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Factors that Affect Relationships at Workplace with Supervisors: Perception of

Young Female Faculty Members from Kazakhstan

Abstract

There are a lot of young females who work as faculty members. They have
different workplace relationships - unique connections between individuals at an
employment place. Relationships at the workplace are essential because they shape an
organizational culture that influences an individual’s performance. Literature states that
employers do not trust the abilities of a worker because of age and gender stereotypes.
Youth is perceived unreliable and inexperienced; and females are expected to avoid
competition, management, and prioritize family over work. As a result, young female
academics drop out of their career pursuits. There are also studies that confirm mentorship
to influence positively on relationships at the workplace, resulting in career advancement

for young and female faculty members.

While the topics of workplace relationships and mentorship for young and female
professionals are sufficiently covered in the literature, the same topic for young women is
largely ignored. Many studies were conducted in the West and little is known about the
experiences of young female faculty members from Kazakhstan. This study aimed to
understand how young female faculty members’ age and gender impact professional
relationships career with supervisors. Additionally, the study explored how mentorship
shapes relationships in the workplace. The following research questions were answered in
order to fulfill the purpose of the study: (1) How young female faculty members are treated
by their supervisors at a workplace? (2) How is the treatment affected by the presence of

mentoring relationships between the supervisor and the employee?
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The qualitative interview research design was employed in the study to answer the
research questions. Semi-structured interviews of ten participants were analyzed with the
help of thematic coding and its interpretation. The researcher used snowball sampling in

order to select participants.

The findings of the study provided insights on relationships at the workplace of
young female faculty members and their supervisors: ageism towards junior faculty;
gender norms for young female faculty; a preferred worker. Participants who have
mentoring relationships with their supervisors perceive a sense of collegiality and
friendship. Non-mentored participants refer to positional status and personal bias in career
advancement. The study is concluded by suggesting some recommendations for
policymakers and university administration on relationships at the workplace to avoid age

and gender bias and to enhance mentorship.

Keywords: relationships at the workplace, age, gender, mentorship, female
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(I)aKTOPLI, BJIMAIOIIHAC HA B3AUMOOTHOIIICHHUA HA paﬁoqu MECTE ¢ HAYAJbCTBOM:

BOCIIPUATHE MOJOABIX menmnﬂ-npenonaBaTeJIeii n3 Kazaxcrana

Mouaaup Enubaii

AOcTpakT

MHOro MOJIOABIX )KEHIIMH Pa0OTAIOT MPEMOAABATEISIMU B BBICIINX YU€OHBIX
3aBeieHusAX. OHU UMEIOT Pa3JINYHbIE TPYAOBBIE OTHOLIEHUS — YHUKAJIBHBIE CBSI3U MEXY
JTr0bMU Ha pabouem Mecte. OTHOIIEHUS Ha paboyeM MECTe BaXKHBI, IOTOMY YTO OHH
(OpMHUPYIOT OPraHU3aLUOHHYIO KYJIBTYpPY, KOTOpast BIUsET Ha MPOU3BOAUTEIBHOCTD
YenoBeka. B murepatype roBoputcs, 4To paboToaTe I He TOBEPSIOT CIIOCOOHOCTSIM
paboTHHKA U3-32 BO3PACTHBIX U F€HJIEPHBIX CTEPEOTHIIOB. MOJIO/IeKD CUMTACTCS
HEHAJIS)KHOM 1 HEOTBITHOM; JKEHIIMHBI N30€Tal0T KOHKYPEHINH, YIIPABICHHUS U OTJAI0T
npernouTeHne ceMbe, a He padore. B pe3ynprare Mos0/ble )KEHIIUHBI-aKaAeMUKN YXOIAT
¢ paboThI HE MBITAsICh cAeNaTh Kapbepy. CyIecTBYIOT TaKKe UCCIET0BaHHs, KOTOPbIE
HOJTBEPIKJIAIOT, YTO HACTABHUYECTBO MOJIOKHUTEIBHO BIMSAET HAa OTHOLICHUS Ha pabouem
MeCTe, YTO IPUBOAUT K KAPbEPHOMY POCTY Ul HAUMHAIOIIMUX COTPYAHUKOB U KEHIIUH-

MIPENOAABATEIICH.

B 10 BpEMA KaK MHOTHUEC UCCIICAOBAHUA U3ydalIkd BO3PACT, I10JI U HACTABHUYCCTBO B
TPYAOBLIX OTHOIICHUAX, HC TaK MHOI'O I/ICCJ'Ie,Z[OBaHI/Iﬁ IIPpOBCACHO B Kazaxcrane. L[eJ'IB
JaHHOI'O NCCIICAOBAHUs ITIOHATH KaK HpO(beCCI/IOHaJ'IBHBIe OTHOIICHUA C pa6OTOI[aTeJ'I$IMI/I
3aBUCAT OT BO3pacCTa U 110J1a MOJIOABIX meHmHH-npenonaBaTeneﬁ. KpOMe TOro, B
HCCJICJOBAHUHU N3Y4YaJIOCh, KaK HACTABHUYCCTBO BJIMACT HA OTHOLICHHWA HA pa6oqu MCCTC.
I[J'IH JOCTHIXXCHHUS LEJIN UCCIICA0OBAHUA ObLIN JaHbl OTBETHI HA CICAYIOIIHE

HCCIICO0BATCIIBCKUEC BOIIPOCHI: (1) KaxoBbl TPYAOBBIC OTHOMICHUEC MOJIOABIX KCHIITNH-
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npenojiaBarenield U ux HadanbcTBa? (2) KakoBbl Tpy10BbIE OTHOIICHUE MOJIOIBIX JKEHIIUH-

HpeHOHaBaTeﬂeﬁ 1 UX Ha4YaJIbCTBA, €CJIM HAYaJIbHUK ABJIACTCA HACTaBHUKOM?

KauecTBeHHBIN HHTCPBLIO JW3aiiH ucciaen0BaHus OBLI HUCIIOJIB30BaH, YTOOBI
OTBCTUTH HA BOIIPOCHI UCCIICAOBAHMA. HOJ'Iy CTPYKTYPHUPOBAHHBIC HHTCPBbIO JACCATHU
Y4aCTHHUKOB ObLIU MMpOaHAJIU3UPOBAHBI C IIOMOIIBIO TCMATHYCCKOI'O KOAUPOBAHUA 1 UX
HHTCPIIPCTAIH. HccnenoBaTens HCIIOJIB30Bal METOIa CHEXKHOIO KoMa IS 0T60pa

Y4aCTHHUKOB.

Pe3ynbTathl ccneaoBaHus MO3BOJIMIM MOTYYUTh MPEACTaBICHHE 00 OTHOLIECHUSX
Ha paboyeM MeCTe MOJIOABIX JKEHIIMH-TIpenoaBaTesell U UX pyKOBOAUTEICH:
JUCKPUMMHALINSA [0 BO3PACTY [0 OTHOLIEHUIO K MJIaILINM MPENo1aBaTesiM; reHIepHbIe
HOPMBI JUIsl MOJIOZIBIX JKEHIIMH-TIpenoaBaTenieii; 1 00pa3 NpeAnoYTUTEILHOr0 paboTHHKA.
VY4acTHUKH, KOTOPbIE UMEIOT HACTABHUYECKHE OTHOLIEHHS CO CBOMMU PYKOBOJUTEISIMH,
UMEIOT YyBCTBO KOJUIETHATIBHOCTH U JPYKObI. YUacTHUKM 0€3 HacTaBHUYECTBA
CCBLJIAIOTCS Ha MO3ULMOHHBIN CTATyC U JUYHYIO IPEAB3SITOCTh B IPOABHKEHUU IO

ciyxoe.

KiroueBble ¢lI0Ba: 83aUMOOMHOUEHUS HA pa6oqu mecme, 603pacm, noJl,

Hacmasrhu4vyecmeo, HHCeHuuHa
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bacmblLabIKneH KYMBIC OPHBIHAAYBI 63apa KapbIM-KAaTbIHACKA 9CeEP eTeTiH

(l)aKTOP.]'Iap: Ka3aKCTaH)IbIK Kac aﬁeﬂ-OKblTymbIﬂaprIH KO3Kapachbl

Meunip Eaioaii

Anjgarna

KemnrereH xac oifenaep yHUBEpCUTETTEP/IE OKBITYIIBI OOJIBIM KYMBIC 1CTEHII.
Omnapna >KxyMBbIC OpPHBIHJIA SPTYPIIi KapbIM-KaThIHACTaphl 0ap. KyMbIC OpHBIHJAFBI KAPBIM -
KaThIHACTAp MaHBI3/IbI, ce0e0i oylap aJaMHbBIH OHIMIUTITIHE 9cep €TeTiH YHbIMIACThIPY
MOJICHHETIH KaJIbITACTRIPaAbl. JKYMbIC OepyIIisiep KbI3METKepIep/IiH KaOlIeTTepiHe xKac
YKOHE TEeHICPITIK CTEPEOTUIITEP IiH ceOeOiHeH CeHOSHTIHAIT Typajbl ocOueTTe alThIUIFaH.
XKacrap ceHiMmCi3 %oHE TOXIpUOECi3 IeN caHamaIbl, all dilenaep O9CEKeIeCTIKKe,
OackapyaaH aynak 00JIyFa KOHE KYMBICKA eMeC, 0TOAChIHA aPTHIKIIBUIBIK Oepyre THIC
6oubin caHanaabl. HoTmkecine xac olien-akaeMUKTep 03AepiHiH MaHCAINTHIK
BIKbUTaCcTapbIHaH 0ac TapTaael. CoOHali-aK, TOMIMIEpPIIiK Killll )KOHE dHeN-OKBITYIIBLIAP

YILI1H KYMBIC OPHBIHJAFbl KAPbIM-KaThIHACKA OH 9CEep €TETIHIH pacTalThIH 3epTTeyiep Oap.

Kenrteren 3eprreyiiep )KyMbIC OPHBIHIAFBI KAPbIM-KAaThIHACTA KAC, JKBIHBIC KOHE
TAJIIMI€PITIK dcepesiepiH 3epTTereH Ke3ue, KazakcTanaa ochIHIal 3epTTeyiep KO eMec.
Byt 3epTTeyniH MakcaThl xKac dHeN-OKBITYIIBUIAPIBIH )KaChl MEH JKbIHBICHI JKYMBIC
Oepy1IiiepMeH KociOM KaphIM-KaThIHACKA KaJlail ocep €TeTiHiH TYCiHy 00iab6l. COHBIMEH
KaTap, 3epTTEeyC TIIMICPIIIKTIH KYMBIC OPHBIH/IaFbl KApPbIM-KAaTBIHACKA dCEPIH
3epTTeil. 3epTTey MaKcaThIHA )KETY YIIH KeJIeCi 3epTTey cypaKTapbIHa JKayar Oepisiii:
(1) XKac okpITymibuiap-oiienaep 63 0acTIKTapbIMEH KYMbIC OPHBIHIAAFbI KapPhIM-
KaTblHAacTaphl KaHaai? (2) Erep 6acTeik TomiMrep 00BN TaObLICA, )KaC OKBITYIIIBI-
oifeniep MeH oJIapAbIH OaCTHIKTAPBIHBIH KYMBIC OPHBIH/IAFbl KAPbIM-KaThIHACTAPHI

KaHgai?
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3epTTey canaibl cyx0at AM3aiHbBIH KoygaHbl. OH KaThICYIIBIHBIH KapThUIal
KYPBUTBIMANIFaH CyX0aTTapbl TAKBIPBHINTHIK KOJATAY KOHE OHBI TYCIHIIPY apKbLIbI

TaJIJaH/bl. 3epPTTEYII KAaThICYIIBUIAP/IBI IPIKTEY YILIIH )KEHTEK Kap METOJIbIH TaHAIl aJIJIbL.

3epTTey HOTHXKENEPi KaC OKBITYIIBLIAP MEH OJIapIblH 0aCIIBUIAPBIHBIH KYMBIC
OPHBIHJIAFbl KaPhIM-KAaThIHACKHI TYPaJIbl TYCIHIK alyFa MyMKIHJIK Oep/i: Kimri
OKBITYIIBUIAPFA KATBICTBI KEMCITY; JKac OKBITYIIbIIAp-dlesIepre apHalFaH reHaepIIik
HOpMaJIap; )KOHE KepeMeT KbI3METKEp KelOeTi. O3 OacuibuIapbIMEeH TOTIMIepIIiK
KaTbIHACTaphl Oap KAaThICYIIBUIAP AKABIK MEeH TOCTHIK ce31MiH OemicTi. TamimMrepiri %KoK
KaTBICYIIbIIAP YCTAHBIMJIBIK MOPTEOECi XoHEe KbI3MET1 OOWBIHIIIA XKOFaphlIaya XKeKe arar

HIKIPJIIK TypaJibly Oi OUIaipai.

Herisri ce3nep: sorcymuic opuvinoagsl e3apa KapblM-KamvlHACMAD, JHCAC, HCLIHBIC,

manimeepix, auen
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Chapter 1: Introduction

1.1 Introduction

The following chapter will introduce the study. The first section will provide
background information for this research. Background information is essential because it
explains the rationale for this study. The second section will establish a research problem
that is followed by background information. Then, the purpose and research questions that
will guide this study are presented. Afterward, there is an argument about why it is

significant to conduct this study. Finally, a plan of the thesis will be outlined.

