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Abstract

In today's world, women's empowerment as part of the workforce has gained
great importance. This research examines the obstacles and challenges in the
path of women's advancement in organizations, focusing on the glass cliff. These
obstacles not only limit women's access to high management levels, but also neg-
atively affect the development and effectiveness of organizations. The aim of the
research was to identify, rank, and provide effective solutions to overcome the
glass cliff of women's management. The research method is qualitative and ap-
plied. The content analysis method was used to analyze the data. A statistical sam-
ple of 16 academic experts and female managers and employees in the field of
healthcare was selected using snowball sampling, and content validity and relia-
bility were determined using the research peer review strategy (two coders). The
results led to the identification of 63 initial codes categorized into 10 themes and
3 main concepts: women's empowerment and career advancement (empower-
ment and development of women's advancement paths, equality in advancement
and promotion opportunities for women), structural and psychological support
for women (structural and legal support and psychological and social support for
women), and strengthening professional participation and interactions (reform-
ing evaluation and appointment processes, strengthening women's participation
in organizational decision-making, and strengthening professional interactions
between genders). The findings were categorized into three axes: empowerment
and equality in career advancement opportunities, structural and psychological
support, and strengthening professional participation and interactions. The re-
sults emphasize the need for a multidimensional approach to promote women's
managerial status and reduce gender inequalities .

Keywords: Ahwaz University of Medical Sciences, Glass Cliff, Women in Manage-
ment.
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In today's changing workplaces, the role of employees in achieving organizational
goals has become more important due to conditions such as uncertainty, downsizing,
and mergers, so it is essential for organizations to recognize employees (Eisenberger
Meanwhile, research shows that empowering women as part of the .(Y+)7 ¢ et al
Y«Y. ¢ workforce plays a key role in the development of societies ( Danamalaar et al
History shows that women initially faced serious barriers to entering the labor market .(
glass ceiling " . Research focuses "° and, after entering, they also faced the obstacle of a
vels of on the reasons for gender inequality and the low presence of women in high le
New findings show that women face .()¥*+YOmran and Ghessani, -management (Pour
numerous obstacles not only in the final stage of promotion, but also on the way to
e In contrast, men advance mor .( Y+ YY ¢ Aluchna et al ) reaching privileged positions
even 7 « quickly to management positions by taking advantage of the “ glass escalator
8 Y1ldiz and Woral ) dominated professions such as nursing and teaching-in female
Workplace interactions and norms also favor men, providing them with greater .( Y+ Y4
Y+ Y+ & opportunities for growth and income ( Akaya
points out that despite the significant achievements of women in (Y Y+ )!® Pawar
various fields, women are still less likely than men to hold important positions
also shows that women are overcoming (¥ +9)!? Sen .(Y+YY «!! Maheswari and Lenka)
Although .(Y+Y) I3 traditional barriers to attaining managerial positions (Amaki et al
the increase in the presence of women in management is a step towards gender equality
this trend raises new questions about « (Y +Y)Ghasemour Ganji etal., ¢Y )V <4 Mayer)
the “glass cliff”, including the success rate of female managers compared to men.
risk -The glass cliff phenomenon refers to the appointment of women to high
men to reach these risky management positions, where women are more likely than
These appointments can lead to their .( Y:YY !5 positions ( Ehmels et al
ineffectiveness and have negative consequences for the individual and the
to organization; for example, leaders of poorly performing companies are less likely
The concentration of .( Y+Y+ ¢! return to leadership in the future (Glass and Cook
risk positions exposes them to unfair criticism and greater blame than -women in high
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As a result, the glass cliff can be a barrier to women's .( Y+ 7 <7 men (Ryan et al
Inrecent .(Y+YY ¢!8 career advancement and reinforce gender inequality (Richard et al
years, women's demands have become a serious challenge, and their presence in
leadership positions is considered essential for the legitimacy and effectiveness of the
tate. The theory of representative bureaucracy also emphasizes the importance of s
(Y Y+ 19 reflecting social diversity in the structure of the state (Granold et al

