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Abstract

The silencing of women in academia is associated with a range of employment inequities. In
societies where gender inequality is high women are more likely to experience a range of gen-
der issues at work. This research note provides insights on a comparative study investigating
women'’s silence in Poland and Iran. The study offers novel insight into the significance of
the sociocultural and political context as a factor impacting the silence of academic women.
By analysing two different countries in terms of politics, religion and culture we bring new
insights into the implications of silence for women.

Keywords: Grounded Theory, Comparative Study, Women, Employee Silence, Gender In
Academia
JEL Codes: 12, J7

Introduction

A brief examination of the literature on employee silence reveals that during
the past two decades, quantitative studies have been conducted to evaluate and
investigate the position of employee silence as an independent, dependent and
mediating variable (Brinsfield, 2012; Erkutlu & Chafra, 2018; Hawass, 2016;
Mao et al., 2019). Previous research in the field of employee silence identifies
how much this organizational phenomenon depends on the context (Bormann &
Rowold, 2016; Hall, 2017; Wynen et al., 2019). This previous research indicates
that culture can affect the various dimensions of silence (Beamish, 2014; Huang
et al., 2005). Previous studies have investigated the impact of gender, gender
diversity, including gay and lesbian viewpoints, on the existence of silence in
organizations (Bell et al., 2011; Fitzgerald, 2003). However, studies have not
examined the intersection of employee silence in relation to gender and the
sociocultural context. Nor have studies put a strong spotlight on the context of a
country and its influence on silence in a cross-cultural setting. This is important,
as culture and context maybe important explanations for why women remain
silent.

* Received: 27.11.2021, accepted: 15.12.2021, 1 revision.

** Leila Lotfi Dehkharghani, Ferdowsi University of Mashhad, Azadi Square, Mashhad, Iran,
Warsaw University, Poland, Email: l.lotfi.de@gmail.com.
Dr. Yaghoob Maharati (Corresponding author), Department of Management, Ferdowsi
University of Mashad, Azadi Square, Mashhad, Iran, Email: Maharati@ferdowsi.um.ac.ir.
Dr Jane Menzies, School of Business and Creative Industries, University of the Sunshine
Coast, Australia Email: jmenzies@usc.edu.au.
Dr. Donna Bridges, School of Humanities and Social Sciences, Charles Sturt University,
Australia, Email: dbridges@csu.edu.au.

JEEMS, 27 (4) 2022, 731—743 DOI:10.5771/0949-6181-2022-4-731

IP 216.73.216.36, am 19.01.2026, 21:10:14. ©
Inhatts i i, Fiir oder ir

Erlaubnis ist j


http://l.lotfi.de@gmail.com
http://Maharati@ferdowsi.um.ac.ir
http://jmenzies@usc.edu.au
http://dbridges@csu.edu.au
https://doi.org/10.5771/0949-6181-2022-4-731
http://l.lotfi.de@gmail.com
http://Maharati@ferdowsi.um.ac.ir
http://jmenzies@usc.edu.au
http://dbridges@csu.edu.au

732 Leila Lotfi Dehkharghani, Yaghoob Maharati, Jane Menzies, Donna Bridges

To highlight the influence of the sociocultural context we conducted a compara-
tive study investigating women’s silence in their roles as university academics
in Poland and Iran. As such we make a contribution to the research literature
in two important ways. Firstly, we examine women's silence in two completely
different contexts, namely a country from the Eastern Bloc in Europe, Poland,
and a country in the Middle East, Iran. These two countries are different in terms
of politics, geographical location, religion and culture in general. Secondly, we
examine the differences and similarities between academic women in Iran and
Poland in respect to the context which surrounds women’s silence, causes for
women's silence and consequences of their silence in the organization. We now
provide a brief literature review.

Literature review

Workplaces and organizations are gendered spaces. Power structures, power
relations, discourses about work and policies and practices relating to work are
highly gendered (Acker, 1990; Kanter, 1998; Knights & Richards, 2003; West
et al., 1987). These barriers include organizational cultures that offer poor flexi-
bility for women with caring responsibilities (Acker, 2006; Knights & Richards,
2003); perceptions that women’s skill levels are less than men’s (Acker, 2006;
Sojo et al., 2016) sex and gender harassment (Acker, 2006; Foley & Oxenbridge,
2020; Wright, 2016) and discrimination on a policy and practical level that pre-
vents women’s career advancement, promotion to leadership positions and other
opportunities (Acker, 1990; Knights & Richards, 2003; Whittock, 2001). This
causes women to face increased issues with wellbeing, a sense of belonging and
acceptance in many workplace environments (Good, 2012). Women’s choices
when confronted with the gendered workplace are to voice any issues they have,
remain silent about issues or leave their workplace and/or profession (Behtoui
et al., 2017). Our analysis for this paper concerns issues around why women
are silent, the influence of context and the consequences of silence. We now
highlight how the context might influence women’s silence.