1.2 The Motivation for the Study

I became interested in the topic of workplace relationships with supervisors after an
experience at my first workplace. As a 23-year-old Western styled university graduate, |
was excited to be a part of an organization which worked with higher education
institutions. During an interview for the job position, I was inquired in details regarding my
plans for maternal leave. After I had been employed, a male president of the company
often asked me to replace his secretary after regular working hours. He was displeased
with my refusal because I said I could not sacrifice my family time to work that I am not
supposed to do by my official job duties. Besides, my other supervisor, a 57-year-old head
of the department, was displeased to guide an inexperienced young female. It was not my
guess; she directly said it to me the very first week of my employment, and our working
relationships became difficult from that moment. To summarize, throughout my first years
of employment, [ was treated differently by supervisors in comparison to older female

colleagues and male peers.

The way supervisors treated me was quite regular towards other women of my age.

Other employees in the department accepted the treatment without much resistance, and
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nobody complained. I decided to fulfill additional tasks in order to assimilate and expected
my job title or salary to be raised because I worked extra. After six months, my older
female colleague, who was employed at the same time as me, had her salary increased,
while my salary did not change. When I asked my supervisor why I was not rewarded
similarly, the department head answered: “It is too early for you,” without providing any
additional explanation. I started to feel that I was evaluated as an employee not on the
quality and quantity of the work done, but on some unfortunate combination of my age,
gender and hierarchical position concerning supervisors that did not meet some opaque
standards for promotion or salary increase. Conditions that needed to be satisfied for me in

workplace relationships to advance in my career remained a mystery for me.

As a response to my curiosity, during my studies at the Nazarbayev University
Graduate School of Education, I started exploring scholarly articles on workplace
relationships in different disciplines and different countries. As I was writing papers on the
topic for some of the courses, I developed a keen interest in the area and decided to explore
the topic in greater detail in my final work — Master’s thesis. I was intrigued to research

workplace relationships of young women and their supervisors in Kazakhstani academia.

1.3 Background Information

There is not much scholarly literature which explores how age, gender, and
mentorship influences relationships at work. However, in business and management
literature, it is demonstrated that the interaction of age and gender does influence
workplace relationships for young females. Results of the research conducted in Britain’s
major financial service company with a sample of 1128 employers showed that employees
aged from 25 to 44 have more reduced pay and fewer career opportunities. Women in the

age group were treated even less favorably than males on the ground that they were “too
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young for promotion,” received “negative attitudes” or had “youthful appearance” (Duncan

& Loretto, 2004, p.105).

A few studies available in the field of higher education seem to confirm the same
pattern. In an American higher education institution young female minority faculty
members perceived a combination of being a minority woman and a junior faculty member
as a “catastrophic” mixture (Boyd, Cintron & Alexander-Snow, 2010). Main challenges
were academic society’s misunderstanding of their behavior shaped by their natal culture;
unwelcoming atmosphere to females who combine family and work responsibilities; and
being perceived incompetent because of young age. Young women of the study also
reported a lack of mentoring relationships at the workplace. Studies show, young females,
overcome age and gender bias in workplace relationships if they have access to mentors
(Leslie, Lingard, & Whyte, 2005; Pringle, Harris & Ravenswood, Giddings, Ryan &

Jaeger, 2017).

While there are some studies on young females and workplace relationships, there
is a lack of research on the topic within the field in higher education and particularly about
relationships at the workplace with supervisors. Therefore, there is a definite niche in

existing research, which could be filled in with this thesis.

1.4 Statement of the Problem

In general, research reveals that positive workplace relationships with supervisors
contribute for a better performance of an employer and one’s career advancement (Colbert,
Bono & Pirvanova, 2016; Walthall & Dent, 2016). Particularly for young women, the
study from Taiwan revealed an unfair treatment at workplace towards females:
“Sometimes employers just did not trust the abilities of these workers because they were
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“‘young’’ and ‘‘female’’ ” (Lien, 2005, p.219). In Denmark, young female academics drop
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out of their career pursuits due to age and gender bias, which results in 8-16 percentages of
gender imbalances in employment (Nielson, 2017). However, supervisors interpret gender
inequality at workplaces as a problem related to women, not to policies of an organization
(Nielson, 2017). While it seems that positive workplace relationships with supervisors
bring multiple benefits for employees, young females report age and gender bias in

workplace relationships that affect their career pursuits.

The statistics show that women faculty under the age of 30 are a majority group,
which constitutes 71% of all female faculty in Kazakhstan (Gadpaille, Horvat & Kennedy,
2018). However, research on females from Kazakhstan is scarce, and no studies are
conducted from the perspectives of young female faculty members. The problem addressed
by the study is the lack of understanding of the experiences of young female faculty

members.

1.5 Purpose of the Study

The primary purpose of this thesis was to investigate in-depth how their supervisors
treat young female faculty members at the workplace. More specifically, it explores how
employees’ age and gender impact professional relationships with superiors. Additionally,
the purpose is analyzing how mentorship affects relationships in the workplace. In other
words, the study is designed to understand what workplace relationships young female

faculty members have with their supervisors in higher education.

1.6 Research Questions

This study examines the following research questions:

1. How are young female faculty members treated by their supervisors at the

workplace?
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2. How is the treatment affected by the presence of mentoring relationships between

the supervisor and the employee?

1.7 Definition of the Central Phenomenon

Workplace relationships are unique connections between individuals at an
employment place. They are essential because they shape an organizational culture at
workplaces that influence individuals’ performance (Trefalt, 2013). The literature
discusses many types of workplace relationships. Since the purpose of this thesis is to
explore workplace relationships of young female faculty members and their supervisors in
higher education, relationships at a workplace are recognized as leader-follower
relationships. In leader-follower relationships, there is a leader who is a supervisor and a
follower who is an employee. A leader moderates relationships in this type of connection

(Savolainen, 2009).

Besides, the interest is to understand a specific type of relationship when the
supervisor also serves as a mentor. A mentor is a more experienced or knowledgeable
person that guides another one who lacks skills (Helms, Arfken, & Bellar, 2016).
Mentorship can be formal, where the institution assigns mentors and mentees based on
their qualifications and needs; or informal, which occurs when people meet same interests
and share emotional commitment (Mazerolle, Nottingham, Coleman, 2018). Hence,
workplace relationships and mentorship between young female faculty members and their

supervisors are the central phenomena in this thesis.

Young female faculty members. According to report in 2018 of Independent
Agency for Accreditation and Rating of Kazakhstan, faculty members with Master of
Sciences degree and three years of teaching experience obtain a title of a senior lecturer

and considered as a faculty member (“Independent Agency for Accreditation and Rating
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Report,” 2018). Gadpaille, Horvat, and Kennedy (2018) state that in Kazakhstan, 64% of
all faculty members are women, and 71% of them are under the age of thirty. The average
age of a Kazakhstani citizen is 31.6 (“Srednii Vozrast Kazakhstancev Sostavlyaet 31,6
Goda”, 2015). Hence, young faculty members in this study are women under the age of

thirty, employed at a Kazakhstani university as a faculty member.

Supervisors. According to the online Oxford Dictionary (“Supervisors”, n.d.), a
supervisor is a person who oversees employees’ at the workplace. In the sample of this
study, supervisors are considered as department chairs within faculties because of the
organizational structure of a university. A typical Kazakhstani university employs a
vertical hierarchical form of management. The rector of a university is a decision-making
person. Then, there are different schools within an educational institution, and each school
has its dean. Following that, schools divide into various departments. Chairs of these
departments are under the direct supervision of a dean, and they are the most authoritative
people within their department. Their job duties include management systems of the
department, allocation of teaching, research and services among faculty and proposing
candidates for advancement, which is agreed with a dean and a university’s commission

(“Dolzhnostnaya Instrukciya Zaveduyuwei Kafedry,” 2013).

Mentor. Since formal mentorship is not practiced in Kazakhstani higher education
except medical specialties, the concept of informal mentorship will be explored in the
sample (“V Medicinskie Vuzy Kazakhstana Budut Privlekat’ Inostrannyh Specialistov,”

2017).

1.9 Design of the Study

Research questions, mentioned above, are answered through a qualitative interview

design. It is considered as an appropriate approach to this study because interviews allow
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understanding the experiences and opinions of participants in-depth (Turner III, 2010).
Since the interest is in the perception of workplace relationships of young female faculty
members, | wanted to hear insightful stories from the participants in order to answer the
research questions. A qualitative interview design allowed for a better understanding of the

experiences of young females.

The study is based on one-on-one semi-structured interviews. According to Given
(2008), semi-structured interviews are especially useful when interview participants well
understand concepts of the research, but further questions need to be asked in order to elicit
the perception of the themes of interest. “One - on - one interview is a data collection
process in which the researcher asks questions to and records answers from one participant
in the study at a time” (Creswell, 2014, p.240). This type of interviews allowed focusing

on one person and to gather rich data.

I interviewed and then analyzed in depth the stories of ten young female faculty
members from different universities of Nur-Sultan. A systematic procedure for data
analysis, as described in Bloomberg and Volpe (2012, p.138) was applied to this study.
After transcribing interviews, | developed categories that were the main themes and a
backbone to the study. Then I created descriptors for each category, sorting them

relevantly to the reviewed literature. Finally, I classified data into codes to build a story.

1.10 Significance of the Study

The study highlighted the effect of age, gender, and mentorship on workplace
relationships of young female faculty members in Kazakhstan. It has a significant value for
female faculty, faculty in general, and for higher education administration. Young females
who pursue careers in higher education will be informed about the realities of being

employed as a faculty member, while simultaneously being a woman. Other faculty
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members will benefit from the study by becoming more aware of the issues their younger
women colleagues face in workplace relationships and can help them to assimilate in

academia.

If the administration of universities is informed about the experiences of young
female faculty members on relationships at the workplace, they may implement strategies
that will contribute to better workplace relationships of employees. The target audiences of
this paper are young female faculty members, all faculty members in general, and
policymakers at the institutional level. This research may contribute to creating policies
that will help young female faculty members to experience positive workplace
relationships with supervisors in Kazakhstani academia. Finally, the study fills the

literature gap on age, gender, and mentorship in Kazakhstan.

1.11 Outline of the Study

The thesis paper consists of six chapters. The first chapter explains the motivation
to conduct the study and background information. Next chapter presents the literature
review related to research questions, which reveals gaps in existing research and provides a
conceptual framework that will guide the study. The third section, methodology, justifies
research methods, explains sampling procedures, data collection instruments, data analysis,
and ethical issues. The fourth section introduces findings after interview processes. The
fifth chapter analyzes those findings in synthesis with the literature review chapter and
provides discussion and interpretation of results. The final chapter concludes the study,

overviews the paper, and provides recommendations for future research.
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Chapter 2: Literature Review

2.1 Introduction

The purpose of the study was to examine how their supervisors treat young female
faculty members at a workplace and how those professional relationships are affected by

mentorship. The study attempted to answer the following research questions:

1. How are young female faculty members treated by their supervisors at the
workplace?
2. How is the treatment affected by the presence of mentoring relationships

between the supervisor and the employee?

An overview of the relevant literature shows that not much of Kazakhstani research
on the topic of this study is available. Therefore the chapter explores literature from other
geographical locations, primarily from the U.S, Britain, Netherlands, and other Western
countries, which has researched the relevant themes. The literature review section is

divided into subsections to the research questions of this study.

The first section explores factors that influence workplace relationships. There is a
subsection about relationships at work of young professionals with their supervisors,
named as “Ageism,” with further thematic explanations of the subsection. The second
subsection part, “Gender Expectations,” describes workplace relationships for female
workers. Following that, “Relationships at Workplace for Mentored Junior Faculty,”
explores benefits and barriers in workplace relationships for mentoring young faculty.
Similarly, “Relationships at Workplace for Mentored Female Faculty” section, describes
benefits and barriers in relationships at work for female professionals and young females.
In the concluding section, all literature is synthesized, gaps are revealed and the conceptual

framework for this study is presented.
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2.2 Factors that Affect Relationships at Workplace

In order to understand how their supervisors treat young female faculty at a
workplace, it is crucial to understand what aspects impact relationships in the workplace.
This section of the literature gives an outline of factors that influence professional

relationships.

2.2.1 Ageism

To start with, no universal definition is present on how professionals are treated at
workplaces by their supervisors. It worth to notice that younger workers report receiving
unfair treatment due to their age because they are perceived as inexperienced and
unreliable, given less work or employment opportunities which further results in their pay
(Acker, 2006; Anderson 2013; Bowen, 2012). When age interferes with relationships
between individuals, it is named as “ageism” — attitude concerning one’s age (Macdonald
& Levy, 2016). Finkelstein and Farrel (2007) define three components of age bias, where
stereotyping is cognitive; prejudice is an affective, and discrimination is a behavioral
component. There is not much research that explores different components of age bias
towards younger professionals; therefore, any component of age bias will be discussed in

attitudes and behavior towards young workers from their supervisors.