Gender Gap Report , Iran ranks Y+ YYAccording to the World Economic Forum's
rd in gender equality. Iran also ranks ‘¥ Ycountries . The world ranks ) ¥7 out of +,8Vo
th in the component of women's participation in the labor force, which is not a Y ¥¥
good situation . Specifically, in Khuzestan province , the rate of women's participation
percent, which does not indicate a good ¥was about )Y:Yc activity in in economi
On the other hand , Iran is facing some . ( )Y Ysituation (Statistical Center of Iran,
economic crises due to economic recession and international restrictions . This
.( Y+ YYorganizations with challenges ( Agababai, presents Iranian

organizations in Iran, and especially in Khuzestan Province, are facing a crisis of
cutting policies are They have adopted the -high costs and low efficiency , and cost
my of resistance. According to the theory of social cost and consideration of the econo
women's social roles are adapted to crises and «( Y+)o 9 role adaptation (Lamb
women are more likely to be chosen as leaders in these situations , representing the
seems necessary for senior managers of glass cliff phenomenon . Therefore, it
organizations to investigate the existence of the glass cliff phenomenon in their
organizations, identify the factors that cause it, and work to eliminate its negative
d of women’s management has consequences. However , most research in the fiel
LYY+ 2 Akaya ¢ Y+ YA 2! focused on the glass ceiling phenomenon ( Rahim et al
There is very limited research on women in leadership positions , especially the glass
mifard and Behboudi , Zargha ¢Y+)4Tatari et al., «cliff phenomenon ( for example
In addition This, most of .( Y+Y4 ¢33 Kerrand Tell etal ¢ Y+Y+Granoldetal., ¢ Y+)¥
Y+Y4Yildiz) and Woral, ) studies Based On Studies Archival and Experimental these
.Been It is Focused On Section Private in Underdeveloped countries and «(
Considering that no study has been conducted in Iran so far on identifying strategies
for overcoming glass cliff obstacles and that this is a new field, it creates an additional
The main issue in this ¢ incentive for study and investigation in this field . Therefore
Phenomenon Rock research is that effective solutions to reduce the negative effects
¢ Ahvaz University of Medical Sciences at What are they Glass
Research background
the number of women <In recent years, as gender discrimination in Iran has decreased
in management positions has increased , but they still face a phenomenon called the
glass cliff,” a concept that refers to the appointment of women in risky and unstable “
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Nasiri ¢Y+)det al., positions and considers them more likely to fail than men (Tatari

This phenomenon is due to structural and attitudinal biases .(Y+)®and Valikbani et al.,

and the exclusion of women from informal support networks (Hazarjaribi and
(Y+YAAllahyari et al., ¢Y+)YPillehvari, .

patriarchal environments are less likely to participate Studies show that women in
in leadership activities and are often prevented from advancing to higher levels
The glass cliff symbolizes hidden .(Y+)ANazari and Latifi, ¢Y+)YTaghizadeh et al., )
can have consequences such as reduced productivity, inequality in organizations and

(Y« YVincreased turnover, and loss of female talent (Richard et al., .

Several studies have examined the factors affecting the glass cliff phenomenon.
managers confirmed barriers such of senior % Y4 showed that ( Y+)o )** Sab Harwal
as stereotyped thinking, prejudices, and reluctance to promote women . The
explanatory models of the glass cliff include biological (underutilization), social
ural (unequal distribution cult-inequalities resulting from socialization), and structural)
Oakley .(Y+)AKhalifa, ¢)¥-.+of power in social structures) models ( Jalsian et al.,
cultural, and structural -divided the barriers into organizational, behavioral (Y+«+)
e, women are less likely factors . However , even with equal education and experienc
to reach management, the reasons for which include lack of counseling, conflict of
(Y+ +Awork roles , and lack of advancement opportunities (Kajbaf and Kazemi, -family

into three Theories and models of the glass cliff phenomenon are divided
categories: biological, socialization, and structural/cultural. Biological models
consider gender differences to be due to evolutionary and biological factors, while
ial social and structural models consider these differences to be the result of soc
Despite the .(Y+)3processes and power systems (Alavi Salkoyeh and Fadaei Keyvani,
increasing presence of women in the workplace, the quality of their participation is
family low, and several factors, including legal, political, organizational, cultural, and
barriers, the lack of successful female manager role models, and the lack of support
¢Y+Y¢Almasi et al., ¢ Y+Y+Glass and Cook, ) networks, play a role in this issue
These factors cause women to face structural .(Y+)YMehrara et al., ¢Y+)AKhalifa,

and cultural limitations and discrimination that hinder their career advancement.