A study by Adom et al. (2020) examined the silence of working women in
Ghana, and found that due to the dominant masculine culture of the country,
women who work in masculine workplaces were forced to remain silent in order
to maintain their position. A study conducted in Turkey on female teachers,
demonstrated that silence prevented women from reaching key educational pos-
itions (Inandi et al., 2017), which was the result of gender stereotypes, and the
low perceived social status of women.

Using Bourdieu’s game metaphor, Kalfa et al. (2018) investigated academic
silence after the introduction of ‘managerialist’ performance appraisal system.
They find that people either choose to play the game, that is seek to obtain high
quality research publications and grants, or they stay silent, neglect the situation
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and exit the organization. A recent study by Krishna and Soumyaja (2020) in
India shows how the bullying atmosphere of the academic environment in India
causes academic women to remain silent, and women use silence as a strategy
to stay safe. Similarly, Aiston and Fo (2021) examined the position of women in
senior academic management positions in three universities in China and Hong
Kong, finding that traditional gender roles in society result in expectations that
women will be ‘subdued’ and ultimately, remain silent. Aiston and Fo (2021, p.
7) use the theory of micro-inequities to show how small and unjust inequities
aggregate and form a ‘compounding causal role’ in women silence. They also
find how keeping silent helped women get ahead in their careers. Fernando
and Prasad (2019) in the context of United Kingdom business schools, found
that women who voiced their sexual harassment experiences were silenced by
line managers, HR and colleagues, through persuasion, and women engaged
in ‘reluctant acqueisance’ in response to this. Finally, we refer to the study
of Maji and Dixit (2020) who examine silence, using self-silencing theory to
explain self-silencing in the IT industry in India. This study demonstrates that
in addition to cultural factors that lead to women's silence in the workplace,
women themselves also show self-silencing behavior that leads to a lack of or-
ganizational growth. These researchers highlight how the prevailing collectivist
culture in India promotes group consensus at work, which constructs women’s
silence as culturally valuable (Maji and Dixit 2020).

Fitzgerald (2003) states that management theories should be localized in terms
of gender, culture, social and human structures, and if not, they do not take
into account the range of contextual influences on women’s silence. Zapata-
Sepulveda (2019) in the male-dominated context of Chile identified that there
was silence and fear as a result of gender violence, which is normalized and
taken for granted. However, they recommend that women should take shelter in
‘resistant voices’. A more recent study by Pruit et al. (2021) find that in toxic
male environments, status silencing occurs, where those in positions of power
have voice, and those in subordinated positions, which are usually women are
silenced.

Building on this previous research, in this research note we develop a theoretical
explanation of women’s silence across two international universities in Iran
and Poland. We examine these organizations in their sociocultural and political
contexts from a comparative perspective. In doing so, we seek to answer three
important questions: What causes women to be silent in the organization? What
influence does context have on this silence? And what are the outcomes of
women’s silence within organizations?
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Method

To conduct this study a qualitative approach was chosen, because an in-depth
perspective (Yin, 2018) was required to best answer the research questions. A
grounded theory (GT) approach using in-depth interviews was further chosen
as it allowed the researchers to gain detailed insights into women's experiences
with silence in organizations, the context for silence, which factors influence
women’s silence (Tlaiss, 2015), and the outcomes of silence.

One important aspect of GT is that it is context bound, meaning an emphasis is
placed on how people behave, which is dependent on their context. Whilst there
are some theories that can already explain women’s silence in organizations, we
choose GT, to give a new perspective on existing knowledge (Goulding, 2002).
Most existing theories in women’s silence are usually western based (Fitzgerald
2003), which makes it difficult to explain research results and phenomena in
different cultures and contexts (Spigner 2016). As such, GT is useful to develop
new theory on explaining women’s silence in Iran and Poland.