Much research is devoted to ageism towards older workers, whereas some of them
have a control group of younger ones and reveal essential themes for this study (Bal, Reiss,
Rudolph & Baltes, 2011; Van Dallen, Henkens & Schippers, 2010; Von Hippel,
Kalokerinos & Haanterd, 2018). Older workers are perceived to be good at soft skills,
which are reliability, communication, accuracy, and commitment, whereas younger
workers are expected to be profound at hard skills, such as being advanced in technology,

exposing flexibility and willingness to learn. Research shows that hard skills are valued
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more than soft ones in terms of work productivity (Van Dallen, Henkens & Schippers,
2010). Even if younger workers are more productive than older ones, employers view
younger workers as unreliable and inexperienced and hence give less decision-making at
workplace due to their young age (Anderson, 2013; Bal, Reiss, Rudolph & Baltes, 2011,

Boyd, Cintrén, & Alexander-Snow, 2010; Van Dallen, Henkens, Schippers, 2010).

2.2.1.1 Prototype Matching

It has been found that attitudes and behavior towards young professionals from
supervisors are dependent on a job type. The concept of prototype matching is implied to a
worker, where a professional has to expose particular attributes for a type of job (Perry &

Finkelstein, 1999).

Supervisors associate traits such as willingness to learn, flexibility and advanced
technological skills to young workers and hence they are desirable for “young-type” jobs,
where traits of being energetic and adaptable to change are a core of working process (Bal,
Reiss, Rudolph & Baltes, 2011; Von Hippel, Kalokerinos & Haanterd, 2018; Van Dallen,
Henkens & Schippers, 2010). However, jobs in academia or higher management are
described as “old-type” jobs and require steadiness, experience, and knowledge, which
come with time. Young professionals entering “old-type jobs” receive age bias in attitudes
and behaviors towards them from employers because they do not match the prototype of an
expected worker (Kunze, Boehm, Bruch, 2011). The concept of prototype matching
explains why young professionals perceive that they are treated as not trustworthy by their
supervisors (Anderson, 2013; Loretto, Duncan & White, 2000). Unflattering treatment
towards young age workers results in recruitment decisions and payment, which is

discussed further in details.
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2.2.1.2 Recruitment decisions and payment model

Along with the interpretation of “prototype matching,” ageism towards younger
professionals results in recruitment decisions and payment from their supervisors. Younger
workers perceive that their age is held against them because attitudinal prejudice towards
younger professionals results in recruitment decisions for job positions (Armour, 2003).
Younger professionals face ‘job deployment’ — recruited at positions which require fewer
responsibilities and decision-making, because they are young (Loretto, Duncan, White,
2000). Younger professionals perceive that they cannot advance in workplaces since older

workers hold senior positions because of delayed retirement ages (Armour, 2003).

However, workplace environments undergo shifts in the quality of productivity in
the labor force. It is now required for workers to perform non-routine tasks, while grunt
work can be delegated to information and communication technology (Autor, Katz, &
Krueger, 1998). Even if younger workers are more productive than older ones in
workplaces where information and communication technologies are implemented, they are
still paid less what could be expected for their positions in labor force (Autor, Katz, &
Krueger, 1998; Cataldi, Kampelmann, Rycx, 2011). This finding is consistent with
Lazear’s (1979) payment model, which explains that it is preferable to pay younger
workers less despite their productivity because further incentives will boost their loyalty

and attachment to an organization.

2.2.2 Gender Expectations

Along with the age of an employee, gender expectations also affect professional
relationships with supervisors. Due to nature of biological processes, women can have a
baby and hence assumed to be responsible for all household issues, while men focus on

work and monetary support of a family (Holt and Lewis, 2011). Even if there is a general
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shift in the workforce, where women now work full time, organizations are still based on a
male working model, with no flexible working hours and productivity measured by the

presence at workplaces (Scott, Dex, Joshi, Purcell & Elias 2008; Wirth, 2004).

Regarding employers’ attitude towards women at workplaces, it is also shaped by
societal expectations which are based on traditional gender roles (Lester, 2008). Employers
expect particular traits from females, such as having “lack of self-confidence,” being prone
to “shy away from competition,” put “family priorities” over work (Nielson, 2017, p.144).
Females are asked to do detailed working rather than strategizing big picture
(Kuzhabekova, Janenova &Ainur Almukhambetova, 2018). Women are evaluated as a
threat to an organization because women may prioritize family issues to professional ones
(Sader, Odendaal & Searle, 2005). As a result, females who want to build a successful
career either prefer to be childless, delegate domestic issues to paid services or choose
professions which allow them to combine family and work (Hakim, 2000). Women are
compelled to adopt organizational culture based is on masculinity, and expose behaviors
associated with men, such as “competition driven” and “egoistic,” in order to advance in
their careers (Sader, Odendaal & Searle, 2005, Teasdale, 2013, Nielson, 2017). Gendered
expectations towards females in workplace relationships with employers result in “chilly

climate” and barriers to career advancement opportunities.

2.2.2.1 “Chilly climate.”

Experiences of females in higher education is often described by “chilly climate,”
an atmosphere where women feel lessened and marginalized in male-dominated
workplaces (Marschke, Laursen, Nielsen & Rankin, 2007; Trevifio, Balkin & Gomez-

Mejia, 2017; Willmott, 2013). To understand why academia for females is described by
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“chilly climate,” it is vital to explore how workplace relationships with supervisors occur

for females.

Workplace relationships are easily formed when people share similar
characteristics, which are called “homophile ties” (McPherson, Smith-Lovin & Cook,
2001). Homophily in relationships is based on identical aspects that create strong
emotional bonds between two individuals, which result in trust and personal attraction.
Previous research demonstrates that leader-follower workplace relationships expose the
lower level of attraction between individuals when there is more dissimilarity in
demographic characteristics such as age, gender or race (Tsui & O’ Reily, 1989; Shaffer &

Riordan, 2013).

Not many females are at superior positions in male-dominated workplaces, and
those who are at the top rarely similar to those at a junior level (Tharenou, 1999; Treviiio,
Balkin & Gomez-Mejia, 2017). Females who advanced to senior positions adopt masculine
behavior and rarely support younger females because consider them a threat to their
position. As a result, females themselves to support same-gender professionals (Mooney,

2005).

Looking at homophily ties in workplace relationships it is clear that young females
struggle to form long-lasting and trusting relationships with supervisors who can support
them in a male-dominated workplace due to dissimilarities either in gender or in

worldviews.

2.2.2.2 Career advancement for females

As Seibert, Kraimer, & Liden (2001) claims, female career advancement is
dependent on expected behavior in workplace relationships with supervisors. Superiors

perceive females to have a lack of self-confidence, competitiveness, and management
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skills; whereas expecting them to prioritize family issues and collectivistic approach. On
the contrary, men are associated with traits such as competition-driven, egoistic, and high-
speed production, which are desirable characteristics for career advancement (Nielson,
2017). Superiors expect women to perform subordinate roles, but then women are
perceived as less competent than men and not likely to progress in their academic careers
(Lester, 2008, Park & Gordon, 1996; Sarsons, 2015). As a result, females struggle between
expected gender roles in workplace relationships and masculine behavior, which is
desirable for career advancement. Women create a sophisticated combination of behaviors
to fulfill expectations of women and a professional at the same time (Park & Gordon,
1996; Sarsons, 2015; Trevino, Balkin & Gomez-Mejia, 2017; Waaijer, Sonneveld,
Buitendijk, van Bochove, & van der Weijden, 2016). Otherwise, they will be in a category
of isolated ones for not meeting societal expectations on workplace behavior, or not
advanced because they are performing feminine roles named in the literature as “mom
roles and smile work™ at workplaces (Lester, 2008, p.278).

Additionally, if a woman is a young professional, she could be viewed as
incompetent and inexperienced in the view of senior employers (Boyd et al., 2010). The
combination of age and gender bias for young females will be discussed further in details.

2.2.2.3 “Double jeopardy.”

Research has documented that being young or old and a female at the same time is
a “catastrophic” mixture because it creates “double jeopardy”, an unfair treatment which
results as a combination of two characteristics in workplace relationships with supervisors
(Boyd. et al., 2010; Duncan, Loretto & White, 2000; Lester, 2008). Females meet
evaluation criteria that men or females without children are more productive and hence
have opportunities for career advancement (Armenti, 2004; Kurland, 2001). It explains

why young females choose to establish their careers rather than a family at younger ages.
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Based on their choices on a career or a family, young females receive different treatment
from employers (Kurland, 2001).

Some young females perceive ambitions and competitiveness as male attributes for
careers and hence committed to domestic responsibilities and choose to establish their
families first (Athanasiadou, 1997). However, if a young woman delays her career due to
family issues and then decides to enter the workforce, she will face difficulties obtaining a
job and advancing further because will be considered “too old” by her employers (Kurland,
2001; Nielson, 2017).

If a female chooses to establish a career first, rather than a family, she is still treated
differently by employers. Mainly, young females report refusal in promotion due to young
age or unfavorable treatment because of youthful appearance (Duncan & Loretto, 2004).

Some young females prefer to pursue both careers and family responsibilities at the
same time. However, child-rearing and productivity at work that will lead to career
advancement both require constant engagement and time. Young females who juggle
between a role of a mother, a wife and a professional at the same time experience burnout
in their work-life balance, but mentorship helps them to overcome those challenges
(Lafreniere & Longman, 2008).

After an analysis of existing literature, it follows that age and gender bias is
reinforcing for females, and they are never the right age at workplaces. However, if young
females are mentored at the workplace, it influences how their supervisors treat them and
this treatment consequently has an effect on their career advancement (Helms, Arfken, &
Bellar, 2016; Williams, 2009). Mentorship deserves more attention to be paid to it since
young or female employees who were mentored revealed a different pattern of

relationships at the workplace (Bynum, 2015; Schrodt, Cawyer & Sanders, 2003).
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Therefore, the next sections will discuss the notion of mentorship for young and female
faculty.

2.3. Relationships at the Workplace for Mentored Young Faculty Members

The process of becoming a junior faculty is not easy. It requires not only to shift in
job positions but also a change in one’s identity. A former student now is a person who
teaches other learners. If before senior faculty were professors, now they are peers. In
addition to new responsibilities, a young faculty member meets various demands from a
university where multitasking skills are highly valued (Lichtenberg, 2011).

Research on mentoring young faculty reveals that mentorship creates a sense of
collegiality, friendship, and belonging to a department (Schrodt, Cawyer & Sanders, 2003).
Mentorship guides mentees to understand unwritten rules on exploring networks within
institutions to achieve career advancement, protecting young faculty from uncertainty and
ambiguity in their expectations (Eddy & Gaston-Gayles, 2008; Leslie, Lingard & White,
2005). Mentoring relationships also help to balance a personal and professional life, since
young faculty members learn these aspects from more experienced professionals (Miller &
Noland, 2003).

2.3.1. Barriers to mentoring relationships for young faculty members

Young faculties meet barriers forming mentoring relationships at the workplace
with supervisors. Mentees perceive that their vision and personality traits should be their
mentor, and this does not always happen to be with supervisors (Leslie, Lingard & Whyte,
2005). It is consistent with the theme of “homophily ties,” which was discussed before
when workplace relationships are easily formed when people share similar characteristics
(McPherson, Smith-Lovin & Cook, 2001). If there are no shared demographic
characteristics between individuals, ties are not likely to form. For instance, if a supervisor

is also a senior professional, a difference in generational values may conflict mentoring
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relationships (Baily, 2009; Houck, 2011). Senior faculty may accept their behavior towards
youth as caring and guiding, while younger faculty members perceive it as abusive

mentoring relationships (Palmer, 2014).

Young faculty perceives positional status as a barrier to form mentoring
relationships with their supervisors because a supervisor might want to pursue broader
objectives of a department which may differ from mentees’ goals (Leslie, Lingard &
Whyte, 2005). This finding is consistent with Collins-Camargo and Kelly (2007), who
state emotional commitment cannot happen when between a formal supervisor and an
employee, because of administrative responsibilities. Supervisors usually have the
administrative power to educate or change employees’ job position in order to fulfill
organizations goals. Informal mentor, on the other hand, focuses on mentees’ interests.
Therefore, an administrative responsibility does not allow for a supervisor to share an

emotional commitment with a subordinate (Collins-Camargo & Kelly, 2007).

2.4. Relationships at the Workplace for Mentored Female Faculty Members

As Lafreniere and Longman (2008) claim, mentorship helps to manage stress in
work and family balance by gaining “bigger workplace picture” and experience for female
faculty. Similarly, as for young professionals, mentorship helps women to understand
unwritten rules in academia that protects them from “chilly climate,” an atmosphere where
women feel lessened and marginalized in workplaces where males lead. Those unwritten
rules include knowledge on previous debates in a department, attitudes towards working
mothers and pregnant women (Wilmott, 2009). Also, when females have a mentor, they
have access to mentors’ networking connections, which increases the likelihood of career

advancement for them (Bynum, 2015).
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2.4.1 Barriers to mentoring relationships for female faculty members

However, finding an informal mentor is a challenging process for female
academicians (Helms, Arfken & Bellar, 2016). Females state they are often missed out
from informal social gatherings due to family issues and hence less likely to obtain
informal mentoring relationships (Rosser, 2007).