Empirical background of the research
In the field of organizational culture and retention of Generation Z employees The
: following research can be mentioned

led “ Investigating the Impact of Women ’s Leadership and Corporate In a study tit
( Y+Y¥) 2 Governance on Operational Criticism : The Glass Cliff Effect , ” Kai et al
highlighted the importance of the glass cliff effect and emphasized the pivotal role of
ctive critical management during times of crisis . In addition , they women in effe
on )1 -provided valuable insights for policymakers regarding the impact of COVID
. the interaction between corporate governance features and operational reviews

study titled “Assessing the Probability of the Glass Cliff Phenomenon for In a
concluded that (Y+YY)Female CEOs at Colleges and Universities,” Samuel and Went

24 - Sabharwal
25 -Caoetal.
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universities were 2° risk colleges or -there was no evidence that female CEOs at high
lass cliff was used . In fact , the results showed that there was no hired when the g
. difference in the promotion of women to management positions compared to men

In a study titled “ Glass Ceiling or Glass Cliff: Examining the Role of Female
showed 27 (Y + Y¥)rmance in Poland , ” Aluczna et al. Board Members on Market Perfo
that men are more likely to be employed in executive roles than women , while women
are more likely to be appointed to executive boards in companies with poor
on of women in executive positions is performance . Furthermore , higher participati
. term value -associated with lower long

in a study titled “ Beyond the Glass Cliff: Exploring the Range of (Y+YY)® Ozer
Factors Affecting the Glass Cliff ” showed that there are five factors that are commonly
d in review articles . These factors are ; leadership stereotypes and gender , mentione
. company performance , need for change , leadership ability , and leadership fit

in a study titled “ Explaining the Antecedents and ()Y¥:Y)Kawsi et al .
Glass CIiff in Service Organizations ” showed that women ’s Consequences of the
leadership characteristics , meritocratic criteria , women’s preferences, and
organizational factors have a significant effect on the glass cliff . The effect of the
ession planning strategies , personal development glass cliff phenomenon on succ
planning , and support networks was also confirmed . Finally , the results indicate the
positive effect of these strategies on positive outcomes and their negative effect on
.negative outcomes

in a study entitled " The effect of the glass cliff phenomenon (V¥ +Y) Agha Babaei
on the formation of organizational blockage and organizational silence with the
moderating role of perceived organizational support : The results showed that the glass
e and significant effect on organizational blockage and organizational cliff has a positiv
silence. In addition, the moderating role of perceived organizational support in the
effect of the glass cliff on organizational blockage and organizational silence was
". confirmed

in a study titled " The Relationship between Glass Cliff and ()Y +V)zi et al. Sab
Job Motivation and Organizational Growth in Female Employees " showed that there
was a significant negative relationship between Glass Cliff and Job Motivation and
Growth of Female Employees. Also, the results of regression analysis Organizational
showed that Glass Cliff was able to predict Job Motivation and Organizational Growth
of Female Employees.
Research methodology
This study was conducted with a qualitative approach with the aim of identifying
effective strategies to overcome the glass cliff of women's management at Ahvaz
University of Medical Sciences . Due to the complexity of the subject and to
den dimensions more deeply, content analysis was used to extract understand its hid
key concepts and develop a theoretical model. Data were collected in two stages: first,
library studies were conducted to create an initial theoretical framework, which
structured -evant articles, books, reports, and theses; then, semiincluded reviewing rel

26- Samuel & Wendt
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interviews were conducted with academic experts and female managers and employees
in the healthcare field to deepen the analysis.
Demographic characteristics of participants .\ Table

