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ABSTRACT

The sales force, and the women in the frontline sales positions in particular, represent the pink-
collar category—a crucial yet poorly acknowledged class in the attainment of organizational
objectives. This study examines the sales pink-collar gendered constructions, focusing on the
women’s lack of advancement to higher positions as a particular obstacle. This study uses both
qualitative and quantitative research to focus on structural inequities, interpersonal dynamics,
and cultural biases women encounter in sales-driven workplaces. With the case study
methodology, 300 respondents in the retail, hospitality, telecom, and insurance industries were
surveyed, and together with managers and employees, in-depth interviews were conducted. The
study illustrates the continued existence of inequitable ratios in payment, promotion, and
acknowledgment as well as the prevalent notion that sales management is mainly a male
occupation. Regression analysis indicates that neither the organizational setting nor the
prevailing HRM practices actually do anything to advance gender equity or improve
organizational outcomes, which illustrates the dire state of policy provisions on the subject.
However, the interviews affirm the importance of systemic leadership and equity in the
organizational culture and the offer of professionally targeted inclusion programs as a means to
nurture sales women. This study attempts to articulate the organizational context, boundary
principles of HRM, cultural orientation, and equity in access to leadership as the primary
constituents of a structural policy framework. As suggested by the practical implications,
organizations should go beyond mere symbolic HR actions and seek to create a culture of
diversity and inclusion along with women’s leadership pipelines. Organizations that tackle
systemic inequities improve employee morale and retention and also gain strategic benefits
associated with customer relations, innovation, and sustainable competitiveness.

Keywords: pink-collar sales workforce, women in frontline sales, gender barriers, career
advancement, organizational context, HRM interventions

1. INTRODUCTION:

1. Background of the Study

Business interactions, irrespective of whether it’s sales,
hospitality, or telecommunications, often rely on sales
personnel heavily. The personnel operate at the forefront
of interactions, often providing the very first interface
with the customers, controlling relationships that decor
the metaverse customer value addition and brand equity
(Rane et.al 2023, Alabi et.al 2024). The sales workforce,
particularly, the women workforce is ascribed the term,
‘pink-collar’ which describes services that target mostly
women. The pink-collar sales workforce includes
customer sales assistants, frontline customer service
officers, out-bound and inbound telemarketers, and any
other sales driven positions that determine the overall

success of the firm (Pace et.al 2024, Sunn et.al). There is
no denying that pink-collar women and workers have
remained and suffered the brunt of structural violence and
oppression. The visible face of the firm is often on the
receiving end of fewer rewards and recognition, which is
directly correlated with their opportunities for growth.
Scholars note that women continue to dominate the sales
positions that are directly linked to customers, constituent
and serving. It is common knowledge that the further you
move up the corporate ladder, the fewer women you are
likely to find at managerial and supervisory positions. This
common knowledge is also enough to show that no
structural equity exists.

2. Significance of Pink-Collar Workforce in Sales
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In sales firms, pink-collar workers are key to success.
Customer relations are much more complex than serving
customers. Selling pink-collar workers expertly balance
persuasion, emotional control, and swift solutions. It is
their relationship and rapport building skills that are
critical to sales as well as customer retention. Customers
often say that their satisfaction and continued purchases
are often because of the customer service representatives.
Apart from customer satisfaction, pink-collar sales
workers also influence the organizational reputation. The
customer brand image and overall market stance is
improved by the positive customer perception, which is
filtered through the employees. On the other hand, the
sales employees who are apathetic and lack motivation
are more likely to lose the customer’s trust, weaken bonds
and lower the sales performance. As a result,
disengagement, insufficient supervision, lack of
assistance, and not rewarding employees is a threat to
long lasting profits of the company (Yan et.al 2024, Chun
et.al 2020, Ebrahim et.al 2020).