Researchers found that young female faculty or faculty members in color fell in the
category of “self-selected,” which means they are not chosen by mentors to be guided at
workplaces. “Self-selected” faculty reported experiencing more stress at workplace
relationships, issues of balancing work and life and therefore to missing out on workshops
at the workplace, which could help them to find mentors. Young female faculty members
believe that if they learned strategies to balance their personal and professional lives from
an experienced mentor, it would help them to be more efficient while pursuing career
advancement (Eddy & Gaston-Gayles, 2008).

2.5 Summary

This chapter provided the analysis of literature related to relationships at the
workplace with employers for young female faculty, where significant exploration
variables were age, gender, and mentorship. Since there appears to be no literature that
combines all these variables concerning young female faculty, existing research was

grouped under the following themes:

e factors that affect relationships at the workplace
e relationships at the workplace for mentored junior faculty

¢ relationships at the workplace for mentored female faculty

Generally, research agrees that age and gender have an impact on workplace

relationships with supervisors. Age and gender create particular bias for young female



FACTORS THAT AFFECT RELATIONSHIPS AT THE WORKPLACE 20

professionals. While older workers are perceived to be good at communication and
trustworthy, young professionals are more energetic and flexible, yet unreliable. Females at
the workplace are expected to expose feminine traits such as prioritizing family over work
and being more collectivistic and less competitive in comparison to men. However, due to
an organizational culture that favors men, females face barriers advancing in their careers.
Matching research on age and gender shows two biases are reinforcing for young female
professionals, where one is unreliable due to age and not competent as a professional due
to expected gender traits. However, young faculty or female faculty members who are

mentored at workplaces share different perception on relationships at the workplace.

Mentorship in workplace relationships for young and female professionals seems to
confirm the following patterns. Mentees understand unwritten rules of a workplace, have
access to mentor’s network, which useful for career advancement, and are prevented from
isolation within an academic society. Existing research states that formal supervisor can
become an informal mentor, but emotional commitment will not happen in workplace

relationships between a mentor and a mentee.

2.6 The Conceptual Framework

Based on the analysis of existing literature, there is a lack of understanding about
relationships at the workplace of young female faculty members and their supervisors. A
small number of studies explored the topic of the supervisor as an informal mentor. While
the topics of workplace relationships and mentorship for young and female professionals
are sufficiently covered in the literature, the topic of young female faculty members is
largely ignored. Many studies were conducted in the West and little is known about the
experiences of young female faculty members in Kazakhstan. Following conceptual

framework is developed to guide this study.
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Figure 1. Conceptual framework for relationships at the workplace with supervisors for

young female faculty

In the above-mentioned conceptual framework, age, gender, and mentorship impact
young female faculty members’ workplace relationships with supervisors. It was revealed
that there exists a link between age and gender, which affects how superiors treat young
females. It is named “double jeopardy” where age and gender bias are reinforcing for
young females (Duncan & Loretta, 2004). However, if mentorship is present in
professional relationships of young or female workers and their supervisors, relationships
at workplace change. Mentored young workers experience a sense of collegiality,
explanation of unwritten rules at a workplace and learn to balance personal and
professional lives (Baily, 2009; Houck, 2011; Palmer, 2014). Mentored females gain a
bigger workplace picture, have access to mentors networks and community that favors a
male model of as a worker (Nielsen, 2017; Pringle, Harris, Ravenswood, Giddings, Ryan

& Jaeger, 2017; Wilmott, 2013). According to analysis of existing literature, supervisors
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treat young female faculty members differently due to their age and gender; but mentorship

can influence positively on unfair treatment.

Since the motivation for this study emerged from personal experience, this study
adopted social constructivism to the understanding perception of young female faculty on
workplace relationships with supervisors. The researcher has developed a subjective
meaning of her own experience, and social constructivism allows exploring multiple
realities. Social constructivism is a basic set of beliefs where individuals explore issues that
they face in their life and work, seeking for multiple explanations rather than narrowing
meanings (Creswell, 2014). Bloomberg and Volpe (2012, p.29) state that the central
assumption of this paradigm is: “... it is a researcher’s role to understand the multiple
realities from the perspectives of participants”. Methodology which is consistent with the
research paradigm discussed in the next chapter. The chapter introduces the research
design, research site and sample, instrument, data collection tools, and analysis of this

study.
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Chapter 3: Methodology

3.1 Introduction

The previous chapter covered the literature that is relevant to this study. In this
chapter, the methodology for the research will be justified. First, the research design will
be explained. After that method of data collection, sampling techniques and the sample
itself will be described. Further, the instruments and procedures for data collection and
data analysis methods will be examined in depth. Lastly, the ethics of the study will be

discussed.

3.2 Research Design

By this research paradigm, the qualitative interview research design is implemented
in this study. Qualitative interview design provides in-depth ways to study human
problems by allowing participants to share their stories (Creswell, 2014). From different
interviewing techniques, semi-structured in-depth interviews were applied to this study.
Semi-structured interviews allow asking participants open-ended questions and giving
autonomy for participants to share the information, which in turn cultivates new themes
(Given, 2012). In-depth interviews help to explore common patterns in participants’
answers. Since the purpose of this study was to explore the perception of workplace
relationships with supervisors and young female faculty members, semi-structured in-depth
interviews allowed obtaining information from personal narratives, where “respondents
must be allowed to answer in their own words and at length in order for researchers to
understand the interviewee's meanings, perceptions, beliefs, attitudes, and descriptions of

their own behavior” (Given, 2012).
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3.3 Data Collection Methods

This section explains the methods of data collection about the research questions of
this study. A qualitative interview was applied as a single data collection method because
in-depth interviews help to understand the perception of career advancement from young
female faculty’s perspective. I prepared to interview around 12 people because according
to Guest, Bunce & Johnson (2006), a saturation which is sufficient to achieve the main
goal of the qualitative study occurs around that number. Also, I intended to conduct face-
to-face interviews with participants because it is the best way to gather detailed data, where

verbal and non-verbal cues can be understood (Hawthorne, 2003).

3.4 Sample

This section will discuss participants of the study and sampling strategy. Age was
the central criteria to choose young female faculty members. A junior lecturer is at least of
age 24-25, because a typical Kazakhstani citizen graduates high school at the age of 18,
earns a BSc by the age of 22-23, and MSc at 24-25. Therefore, 25 is the minimum age at
which MSc degree can be achieved and after three years of teaching at a university one can
be advanced to a senior lecturer and become a faculty member. The average age for
Astana’s female citizen is 30, therefore to be named “young” one need to be aged about 30
(“Srednii Vozrast Kazakhstancev Sostavlyaet 31,6 Goda”, 2015). Also, Gadpaille, Horvat,
and Kennedy (2018) state that majority of Kazakhstani faculty members are women under
the age of thirty. For those reasons, the upper bound for participants’ age was chosen to be

30.

Since the purpose of this study is to investigate into perception of young female
faculty members’ relationships at a workplace, purposeful sampling strategy was

appropriate because “the logic of purposeful sampling lies in selecting information-rich
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cases, with the objective of yielding insight and understanding of the phenomenon under
investigation” (Bloomberg & Volpe, 2016 p.148). The criteria for selection of participants

were as follows:

e All participants were females.
e All participants were employed as faculty members.

e All participants were under the age of thirty.

Two participants who possess specific characteristics were selected, and then the
snowball sampling method allowed identifying those who have similar characteristics to
them. Snowball sampling was implemented as “... a researcher asks participants to
recommend other individuals to be sampled” (Creswell, 2014, p.231). Overall, two
participants were selected for the study, and eight were recruited further by snowball
sampling. The saturation for this study was achieved at ten participants, earlier than

expected (Guest, Bunce & Johnson, 2006).

The research sample included ten participants from five different universities from
Nur-Sultan. Although participants were all female faculty members under the age of thirty,

there were differences in their disciplines, supervisor’s age, and gender.

3.5 Data Collection Instruments

The interview protocol was an instrument for data collection (see Appendix A).
Semi-structured interviewing allowed to change the order of questions or rephrase for
participants in order to gather more information valuable for the study. The interview
protocol consisted of two parts. The first part included questions regarding relationships at
the workplace with department chairs, such as “What do you think about the attitude of the

head of your department towards you?” The second part tried to reveal if there is an
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informal mentorship between the young female faculty member and a department chair.
For example, “Can you name your department chair as your informal mentor?” These
questions were designed from categories that emerged from the literature review and the

conceptual framework.

Before conducting the actual interview, I pilot tested the instrument on a former
female faculty member. Piloting interview helped to find a logical sequence of order of the

questions and detect the approximate time of the interview.

3.6 Data Collection Procedures

The procedure of data collection started from obtaining permission for research
from NUGSE Research Committee. In the beginning, it was planned to send an official
letter to Astana universities’ rectors to draw participants for the study. In that case,
participants’ supervisors would need to provide their permission to access participants, and
it would not guarantee anonymity and confidentiality for interviewees. Therefore, when the
study obtained approval for research, an advertisement for potential participants’ was sent
via What’s App (see Appendix E). After two participants were found via social networks, I
asked them if they know somebody who can contribute to the study. Overall, eight

participants were recruited by snowball sampling method.

It was planned to conduct face-to-face interviews with participants since it is
considered as the best way to gather detailed data because it allows interpreting verbal and
non-verbal cues (Hawthorne, 2003). However, most of the respondents insisted on
telephone interviews due to their busy schedules. According to Creswell (2014), a
telephone interview is the best way to contact participants when they are not available
face-to-face. Telephone-based communication made it easier for participants to share their

perception because there was no strong trust between an interviewee and interviewer. The
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drawback is that I could not see their facial expression; however, I could interpret

perceptions from a participant’s tone and tenor of the ongoing interview.

I also developed an interview protocol that helped in the process of data collection.
Interview protocol consisted of two parts, where perceptions of young female faculty
members on relationships at the workplace, the difference due to age and gender, informal
mentorship was discussed (see Appendix A). Before conducting an interview, I explained
the purpose of the study again and asked participants to sign a consent form without
writing their names if they agreed (see Appendix B). After informed consent forms were

signed, I asked for permission to record the interview.

Eight interviews were conducted by telephone, while two of the respondents agreed
to meet in person. Eight interviews were conducted in Russian, two in Kazakh. Nine
interviews were recorded with participants’ permission on the cellphone using a particular
application which allowed to record telephone and regular dialogues. Recordings were
transferred under pseudonyms on the laptop and protected with a password. One
participant did not want to be recorded, and therefore, notes using pseudonyms were taken

during the interview process.

3.7 Data Analysis

This section will be devoted to data analysis process a systematic procedure that
was used in this study will be described. Then it will be explained how categories and

descriptors were developed for data analysis.

After collecting the data, I applied a systematic procedure for data analysis as
described in Bloomberg and Volpe was employed (2012, p.138). When interviews were
finished and recorded, they were transferred to the laptop and process of transcribing

began. When all of the ten interviews were transcribed, I printed them and used a constant
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comparative method to see emerging categories and difference or similarities of interviews
(Creswell, 2014, p.86). I noted essential aspects related to the research questions and the

conceptual framework.

The next step in data analysis was developing categories out of those ideas
(Bloomberg and Volpe, 2012, p. 139). I regularly read all transcripts carefully (see
Appendix C) and created categories out of general ideas, where critical ideas for each
category were highlighted with markers of a different color. Additional information that
did not align with any category was put as an additional category named “additional data.”
Then I developed descriptors under each category. The conceptual framework was a
centerpiece at this process. The last step was coding, where I questioned the data
identifying relevance to the research questions and the conceptual framework, which
remained flexible throughout the process. Coding process helped to build a story from

data.

3.8 Ethical Issues

This part will explain why it is an ethical study and what were potential risks and
benefits for participants. NUGSE Research Committee provided permission for the
research and ethics were followed, starting from the recruitment process. The
advertisement text sent via social media included criteria of selection and an explanation of
the voluntary research, risks, and benefits. When I identified participants for the research
and received an agreement to participate in an interview, I gave them an informed content
or sent it to their emails if it was a telephone interview before the process started. They
were explained that it is voluntary research with no rewards. They could withdraw or skip
questions any time without any consequences; their identities and information will be

strictly confidential because they were not required to write their names on the consent
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form, and if they had any questions regarding the research or the interviewing process they

could contact my supervisor.

The interviewees were aware of the risks and benefits of the study. The main
benefit for young female faculty members was to express their perception on age, gender,
and mentorship that influences workplace relationships. By sharing their opinion, they
could contribute to the study of developing themes about relationships at the workplace
with supervisors. Another benefit was that through sharing their perception, they reflected
on themselves, exploring workplace relationships and mentorship. That reflection could be

helpful to them to identify their career plans or relationships issues.

There existed a risk that participants’ colleagues or superiors could hear the
interviewing process. Interviewees’ opinions on how they are treated at the workplace by
their superiors could be revealed to their colleagues or employers. It may cause tensions in
the workplace, creating an unpleasant working atmosphere. As a result, non-participants
had a risk to drop out of their employment place because they may hear something that

should have been confidential.