Percentage | Abundance | aphic characteristicsDemogr
%Y /® Ve Man
Gender

%YV /e 1 Woman
%Y /° Y years YoUnder

old
%1/ Y 4 years £°to Yo Age

old
%YV /Y ° years and over £°
%O+ / A Senior expert :
IR A PRD Education
% +»0 A years Y+to )+

Work histo
% O+ / A years old Y +Over Y
YZARK A Total

Source: Research findings
The criteria for selecting participants included being a faculty member at a university
the field of health years of work experience in éor having a master 's degree or at least
care center management and specialized knowledge of the subject. Given the difficulty
of accessing experts, purposive sampling and then the snowball method were used; in
ere asked to introduce this way, first eligible individuals were selected and then they w
) 7other relevant experts. This process continued until theoretical saturation, and after
interviews, the data reached a point where no new information was obtained . Finally,
ve analysis software and qualitative data were analyzed with specialized qualitati
.through open, axial, and selective coding
The process of designing interview questions began with a comprehensive review of
relevant scientific literature and, based on the initial conceptual framework, questions
were formulated. Then, they were reviewed and revised in specialized meetings with
e supervisor until the final version of the interview tool was formed. After th
determining the target group, the interviews were scheduled and coordinated with the
minutes, were )Y+and 7participants, and the interviews, which lasted between
quiet and undisturbed environment . The interviews continued until conducted in a
theoretical saturation was reached, so that from the twelfth interview onwards, the
answers were repetitive and without new information, but for certainty, they continued
th interview . Simple and clear questions were asked and, if necessary, until the sixteen
additional explanations were given to prevent misunderstandings. Data analysis was
conducted systematically and based on the content analysis approach; including
inuous comparison, coding, and extraction of key themes. Data repeated reading, cont
validity was also ensured using content validity.To quantitatively examine content
:validity, two indicators are used CVR coefficient of variation) Relative Narrative )
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and ( ?° Content CVI was used, and the related ( *° I) Narrative ContentCV )
. choice ranges-and four -questionnaires were presented to the experts based on three

Acceptable value forCVR and for +,¢YThe numbers are greater than CVI greater ¢
Also, the reliability of the data was .(Y)le The results are given in Tab .+,V4than
ensured by independent coding by two researchers and comparison of the results. All
ethical principles of the research were observed and the participants participated in the
. their information remained confidential interviews with informed consent and
Research findings
people. The )f7structured interviews were conducted with -In this study , semi
interview began with questions about “ identifying effective strategies for overcoming
ended interview) and the rest of the -anagement ” (openthe glass cliff of women’s m
questions were based on the interviewees * answers . All interviews were reviewed
several times to extract key points . In the coding stage , the interviewees were

. nfidentialityrandomly assigned codes to ensure coThe MIX was used in 3! method
this stage. After carefully reviewing the interviews, the initial codes were extracted
and revised. Some codes were merged due to conceptual similarity, while others
was remained unchanged, and the title of the four themes was modified. Finally, it
which includes interview codes, ¢ (Y)compiled and presented in the form of Table
interviewees, modified themes, and main themes.

Interview codes, subthemes and main themes .Y Table

References CVI | CVR Interview code

Leadership skills
training for women
Specific training
AE/Y | YA/ Iprograms for women
in management

\.h \.h

{M1,3}; {M1,1}; Women's

{M9,3}; {M10,10}; | A%/° | A3/ |empowerment
{M8,1} {M11,16}; workshops
{M12,24}; Mentoring and
{M13,23}; 1¢/Y | Y+« |counseling programs
{M16,18}; {M9,26} for women

Increasing  women's
1¢/V | TA/Y |access to management
training courses

yred ssarsod
pue juouomodwy s,uowom Jo Judwdo[oAdp

Creating learning
AE/Y | YA/A opportunities in the
workplace

29Content Validity Ratio

30Content Validity Index

31M. ;To show the interview I To show the interview number and XTo indicate the initial code number
extracted from the interview
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ov/4