Purposeful sampling (Patton, 2002) was used in this research, where participants
who were chosen to be part of this study were academic women from two
universities, with one being in Poland, and the other in Iran, both of which are
international universities. In the context of Poland, 22 people were interviewed,
including 20 female and 2 male university professors as deviant cases, to deter-
mine if they were to say anything different from the women. In the Iranian
context, the total number of interviewees was 20, where 15 were female and 5
were male. Interviews were conducted until theoretical saturation was achieved
(Glaser, 1978), that is no new information is developed. In other words, after
conducting the 22nd interview in Poland and the 20th interview in Iran, the
researcher found that the comments made by participants was being repeated by
the interviewees and the study had reached saturation.

Initially participants were identified by the university’s websites and were
contacted via email to ask for their participation in the research. Potential
interviewees were sent information about the study, by way of an explanatory
statement, and the interview protocol. Individuals were assured that no personal
information would be included in research outputs to prevent them from being
identified. Informed by the work of Glaser (1978), to analyse the transcripts
open coding was first performed, where data was read line-by-line and words,
sentences, or strings of sentences were given a code to reflect the meaning
of the words or sentences. Then selective coding was performed where these
codes were organized into higher order categories, which forms the basis of our
findings below.
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Findings
Contextual influences on Women'’s Silence
Poland

From the Polish perspective, we identified 70 general codes that were catego-
rized into five concepts. For the Polish sample, the most coded concept (20
codes) identified is that of unsupportive policies towards women. For example,
one participant stated that “women have less rights in comparison to other Euro-
pean countries”. If policies are unsupportive, then women will feel challenged
to speak out, and hence remain silent. The second most coded concept was
the “historical background of Poland” with 19 codes, for example “gender is
still an unresolved issue in Poland”, which also meant that the structure of the
university was also problematic for gender.

The next concept is “the university has a masculine culture” with 13 codes. The
following quotes are indicative: “It seems that the prestige of departments is
established by having a strong masculine culture, and based on how many of the
students are male means that field of study is valuable.”

Furthermore, participants identified that the university had a centralized and
bureaucratic structure, and did not focus on inclusion or diversity, which had
13 codes under it. An indicative quote for this was: “the university doesn't care
about listening to diversity.”

Finally women often found themselves in a “destructive atmosphere in Poland”
with 11 codes, for example participants stated that there are “unethical relations
between colleagues.” This meant the atmosphere, was not positive for women,
rather it was problematic, creating a difficult context for women to speak out.

Iran

For Iran, some concepts were similar to the ones identified in the Poland
context. For example, this included five concepts and these were named the
“Laws of the scientific ministry” with 10 codes. Some examples include “indi-
rect employment laws lead to a generation gap between professors.” Similarly,
“religious ideology” also had an impact, with 11 codes, for example “religious
beliefs suggests that women should play a particular role in society and the
workplace.” The next concept is “national traditions” with 24 codes, which
included comments such as “/ran has a conservative culture”. “Sub-cultures”
was also an identified concept, including 8 codes “talking about our life has
lots of red lines, people don't trust each other to talk.” Finally, the final concept
for the Iranian context, was “Gender policies” with 31 codes.It had included
“legal issues for women”, and there were “unequal rights in society for men and
women”.
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Causes of Women'’s Silence

For the Polish sample, causes of women’s silence within organization’s involved
5 single concepts and 81 codes. This included “Fearing speaking out” with
14 codes; “women feared that men would engage in retaliatory behavior if
they spoke out”, similarly “male authority at University” impacted on women’s
silence. There were 21 codes where “women are a minority in hierarchy.” It
was identified that “socialization” was also an issue with 17 codes. Indicative
quotes included “what is the meaning of being girl in your society?”’, or women
were “busy with dual life” with 9 codes, for example the “time to raise kids”,
impacted on them, meaning that they often did not have a chance to speak out.
The next concept identified was the “institutional setting” with 20 codes.

For the Iranian sample, causes included 6 concepts and 202 codes. The first
concept identified is that of “learned helplessness” with 44 codes. For instance,
one participant stated that “women believe they have a disability” by remaining
silent. “Male authority” with 47 codes, was influential in the Iranian context,
with one participant stating that “women follow men's decisions.” The next con-
cept, was socialization with 36 codes. This is indicated in the following quotes:
“women are silent, because their socialization, training and education instils in
them a silent nature”. Similar to the Polish sample, those from Iran mentioned
that the reason for women’s silence is them being “busy with dual life” with
16 codes. Similar again to the Polish context, “institutional setting” was a well
mentioned concept with 35 codes, where “an older academic generation places
pressure on women”. Finally, one more concept was identified in the Iranian
case, which was “modesty” which impacted on silence with 24 codes, as the
following indicates: “I prefer not to speak, because I like to be modest about
what I do”.