Another risk was that other participant could see the researcher with the person and
could guess that she was also a participant. For abovementioned reasons, by choice of
participants face-to-face interviews were conducted during lunchtime in the cafeteria at
workplaces of respondents, when everyone was busy eating, and nobody was
eavesdropping. Telephone interviews were conducted at the time convenient to
participants, and I ensured that nobody was around me during the interview. Unique
descriptions which could allow identifying participants in the researched were rephrased,

so it is impossible to indicate a respondent.
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3.9 Limitations and Delimitations

This study has some limitations. The first limitation is the researcher’s bias
(Creswell, 2014). To avoid personal bias, I followed the interview protocol, and
interpretation of findings was peer-reviewed by Writing Center of School of Social
Sciences and Humanities of Nazarbayev University. Another limitation is the
“participants’ reactivity” when interviewees offer responses as they perceived the
researcher was seeking (Maxwell, 2005). Interview questions were presented in a
judgment-free manner. Next limitation is that participants’ may tell “filtered stories” due to
lack of trust (Creswell, 2014). To gain participants’ trust, I reminded about ethical research
and consent form that they signed, and that in any case, they may address issues to my
supervisor. The sample was restricted to Kazakh nationality, which was not intended.
Young female faculty of different ethnicity may have a different experience in workplace
relationships with supervisors. Also, the marital statuses and the number of children was
not a determining factor in the analysis of findings. Females who are married or either have

children may be treated differently at workplaces.
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Chapter 4: Findings

4.1. Introduction

The participants were interviewed regarding their relationships at the workplace
with supervisors. Workplace relationships were discussed from the perspective of young
female faculty’s age, gender, and mentoring relationships with department chairs. All ten
interviews were transcribed in Microsoft Word, analyzed manually, and categorized for

each of the research questions.

This chapter presents findings that resulted in this study. Following research

questions were addressed:

1. How young female faculty are treated by their supervisors at the workplace?
2. How is the treatment affected by the presence of mentoring relationships

between the supervisor and the employee?

In this chapter, I will first introduce the participants. After that, findings will be

presented for each of the research questions, as expected and unexpected findings.

4.2 Participants

Overall, ten young female faculties were interviewed in this study. All of the ten
interview participants currently work in higher education institutions as faculty members.
The age range of the participants differed from 25 to 29. Due to the refusal of participants
from social sciences to participate in the study, the research committee allowed recruiting
interviewees from different backgrounds. The final sample consisted of faculty members

from arts, music, social sciences, and technical specialties.

In the table below, the general information about participants is presented. Each of

the participants was assigned codes in order to keep their identities confidential.
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Table 1

Demographic information of participants

Participant Age of Gender Discipline Location of
code Faculty of Faculty University of
Employment
P1 27 Female Geography Nur-Sultan
P2 26 Female Design Nur-Sultan
P3 26 Female Architecture Nur-Sultan
P4 25 Female Design Nur-Sultan
P5 28 Female Social Sciences Nur-Sultan
P6 26 Female Social Sciences Nur-Sultan
P7 28 Female Social Sciences Nur-Sultan
P8 29 Female Engineering Nur-Sultan
P9 25 Female Music Nur-Sultan
P10 28 Female Computer Sciences Nur-Sultan
Tablel

4.3 Results pertaining to Research question 1: How do their supervisors treat young

female faculties at the workplace?

Consistent with the literature, the interview questions tried to reveal how young
female faculties are treated at the workplace by department chairs. All participants were
quick to mention that workplace relationships are dependent on their age and gender,
which is consistent with literature review and conceptual framework. They also noted that

different treatment due to age and gender at the workplace is considered as a norm at the
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workplace. Some participants mentioned that department chairs have positional power on
their career advancement; while others believed that career advancements rather a personal

achievement.

Some findings from this study are expected to the literature and the conceptual
framework, whereas others are not expected. Therefore, findings of research question one
are separated as expected and unexpected outcomes for the research. Consequently, after

data analyses, the following themes were identified:

Expected findings:

e ageism towards young faculty members

e gender norms for young female faculty members

Unexpected findings:

e apreferred worker

Following subsections discuss themes that emerged from data analysis in details.

4.3.1 Expected Findings

4.3.1.1 Ageism towards young faculty members

The literature provided the notion of ageism, attitude regarding one’s age
(Macdonald & Levy, 2016). Young female faculty members perceive age to be
distinguishing feature when department chairs decide on service responsibilities that are
distributed among faculties during the academic year. As part of their services, young
faculties are often asked to perform tasks that involve using computers, which can be the
maintenance of a website of digitalization of paperwork. One of the participants shared her

perception as:
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Last year we had to carry out certification and enter it to the electronic government
system. It was very labor-intensive time stuck behind the computer, and he [the
department chair] requested me to do it because I am the youngest faculty member.

(P3)

Any young faculty, despite the gender, asked to perform particular tasks that are
associated with young professionals. Those tasks include translation, paperwork, or
organization of institutional events, moving furniture in a department when needed. Young

male faculty members are asked to do tasks that require physical strength:

Recently a junior male faculty left us because he said he was like a mover, not a

faculty member in the department. (P2)

On the contrary, young female faculty members are given responsibility to do
detailed paperwork which is not their job responsibility, but delegated from other senior

faculty members:

Senior faculty often gives additional tasks to us saying that we are girls and we do
paperwork neatly. She also says that young men in our department cannot do it like

us, like girls. (P6)

4.3.1.2 Gender norms for young female faculty members

The common theme that arose from participants’ answers is that as young females,
they expose particular traits to maintain positive workplace relationships with colleagues.
Young females think that senior faculty of any gender, including department chairs,
expects obedience from them as a sign of respect. That is the reason young female faculties

are humble during meetings.
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I used to be the only junior female in our department, and of course, it feels
different. To comply with norms, I always need to be careful when speaking with

seniors, especially during meetings. (P9)

Young female faculty members are expected to be obedient towards seniors and
detailed in their works. If they have a disagreement with the department chair or other
senior faculty regarding differences in values or gender norms in workplace relationships,

it will appear to be as disrespect for the seniority of all older faculty members:

If we do not do what we were asked by senior faculty, other faculty or department
chair can tell us, “hey, youth, why you do not respect adults?”” So, I do whatever |

am asked to do because I do not want to ruin relationships with all of them. (P4)

Young female faculty members perceive that their supervisors expect them in to
drop out of their careers because of maternal leave and will not be able to be productive as
their male counterparts. They perceive that supervisors expect their absence from academic
work due to family issues; therefore, male colleagues are valued as high-speed production

and competition-driven workers and hence preferred for decision-making positions.

I think there is a human factor in the fact that a young woman leaves at any time for
maternal leave. I suspect that it is preferable to advance men in careers because

women are more likely to leave their workplace due to family issues. (P3)

Young female faculty members do not report on the existence of “chilly climate” or
isolation due to their age or gender, because they meet the proposed gender norms. They
are obedient to senior faculties and department chairs or conform unwritten rules in
workplace relationships in order to avoid arguments. However, an interesting story from

one of the participants demonstrates that whenever females do not align with expected
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gender norms, they encounter disapproval from colleagues. It shows the existence of

gender norms in workplace relationships.

I did not have a conflict at the workplace with senior faculty, but my colleague had.
Our senior male colleagues blamed her by the fact that she is a young woman who
competes with men. In the end, this story has reached the department chair, but

everyone just apologized to each other and that all. Like it is a norm. (P9)

4.3.2 Unexpected Findings

4.3.2.1 A preferred worker

The unexpected theme that emerged is a model of a preferred worker. Young
female faculties perceive that male faculty, despite their age, are valued more in their
departments. While some participants explain it by overall lack of male faculty in their
departments, others believe it is due to their gender, since traditionally men are earners by

their nature and hence given more of decision-making opportunities.

He [department chair] does not give them [young male faculty] clerical works such
as printing or copying; he cooperates more with them; for example, they write

articles together. (P1)

Academia is perceived as a male-dominated sphere in Western literature, but it was
revealed not to be particularly accurate to Kazakhstani context. While female faculty
members outnumber men in Kazakhstani academia, they are still underrepresented in
decision-making positions (Gadpaille, Horvat & Kennedy, 2018, p.127; MONE, 2016).

One of my participants shares her opinion as:

Men in our department are not loaded with additional tasks. There are not many of

them, and hence, they are valued more. (P8)
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Even if the gender of a superior was not a subject of evaluation in this study,
participants shared their opinions on that. Most interviewees preferred to have a female
supervisor, but they had male department chairs. Some participants perceived female

superiors to be as caring and understanding:

I think a female department chair would be more comfortable to work with because

she would understand women issues. (P4)

Others said that women leaders are very harsh towards young females but yet

productive:

I am glad my department chair is a man. [ worked previously with female

supervisors. It was harsh because women supervisors are very work-oriented (P5).

4.4 Results pertaining to Research question 2: How is the treatment affected by the

presence of mentoring relationships between the supervisor and the employee?

Most participants were quick to ask what mentorship is. After the explanation, it
was revealed that mentorship, either formal or informal, is not a common practice in local
academia. Most of the participants noted that their department chairs are not informal
mentors, and they do not have informal mentors at the workplace at all. Some participants
who had a department chair as mentors noted that their supervisors are different from a
local context. They also shared positive aspects of workplace relationships through
mentoring by the supervisor. The themes that arose from interview participants are divided

into sub-categories about literature by expected and unexpected results.

Expected findings:

e collegiality and friendship
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e positional status

Unexpected findings:

e personal bias in career advancement

Following subsections discuss themes that emerged from data analysis in details.

4.4.1 Expected Findings

4.4.1.1 Collegiality and friendship

It was expected from the literature that mentorship would result in workplace
relationships as a sense of friendship and collegiality. Four participants, who reported their
department chairs as informal mentors said that they often joke with colleagues and go to
lunch together. They reported on positive workplace relationships with all faculty
members, where colleagues are helpful and supporting to junior faculty. Three participants
who refer to their male department chairs as mentor noted that they are very different,
either because they are not local or most of their lives lived abroad. Remaining

participant’s mentor was a local female.

We [department chair and young female faculty member] often go to lunch together
and to coffee breaks during which we discuss career opportunities in an international

sphere. Our workplace relationships are very positive; I enjoy working here. (P10)

Another participant shared her experience as:

I can name a department chair not only as my mentor but also as a mediator of the
atmosphere in our department. If there are any tensions among faculty, she always

balances it. (P9)
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As was expected from the literature, mentoring relationships between young female
faculty and their department chairs occurred from “homophily ties,” or in other words
similar characteristics. The similarity between first superior-subordinate dyad was that they
both were newcomers to the department. The second and third dyad shared opinions on the
values of young workers. The last pair consisted of a female employee and a female

supervisor.

Department chair values young workers and he is probably the exception to the

whole university since he lived abroad most of his life and he is modern. (P7)

The expected finding was that existence of mentoring relationships affects
perception on career advancement. Those participants who named their department chairs
as mentors noted that they benefit from mentoring relationships in a way that department
chair helps to achieve awards that will be helpful for career advancement or shares
professional development opportunities for mentees. It was expected from the literature
that mentees would learn from mentors how to succeed in the professional sphere through

understanding how the promotion system within a workplace works:

Usually, he [department chair] shares about professional development opportunities

which can contribute to my future career advancement. (P3)

4.4.1.2 Positional status

Rest of participants did not consider their department chairs as mentors. One of the
participants noted her previous supervisor for the doctoral degree as an informal mentor;
others did not have an informal mentor in an academic setting at all. Most of the
participants agreed that if they need professional advice, they will approach an experienced
faculty member with whom they mostly interact in the workplace. Participants who do not

perceive their department chairs as mentors noted that they do not collaborate with their
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department chair daily because they have different responsibilities due to their job
positions. They also perceive themselves as not significant due to job responsibilities
whenever they interact with supervisors. Participants also perceive that due to their
administrative responsibilities, they pursue different interests and do not share emotional

commitment;

He motivates me to participate in different academic activities, but I think it is
because he wants to look good in academic society because a faculty member

from his department has some achievements. Like it is his merits. (P5)

4.4.2 Unexpected Findings

4.4.2.1 Personal Bias in Career Advancement

Some findings of this study were unexpected to literature. Young female faculty
members who do not have mentoring relationships with their supervisors believe if
workplace relationships with department chairs will be positive, department chairs will
propose their candidature for advancement and promote it further within the network of an

academic institution:

Department chair first signs the petition or what it is called for advancement, or he
can put in the right word for me in front of the commission because the top

management still takes the decision. (P5)

Personal bias is one of the factors that affect career advancement in workplace

relationships when young female faculty members are not mentored by their supervisors:

For example, two years ago, he [department chair] did not want to advance to the

senior lecturer based on the personal conflict which occurred as a generational
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difference. I knew it was personal bias because I met all the academic requirements

for advancement. He has his nears and dears to promote. (P8)

4.5 Conclusion

Summing up all findings, it was expected that age, gender, and mentorship affect on
workplace relationships of young female faculty members and their supervisors. Young
women professionals often delegated tasks from senior faculty, including department chair,
and if they do not perform those tasks, seniors consider it as an offense to their age. It was
also expected that those who reported having department chairs as informal mentors,
shared positive working relationships at the workplace, and opportunities for career
advancement through mentorship. Collegiality and friendship were expected from
literature to those who perceive their department chairs as mentors. Mentoring
relationships also happened due to “homophily ties,” which was discussed in previous
research. A model of a preferred worker was not expected from the literature. It was also
not expected that young female faculty members who do not have mentoring relationships
with supervisors perceive personal bias to be a distinguishing factor for career

advancement.
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Chapter 5: Discussion

5.1 Introduction

The previous chapter presented significant findings of the study. It explored that
age and gender were variables that affect how young female faculty members are treated at
the workplace by their supervisors. Also, it revealed how mentorship affects workplace
relationships. The chapter presents a discussion of finding which are based on the

following research questions:

1. How are young female faculty members treated by their supervisors at the
workplace?
2. How is the treatment affected by the presence of mentoring relationships

between the supervisor and the employee?