3. Gendered Nature of Pink-Collar Sales Roles

The term “pink-collar” is the designation most often
associated with jobs done by women. Such work was
derived from the social gender norms of women as
caregivers, nurturers, and attendants (Azzarito et.al 2024,
Hooshyar et.al 2025). Even today, people consider pink-
collar sales jobs as "fitting" for women because women,
because of archaic social beliefs, are seen as more caring,
better listeners, and more approachable than men. As with
most gender stereotyping, this view is equally as
damaging, as it places women in critically important—but
greatly undervalued and underpaid—positions, compared
to blue and white collars (Torre et.al 2019, Kim et.al
2022).

This gendered nature manifests in multiple ways:
Injustice in Pay: Studies have shown that female
salespeople are paid less than male salespeople even
when the work they do is equally strenuous (International
Labour Organization, 2018).

Promotion Gaps: Very few women move up from the
frontline, while men hold considerably more supervisory
and managerial positions.

Gender Bias: sales women are viewed as being less
aggressive, less strategic and as a result, less capable of
holding positions of authority in sales which is viewed as
a dominant and aggressive field.

No Boundaries Before and After Work: Selling
requires long and often unpredictable hours which makes
career advancement more difficult for women who have
other additional roles as caregivers.

4. Leadership Gaps and Gender Barriers

Most people working in a sales firm view leadership as a
aggressive, focusing on mastering the competition, and
‘strategic aggression’. This creates a bias, “think
manager, think male”, and thus works to the disadvantage
of women wanting to step into leadership positions.
Research incorporates the “double bind” notion: women
who are characterized as weak, they do not posess any
leadership qualities, but the moment they embody any
borrow traits from the ‘assertive male’ category, they
become a target of condemnation of not being feminine
enough (Smith et.al 2022, Tarbutton et.al 2019, Celestin
et.al 2020).

Key gender barriers include:

Structural Barriers: Gaps in salaries, hierarchal
struggles, and inflexibility in advancement procedures.
Interpersonal Barriers: The absence of guidance,
inequitable assessments, and alienation from informal
connectivity.

Cultural Barriers: Old fashioned gender roles and
organizational cultures which do not value inclusion.

5. Organizational Context and Its Role

The surroundings in which sales firms function create
opportunities and obstacles for pink-collar workers. The
size of the organization, the standard of the industry, the
structure of the business, and the human resources
policies of the firm all determine how gender-related
problems are addressed. For instance, in the large
organization s, there is the tendency to adhere to policies
constructed to systematically and fairly manage human
resources. Such policies, however, are only a formality
and are never implemented. In smaller firms, there is a
tendency to operate without policies and procedures, thus
giving the female staff the undue bias in terms of
recruitment, evaluation, and promotion. Norms within a
given industry also shape the experiences of women. For
example, retail and hospitality sales are much more
welcoming to women than industries like industrial
equipment and real estate which are more likely to be
dominated by males. However, there is horizontal and
vertical sex segregation across sectors, which results in
the “glass ceiling” phenomenon (Chun et.al 2020).

6. Need for HRM Interventions

Management policies and practices within human
resources compose. the body of the issue regarding the
inequities of gender. Neutral recruitment strategies, open
appraisal systems, flexible work schedules and policies
geared toward diversity and inclusion are particularly
useful in attempts to diminish prejudice (Castro et.al
2020, Cooke et.al 2020). But the existence of such
initiatives does not guarantee success. The success of
such initiatives depends on how well they are designed,
how well they are implemented and how supportive the
leadership is. For example, an open appraisal system may
be sabotaged by the unconscious gender biases of the
evaluators. And flexible work arrangements may be
stigmatized as “female benefits” and not as organizational
strategies for enhanced productivity. So, such policies
need to be devised in consideration of the prevailing
organizational culture and supported by the leadership of
the organization in order to effect real change (Davis et.al
2020, Bahuguna et.al 2023, Cooke et.al 2021, Okay-
Somerville et.al 2019).

7. Leadership Development as a Strategic Priority
Fostering women’s success in sales demands purposeful
growing of leadership capabilities. Sponsorship,
coaching, custom training, and networking assists women
to obtain recognition, self-assurance and leadership skills.
Such initiatives demonstrate gatekeepers of new women’s
leadership ‘window’ and help sponsor women leaders
while dismantling prevailing stereotype barriers. Above
all, leadership and development is equity and talent
management strategy, and should not be approached
solely as a remedial course for women (Figueroa et.al
2019). The business case for leadership and development
is even stronger. Firms focusing on inclusion and building
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diverse leadership pipelines are more innovative, agile,
and better positioned to meet the needs of varied clientele.
The financial returns of gender-diverse leadership teams
are also on the rise (McKinsey, 2020).