Launching online
platforms for training
women managers

ag/v

TA/Y

Strengthening
networking skills for
women

g/

§V/¢

Empowering women
to face career
challenges

{M1,6}; {M2,2};
{M2,6}; {M4,1} ;
{M11,12};
{M13,24};
{M7,22}; {M5,26};
{M10,23}

YA/4

Providing legal
protections for women
in the workplace

Ag/Y

YA/Q

Creating laws to
support women
managers in
organizations

ISTA;

Ad/e

Developing  gender
equality policies in the
workplace

ov/a

Passing laws against
discrimination gender
in appointments

gy

TA/Y

Strengthening the
legal status of women
in management
processes

AE/Y

ov/4

Awareness programs
about women's rights

Ag/Y

§V/¢

Review and reform of
discriminatory laws in
universities

A4 /o

TA/Y

culture of Teaching a
diversity and gender
equality at university

ag/v

YA/A

Legal protection for
women facing job
discrimination

uswon 10y oddns [e39] pue [eIONng

{M1,2}; {M3,4};
{M6,2} ; {M7,2};
{M12,8}; {M1,4};
{M2,3}; {M5,5};
{M6,8}; {M7,8};
{M8,6}; {M16,14}

A4 /0

Clarifying the
performance
evaluation criteria for

female managers

Ag/Y

-Creating gender
neutral  assessment
processes

JUOWFUIouUe
pue uoneneAd

SuruLIojy
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A4 /o

diverse -Use of gender
evaluation
committees

a8y

-7+ Strengthening
degree feedback
systems for women

A¢/Y

A4 /o

Review of recruitment
and appointment
processes

a8y

A4 /0

Improving  methods
for assessing
managerial
competencies

a¢/Y

TA/Y

Training evaluators on
reducing gender bias

ag/Y

VA4

Holding  awareness
courses to improve
evaluation processes

ag/Y

VA4

Creating transparency
in appointments and
transfer of
responsibilities

{M1,9}; {M1,7} ;
{M2,5} ; {M3,3};
{M5,4} ; {M6,3}
{M4,4} ; {M2,7} ¢
{M10,2} ;
{M11,13};

ISTA;

ov/4

Providing
psychological
counseling for female
managers

AE/Y

A4 /o

Creating support
networks for women
in the workplace

a5V

V)¢

Psychological support
programs to cope with
job pressures

q¢/y

Creating spaces for
discussion and
for exchange of ideas
women

AE/Y

Strengthening social
support for women in
their careers

A¢/Y

YA/4

Dealing with women's
burnout with the help
of psychological
counseling

q¢/y

Ad/o

Strengthening
women's coping skills

udwom J10j yroddns [er0s pue [8130[0YIASJ
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against work
pressures

g/

§V/¢

programs to Creating
-promote mental well
being in the
workplace

Ag/Y

ov/4

Providing space for

open dialogue and
expression of
concerns

{M3,5}; {M3,8} ;
{M4,7}; {M5,9};
{M7,5}; {M8,8} ;
{M9,12} ;
{M12,19};
{(M11,17} ;
{M12,25};
{M13,23};
{M15,14} ;
{M10,23}

Ag/Y

Ad/e

Reforming promotion
systems for gender
equality

Ag/Y

AQ/o

Creating equal
opportunities for
career advancement

YA/Q

Developing  special
programs for the
advancement of
women in
organizations

AQ/o

TA/Y

Inclusion of women in
key  organizational
decisions

ag/y

YA/Q

Promoting women's
-participation in long
term and strategic
projects

ag/v

Ad/o

Supporting women in
achieving
management positions

Ad/o

TA/Y

incentive Developing
policies  for  the
advancement of
women in the
organization

AE/Y

Strengthening
cooperation between
women and men in the
career promotion
process

Ad/o

Ad/o

Creating incentive
programs for women
at senior management
levels

udwom J1o0j uonowoad pue JudwddueApe 10J sanrunyioddo ur Kyenby
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{M5,2} ; {M7,3} ;
{M3,9}; {M8,10} ;
{M3,12}; {M13,6}
{M13,22};
{M8,23};
{M13,19};
{M12,21};
{M14,20};
{M12,4}; {(M13,1}
; {M5,8} ; {M6,22}
; {M9,6}