The chapter consists of two parts where emerging patterns are discussed with
relation to research questions and literature review. The unexpected results also will be

interpreted.

5.2 Discussion related to research question 1:

Because there seems to be no research that explains workplace relationships of
young female faculty members and their supervisors, literature was explored on workplace
relationships regarding age, gender, and combination of these variables for young and
female professionals across different disciplines. Concerning research question 1, analysis
of existing literature revealed that age and gender affect supervisors’ treatment at the
workplace towards young females. The notion of “ageism,” attitude regarding one’s age,
was supported in this study (Macdonald & Levy, 2016). Participants share that that young

faculty, despite their gender, are assigned particular tasks that in department chairs opinion
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suit them. Those tasks include use of technology, paperwork, organizing events, which
require a lot of energy and commitment. These findings were expected because prior
research found that junior professionals are profound with technology, energetic, flexible
and willing to learn and adapt to changing the environment (Bal, Reiss, Rudolph & Baltes,
2011; Van Dallen, Henkens & Schippers, 2010; Von Hippel, Kalokerinos & Haanter4,
2018;). Additionally, participants of the study reported that they are often delegated tasks
from senior faculty members. Those tasks are not within their professional duties, but
senior faculty members perceive it as a sign of respect since they paved the path in
academia for junior professionals (Mooney, 2005). It is not an issue with the fact that
superiors assign tasks, which suit junior faculty’s abilities. The issue is about the
consequences — if junior faculty members are assigned clerical work that is not in their job
duties, they might not have enough time for early career development, such as doing

research.

Another finding is that participants think that they face gender norms within a
department. Young female faculty members perceive that supervisors treat them as future
mothers and do not believe that they can achieve success at academic careers and child-
rearing at the same time. Hence, they perceive that department chairs value their male
counterparts more as professionals and prefer them for decision-making positions. These
findings are consistent with Nielson’s research on department heads reflections on gender
roles explanation, were some of women attributes were “family priorities” and “some shy
away from management” (Nielson, 2017, p.144). Literature also suggests that women face
confrontations at the workplace if they do not meet societal expectations on gender roles
(Lester, 2008). Since participants of the study do not confront with gendered expectations,

they are not isolated from their academic community.
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Contrary to the literature, females do not feel lessened by “chilly climate,”
atmosphere where women feel lessened and marginalized in male-dominated workplaces
(Marschke, Laursen, Nielsen & Rankin, 2007; Trevifio, Balkin & Gomez-Mejia, 2017;
Willmott, 2013). The explanation is unique to Kazakhstan because in local academia
females outnumber males (Gadpaille, Horvat & Kennedy, 2018) and hence there are more
possibilities to form “homophily ties” with same-gender professionals, which can influence

on work relationships (McPherson, Smith-Lovin & Cook, 2001).

An unexpected finding that it has emerged from participants’ interview answers is a
model of a preferred worker. Interviewees report that men are valued more as department
chairs often collaborate with them. They also believe those male faculties are given more
decision making and leading positions, and hence, men are preferred workers. The
explanation was found in Acker (1990), who proposed the model of an ideal worker. The
idea is that organizations focus on productive work without disruptions; it is vital to control
interferences that may affect the overall process. Sexuality, procreation, and emotions are
found to be characteristics that interfere with work. Since those characteristics mostly

associated with women, men are preferred as ideal workers to an organization (Acker,

1990).

However, an “ideal worker” varies across occupations and time. More recent
research present findings that the “ideal worker” is a minority woman, who is willing to
work more, but for less pay, other argue that organizations are shifting to the gender-
neutral state of workplaces (Acker, 2006; Brumley, 2014). Since Kazakhstani society is at
the traditional state were women are mostly perceived as a subordinate, and men as
earners, it explains why an older model of an “ideal worker” holds for the participants of
the study. The explanation may also be that all participants have senior supervisors, which

are from a different generation with different values.
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Unexpectedly, participants had exposed viewpoints regarding the gender of a
superior. Some were glad to have women superior because she would understand personal
issues. Others were happy with a male department chair because they believed that a
female leader would be harsh to them. While the gender of a superior was not discussed in
the literature, it was expected that in general females are expected to carry “mom roles and
smile work” in the department (Lester, 2008). It explains why some participants preferred

to have female department chair because she was expected to be caring and understanding.

In Kazakhstani academia, females outnumber men, but women are underrepresented
at leadership positions. Trevino, Balkin, and Gomez-Mejia (2017) explain that females
embedded in a masculine society adapt masculine traits of behavior. Women leaders
expose masculinity to blend into an academic society where decision-making positions are
dominated by men, and it explains why some participants perceive female supervisors as
harsh and work-oriented. A masculine female leader does not align with expected gender

roles, therefore face negativity from surroundings (Lester, 2008).

5.3 Discussion related to research question 2:

Findings revealed that mentorship is not a recognized practice in Kazakhstan.
Moreover, after the explanation of this term, it was found that most participants do not
have mentoring relationships at the workplace with supervisors. Participants who viewed
their department chairs as mentors confirmed some themes that arose in the literature
review. Mentees reported on a sense of collegiality and friendship, which is consistent with
Schrodt, Cawyer, and Sanders (2003). It has also been found that mentoring relationships
were formed from “homophily ties” proposed by McPherson, Smith-Lovin, and Cook
(2001). These ties were formed exceptionally because due to different factors, supervisors

shared modern values rather than traditional ones, which helped to form mentoring
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relationships with younger faculty. Other supervisor-employee dyads struggled to form
mentoring relationships. The difference in values and age gap may cause barriers to form
mentoring relationships because as Palmer (2014) explains senior faculty may accept their

behavior towards youth as caring and guiding, while younger faculties accept it abusive.

Prior research (Collins-Camargo & Kelly, 2007; Leslie, Lingard &Whyte, 2005) has
suggested that positional status and administrative responsibilities do not allow forming
mentoring relationships between superiors and subordinates, because supervisors pursue
larger goals of a department. Participants confirmed these findings, but interpretations
added unique findings to Kazakhstani academia. Junior faculties do not interact with
department chairs daily due to their positional status. Bureaucratic top-down management
system put in practice work relationships as superiors have high authority, whereas junior
professionals do not. Therefore, whenever interaction happens, junior faculties do not feel

significant, and positional statuses do not allow interacting freely.

Faculties who perceive their department chairs as informal mentors benefit from
mentoring relationships by having access to mentors networks and explanation how
promotion system works within an organization, which is consistent with the literature
(Bynum, 2015; Leslie, Lingard, & Whyte, 2005). Mentors share about opportunities

helpful for career advancement, like ways to achieve academic awards or internships.

Literature (Eddy & Gaston-Gayles, 2008) also stated that young females might
benefit from mentoring relationships by learning to achieve work-life balance, which will
provide strategies for career advancement. However, participants who perceive their
department chairs as mentors only discuss professional issues with them. The possible
explanation is that young female faculty who perceive their department chairs as mentors

do not want to be considered unproductive in the eyes of their department chairs by sharing
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challenges they face in work and life balance if there are some. Department chairs may
pursue broader values of a department, like an efficient work of academic unit as a whole,
by establishing all workers are capable of contributing towards the progress of the

department (Leslie, Lingard &Whyte, 2005, p.696).

Unexpectedly to the literature, young female faculty members who do not have
mentoring relationships with their supervisors perceive that they can advance in their
careers through personal bias in workplace relationships. While the explanation was not
found in literature about higher education, there is research on public sector banks in
Pakistan where employees report how supervisors’ personal bias affects their careers. Wei,
Siayl, and Bhand (2019) have found that supervisors favor whoever is more visible to
them, whom they like, and those people receive more monetary rewards of career
advancement. To be in the department chairs’ list of nears and dears, young female faculty
perceive they need to be in positive working relationships by showing respect to their

seniority by obedience.
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Chapter 6: Conclusion

6.1. Introduction

This qualitative study with interview design investigated the perception of young
female faculty members on workplace relationships with supervisors. The following

questions were answered:

1. How are young female faculty members treated by their supervisors at the
workplace?
2. How is the treatment affected by the presence of mentoring relationships

between the supervisor and the employee?

Ten interviews, two of which were face-to-face, and eight were telephone
interviews, were analyzed by systematic data analysis followed by thematic coding and its
interpretations (Bloomberg and Volpe, 2012). This study is based on interviews of young
female faculty aged before thirty, from different disciplines. The study revealed exciting
findings of the perception of young female professionals on their workplace relationships
with supervisors. First, the research presented how young women faculty members are
treated at the workplace by their department chairs. Second, it showed how this treatment

differs if a department chair is an informal mentor.

The first part of this chapter concludes the study. The second part makes

suggestions to institutions and implications for further research.

6.2. Conclusions

From the findings of the research, it is concluded that young female faculty
members are treated at the workplace regarding their age and gender. The study revealed

that in Kazakhstan, young female faculties members’ role is guided not only by her
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professionalism but by the cultural assumption of youth and females. Youth is expected to
respect seniors, while females are supposed to expose feminine traits in order to be
accepted by society. Young female faculty revealed following themes about treatment at
the workplace from superiors which subsequently affects their career advancement: (1)
ageism towards young faculty members, (2) gender norms for young female faculty

members, (3) a preferred worker.

Research findings from this study indicated that young female faculty perceives
that in addition to age, they are judged based on their gender. Young females share that
they are expected to be neat and do paperwork, whereas, if they show masculine traits, like
competitiveness, they do not align with expectations and conflicts at the workplace occur.
Young female faculty members perceive that supervisors prefer a male professional to be
an ideal worker, because due to their nature females, they may leave work anytime for
family issues. Also, young female faculty members exposed that they would be more
comfortable to be supervised by a female department chair because she would be caring
and guiding. However, some participants viewed female leaders as harsh and work-

oriented.

If a department chair mentors a young female faculty members, perception of
workplace relationships reveal different themes. First, it was found that mentorship is not a
common practice in Kazakhstan because most of the participants asked to clarify the
meaning of mentorship. A minority of participants perceived their department chairs as
mentors. The emerged themes were: (1) collegiality and friendship, (2) positional status,

(3) personal bias in career advancement.

Young female faculty members who perceive their supervisors as mentors noted

positive working atmosphere resulting in the sense of friendship and collegiality in the
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department. They also shared that mentors open up networking connections or professional
opportunities that are helpful for their career advancement. Mentoring relationships
occurred because of shared characteristics between a supervisor and an employee.
However, those relationships were rather exceptional. Other interviewees struggled to form
mentoring relationships with department chairs due to the bureaucratic top-down
management system, which is a common practice in local universities. Young female
faculty members believe it is essential to remain good working relationships with
department chairs, accepting proposed norms, because they may be advanced in careers

through personal bias.

6.3. Recommendations

6.3.1. Recommendations for Policymakers

Given that young female faculty perceive age bias, I would suggest creating
intergenerational programs that will help to overcome age differences. For example, it
could be part of faculty service, where different generations gather together and share their
experiences in academic work and career advancement. Through this interaction, older and
younger generations may better understand each other and achieve positive working

relationships.

Another factor that influences how young females are treated at their workplaces is
their gender. Participants believe that women’s career stops after she leaves for maternal
leave, and men are valued more because there are not many of them. In the participants’
view, these factors influence advancement in academic careers, and therefore, they hope
for personal bias in order to be advanced. The advancement process should be transparent
to overcome gender bias in the workplace and eliminate personal bias in the process.

Instead of collecting signatures from senior positioned faculty members, a junior faculty
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who wishes to be advanced may prepare a standardized portfolio, and present it to a
selected committee. Also, women should be allowed to continue academic job during the

maternal leave if she wishes, as a full-time faculty member with flexible working hours.

6.3.2. Recommendations for Future Research

This study included a limited sample of young female faculties in Kazakhstan. I
recommend using maximum variation sampling in order to include different age groups,
ethnicities, and marital statuses that will allow exploring additional factors that influence
workplace relationships between different generations. The sampling for this study was not
diverse enough to present a variety of factors that influence workplace relationships of

young female faculties.

It will also be beneficial to increase the number of participants, including other
cities than Nur-Sultan, and analyze using quantitative methods, when the sample size is big
enough. I would suggest not including Nazarbayev University as a part of the sample
because it is a different educational institution, which is unique in its workplace

relationships.

A longitudinal study may work better for an in-depth investigation. Young female
faculties may be interviewed over a long period to analyze the change in their viewpoints.

Over time, they may show different workplace relationships with supervisors.