Consequences of Women’s Silence

For the Polish sample, the consequences of women’s silence had 8 concepts
and 79 codes. These consequences included “organizational performance” with
9 codes, for example many participants commented that women’s silence “de-
creased organization performance”. The next concept was “hierarchal issues”
included 12 codes including “traditional leadership”. Other consequences in-
cluded, “communication consequences” such as “fension when communicating”
with 5 codes. Other consequences included a “perceived injustice” with 13
codes. For example, women’s silence resulted in “an inequality in top pos-
itions "for women. Other consequences of women’s silence include “scientific
damage” with 8 codes, which meant that women’s silence made it difficult
for them to conduct collaborative research with their peers: “disconnect knowl-
edge sharing because half of the professional employee keep silent and don't
share their knowledge in academic area.” Women’s silence also caused “ethical
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issues” with 5 codes. For example, one participant stated that “the University
doesn't care about sexual harassment”. Silence also had quite significant health
influences, with some experiencing “mental and physical issues.” (7 codes), for
example one woman had a “heart problem.” The final concept, was silence’s
impact on “individual performance” (20 codes). For example, silence made “it
difficult for women to get ahead in their academic career”.

For the Iranian sample, consequences including 9 concepts and 181 codes. Simi-
lar to the Polish sample, “organizational performance” was said to be influenced
by silence with 17 codes. For example, participants stated that there was an
“increase in management problems”. The next concept was the “prevalence of
hegemony” with 41 codes. For example, participants stated that “key positions
were in the hands of certain men” and the dominant males were out to “elim-
inate women”, suggesting an unsupportive environment for women. Another
major concpet identified by the Iranian participants, was that of “elite migration”
with 10 codes. For example, one participant stated “/ am looking to leave
Iran permanently, because I can't freely voice my opinions”. Women'’s silence
also had an impact on “Mental health/Physical Damage” with 24 codes. For
instance, women reported that there were an “increase in errors.” Furthermore,
“scientific damage” with 11 codes included a “block of knowledge sharing.”
Women'’s silence had an impact on “individual performance” which was coded
11 times. Indicative quotes included “women don't develop their career.” The
final concept identified was “numbness” with 39 codes, with one woman stating
“I feel that I need to be passive and display no emotion”.

Discussion
Contextual influences on women’s silence

Located in the Middle East, Iran is a non-Arabic speaking country governed by
the laws of Islam. Unlike the Arabic-speaking countries in the region, the num-
ber of educated women has grown significantly, especially in the last decade, to
the point where incoming students in 2020 were almost equal to men(Institute
for Research and Planning in Higher Education, 2021). However, this equality
does not transfer across to workforce participation in Iran, where there is only
19.23 % representation (World Bank, 2020a). This low representation not only
contributes to women’s silence in organizations it also perpetuates women’s
attrition and confinement to low ranking positions (Fitzgerald, 2003), thereby
exacerbating male privilege (Aiston & Fo, 2021).

Poland is one of the Eastern European bloc countries that has been liberated
from communist rule for more than three decades. Poland is in the neighbor-
hood with one of the strongest economies in the world namely Germany, and
Poland’s participation in the European Union has changed the development and
progress of this country, both economically and culturally. Our findings indicate
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that women face silence in the academic space in Poland further accentuating
the challenges women face gaining positions in leadership and high ranking
positions.

The concepts extracted from the Iranian interviews clearly indicate that the
university management complies in both policy and culture, to the larger socio-
cultural influence of religion and government. As a result, the root causes of
women's silence in the Iranian University stem from deeper cultural issues such
as religion. In contrast, women in the Polish context are more influenced by
issues in the structure of the university itself. According to the interviewees in
Iran, the university’s hierarchical system is designed based on a standardized
masculine model, and gender differences are not respected by the overall ma-
jority. In this regard, we can compare the data on the number of women in
the parliaments of the two countries, in which Poland is ranked 55th of 187
countries with 28.72 % women working in government and Iran ranked 176th
with only 5.88 % women in government (The Global Economy, 2021), that is
Poland has much better participation of women in government, than Iran. This
highlights a gross under-representation of women in positions of power. In the
context of Iran, the 5.88 % female parliamentarians often express viewpoints
that align with the sociocultural norms of the government and religion and as
such can contradict values that support equal rights and equality for women.

Causes

In regard to the causes of silence, both Iran and Poland indicated 4 common
concepts: “male authority” (Poland 21, Iran 47); “the socialization of women”
(Poland 17, Iran 36); “busy dual life” (Poland, Iran 16) and “institutional set-
ting” (Poland 20, Iran 35). For Iranian participants these issues were more
pronounced.