8. Organizational Culture as a Mediating Factor

An organizational culture that is supportive and aligned
gives meaning to even the most innovative policies and
programs pertaining to HRM and leadership
development. Culture determines theways policies are
understood and executed and how employees internalize
them. An inclusive culture encourages fairness, equity,
and diversity, while a culture that is discriminatory
undermines and negates all efforts toward achieving
gender equity. A company can offer mentorship programs
for women, but if the culture of the company shames
women in leadership, those programs will not meet their
desired goals. In this way, organizational culture is the
“glue” in the HRM and leadership development programs
and their sustained value over time (Alateeg et.al 2024,
Adeniyi et.al 2024, Wu et.al 2019).

2.1 Conceptual Framework

The model focuses on the pink-collar sales workforce as
its main target group with most of its employees being
women who perform in customer-facing and service-
oriented sales. Some of the gender barriers and challenges
that these employees are subjected to are gender
stereotyping, reduced promotional opportunities, wage
disparities, deficit of mentorship and bias evaluation. The
barriers are predetermined by the organizational
environment, i.e., the size of the firm, industry practices,
sales team structure, and its human resources
management (HRM) policies. The organizational
environment also facilitates or limits the application of
HRM interventions to decrease the gender differences,
including gender-neutral recruitment, open performance
appraisal, flexible working arrangements, and diversity
and inclusion initiatives. The structure focuses on
leadership development initiatives aimed at promoting
development of women by mentoring, coaching, training
and networking. Such programs are effective to a
moderate extent limited by the overall organizational
culture that indicates the degree of inclusiveness, gender
equity support, and intolerance of discrimination. The end
results desired by this framework include more women in
sales leadership, greater career mobility among pink-
collar employees, better sales team, and lessening the pay
and opportunity disparities between men and women.
Pink-Collar Workforce: Focus on the predominantly
female sales employees.

Gender Barriers: Structural, interpersonal, and cultural
obstacles hindering leadership access.

Organizational Context: Factors that shape firm
policies and work environment.

HRM Interventions: Policies and practices to neutralize
gender bias and support development.

Leadership Development: Programs  tailored to
empower women with skills and opportunities.
Organizational Culture: The climate that impacts the
effectiveness of interventions.

Outcomes: Desired improvements in leadership equity
and business performance.

[ Pink-Collar Sales Workforce ]

h A
[ Gender Barriers & Challenges ]1—[ Organizational Context ]

v

[ HRM Interventions ]

v

[ Leadership Development Programs ]

v

[ Organizational Culture (Moderator) ]

}

‘ Outcomes (Representation, ’

Performance, Equity)

Figure 1: Conceptual Framework

Literature Review

Yan et.al (2024) discussed the segmentation of
commuters in urban transport models, traditionally
grouping them into blue or white-collar categories.
Recent trends show a need for more nuanced
segmentations reflecting labor market changes, such as
increased female participation. Utilizing a data-driven
approach with unsupervised clustering on the 2017-20
South East Queensland Travel Survey, the study
identifies distinct commuter types based on occupational
and demographic variables. The analysis reveals three
key clusters: a female-dominated 'pink collar' group, a
male-dominated 'blue collar' group, and a mixed-gender
'white collar' group. Notably, 'pink collar' workers exhibit
the shortest commutes. The methodology aims to support
transport planners in developing more accurate market
segmentations and enhancing transport project
predictions for diverse commuters.

Lambert et.al (2024) Employees in privately held
companies report higher satisfaction than those in public
firms, with few ownership changes affecting overall
contentment. Notably, satisfaction drops significantly
when a Private Equity firm initially takes control, and
declines even more after a Venture Capitalist exits. This
decline is attributed to employees feeling management
becomes more controlling and less supportive post-exit,
despite earlier high satisfaction levels. The analysis
applies a Structural Topic Model, aligning with theories
of Venture Capital promoting standardization.
Additionally, ChatGPT is mentioned as a tool for
generating automated summaries that support these
findings.

