to understand women's barriers to career advancement and evaluate the

implementation of equality policies within professional organizations.

The study used a mixed-methods approach, using a questionnaire distributed to 114
employees. The results highlighted dominant factors such as social stereotypes and
family obligations. Statistical analysis revealed a correlation between the perception of

discrimination and the selection of specific causes.

The research underscores the need for the systematic implementation of equality
policies and the further exploration of the cultural and organizational factors that sustain

inequalities.

Keywords: glass ceiling, gender equality, career advancement, discrimination,

leadership positions
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