A¢/Y

ov/4

Encouraging women
to attend meetings and
making -decision
committees

a¢/Y

ov/4

Allocating special
seats for women in
management teams

YA/Q

Holding training
workshops to
strengthen women's
participation

Ad/o

Ad/o

Reforming
management

structures to
strengthen  women's
participation

A4/e

VA4

Encourage women to
voice their opinions
and suggestions in key
decisions

ag/Y

ov/4

Creating equal
opportunities for
women and men in the
making -decision
process

AE/Y

§V/¢

-Improving  decision
making processes to
account  take into
women's opinions

A4 /o

TA/Y

Strengthening the role
of women in
formulating
organizational
strategies

q¢/y

YA/Q

-Teaching  decision
making techniques to
female managers

uoIsIAP [euoneziuesdao ur uonednaed s,udwom Suruay)suanS-sunjew

{M9,24}; {M10,13}
; {(M14,23};
{M8,18} ;
{M11,21} ;
{M13,15};
{M12,18} ;

a¢/Y

A4 /0

programs for Training
professional
interactions between
women and men

a¢/Y

Creating  awareness
workshops on gender
discrimination

JIPUISIIJUl

[euoissajoad
Suruay)suang
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(M16,27} ;
(M15,19};
{M13,15};
{M13,18};
(M9,22} ;

Strengthening gender
1¢/V | Ad/e |partnerships in
workplaces
Creating joint
AdJo | TANY opportunities fgr
women and men in
projects
Promoting a positive
and equal
Voo | TAY |collaborative
environment between
genders
gender Training in
Ad/e | YA/4 |dialogue and conflict
resolution skills
Strengthening a
culture of
A¢/v | Ad/e |collaboration for
organizational
development
Promoting a culture
a5V | AdJo of mutual respect
between women and
men
Improving attitudes
ag/v | YA/ in the towards women

workplace and
management
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Effective strategies for overcoming the
glass cliff of women's management

I
\ v L

Strength- Structural and Empower-

. hological - —
ening profes- psychological sup
. port for women

ment and career

..... T s Aderasnnnnannt ~F
Reforming evalua-
tion and appointment 4— Structural and le- Empowerment
nrocesses gal support for — and develop- <
Wwnman ment of wom-—

Strengthening cross-
gender professional in- <€—
teractions

Psychological and Equalitv in op-
social support for €— d s yf P
Strengthening women portunities for ad- <€—

women's participa- vancement and
tion in organizational

The final model of strategies for overcoming the glass cliff of women's .)Figure
tmanagemen
- ) Relative Narrative Content value CoefficientCVR In all cases, it was (

) and the index value Narrative Content Validity Index -+, ¢ Ygreater than CVI was (
the developed model has adequate that in all cases, indicating *,Valso greater than
After finalization and consensus among participants in the final stage , a . validity
supportive organizational culture model was developed to retain Generation Z

.employees in the government workplace
usionDiscussion and Concl
The findings of this study showed that overcoming the glass cliff phenomenon in
women's management requires a multidimensional and coherent approach that can be
followed in three general axes : "empowerment and career advancement”, "structural
ychological support", and "strengthening participation and professional and ps
interactions" . These concepts were extracted from the lived experiences of
participants at Ahvaz University of Medical Sciences using a framework analysis
e challenges, needs, and opportunities women face in approach and well reflect th

achieving managerial positions.

¢« women’s empowerment and career advancement <The first concept
-emphasizes the need to provide learning, personal development, and confidence
building opportunities for women. This finding is consistent with previous research
that emphasized the need for educational investment and training of female leaders. In
organizations, the lack of a clear career path and equal opportunities for many
promotion are considered to be one of the main factors creating the glass cliff
phenomenon . This concept refers to a set of measures and conditions that enable
ve, and demonstrate their professional capabilities on the path women to grow, impro
to achieving management positions. In the lived experience of the participants, it was
seen that women need access to equal opportunities to learn, participate in training
fessional feedback, and have a clear career path . One of the key courses, receive pro
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building; This means that women in -points in this concept is the issue of trust
organizations should be seen by senior managers, colleagues, and the formal structure
t individuals, not simply as people who are presented as as reliable and competen
temporary solutions in crisis situations . In addition, acquiring leadership skills,
confidence are -personal development, crisis management, and strengthening self
hat women need to be able to navigate their important examples of empowerment t
. career paths confidently and successfully