Halder et.al (2023) Despite efforts for gender equality,
women remain underrepresented in senior roles within
FTSE 350 companies, facing barriers like unconscious
bias and unequal caregiving responsibilities. This study
examines gender inclusion in leadership, focusing on
representation, pay equity, and policy effectiveness,
utilizing longitudinal data from 2013-2022. Findings
reveal women made up 34.42% of employees and 24.26%
of managers, with 21.55% on boards, and a mean gender
pay gap of 71.56%. Regression analysis indicates no
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strong link between managerial representation and board
diversity, highlighting structural barriers. The study
advocates for specific interventions, including quotas and
bias training, to effectively address these issues and
improve accountability in diversity commitments.
Delfino et.al (2019) examined the men's entry into social
work, a growing occupation historically comprising less
than 25% men, the study uses a UK field experiment to
identify barriers to male recruitment. Modifying
recruitment messages, it tests the influence of perceived
gender shares and expectations of returns to ability on
men's application choices. Results show that perceived
gender ratios do not impact decisions, indicating no
significant stigma or gender identity influence. However,
enhancing expected returns to ability increases
application rates and improves applicant quality,
suggesting men are negatively sorted into the role.
Conversely, a higher perceived male share positively
affects the quality of female applicants by deterring less
talented candidates. These insights recommend
addressing barriers to male participation in female-
dominated fields to boost workforce diversity and quality.
Mutisi et.al (2019) restaurants has largely overlooked
employees, focusing instead on customers and
organizational practices. This study investigates how men
working in non-professional pink collar jobs, specifically
as waiters in family restaurants, perceive their gender
identities in the workplace. Conducted through semi-
structured interviews with fifteen male waitrons in
Johannesburg, the research employed purposive sampling
to gather relevant data. The study leverages Connell's
insights on masculinities to explore gender relations
among waitrons. The findings indicate that these men
experience a mix of positive and negative interactions,
shaping their masculine identities while navigating
challenges associated with traditionally female-centric
roles. Although they exhibit traits of hegemonic
masculinity, their circumstances often place them in a
position of marginalized masculinity due to their race,
class, and socioeconomic status.

ALI et.al (2019) studied the Graduates in Nigeria are
increasingly seeking limited white-collar jobs amidst a
declining global demand for labor. The situation is
exacerbated by the devaluation of educational
qualifications and the necessity of connections for job
acquisition. Job continuity and salary payments are
inconsistent, prompting the need for alternative income
sources. This paper emphasizes entrepreneurship as a key
alternative, defining it as the capacity to manage business
ventures for profit. Entrepreneurship has generated
opportunities  in  various  sectors, such as
telecommunications and e-commerce, offering potential
employment and wealth creation for Nigeria's
unemployed  population. The development of
entrepreneurial awareness is essential for national
economic prosperity.

Forsythe et.al (2019) investigated the effect of
computerization on wages and employment in office and
administrative support (OAS) jobs using online job
postings from 2007 and 2010-2016. It reveals that firms
adopting new software at the job-title level require higher
skills from applicants and modify job tasks to incorporate
higher-skill functions. Analyzing the local labor market,

the findings indicate that a one standard deviation
increase in OAS technology usage correlates with a one
percentage point reduction in OAS employment and a
more than three percent increase in wages for college
graduates in these roles. However, negative wage
spillovers occur, causing wages to decline for both non-
college workers and college graduates, primarily
impacting high-skill office occupations. Overall, the
results suggest that while computerization leads to direct
job losses in OAS sectors, total employment increases,
indicating a shift towards higher-skill roles and reduced
risk from further automation.