Although in both contexts (Poland and Iran) the issue of the masculinity in the
workplace and the fact that women often are in the minority in the workplace
was raised, which had unique impacts on women’s silence. These findings
should be borne in mind that according to the statistics, there is a total of
44.43 % women who are working in organizations in Poland (World Bank,
2020b). Meanwhile, the same statistic for Iranian women is one of the lowest
ranked countries with only 19.23 % of women in the workforce (World Bank,
2020a), suggesting strong masculinity in the workplace environment in Iran, and
a lack of underrepresentation of women. As a result, the degree and effect of
masculinity in the Iranian workplace is much stronger. This signifies that women
in Iran would be more likely to remain silent due to the context.
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Consequences

In regard to the consequences of women's silence in the university environment,
a number of concepts were common between Iran and Poland. One of the major
findings was the impact of this silence on the performance of the organization,
especially in the long run, as well as the impact of women's silence on their
own individual performance, which was noted by both the Polish and Iranian in-
terviewees, suggesting this is an issue relevant across cultures. In this situation,
women’s silence can have an impact on the performance of the organization,
because women are prevented from contributing to decision-making and other
organizational processes. Silence also effects individual performance. In terms
of organizational consequences in the case of Poland, women’s silence had an
impact on "hierarchical issues" in the organization. For example, the number of
men who settled top or prestigious positions within the organization had a lack
of transparency in the hierarchy. However, in the case of Iran, the concept cor-
responds to a "prevalence of hegemony" with 41 codes. Hegemonic masculine
cultures in society and within organizational contexts operate as mechanisms to
legitimize practices among men that produce and reproduce gender inequality
(Connell, 1987). In the context of academia in Poland and Iran, women’s silence
maintains the status quo of women’s disadvantage and men’s privilege and
power in the organization (Bridges et al., 2021).

Suggestions for Future Research

The present study is a valuable study in terms of the dual context of addressing
women's silence in the organization. We believe that extending this study to a
variety of contexts, could greatly enhance our understanding of this silence. For
example, future studies could examine women’s silence in gender-egalitatarian
countries such as Norway, Denmark or Finland, versus those countries that are
not gender-egalitarian, such as those in the Arab world where strong religious
beliefs place women in the home as mother and caretaker of the family, and
not in the workplace. Other more moderate countries could also be examined
to understand women’s silence in those countries. Quantative studies across
countries could also be conducted to examine these issues from an empirical
perspective.

Implications

We offer a number of recommendations for organizations and universities in
both Poland and Iran. Firstly, organizations could seek to implement affirmative
action policies to better equalize the number of women working in the organiza-
tion (Odaga, 2020). This is important, as both samples revealed that women
experienced a male dominated organization structure. Secondly, organizations
could develop better work-life balance policies, so that women with family can
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be better supported in contributing to life and work spheres. Thirdly, organiza-
tions in Iran and Poland could support the introduction of women’s groups and
coalitions (Piderit & Ashford, 2003), so that women may support one another
in developing strategies to reduce the negative effects of the male hierarchy, but
also supporting one another in getting ahead. Finally, organizations could create
forums and online feedback systems (Aiston & Fo, 2021) so that women may
boldy voice their opinions and viewpoints. Implementing the above strategies
would hopefully create a more gender-equal organization, where women are
supported in their work and family lives, but also in voicing their concerns,
knowledge and suggestions.

Conclusions

In comparing the results of the study, it can be said that women in Poland have
a much better position, both in terms of the number of people employed at
different organizational levels and in terms of the number of professors at the
university. The University in Poland context has been run by a woman for two
terms, and the number of women deputies and heads of departments available
on that university website is well known. In comparison, during the 70 years of
the existence of the Iranian university, there has never been a woman president
of the university, even in the field of deputies, and as such we do not see the
presence of women at all, which has severe implications for women’s equality
and subsequently silence. The present study was conducted simultaneously with
the social movement of women in Poland in connection with a new restrictive
law that removes the right of women to freely access abortion in Poland, which
despite the special circumstances due to the COVID-19 pandemic, countless
men and women took to the streets to oppose this new law. This reflects
how much women are striving to keep their freedom and seeking their voice
even at the state and governmental levels. But in the case of Iran, the women
participating in the study, show frustration as there has been little improvement
in the conditions for women in Iranian society and at work, which has led to
women’s silence. We implore organizations in all countries to implement the
recommendations suggested in the paper, and others to improve the position of
women in the workplace. Ultimately, this will lead to greater voice for women,
contributing to better organizational performance.