Structural and psychological protection of In the second axis ; namely support
focuses on reforming policies, procedures, and creating a supportive women
reduce psychological pressures and institutionalized discrimination. environment to
This finding suggests that many women face not only external barriers, but also
psychological challenges resulting from gender stereotypes and contradictory social
with the “glass cliff” theory, critical or risky management expectations. In line
situations are often provided to women, while there is insufficient support for their
success . This concept emphasizes the role of the organization and the surrounding
chological pressures, institutionalized discrimination, and environment in reducing psy
structural inequalities. Participants stated that the lack of supportive structures, such
discrimination regulations, career and psychological counselors, internal -as anti
ual promotion opportunities, are among the main factors support networks, and eq
reproducing the glass cliff phenomenon . Also, psychological support for women in
the face of pressures, dual expectations (such as balancing the role of motherhood and
censorship is very important. In -ernal fears or selfleadership), and overcoming int
many cases, women refrain from accepting management positions due to fears of
failure or negative judgments . Here, the role of senior managers and colleagues in
ortive environment is crucial. Also, judgmental, and supp-creating a safe, non
developing specific policies to promote women and allocating resources to support
them (such as appropriate leave, support for working mothers, and career counseling)
. are important components of this support

« strengthening professional participation and interactions <concept The third
making processes, -refers to the importance of women’s active participation in decision
effective interaction with male colleagues, and equal opportunities in the power
rganization. The findings of this section are in line with the theory of structure of the o
representative bureaucracy, which emphasizes the importance of participation of
making and management levels . This concept refers -different social groups at decision
making processes, effective -women to be visible in decision to the need for
interpersonal interactions, and active presence in professional networks. The
experiences of the participants showed that many women are excluded from the cycle
en exclusion or being ignored in management of organizational power due to hidd
making groups . To overcome this obstacle, women -meetings, committees, or decision
must be able to establish effective professional connections with male colleagues,
Also, participation in scientific societies, .managers, and other parts of the organization
making bodies can -conferences, professional associations and membership in decision
make women effective actors in the organizational space . In this sense, it is
cultural and mental barriers that reduce particularly important to focus on eliminating
confidence or discourage them from active participation. In addition, -women's self
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organizations should also create structures that foster equal and respectful interactions
. between employees, regardless of gender

In summary, the present study showed that to overcome the glass cliff
phenomenon in women's management, a set of educational, structural, and cultural
measures must be used synergistically. Empowering women at the individual level
structures and without providing a platform for real without reforming unjust
participation cannot help break this hidden cliff. On the other hand , institutional
support will be effective if it is accompanied by changes in attitudes and cultural
Considering the results of the study, it is suggested . discourses within the organization

Holding specialized health leadership courses specifically for female employees in
the middle ranks to prepare for promotion to management positions (such as internal
(ce Presidentmanager, matron) (Executive Vi.
Designing organizational mentoring and coaching programs with the participation of
senior hospital managers to transfer experience to future female managers.
Develop and implement specific career paths to promote women from operational
itions to strategic levels in the hospital's organizational structurepos.
Identifying and introducing talented women among nurses, experts, and ward
" officials and training them as "future hospital managers
unit in hospitals to support Establishing a career and psychological counseling
. women in dealing with job stress and workplace challenges
Developing regulations against gender discrimination in management appointments
. and requiring compliance with justice in opportunities
back system to register women's complaints or concerns Establish a confidential feed
. about discrimination or unfair treatment
Encouraging women to actively participate in specialized health associations, such as
es nursing associations, occupational health associations, or health servic
. management associations
Holding brainstorming sessions for women working at different levels of the hospital
. to exchange experiences, identify challenges, and strengthen networking
Assigning an annual award to the "Top Female Hospital Manager" rder to in o
increase motivation and role model among female employees.
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