Gupta et.al (2019) tried to explored the effect of Collar
Jobs in Blue-Collar Workers and Pink-Collar Workers
upon percieved QWL among Male and Female
employees of Textile Industries. For, this Data was
collected on 200 respondents. 100 Blue-Collar Workers
and 100 Pink-Collar Workers were further divided into
two parts on the basis on their gender is (Pink-C W=100
:M=50 F=50) and (Blue-C W=100 ; M=50 and
F=50).Perceived QWL was assessed using Dhar et al’s
scale of QWL (2006).Some significant results have found
on the basis of M, SD and ANOVASs.The results have
indicated that 1 Females were found to report more
Proactivity, Work-Life Balance and Human Relations in
Work-Life as compared to Males. 2.Blue-Collar Workers
were found to report more Proactivity and Work-Life
Balance as compared to Pink-Collar Workers.

4. Research Methodology

4.1. Research Design

The research employs a case study design, using both
qualitative and quantitative methods simultaneously, in
order to understand deeply the gender issues and the
opportunities for women in leadership positions in sales.
The quantitative part, for instance, concerning the wage
gaps and the inequitable promotion issues, is focused on
what can be measured. the qualitative part tells the stories
and the lived experiences of women employees. This
integration is important, for while the quantitative side
may be too simplistic and fail to capture the nuance of the
social and cultural biases women are subject to, the
qualitative side is limited in what it can generalize. The
design, thus, provide a deep understanding of the issue,
while being well supported on both sides.

4.2. Research Approach

The research employs an exploratory as well as
descriptive approach. It is exploratory in this case because
the existing literature on pink-collar sales employees,
particularly in regard to leadership barriers, is scant. The
lack of literature lets the researcher study an issue, which
is still emerging, and recognize relationships which have
not been examined in a thorough manner.
Simultaneously, the study is also descriptive given that it
seeks to untangle and illustrate the intricate set of
inequities, HRM practices, and organizational settings
which impact the career advancement of women. This
combined approach helps make sure that the research not
only sheds light on the hidden aspects of the problem but
also offers a precise picture about the manner in which
these sales firms operate.

4.3. Population and Sample

The subjects of the study include female pink-collar
employees in sales and working in retail and with
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customer service, hospitality, telecom, and insurance Gender Frequency Percent

companies as retail associates, customer service 1

executives, and telemarketers along with other service Female 200 66.7

and customer-oriented frontline workers. To was study Male 100 333

the issue in-depth, the investigation also encompasses HR .

. . Education Frequency Percent
managers and sales supervisors, as they policy makers

evaluate employees’. The sampling strategy combines Secondary 47 15.7

purpogive and stratiﬁ'ed random techniqqes, as pqrposive Diploma/Certificate 53 17.7

sampling serves to include women with considerable

sales experience, whereas stratified samplings provide Bachelor’s 52 173

adequate representation across different industries. The Master’s 43 14.3

sample planned encompasses about 250-300 respondents :

to the quantitative survey and 20-25 employees for in- Professional degree 45 15

depth interviews, with managers comprising 8-10 for the Other 60 20

entire sample. This variety of respondents adds the .

breadth and depth in the findings. Marital_Status Frequency Percent

4.4. Data Collection Methods Single 97 323

The first involves a structured survey questionnaire .

administered to pink-collar workers where respondents Llapicd 9 -

are asked to assess issues of gender equity, HRM Separated/Divorced 107 35.7

practif:es,. access to 1eader§hip roles, and the overall Caregiving Frequency Percent

organizational culture. Attitudes and experiences are

measured with Likert-scale psychometric instruments for No 150 50

standardization purposes. The second strategy pertains to Yes 150 50

the conduct of semi-structured interviews with some

selected employees and managers. These interviews Industry Frequency Percent

capture personal stories, barriers to upward mobility, and FMCG 47 15.7

organizational factors that enable or constrain women to Hosoitali 60 20

leadership roles. As a final step, secondary data such as QP e : :

company reports, HR manuals, and relevant industry Insu.rancefFlnanmal 40 13.3

statistics are cross-referenced to primary data to enrich services '

the context. These primary and secondary data sources Real estate 54 18

d to achi data tri lation, thus i i

are used to achieve data triangulation, thus improving Retail 49 163

validity and reliability.