References
Acker, J. (1990). Hiearchies, jobs, bodies: A theory of gendered organizations. Gender and
Society, 4, 139-158. https://doi.org/https://doi.org/10.1177/089124390004002002

Acker, J. (2006). Inequality Regimes : Gender, Class, and Race in Organizations. Gender and
Society, 20, 441-464. https://doi.org/10.1177/0891243206289499

IP 216.73.216.36, am 19.01.2026, 21:10:14. ©
Inhatts i i, Fiir oder ir

Erlaubnis ist j


https://doi.org/https://doi.org/10.1177/089124390004002002
https://doi.org/10.1177/0891243206289499
https://doi.org/10.5771/0949-6181-2022-4-731
https://doi.org/https://doi.org/10.1177/089124390004002002
https://doi.org/10.1177/0891243206289499

Comparing Polish and Iranian Women'’s Silence in a University Setting 741

Adom, D., Daitey, S. T., Yarney, L., & Fening, P. A. (2020). Breaking the Culture-specific
Silence of Women Glass Bead Makers in Ghana: Towards Empowerment. Safety and health
at Work, 11(4), 450-457.

Aiston, S. J., & Fo, C. K. (2021). The silence/ing of academic women. Gender and Educa-
tion, 33(2), 138-155.

Beamish, T. D. (2014). Accumulating Trouble: Complex Organization, a Culture of Silence,
and a Secret Spill. Social Problems, 47(4): 473-498.

Behtoui, A., Boréus, K., Neergaard, A., & Yazdanpanah, S. (2017). Speaking up, leaving or
keeping silent: Racialized employees in the Swedish elderly care sector. In Work, Employ-
ment and Society, 31; 954-971.

Bell, M. P, Ozbilgin, M. F., Beauregard, T. A. c., & Siirgevil. (2011). Voice, silence, and
diversity in 21st century organizations: Strategies for inclusion of gay, lesbian, bisexual,
and transgender employees. In Human Resource Management, 50: 131-146.

Bormann, K. C., & Rowold, J. (2016). Ethical leadership’s potential and boundaries in organi-
zational change: A moderated mediation model of employee silence. German Journal of
Human Resource Management, 30, 225-245. https://doi.org/10.1177/2397002216649855

Bridges, D., Wulff, E., & Bamberry, L. (2021). Resilience for Gender Inclusion: Developing
a model for women in male-dominated occupations. Gender, Work & Organization, 1-17.
https://doi.org/10.1111/gwao.12672

Brinsfield, C. T. (2012). Employee silence motives : Investigation of dimension-

ality and development of measures. In Journal of Organizational Behavior,

34(5): 671-697. https://doi.org/https://doi.org/10.1002/job.1829

Connell, R. W. (1987). Gender and power. In. Sydney, Australia: Allen and Unwin.

Erkutlu, H., & Chafra, J. (2018). Leader’s integrity and employee silence in healthcare
organizations. In Leadership in Health Services, 32: 419—434.

Fernando, D., & Prasad, A. (2019). Sex-based harassment and organizational silencing: How
women are led to reluctant acquiescence in academia. Human Relations, 72(10), 1565—
1594.

Fitzgerald, T. (2003). Changing the deafening silence of indigenous women
educational leadership. In Journal of Educational Administration, 41: 9-23.
Foley, M., & Oxenbridge, S. (2020). ‘I’ 1l never be one of the boys’: Gender harassment of
women working as pilots and automotive tradespeople. In Gender, Work and Organization,

29(5): 1676-1691.

Glaser, B. (1978). Theoretical Sensitivity, Mill Valley, CA, Sociology Press.

Good, C. (2012). Why Do Women Opt Out? Sense of Belonging and Women * s Representa-
tion in Mathematics. Journal of Personality and Social Psychology, 102(4), 700-717.

>

s voices in

Goulding, C. (2002). Grounded theory: evolutionary developments and fundamental process-
es. In Grounded theory. (pp. 38—54): Sage Publications.