Future research can study transformation in values of young female faculty for
workplace relationships in Kazakhstan. This topic is not developed in the literature.
However, some participants shared that they believe only their achievements will help
them to advance in their careers, despite their age or gender. It means, there is a

transformation in values of the society, where knowledge is valued first. This study
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focused only on perceptions of young female faculty, but their supervisors’ opinion should

also be investigated to understand the topic.
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Appendix A: Interview Protocol

Date

Time

Participant

Introduction

Good time of the day (morning, evening). My name is Moldir. Thank you for your
agreement to participate in this research. Plan of our meeting is I will explain the purpose
of the research, then I will ask you to sign consent form and ask your permission to record
our dialogue if you agree. Then I will ask several questions on the topic of the study and
then will be happy to hear your experience as a young female faculty. If you prefer to
speak the Russian or Kazakh language you are welcome. If you have any question you can

ask me before, during and after interview.

The purpose of this study is to investigate on how work relationships on the basis of
age, gender and mentorship of young female faculty and their senior department
chairs.This study is to explore whether there any benefits or struggles from young female

faculty’s perspective associated with their age, gender or workplace relationships.

You will be asked to engage in 40 — 60 minutes interview, either face-to-face or
telephone. The interviews will consist of 15 to 20 questions regarding research aims. The
participation is anonymous and voluntary. You can withdraw any time without any
consequences. It is a non-paid research. There are potential risks and benefits described in

the consent form, which I ask you to read carefully and sign if you agree to participate.
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You can also ask questions if you need clarifications. After you sign, I will ask you a

permission to record our dialogue. I guarantee confidentiality of the information.

Interview Questions

Relationships at workplace with department chairs

What are your job responsibilities?

-What are the direct responsibilities given to you from head of the department?

Tell me your attitude towards department chairs?

- Could you explain me why you like/dislike/neutral to her?

- How can you describe her as a professional?

What do you think about the attitude of the chair of your department towards you?

- Is there any words or body language that shows her attitude towards you?

Do you feel different at the workplace due to your age and gender from the chair of the

department? If yes, can you explain in detail?

If no:
- Does she give you tasks that are not related to the work?
- Does she give extra work which is not directly your responsibility?

- Does she treat other members of your department in the same way?

Could you think of any bonuses/difficulties that you face at work due to your age and

gender?

65
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Do you think that relationships at workplace with department chair affect your career

advancement?

-Yes or no, can you provide details?

Can you tell me about your career advancement in comparison with a male faculty that is

approximately the same age and academic achievements as you?

- Can you think of any other faculty’s progression, for example what factors

influenced their career advancement?

Mentorship

Can you name your department chair as your informal mentor?

- Why/why not?

To whom will you address with professional question or for support?

Notes
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Appendix B: Informed Consent

INFORMED CONSENT FORM

Factors that Affect Relationships at Workplace with Supervisors: Perception of
Young Female Faculty Members from Kazakhstan

DESCRIPTION: You are invited to participate in a research study on work
relationships of young female faculty members and their department chairs. The study will
also try to reveal any other possible outcomes of young female faculty’s work relations
with superiors. In a face-to-face or Skype semi-structured interview you will be engaged
in a 40 - 60 minute conversation. The interviews will consist of 15 to 20 questions
regarding research aims. If you give consent the interview will be audio recorded for
research purpose and your personal information or name of the university will be identified
only by pseudonym form in all cases of the study, in field notes, computer files, and all
project texts including final thesis. If you reject to be audio recorded, the information you
provide will be written down as field notes. All efforts will be made to remove all possible
identifiers in the presentation of data in all project writing, including thesis, in order to
conceal participants’ identity. All unique details will be coded with more general terms.
All collected or produced research documents in hard copy form with identifiable
participants information when not with the researcher will be kept in a separate, secure
location, locked in a drawer. Consent forms and other documents with identifiable
participant information will be kept in a separate, secure location, locked in a drawer. All
computer documents related to the project will be kept in a secure, password-protected
computer. All audio recordings will be destroyed two years following successful

completion of NUGSE Masters course.
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TIME INVOLVEMENT: Your participation will take approximately 40 - 60 minutes.

RISKS AND BENEFITS: The risks associated with this study are minimal. Your
responses regarding work relationship with supervisors will not be used to make
judgements about any of the university or staff. The benefits which may reasonably be
expected to result from this study are revealing how work relationships with superiors
affect young female faculty’s experience in higher education.Your decision whether or not

to participate in this study will not affect your employment.

PARTICIPANT’S RIGHTS: If you have read this form and have decided to
participate in this project, please understand your participation is voluntary and you
have the right to withdraw your consent or discontinue participation at any time
without penalty or loss of benefits to which you are otherwise entitled. The
alternative is not to participate. You have the right to refuse to answer particular
questions. The results of this research study may be presented at scientific or professional

meetings or published in scientific journals.

CONTACT INFORMATION:

Questions: If you have any questions, concerns or complaints about this research, its
procedures, risks and benefits, contact the Master’s Thesis Supervisor for this student

work:

Independent Contact: 1f you are not satisfied with how this study is being conducted, or if
you have any concerns, complaints, or general questions about the research or your rights

as a participant, please contact the NUGSE Research Committee to speak to someone
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independent of the research team at +7 7172 709359. You can also write an email to the

NUGSE Research Committee at gse_researchcommittee@nu.edu.kz

Please sign this consent from if you agree to participate in this study.

* I have carefully read the information provided;

* I have been given full information regarding the purpose and procedures of the
study;

* I understand how the data collected will be used, and that any confidential
information will be seen only by the researchers and will not be revealed to anyone
else;

* I understand that I am free to withdraw from the study at any time without giving a
reason;

» With full knowledge of all foregoing, I agree, of my own free will, to participate in

this study.

Signature: Date:

The extra copy of this signed and dated consent form is for you to keep.

According to the law of the Republic of Kazakhstan an individual under the age of 18
is considered a child. Any participant falling into that category should be given the
Parental Consent Form and have it signed by at least one of his/her parent(s) or

guardian(s).
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Appendix C: Sample of Transcript

Date 01.03.2019

Time 20.05

Participant 9

Introduction

Good time of the day (morning, evening). My name is Moldir. Thank you for your
agreement to participate in this research. Plan of our meeting is I will explain the purpose
of the research, then I will ask you to sign consent form and ask your permission to record
our dialogue if you agree. Then I will ask several questions on the topic of the study and
then will be happy to hear your experience as a young female faculty. If you prefer to
speak the Russian or Kazakh language you are welcome. If you have any question you can

ask me before, during and after interview.

The purpose of this study is to investigate on how work relationships on the basis of
age, gender and mentorship of young female faculty and their senior department chairs
relate to young female faculty’s career advancement. This study is to explore whether there
any benefits or struggles from young female faculty’s perspective on career advancement,

associated with their age, gender or workplace relationships.

You will be asked to engage in 40 — 60 minutes interview, either face-to-face or
telephone. The interviews will consist of 15 to 20 questions regarding research aims. The
participation is anonymous and voluntary. You can withdraw any time without any

consequences. It is a non-paid research. There are potential risks and benefits described in
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the consent form, which I ask you to read carefully and sign if you agree to participate.
You can also ask questions if you need clarifications. After you sign, I will ask you a

permission to record our dialogue. I guarantee confidentiality of the information.

Interview Questions

KakoBbl Bamm J0MKHOCTHBIE 00I3aHHOCTH?

Esicecoono 3asedyroweti kagedpul pacnpedensemcs 0oiacms paboml, s 0meeuaro 3a
HAYYHO — MEMOOUYECKYIO YdCb CIYOeHMOo8, Ynmobbl DOIbule NUCAU HAYYHble pAbombl,
omuemvl cOar no ceoetl pabome, MAKdice Y4eHUKU U NPenooasamenu O0INCHbI
Y4acmeosams 6 KOHGQepeHyusix, 3mo moaice 6xooum é mou ooszannocmu. Hy koneuno
3asedyouuil Kagheopsvl paccmampusaem yeioseyeckue akmopul, KOMnemeHyuu nepeo

mem Kak pacnpeoensims pabomy.

CkaxxuTe, Kak Bbl OTHOCUTECH K CBOEMY 3aBelyloleMy/3aBeayiei kadenpoi?

Ouenb Xopouio OMHOULYCb, OHA CNPABEONUBAS, YeCMHAS, He NPUHUMCAem YMO A MAAOuas,
8 pabome o4eHb SPAMOMHAS, U 8 YETOM IMO CKAZbIBACMC S NOMOMY Ymo Haula Kageopa
Jauoupyem, Hy u OOKyMeHmayus y Hee ece2oa npasuivias. Ona ouens npogheccuonanvHas,

3Haem 8ce HIOAHCHL 8 Ceoell pa60me.

Uro BB qymMaeTe 00 OTHOIIICHUH 3aBEIYyOIIEro/3aBeAytolei kadeaphl K Bam?

OHa oyenb yeHum Moa00blX CReYUATUCTO8, NOMOMY YMO eCliU 603HUKAIOM HAKIAOKU
MexHcoy npenoodasamensimu, HeOONOHUMAHUSL OHA NOMO2Aem peuams npodiemsl U 8ce20d
banancupyem omuoutenus Ha kagpeope. Ona ouenb noodepaicusaem u nomoz2aem
NOYUUMb NPOPeCcCUOHANbHbIE OOCMUNCEHUSL OM OpY2UX Op2aHu3ayuil, Komopwle 0)y0ym
aghghexmuenvl 0151 npoosudicerus. A 3Haro, umo mo2y noI0HCUMbCsL Ha Hee 8

npogheccuonanvroll cgepe.
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Br1 661 MOTIIH HA3BaTh €€ CBOMM He(hOpPMaITbHBIM MEHTOPOM?

A umo snauum menmopcmeo?

HactaBHU4ECTBO-3TO THI OTHOIICHH, B KOTOPHIX 00JIee OMBITHBIN MIJIH 3HAIOIINNA YETOBEK

HaIpaBJIsieT APYyroro, KOTOPOMY HE XBaTAa€T HABBIKOB.

A Hy 0a, 5 6cee0a K Hell 00pawace eciu ecmb Kakol mo npogheccuorHanbHblli 60Npoc.

Ona wacmo oaem coéemvi Kax Jyuuie coeiams no pabome, s el 008epsio 8 IMoM niaHe.

I'IyBCTByeTe JIA BbI Pa3HULlY Ha pa6oqu MCCTC H3-3a BO3pacCTa U I10J1a OT

3aBeaylollero/3apeayomiei kadenpni?

Owywaemcs, koneuno. A panvuie, Hanpumep, 6bLIA €OUHCMBEHHOU MOAOOOT
npenooasamenbHuyell Ha Kageope, 0COOEHHO HA COOPAHUAX TUWHUL PA3 POM He
packKpoeuib, Hy u cooa00ams MUKy ce20d HyHCHO U OeTUKAMHOU Oblmb NPU pazeo8ope
co cmapwumu. A 6om no o3pacmy Hem, 0e008UUHbL MAKOBOU Y HAC Hem, 3HAI0, YMO
APAKmMuKyemcs 8 Opyeux 8y3ax, Civluiaid, Ho y Hac maxkoeo vem. Ona He daem 3a0aHull He
CBA3AHHBIX C pabOMO, 0axce eCliu U CIYYUMC YMO-HUOYOb U ell HYHCHO OyOem Mos
NOMOWb He NPOPeCcCUOHATbHOO NIAHA, MO 5 COeNalo cama u3 1udHo2o yeaxcenus. OHa

KO 6cem npenodaeame/z}m Ha Kaqbedpe makxk OmHOCUMCAL, YeadNCumelbHo.

Moruu 661 BBI TOAYMAaTh O KAKUX-TH00 OOHYCaX/TPyIHOCTSX, C KOTOPBIMU BBI

CTaJIKUBACTCCh Ha pa60Te H3-3a CBOCTO BO3pacTa u moja?

Y mens ne 6v110 KoHGhIUKMA HA paboyem Mecme cO CmapuumMu npenooasamenem, Ho y
Moe2oul Koleau ovir. Hawu cmapuiie Koine2u-myscuuHvl 008UHUIU ee 8 MOM, YUMo OHA
MON00AsL HCEHWUHA, KOMOPAsL KOHKYypupyem ¢ myaxcuunamu. Onu ckasanu: "3amonuu,
nouemy moul copesHyewbcsi ¢ myscuunamu? "Ha camom dene, 3mo Oviia makas no08oOHas

uzpa, nomomy 4mo y4umeid-mysHCcuuHbl Cmaii npuHuUdICams ee y4eHuy, 2060p:, 3a4em 6ol
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VUUmMeCh U COPeBHYyemech ¢ MyHCUUHAMU, eClu 8bl Oyoeme poxicams oemell U cudems 0omMa
8 1t0OoM cayuae. JlegyuKu pacckasaiu moeu Koieze, d Koeoa oHa Ha4ana pazoupamscs ¢
IMUMU MYHCUUHAMU, OHU HANATU HA Hee U3-3a ee 803pacma u noia. B konye konyos, sma
ucmopus douria 00 kageopuvl Kageopwl, HO ce NPOCMO UZBUHUIUCH OpYe nepeod OPY2OM U

éce. Kax 6yomo smo nopmanvHo.