4.5. Data Analysis Telecommunications 50 16.7

The qnalys1s emp}oys various stgtlstlca'l and qualitative Employment_Status Frequency Percent

techniques. Descriptive statistics including averages and -

percentages will be used to analyze the quantitative Contract/Temporary 29 9.7

survey data to df:scribe the participants anc'l identify major Full-time 218 727

trends concerning wage gaps, promotion and HRM .

access, and gaps in interventions. Other measures will be Part-time 53 17.7

associated with HR outcomes and leadership metrics Firm_Size Frequency Percent

which will utilize t and ANOVA tests as well as

regression. Also, a Cronbach’s alpha will be used to <50 55 18.3

assess the reliability of the scales used in the 1,000-4,999 66 22

measurements. Each recording from the interviews will 250-999 51 17

be the subject of thematic examinations, which will be _

coded using Spss. This enables them to classify the major 5,000+ 70 23.3

themgs ‘such as stereot'ypmg, mentoring, ar?d 50-249 58 193

organizational culture. Combing both sets of results will

enhance the understanding of the problems and prospects Reporting_Level Frequency Percent

of women in sales. e 51 17

Results :

Table 1: Demographic profile Frontline 58 19.3
Age Frequency Percent Middle management 63 21
18-25 69 23 Senior management 69 23
26-35 46 15.3 Team lead 59 19.7
36-45 63 21 Promoted Frequency Percent
46-55 74 24.7 No 188 62.7
56+ 48 16 Yes 112 37.3
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The table presents the demographic and professional
characteristics of the survey respondents. In terms of age,
the largest group falls between 46-55 years (24.7%),
followed closely by 18-25 years (23%) and 36—45 years
(21%), while the 26-35 years and 56+ categories account
for 15.3% and 16%, respectively. Gender distribution
shows a predominance of females (66.7%) compared to
males (33.3%). Educational qualifications are varied,
with the highest proportion in the “Other” category
(20%), followed by Diploma/Certificate (17.7%),
Bachelor’s (17.3%), Secondary (15.7%), Professional
degree (15%), and Master’s (14.3%). Regarding marital
status, respondents are almost evenly split between single
(32.3%), married (32%), and separated/divorced (35.7%).
Caregiving responsibilities are equally shared, with 50%
reporting caregiving duties. Employment is distributed
across industries, with the highest representation in
Hospitality (20%) and the lowest in Insurance/Financial
services (13.3%). Most respondents are employed full-
time (72.7%), with smaller proportions on part-time
(17.7%) or contract/temporary (9.7%) arrangements.
Firm sizes vary, with the largest groups working in
organizations with 5,000+ employees (23.3%) and 1,000—
4,999 employees (22%). Reporting levels show a fairly
balanced distribution across senior management (23%),
middle management (21%), team leads (19.7%), frontline
(19.3%), and executives (17%). Finally, 37.3% of
respondents reported having received promotions, while
62.7% had not. Overall, the data reflects a diverse
workforce in terms of age, gender, education, and
professional hierarchy, with a significant representation
of full-time employees and caregiving responsibilities.
Table 2: Descriptive Statistics

Descriptive Statistics
N Mean Std. Deviation

GBI 300 2.99 1.456
GB2 300 2.86 1.427
GB3 300 3.14 1.352
GB4 300 2.97 1.433
GBS 300 3.15 1.409
GB6 300 3.05 1.376
GB7 300 3.04 1.391
OCl1 300 2.94 1.443
0C2 300 2.86 1.418
0C3 300 3.06 1.417
0C4 300 3.04 1.414
0G5 300 3.01 1.424
HR1 300 2.94 1.414
HR2 300 3.00 1.401
HR3 300 2.94 1.395
HR4 300 2.92 1.411
HRS 300 2.89 1.451
HR6 300 291 1.438
LD1 300 2.90 1.435
LD2 300 2.88 1.471
LD3 300 3.06 1.470
LD4 300 2.97 1.406
LD5 300 3.02 1.410
OCUL1 300 3.26 1.423
OCUL2 300 3.05 1.382
OCUL3 300 3.07 1.467