Hall, G. (2017). Workplace bullying among Indian managers: Prevalence, sources and by-
standers ' reactions. International Journal Indian Culture and Business Management, 15.
https://doi.org/10.1504/IJICBM.2017.10006293

Hawass, H. H. (2016). Examining the antecedents of prosocial silence: A relational perspec-
tive. EuroMed Journal of Business, 11, 248-271. https://doi.org/10.1108/EMJIB-07-2015-00
31

IP 216.73.216.36, am 19.01.2026, 21:10:14. ©
Inhatts i i, Fiir oder ir

Erlaubnis ist j


https://doi.org/10.1177/2397002216649855
https://doi.org/10.1111/gwao.12672
https://doi.org/10.1504/IJICBM.2017.10006293
https://doi.org/10.1108/EMJB-07-2015-0031
https://doi.org/10.1108/EMJB-07-2015-0031
https://doi.org/10.5771/0949-6181-2022-4-731
https://doi.org/10.1177/2397002216649855
https://doi.org/10.1111/gwao.12672
https://doi.org/10.1504/IJICBM.2017.10006293
https://doi.org/10.1108/EMJB-07-2015-0031
https://doi.org/10.1108/EMJB-07-2015-0031

742 Leila Lotfi Dehkharghani, Yaghoob Maharati, Jane Menzies, Donna Bridges

Huang, X., Vliert, E. V. D., & Vegt, G. V. D. (2005). Breaking the Silence Culture: Stimula-
tion of Participation and Employee Opinion Withholding Cross-nationally. In Management
and Organization Review, 1: 459—482.

Inandi, Y., Giin, M. E., & Gilig, F. (2017). The study of relationship between women teachers'
career barriers and organizational silence: Viewpoint of women and men teachers. Euro-
pean Journal of Contemporary Education, 6, 542-556. https://doi.org/10.13187/ejced.2017.
3.542

Institute for Research and Planning in Higher Education. (2021). Statistical Research and
Information Technology. Retrieved 25/11/21 from https://irphe.ac.ir/index.php?sid=25&slc
lang=en

Kalfa, S., Wilkinson, A., & Gollan, P. J. (2018). The Academic Game: Compliance and
Resistance in Universities. Work, Employment and Society, 32(2), 274-291. https://doi.org/
10.1177/0950017017695043

Kanter, R. M. (1998). Men and Women of the Corporation. New York, Basic Books.

Knights, D., & Richards, W. (2003). Sex discrimination in UK academia. Gender, Work &
Organization, 10(2): 213-238.

Krishna, A., & Soumyaja, D. (2020). Playing safe games — thematic analysis of victims’
perspectives on gendered bullying in academia. Journal of Aggression, Conflict and Peace
Research, 12(4): 197-208. https://doi.org/10.1108/JACPR-03-2020-0478

Maji, S., & Dixit, S. (2020). Exploring self-silencing in workplace relationships: A qualitative
study of female software engineers. The Qualitative Report, 25(6), 1505-1525.

Mao, C., Chang, C.-h., & Johnson, R. E. (2019). Incivility and Employee Performance, Citi-
zenship, and Counterproductive Behaviors : Implications of the Social Context. In Journal
of Occupational Health Psychology: 24: 213-227.

Odaga, G. (2020). Affirmative Action and Women in Uganda’s Public University Education.
Higher Education Policy. 35: 1-18. https://doi.org/10.1057/s41307-020-00189-8

Patton, M. Q. (2002). Qualitative Research and Evaluation Methods (3rd Ed ed), Thousand
Oaks, CA, Sage Publications.

Piderit, S. K., & Ashford, S.J. (2003). Breaking silence: Tactical choices women managers
make in speaking up about gender-equity issues. Journal of Management Studies, 40(6):
1477-1502.

Pruit, J. C., Pruit, A. G., & Rambo, C. (2021). “Suck It up, Buttercup”: Status Silencing and
the Maintenance of Toxic Masculinity in Academia. In N. K. Denzin, J. Salvo, & S.-L. S.
Chen (Eds.), Radical Interactionism and Critiques of Contemporary Culture (Vol. 52, pp.
95-114). Emerald Publishing Limited. https://doi.org/10.1108/S0163-23962021000005200
7

Sojo, V. E., Wood, R. E., & Genat, A. E. (2016). Harmful Workplace Experiences and
Women ° s Occupational Well-being : A Meta-Analysis. Psychology of Women Quarterly,
40(1): 10-40.