He Morau OBl BB pacCKa3aTb O CBOCM IIPOTpPECCC B pa60Te I10 CPaBHCHHIO C
InpenoaaBaTeJIsIMu MY>KCKOTI'O I10J1a, KOTOpBIfI IMPUMCPHO TAKOT'O K€ BO3pacTa U

AKaJCMHUYCCKHUEC JOCTHMXKCHUA, KaK 1 BBI?

Y nac maxozo nem, camwiti Mnaowiuii Myxcuuna Ha kageope na rem decamv cmapuie

mensi. Ho 6 Uuejiom OonHouleHue K MysHIciunam ()pyZOQ, bonee yeasicumesbHo, 4mo Jiu.

Bri CUUTACTC, YTO TPYAOBBIC OTHOIICHHWA C HAYaJIbHUKOM OTACIIa BIIUACT Balll Hporpecc?

Ecnu na, MoxkeTe v BBl IPEIOCTABUTH MOAPOOHYIO HHPOPMAITHIO?

Hy ona noooepocusaem ecezoa u MopaibHo u no oeny, nomozaenm noayuyams Hazpaowl,
nucams NUCLMA U X00amaicmed, 4moowl nosvicuiu 6 byoywem. A sapniamy pewaem
20cyoapcmaeo, 3aeedyruasn Kageopol Modcem 0ams DObULE YACO8 8 PAMKAX

00360JZ€HH020, Hanpumep Hy cmaeskda, nojamopsvlt CmasKu

Translation

What are your job responsibilities?

Every year the head of the Department distributes part of faculty service load, for example
I am responsible for the research and methodological part of the students. My duties

include encourage students to write more research or reports on their work, to participate
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in conferences, for faculty too. Well, of course the head of the Department considers

human factors and competence before distributing the work.

Tell me your attitude towards your head of the department?

I have very good attitude towards her. She is fair, honest, does not diminish that I'm a
Jjunior faculty member. She is very competent, and in general it affects everything because
our department is leading ones, the documentation is always right. She is very

professional, knows all the nuances in her work.

What do you think about the attitude of the head of your department towards you?

She values young professionals, for example if there are misunderstandings between
faculty members, she helps to solve problems and always balances the relationships in the
Department. She is very supportive and helps to get professional achievements from other
organizations that will be effective for promotion. I know that I can rely on her in the

professional sphere

Can you name your department chair as your informal mentor?

What is mentorship?

Mentorship is a type of relationships where a more experienced or knowledgeable person

guides another one who lacks skills.

I can name a department chair not only as my mentor, but also as a mediator of
atmosphere in our department. If there are any tensions among faculty she always

balances it

Do you feel different at the workplace due to your age and gender from the head of the

department? If yes, can you explain in detail?
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Of course I feel different. [ used to be the only junior female in our department, and of
course it feels different. To comply with ethics I always need to be careful when speaking
with seniors, especially during meetings. I will not open my mouth, well, have to observe
my ethics and always need to be delicate when talking with elders. But we don’t have
hazing because of age, but I heard it exists in some universities. Department chair doesn't
give tasks not related to work, even if something happens and she needs my help in a non-
professional way, I'll do it for her out of personal respect. She treats the same way all

faculty in the department, respectfully.

Could you think of any bonuses/difficulties that you face at work due to your age and

gender?

1 didn't have a conflict at workplace with senior faculty, but my colleague had. Our senior
male colleagues blamed her by fact that she's a young woman who competes with men.
They said “shut up, why you are competing with men?”” Actually, it was such an
underwater game, because male teachers began to belittle her female students, saying why
you study and compete with men if you will give birth to children and sit at home anyway.
The girls told my female colleague, and then when she began to deal with these men they
attacked her for her age and gender. In the end, this story has reached the department

chair but everyone just apologized to each other and that all. Like it is a norm

Can you tell me about your progression in comparison with male faculty that is

approximately the same age and academic achievements as you?

We don't have those, the youngest man in the department is ten years older than me. But in

general, attitude to men is different, more respectfully, or something.

Do you think that work relationship with head of department does affect your career

advancement? If yes, can you provide details?
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She always supports morally, and helps to win awards, writes letters and petitions useful
for promotion in the future. The salary is decided by the state, the head of the department

can give more hours within the permitted rate, one and a half rates for example.
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Appendix D: Sample of Data Analysis

Adopted electronic version, not original

Codes

Transcript

Themes, Other

ideas

Allocation of
responsibilities
based on
personal

factors

KakoBbI Ball TOJKHOCTHBIE O0SI3aHHOCTH?
Eaicecoono 3asedyroweti kagedpwl pacnpedensemcs
obnacms pabomol, 51 OMEEYAIO 3 HAYYHO —
MemoOUYecKyIo 4acmos cmyoeHmos, umoowl Oovule
nucanu HayuHvle pabomol, omuemvl cOar no ceoell
pabome, makaice yueHUKU U Npenooasamen
OO0JIIICHBL YHACTBOBAMb 8 HAYYHBIX KOHGDEPEeHYUSX,
MO modice 6x00um 6 mou oosizanHocmu. Hy
KOHEeYHO 3a6edyrouull Kageopsl paccmampusaem
yenoseyeckue akxmopul, KoMnemeHyuu nepeo mem

Kak pacnpeoensims pabomy.

No ageism

Values

Ckaxure, KaKk BBl OTHOCHTECH K CBOEMY
3aBeyroIieMy/3aBenyiei kadeapoi?

Ouenb Xopouio OMHOULYCb, OHA CNPABEONUBAS,
YeCmHasl, He NPUHUICAEN YMo 51 MAAOUWASL, 8
pabome oueHb pAMOMHASL, U 8 YETOM IO
CKA3vl8aemcsi NOMoMy 4mo Haua Kkageopa
auoupyem, Hy u OOKyMeHmayus y Hee 6ce20a

npasunvras. Ona oueHnv npogeccuonaivhas, 3Haem

Ageism
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6ce HIOAHCHL 8 CBOell pa60me.

Value for Uro BbI 1ymaere 00 OTHOIIEHUN Career
young faculty | 3aBemyromiero/3aBeayromnieii kageapsl K Bam? Advancement
members OHa oyenb yeHum mMono0bix CNeYUaIucmos,
NOMOMY 4MO eCiu B03HUKAIOM HAKIAOKU MEHCOY
npenooagamensimu, HeOONOHUMAHUSL OHA NOMO2dem
pewams npobaremul U 6ce20a barancupyem
omuowenus Ha kageope. Ona ouenn
Help to nooodepxcugaem u nomozaem noayyums
advance in npogheccuonanbHvle 00CMUNCEHUS OM OPYUX
careers opeanusayutl, Komopwie 6yoym 3¢ggexmusHul 0Jisi
npoosudicenus. A 3Har, ymo Moy noaroHCumsbcs Ha
Hee 6 npogeccuonanvholl cgepe.
Bb1 Ob1 MOTIIH Ha3BaTh €€ CBOMM He(hOpMaIbHBIM Mentorship
MEHTOPOM?
Meaning of A umo 3nauum menmopcmeo?
mentorship HacraBHu4ecTBO-3TO TUII OTHOLIEHUH, B KOTOPBIX

Guidance and

support

00JIee ONBITHBIN MU 3HAIOIIMI YEIOBEK
HaIpaBJISCT APYroro, KOTOPOMY HE XBaTaeT
HAaBBIKOB.

A Hy 0a, 1 6ce20a K Hell 00pawarcy eciu ecmsy
Kakoi mo npogheccuonanvhulil gonpoc. Ona yacmo

oaem cosemvl KaK Jyyule coelams no pabome, s et
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006€pﬂl0 6 IMOoM NnjiaHe.

Obedience as a

sign of respect

Ageism

UyBcTBYeTE JIM BB pa3HUILy Ha pabodeM MeCTe H3-
3a BO3pacTa M MoJjia OT 3aBEIyIOIET0/3aBeAyIONIeH
kadeapob1?

Owywaemcs, koneuno. A panvuie, Hanpumep,
OvLIa eOUHCMBEHHOU MOA0O0T
npenodasamenvHuyell Ha Kageope, ocodenno Ha
COOPAHUAX TUWHUL pA3 PO He PACKPOeUlb, HY U
€o01100amb IMUKY 8ce20d HYHCHO U OeTUKAMHOUL
Ovimb npu pazeosope co cmapuiumu. A 6om no
go3pacmy Hem, 0e008UUHbL MAKOBOU ) HAC Hem,
3HA0, YMO NPAKMUKYEMCsL 8 OpPY2UX 8y3ax,
cavlwana, Ho y nac maxkozo wem. OHa ne daem
3A0aHUlL He C853AHHBIX C pabomotl, daxice eciu u
CLYYUMCsL YMO-HUOYOb U ell HYIHCHO Oyoem Most
noMOWb He NPopecCcUOHATbHO20 NAAHA, MO 5
coenaio cama u3 1u4Ho2o ysaxcenus. OHa KO 6cem
npenooagamensam Ha Kageope max omHOCUMCA,

YeasHcumelbHo.

Respect for

seniority

Gender
expectations
from young

females

Morin ObI BBI TOAyMAaTh O KaKHX-JTHOO0
OOHYCaxX/TPYJHOCTSAX, C KOTOPBIMH BBI
CTaJIKMBaeTeCh Ha paboTe M3-3a CBOETO BO3PACTa U

noiaa?

Gender Norms
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YV mens ne ovino konpauxma na pabouem mecme co
cmapuwumuy npenooasameinem, Ho y Moe2otl Koiecu
ovL1. Hawu cmapuue Koane2u-myxcuunsbl 008UHUNU
ee 8 MoM, YUMo OHA MOJOOASL HCEHWUHA, KOMOPAsL
KOHKYpupyem ¢ myxcuunamu. OHU cKa3anu:
"3amonuu, nouemy mol COpesHyeubcs ¢
myacuunamu?"” Ha camom oene, smo b6vina maxas
Nn00B80OHAs UePA, NOMOMY YMO YUUMENA-MYHCUUHB]
CMAnU NPUHUNCAMb ee YYeHUY, 20805, 3a4eM 8bl
Yuumecs u copegHyemech ¢ My*CuuHamu, eciu 6ol
byodeme pooicams demetl u cudems 0OMa 8 1H0OOM
cnyuae. [egywku pacckazanu moet Kouneze, d
K020a OHa HaAYana pazoupamscs ¢ SIMuUmMu
MYHCUUHAMU, OHU HANATU HA Hee U3-3d ee 803pacma
u nona. B konye konyos, sma ucmopus douina 0o
Kagedpwsl kaghedpwvl, HO 8ce NPOCMO UZBUHULUCD
opye nepeo opyzom u ece. Kax 6yomo smo

HOPMAJIbHO.

Attitude
towards male
faculty

members

He mornu ObI BB pacckas3ath 0 CBOEM Iporpecce B
paboTe 1o CpaBHEHUIO C MPETOIaBaTEeNIIMU
MY>KCKOTO I10J1a, KOTOPBIA PUMEPHO TaKOTO XKe
BO3pacTa M aKaJeMUYEeCKHE JOCTIKEHHS, KaK U BbI?

Y nac maxoeo nem, camwiii Maaowuii MyxcuuHa Ha

Gender Norms
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Kageope na nem decsimv cmapute mens. Ho 6 yenom
OMHOWEHUE K MYAHCUUHAM Opy2o0e, bo/ee

yeastkcunmeilbHo, 4nmo Ju.

Mentoring

relationships

BrI cunTaeTe, 4TO TPYAOBBIE OTHOIICHUS C
HavaJIbHUKOM OT/IeJa BIHsIeT Baml nporpecc? Eciu
J1a, MOYKETE JIM BBl IPEIOCTABUTH MOJIPOOHYIO
nHpopmanuio?

Hy ona noooeporcusaem ecezoa u MopaibHo u no
oeny, nomozaem noaY4ams HA2paosl, NUCAMb
nUCbMa U Xo0amaucmea, 4moodwvl NOBbICUNIU 8
Oyoywem. A sapnaamy pewaem 2ocyoapcmeo,
3aeedyrowas kagheopwvl modxcem 0amsv O0IbULE YACO8
8 PAMKax 00360JIeHHO20, HANpUMED HY CMABKd,

noimopbsl cmaeKu

Mentorship

Career

Advancement
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Appendix E: Advertisement Text

TEMPLATE ADVERTISEMENT

Research Participants Wanted:

1) Female faculty at a university;

2) Under age of 30;

4) Any discipline.

Participate in a research study about how work relationship of young female faculty and
their department chairs. Participants will be asked to engage in 40 — 60 minutes interview,
either face-to-face or Skype. The interviews will consist of 15 to 20 questions regarding
research aims. The participation is anonymous and voluntary. You can withdraw any time

without any consequences. It is a non-paid research.

Benefits may reasonably be expected to result from this study are revealing how work
relationships with superiors affect young female faculty’s progression in higher education
and also create a basis for future investigations regarding young female faculty’s
experience in Kazakhstani universities. If you want to support young females in higher

education you can do so by participating in this study!

If you are interested in participating, please contact me anytime by:

Phone number: + 7 775 914 61 62 or What’s App;
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Email address: mnurazkhan@nu.edu.kz ;

Social networks: Instagram @moldir.yelibay and Facebook MoldirYelibay
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