OCUL4 300 3.09 1.397
OCULS5 300 3.08 1.452
OUT1 300 3.04 1.381
ouT2 300 2.94 1.449
OUT3 300 3.07 1.415
ouT4 300 2.92 1.387
OUT5 300 291 1.413
Valid N (listwise)[300

The table presents descriptive statistics for 300
respondents across multiple variables, including GB
(presumably “Goal Behavior”), OC (“Organizational
Commitment”), HR (“Human Resource practices”), LD
(“Leadership”), OCUL (“Organizational
Culture/Leadership”), and OUT (“Outcomes”). The
means for individual items range from 2.86 to 3.26,
indicating that, on average, respondents reported
moderate levels on all constructs. The highest mean is
observed for OCUL1 (3.26), suggesting relatively
stronger agreement or higher perception in that particular
organizational culture/leadership item, while the lowest
mean is for GB2 and OC2 (both 2.86), showing
comparatively lower ratings in those areas. Standard
deviations range from 1.352 to 1.471, reflecting a
moderate degree of variability in responses, indicating
that while most respondents’ perceptions cluster around
the mean, there is still some diversity in opinions. Overall,
these statistics suggest a balanced distribution of
responses, with no extreme skewness, and provide a
foundational overview of central tendencies and
dispersion across the measured constructs.

H1: Gender barriers & challenges are significantly
influenced by organizational context.

Coefficients?®

Unstandardized| Standardized|
Coefficients |Coefficients

Std.
Model B Error |Beta t Sig.
1 |(Constant)[22.554|.998 22.600[.000
oC -.091 ].065 |-.081 -1.397/.163

a. Dependent Variable: GB

The results of the regression analysis for H1, which posits
that gender barriers and challenges (GB) are significantly
influenced by organizational context (OC), indicate that
the relationship is not statistically significant. The
unstandardized coefficient (B) for OC is -0.091,
suggesting a small negative relationship with GB, but the
standardized coefficient (Beta =-0.081) confirms that this
effect is minimal. The t-value of -1.397 and the
significance level (p = 0.163) exceed the conventional
0.05 threshold, indicating that organizational context does
not have a significant impact on gender barriers in this
sample. Therefore, HI is not supported, and the data do
not provide evidence that variations in organizational
context meaningfully predict gender-related barriers and
challenges.

H2: HRM interventions reduce the impact of gender
barriers & challenges on pink-collar sales workforce
outcomes.
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Coefficients?
Unstandardized| Standardized|
Coefficients |Coefficients
Std.
Model B Error |Beta t Sig.
1 [(Constant) 15.722 |.884 17.776[.000
HR -.048 [.049 |-.056 -.967 |.334

a. Dependent Variable: OUT
The regression results for H2, which hypothesizes that
HRM interventions (HR) reduce the impact of gender
barriers and challenges on pink-collar sales workforce
outcomes (OUT), indicate that the effect of HRM
interventions is not statistically significant. The
unstandardized coefficient (B = -0.048) suggests a small
negative relationship, and the standardized coefficient
(Beta =-0.056) confirms that the effect is minimal. The t-
value of -0.967 and the significance level (p = 0.334) are
well above the 0.05 threshold, indicating that HRM
interventions do not significantly influence outcomes in
this sample. Therefore, H2 is not supported, showing that
HRM initiatives, as measured here, do not significantly
mitigate the effects of gender barriers on workforce
outcomes.
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Figure 2: Structural Equation Model (SEM) Showing
Relationships

Path Estimate | S.E. CR. | P

GB <--- OC 0.992 0.158 | 6.279 | 0.000
HR <--- GB 0.956 0.156 | 6.145 | 0.000
LD <--- HR 1.009 0.171 | 5.891 | 0.000
OCUL <---LD | 0.973 0.169 | 5.759 | 0.000
ouT <---| 0.976 0.175 | 5.582 | 0.000
OCUL

GB1 <---GB 1.000

GB2 <--- GB 0.872 0.154 | 5.644 | 0.000
GB3 <--- GB 1.037 0.157 | 6.611 | 0.000
GB4 <--- GB 0.991 0.158 | 6.290 | 0.000
GB5 <--- GB 0.947 0.153 | 6.209 | 0.000
GB6 <--- GB 1.025 0.161 | 6.355 | 0.000
GB7 <--- GB 0.991 0.159 | 6.229 | 0.000
OCl <--- OC 1.000