The Global Economy. (2021). Women In Parliament. Retrieved 26/11/21 from https://www.th
eglobaleconomy.com/rankings/Women_in_parliament/

Tlaiss, H. A. (2015). How Islamic Business Ethics Impact Women Entrepreneurs: Insights
from Four Arab Middle Eastern Countries. Journal of Business Ethics, 129, 859-877.
https://doi.org/10.1007/s10551-014-2138-3

IP 216.73.216.36, am 19.01.2026, 21:10:14. ©
Inhatts i i, Fiir oder ir

Erlaubnis ist j


https://doi.org/10.13187/ejced.2017.3.542
https://doi.org/10.13187/ejced.2017.3.542
https://irphe.ac.ir/index.php?sid=25&slc_lang=en
https://irphe.ac.ir/index.php?sid=25&slc_lang=en
https://doi.org/10.1177/0950017017695043
https://doi.org/10.1177/0950017017695043
https://doi.org/10.1108/JACPR-03-2020-0478
https://doi.org/10.1057/s41307-020-00189-8
https://doi.org/10.1108/S0163-239620210000052007
https://doi.org/10.1108/S0163-239620210000052007
https://www.theglobaleconomy.com/rankings/Women_in_parliament
https://www.theglobaleconomy.com/rankings/Women_in_parliament
https://doi.org/10.1007/s10551-014-2138-3
https://doi.org/10.5771/0949-6181-2022-4-731
https://doi.org/10.13187/ejced.2017.3.542
https://doi.org/10.13187/ejced.2017.3.542
https://irphe.ac.ir/index.php?sid=25&slc_lang=en
https://irphe.ac.ir/index.php?sid=25&slc_lang=en
https://doi.org/10.1177/0950017017695043
https://doi.org/10.1177/0950017017695043
https://doi.org/10.1108/JACPR-03-2020-0478
https://doi.org/10.1057/s41307-020-00189-8
https://doi.org/10.1108/S0163-239620210000052007
https://doi.org/10.1108/S0163-239620210000052007
https://www.theglobaleconomy.com/rankings/Women_in_parliament
https://www.theglobaleconomy.com/rankings/Women_in_parliament
https://doi.org/10.1007/s10551-014-2138-3

Comparing Polish and Iranian Women'’s Silence in a University Setting 743

West, C., Zimmerman, D. H., & Jun, N. (1987). Doing Gender. Gender and Society, 1(2):
125-151.

Whittock, M. (2001). Feminising the Masculine?: Women in Non-traditional Employment.
New York, NY, Routledge.

World Bank. (2020a). Labour force, female (% of total labour force) — Iran https://data.world
bank.org/indicator/SL.TLF.TOTL.FE.ZS?locations=IR

World Bank. (2020b). Labour force, female (% of total labour force) — Poland, https://da-
ta.worldbank.org/indicator/SL.TLFE.TOTL.FE.ZS?locations=PL

Wright, T. (2016). Women’s Experience of Workplace Interactions in Male-Dominated Work:
The Intersections of Gender, Sexuality and Occupational Group. Gender, Work and Organi-
zation, 23: 349-365.

Wynen, J., Kleizen, B., Verhoest, K., Legreid, P., & Rolland, V. (2019). Just keep silent. De-
fensive silence as a reaction to successive structural reforms. Public Management Review,
1-29. https://doi.org/10.1080/14719037.2019.1588358

Yin, R. K. (2018). Case Study Research and Application: Design and Methods. Sage Publica-
tions.

Zapata-Sepulveda, P. (2019). The Role and Everyday Life Experiences of Latin American
Female Researchers in Academia. Qualitative Inquiry, 25(2), 166—169. https://doi.org/10.1
177/1077800418810982

IP 216.73.216.36, am 19.01.2026, 21:10:14. ©
Inhatts i i, Fiir oder ir

Erlaubnis ist j



https://data.worldbank.org/indicator/SL.TLF.TOTL.FE.ZS?locations=IR
https://data.worldbank.org/indicator/SL.TLF.TOTL.FE.ZS?locations=IR
https://doi.org/10.1080/14719037.2019.1588358
https://doi.org/10.1177/1077800418810982
https://doi.org/10.1177/1077800418810982
https://doi.org/10.5771/0949-6181-2022-4-731
https://data.worldbank.org/indicator/SL.TLF.TOTL.FE.ZS?locations=IR
https://data.worldbank.org/indicator/SL.TLF.TOTL.FE.ZS?locations=IR
https://doi.org/10.1080/14719037.2019.1588358
https://doi.org/10.1177/1077800418810982
https://doi.org/10.1177/1077800418810982

	Abstract
	Introduction
	Literature review
	Method
	Findings
	Contextual influences on Women’s Silence
	Poland
	Iran

	Causes of Women’s Silence
	Consequences of Women’s Silence

	Discussion
	Contextual influences on women’s silence
	Causes
	Consequences

	Suggestions for Future Research
	Implications
	Conclusions
	References