0C2 <--- 0OC 0.938 0.155 | 6.071 | 0.000
0C3 <--- 0OC 0.810 0.153 | 5.304 | 0.000
0C4 <--- OC 0.942 0.155 | 6.068 | 0.000
0C5 <--- 0OC 0.940 0.159 | 5.905 | 0.000
HR6 <--- HR 1.000

HRS <--- HR 0.992 0.168 | 5.894 | 0.000
HR4 <--- HR 0.993 0.167 | 5.953 | 0.000
HR3 <--- HR 0.944 0.171 | 5.529 | 0.000
HR2 <--- HR 0.993 0.163 | 6.077 | 0.000
HRI <--- HR 1.079 0.174 | 6.203 | 0.000
LDl <---LD 1.000

LD2 <---LD 0.981 0.173 | 5.656 | 0.000
LD3 <---LD 0.971 0.168 | 5.772 | 0.000
LD4 <---LD 1.023 0.174 | 5.874 | 0.000
LD5 <---LD 1.057 0.173 | 6.093 | 0.000
OCUL5 <---| 1.000

OCUL

OCUL4 <---| 1.047 0.171 | 6.121 | 0.000
OCUL

OCUL3 <---| 1.063 0.182 | 5.854 | 0.000
OCUL

OCUL2 <---| 0.838 0.168 | 4.990 | 0.000
OCUL

OCULl  <--- 0.959 0.177 | 5.404 | 0.000
OCUL

OUT1 <--- | 1.000

OouT

OouT2 <---| 0.875 0.175 | 5.015 | 0.000
OouT

OUT3 <---| 1.074

OouT

The table presents the results of the structural equation
modeling (SEM), showing both the structural paths
among latent variables and the factor loadings of
observed indicators. The structural model demonstrates
significant and positive relationships: organizational
culture (OC) has a strong positive influence on group
behavior (GB) (Estimate = 0.992, C.R. = 6.279, p <
0.001); GB significantly influences human resource
practices (HR) (Estimate = 0.956, C.R. = 6.145, p <
0.001); HR positively predicts leadership development
(LD) (Estimate = 1.009, C.R. = 5.891, p < 0.001); LD
significantly contributes to organizational culture and
learning (OCUL) (Estimate = 0.973, C.R. = 5.759, p <
0.001); and OCUL has a strong effect on organizational
outcomes (OUT) (Estimate = 0.976, C.R. = 5.582, p <
0.001). All these paths are highly significant at the 0.001
level, indicating robust linkages among the constructs.

The measurement model further validates the indicators
of each latent construct, with all factor loadings showing
significant results above the threshold of 0.7, except for
OCUL2 (Estimate = 0.838, C.R. = 4.990, p < 0.001),
which still remains acceptable. For instance, the
indicators GB2-GB7 load significantly on group
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behavior, OC2-OCS5 on organizational culture, HR1-
HRS5 on human resource practices, LD2-LD5 on
leadership development, OCUL1-OCUL4 on
organizational culture and learning, and OUT2—-OUTS on
organizational outcomes. All standardized loadings are
statistically significant with critical ratios above 4.9,
confirming construct validity. Overall, the results provide
strong evidence of the hypothesized model’s reliability
and validity, with both the structural paths and
measurement indicators supporting the conceptual
framework.

Conclusion

The purpose of this research was to examine the complex
realities of the pink-collar sales workforce by paying
attention to the interplay of gender barriers and
organizational context, human resource management
(HRM) practices, and the leadership pipeline. The results
indicate that although women hold frontline sales and
customer service positions in large numbers, the rest of
their career, especially in management and strategic
leadership, is lacking due to structural inequities, cultural
stereotypes, and weak institutional support, which is
termed ‘institutional blindness.” Regression analyses
suggested that organizational context and present-day
HRM practices did not effectively attenuate gender-
related barriers or improve outcomes, and outputs which
emphasize the neglect of weakly constructed policies that
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